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FA<::r SHEET 

Data about State employees, State titles and compensation is being 
supplied to allow the reader to get a better understanding of the 
affect of the pay equity recommendations the system and employees. 

The data for this report does not include employees of Rutgers, 
The State University, or the New Jersey School of Medicine and 
Dentistry. State Troopers are not included in the study. 

* state Employees 
Total Population 

Females 
Males 

Minority Female 
Minority Male 
White Female 
White Male 

. 

75,305 

38,517 
36,788 

14,091 
8,363 

24,426 
28,425 

state Employees in Titles Meetin~ Le~islative Criteria for 
Review 

Total Population 

Females 
Males 

Minority Fema1e 
Minority Male 
White Female 
White Male 

50,120 

27,454 
22,666 

1,780 
6,510 

25,674 
16,156 

* Includes employees in Judiciary and Legislative branches. 



state T1tles Meet1ng Leg1s1at1ve cr1ter1a for Rev1ew 
Total Reviewa.ble Titles (Not Series) 449 

165 
265 
19 

Female 
Male 
Balanced Minority 

Minority Female 
Minority Male 
White Female 
White Male 
Balanced Minority 

Average state Salaries as of November 1987 
Total 

Female: Male 
Male 

Minority Female: White Male 
Minority Male: White Male 
White Female: White Male 
White Male 

50 
25 
115 
240 
19 

$25,766.00 

$22.030.00 
$29.667.00 

$19,963.00 
$23,764.00 
$23.227.00 
$31,414.00 

74% 
100% 

64% 
76% 
74% 

100% 
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Introduction 

This document is a Final Report of the Task Force on 
Equitable Compensation. It is the culmination of three 
years' research into the wage-setting processes used by the 
Department of Personnel to establish salaries for employees 
in State service. Included is a history of the project, 
overview of the technical research, preliminary findings, 
proposed modifications to the system as a result of the 
findings, test methodology, recommendations to modify the 
State's job evaluation and wage-structure system to 
incorporate elements that will make it more equitable for 
women and minorities, and general compensation 
recommendations. 



HISTORY 

In 1983, the New Jersey Commission on Sex Discrimination in 
the Statutes issued a report entitled "An Analysis of Wage 
Discrimination in New Jersey State Service." A series of 
bills calling for study and recognition of the pay equity 
issue followed the issuance of the Commission's report. 
While the initial bill was in committee, the Governor issued 
Executive Order No. 58 which created a seven-member Task 
Force on State Compensation Equity. Ten months later, Senate 
Bill 1926 passed both houses and was signed by the Governor. 
It established the Task Force on Equitable Compensation. 

THE TASK FORCE ON STATE COMPENSATION EQUITY 
Executive Order No. 58 

The seven-member Task Force on State Compensation Equity 
conducted its study through regular meetings from June to 
Novembe~ of 1984. Executive Order No. 58 charged the Task 
Force with reviewing the State Compensation Plan, 
recommending any changes in the existing salary range 
determination mechanisms, making revisions to evaluation of 
titles, analyzing job titles held by one gender group, and 
identifying specific job titles for salary reevaluation 
review. By Executive Order, the President of the Civil 
Service Commission* served as Chairperson of the Task Force 
and the following members were appointed: The Director of 
the Division on Women; the Director of the Division on Civil 
Rights; the Director of the Division of Classification and 
Compensation; and three public members qualified in job 
evaluation or compensation areas. (Appendix A) 

* Merit Review Board will be substituted for Civil Service 
Commission throughout this report. 
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THE TASK FORCE ON E~UITABLE COMPENSATION 
P.L. 1984, c. 166 

On October 17, 1984, Governor Kean signed bill S1926, P.L. 
1984, c. 166, which effectively merged the members of the 
seven-member task force with the new members delineated by 
the legislation, for a total of 21 members. The bill 
designated that the members should include the President of 
the Merit Review Board, the Public Advocate, the Commissioner 
of Labor; the Directors of the Division of Classification and 
Compensation, the Division on Civil Rights, the Division on 
Women, and the Office of Employee Relations or their 
designees; two members of the Senate; two members of the 
Assembly; eight public members; and one representative from 
each of the two major collective bargaining unions 
representing classified State employees. Governor Kean 
appointed the President of the Merit Review Board as 
Chairperson of the Task Force. (Appendix A) 

P.L. 1984, c. 166, states "that the policy of the State of 
New Jersey is to insure a fair, non-biased wage structure for 
its own employees ... " and "finds that sex, race, or national 
origin shall not be a consideration either directly or 
indirectly in determining the proper compensation for a title 
in State service, nor in determining the pay for any 
individual or group of employees." 

The Task Force on Equitable Compensation is mandated to: 

1. Consider the Commission on Sex Discrimination in the 
Statutes' Report, "An Analysis of wage 
Discrimination," as a basis for further research; 

2. Recommend modification of compensable factors to 
achieve equitable pay; 

3. Reevaluate the title and wage-setting process as 
currently utilized by the department; 

4. Review the State Compensation Plan and recommend any 
changes in the current salary range determination 
mechanisms; 

6. Assist in the development of any fiscal 
implementation plan but not recommend that wages be 
lowered to achieve pay equity; 

6. Submit an Interim Report of its findings and 
recommendations to the Governor, the Merit Review 
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Board, and to the Legislature no later than six 
months from the effective date of the Act. 

The legislation defines which State job titles shall be 
included in the study or considered "reviewable."(Appendix B) 

"Reviewable titles" means titles or any class of titles 
dominated by a single sex, race, or national origin. A 
title shall be reviewable when at least 70% of the 
incumbents are of one sex or when the department 
determines that one race or national origin is 
disproportionately represented. A reviewable title shall 
have no fewer than 15 members. 

The Department of Personnel has subsequently decided that a 
job in which 40% of the employees are collectively members of 
a minority group can be considered disproportionately 
represented and may be considered a reviewable title. 
Approximately 50,000 employees in 450 job titles fall into 
these reviewable title categories. Series of titles were not 
included in the study but will be part of the final 
adjustment. (Appendix B) 
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York P1an for the Study 

The three-year study was divided into phases. In its initial 
phase, the Task Force conducted a public hearing and learned 
the policies and technicalities of the State's compensation 
system. As a result of its initial research, the Task Force 
recommended that the wages of the State's lowest paid workers 
be increased. An interim report, including recommendations, 
was submitted to the Governor, Legislature and Commissioner 
of Personnel at the end of this phase. This was followed by 
a technical study ass~sted by consultants. In its third 
year, the Task Force analyzed the findings of the study and 
developed the Final Report. 

PHASE l 
Public Hearing 
Training 

PHASE 2 
Interim Report 

PHASE 3 
Technical Study 

PHASE 4 
Analysis 

PHASE 5 
Final Report 
Recommendations 

January-June 1985 

June 1985 

August 1985-January 1987 

January-November 1987 

November 1987 
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PHASE 1 

Publ.J.c HearJ.ng 

A public hearing was held on January 23, 1985, to gather 
information in order to broaden the Task Force's 
understanding of the issue of equitable compensation and to 
aid the members in setting the direction of the work of the 
Task Force. 

Eleven speakers were h,eard. Three were representatives of 
CWA, two were pay equity experts, two represented prominent 
women's organizations, one spoke about State nurses, one 
spoke as a public employee, and two spoke as private 
citizens. 

The national member of the Communications Workers of America 
requested that the Task Force recommend to the Governor and 
the Legislature that $70 million of the State's surplus be 
set aside to establish a pay equity fund. The other CWA 
national member was critical of the modified Hay System in 
New Jersey, citing two flaws: method and application. The 
CWA local member cited wage disparities and classification 
concerns in relation to her job. 

The two expert witnesses, Ronnie Steinberg, consultant from 
the Center for Women in Government to the State of New York, 
and Professor Ruth Blumrosen of Rutgers, the State 
University, gave the Task Force background information about 
the workings of a pay equity study. 

The League of Women Voters' representative gave a brief 
outline of how the Task Force should proceed in the study and 
encouraged an analysis of other countries; i.e. Australia and 
Sweden. The representative from the American Association of 
University Women gave a brief overview of other States. She 
indicated the critical need for appropriating funding for pay 
equity adjustments. 

The administrative nurse discussed the problem of shift 
differentials for nurses in State institutions, comparing 
those with community hospitals. A Division of Youth and 
Family Services worker related her job and salary history in 
an effort to illustrate job classification and compensation 
problems. 

The two private citizens each made brief comments. One 
emphasized a specific pay-line technique for the study, and 
the other requested that human relations be quantitatively 
valued. 
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Training 

Training was provided for Task Force members to gain further 
knowledge concerning the general pay equity question and 
become fluent in the New Jersey Job Content Evaluation 
System. 

Formal training sessions on the concepts of the basic Hay 
system and the application of the New Jersey Job Content 
Evaluation System were provided including hands-on work 
sessions where the Task Force members evaluated titles. With 
each training session, the members became more aware of the 
complexities of the issue and the enormity of the Task 
Force's charge. 

Further training was provided when "An Analysis of Wage 
Discrimination in New Jersey State Service" was considered. 

The learning process has been ongoing as Task Force members 
with expertise in compensation have shared their knowledge 
with the members. Additionally, a number of task force 
members have spent time in the Task Force office and with 
the Division of Classification and Compensation familiarizing 
themselves with various aspects of the Department of 
Personnel's role in the wage-setting operation. Finally, the 
consultants were available to answer questions. 
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PHASE 2 

Interim Report 

The Task Force on Equitable Compensation submitted Interim 
Report - Six Months of Progress on June 1, 1985, to the 
Governor, the Merit Review Board and to the Legislature. 

In accordance with Senate Bill P.L. 1984, c. 166: 

The Task Force shall submit an interim report of its 
findings and recommendations, no later than six months 
from the effective date of this act, to the Governor, 
the Civil Service Commission, and to the Legislature. 

The report included: 

o An historical background of the Task Force; 

o A description of the Task Force's activities and 
progress during the first six months of its tenure; 

o A presentation of data concerning the male, female, 
and minority members of the New Jersey State workforce 
who are in titles dominated by their gender or ethnic 
group; and, 

o The Task Force's recommendations. 

After six months of meetings and training, the Task Force 
determined that the best approach to the issue of pay equity 
involved both immediate action and further detailed study by 
consultants. The Task Force felt that taking this approach 
would allow the State to illustrate its commitment to pay 
equity while allowing the necessary time for consultant's 
report and Task Force final action. 

Immediate Action 
It was clear to the Task Force that a portion of the 
compensation variance between male and female, minority and 
non-minority State workers was due to 1) the lower end of New 
Jersey's salary rates not rising in proportion to rates at 
the upper pay levels, and 2) entry-level jobs requiring a 
minimal amount of knowledge or experience being paid at 
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differing ranges. Thus, the Task Force recommended a new 
minimum evaluated range (05) to ensure that jobs requiring a 
similar amount of knowledge and experience are paid at the 
same level and to raise the lower end of New Jersey's salary 
rates relative to the upper pay levels. 

Because moving all titles that require minimal education and 
skills up to the new minimum evaluated range creates 
compression of salaries in the next higher groups of titles, 
the Task Force also recommended that all titles currently 
evaluated in ranges 05, 06, 07 and 08 be raised one range. 

This recommendation was intended to provide some interim 
relief while the Task Force completed its in-depth, long-term 
pay equity study and was not intended to indicate that full 
relief had been given to these workers. 

The recommendation affected approximately 9000 employees in 
the 150 lowest paid titles in the compensation plan. 
(Appendix B) Acting on this recommendation, the Legislature 
appropriated $7,000,000 which was paid to employees in 
February 1986. 

Reoo:maendat.1on 

BASE RATES FOR STATE EMPLOYEES WHO ARE EVALUATED AT 
RANGES FROM 01 THROUGH 04 BE INCREASED TO EVALUATED 
RANGE 05. IN ORDER TO AVOID SALARY COMPRESSION, 
EMPLOYEES WHO ARE IN EVALUATED RANGES 05, 06, 07 OR 08 
BE INCREASED BY ONE RANGE. FOR CIVIL SERVICE PROCEDURAL 
REASONS, TRIS ACTION SHALL BE CONSIDERED A PAY EQUITY 
REMEDY AND NOT BE CALCULATED ACCORDING TO CIVIL SERVICE 
PROMOTIONAL PROCEDURES. 
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PHASE 3 

Technical. Study 

When men and women within a.n organization hold jobs that are 
a.like, they must be pa.id the same wages with modifications 
permitted for seniority, merit, or output(piecework). Equal 
Pay Act of 1963. When men and women hold jobs within an 
organization that a.re dissimilar but have similar value to 
the organization, pay equity requires that the jobs receive 
similar payment. Pay equity studies a.re usually conducted 
because of suspected discrepancies between the wages paid to 
white males and those pa.id to females or minorities for jobs 
that a.re comparable in value. 

New Jersey's pay equity study was conceived a.s a. result of 
concerns expressed by the Governor and Legislature and a 
report issued by the Commission on Sex Discrimination in the 
Statutes. The enabling legislation that created the Task 
Force addressed these concerns by mandating that the State's 
evaluation system and wage-setting processes be reviewed, 
recommendations for modification be ma.de, a.nd the Commission 
on Sex Discrimination in the Statutes' report be considered 
a.s a. basis for further research. 

The report issued by the Commission on Sex Discrimination in 
the Statutes included several recommendations that were 
incorporated into the Task Force's enabling legislation. 
Additionally, three types of compensation practices that the 
authors considered discriminatory were explained: primary 
wage discrimination results when a. compensation system is not 
based on any formal job evaluation mechanism; secondary wage 
discrimination occurs when there is no "rational linkage" 
between a. formal evaluation system and the employer's 
compensation plan; tertiary wage discrimination occurs when 
the organization has a formal evaluation system that has a 
rational linkage to its compensation plan but "fails to 
produce equitable compensation decisions." Most states 
conducting pay equity studies fall into the first two 
categories. New Jersey appears to be the only state 
conducting a. pa.y equity study that ha.s a. single pay structure 
and pays employees in relation to its evaluation plan. 

The report indicated tertiary wage discrimination and that 
the State's evaluation system a.nd the wage-setting processes 
used by the Department of Personnel ma.y contain elements that 
contribute to different wages being paid to males and females 
performing comparable jobs. The enabling legislation 
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mandated that the Task Force review these elements and 
recommend modifications to the Governor, Legislature and 
Commissioner of Personnel. The Task Force determined that 
the most objective method to conduct this part of the study 
was to hire a consulting firm with experience in both 
compensation practices and pay equity issues. A Request For 
Proposal (RFP) was issued and bids accepted for the project. 
(Appendix C) 
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Request For Proposal 

The purpose of this part of the study was to detect any 
gender or racial bias in New Jersey's current wage-setting 
process and to eliminate such bias by modifying the system. 

To determine bias and to modify the system, the study was 
divided into two components. Component 1 was to identify 
inequities due to gender or racial bias within the current 
system and to recommend modifications to the system that 
would ensure equitable pay. Component 2 was to conduct a 
pilot program to test the Component 1 recommendations and 
develop a model for implementation. 

specific Items for Review 
The following items were identified by the Task Force as 
possible areas where the evaluation or wage-setting system 
may require modification. Although these items were cited, 
the consultants were encouraged to explore other areas that 
might be sensitive to bias. 

o Job documentation-gathering methodology should be reviewed 
to ascertain if training for specification analysts and 
evaluators is bias-free and if all identified tasks are 
bias-free. The recommendations may include training 
suggestions, modification of the job classification 
questionnaire, desk audits, supervisor interviews, employee 
interviews, or other areas identified by the consultant. 

o Job specifications should be analyzed to ascertain if they 
capture and record all assigned tasks performed. Special 
attention should be given to inconsistent reporting of 
similar tasks that may lead to different evaluations. 
Recommendations may redefine or combine tasks or identify 
tasks that are not specified at the present time. 

o Job specifications should be analyzed to ascertain whether 
they completely reflect job requirements. Recommendations 
may include consolidation of overly specific titles with 
similar duties or a division of some jobs into more job-
specific titles. Classification ranking and salary 
compression must be analyzed and the impact reported. 

o Each job evaluation factor (know-how, problem solving, 
accountability) should be tested separately to determine if 
jobs in which the incumbents are predominantly women or 
minorities achieve the same values for similar requirements 

11 



as jobs in which incumbents are predominately males or non-
minorities. 

o Definitions of subfactors should be analyzed to determine 
if they are accurate and easily understood. Recommendations 
for modification may include redefining subfactors, 
modification or expansion of definitions. 

o The current point-factor guide charts should be analyzed to 
assess if the present points fairly reflect how the State 
values tasks performed in current and modified job 
descriptions. If changes in point values are recommended, 
they must be tested for validity using a representative 
sample of all State titles to assess the impact. 

o The Know-How guide chart should be analyzed to determine if 
skills relating to the care of clients are included as 
compensable factors and are properly defined and weighted. 

o The Problem Solving guide chart should be analyzed to 
determine if the initiative and judgment requirements are 
properly weighted across the entire spectrum of jobs and 
properly considered in the evaluation system. 

o The Accountability guide chart should be analyzed to 
determine if the responsibility and accountability for care 
of clients are compensable factors and are properly defined 
and weighted. 

o Job specifications should be analyzed to determine if 
working conditions have been included in specific titles, 
which jobs and what language was used to specify working 
conditions, and how the language affects evaluations. In 
the present system, working conditions are not intended to 
be a recognized factor in job documentation and evaluation. 
However, the Task Force is interested in the definition or 
scope of working conditions; i.e., emotional, physical, 
mental, etc .. If the scope of working conditions justifies 
its use as a factor or subfactor, the Task Force should 
explore modifications to a currently utilized factor chart 
to include working conditions as an additional subfactor or 
consider the addition of a separate working conditions 
factor chart. Using a representative sample of reviewable 
and other titles, report the evaluations impact of a 
working conditions modification on reviewable jobs. State 
the affect this would have on non-reviewable titles. 

o Information on authorized hiring rates and titles in which 
it is departmental policy to hire above Step 4 should be 
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prepared to ascertain how their use correlates to male- , 
female- and minority-dominated titles. 

o The evaluation points of all entry level jobs should be 
analyzed to determine if the points required for entry 
level female-, male-, and minority-dominated titles are in 
line. Determine the number of entry level jobs in female-, 
male- and minority-dominated titles. 

In addition to the above items, the Task Force was interested 
in knowing if the present system permits proper evaluation of 
the impact of new technology. 

The consultants were also asked to prepare a report based on 
prior studies which have analyzed and assigned points to 
factors such as fatigue and stress and to explain how these 
factors would apply to New Jersey's study. 

Before making final recommendations for any area, whether job 
documentation, classification, evaluation, negotiations, 
etc., the consultants were asked to determine what impact the 
recommendation will have on the current evaluation system or 
the employees and to report those findings to the Task Force. 
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Introduction 

Summary of the Pay Equity Study 
Conducted by Consu1tants 

Pay Equity Study - Component 1 

On May 29, 1985, The Hay Group, Inc .• in association with 
Hubbard & Ravo-Cohen, Inc .• responded to the Task Force's 
Request for Proposal by submitting a "Proposal for Developing 
and Conducting a Pay Equity Study for the State of New 
Jersey." The consultants' proposal called for a study to 
have two components. The first component was designed to 
identify the extent, the specific nature and the principal 
controllable causes of differences in pay between males and 
females, minorities and non-minorities. The second component 
included an analysis of methods and actions to eliminate 
identified elements that could be modified with minimum 
disruption to the functioning of the State. 

Component one was divided into the following principal tasks: 

o Compensation Values from the Employee's 
Perspective 

o Job Specification Program 

o Investigation of Evaluator Bias 

o Audit of the Current Job Measurement Method 

o Descriptions of the Pricing Process 

o Wage Administration Procedures, Descriptions and 
Intergroup Comparisons 

o Preliminary Recommendations 

Compensation Values from the Employee's Perspective 
The consultants used a questionnaire survey to identify 
employee perceptions of the elements of their jobs for which 
they should be compensated. One thousand three hundred and 
thirty-one questionnaires were returned. The employee rated 
individual economic factors such as high costs for housing, 
public transportation, size and composition of family highest 
in terms of their importance for determining compensation. 
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Employees rated working conditions, effort, and technical 
skills below personal economic needs and placed other factors 
such as human relations skills, responsibility, difficult 
situations, and performance below working conditions, effort 
and technical skills. 

Sixty-six percent (882 employees) answered "no" when asked if 
the way pay is set is fair. Thirty percent (399 employees) 
answered "yes", and four percent (50 employees) had no 
response. 

The consultants concluded that there was a difference between· 
the employees' and the State's position on compensable 
factors. They suggested that where the employee and State 
differ about what factors should be compensable, there is a 
need for better communication and training. Future systems 
should consider employee perceptions with respect to job 
measurement methods. 

Importance of Compensable Factors 
(Employee Responses) 

1. Individual Economic Need 

2. Working Conditions 

3. Effort 

4. Technical Skills 

5. Human Relations Skills 

6. Responsibility 

7. Difficult Situations 

8. Performance 

Job Specification Proiram 
The goal of this part of the study was to identify specific 
ways in which the job documentation gathering practice may 
disrupt pay equity. The consultants reviewed a sample of 60 
job specifications and interviewed 120 incumbents in 20 of 
the 60 jobs to assess the descriptive accuracy of job 
specifications. The team reviewed the remaining 40 titles in 
terms of their similarities in job levels and job content. 
Additionally, they reviewed the policies and procedures used 
for developing specifications. 
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To review the job specification development policies and 
procedures, the consultants interviewed personnel in the 
Division of Classification and Compensation in the Department 
of Personnel, reviewed all forms used for gathering 
information and studied written guidelines. The consultants 
observed that the process of developing specifications is 
highly decentralized with each department of the State 
assuming responsibility for drafting specifications relevant 
to their individual needs. Consistency is encouraged through 
the use of the "Guidelines for the Preparation of Class 
Specifications for State Service," which defines elements of 
an acceptable State job specification. Position 
Classification Questionnaire (DPF-44), a blank page with 
general directions for completion (an open-ended 
questionnaire), is the only documentation-gathering form and 
is usually not completed. (Appendix D) 

The consultants noted that there is no formal review and 
maintenance procedure for job specifications in the system at 
the present time. Only those specifications brought to the 
attention of the Department of Personnel are reevaluated. 

The consultants conducted 120 job audits in order to compare 
job content data as reported by current incumbents with 
existing job specifications. The titles were chosen on the 
basis of their gender/minority domination and their cross-
sectional representation of occupational families and pay 
ranges. An interview guide was developed for on-site, in-
depth interviews to collect uniform, comparable job content 
information. After the interviews, the consultants reviewed 
each of the 20 job specifications to determine the 
consistency of specifications with respect to examples of 
work and to determine how completely specifications describe 
job content. 

Results showed that specifications were typically consistent 
with incumbents' reports. That is, they did perform the 
examples of work that were listed on the specification. 
However, only twenty-seven percent, 32 specifications, fully 
described job content, while fifty-three percent or 64 
specifications did not. Twenty percent, 24 specifications, 
were thought to overstate job content. 

Finally, the additional 40 titles were reviewed. The 
consultants studied the style in which the specifications 
were written (i.e., passive or active verbs), the detail of 
job content information, the amount of redundancy, and the 
over/under reporting of information that could influence 
,compensable factors. They found that white-male dominated 
jobs were described using the greatest number of lines of 
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text. Minority-male dominated jobs had the shortest 
descriptions. They also found considerable instances of 
redundancy, most of which appeared in white-male dominated 
job specifications and least of which appeared in white-
female dominated job specifications. The consultants also 
found that specifications for female-dominated jobs have more 
understatements of job responsibility than those for male-
dominated jobs, especially in relation to health care and 
human services positions. 

Based on these findings, the consultants submitted 
preliminary recommendations for the State to: 

o Review all job specifications developed before 1982 to 
ensure that they fully describe the job content; 

o Train personnel in each Department of the State in the 
development of complete job specifications; 

o Train analysts in the Division of Classification and 
Compensation to ensure that final documents are 
free from bias; 

o Ensure that no titles/series are evaluated until final 
approval of the specifications are completed; 

o Institute and implement a maintenance program to 
review all class specifications with the State on 
a periodic basis; and 

o Investigate using a close-ended questionnaire for 
documentation gathering. 

Investi~ation of Evaluator Bias 

In January of 1986 the consultants tested fifty employees who 
perform job evaluations for their departments. This process, 
like the specification development process, is highly 
decentralized with each department recommending evaluations 
and pay ranges to meet its individual needs. The employees 
were selected on the criteria of experience, gender, and race 
and were asked to complete a specially prepared test designed 
to measure the influence of evaluator bias on job evaluation. 

Each participant was presented with information regarding 
seventeen jobs. The team asked them to evaluate these jobs 
using the New Jersey Job Content Evaluation System. At the 
end of the test, each evaluator was asked questions about 
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his/her opinions on the effect of evaluator gender, race, 
etc., on job evaluaiition. 

In analyzing the results of the test, the consultants 
observed that pay differences among men, women, and 
minorities cannot be attributed to bias on the part of the 
evaluators. The only statistically significant source of 
variation was the current pay grade of the job; jobs 
currently rated higher were awarded higher points by the 
evaluators indicating that the test participants were 
familiar with the jobs and the system. When identical 

.specifications were given two different titles, the 
evaluators gave the specification with the more prestigious 
title a higher rating. 

Individual raters (as opposed to being divided into classes 
of gender or race) do rate identical jobs quite differently. 
Because equitable job evaluation is dependent on internal 
consistency and application of the system, the consultants 
recommended that the State establish appropriate and regular 
training for all employees who have responsibilities for job 
evaluation. 

The following findings were made based on the Evaluator Bias 
Test: 

o Pay differences between classes of men, women and 
minorities cannot be attributed to evaluator bias: 

o More prestigious titles with identical specification 
content receive more evaluation points; 

o Evaluations for identical jobs differ according to the 
individual evaluator. 

Based on the above findings, the consultants recommended 
that: 

o The State establish appropriate and regular training 
for all employees who have responsibilities for 
job evaluation. 

Audit of the current Job Measurement Method 
All classified employees receive wages based on a point-
factor evaluation system which was installed by Edward N. Hay 
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and Associates after a comprehensive New Jersey job study in 
1968. Based on a measure of three critical factors, know-
how, problem-solving, and accountability, the New Jersey Job 
Content Evaluation System assigns points or weights to all 
classified job titles. (Appendix E) Men, women, minorities, 
and non-minorities receive the same wages for job titles 
evaluated with the same number of points with adjustments 
made for workweek size and different bargaining units. 

The consultants' objectives for this section of the study 
included auditing the existing job evaluation system and 
providing preliminary conceptual recommendations to the State 
for an improved job measurement system. 

The consultants reviewed the job evaluation framework to 
identify any evidence of structural design which could lead 
to inequities with regard to gender and race. They applied 
their collective experience in compensation and pay equity to 
reach a consensus on how the existing system might be made 
more equitable. The Hay Group and Hubbard & Ravo-Cohen 
worked with the basic assumption that in order for a job 
evaluation system to be equitable, compensable factors and 
their relative weights must be representative of all job 
titles regardless of gender/racial dominance of incumbents. 
Also, definitions of factor levels must capture job content 
characteristics in a consistent and comprehensive manner 
across all titles. 

Based on their findings, the consultants recommended that the 
existing job evaluation system be modified to make it more 
equitable and easier to understand and apply. Specific 
recommendations included the following: 

o Refine and expand the human re1ati,ons component. The 
consultants concluded that human relations skills 
were not given enough value; they should be given 
a greater number of points to increase their value 
relative to other factors in the guide charts. 
Thus, they recommended the human relations 
component be redefined and expanded to include 
skills in public service, contacts and care-
giving. 

o Expand the workin~ concept of effort to include 
sensory and physical effort as well as mental 
effort. and add a compensable factor for working 
conditions, The consultants concluded that 
working conditions are an essential consideration 
in compensation. They noted that the New Jersey 
system currently has no explicit measure for 
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working conditions and that "implicit" credit is 
often given to certain categories of jobs. The 
team recommended that in order to be more 
equitable, the State should develop these factors, 
define them explicitly and apply them consistently 
to all jobs in the workforce. 

o Expand the workini concept of responsibility to 
incorporate responsib1l1ty for people and human 
care. The consultants concluded that the 
magnitude component of the accountability chart is 
too restrictive in that it is prescribed by the 
amount of fiscal responsibility within a job. 
They recommended that magnitude definitions be 
expanded to include accountability for people and 
programs. 

o Delineate more finitely the factor level def1nitions 
relatini to vocational and technical jobs at the 
lower end of the scale. 

As they identified an improved job measurement instrument to 
provide the State with a more equitable wage-determination 
process, the consultants paid particular attention to: 

o Reducing redundancy and multiplicative effects in 
measurements so that factor ratings are distinct; 

o Reducing ambiguity of factor definitions by 
simplifying language or by use of examples; 

o Assuring that definitions and examples do not promote 
or encourage bias; 

o Avoiding confusion about evaluation through features 
such as nonlinear points or ambiguous factor 
weightings; 

o Providing points for all results that are important to 
the State rather than emphasizing only those 
results with dollar or property effects; 

o Differentiating and accounting for human care skills 
and persuasive skills with the same visibility and 
focus as supervisory skills; 

o Assuring that requirements for initiative and judgment 
are properly considered and weighted in point 
scores; 
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o Assuring that unusual work activities and contexts are 
given recognition in point scores; and 

o Permitting explicit modifications of the instrument in 
response to changing technologies. 

Modified Guide Charts 
The approach recommended by the consultants involves 
modifying the current New Jersey Job Content Evaluation 
System in the following ways: 

The human relations and magnitude job measurement factors of 
the traditional Hay system are to be redefined to introduce 
physical effort, sensory effort and work environment as job 
context factors. The modified system includes four guide 
charts instead of the three currently use by the State: 

1) Technical Know-How 

0 Technical Skills 
o Managerial Know-How 
o Human Relations 

3) Accountability 

o Freedom to Act 
o Magnitude 
o Impact 

2) Problem Solving 

o Thinking Challenge 
o Thinking Environment 

4) Working Conditions 

o Sensory Effort 
o Physical Effort 
o Work Environment 

The human relations section of the Know How chart is 
increased from three to four levels, resulting in an increase 
in the number of possible points a job can receive for this 
factor. The magnitude factor of the Accountability chart is 
redefined as to the extent to which job standards require 
judgments regarding· the interests of and risks for the 
enterprise. A Working Conditions Guide Chart is added to the 
job evaluation system, and the Problem Solving chart remains 
unchanged. (Appendix E) 

Descriptions of the Pricin~ Process 

During this part of the study, the consultants identified the 
specific ways in which the State makes decisions about the 
wage rates or salary ranges for titles. They then compared 
for gender and race and observed and recommended improvements 
to the pricing and wage determination system. 
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To accomplish their work, the consultants interviewed 
employees in the Division of Classification and Compensation 
and the Office of Employee Relations; representatives of 
American Federation of State, County, and Municipal 
Employees; and Communications Workers of America. They also 
reviewed the Salary Administration Memoranda issued by the 
Department of Personnel, all salary increases by employee 
relations groups since 1970, and the New Jersey 
Administrative Code. The team also compared 496 reviewable 
titles to each other and to market data for a review of the 
compensation schedule. 

To facilitate their analysis, the consultants divided the 
titles into male-, female-, and minority-dominated groups and 
determined a pay structure maximum for each subset as well as 
for all employees. 

The comparisons of pay ranges and subsets identified the 
areas of vulnerability for equitable compensation and 
indicated the effect of economic and bargaining 
considerations on determining wage levels. 

The pay structure of the State's compensation plan 
encompasses all State employees, who are represented by 
sixteen bargaining units (i.e., employee relations groups). 
Each year, the Governor proposes a salary budget. Pricing 
negotiations by the Office of Employee Relations and the 
bargaining units ensue. The consultants concluded that the 
idiosyncrasies of this process are such that the State should 
monitor the affects of differential increases and payment 
patterns which restrain pay rates for lower level jobs. In 
addition, they noted the same potential for other pricing 
actions such as salary adjustments and authorized hiring 
rates which allow the State to compete in local and national 
markets without reevaluating jobs. 

The consultants also noted that point spreads within pay 
ranges vary from lower to higher ranges. For example, there 
is a 10% increase from the lowest point to the highest point 
in a range for the lower level ranges, and a 6% increase from 
the lowest point to the highest point in a range for the 
upper level ranges. This may impact negatively on women and 
minorities who dominate lower level jobs because it will take 
them longer to move across pay ranges. 

The team concluded that in order to maintain a single pay 
policy, the State must recognize the impact of separate wage 
contracts on protected classes of employees. They 
.recommended a formal monitoring system to ensure that 
equitable compensation not be disrupted. 
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The consultants recommended a single pay structure, but 
recognized the practical issues which limit its feasibility. 
Thus, they recommended that the State establish an ongoing 
formal process to monitor the effects of adjustments to each 
range to ensure compliance with the State's position on pay 
equity. They also recommended that the State reconsider 
assignment of job evaluation points to ranges, and establish 
a consistent percentage point increase among ranges in order 
to best serve pay equity. 
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Consultant's Preliminary Recommendations-Hay 1986 

In May 1986 the consultants submitted the following 
preliminary recommendations to the Task Force: 

Job Specification Program 

o A review of all class specifications developed before 
1982 to ensure that they fully describe the job content. 

o Training in the development of complete class 
specifications for each Department of the State. 

o Additional training for analysts in the Division of 
Classification and Compensation to ensure that final 
documents are free from bias. 

o Ensuring no classes are evaluated until final approval 
of the class specification is complete. 

o Institution and implementation of a maintenance program 
to review all class specifications with the State on a 
periodic basis. 

o Investigation of the utility of a close-ended 
questionnaire to be used for documentation purposes. 

Evaluator Bias 

o Appropriate and regular training be established for all 
employees who have secondary, as well as primary, 
responsibilities for job evaluation. 

Job Measurement Method (Job Evaluation System) 

o Separate (or unbundle) the factors of know-how and 
problem-solvin~: this will eliminate the multiplier effect 
due to the fact that the factor, problem solvin~. is a 
percentage score for the factor, know-how; 

o Refine and expand the human relations component; 

o Expand the working concept of effort to include sensory 
and physical effort as well as mental effort; 

o Expand the working concept of responsibility to include 
sensory and physical effort as well as mental effort; 

o Add a compensable factor for workin~ conditions which 
will include such job context components as stress; 
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o Delineate more finitely the factor level definitions 
relating to vocational and technical jobs at the lower end of 
the scale. 

Pricing 

o Establish an ongoing formal process to monitor the 
effects of adjustments to each range to ensure compliance 
with the State's position on pay equity when adjustments are 
considered. 

o The assignment of job evaluation points to ranges should 
be reconsidered. Consistent percentage point increases among 
the ranges would best serve pay equity. 
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Pay Bqu.ity Study - Cmlpmunrl 1% 

Introduction 
During Component II of the Pay Equity Study. the Task Force 
on Equitable Compensation and the oonsulting firm ot the Hay 
Group, in association with Hubbard and Ravo-Cohen, Inc. 
studied and applied the following recomaendations made in 
Component I: 

o Chan~e the specification 4eve1opment process. 
(Appendices D,F) Job specifioations describe tasks 
necessary to perform a job and associated 
responsibilities and requirements. The Task Force 
recommended that all specifications tor female-, male-, 
and minority-dominated titles be reviewed to ensure 
that they: 

- Fully describe the major tasks and duties of the 
job; 

- Include major tasks that reflect new or modified 
pay equity factors and elements of factors; 

- Are written in clear, concise, simple language; 

- Have language consistency within and among 
series; · 

- Do not contain inflated statements or 
redundancies. 

The Task Force also recommended that the State 

- Develop a training program in specification 
writing; 

- Complete specification development prior to 
evaluation; 

- Use a combinaW.on closed- and open-ended 
questionnaire for gathering job documentation to 
ensure that all job specifications contain a 
complete description of major tasks.(Appendix D) 

o Modify the job evaluation ~uide charts. (Appendix E) 
When analysts evaluate titles, they use guide charts 
to assign evaluation points to elements or factors 
that are compensable and are found in every job. The 
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State of New Jersey currently uses three guide charts 
in the job evaluation process: Know-Eow, Problem-
Solving, and Accountability. (Appendix E) As a result 
of Phase I, the following suggested pay equity 
modifications were made to these guide charts: 

- Expansion of the human relations component of the 
Know-How Guide Chart to offer more credit for 
care and custody skills; 

- Redefinition of the magnitude component of the 
Accountability Guide Chart to add value for the 
responsibility for people and programs; 

- Addition of a Guide Chart to measure Working 
Conditions. 

In order to study the effect of these recor,~r.1endations, the 
Task Force implemented a pilot project to ~pply the new 
guidelines for job specification development to a sample of 
115 titles dominated by one gender or minority and to apply 
the modified guide charts to evaluate the 115 rewritten job 
specifications. 

As a result of the pilot project, a specification development 
unit modified specifications for 115 titles. A job 
evaluation team applied the modified job evaluation system to 
each specification and assigned a new number of evaluation 
points to each title. The modifications to the guide charts 
gave the desired results; i.e., titles that were gender or 
race dominated showed a gain in points indicating a more 
equitable evaluation system. The consultants applied these 
results to four different pay structures to convert points 
into salaries. 

Throughout this phase, the Task Force and the consultants 
worked to provide recommendations, methods, and actions that 
would begin to modify the system to comply with pay equity 
standards while causing minimum disruption to the functioning 
of the State. As a result of joint discussions the 
consultants also proposed a model to guide improvement toward 
equitable compensation. 

Application of New Guidelines for Job Specification 
Development to a Sample 115 Reviewable Titles 

In Component I, the consultants found that several job 
specifications did not describe the job fully with respect to 
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job requirements and job contexts or environment. They 
identified deficiencies resulting from subject matter that 
was not included in the specifications and from stylistic 
differences in language and emphasis between non-minority 
male titles and titles dominated by females and minorities. 

In order to test these preliminary findings, the Task Force 
and consultants implemented a pilot project, as stated in the 
original proposal, to rewrite job specifications for a sample 
of 115 reviewable titles. 

The consultants conducted a training program for a team of 
seventeen State employees from various agencies. Using a 
preliminary training manual, the group reviewed: 

o The objectives, findings, and recommendations of the 
equitable compensation study during Component I; 

o The objective of the specification developme.nt unit to 
rewrite 115 specifications in clear, concise and bias-
free language; 

o Background information on the New Jersey Job Content 
Evaluation System and how it was being modified; 

o The new information that had to be collected in order 
to apply the revised job measurement system; 

o Exercises for the team members to facilitate the review 
and rewriting of job specifications. 

At the end of the project, all 115 specifications had been 
reviewed and job tasks had been rewritten. 

Application of modified ~uide charts to the sample of 115 
revised job specifications 

As a result of Component I, significant modifications were 
made to the State of New Jersey's job evaluation Guide 
Charts, including: 

o Expansion of the human relations component of the Know-
How guide chart to include four levels, each redefined 
to offer more credit for care and custody skills; 
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o Redefinition of the magnitude component of the 
Accountability Guide Chart to add value for the 
responsibility for people and programs; 

o Addition of a guide chart to measure working conditions 
which includes physical effort, sensory effort and work 
environment. 

An evaluation committee conducted by the consultants applied 
these modified Guide Charts to the 115 reviewable titles for 
which specifications had been developed. 

At the outset, the job evaluation committee participated in a 
training session for which the consultant team had prepared a 
preliminary training manual. This manual described the job 
evaluation process, outlined the modified guide charts and 
offered suggestions concerning their application. 

During the project, the committee evaluated each of the 115 
reviewable titles using the newly written specifications and 
modified guide charts and maintaining current State of New 
Jersey evaluation conventions. These conventions had emerged 
over time as a result of the State's unique application of 
the Hay system, but had not been compiled until personnel 
from the Division of Classification and Compensation and the 
consultants prepared a list for the pilot project. After 
applying the guide charts and currently used conventions, the 
job evaluation committee was able to assign to each title new 
point totals that reflected the effects of the revisions and 
modifications. 

Based on these findings, the following preliminary 
recommendations were made for administering the guide charts 
to all State of New Jersey titles: 

o Provide an annual training program for all personnel 
involved with job measurement. Include instruction for 
use and application of the modified guide charts. 

o Decide on one or several evaluation committees. 
Develop guidelines for selecting and replacing 
committee members that are consistent with the State's 
compensation philosophy and practices. 
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o Pay specific and careful attention to the development 
of an appeals process. 

o If the State decides to implement the proposed Pay 
Equity Job Evaluation System, develop a plan to 
prioritize titles to be evaluated. 

Results of the Job Evaluation Process Appi1ed ta Four 
separate Pay structures 
The development and application of a modified job evaluation 
instrument results in a certain degree of realignment in the 
internal hierarchy of job titles. When compensable factors 
are added, deleted, or revised, total evaluation points 
scores for certain titles will change as well as their pay 
range assignments. Depending on the pay range structure; 
i.e .• the point-to-pay structure used by the State, changes 
in evaluations as a result of applying the proposed Pay 
Equity Job Evaluation System have different implications for 
different job titles.(Appendix G) 

The increase in points for titles dominated by females and 
minorities, met the goals of the Task Force to modify 
compensable factors to achieve pay equity. Converting those 
points to pay involved reviewing the State's current pay 
structure. The current New Jersey pay structure has an 
established spread of evaluation points assigned to each of 
45 pay ranges. Each pay range matches a set of evaluation 
points to a dollar amount of compensation. Applying the 
modified guide charts to the sample results in range 
assignment changes due to changes in total points. When 
submitting possible pay structures for converting points to 
pay, the consultants developed options that would address 
recommendations put forth in Component I. 

All options use the reevaluation points assigned to a title 
as a result of applying the proposed Pay Equity Job 
Evaluation System. 

Option l slots the titles and new point assignments into 
the present pay structure 

Option 2 moves the whole pay structure up 10 points to 
accommodate the minimum of 10 points added to the system 
for the Working Conditions Guide Chart. 

Option 3 addresses the consultants' concern that our 
present pay structure affects minorities and females 
negatively because lower ranges where female and 
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minority dominated titles are located have a larger 
percentage of evaluation points per range than higher 
titles and that the range spreads are inconsistent. 

Option 4 averages the increases and decreases in the new 
point assignments and lowers the whole pay structure by 
17 points to accommodate this difference. 

Option 1 - current Ranie Structure 
Using this approach, the State would apply the total points 
for each title to the current State of New Jersey pay range 
structure. Under this plan, minority female-dominated titles 
have the most positive gains averaging - +2.60, followed by 
white female-dominated titles (+1.13), minority male-
dominated titles (+1.00), and white male-dominated titles 
(+1.00). 

option 2 - current Pay Ran~e structure with each Interval 
Increased by Ten Points 

This option neutralizes the effect of the additional ten 
points added as a result of the Working Conditions Guide 
Chart by shifting the entire pay structure upward by ten 
points. This reduces positive range movement for a number of 
titles as compared to Option 1. 

Minority female-dominated titles show an average range change 
of +2.16, followed by minority male-dominated, white female-
dominated and white male-dominated titles all with an average 
range change of +1.00. 

Option 3 - current Ran~e Structure with 8.3% Difference 
amon~ Ran~e Intervals 

This pay structure has a consistent 8.3% difference between 
range intervals. The current plan differs across pay ranges 
with respect to the percentage of evaluation points between 
each range. The plan standardizes the number of points in 
each range and between all ranges. 

All race/sex groups move up more ranges, on average, than in 
Option 1 or Option 2. Minority female-dominated titles gain 
an average ·range change of +3.30, followed by white male-
dominated titles (+1.71), white female-dominated titles 
(+1.65), and minority male-dominated titles (+l.13). 
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option 4 - current Pay Ran~e structure with each Interval 
Decreased ~Y seventeen Points 

This option addresses that on an average, titles received 17 
fewer points using the proposed Pay Equity Evaluation System. 
Option 4 adjusts the State's current point-to-range 
relationship by shifting the entire pay structure downward 
range by 17 points. 

Minority female-dominated titles receive an average range 
change of +3.12, followed by minority male-dominated titles 
(+1.98), white male-dominated (+1.74), and white female-
dominated (+1.62). 
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Consu1ta.nt•s Recommended Implementation Kode1-Ja.nuary 1987 

o Modify the current job measurement method to include: 1) 
an extended human relations factor; 2) a redefinition of the 
magnitude factor; and 3) the inclusion of a working 
conditions guide chart which is composed of sensory effort, 
physical effort and working environment factors. 

o The State should review all job specifications with 
special attention to including language wn~ch reflects the 
extent of each of the new components·in the job. 
Specifically, a separate section of the specification should 
be devoted to describing each title's working contitions. 

o All job specifications should be reviewed to eliminate 
redundancy of job duties statements, excessive detail, and 
passive language. 

o Each title with more than five incumLen~s should be 
reviewed annually. Each title with fewer than five 
incumbents should be compared against the most similar title 
with more than five incumbents every three years to justify 
the need for the titles with few incumbents. 

o A continuing training program for the preparation of job 
specifications should be instituted. The training should 
encourage bias-free, complete, clear and concise 
specification preparation. Every three years all relevant 
personnel should attend refresher training based on the full 
program. 

o An annual training program should be developed which 
includes instruction for use of the modified job evaluation 
system and how to apply it. Participants should include all 
personnel who are involved with job evaluation. 

o Several standing committees should be appointed to serve 
as the source for developing, reviewing and finalizing all 
job evaluations in the State. Membership on the committee 
should be determined by the State based on defined goals and 
end-results. 

The formation of the committee will not eliminate the right 
to appeal; however, all appeals will be reviewed by a 
standing committee other than the one responsible for the 
initial recommendation whose authority will be to provide 
final evaluations. 

o The State -should continue its practice of negotiations 
with employee relations groups, its use of labor market 
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surveys when pricing job titles and its budgetary 
considerations. The current structure should be monitored 
annually to determine adverse effects to minority- and 
female-dominated titles. 

o Range differences for titles should be based on job 
measurement only. Difference in scheduled work hours should 
not be reflected by grade differences. The basis for 
determining a title's pay rate should be hourly as opposed to 
an annual rate of pay. 

o The State should develop guidelines for appointing 
authorities to use when determining the step within a pay 
range at which a new employee enters the system. 

o The job evaluation process should not commence until a 
complete job specification is finalized. This will 
necessitate minor changes in the current transmittal cycle. 

o Documentation containing applied job measurement 
language should be prepared and distributed to supervisors 
and managing personnel which describes the job measurement 
system in clear and concise terms. This document will be a 
tool that supervisors can use to explain the job measurement 
system to subordinates. 

o Every supervisor should be able to explain the wage 
determination process, why a particular employee receives a 
certain pay rate and how that rate can be changed. 
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PHASE 4 

R.ecommendat.ions 

Pursuant to P.L. 1984 c. 166, the Task Force on Equitable 
Compensation is charged with recommending: 

modification of compensable factors to achieve equitable 
pay; 

any changes in the current salary range determination 
mechanisms; 

Additionally, the Task Force on Equitable Compensation is 
mandated to: 

Assist in the development of any fiscal implementation 
plan pursuant to this act. 
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FllAL RECODENDATIO!i5 BOVDBER 1987 

c The Task Force finalized their 1·Goommend5,tions to meet the 
standards of pay equity and to satisfy the unique needs of 
New Jersey government employees. 

o The following recommendations were adopted by 15 of the 18 
members present at the final Task Force meeting on November 
:;:;5, 198~,. Two :members a.l:-!;J~:~.~.!'..tH.! c.:c..:: .;,:i,,3 ,roted nay. 
Abstaining members join the ~~st of the Task Force in 
supporting the basic concepts of the report, that the 
evaluation system be modified and that employees in 
designated State titles receive wage adjustments. 

o After reviewing the report, findings and ~ooommendations 
submitted by the consultants and studying the wage-setting 
processes used in the State, the Task Force on Equitable 
Compensation submits the following recommendations to the 
Governor, Legislature and Merit Review Board. 

Adjustments 

o That the Legislature appropriate $60 million for 
distribution to those State employees working in jobs 
designated for pay equity range increases. 

o That wage adjustments for pay equity purposes be 
achieved by modifying the current factors of Know-How, 
Problem Solving and Accountability that comprise the New 
Jersey Job Content Evaluation system; by expanding the Human 
Relations element of the Know-How guide chart; and by adding 
a Working Conditions factor and guide chart. 

o That the current pay structure be modified to: 

Revise the intervals between pay ranges to ensure that 
they are graduated from 10% at the lowest ranges to 6% at the 
highest ranges. 

Adjust each range, therefore the whole structure, by 12 
points to accommodate the point-change effect of the 
application of the new job evaluation system. 

o That the first pay equity adjustments for designated 
titles be distributed no later than 6 months after the 
Legislature appropriates the money and continue over a 3-year 
period. 
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o That pay equity adjustments for specifically designated 
titles be calculated from the date the reevaluation for the 
t1tle is approved by the Department of Personnel. 

o That State agencies in addition to those in the 
Executive Branch covered by this report axamine their 
compensation systems for practices that result in unfair 
payment for certain groups of employee:'3. 

:Imp1ementation Reco:maendations 

o To ensure that the remedies approved by the Governor and 
Legislature are executed, the Department of Personnel will 
implement the Task Force's recommendations when the 
Legislature acts on the recommendations in the Final Report 
and appropriates the money necessary to implement pay equity. 

o The Department of Personnel will oversee and monitor 
State-wide wage-setting processes that impact on equitable 
wages for all State workers. 

o To enable the Department of Personnel to continue to 
reevaluate titles and to oversee and monitor the 
implementation of pay equity, 12 permanent positions will be 
allotted to the Department. These positions will be in 
addition to the Department's present employee count. 

o To fund the 12 additional positions and administrative 
costs, $700,000 will be allocated to the Department of 
Personnel from the State operating budget for the first year 
of a 3-year project. Each successive year, the Department of 
Personnel will include in its budget a minimum of $700,000 
plus increases necessary to pay normal salary and 
administrative costs. 

Specifications 

o That the Department of Personnel develop specifications 
of record that are clear, concise, complete and non-biased. 

o That the Department of Personnel use document gathering 
instruments appropriate for ensuring that complete and non-
biased job content and compensable factor information is 
gathered to describe State jobs. 

o That every title with more than five incumbents be 
reviewed annually. 
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o That every title with fewer than five incumbents be 
reviewed every three years for incorporation with similar 
titles or to justify the need for a title with few 
incumbents. 

Job Evaluation System 

o That the Department of Personnel modify job evaluation 
guide charts that have been proposed by the Task Force to: 

-Rewrite current defini~ions of factors and elements so 
they are easily understood. 

-Add a fourth dimension to the Human Relations element 
in the Know-How chart to allow more compensable 
recognition for working with the public and clients. 

-Exp.and the definition of Magnitude in the 
Accountability guide chart to include responsibility 
for people and programs. 

-Add a Working Conditions guide chart to include as 
compensable physical, sensory and environmental 
elements. 

Tit1e Adjustments 

o That all reviewable titles be reevaluated in context 
with all other titles in their series. 

o That titles that are undervalued shall be designated for 
pay equity adjustments. 

o That titles which receive fewer points as a result of 
the application of the new job evaluation system be 
recommended to the Department of Personnel for further 
research. 

Training 

o That the Department of Personnel develop a training and 
communications program and disseminate information about the 
new job evaluation system. 
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o That the Department of Personnel develop a continuing 
program for the preparation of job specifications that meet 
pay equity standards. 
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The Task Force on 
Equitable 

Compensation 

GLOSSARY 

In 1984 Governor Kean signed a bill sponsored by 
Senator Wynona Lipman which created the Task 
Force. Members were designated as the President 
of the Commissioner of Department of Personnel 
(formerly Civil Service Commission): the Public 
Advocate; the Commissioner of Labor; the 
Directors of the Divisions of Women, of 
Classification and Compensation, Civil Rights, 
and the Office of Employee Relations; two members 
of the Senate: two members of the Assembly; eight 
public members; and one representative from each 
of the two major collective bargaining unions 
representing classified State employees. 

The Task Force was charged to recommend 
modification of compensable factors to achieve 
equitable pay, reevaluate the title and wage-
setting process as currently utilized by the 
department, review the State Compensation Plan 
and recommend any changes, and assist in the 
development of any fiscal implementation plan. 

Reviewable Titles Titles are classified as reviewable when the 
title has a minimum of 15 employees of whom at 
least 70% of the incumbents are of one sex or 
when at least 40% of the incumbents are 
minorities. Approximately 50,000 employees in 
450 titles fall into reviewahle title categories. 

Occupational Series An occupational series represents a hierarchy of 
jobs that are related or similar with variations 
in degree of responsibility or variety of tasks. 
An example of an occupational series would be: 
Clerk, Senior Clerk, Principal Clerk, Head Clerk. 

Consultants In 1985 the State of New Jersey's Task Force on 
Equitable Compensation initiated a study to 
determine if the State's pay program was applied 
fully and consistently across job titles. The 
study has two components. Component 1 
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Consu1tant Tea:a 

Job Specification 

Job Bva1uation 

Guide Charts 

Eva1uation Points 

represented the investigative component of the 
study and addressed the specific nature of the 
principal causes and the extent to which they 
deviate from pay equity in the employment 
relationship. Co~ponent 1 identified the need 
for a job evaluation system that is administered 
in a consistent manner a.cross job titles without 
regard,to the race and sex of incumbents. 
Component 2 addressed this need by implementing 
pilot projects to test new specification and 
evaluation processes. Component 2 also included 
recommendations for improving the job 
specification cycle and the job evaluation 
program and application of the pilot project 
outcomes to four different pay range structures. 

The Hay Group Inc. in association with Hubbard 
& Ravo-Cohen Inc. responded to the Task Force's 
Request for Proposal and were awarded the 
contra.ct for the pay equity study. 

Every job title in the State of New Jersey has a 
job specification associated with it. This 
document is a. general description of the job, its 
responsibilities, and its requirements. 

Each job title is evaluated in terms of its 
compensable worth. By applying a series of guide 
charts to the job specification and by 
considering supp1ementa1 documentation, 
eva.lua.ti .. on points can be assigned to each job. 

Standardized guide charts are used to evaluate 
jobs and determine the level at which tasks are 
compensated. These charts provide a series of 
tests which measure such factors as know-how, 
problem solving, accountability, and working 
conditions. Depending on where a particular job 
fits into the charts, a specific number of points 
is a.warded, the total of which represents the 
job's work value to the State. 

During the job evaluation process, titles are 
assigned points according to standardized guide 
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Pa.y Structure 

Pa.y Range 

charts which measure such factors as know-how, 
problem-solving, and accountability. The total 
of these points is applied to a pay structure 
when determining the title's compensation. 

A pay structure is a compensation plan which 
assigns the wages to be paid for specific titles 
according to the eva.lua.tion points assigned to 
the title. New Jersey's pay structure has 45 pay 
ranges, each of which ha.s a minimum and maximum 
salary a.nd nine intermittent steps. When a job 
is evaluated, its total evaluation points are 
matched to a pay range within the pay structure, 
and the incumbents a.re then compensated according 
to the corresponding salary figures. 

A pay range is one of 45 divisions within the pay 
structure. It represents one set of evaluation 
points with upper and lower bounds for which 
there exists a corresponding compensation amount 
a.lso with upper and lower bounds. See "pay 
structure" for more details. 
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STATE OF' NEW JERSEY 
UICIJTl\'I 01PA&TMlll:T 

EXEC\JTIV! OR.DER NO. SB 

•'HEIU:AS, the State C4impeuwt10D 11.aD, applicable to the Executive Branch 

of State aovenment, must be based on a DODdiacriailatory-evaiuatiou•ystem 

which eatablish•• an equitable relationship between the •alue of work perfonDed 

•~d cbe r~te of coi:pensatiou; and 

WE.REAS, "there ia a desire to review tha present job evaluation process 

and analyze job titles in the State service which are predollduantl7 beld by 

,persona of on• sex to ensure that the compensation program 1• fair and equitable; 

and 

~'HERUS, Executive Order No. 21, issued June 24, 1965 by Governor Richard J. 

Hughes, established this State's aoal of eliminatin& discrimination in S~ate 

employment; and 

'WHERE.AS, Executive Order No. 14, issued »ece~ber 14, 1974 and Executive 

Order No.· 61, issued October 12, 1977 by Governor Brendan T. Byrue, vested 

executive leadership in the »epartment of Civil Service to obtain ~ompliance 

with federal and State la~s and regulations iD the area of equal e:ployment 

opportunity and to seek correction of discriminatory employment practices and 

procedures iu the State service; and 

WER!AS, N.J.S.A. 11:2»-l .!!.!.!S.• deleaates to the President of the Civil 

Service Co=ission the supervisory responsibility to ensure equality of opportunity 

iD all areas of State employment; 

N~, TBEllFOU, I, TBOMAS B. J::E..AN, Coveruor of the State of Nev Jersey, by 

virtue of the authority vested iD me by the Constitution and the statutes of 

tbis State, do hereby OR.DU and DlllCT: 

1. There is created a Task Force ou State Compensation Equity which 

shall be chAired by the President of the Civil--Senice-Commission and which 

shall also include the Directnr of th~ n1vi•inn o~ Women i" the De~art:ent cf 

Co=unity Affairs; the Director of the Division on-1:1,·11 lights in the Departir.ent 

of Lav and Public Safety; th~ Director of the Diviaion of Clasaification and 

Co:pensation in the Department of Civil Service and three other •embers to be 
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2. The Task Force shall: 

a. RevieY the State Compensation Plan and reco=end any changes in 

the current salary range d~termination mechanism£ to ensure pay equity. 

b. Reco=end revisions to the £v:1l\Jatic:1 c.f tii:.l•s in the State 

Compensation Plan. 

c, Analyze those job titles that are predominantly held by persons 

of one sex and reco=end specific job titles for salary te~valuation reviev, 

3. The Task Force is to be provided staff assistance by the Department 

of Civil Service, including a full time executive director, and is authorized 

to call upon and receive from any department, office, division or agency of the 

State such data, iufon:.ation, personnel or support services as it deecs_necessary 

to discharge its responsibilities under this Order. Subject to available 

funds, the Task Force, through the Department of Civil Service, may contract 

for such experts and technical and professional services as may be required. 

4. The Task Force shall cake period reports to me on its progress as it 

proceeds ~1th its reviev of the State Compensation Plan a~d job titles, 

S. This Order shall take effect ic:::iediately. 

[seal) 

Attest: 

Chief Counsel 

GlVtN, under my hand and seal this 
6th day of Dec:e..~er in 

the Year of Our Lord, nineteen hundred 
and eighty-three and of the Independence 
of the United States. the tvo hundred 
and eighth, 
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/s/ Tbo:.as H. Kean 
GOVERNOR. 

FILED 
1983 

Jane Burgio 
Secre•a~ t 
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f. L. 1984, CHAPTER 166, approved October 17, 198.j 

1984 Senate No. 1926 (Second Official Copy Rt-;print) 

AN AcT concerning the analysis of job and salary classiiication in 
the State government and making an appropriation. 

1 BE IT ENACTED by the Senate and General Assembly of the State 
of New Jersey: 

1 1. The Legislature states that it is the purpose of the State of 
2 New Jersey to act consistently with both the federal "Equal Pay 
3 Act of 1963," Pub. L. 88-38 (29 U. S. C. § 206) which requires that 
4 employees of both sexes receive equal pay for equal work and the 
5 federal "Civil Rights .Act of 1964," Pub. L. 88-352 (42 U. S. C. 
6 § 2000e-2) which prohibits discrimination on the basis of sex in all 
r terms of employment; to prohibit discrimin~tion on the basis of 
8 pay under P. L. 1952, c. 9 ( C. 34 :11-56.1 et seq.) ; to prohibit sex 
9 discrimination in the workplace under the New Jersey "Law 

10 Against Discrimination," P. L. 1945, c. 169 ( C. 10 :5-1 et seq.) ; to 
11 eliminate discrimination in State employment, facilities and ser-
12 vices through Executive Order No. 21 of 1963; and to obtain com-
13 pliance with federal and State laws and regulations in the area of 
14 equal employment opportunity and to seek correction of discrimina-
15 tory employment practices and procedures in State service through 
16 Executive Order No. 14 of 1974, Executive Order No. 61 of 1977, 
17 and Executive Order No. !18 of 1983. 
18 The Legislature finds that the policy of the State of New Jersey 
19 is to ensure a fair, nonbiased wage structure for its own employees. 
20 . The Legislature further finds that sex, race, or national origin 
21 shall not be a consideration either directly or indirectly in deter-
22 mining the proper compensation for a title in State service, nor in 
23 determining the pay for any individual or group of employees. 

Ex:PI.A.rfA.TION-Miatter endose-d in bold-(attd brackets [1ho111] in the above bill 
is n.ot enacted and is intended to be omiued in the law. 

Mallr.r i,nntf"<i in itolir_~ 1/111.f i11 nrw matt.-... 
M•tter enelo.ed in uterisks or ~••rs hH be-en adopted as ColJows: 

•-Senate amendmenu adopted June 25. 1984. 
• •-Senate amendment• annnte-d in act'Ornance with Gn~mor's r~mmenda-

tioD.9 September 13. 1984. 
1 
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l :!. As used in tLis act: 
a. • · Revicwable titles'' means titles or any class of titles domi-

3 uatcJ by a ~inglc sex, r:ice or national origin. A title _sliall be con-
4 sidered reviewablc wLen at least 70o/o of tLe incumbents are of one 
;_, sex or wlicn the department determines that one race or national 
6 origin is disproportionately represented. { • _·l reviewable title shall 
6A have not fewer than 1.j incumbents.•• 
7 b. "Compen:::able factors" means standards ••[which may in-
8 elude but arc not limiteJ to the basic elements of a job such as the 
9 knowledge, skills, including problrm-solving, accountability, mental 

10 an<l physical effort, and any personal contact required to satisf ac-
11 torily perform the job]'11• ••Hsed to evaluate jobs or positions in 
12 State employment ... ·. The compensable factors used shall be based 
12A on the same criteria for both men and women and shall be selected 
13 to as to avoi<l any discrimination on the basis either directly or in-
14 directly of sex, race or national origin and the composite measure 
15 of these factors shall be considered determinative of a job's overall 
16 worth. These factors shall be objectively determined, evaluated 
17 and used to establish ••[pay di:fferentials]•• ••rates of pay•• 
17 A between titles. 
18 c. "Department" means the Department of Civil Service. 
19 d. "President" means the President of the Civil Service Com-
20 mission. 
21 ••e. "Task Force" means the Task Force on Equitable Com-
22 pensation as established by this act.•• 
1 3. The Task Force on Equitable Compensation shall • •as to re-
2 viewable titles••: 
3 a. ••[Utilize]•• ••consider•• the Commission on Sex Discrimi-
4 nation in the Statutes' report ••[and analysis of job and salary 
5 classifications]•• ••" An .Analysis of Wage Discrimination in New 
6 Jersey State Service"•• as a basis for further research; 
7 b. Recommend ••[standards for compensable factors]•• ••mod-
8 ification of compensable factors to achieve equitable· pay••; 
9 c. Reevaluate the title evaluation and wage setting process, as 

10 currently utilized by the department, e•[for evidence of wage dis-
11 crimination in the reviewable titles]•• • •to achie1.:e equitable pay 
12 in the reviewable titles••; 
13 d. Review the State compensation plan and recommend · any 
14 changes in the current salary range determination mechanisms 
15 ••[•and recommend revisions in the compensation rates as re- · 
16 quired in order to achiei•e an equitable pay structure•]•• ; and 
17 e. ••[Cooperate in the fiscal implementation of an equitable pay 
18 structure but not recommend that wages be lowered to achieve an 
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19 eriui table pay structure] 9 • • • .. -lssist in t ltP. det'clo pment of 
20 fiscal implementation plan pursurmt to thi ..... · ad, but not recomm .. 
21 that wa_r7es be loiccred to achie·ve pa!J equif !J; • .. 
22 •'-/. 1'his section sJui"ll not be construed to ajJect the existing · 
23 thority of the Ci·l'il Sert'ice Comnti8sion. ,... 

1 •~[-t The task force slmll submit interim reports of its finuiri~.--, 
2 tbe first of which will be no later than six 1nontbs after tbe effecr: · ... 
3 date of this act, with the assistance of the Civil Service Com.res~ 
4 sion, to the Governor and to the Legislature. • 1'lu~ n:contc 11dat; :, ' . 

· 5 contained in the interim reports of the task force shall he acted 1!/ 
6 by the Legislature within sixty day::; of the receipt tlu:reof. • Inter.;-,; 
7 reports following- the first and those thP.rcafter shall bt~ suhmittfd 
8 to the Governor and the Legislature w·ithin six months or less · ' 
9 appropriate action taken on the preceding report.]•• 
1 ••4. The task force shall submit an interim report of its ;n1~rf.. 
2 ings and recommendations, no later than six months fro'm the eff, :.-
3 tive date of this _act, to the Governor, the Civil Service Comn·r,:-, 
4 sion, and to the Legislature. The Civil Service Commission shd( 
5 act on the interim report within 30 days of the receipt thereof ~-:/ 
6 filing a report with fi,$cal recommendations to the Governor and to 
7 the Legislature. ~ny fiscal recommendations contained in the 
8 interim report of the task force and the corresponding reports of 
9 the Civil Service Commission shall be acted upon by the Legis-

1'0 lature within 60 days of the receipt of the Civil Service Commis-
11 sion's report; provided, hou-ever, that if the Cii1il Service Com-
12 mission fails to act within the prescribed 30 day period, the 
13 Legislature shall act upon the task force's report as if the Civil 
14 Service Commission's report was filed on the 30th day followin.9 
15 receipt of the interim report. The task force shall continue work-
16 ing after the submission of an interim report but shall not file any 
17 further interim reports until the most recently filed one has been 
18 acted upon by the Legislature as herein set forth. 
19 The task force shall cease to function if appropriate legislative 
20 action has not been taken within five months of the submission of 
21 the interim report. The task force shall resume operations once 
22 appropriate Legislative action has been taken; provided, hou;ei·er, 
23 that if appropriate Legislative action has not been taken within 
24 12 months after the expiration of the five month period ref erred 
25 to above, the task force shall terminate.•• 
1 5. a. There is created a Task Force on Equitable Compensation 
2 in but not of the department ••[herein referred to as the "task 
3 force.'']•• ••.•• The task force shall consist of ••[16]•• ••21•• 
4 members: The President of the Civil Service Commission: the 
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5 Public Auvocate; • .. the C vmmissiu n ~·,t .. bor; · rectors of 
6 tLe Division of ( '}.u,;:5ificntion aud Ccn;i 2r.sation in tne epartment 
7 of Civil Service, ~he Division on Civil ights in the I'epartment of 
8 Law and Public Safety, ·•=:[and]'"'ii' tL. 1v1s10rl on · umcn in the 
!J Dcpartml'nt of Community Affairs, ••end the Da·1:,dor of the Otfir·P, 

10 of Employee relations/• or tLeir Jesignees; two members of the 
11 Senate, to be appointed by the Presici.2nt of the Senate, no more 
12 tl.ian one of whom shall be of the snn·•,,j pnli~ict1l ·~::n:-~y; two mem-
13 bers of tl.ie General Assemhly, to be a,;;poir.ted by Speaker, no 
14 more than one of whom sl.iall be of the same political party; 
15 ••[five]';:,,. tt•eight•• public members, appointed by the Governor, 
16 no more than ••[three]•• ••tour•• of whom shall ½e members of 
17 the same political party••[, three of whom shall be experts in the 
18 area of compensation, wage and salary administration or wag-e dis-
19 crimination law]•*.; and one representative from each of the two 
19A major collective bargaining unions representing classified em-
19n ployees in the executive branch of State government, appointed by 
19c the Governor. 
20 Vacancies in the membership of the task force shall be filled in the 
21 same manner as original appointments were made. Members shall 
22 continue to serve until their successors are appointed. 1fembers 
23 shall serve without compensation but shall be reimbursed for 
24 reasonable expenses incurred in the performance of their duties. 
25 In the performance of its duties, the task force shall be authorized 
26 to appoint a full-time executive director who shall be tbe chief 
27 administrative officer. The executive director shall serve at the 
28 pleasure of the task force, and shall be a person qualified by train-
29 ing and experience to perform the duties of the office. The task 
30 force shall be entitled to avail itself of the services of the employees 
31 of any State, county or municipal department, board, bureau, com-
32 mission or agency as it may require and as may be available to it 
33 for said purpose, and to employ counsel and stenog-raphic and 
34 clerical assistants and incur traveling and other miscellaneous 
33 e:!penses as it may deem necessary, in order to perform its duties, 
36 and as may be within the limits of funds appropriated or otherwise 
37 made available to it for these purposes. The Governor shall desig-
38 nate one member of the task force to serve as chairperson. 
39 A simple majority of the members of the task force shall consti-
40 tute a quorum. the presence of which at any meeting thereof duly:: 
41 called by the chairperson of the task force, or upon the rec,uest of 
42 ••[any three members]•• ••a simple majority of the members••' 
-!3 of the task force, shall have authority to act upon and resoh·e in thP. 
-14: name of the task force anv matter brought to its attention. •_..Vo ., ._ 
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45 interim or final report shall be issued to the Governor, Legislature, 
46 or Civil Service Commission unless approved by a m.ajority of the 
47 voting members of the task force.•• 
48 b. The task force may: 
49 ( 1) Contract for such experts and tecl.mical or professional ser-
50 vices which have ••[a demonstrated],.. • ., . .,an•• ability to under-
51 tnke and complete ••[an equitable compensation study as may 1ie 
52 required for the completion of]•• the tasks described in section 
53 of this act ; 
54 (2) Review any matter relatin.~ to the job evaluation and wage-
55 setting process ••ot reviewable titles•• and transmit such recom-
56 mendations thereon to the department; and 
57 (3) Hold public meetings or bearings within this State on any 
58 matter related to the State service job evaluation and wage-setting 
59 process ••involving reviewable titles••. 
1 6. There is appropriated from the General Fund to the Depart-
2 ment of Civil Service the sum of ••[$150,000.00]•• ••$soo,ooo.oo•'# 
3 to fund the activities of the task force. 
1 7. This act shall take effect on the ••[90th]•• ••4sth•• day 
2 following its enactment ••and shall terminate three years from the 
3 effective date••. 
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Appendix B 

Titles Meeting Legislative Criteria for ~0 c1 

Series Meeting Legislative Criteria for Revia. 
Partial List 

Titles Receiving Wage Increases - February 1986 



TITLES MEETING LEGil:;L.: 
CRITERIA FOR pr 0,rr""T,, 

Academic Advisor 2 
Accident Record Clerk 
Accountant 1 
Administrative Analyst 1 
Administrative Assistant 2 
Administrative Assistant 3 
Administrator of Investigations Law and Public Sai'fJty 
Agricultural Products Agent 2 
Aide Commission for the Blind and Visually Impaired 
Analyst 2 Health Care Facilities 
Area Supervisor Highway Maintenance 
Armorer 1 
Armorer 2 
Armorer 3 
Armorer 4 
Assistant Chief Investigator Office of the Public Defender 
Assistant Deputy Public Defender 1 
Assistant Director of Nursing Services 1 
Assistant Engineer in Charge Maintenance 1 
Assistant Engineer in Charge Maintenance 2 
Assistant Engineer Materials 
Assistant Engineer Transportation 
Assistant Environmental Engineer 
Assistant Food Service Supervisor 2 
Assistant Foreman Highway Maintenance M/W 
Assistant Foreman Mechanic M/W 
Assistant Forester 
Assistant Housekeeping Supervisor 1 
Assistant Housekeeping Supervisor 2 
Assistant Institution Fire Chief 
Assistant Storekeeper 
Assistant Superintendent 1 Corrections 
Assistant Supervising Medical Security Officer 
Assistant Supervisor Motor Vehicle Inspection Station 
Audit Account Clerk 
Auditor 1 
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Auditor 2 
Auditor 2 Taxation 
Auditor 3 
Auditor 3 Taxation 
Automotive Mechanic 
Barber 
Bridge Operator 
Bridge Repairer 1 Transportation 
Bridge Repairer 2 Transportation 
Budget Analyst 1 
Building Maintenance Worker 
Bus Driver 
Calculating Machine Operator 
Captain 
Caretaker Environmental Protection 
Carpenter 
Case File Evaluator 
Chaplain 
Chief Bridge Operator 
Chief Operating Engineer 2 
Chief Ranger Child Support and Paternity Spec:talis'.; 2 
Civil Engineer Trainee 
Claims Adjudicator 3 Disability Determinations 
Claims Examiner 
Clerk 
Clerk Bookkeeper 
Clerk Driver 
Clerk Stenographer A 
Clerk Transcriber 
Cl.erk Typist 
Clinical Psychiatrist 1 
Clinical Specialist in Psychiatric Nursing 
Computer Operator 1 
Computer Operator 3 
Conservation Officer 
Construction Repairer 1 Transportation 
Construction Repairer 2 Transportation 
Cook 
Correction Captain 
Correction Lieutenant 
Correction Sergeant 
Cottage Training Supervisor 
Cottage Training Technician 
County School Business Administrator 

B-2 



Data Entry Machine Operator 
Data Processing Analyst l 
Data Processing Librarian 2 
Data Processing Systems Programmer l 
Day Care Aide 
Day Care Center Technician 
Day Care Center Worker Youth and Family Services 
Day Care Counselor Assistant 
Dean 
Demonstration Teacher 
Dental Assistant l 
Dentist l 
Deputy Attorney General l 
Deputy Attorney General 2 
Deputy Public Defender l 
Deputy Public Defender 2 
Detective Sergeant 
Detective Sergeant First Class 
Dining Halls Supervisor 
District Office Manager 2 Youth and Family Services 
Driver License Technician 
Education Program Assistant 
Education Program Specialist l 
Education Specialist l Mental Retardation 
Electrical Foreman M/W 
Electrical Mechanic l 
Electrician 
Employment and Training Specialist l 
Engineer in Charge Maintenance l 
Engineering Aide l 
Engineering Aide l Materials 
Engineering Aide 2 
Engineering Aide 2 Materials 
Engineering Technician PBA 
Environmental Compl.iance Investigator 2 
Environmental Specialist 
Equipment Operator 
Examiner Disability Insurance 
Examiner Motor Vehicles 
Examiner Unempl.oyment Tax 
Executive Assistant l 
Executive Assistant 2 
Family Service Specialist 2 
Family Service Specialist 3 
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Field Representative Housing 
Field Representative Wage and Hour Compliance 
Field Representative 3 Public Advocate 
Fire Observer 
Food Service Worker 
Foreman 3uilding Maintenance M/W 
Foreman Building Maintenance Worker M/W 
Foreman Carpenter M/W 
Foreman Electrician M/W 
Foreman Highway Maintenance M/W 
Foreman Mechanic M/W 
Foreman Painter M/W 
Foreman Park Maintenance M/W 
Foreman Plumber and Steamfitter M/W 
Garage Foreman M/W 
Graduate Nurse 
Grounds Worker 
Guard 
Habilitation Plan Coordinator 
Hairdresser 
Head Audit Account Clerk 
Head Bus Driver 
Head Clerk 
Head Clerk Bookkeeper 
Head Cook l 
Head Cook 2 
Head Cook 3 
Head Cottage Training Supervisor 
Head Data Entry Machine Operator 
Head Drafting Technician 
Head Grounds Worker 
Head Housekeeper 
Head Nurse · 
Health Care Facilities Evaluator 1 
Human Services Assistant 
Human Services Technician 
Income Maintenance Technician 
Inspector ABC 
Inspector Multiple Dwellings 
Institutional Charge Attendant 
Institutional-Telephone Operator 
Institutional Trade Instructor 1 
Institutional Trade Instructor 2 
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Instructor Commission For the Blind ~nd Visually Impaired 10 
month 
Instructor Counselor 
Instructor 1 
Instructor 2 
Investigator Motor Carries 
Investigator 1 Taxation 
Investigator 2 Division on Civil Rights 
Investigator 2 Taxation 
Investigator 3 Division on Civil Rights 
Job Match Specialist 1 
Job Match Specialist 2 
Juvenile Officer 
Learning Disabilities Specialist 
Legal Secretary 1 
Legal Secretary 2 
Librarian 2 
License Processor 2 Insurance 
Lieutenant 
Locksmith 
Maintenance Worker 1 Environmental Protection 
Maintenance Worker 1 PIP 
Maintenance Worker 1 Transportation 
Maintenance Worker 2 Transportation 
Maintenance Worker/Driver 
Manager 1 
Manager 1 Employment Service 
Marine Police Officer 
Mason and Plasterer 
Mechanic Helper 
Mechanic Non-Automotive 
Mechanical Equipment Specialist 
Medical Security Officer 
Medical Services Assistant 
Medical Technologist 
Microfilm Machine Operator 
Motor Vehicle Operator 2 
Nursing Services Clerk 
Office Supervisor 
Offset Machine Operator 
Operating Engineer Heating and Air Conditioning 
Operating Engineer 1 
Operating Engineer 2 
Operating Engineer-Repairman 
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Operator Refrigeration Services 
Painter 
Parole Officer 
Patrol Officer 
Patrol Sergeant 
Pensions Counselor 3 
Personnel Aide 1 
Personnel Aide 2 
Personnel Assistant 3 
Personnel Assistant 4 
Personnel Management Analyst 1 
Personnel Management Analyst 3 
Personnel Officer 1 
Pharmacist 
Physical Therapy Assistant 
Physician Specialist 1 
Physician Specialist 2 
Physician 1 
Planning Associate 1 Education 
Plumber and Steamfitter 
Police Officer 
Police Officer PIP 
Postal Clerk 
Practical Nurse 
President of Board 
Principal Audit Account Clerk 
Principal Biologist 
Principal Clerk 
Principal Clerk Bookkeeper 
Principal Clerk Stenographer 
Principal Clerk Transcriber 
Principal Clerk Typist 
Principal Clinical Psychologist 
Principal Data Entry Machine Operator 
Principal Drafting Technician 
Principal Engineer Electrical 
Principal Engineer Materials 
Principal Engineer Planning 
Principal Engineer Transportation 
Principal Engineering Aide 
Principal Engineering Aide Materials Testing Project 
Principal Environmental Engineer 
Principal Environmental Specialist 
Principal Environmental Technician 
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P~incipal Field Representative Loe~ Property T~x 
Principal File Clerk 
Principal Highway Inspector 
Principal Homemaker Service Worke:::' 
Principal Investigator Office of t!_~":l Public Defender 
Principal Labor Market Analyst 
Principal Laboratory Technician 
Principal Library Assistant 
Principal Occupational Therapist 
Principal Offset Machine Operator 
Principal Operator Automated Typewrtter 
Principal Payroll Clerk 
Principal Right of Way Appraiser 
Principal Right of Way Negotiator 
Principal Social Service Aide 
Principal Staff Officer 3 Department of Defense 
Principal Statistical Clerk 
Principal Stock Clerk 
Principal Technician Management Information Systems 
Procurement Specialist 1 
Professor State Colleges 
Program Analyst 1 Bureau of the Budget 
Program Development Specialist 3 
Program Specialist Alcohol Abuse Activities 
Project Engineer Construction 
Project Engineer, Surface Design 
Project Manager Data Processing 
Public Health Consultant 2 
Public Health Representative 3 
Ranger 1 
Recreation Assistant 
Regional Staff Nurse Medical Assistance 
Rehabilitation Aide 
Repairer 
Research Scientist 1 
Residential Living Specialist 
Residential Services Supervisor 1 10 Months 
Residential Services Worker 
Right of Way Negotiator 
Safety Inspector 
Safety Specialist 1 Division of Motor Vehicles 
Safety Specialist 2 Division of Motor Vehicles 
Safety Specialist 3 Division of Motor Vehicles 
Secretarial Assistant 1 
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Secretarial Assistant 2 
Secretarial Assistant 3 
Secretary 
Secretary 2 Word Processing System 
Secretary 3 Word Processing System 
Section Supervisor Personnel Services 
Security Officer 
Senior Audit Account Clerk 
Senior Biologist 
Senior Bookkeeping Machine Operator 
Senior Building Maintenance Worker 
Senior Chemist 
Senior Claims Examiner 
Senior Clerk 
Senior Clerk Bookkeeper 
Senior Clerk Stenographer 
Senior Clerk Transcriber 
Senior Clerk Typist 
Senior Correction Officer 
Senior Data Entry Machine Operator 
Senior Day Care Center Worker Youth and Family Se:rvt7"':?c 
Senior Dietitian 
Senior Engineer Materials 
Senior Engineer Planning 
Senior Engineer Structural Evaluation 
Senior Engineer Transportation 
Senior Environmental Engineer 
Senior Environmental Specialist 
Senior Environmental Technician 
Senior Field Representative Local Property Tax 
Senior Field Representative State Lottery Sales 
Senior File Clerk 
Senior Food Service Worker 
Senior Highway Inspector 
Senior Income Maintenance Technician 
Senior Industrial.Assistant 
Senior Inspector ABC 
Senior Inspector Casino Control Commission 
Senior Investigator Corrections 
Senior Laboratory Technician 
Senior Laundry Worker 
Senior Library Assistant 
Senior Mail Clerk 
Senior Marine Police Officer 
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Senior Medical Security Officer 
Senior Microfilm Machine Operator 
Senior Occupational Therapist 
Senior Offset Machine Operator 
Senior Operator Automated Typewriter 
Senior Parole Officer 
Senior Payroll Clerk 
Senior Planner Transportation 
Senior Postal Clerk 
Senior Repairer 
Senior Right of Way Appraiser 
Senior Right of Way Negotiator 
Senior Sanitarian 
Senior Security Officer 
Senior Social Service Aid 
Senior Statistical Clerk 
Senior Stock Clerk 
Senior Therapy Program Assistant 
Senior Traffic Investigator 
Senior Unemployment Insurance Clerk 
Senior Wildlife Worker 
Senior Youth Worker 
Sergeant 
Sergeant Campus Patrol 
Sergeant First Class 
Sewing Worker 
Speech Therapist 1 
Speech Therapist 2 
Staff Assistant 1 Department of Defense 
Staff Assistant 2 Department of Defense 
State Investigator 1 Law and Publi0 Safety 
State Investigator 2 Law and Publjc Safety 
State Investigator 3 Law and Public Safety 
State Investigator 4 Law and Putlic Safety 
Storekeeper 1 
Storekeeper 2 
Stores Clerk 
Superintendent Parks and Recreation 2 
Superintendent Residential Group Center 
Supervising Accountant . 
Supervising Administrative Analyst 
Supervising Auditor 
Supervising Auditor Taxation 
Supervising Engineer 2 Surface Design 
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Supervising Environmental Engineer 
Supervising Environmental Specialist 
Supervising Family Service Specialist 1 
Supervising Family Service Specialist 2 
Supervising Health Care Facilities Evaluator 
Supervising Investigator Taxation 
Supervising Payroll Clerk 
Supervising Program Development Specialist 
Supervisor Motor Vehicle Inspection Station 
Supervisor of Accounts 
Supervisor of Educational Programs 1 
Supervisor of Nursing Services 
Supervisor of Stenographic Services 1 
Supervisor 2 Word Processing Center 
Supply Support Technician 1 
Supply Support Technician 3 
Teacher 1 12 Months 
Teaching Assistant 
Technical Assistant Civil Service 1 
Technical Assistant Civil Service 2 
Technical Assistant Civil Service 3 
Technician Management Information Systems 
Telephone Op~rator 
Telephone Operator Typist 
Therapist Music 
Therapy Aide 
Ther~py Program Assistant 
Training Assistant 
Trooper 
Trooper 1 
Trooper 2 
Truck Driver 
Unemployment Insurance Clerk 
Unemployment Insurance Technician 2 
Unemployment Insurance Technician 3 
Vault Clerk 
Veterans Services Officer 
Welder 
Word Processing Specialist 1 
Word Processing Specialist 2 
Word Processing Specialist 3 
X-Ray Technician 
Youth Work Supervisor 
Youth Worker 
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SERIES MEETIOO I.."Ex;ISIATIVE CRITERIA FCR REVIEW 
PARTIAL Lisr 

PHYSICIAN SPEcrALisr 2 
PHYSICIAN SPEcrALisr 1 

PHYSICIAN 1 

ANPJ...Ysr 2 RESF.ARCH AND EVALUATION HEALTH 

ANKLYsr 2 HEALTH CARE FACILITIES 

CLINIC.AL PSYCHIATR.Isr 1 

CLINIC.AL SPEcrALisr m PSYCHIA'IRIC NURS]l{; 

DE:NTAL AIDE 
DE:NTAL ASSISTANT 2 
DE:NTAL RYGIENisr 
DE:NTAL ASSisrANT 1 
DE:NTAL :M:EXJHANIC 
DE:NTAL IAB:RA'ItRY TEX::HNICIAN 
CHIEF DE:NTAL I.Al:(EA'!rnY TEX::HNICIAN 
DE:NTAL HYGIENIST 2 
DENTAL HYGIENIST 1 
DENTIST 1 

PHARMACY ASSISTANT 
ASSISTANT PHARMACIST 
PHARMACIST 
CLINIC.AL PHARMACIST 
SUPERVI~ OF PHARMACEUTIC.AL SERVICES 2 
SUPERVI~ OF PHARMACEUTIC.AL SERVICES 1 
RmIONAL PHARMACEtJTIC.AL OONSULTANT MEDIC.AL ASSISTANCE: 
cx:x::IIDJNA'Im OF PHARMACEUTICAL SERVICES HUMAN SERVIGES 

SENICR CLINIC.AL PSYCHOIOOIST 
PRmCIPAL CLINIC.AL PSYCHOIOOIST 
PSYC.:BOl:mY RESIDE:NT 
STAFF CLINIC.AL PSYCHOIOOIST 3 
STAFF CLINIC.AL PSYCHOIOOIST 2 
STAFF CLINIC.AL PSYCHOUXiIST 1 

DISABILITIES SPEcrALIST 
CHEMIST "mAINEE 
CHEMIST 
SENICR CHEMIST 
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PRJNCIPAL CHEMIST 
SUPERVISIKi CHEMIST 

Bior.a;rST 'IRAINEE 
PRJNCIPAL BIQUX;IST 

CL.mICAL ~y 'I'EOINICIAN 
SENICR CLmICAL ~y 'I'EOINICIAN 

ASSISTANT CLmICAL IAB:EA'JXRY EVAWA'JXR 
CL.mICAL ~y EVAWA'JXR 2 
CL.mICAL ~y EVAWA'JXR 1 
SUPERVISIKi CL.mICAL ~y EVAWA'JXR 

~y T.Ex:::HNICIAN 
SENICR ~y 'I'EOINICIAN 
PRINCIPAL ~y 'I'EOINICIAN 
SUPERVISIKi ~y TEOINICIAN 
~y SERVICE WCEXER 
SENICR ~y SERVICE WCEXER 
PRJNCIPAL ~y SERVICE WCl<KER 
SUPERVISIKi LAB:P.A'lXRY SERVICE WCEXER 
SUPERVIs::R ~y SOP.KRT SERVICES PRCX;RAM 
SUPERVIs::R ~y ROOEIVlro AND REXllUl3 
~y ASSISTANT 
SENICR ~y ASSISTANT 
M:lGJE TEx:::BNICIAN 

PRINCIPAL MEDICAL 'l'EXlIWLOOIST 
SENICR MEDICAL 'l'EXlIWLOOIST 
MEDICAL '1'EX:!8lOl:OOIST 
SUPERVISIKi MEDICAL 'l'EXlIWLOOIST 

FCRESTRY T.Ex:::HNICIAN 
FCRESTER 'IRAINEE 
FCRESTER 
ASSISTANT RIDIONAL FCRESTER 
RIDIONAL FCRESTER 
SUPERVISIKi FCRESTER 
SUPERINTENDENT PARKS AND FCRESTRY 4 
SUPERINTENDENT PARKS AND FCRESTRY 3 
SUPERINTENDENT PARKS AND FCRESTRY 2 
SUPERINTENDENT PARKS AND FCRESTRY 1 
RIDIONAL MAINTENANCE <XXlIDINA'lXR 
ASSISTANT RIDIONAL SUPERINTENDENT PARKS AND FCRESTRY 
RIDIONAL SUPERINTENDENT PARKS AND FCRESTRY 

B-12 



SANITARIAN '1RAINEE 
SANITARIAN 
SENICR SANITARIAN 
PRINCIPAL SANITARIAN 

RESEARCH SCIENTIST 1 

R.EX::REATION AIDE 
REX::RE:ATION ASSISTANT 
REX::RE:ATION '1RAINEE 
ASSISTANT SUPERVIE(R OF R.EX::REATION 
SUPERVIE(R OF REX:m'.ATION 
THERAPY AIDE 
THERAPY PRCGRAM ASSISTANT 
SENICR THERAPY PRCGRAM ASSISTANT 

BElIAVICR MJDIFICATION PRCGRAM TEX::HNICIAN 

SPEEOI T.HERAPIST '1RAINEE 
SPEEX::B: T.HERAPIST 2 
SPEEX::B: T.HERAPIST 1 

THERAPIST MUSIC 
SUPERVIE(R OF MUSIC THERAPY 

CXDJPATIONAL THERAPY ASSISTANT 
CXDJPATIONAL T.HERAPIST '1RAINEE 
CXDJPATIONAL THERAPIST 
SENICR CXDJPATIONAL T.HERAPIST 
HmCrPAL cxx:uPATIONAL T.HERAPIST 
Dm.EC'1m OF cxx:uPATIONAL THERAPY 

SUPERVIE(R OF REErABIL.ITATIVE SERVICES 

REErABILITATION CONSOLTANT 

PHYSICAL THERAPY ASSISTANT 
PHYSICAL T.HERAPIST 
SENICR PHYSICAL THERAPIST 
SUPERVIE(R OF PHYSICAL THERAPY 
PRINCIPAL PHYSICAL THERAPIST 

THERAPIST PSYCBOl:RAMA 

T.HERAPIST MJVEMENT 

THERAPIST ARr 
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NORSDG SERVICES CLERK 
SORGICAL TEX::BNICIAN 
OPER.ATIIG BCD{ TEx:::BNICIAN 
GRAroATE NORSE 
HF.AD NORSE 
SUPERVIs::R OF NORSm; SERVICES 

OF NORSm; SERVICES ~ms 
ASSISTANT OF NORSDG SERVICES NORSDG lD!EG 

OF NORSm; SERVICES GLEN GARilmR 
OF NORSDG SERVICES rormERS lDm 

l.NSIROC1<R OF NORSm; 
OF NORSnG SERVICES 2 

REGIONAL ffMF'F NURSE MEDICAL ASSISTANCE 
REGIONAL NORSE SUPERVIs::R MEDICAL ASSISTANCE 

CXDJP.ATIONAL BEALTH CXlNSOLTANT 3 
CXDJPATIONAL BEALTH CDNSULTANT 2 
CXDJPATIONAL BEALTH CXlNSOLTANT 1 
CXDJP.ATIONAL BEALTH NURSE 
SUPERVIs::R OF CXDJPATIONAL BEALTH SERVICES 

Cl:amICNORSE 
SENirn Cl:amIC NURSE 

BF.ALm C'ARE SERVICES EVAUJA'ltR FAMILY PIANNilG 

CAMP NORSE 

INS'l'I'IUl:IONAL CffARGE ATTENDANT 
SUPERVIs::R OF lllS'tI1Vl'IuNAL A'1"1'END\NTS 

HOMAN SERVICES TEx:::BNICIAN 
HOMAN SERVICES ASSISTANT 

PBC:GaAM AlDE A HARRY MXRE SCBOCUr-10 )DffflS 

CDr1'AGE SOPERVIs::R 1 
BEAD CDr1'AGE SOPERV!s::R 
CDr1'AGE 'IRAINim 'lm!NICIAN 'IRAINEB 
CDr1'AGE TRAINim TEx:::BNICIAN 
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CDl'I'AGE TRAINm:; SUPERVI&:R 
HEAD CDrI'AGE TRAINm:; SUPERVI&:R 
RESIDE:NTIAL LIVJR; SP.EX::IALisr 
RESIDENTIAL SERVICES SUPERVISE 2 
RESIDENTIAL SERVICES SOPERVI&:R 1 
AIXI:NISTRATIVE SOPERVI&:R RESIDENTIAL SERVICES 
RESIDENTIAL SERVICES WCRKER 
RESIDENTIAL SERVICES SP.EX::IALisr 3 
RESIDENTIAL SERVICES SP.EX::IALisr 2 
RESIDENTIAL SERVICES SP.EX::IALisr 1 
SUPERVISnG RESIDENTIAL SERVICES SP.EX::IALisr 
SOPERVI&B OF RESlDE:NT LIVJR; DEVEtDPMENTAL 

ASSISTANT EN;INEER "mANSR:RTATION 
SENICB m:;INEER TRANSKRrATION 
PRINCIPAL m:;INEER TRANSKRrATION 

PmJOCT m:;INEER SURFACE IESIGN 
SOPERVISnG EN;INEER 2 SURFACE IESIGN 
SOPERVISnG m:;INEER 1 SURFACE IESIGN 
SOPERVISnG m:;INEER SURFACE IESIGN 
CHIEF BIJREAU OF SURFACE DESIGN TRANSKRTATION 

CHIEF BIJREAU OF Et(;JNEERnG SERVICES ROKfHAY 
ASSISTANT CHIEF m:;INEER ROKfHAY IESIGN 

SENICB m:;INEER S'IROCI'ORAL EVAIDATION 
PRINCIPAL m:;INEER,._.,._.STRUCroRAL....,,.... EVAIDATION 
PmJOCT m:;INEER STRUCroRAL EVAIDATION 
SOPERVISnG m:;INEER S'IRUCI'ORAL EVAWATION 

mGRWAY ms~ 
SENICB mGRWAY ms-~.,.,.._m ...... 
ASSISTANT mGRWAY msP.Emm 
PRINCIPAL mGRWAY msP.Emm 

PmJOCT EN;JNEER OONS'IRUCl'ION 
RIDIONAL ~ON EN;INEER 
SOPERVISnG m:;INEER CDNS'IRUCl'IOO 

'IRAFFIC mvESTIGMXB 
SENICB 'IRAFFIC mvESTIGA~ 
PR:rnCIPAL 'IRAFFIC :mvESTIGA~ 
SOPERVI&:R 'IRAFFIC mvESTIGATIONS 

P.I.ANNER TRANSKRTATION 
SENICB P.I.ANNER TRANSKRTATION 
PRINCIPAL P.I.ANNER TRANSKRTATION 
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SOPERVISJN'.i PI.ANNER TRANSKRTATIOO 

ENVIRONMENTAL SP.OCIALIST 
SENICR ENVIRONMENTAL SP.OCIALIST 
PRJNCIPAL ENVmONMENTAL SP.EX:rrALIST 

ASSISTANT~ PlANNllt:i 
SENICR PlANNllt:i 
PRJNCIPAL EN:inmER PlANNllt:i 
PRO:Tim' PlANNllt:i 

CHIEF BlJREAO OF TRANSKRTATION STRUaroRES RESEARCH 

PRJNCIPAL AIDE: MATERIALS TESTm:; PRO:Tim' 
AIDE: 2 MATERIALS 
AIDE: 1 MATERIALS 

SOPERVISJN'.i AIDE: MATERIALS 
ASSISTANT EN:inmER MATERIALS PRO:Tim' m8PEX::'I'ION 
ASSISTANT EOOINEER MATERIALS 
SENICR EOOINEER MATERIAtS 
PRlNCIPAL EOOINEER MATERIALS 
PRO:Tim' EOOINEER·MATERIALS 

IRAFTIR:z TEX::HNICIAN 
SENICR IRAFTIR:z TEX::BNICIAN 
PRINCIPAL IRAFTIR:z TEX::BNICIAN 
HEAD IRAFTIR:z TEX::BNICIAN 

Elt:;nmERJR; AIDE: 'lRAINEE 
AIDE: 2 
AIDE: 1 

PRJNCIPAL AIDE: 
CHIEF OF SORVEY PJ.Rr'! 
SOPERVISJN'.i AIDE: 
SENICR S'liWCl'ORAL 
PRilCIPAL EOOINEER S'liWCl'ORAL 

CIVlL EOOINEER 'lRAINEE 
ASSISTANT EOOINEER CIVIL 
SENICR EOOINEER CIVlL 
PRINCIPAL EOOINEER CIVIL 
ASSISTANT SOPERVISJN'.i EOOINEER CIVIL 

PLUMBJlC INSP.EL"lm 
SENICR PI1lMBnG m8'""PEC-v......KR""" 
PRilCIPAL PLUMBJlC INSPECIW 

:EJ:.mCAL INSPECIW 
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SENICR EI..'ECI'RICAL ms~ 
PRINCIPAL EI..'ECI'RICAL ms~ 
msmicr SOPERVI&:R CDNS'mUCI'ION msPECrION 

AllmITS'IRA'ICR NATURAL IANI:s MANAGEMENT 
AllmITS'IRA'ICR PARKS STAFF AND SUPR:Rr MANAGEMENT 

ASSISTANT~ FCRESI'RY SERVICES STATE FCRES'1'ER 
ASSISTANT STATE PARK SERVICES 
CEDEF BOREAU OF PARKS MANAGEMENT 
CHIEF BOREAU OF FCREST MANAGEMENT 

ASSISTANT ENVIRONMENTAL 'I'.OOHNICIAN 
ENVIRONMENTAL 'I'.OOHNICIAN 
SENICR ENVIRONMENTAL 'I'.OOHNICIAN 
PRINCIPAL ENVIRONMENTAL 'I'.OOHNICIAN 
SUPERVISI?G ENVIRONMENTAL 'I'.OOHNICIAN 

ENVIRONMENTAL SPEXJIALIST 'lRAlNEE 
ENVIRONMENTAL SPEXJIALIST 
SENICR ENVIRONMENTAL SPEXJIALIST 
PRINCIPAL ENVIRONMENTAL SPEXJIALIST 
SOPERVISnG ENVIRONMENTAL SPEXJIALIST 

CHIEF OFFICE: OF ENVIRONMENTAL REVIEW 

ENVIRONMENTAL CD!PLIANCE llNES'l'IGA'Im 3 
ENVIRONMENTAL CD!PLIANCE mvES'I'IGA'JXE 2 
ENVIRONMENTAL CD1PLIANCE: llNESTIGA'lm 1 
SOPERVISnG ENVIRONMENTAL CXMPLIANCE: mvESTIGM.m 

ENVIRONMENTAL EtGINEER 'IRAnmE 
ASSISTANT ENVIRONMENTAL EtGINEER 
SENICR ENVIRONMENTAL EtGINEER 
PRmCIPAL ENVIRONMENTAL EtCllmER 
SOPERVISI?G ENVIRONMENTAL EOOINEER 
PRO:Jr.r EtGINEER ENVIRONMENTAL 

cm:MICAL SAFETY EtCnmER 

m:.;ex:nm:CAL EtCnmER 'lRAlNEE 
ASSISTANT Et{;INEER m:.;ex:nm:CAL 
SENICR EtGINEER m:.;ex:nm:CAL 
PRINCIPAL EtGINEER m:.;ex:nm:CAL 
ASSISTANT SUPERVISI?G EtGINEER EJ:EIRICAL 

ASSISTANT SAFETY ms~ 
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SAFETY msPECKR 
SENICR SAFETY ms-m::::.,.,.,~m,'m ...... 
PRINCIPAL SAFETY msPEX.m:R 
X-RAY T.EOINICIAN 
SUPERVIOCR OF X-RAY T.EOINICIANS 

CLERK 
SENICR CLERK 
PRINCIPAL CLERK 
HEAD CLERK 

EWCATION PROORAM ASSISTANT 2 
EWCATION PROORAM ASSISTANT 1 

MESSE:t{;ER 
BOS IRIVER 
HEAD BOS IRIVER 

SOPERVIOCR OF FOSTAL SERVICES 
FOSTAL CLERK 
SENICR FOSTAL CLERK 
PRINCIPAL FOSTAL CLERK 
SUPERVIOCR OF FOSTAL SERVICES HUMAN SERVICES 
MAIL CLERK 
SENICR MAIL CLERK 
PRINCIPAL MAIL CLERK 
SOPERVIOCR OF MAILS 
ASSISTANT CB'IEF MAIL SECI'ION 
CBIEF MAIL SECI'ICB 

SENICR VAUIJr CLERK 
PRINCIPAL VATJIJr CLERK 
HEAD VATJIJr CLERK 
VAUIJr CLERK 

SENICR FILE CLERK 
PRIXrrPAL FILE CLERK 
HEAD FILE CLERK 

STATISI'ICAL CLERK 
SENICR STATISI'ICAL CLERK 
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PRlNCIPAL STATISTICAL CLERK 
HEAD STATISTICAL CLERK 

EMPIDYME'.NT SOCCJRITY CLERK 

M:RTALITY amnn CLERK 3 
M:RTALITY CXIDIX; CLERK 2 
M:RTALITY CXIDm:; CLERK 1 
OJDIOO CLERK 

MEDICAL REXXROO 'l'IDINICIAN 
MEDICAL REXXROO SUPERVIOCR 
MEDICAL SERVICES ASSISTANT 

SENICR MEDICAL CJ:AIMS REVIEW CLERK 
SUPERVIOCR MEDICAL CJ:AIMS REVIEW SECl'ION 

CLERK I:0:H< KF:k Pli:R 
SENICB CLERK =00~1._,)K_.g...,ke=:P'""'ER'" 
PRmCIPAL CLERK 10:H<KkkPli:R 
HEAD CLERK IO:H<KkkPli:R 

AUDIT N:J:JJJirr CLERK 
SENICB AUDIT N:J:JJJirr CLERK 
PRINCIPAL AUDIT N:J:JJJirr CLERK 
HEAD AUDIT N:J:JJJirr CLERK 

SENICR .ACcrilEN'1' R10CXlID REVIEWER 
ACCDENTmnBDREVIEWER 
mnccPAL ACmDENT RIOCXlID REVIEWER 
HEAD ACcrDH:N'l' RmlID REVIEWER 

a:>fMUNICATIONS QPERA'I(B 
SENICB Cll1MONICATIONS QPERA'I(B 

TELEP.BONE OPERA'ICR TYPIST 
RELIEF TELEP.BONE OPERA'lt:R 
INSITIVl'IONAL TELEP.BONE OPERA'lt:R 
TELEP.BONE OPERA'lt:R 
SENICB TELEP.BONE OPERA'lt:R 
SUPERVISlln TELEP.BONE OPERA'lt:R 
SENICR OPERA'lt:R STATE OFFICE CENTREX SYSTEM 
STATE OFFICE CENTREX OPERA'lt:R 
ASSISTANT SUPERVIOCR STATE OFFICE CENTREX SYSTEMS 
SUPERVIOCR STATE OFFICE CENTREX SYSTEMS 

OFFICE SUPERVI&:B 
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MIOO'Illi SE'.ARCBER 
MirnoFIIM MACHINE OPERA'ICR 
SENICR MirnoFIIM MACEilNE OPERA'ICR 
PRINCIPAL MirnoFIIM MACEilNE OPERA'ItR 
BEAD MirnoFIIM MACEilNE OPERA'ICR 

mIVER LICE:NSE TEOOO:CIAN 

OFFICE APPLIANCE OPERA'ICR 
SENICR OFFICE APPLIANCE OPERA'ltR 
PRINCIPAL OFFICE APPLIANCE OPERA'ItR 

RXEX:EEPI!{; MACHINE OPERA'ICR 
SENICR ax:E&E:RP11{; MACEilNE OPERA'ItR 
PRINCIPAL MACHINE OPERA'ICR 

CAiaJI.ATm:; MACHINE OPERA'ItR 
SENICR CAI.COIATlm MACEilNE OPERA'ltR 
PRINCIPAL CAI.COIATlm MACHINE OPERA'lm 

OFFSET MACHINE TRAJm:E 
OFFSET MACHINE OPERA'lm 
SENICR OFFSET MACHINE OPERA'lm 
PRllO:PAL OFFSET MACHINE OPERA'lm 
BEAD OFFSET MACHINE OPERA'lm 

Arl:RES~ MACHINE OPERA'KR 
SENICR AIIRES~ MACHINE OPERA'lm 

VARI-TYPIST 
SENICR VARI-TYPIST 

wrn.D PRCX::ESSI!{; SP!CIALIST TRAJm:E 
wrn.D PRCX::ESSI!{; SPEmALIS'I' 3 
wrn.D l'RCX::ESSI!{; SPlOC!IALIST 2 
wrn.D PRCX::ESSI!{; SPlOC!IALIST l 

OPERA'JX:R AU'IOfATED TYPEWRITER 
SENICR OPERA'KR AU'IOfATED TYPEWRITER 
PRJNCIPAL OPERA'KR AU'IOfATED TYPEWRITER 

CLERK TYPIST 
SENICR CLERK TYPIST 
PRmCIPAL CLERK TYPIST 

TEOOO:CAL ASSISTANT .AGRICULTORE 

CLERK TRANSCmBER 
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SENICR CLERK 'IRANSCRIBE:R 
PRINCIPAL CLERK 'IRANSCRIBE:R 

KEY.EOARD OPERA'lm TELEXXJ.1MUNICATIONS 
SENICR KEY.EOARD OPERA'ltR 'I'EL'EO'.l!OOJCATIONS 
PRINCIPAL KEY.EOARD OPERA'lm 'I'EL'EO'.l!OOJCATIONS 

CLERK STENCGRAPHER A 
CLERK STENCGRAPHER B 
SENICR CLERK STENCGRAPHER 
FRllKTIPAL CLERK STENCGRAPHER 

SUPERVIs::R OF STENCGRAPHIC SERVICES 2 
SUPERVIs::R OF STENCGRAPHIC SERVICES 1 

s:EX::RETARIAL ASSISTANT 3 
s:EX::RETARIAL ASSISTANT 2 
SEOmTARIAL ASSISTANT 1 

LB3AL s:EX::RETARY 2 
LBJALs:EX::RETARY 1 

CDURT CLERK STA'm GRAND JURY 

cx:xJIDmA'JXR SEOmTARIAL SUPR:Rr SERVICES LAW AND PCJBLIC 
SAFETY 

ASSISTANT SUPERVIs::R OF LB3AL SEOmTARIAL SERVICES 
SUPERVIs::R OF LB3AL SEOmTARIAL SERVICES 
ASSISTANT CBIEF SEX:m:l'ARIAL SERVICES DIVISION OF 
PENSIONS 
CHIEF SEOmTARIAL SERVICES DIVISION OF PENSIONS 

SUPERVIs::R 2 WCIID ma::ESSJR; CENTER 
SUPERVIs::R 1 WCIID ma::ESSJR; CENTER 

PAYROLL CLERK 
SENICR PAYROLL CLERK 
PRmCIPAL PAYROLL CLERK 
SUPERVISJR; PAYROLL CLERK 
SUPERVIs::R PERSJNNEL REXXROO AND PAYROLL PRCCESSJR; 3 
SUPERVIs::R PERSJNNEL REXXROO AND PAYROLL ma::ESSJR; 2 
SUPERVIs::R PERSJNNEL REXXROO AND PAYROLL PRO::ESSJR; 1 
SUPERVIs::R OF AaXXJNTS 

SUPERVIs::R OF REVCX'.ATIONS AND RES'JX:BATIONS MJn:R 
VEHICLES 
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OFFICE ASSISTANT PARK SERVICES 2 
OFFICE ASSISTANT PARK SERVICES 1 

TrolNICAL PRCGBAM ASSISTANT CIVIL SERVICE 

TrolNICAL ASSISTANT RULES PROroI.GATION OAL 

TEX:!BNICAL ASSISTANT CIVIL SERVICE 3 
TEX:!BNICAL ASSISTANT CIVIL SERVICE 2 
TEX:!BNICAL ASSISTANT CIVIL SERVICE 1 
TEX:!BNICAL ASSISTANT 2 CDfMERCE: AND EXDDO:C DE:Vm.DPMENT 
TlOC!HNICAL ASSISTANT 1 mDmBCE AND EDH>D:C DE:Vm.DPMENT 
TEX:!BNICAL ASSISTANT AFFIRMATIVE NEION 
TEX:!BNICAL ASSISTANT EXHIBITS 
TEX:!BNICAL ASSISTANT PEW:DNNm.. 

IEPUTY AT'.OCRNEY GENERAL 2 
IEPO'l'r AT'.OCRNEY GENERAL 1 

FIEtD REPRESENTATIVE 3 POBLIC ArNrrATE 
FIEtD REPRESENTATIVE 2 POBLIC MNfrATE 
FIEtD REPRESENTATIVE 1 POBLIC MNfrATE 
SUPERVI~ OF FIEtD REPRESENTATIVES POBLIC ArNOJATF. 

ASSISTANT POBLIC IEFENIER 
IEP0'1'r POBLIC IEF'ENDER 2 
DEPlfl'l: POBLIC IEF'ENDER 1 
ASSISTAN'l' IEP0'1'r POBLIC IEFENIER 1 

KLICE OFFICER 
SENICB KLICE OFFICER 
mGRWAY PATROL OFFICER 
SERGEANT mGRWAY PATROL BOREAtJ 
LIEtlTENAN'l'.....,.,..,HIGmr:......., 'AY PA'mOL BOREAtJ 
CAPrAllf mGRWAY PATROL BORF.AtJ 
MARJlilE KLICE OFFICER 
SENICB MARJlilE KLICE OFFICER 
PRINCIPAL MARJlilE KLICE OFFICER 
CHIEF BOREAO OF MARJlilE IAW ENFCECEMEN'l' 
CDNSERVATION OFFICER 3 
CDNSERVATION OFFICER 2 
CDNSERVATION OFFICER 1 
CHIEF CDNSERVATION OFFICER 
RAlGERTRAnmE 
RAlGER 2 
RAlGER 
CHIEF RAlGER 2 
CHIEF RAlGER 1 
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FamST FmE OBSERVER 
IlfSITl'O'l'ION FmE CHIEF 
ASSISTANT llIB'ITl'O'l'ION FmE CHIEF 
msl'EC!m FmE SAFETY 
SENICR INSPIOC:Im FmE SAFETY 
PRINCIPAL m8Pm FmE SAFETY 
SUPERVIECR FmE SAFETY CXlDE m8PlCl'IONS 

PA'rnOL OFFICER 
PA'rnOL SERGEANT 
SUPERVISIOO PA'rnOL OFFICER 

SEOJRITY OFFICER 
SENICR SEOJRITY OFFICER 
ASSISTANT CHIEF SEOJRITY OFFICER 
CHIEF SEOJRITY OFFICER 
CAMPUS POL.ICE OFFICER 
SERGEANT CAMPUS PATROL 
LIEOTENANT CAMPUS POL.ICE 

SENICR GOARD 
GOARD 

POL.ICE OFFICER HUMAN SERVICES 
POL.ICE SERGEANT HUMAN SERVICES 
POL.ICE CHIEF HUMAN SERVICES 
POL.ICE LIEOTENANT HUMAN SERVICES 
REGIONAL POL.ICE cnfMANIER 
POL.ICE OFFICER PIP 
POL.ICE SERGEANT PIP 
POL.ICE LIEOTENANT PIP 

~ON OFFICER .t<JDWI'r 
SENICR ~ON OFFICER 
~ON SERGEANT 
~ON LIECTENANT 
~ON CAPrAm 
SENICB mvES'l'IGA'l.tR ~ONS 

SENICR INTERSTATE ESCXRI' OFFICER 
SUPERVISIOO INTERSTATE ESCXRI' OFFICER 

MEDICAL SEOJRITY OFFICER "mAINEE 
MEDICAL SFDJRITY OFFICER 
ASSISTANT SUPERVISIOO MEDICAL SEOJRITY OFFICER 
SUPERVISiro MEDICAL SFDJRITY OFFICER 
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JUVENILE OFFICER .H.fiXl<CJl'I· 
JUVENILE OFFICER 
BEAD JUVENILE OFFICER 
ASSISTANT SOPERVISlllz JUVENILE OFFICER 
SOPERVISlllz JUVENILE OFFICER 

INSPIL"ICR A B C 
SENICB INS~ A B C 

INVESTIGA'lm AIDE OFFICE: OF THE POBLIC Im'ENlER 
INVES'1'1GA'ltR OFFICE: OF THE POmJ:C IEFENDER 
SENICB INVES'1'1GA'ltR OFFICE: OF THE POBLIC lEFENIER 
PRINCIPAL INVES'1'1GA'ltR OFFICE: OF THE POBLIC DEFENDER 
ASSISTANT CHIEF INVES'1'1GA'ltR OFFICE: OF THE POBLIC 
IEF'ENDER 
CHIEF INVES'1'1GA'ltR OFFICE: OF THE POBLIC IEFENDER 

AGRICOLTCRAL PRCJXCrS AGENT 'mAINEB 
AGRICOLTCRAL PRCJXCrS AGENT 2 
AGRICOLTCRAL PRCJXCrS AGENT l 
SUPERVISlllz AGRICOLTCRAL PRCJXCrS AGENT 

ARMEER4 
ARMEER 3 
ARMEER 2 
ARMEER l 

ASSJ:STAN'l' 2 DBPAR'DfEN'l' Qi' mFENSE 
ASSISTANT l IEPARDSENT Qi' DEFENSE 

PR.llCrPAL m:M'F OFFICER 3 IEPARDSENT OF DEFENSE 

SEC!'ICN SUPERVlfat PERS:lmEI.. SERVICES 

GARAGB.AT'l'.ENDI\NT 
SENICB GARAGE .AT'l'.ENDI\NT 
PRnaPAL GAMGE .AT'l'.ENDI\NT 

S'ImESCLERK 
MEOrANICAL S'ImES CLERK 
SENICR MEOrANICAL S'1mES CLERK 

S'1txX CLERK 
SENICB S'1txX CLERK 
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S'IamKEEPER2 
ASSISTANT S'IamKEEPER 
S'IamKEEPER2 
S'IamKEEPERl 

SUPERVIs:R OF WAREHCUSE OPERATIONS BEALT.B: 

ol'ERA'lt:R SEW.AGE ms:rosAL PIANT 

Ol'ERA'lt:R REFRIGERATION SERVICES 
SENICR Ol'ERA'lt:R REFRIGERATION SERVICES 

OPERA'RB WATER PI/\NT 

ASSISTANT POMPnG STATION 0~ 
POMPnG STATION 0~ 
SENICR POMPnG STATION 0~ 
SUPERVIOCR RESERVOm OPERATIONS 
:BR:DnE 0~ 'lRAmEE 
:BR:DnE 0~ 
:BR:DnE 0~ 2 
:BR:DnE 0~ l 
SUPERVIOCR OF :BR:DnE OPERATION 
CHIEF :BR:DnE OPERA'RB 
CHIEF :BR:DnE OPERAim 3 
CHIEF :BR:DnE O~ 2 
CHIEF :BR:DnE O~ l 
AREA SUPERVIOCR :BR:DnE OPERATIONS 

OPERATDG mGINEER 'lRAmEE 
OPERATDG mGINEER 2 
OPERATDG mGINEER l 
OPERATDG mGINEER REPAIRER 
OPERATnG mGINEER BE'.ATnG AND AIR CXlIDITIONnG 
CHIEF OPERATDG EOOINEER 3 
CHIEF OPERATDG EOOINEER 2 
CHIEF OPERATDG EOOINEER l 

MECHANICAL EQJIPMENT SPECIALIST 

SEWnG WCRKER 
BEAD SEWnG -WCRKER~.,,.. 
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CARPENTER 
CREW SUPERVIOCR CARPENTERS 

REPAmER 'lRAINEE 
REPAmER 
SENICE REPAmER 
CREW SUPERVIOCR REPAmERS 

PLUMBER AND STF.AMFITl'ER 
CREW SUPERVIOCR PllJMBERS AND STF.AMFITl'ERS 

REPAmER m.mrRICAL 
m.mrRICIAN 
CREW SUPERVIOCR ELEX::I'RICIANS 

PAml'ER STATE OOTlUL l3tJIIDlroS 
PAml'ER 
CREW SUPERVIOCR PAml'ERS 

MAfDNANDP.tASTERER 
CREW SUPERVIOCR MAfDNS AND PIAS'1'ERERS 

BtaACXSMITR 

tJP.BOt.S.rERER 
CREW SUPERVIOCR UP1DLSl'ERY SBOP 

WEillER 

I.CXXSMI'm 
CREW SUPERVIOCR UXXSMIT.HS 

SIDJRI'lY SYSTEMS SPEmALIST CXER.ECrIOOS 

SHEET METAL WC&ER 
CREW SUPERVIOCR SBE8T METAL VKl<KERS 

PAml'ER BR-IOOF.$ HIGHWAY 
ASSISTANT CREW SUPERvIOCR rm PAml'ERS 
CREW SUPERVIOCR rm PAml'ERS 

SIGN FABRIC'A'lm 
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PAINTER SIGNS HIGBWAY 
ASSISTANT CREW SUPERVIs:R SIGN SHOP 
CREW SUPERVIs:R SIGN SHOP 

OJNSTRucrION REPAJRER 2 TRANSFCRTATION 
OJNSTRucrION REPAIRER 1 TRANSFCRTATION 

ASSISTANT CREW SUPERVIs:R HIGBWAY OJNSTRucrION 
CREW SUPERVIs:R HIGBWAY OJNSTRucrION 
SUPERVIs:R OF OJNSTRUCI'ION MAINTENANCE 

BRlIG8 REPAJRER 2 TRANSFCRTATION 
BRlIG8 REPAJRER 1 TRANSR:RTATION 

ASSISTANT ffiEW SUPERVIs:R BRJIX;ES AND STRUC'l'ORES 
ffiEW SUPERVIs:R BRllXiES AND STRUCI'ORES 
SUPERVIs:R OF BRJTGFS AND SmtJCl'URJ!:S HIGBWAY 

EQJIPMENT OPERA'n:R HIGBWAY 
EQJIPMENT OPERA'n:R 
HEAVY EQJIPMENT OPERA'n:R 
ffiEW SUPERVIs:R EQJIPMENT OPERA'ICRS 

HIGBWAY MARKER · 
ASSISTANT ffiEW SUPERVIs:R HIGBWAY MARKilC 
ffiEW SUPERVIs:R HIGBWAY MARKilC 
ASSISTANT SOPERVIs::R OF SIGNS AND '.IRAFFIC LJlmS 
SUPERVIs::R OF HIGB.WAY MARKilC 

MAINTENANCE wrnKER 2 TRANSR:RTATION 
MAINTENANCE WCBKER 1 TRANSR:RTATION 
ASSISTANT ffiEW SUPERVIs::E. HIGHWAY MAINTENANCE 
ffiEW SUPERVIs::R HIGBWAY MAINTENANCE 
AREA SUPERVIs::R HIGHWAY MAINTENANCE 

'1RUCX mIVER TANDEM AXLE 
'IRUCX mIVER HIGBWAY 
TRUCK mIVER Sn:GLE AXLE 

TRANSFCRT HAULER CXBR.'ECI'IONS 
TRANSFCRT HAULER LAW AND POBL.IC SAFETY 

ffiEW SUPERVIs:R YARD OPERATIONS 
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CREW SUPERVI&:R LAlOmRS 

ASSISTANT m3INEER m CHARGE MAINTENANCE: 2 
ASSISTANT EOOlNEER m CHARGE MAINTENANCE: 1 
mtiINEER m CHARGE MAINTENANCE: 4 
mGINEE:R m CHARGE MAmI'ENANCE 3 
mGINEE:R m CHARGE MAIN'1'ENANC8 2 
mtiINEER m CHARGE MAmI'ENANCE 1 
l'I.ANNER/SCBEOOLER crMPOTERIZED MAmI'ENANCE MANAGEMENT 
BUillIDG MAINTENANCE CIXJIDINA'JXB TRANSKRTATION 

SUPERVI&:R OF BUII.DIN:; REPAIRS 2 
SUPERVISE OF BUillIDG REPAIRS 

SUPERVISE OF MAINTENANCE WATER RLICY AND SUPPLY 
SUPERVISE OF CDN'mOt, WATER RLICY AND SUPPLY 
CREW SUPERVISE MAINTENANCE WATER RLICY AND SUPPLY 

ASSISTANT GRaJNr6 mr 
GRaJNm mr 
HEAD GRaJNr6 -mr--
ASSISTANT HEAD GRCXJNOO mr 

MAINTENANCE mr 2 ENVIRCINMENTAL PROl'ml'ION 
MAINTENANCE wt&ER 1 ENVIRCINMENTAL PROl'ml'ION 

PARKS MAINTENANCE SPEmALIST 2 
PARKS MAINTENANCE........,.,.,..,,..,.SPEmALIST 1 
MAINTENANCE wt&ER/IRIVER 
PARXS MAINTENANCE: SUPERVI&:B. 2 
PARKS MAINTENANCE: ____ SUPERVISE 1 
MAINTENANCE wt&ER 1 P I P 
ASSISTANT CREW SUPERVISE MAINTENANCE PIP 
CREW SUPERVISE MAINTENANCE: PIP 
ASSISTANT MAINTENANCE SUPERVISE PIP 
MAINTENANCE SUPERVISE PI~ 

EI.romICAL MEOIANIC 'IRAlllEE 
EI.romICAL MEOIANIC 1 
CREW SUPERVISE EI.romICAL OPERATIONS 

EXAMINER~ VEHICLES 

ASSISTANT AVI.ATI.ON MEOIANIC 
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REPAIRER MEDIANICAL 
BJDY AND FENDER MEDIANIC 
AU'IOOBILE 'mIMMER 
AU'IOOl'IVE MEDIANIC 
ASSISTANT REPAIRER MEDIANICAL 
MEDIANIC '1RAINEE: 
MEDIANIC HELPER 
MEDIANIC NJN-AU'IOOl'IVE 
ASSISTANT CREW SUPERVI~ MEx::HANICS 
CREW SUPERVIs::R MEx::HANICS 
OFFICE MACEmm SERVICE TIDOO:CIAN 
ASSISTANT MASTER MEx::HANIC 
MASTER MEDIANIC 

CREW SUPERVIs::R GARAGE OPERATIONS 
AU'IOOl'IVE SERVICES REPRESENTATIVE 
GARAGE SUPERVIs::R 2 
GARAGE SUPERVIs::R 1 
SUPERVIs::R OF MEDIANICAL MAINTENANCE 
SUPERVIs::R CEN'mAL GARAGE AND RXlL 
CI.AIMS AnJUSTER CEN'mAL )D.OCR RXlL 

SUPPLY SUPR:RT TOOBNICIAN 3 
SUPPLY SUPR:RT TOOBNICIAN 2 
SUPPLY SUPR:RT TIDOO:CIAN 1 

HOOSkKkE:PER 
HEAD BOJSkKkkPER 

mm:; MAINTENANCE WCRKER 
SENICR mm:; MAINTENANCE WCRKER..,..,,,.,'7T.ll"'I 
CREW SUPERVIs::R BUIImr MAINTENANCE WCRKERS M/W 
ASSISTANT SUPERVIOCR OF BUIImr REPAmS 
SUPERVIs::R BUIImr SERVICES 

CARETAKER ENVmONMENTAL PROl'ECl'IOO 

ASSISTANT 1IXJS.EKEEPlN1 SUPERVIs::R 2 
ASSISTANT HOOSe:gkkP.1..00 SUPERVIs::R 1 
ll!Se:g E:E:P!K; SUPERVI&:R 3 
ll!SF:KE:kP.Lt{; SUPERVIs::R 2 
HOOSkKkkP.I.l'[; SUPERVIs::R 1 

LAUNIRY WCRKER 
SENICR LAUNIRY WCRKER 
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HEAD IA'CJNI:m: wc.&ER 
IAUNI:RY SOPERVI&:B 
SUPERVI&:B OF IAUNI:RY OPERATIONS 
SUPERVI&:B OF .BOJSEIDI.D AND IAUNI:RY SERVICES 
OONSULTANT J:DJSBEIJI D AND I.AUNI:RY SERVICES 

BAKER 
HEAD BAKER 
ASSISTANT SOPERVIOCR OF BAKERY OPERATIONS 
SOPERVIOCR OF BAKERY OPERATIONS 

SENICR FCXD SERVICE HANDLER 
cn:x 
HEAD CO:X 3 
HEAD CO:X 2 
HEAD CO:X 1 
HEAD CO:X REGICfiAL FCXD SERVICE 

FCXD SERVICE wc.&ER 
SENICR FCXD SERVICE -wc.&ER-""" 
nnmG HAtiLS SOPERVIOCR 
SOPERVIOCR FCXD SERVICE AREA OPERATIONS 

DiEMAKER SERVICE wc.&ER 
SENICR lOmMAKBR SERVICE -wc.&ER-""" 
PRINCIPAL JDmMAKER SERVICBi wc.&ER 

ASSISTANT FCXD SERVICE SUPERVIOCR 3 
ASSISTANT FCXD SERVICE SOPERVIOCR 2 
ASSISTANT FCXD SERVICE SOPERVIOCR 1 

ASSISTANT SUPERVIOCR RmICfiAL FCXD SERVICE OPERATI<E 
SUPERVIS::B REGICllAL FCXD SERVICE OPERTIOO 

FCXD SERVICE SUPERvIOCR 4 
FCXD SERVICE SUPERVIOCR 3 
FCXD SERVICE SOPERVI&:B 2 
FCXD SERVICE SUPERYIOCR 1 

SENICJi Dml'.L1l'l.AN 
CLJXtC'AL DIEl'.L1'.LAN 
SOPERVISnG CLJXtC'AL nmrr11AN 

NO'IRITICMST BF.ALTH 
NO'IRITIOO OONSULTANT 

ASSISTANT GREENBOOSE wc.&ER 
GREENBOOSE wc.&ER 
HEAD GREENBOOSE -wc.&ER--
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ASSISTANT GARDENER 
GARDENER 
HEAD GARDENER 
SUPERm1'ENDE:NT OF ltIB'ITlvrIOOAL GROONtS 

WIIDLIFE wtEKER 
SENICR WIULIFB wtEKER_....,_..,,,., 
ClmW SUPERVIOCR WIIlLIFE wtEKER 

)OKR VEHICLE OPE:R.A'lm 2 
)OKR VEHICLE OPE:R.A'!m l 

TEx::HNIC'AL ASSISTANT 2 PORCHASI?G 
TEOINIC'AL ASSISTANT l PORCHASI?G 

TlDmIC'AL ASSISTANT INVES'IMENTS 
TEXJBNIC'AL ASSISTANT .BOI.GE'r BCREAU 3 
TlDmIC'AL ASSISTANT .BOI.GE'r BORF.AU 2 
TlDmIC'AL ASSISTANT .BUI.GE'!· BORF.AU l 
SUPERVISI?G TlDmIC'AL ASSISTANT ..,,Bt"'Ol..,.GE:"""'i• BORF.AU 

TEDOO:C'AL ASSISTANT ENVIRONMENTAL EXAMINATIONS 

AI:MI:NISTRATIVE ANAUmr 4 
AI:MI:NISTRATIVE ANAUmr 3 
AI:MI:NISTRATIVE ANAUmr 2 
AI:MI:NISTRATIVE ANAUmr l 
SUPERVISI?G AI:MI:NISTRATIVE ANAUmr 

FISCAL OFFICER cnfMtJNI'lY SERVICES 

ASSISTANT OFFICE OF Bl lLGE'r PLANNnG 
OFFICE OF BUJ.G:1' PLANNnG 

cmEF BOl.G:I' OFFICER DEVEIOPMENTAL mSABIL.ITIES 

MANAGEMENT IMPROVEMENT SPBJIALIST 2 
MANAGEMENT IMPBOYEMEN'l' SPBJIALIST 1 
SUPERVISI?G MANAGEMENT IMPBOYEMEN'l' SPBJIALIST 

.BUI.GE'!' ANAU[gr 'mAINEE 
BOl.G:I' ANAU[gr 3 
BOl.G:I' ANAU[gr 2 
.BOI.GE'r ANAUmr 1 
PRCGRAM ANAUmr 'mAINEE BORF.AU OF 'IEE .BUI.GE'!· 
PRCGRAM ANAUmr 4 BCREAU OF '!EE Bl lLGE'r 
PRCGRAM ANAUmr 3 BORF.AU OF '!EE .BOOOET 
PRCGRAM ANAUmr 2 BORF.AU OF '!EE Bl I.OOE'I· 
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l"R(X;RAM ANAI;fS'f 1 BUREAU OF mE rnr· 
SECI'ION SUPERVI&:R PRCGRAM AND ANALYSIS BUREAU OF 
mE BOLX.z.[· 
CHIEF OF PROORAM AND .BOI.GE:.[• ANAI;fSIS BUREAU OF mE 
BOIXiET 
SECI'ION SUPERVI&:R AOXJUN'I'lR; SYSTEMS 
SUPERVI&:R B:XXKEEPDG SEXm:ON PENSIONS 

PAYROLL SUPERVI&:R YOOTH AND FAMILY SERVICES 

SUPERVI&:R AIMINIS'mATIVB UNIT 
ASSISTANT ACXDJNTnG SYSTEM 
ACXDJNTANT 3 
ACXDJNTANT2 
ACXDJNTANTl 
SOPERVISDG ACXDJNTANT 
ACXDJNTnG ASSISTANT 

llNEN'ICRY CDN'DOL SProIALisr 2 
llNEN'ICRY a:m'ROL SProIALIS'r l 
SOPERVI&R llNEN'ICRY a:mBOL 'l'RANSKRTATIC!f 

CHIEF AllDI'1(B 
CHIEF mrERNAL rnm 
AllDI'1(B l TAXATIC!f 
SUPERVISDG A1.JJJI'JXR TAXA'l'IC!f 
ASSISTANT CHIEF AUDIT NJITlrr'i TAXATIC!f 
CHIEF AUDIT NJITlrr'i TAXATIC!f 
ASSISTANT CHIEF BOREAU OF AUDITll«:i 
CHIEF BUREAU OF At1DITilG 

CHIEF AUDITCR 

ASSISTANT AUDIT MANN:;ER RUMAN SERVICES 
AUDIT MANN:;ER RUMAN SERVICES 

AUDIT MANN:;ER DIVISION OF HJitR VEHICLES 

MANN:;ER OPERATIONAL AUDIT 

AtlDl'Im ACXDJNTANT 'lRAnmE 
AODl:Im 3 
AtJDI'lm 2 
AtlDl'Im l 
SOPERVISI?G AODr.tm 
CHIEF OF FINA?CIAL/OPERATIONAL AUDIT SEX::!'IC!f 
ASSISTANT CHIEF OFFICE OF AUDIT 
CHIEF OFFICE OF AUDIT 
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PEROONNEI, OFFICER AGRICOLTCRE 

'l'.OC!BNICAL ASSISTANT CASH MANAGEMENT 

INVESTIGA1CR TAXATION 'IRAlNEB 
INVESTIGM.m 3 TAXATION 
INVESTIGt\'lm 2 TAXATION 
INVESTIGM.m 1 TAXATION 
SUPERVISllG INVES'I'IGA'1m TAXATION 

T.lOCEf.ICAL ASSISTANT 2 TAXATION 
'l'.lOCEf.ICAL ASSISTANT 1 TAXATION 

FimD REPRESENTATIVE I1X'.AL PROPER'IY TAX 
SENICR FimD REPRESENTATIVE I1X'.AL PROPER'IY TAX 
SUPERVISllG FimD REPRESENTATIVE I1X'.AL PROPER'IY TAX 
PRllaPAL FimD REPRESENTATIVE I1X'.AL PROPER'IY TAX 

T.Ex:Ef.[CAL ASSISTANT 2 BATim 
'l'.lOCEf.ICAL ASSISTANT 1 BATim 

mS'l'RJl30'1{R STATE IDrl'ERY TICXETS 
SENICR mS'l'RJl30'1{R STATE Wl·rmt TICXETS 
SENICR FimD REPRESENTATIVE STATE Wl'tERt SALES 

cniMONICATION NE'l'wCRC SUPERVI&:R 

LICENSE PRCCESs::B 2 INSURANCB 
LICENSE PRCCF.s&:R 1 INSURANCB 

PRCDJREMENT SPFX:IALIST 3 
PRCDJREMENT SPFX:IALIST 2 
PRCDJREMENT SPFX:IALIST 1 
SUPERVISllG PRCCCJREMENT SPFX:IALIST 

SUPERVIOCR OF 'IRANSRR:rATION SERVICES ~ONS 

BEADPRCCCJREMENTCLERK 
CDN'mAC1' PRCDJREMENT fl CDN'mOL SPOOIALIST 'lOXIC WASTE 
SUPERVIOCR PORCHASB AND SERVICES 
PCRaIASilG ASSISTANT 
BOYER 'IRAlNEB 
ASSISTANT BOYER 
BOYER 
SENICR BOYER 
SUPERVI&:R PRCDJREMENT UNIT 
SUPERVI&:R PRCDJREMENT UNIT MJICR VEHICLFS 
BOYER PIP 
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m8P1Clm PORCHASE AND PROPERTY 
SENICB m8PICOCR PORCHASE AND PROPERTY 

MANAGER WClm PRCCESSnG SYSTEM 2 
MANAGER WClm PRCCESSnG SYSTEM 1 

ASSISTANT SUPERVIEIR OF CXlNS'.IRUCrION REX:X:B1lS 
SUPERVIEIR OF cms".IROOrION Rm'.JUE 

OJN'IRACl' RERRl' ASSISTANT 

SUPERVISnG MANAGER mTA PRCX:!ESSnG 

ASSISTANT DIVISIOO OF SYSTEMS AND 
PROJ.1Cl' MANAGER mTA m:x::ESSnG 

T.EDiNIOO. SUPKRT SPEmALIST 2 
T.EDiNIOO. SOPKRT SPEmALIST I 
T.EDiNIOO. ASSISTANT MANAGEMENT INFCRMATION SYSTEMS 
T.EDiNICIAN MANAGEMENT INFCmfATIOO SYSTEMS 
SENICR T.EDiNICIAN MANAGEMENT INFCmfATIOO SYSTEMS 
PRmCIPAL TB:!BNICIAN MANAGEMENT INFCmfATIOO SYSTEMS 
MANAGEMENT mFCRMATICB SYSTEMS SPEmALIST 3 
MANAGEMENT INFCmfATiat SYSTEMS SPEmALIST 2 
MANAGEMENT mF'CBMATION SYSTEMS SPECALIST 1 
MANAGEMENT INFCmfATIOO SYSTEMS cx:x::mmtA'lm 

OFFICE AU'lOJATiat SPEmALIST 3 
OFFICE AU'lO!ATICB SPEmALIST 2 
OFFICE AU'lOfATION SPEmALIST 1 

CHIEF mTA PROOESSnG SERVICES PENSIOOS 

PAYROLLAN/uJlST 3 
PAYROLL AN/uJlST 2 
PAYROLL AN/uJlST 1 

mTA PROOESSllG AN/uJlST 2 
n,\TA PRCx:::ESSnG AN/uJlST 1 
mTA PRCCESSnG PRCGRAMMER TRAINEE 
mTA PRCCESSnG PRCGRAMMER T.EDiNICIAN 
mTA PROOESSllG PRCGRAMMER 3 
mTA PROOESSllG PROORAMMER 2 
mTA PROOESSnG PROORAMMER 1 
mTA PROOESSnG PRCGRAMMER ASSISTANT 
mTA PRCCESSnG SYSTEMS PROOBAMMER 2 
mTA PRCX:ESSnG SYSTEMS PROORAMMER 1 
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DATA ENTRY MACHINE Ol'E8A'lm TRAINEE 
DATA ENTRY MACHINE OPERA'lm 
SENICR DATA ENTRY MACHINE OPERA'lm 
PRINCIPAL DATA ENTRY MACHINE OPERA'lm 
BEAD DATA ENTRY MACHINE OPERA'lm 

ASSISTANT SOPERVIOCR DATA ENTRY UNIT 'lREASURY 
SOPERVIs:R D\TA ENTRY UNIT 'IRF.ASORY 
a:MPCJTER OPERA'lm ASSISTANT 
a:MPCJTER OPERA'lm 3 
a:MPCJTER OPERA'lm 2 
a:MPCJTER OPERA'lm 1 

SOPERVIOCR DATA ENTRY UNIT PENSIONS 

CD!MONICATIONS NE'l'WCJ<X. M:lNrm 

~C ACXIXJN'l'Im SYSTEM OPERA'lm 2 
~C ACXIXJN'l'Im SYSTEM OPERA'lm 1 

.ACXXXlNTANT/ AUDI'lm TRAINEE DATA PRCX::ESSI?G 
ACXXXJNTANT/AUDI'l(B 4 DATA mxESSI?G 
ACXXXJNTANT/ AUDI'.OCR 3 Il!\TA PRCll!SSING 
ACXXXJNTANT/AUDI'lm 2 DATA PRCll!SSING 

~C DATA PRCX:ESSI?G AUDIT SPEX::IAL.IST 
CHIEF ~C DATA PRCX::E:SSI?G AUDIT SERVICES 

SOPERVIOCR DATA PRCX:ESSI?G MACHINE OPERATIONS 2 
SOPERVIOCR DATA PRCX:ESSI?G MACHINE OPERATIONS 1 
ACXXXJNTANT/AUDI'lm 1 DATA PRCll!SSING 
SOPERVISI?G ACXXXJNTANT / AUDI'lm DATA PRCX:ESSI?G 

DATA PRCX::ESSI?G LIBRARIAN 2 
DATA mxESSI?G LIBRARIAN 1 

DATA PRCX:ESSI?G INPOT/00'1'.PO'r cxmROL SPEX::IAL.IST 3 
DATA PRCX:ESSI?G INPtl'l'tOO'IWr CXlNTlOL SPEaALIST 2 
DATA PRCX:ESSilG INPOT/OO'IWI' cxmROL SPEX::IAL.IST 1 

SOPERVIOCR OF TABOIATm'.z MACHINE OPERATIONS 3 
SOPERVIOCR OF TABOIATm'.z MACHINE OPERATIONS 2 
SOPERVIOCR OF TABOIATm'.z MACHINE OPERATIONS 1 

PENSIONS a:xmsm:£E TRAINEE 
PENSIONS a:xmsm:£E 3 
PENSIONS CXXJNSEUR 2 
PENSIONS CXXJNSEUR 1 
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RESF.ARCH 'lmiNICIAN 

LAB:R MARXET TRAINEE 
IAR:R MARXET ANAIXsr 4 
IAR:R MARXET 3 
IAR:R MARXET ANAIXsr 2 
IAR:R MARXET 1 
T.Ex:::HNICAL ASSisrANT GRAPHIC ARTS 
GRAPHIC ARTisr 1 
GRAPHIC ARTisr 2 
SUPERVISIN:; GRAPHIC ARTisr 
SUPERVISIN:; GRAPHIC ARTisr DIVISION OF STATE FOLICE 
SUPERVISIN:; GRAPHIC ARTisr 

'ImiNICAL ASSISTANT RF.AL PROPERTY MANAGEMENT 

BUII.DilC ms~ 
SENirn BUII.DilC ~....,....--
PRINCIPAL BUII.DilC ms~ 
ms~ MOLTIPLE DWELLOOS 
SENirn ms~ MOLTIPLE DWELLOOS 
PRINCIPAL ms~ MOLTIPLE DWELLOOS 
msPmim AIDB TRAINEE MOLTIPLE DWELLOOS 
msPmim AIDB MOLTIPLE DWELLOOS 

PRCDJREMEN'l' cnrmaLt..ER BE'ALTH 

INIUS'lRIAL MANAGER 2 STATE USB INmSTRIES 
lmXJS'lRIAL MANAGER 1 STATE USB INmSTRIES 
INIUS'lRIAL ASSISTANT 
SENiffi INIUS'lRIAL ASSISTANT 
m:rncIPAL mIXJS'llUAL ASSISTANT 

SUPERVIs:R OF PATIENTS ACXXXlNI'S 1 
SUPERVIs:R OF PATIENTS ACXXXlNI'S 2 
OXRDINATm:; SUPERVIs:R OF PATIENTS ACXXXlNI'S 

ASSISTANT OFFICE OF WAGE AND lDJR a:MPL.IANCB 
ASSISTANT FIEID REPRESENTATIVE WAGE AND BaJR a::MPLIANCE 
FIEID REPRESENTATIVE WAGE & BOOR a:MPL.IANCB 
SENiffi FIEID REPRESENTATIVE WAGE AND BaJR a:MPL.IANCB 
DIS'micr SUPERVIs::R WAGE AND BaJR a:MPL.IANCB 

SENiffi UNEMPI.DYMENT INSURANCE CLERK 
UNEMPI.DYMENT CtAIMS SUPERVIs:R 
CtAIMS EXAMINER UNEMPIDYMENT & DISABILITY INSCRANCE 
SENiffi CtAIMS EXAMINER UNEMPIDYMENT & DISABILITY 
UNEMPIDYMENT INSURANCE TEOOO:CIAN 3 
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UNEMPI.OY'MENT INSORANCE TEX:!HNICIAN 2 
UNEMPI.OY'MENT INSORANCE TEX:!HNICIAN l 
SUPERVISDG UNEMPI.aiMENT INSORANCE TEX:!HNICIAN 

E{CIAL RES:XlRCES mvm.DPMENT 'IRAINEE 

CIAIMS REVIEWER 
SENICR CIAIMS REVIEWER 
PRINCIPAL CIAIMS REVIEWER 

SUPERVI&R JlNESTIGATION AND CIAIMS REVIEW 

EXAMINER UNEMPI.OY'MENT TAX 
SENICR mrAMINER UNEMPI.OY'MENT TAX 
PRINCIPAL mrAMINER UNEMPI.OY'MENT TAX 
SUPERVISDG mrAMINER UNEMPI.OY'MENT TAX 

STATE INVESTIGA'1m 4 LAW AND PUBLIC SAFETY 
STATE INVESTIGA'1m 3 LAW AND PUBLIC SAFETY 
STATE INVESTIGA'1m 2 LAW AND PUBLIC SAFETY 
STATE INVESTIGA'1m l LAW AND PUBLIC SAFETY 
ArMINIS'l'RA'.lm OF JlNESTIGATIONS LAW AND PUBLIC SAFETY 

CIAIMS INVESTIGA'1m 
SENICR CIAIMS INVESTIGA'1m 
PRnCrPAL CIAIMS INVESTIGA'1m 
SOPERVI&R OF CIAIMS 

SAFETY SP.ECIAI.J:Br 'IRAINEE DIVISICli OF VEBICLES 
EXAMmATICli TIDINICIAN DIVISION OF K:1.0CR VEBICLES 
SAFETY SP.ECIAI.J:Br 3 DIVISION OF K:1.0CR VEBICLES 
SAFETY SP.ECIAI.J:Br 2 DIVISION OF K:1.0CR VEBICLES 
SAFETY SP.ECIAI.J:sr l DIVISION OF m VEBJ:CLES 

CASE FILE EVA.IDA!tR 

ASSISTANT SUPERVI&R HJICR VEBJ:CLE INSPECI'ION STATION 
SOPERVI~ :tClXB VEBJ:CLE INSPECI'IOO STATICli 
DIS'IRicr SOPERVIOCR HJICR VEBICLE INSPECI'ICJN 

SENICR JlNESTIGMm MJ.Im CARRIERS 
INVESTIGA'1m K:1.0CR CARRIERS 
PRINCIPAL INVESTIGA'1m MJ.Im CARRIERS 
SUPERVI~ MJ.Im CARRIERS 

RIGHT OF WAY NJllJl'IA'lm 'IRAINEE 
RIGHT OF WAY NJllJl'IA'lm 
SENICR RIGHT OF WAY NEXDl'IA'ICR 
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PRINCIPAL RIGHT OF W/>:t NmJl'IAlm 
ASSISTANT 'ID "m8 DmECltR OF RIGHT OF W/>:t TRANS~TATION 
SENICR RIGHT OF W/>:t APPRAISER 
PRINCIPAL RIGHT OF W/>:t APPRAISER 
SOPERVIOCR OF RIGHT OF W& DISTRICT APPRAISALS AND 
REVIEW 
AREA SOPERVIOCR OF RIGHT OF W& APPRAISALS REVIEW 
SOPERVIOCR OF RIGHT OF W& 2 'IRANSKRI'ATION 
SOPERVIOCR OF RIGHT OF W& 1 'IRANSKRI'ATION 
DISTRICT SOPERVIOCR OF RIGHT OF W& 'IRANSKRTATION 
DIREX:m::R OF RIGHT OF W& TRANSKRI'ATION 
RIGHT OF W& JJNESTIGA.n:R 

CHIEF BORF.AU OF FBOPERTY AND REI.OC.ATION TRANSKRTATION 

SEDm'l'ARY 
AtMINIS'mATIVE ASSISTANT 3 
AtMINIS'mATIVE ASSISTANT 2 
AtMINIS'mATIVE ASSISTANT 1 

EXEOJ'l'IVE ASSISTANT 4 
EXEX»tIVE ASSISTANT 3 
EX.EUJ'l'IVE ASSISTANT 2 
EXEX»tIVE ASSISTANT 1 

TEx:::BNICAL ASSISTANT ImAL ACI'IVITIES HEALTH 

TEx:::BNICAL ASSISTANT moos Biau::GICS DIS'IRIBCTION 

ASSISTANT SOPERm1'ENDENT 1 CXJmECrIONS 

BEAL'IH CARE FACILITIES EVAUJA'ltR 2 
BEAIJm CARE FACILITIES EVAUJAim l 
SOPERVISJXi BEAIJm CARE FACILITIES EVAUJA'ltR 
CXXlIDlNA'KR OF mBPECl'IONS IaG TERM CARE FACILITIES 
SOPERVIOCR cntPIAINTS ti SORVEILtRD 

HABn..ITATION PIAN CXXJIDINA'lai 

Dt\Y CARE CXXJNSEI!lt ASSISTANT 
Dt\Y CARE CXXJNSEI!lt 

SOPERVIOCR OF RlLICY DEVEIDPMENT YWm AND FAMILY 

Dt\Y CARE CENTER wtRKER 'mAJlmE YWm AND FAMILY SERVICES 
Dt\Y CARE CENTER wtRKER YWm ti FAMILY SERVICES 
SENICR Dt\Y CARE CENTER WCRKER YOOm AND FAMILY SERVICES 
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EilJCATION SPFX::IALIST 2 IEVm.OPMEN'l'AL DISABILITIES 
mr.ATION SPFX::IALIST l IEVm.OPMEN'l'AL DISABILITIES 

mY CARE AllE 
BEAD mY CARE CENTER TJOC!HNICIAN 
mY CARE CENTER TEX::BNICIAN 
mY CARE CENTER SOPERVIs:::R 

Arm.Jr SERVICES CENTER SOPERVIOCR 

CDfMUNITY PRCX;RAM SPFX::IALIST 
SENIOO CllfMUNITY PRCX;RAM SPJOC:IALIST 

RESONAL CXXRDINA'lIR OF TRANSR:BTATION mY CARE AND 
TRAllmG 
CXXRDINA'lIR OF TRANSKRTATION mY CARE AND TRAllmG 
DIS'micr SOPERVIOCR cnfMCNI'l'Y mY CARE 
RESONAL SOPERVIs:::R mY CARE OPERATIONS YOO'm AND FAKtLY 
ASSISTANT cmEF BUREAU OF mY CARE AND TRAllmG SERVICES 
CHIEF BUREAU OF mY CARE AND TRAllmG SERVICES 

INS'mtJC!m-<XXJNSEICR 'mAnmE 
SENIOO INS'.I.RlClCR CXXJNSEUB RE-ADJUSTMENT UNIT 
INS'lROCl'CE CXXJNSEUB 

TEX::BNICAL ASSISTANT crASSIFIC'ATION 
CI.ASSIFICATION OFFICER 
SENIOO crASSIFICATION OFFICER 

CHAP!J\m 

PARC:ICB OFFICER 'lRAnmE 
PARC:ICB OFFICER 
SENIOO PARC:ICB OFFICER 
SOPERVISiro PARC:ICB OFFICER 
ASSISTANT DIS'micr PAROLE SOPERVIOCR 
DIS'micr PARC:ICB SUPERVIOCR 
RESllENTIAL PARC:ICB OFFICER 

RESllENTIAL CENTER WCRKER 
RESllENTIAL CENTER WCiUC SOPERVIOCR 

ASSISTANT SUPERINTENlENT RESllENTIAL GRaJP CENTER 
SUPERINTENlENT RESllENTIAL GRaJP CENTER 

cm:m SOP.KRI' AND PATERNITY SPEC:ALIST 2 
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SENI~ TEDINICIAN MANAGE:MENT INFCRMATION SYSTEMS 
PRINCIPAL '1'1DINICIAN MANAGEMENT INFCRMATION SYSTEMS 

ll«Dm MAINTENANCE TEOINICIAN 
SENI~ no::ME MAINTENANCE TEOINICIAN 
PRDCrPAL no::ME MAINTENANCE TEOINICIAN 

flX:IAL SERVICE AlilB TRAnmE 
flX:IAL SERVICE AlilB 
SENI~ flX:IAL SERVICE AlilB 
PRINCIPAL fa:IAL SERVICE AlilB 

mSTRicr OFFICE MANl!GER 3 YCXml AND FAMILY SERVICES 
mSTRicr OFFICE MANl!GER 2 YCXml AND FAMILY SERVICES 
mSTRicr OFFICE MANl!GER 1 YOOm AND FAMILY SERVICES 
COS'lOfER. SERVICE INFCRMATION SPICtALIST 3 
COS'lOfER. SERVICE INFCRMATION SPICtALIST 2 

FAMILY SERVICE SPICtALIST TRAnmE 
FAMILY SERVICE SPlCtALIST 3 
FAMILY SERVICE SPEmALIST 2 
FAMILY SERVICE SPEmALIST 1 
SUPERVISIK; FAMILY SERVICE SPICtALIST 2 
SUPERVISllG FAMILY SERVICE SPICtALIST 1 

CHIID CARE CENTERS 
SENI~ m6PID!m CHIID CARE CENTERS 
PRDCrPAL msPID!m'l'lfll:l....,CHIID'"' CARE CENTERS 
SUPERVIfK:R OF ~SPEX.:.L'IONS CHIID CARE CENTERS 
SUPERVIfK:R OF mY CARE SERVICES YOOm AND FAMILY 
SERVICES 

ARF.A SUPERVIfK:R 1NS1·1:1.vr1ow, ASSISTANCE 

VETERANS SERVICES OFFICER TRAnmE 
VETERANS SERVICES OFFICER 

AlilB CDOO:SSION :FOa THE BLmD AND VISO~ IMPAIRED 

nm msmoczm 
SUPERVIfK:R OF B:B INS'IRUCl'ION 

INS'.l.'ROCJ.{E CX>OO:SSION :FOa THE BLmD AND VISUALLY 

FIELD REFRESBNTATIVE EYE HEALTH 
PRCX;RAM ASSISTANT EYE HEALTH SERVICES 
SUPERVIfK:R OF EYE HEALTH SERVICES 
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PRCGRAM ASSISTANT BEALTH 
CXXIIDlNA'JX:R PRIMARY AND PREVENTIVE BFALTH SERVICE:$ 

SUPERVIs::R EXAMINATION AND LICENSD(; ENVIRONMENTAL 

PUBLIC HFALTH REPRESENTATIVE TRAnmE 
PUBLIC HFALTH REPRESENTATIVE 3 
PUBLIC BFALTH REPRESENTATIVE 2 
PUBLIC BEALTH REPRESENTATIVE 1 
SUPERVISm3 PUBLIC HFALTH REPRESENTATIVE 

RESIDENT CARE ANMl!SJ! 

PRCGRAM s~sr AUDBOL ABUSE AC1'IVITIES 
ASSISTANT PRCGRAM s~sr AUXHlL ABUSE AC1'IVITIES 
SUPERVISnG PRCXiRAM s~sr AUXHlL ABUSE AC1'IVITIES 
moo ABUSE AmB 
moo ABUSE ASSISTANT 
moo ABUSE SUPERVIs::R 
SUBSTANCE ABUSE ASSISTANT 
SUBSTANCE ABUSE CDJNSEUR 2 
SUBSTANCE ABUSE CDJNSEUR 1 
SUPERVISD(; SUBSTANCE ABUSE CXXJNSEUR 

PEROC1NNEL AmB TRAINEE 
PERSJNNELAm82 
PERSJNNELAmBl 
PEROC1NNEL OFFICER 2 
PERSJNNELOFFICER 1 
SEXJ.L'ICJN SUPERVI&B PEROC1NNEL SERVICES 
PEROC1NNEL TRAINEE 
PEROC1NNEL ASSISTANT 4 
PEROC1NNEL ASSISTANT 3 
PEROC1NNEL ASSISTANT 2 
PEROC1NNEL ASSISTANT 1 
PEROC1NNEL MANAGEMENT TRAINEE 
PEROC1NNEL MANAGEMENT 4 
PEROC1NNEL MANAGEMENT~ 3 
PEROC1NNEL MANAGEMENT 2 
PEROC1NNEL MANAGEMENT~ 1 
PEROC1NNEL OFFICER 2 liffi'rrl'lll'ICJNS 
PEROC1NNEL OFFICER 1 mSl'I'l'O'l'IOOS 
PEROC1NNEL OFFICER 1 RUMAN SERVICES 
PEROC1NNEL AND LAOCR ANMl!SJ! 3 
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PEROONNEL AND I...AR:E. ANKL~ 2 
PERSJNNEL AND I...AR:E. ANKLYm! 1 
PERSJNNEL AND I...AR:E. S~m! 
PEROONNEL OFFICER STATE OOIJmES 
PEROONNEL OFFICER DIVISION OF POBLIC WELFARE 
ASSISTANT PEROONNEL OFFICER DIVISION OF POBLIC WELFARE 
CHIEF PEROONNEL OFFICER ENERGY 
PEROONNEL OFFICER POBLIC UTILITIES 
PEROONNEL OFFICER DIVISION OF YOOm AND FAMILY SERVICES 
ASSISTANT PEROONNEL OFFICER CIVIL SERVICE 
PERSJNNEL OFFICER CIVIL SERVICE 
CHIEF OF .Ar:MINIS'IRATION CIVIL SERVICE 
PEROONNEL OFFICER BANKllG 
PEROONNEL OFFICER DEPARTMENT OF CX>fMUNI'lY AFFAIRS 
ASSISTANT PEROONNEL EOOC'ATION 
PERSJNNEL El:lrATION 
ASSISTANT CHIEF PEROONNEL OFFICER DIVISION OF H:71tB 
ASSISTANT CHIEF BORF.AU OF PEROONNEL ENVIRONMENTAL 

'IRAINllG T.EOmICIAN '1RAINEE 
'IRAINllG T.EOmICIAN 
SENICR 'IRAINllG T.EX:!BNICIAN 
PRllCtPAL 'IRAINllG T.EX:!BNICIAN 
SUPERVISDG 'IRAINllG T.EX:!BNICIAN 
l'Rlle:PAL 'IRAINllG T.EOmICIAN 
'IRAINllG T.EOmICIAN 
SENICR TRAmilG T.EX:!BNICIAN 
'IRAINllG ASSISTANT 
'IRAINllG ASSISTANT 
TRAmilG SPEmALim! 3 CIVIL SERVICE 
TRAmilG SPEX:::IAL.Im! 2 CIVIL SERVICE 
TRAmilG SPEX:::IAL.Im! 1 CIVIL SERVICE 

FimD REPRESENTATIVE llXISilG 
SENICR FimD REPRESENTATIVE BOOSDG 
PRDCIPAL FimD REPRESENTATIVE llXISilG 
SUPERVISDG FIEID REPRESENTATIVE llXISilG 

PROORAM IEVXWPMENT SPEmALim! 3 
PROORAM IEVXU>PMENT S~m! 2 
PROORAM IEVXU>PMENT S~m! 1 
SUPERVISDG PROORAM IEVXWPMENT SPBJIALIST 

EMP.tDYMENT SERVICES SPEr!IAL.tm! 3 
EMP.tDYMENT SERVICES S~m! 2 
EMPW'iMENT SERVICES SPEr!IAL.tm! 1 
SUPERVISDG EMPW'iMENT SERVICES SPBJIALIST 
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EMPI.OYMENT SUPERVI&:R 2 
EMPIDYMENT SUPERVIE(R 1 

c10B MATCH SPEcrALIST 1 
c10B MATCH SPEcrALIST 2 

EMPIDYMENT CXXJNSEI.m 'mAllmE 
EMPI.OYMENT CXXJNSEI.m 
SENICR EMPIDYMENT CXXJ.NSEr.CR 
StJPERVIE(R CF EMPI.OYMENT CXXJNSEI.Jm 

msm:rcr SUPERVIE(R EMPIDYMENT SERVICE 
MANAGER 3 EMPIDYMENT SERVICE 
MANAGER 2 EMPI.OYMENT SERVICE 
MANAGER 1 EMPI.OYMENT SERVICE 
CHIEF BOREAO CF EMPI.OYMENT PRCGRAMS 
EMPI.OYMENT SERVICES 'mAJlmE 

ONEMPWYMENT mstJRANCE CLERK 

SERVICES AlI1E 'mAmEE'I.AB:R 
SERVICES AlI1E lAB:R 

aJ.1MUNITY EMPIDYMENT SERVICE AlI1E 
aJ.1MUNITY EMPI.OYMENT SERVICE 1KH.ER 

• EMPI.OYMENT AND '1RAllmG SPEcrALIST 2 
EMPI.OYMENT AND '1RAllmG SPEcrALIST 1 

CXXJ.IDmA'JXR EMPIDYMENT AND 'IRAlmlG PRCGRAMS 

CUuMS AnJUDICA'lm AlI1E 
CUuMS AnJUDICA'lm FIEID REPRESENTATIVE 
CUuMS AnJUDIC'A'lm SPEcrALIST 2 
CUuMS AnJUDICA'lm SPEcrALIST 1 
CUuMS AnJUDICA'lm 'l'RAINEE mSABILITY DETERMINATIONS 
CUuMS AnJUDICA'lm 3 mSABILITY DETERMINATIONS 
CUuMS AnJUDICA'ltR 2 mSABILITY DETF.RMINATIONS 
CUuMS AnJUDICA'lm 1 mSABILITY DETF.RMINATIONS 
SUPERVISJX; CUuMS AnJUDICA'ltR mSABILITY DETERMINATIONS 

MEDICAL RmATIONS SPEcrALIST 2 
MEDICAL RmATIONS SPEmALIST l 

'IJiu;;rry ASSURANCE SPEmALIST 
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JNVESrIGA'R:R DISABILITY INSURANCE 
SENICR JNV'ESrIGA'R:R DISABILITY INSURANCE 
EXAMINER DISABILITY mSURANCE 
SENICR EXAMINER DISABILITY INSURANCE 
ASSISTANT DISABILITY mSURANCE SUPERVIs::R 
DISABJLITY INSURANCE SUPERVIs::R 
D8PlJ'1'Y DIREmm DISABILITY DETERMINATIONS 
ASSISTANT DIREmm DISABILITY INSURANCE! SERVICE 

RURAL MANlOWER TEX::BNICIAN 

MANAGER 3 
MANAGER 2 
MANAGER l 

REHABILITATION CXXJNSEICR TRAINEE 
REHABlllTATION CXXJNSEICR 
SENICR REHABlllTATION CXXJNSEICR 
SUPERVISIOO REHABILITATION CXXJNSEICR 
REHABILITATION AIDE 

Troml:CAL ASSISTANT 2 IAKR 
Troml:CAL ASSISTANT l I.AB:R 

Troml:CAL ASSISTANT BJARD OF MEDIATION 

DNESTIGA'lt:R 3 DIVISION ON CIVIL RIGfrl'S 
DNESTIGA'lt:R 2 DIVISION ON CIVIL RIGfr1'S 

YOOTH WOOXER TRAINEE 
YOOTH WCl<XER 
SENICR YOOTH -WCJ<XER--
YOOTH 19CEK SUPERVIs::R 

BASIC m:o::'.ATION AIDE 2 
BASIC m:o::'.ATION AIDE l 

POPIL 'IRANSKRI'ATION SPIOC:IALIST 
SENICR PUPil, 'IRANSKR!'ATION SPIOC:IALIST 

msTRUCTIONAL MATERIALS TEX::BNICIAN 
nIB'mtJCl'IONAL MATERIALS CXXBDINA'KR 
m:o::'.ATION PROOBAM SPIOC:IALIST l 
CXJON'lY SCHOOL BUSINESS AtMINIS'mMm 
PUNNJXi ASl:O::IATE l mJCATION 
SUPERVIs:R OF mJCATIONAL l'R(GRAMS l 
IlIB'mtJCICR 2 mJCATION 
IlIB'mtJCl(R l m:o::'.ATION 
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LIBRARIAN 3 
LIBRARIAN 2 
LIBRARIA.~ 1 
StJPERVISm:i I..IBRARIAN 
LIBRARY TECHNICIAN 
LIBRARY ASSISTANT 
SENICR LIBRARY ASSISTANT 
PRmcIPAL LIBRARY ASSISTANT 
T.Ex::HNIC.AL LIBRARY ASSISTANT 

StJPERVIs:::R RFXXRDS MANAGEMENT 
ASSISTANT StJPERVIs:::R REX::X::RnS S'KRAGE! 
StJPERVIs:::R RFXXRDS S'Irn.AGE 

ARCHIVIST 2 
ARCHIVIST 1 
StJPERVISm:i ARCHIVIST 
ARCHIVES TECHNICIAN 
OONSERVA'It:R 2 ARCHIVES 
OONSERVA'lt:R 1 ARCHIVES 

FCmIS ANA!JfST 

MUSEUM T.Ex::HNICIAN 
SENICR MUSEUM TEOINICIAN 
TEOINIOO.. ASSISTANT MUSEUM 

'I'EACHiro ASSISTANT 12 M:lNTHS 
TEAC8ER 1 12 M:lNTHS 
mS'I'R'UClm 2 12 MJm'HS 

SECRETARY 3 WCRD m:x::!ESSTIG SYSTEM 
SECRETARY 2 WCRD m:x::!ESSTIG SYSTEM 
SECRETARY l WCRD m:x::!ESSIN:; SYSTEM 

PRCX;RAM ASSISTANT BASIC SKJJJS CllJNCIL 

AIMINISTAATIVE SERVICES ASSISTANT HIGHER EI:OCATION 

FINANCIAL AID ASSISTANT 

ASSISTANT CXXRDmA'ICR WCMENS IROO PRCGRAM 

S~ AGE:NT/mvESTIGA'n:R STATE cx»fISSIOO OF 

SEMI SENICE. AUDr.ocR ors 
PRIOCIPAL AUDI'ICR ors 

TEOINICIAN PBA 

SENIOR INSPECTOR CASINO CONTROL COMMISSION 
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TITLES RECEIVING WAGE INCREASES 
FEBRUARY 1986 

Evaluated Range 02 

Agency Aide 
Messenger 
Laundry Worker 

Evaluated Range 03 

Elevator Operator 
Food Service Worker 
Building Maintenance Worker 
Matron 

Evaluated Range 04 

Mail Clerk 
Housekeeper 
Senior Laundry Worker 
Clerk 

Evaluated Range os 
Social Service Aide 3 
Addressograph Machine Operator 
Microfilm Machine Operator 
Vault Clerk 
Laboratory Assistant 
Assistant Gardener 
Assistant Greenhouse Worker 
Assistant Grounds Worker 
Helper 
Garage Attendant 

Evaluated Range 06 

District Inheritance Tax Supervisor 4 
Dental Aide 
Calculating Machine Operator 
Office Appliance Operator 
Laboratory Service Worker 
Maintenance Worker-Boat Operator 
Audit Account Clerk 
Bookkeeping Machine Operator 
Clerk Bookkeeper 
Clerk Typist 
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Senio= Addressograph Machine Operator 
Senior Microfilm Machine Operator 
Senior Office Appliance Operator 
Clerk Stenographer B 
Telep~one Operator Typist 
Ezter~inator 
Maintenance Worker/Driver 
Accident Record Clerk 
Audio Visual Technician 
Drafting Technician 
Mortality Coding Clerk 3 
Offset Machine Operator 
Operator Auto~ated Type~riter 
Vari-Typist 
Drafting Technician 
Engineering Aide 2 
Engineering Aide 2 Materials 
Aide Com.mission for the Blind and Visually Impaired 
Health Aide 
Vocational Aide 
Dining Ralls Supervisor 
Institutional Charge Attendant 
Assistant Environmental Technician 
Senior Laboratory Assistant 
Armorer 4 
Assistant Repairer Mechanical 
Bridge Operator 2 
Fire Observer 
Maintenance Worker l Environmental Protection 
Maintenance Worker 1 PIP 
Maintenance Worker 1 Transportation 
Mechanical Stores Clerk 
Senior Fisheries Worker 
Senior Garage Attendant 
Senior Laboratory Assistant 
Senior Wildlife Worker 
Supply Support Technician 3 
Senior Calculating Machine Operator 
Senior Clerk 
Senior File Clerk 
Senior Vault Clerk 
State Office Centrex Operator 
Dental Assistant 2 
Residential Center Worker 
Senior Social Service Aide 
Assistant Righ~ay Inspector 
Read Housekeeper 
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Codi:::ig Cle:-k 
Receptionist 
Statistical Cle:-k 
Stock Clerk 
Drug Abuse Aide 
Stores Clerk 
HUll'.an Services Assistant 
Industrial Assistant 
Senior Building Maintenance Worker 
Data Reduction Coder 
Day Care Aide 
Day Care Center Worker Youth and Family Services 
Senior Food Service Worker 
Boat Attendant 
Fisheries Worker 
Maintenance Worker 2 Environmental Protection 
Maintenance Worker 2 Transportation 
Residential Services Worker 

Evaluated Ran~e 07 
Wildlife Worker 
Clerk Driver 
Clerk Stenographer A 
Clerk Transcriber 
Library Assistant· 
Relief Telephone Operator 
Senior Mail Clerk 
Telephone Operator 
Clerk Driver 
Institutional Telephone Operator 
Homemaker Service Worker 
Cottage Supervisor l 
Cottage Worker 
Bus Driver 
Mechanic Helper 
Motor Vehicle Operator 2 
Data Processing Machine Operator 3 
Traffic Enll.!!lerator 
Program Aide A Harry Moore School 
Guard 
Data Entry Machine Operator 
Postal Clerk 
Nursing Services Clerk 
Recreation Aide 
Therapy Aide 
Payroll Clerk 

Studio Assistant Ceramics Le.boratory 
Microfil~ Searcher 
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Append.ix C 
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1.0 PURPOSE A~D INTENT 

The New Jersey Task Force on Equitable Compensation, in accordance with 

PL 1984 Ch. 166 (See Exhibit A), seeks proposals for hiring a professional 

firm or organization (contractor) to develop and conduct a pay equity study 

to detect any gender or racial bias in New Jersey's current wage-setting 

process and to eliminate such bias through modification of its current 

evaluation system and wage-setting process. New Jersey, which utilizes a 

point-factor evaluation system, is interested in testing and improving the 

existing evaluation system. 

2.0 KEY DATES 

2.1 Bidder's Conference Date 

DATE: May 8, 1985 

TI~: 2 p.m. 

LOCATION: Civil Service Commission Meeting Room 

Department of Civil Service 

215 East State Street 

Trenton, New Jersey 08625 

The purpose of this conference is to clarify and answer questions 

regarding this Request for Proposal (RFP). Questions concerning subject 

matter of this RFP will be entertained during the bidder conference only. 
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Procedural questions may be directed to the Division of Purchase and 

Property, Purchase Bureau (See 3.1). 

2.2 Proposal Due Date 

DATE: May 29, 1985 

TI~: 2 p.m. 

LOCATION: Division of Purchase and Property 

Purchase Bureau 

135 West Hanover Street 

3rd Floor 

Trenton, New Jersey 08625 

Proposals arriving after the above time and date will not be 

considered. 

3.0 CONTRACT AND BID INFORMATION 

3.1 Issuing Office 

This Request for Proposal (RFP) is issued by the State of New 

Jersey, Division of Purchase and Property, on behalf of the Task 

Force on Equitable Compensation (Task Force) which is the sole 

contact in the State of New Jersey (State) for purposes of 

procedural questions concerning this RFP and subsequent proposals. 
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3.2 Selection of Ve~dor 

The Director, Division of Purchase and Property, in conjunction 

with the Task Force, reserves the right to determine which vendor 

best meets the specifications and conditions of the RFP and to 

select the firm to be a~arded the contract. 

3.3 Cost Liability 

The State of New Jersey assumes no responsibility and no liability 

for costs incurred by vendors prior to issuance of an agreement, 

contract, or purchase order. 

3.4 Revisions to the Request for Proposal 

In the event it becomes necessary to revise any part of this RFP, 

revisions will be provided to all vendors who have responded to 

the RFP. 

3.5 Response Data 

In order to be considered for selection, proposals must arrive at 

the Division of Purchase and Property on or before the date and 

time specified in this RFP. Vendors mailing proposals should 

allow for nor~al mall delivery time to insure timely recelpt of 

their proposals at the Division of Purchase and Property. 
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3.6 Bidder's Proposals 

In order to be considered for selection, vendors must submit a 

complete response to this RFP. The proposal must include detailed 

methodologies, a cost and time breakdown of all services, 

including adminlstrative, technical, and personnel services. 

Proposals should be prepared in detail, providing a straight-

forward, concise description of vendor capabilities to satisfy all 

of the requirements of the RFP. Emphasis should be on 

completeness and clarity of content. 

An original proposal, clearly identified as ''original," and 

twenty-five (25) copies, must be submitted to the Purchase Bureau. 

No other distribution of the proposals shall be made by the 

bidder. Each copy of the two-part proposal should be bound in a 

single volume. All documentation submitted with the proposal 

should be bound in that single volume. 

Proposals will be publicly opened and read by the Division of 

Purchase and Property, Purchase Bureau, on the date specified on 

the bid proposal form. 

3.7 Acceptance of Proposal Content 

The contents of the proposal of the successful bidder, as accepted 

by the Task Force, will become a part of any contract awarded as a 
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result of these specific~tio~s. The Director, Division of 

Purchase and Property, reserves the right to reject all bids, or 

to award in whole or in part if deemed in the best interest of the 

State to do so. 

3.8 Oral Presentation 

Bidders who submit a proposal i~ response to this RFP may be 

required to give an oral presentation of their proposal to the 

Consultant Review Committee of the Task Force or the full Task 

Force. This will provide an opportunity for the bidder to cl~rify 

or elaborate on the proposal. The Task Force office will schedule 

the time and location of these presentations. 

3.9 Contractor Responsibilities 

The selected consultant ~ill be required to assume sole 

responsibility for the complete effort as required by this RFP. 

The State will consider the selected consultant to be the sole 

point of contact with regard to contractual matter~. 

3.10 Subcontracting 

If any part of the work covered by this RFP is to be subcontracted 

the bidder shall identify in the original proposal the sub-

contracting organization and the contractual arrangements. All 
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subcontractors must be approved by the Task Force. The successful 

consultant will also furnish the corporate or company name and the 

names of the officers of said companies engaged as subcontractors 

by the consultant. 

3.11 Assignment 

The contractor is prohibited from assigning, transferring, 

conveying, subletting, or otherwise disposing of this agreement or 

its rights, title, or interest, or its power to execute such 

agreement to any other person, company, or corporation without the 

previous consent and approval in writing by the Task Force. 

3.12 Price Changes 

All prices shall be firm and not subject to increase during the 

period of the contract. In the event there should be any 

reduction in the consultant's proposed cost, such costs will be 

invoiced on the basis of the reduced prices. 

3.13 Termination of Contract 

The Task Force reserves the right to terminate any contract 

entered into as a result of this RFP, providing written notice has 

been given to the contractor at least thirty (30) days prior to 

the proposed termination date. 
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3.14 Deposit 

Bid deposit is not required. 

3.15 Accounting Records 

The contractor is required to maintain accounting records and 

other evidence pertaining to cost incurred on the program and to 

make the records available to the Task Force at all reasonable 

times during the contract period and for three full years from the 

date of the final payment. 

3.16 Ownership of Material 

Ownership of all data, material, and documentation originated ~nd 

prepared for the Task Force pursuant to this contract shall belong 

exclusively to the Task Force and shall not be released to any 

individual, company, corporation, union, or research group without 

the written consent of the Task Force. 

3.17 PerformAnce and/or Delivery of Services 

Any information the Task Force sees fit to obtain regarding the 

ability of the bidder to supply and/or render the service that the 

State has a right to expect from a aontractor with a good 

reputation may be taken into consideration in making an a~ard. 
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If circumstances beyond the control of the contractor result in a 

late delivery, it is the responsibility and obligation of the 

contractor to make the details known immediately to the Executive 

Director, Task Force on Equitable Compensation, CN 317, Trenton, 

New Jersey 08625. 

A Performance Bond is not required. 

3.18 Restrictions Against Disclosure 

The contractor agrees to keep the information related to all 

contracts and sub-grants in strict confidence. Other than the 

reports submitted to the Task Force, the contractor agrees not to 

publish, reproduce, or otherwise divulge such information in whole 

or in part, in any manner or form, or authorize or permit others 

to do so, taking sue~ reasonable measures as are necessary to 

restrict access to the information while in the contractor's 

possession, to those employees on his staff and the contractor's 

or sub-contractor's staff who must have the information on a 

"need-to-know" basis, and agrees to immediately notify, in 

writing, the Executive Director of the Task Force in the event he 

or she determines or has reason to suspect a breach of this 

requirement. 
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3.19 Effort Required Beyond the Scope of this RFP 

The contractor should be prepared to support hearings, ~eetings, 

and other activities which may result from this project. Where 

such additional effort is beyond the scope of this RFP, an 

amendment to the contract may be required. The bidder shall 

include in the proposal hourly or daily billing rates for the 

labor categories which may be required for those efforts. 

3.20 Length of Contract 

The terms and conditions of this contract will not exceed eight 

(8) months for Component 1 and six (6) months for Component 2. 

3.21 Liquidated Damages 

If the contractor is unable to meet the project schedule, the 

State may impose liquidated damages for any delay incurred in the 

completion of the deliverables at the rate of $200 per day based 

upon a seven-day week. The maximum liability of the contractor 

~ill be $50,000. These sums will be considered liquidated damages 

and not a penalty. A performance bond is not required. 

C-10 



4.0 BACKGROUND 

4.1 History of the Task Force on Equitable Compensation 

The Task Force on Equitable Compensation is to ''consider the 

Colil!llission on Sex Discrimination in the Statutes' report 'An 

Analysis of Wage Discrimination in New Jersey State Service'" 

(See Exhibit B). While documentation has not been developed to 

substantiate discrimination, the Governor and Legislature of New 

Jersey determined that the question of sex or race bias in New 

Jersey's wage-setting process must be addressed. Governor Thomas 

Kean established a Task Force which met from June through 

November, 1984, to begin examining the issue. During this time 

legislation was introduced to establlsh a task force which would 

include union representatives, legislators, additional cabinet 

members, directors, and public members. In October 1984, the 

Governor signed Sl926 (P.L. 1984 Ch. 166) creating the Task Force 

on Equitable Compensation (see Exhibit A). 

The Task Force, as created by the above statute, has been meeting 

on a regular basis since December 1984. Through training 

sessions, readings, and discussions, the Task Force has developed 

an understanding of the New Jersey Job Evaluation System and the 

issue of pay equity. The Task Force as individuals and as a group 

is com:nitted to a study that thoroughly analyzes all facets of the 
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wage-setting process and to results that insure an implementable, 

bias-free compensation system. 

4.2 Statement of Goal 

In 1968-1970, the State of New Jersey installed a point factor 

evaluation system, developed by Hay Associates, to establish a 

quantitative classification and compensation system. This system, 

the New Jersey Job Evaluation System, is operational at the 

present time, but has not been audited or updated since 

implementation. The Task Force is charged with reviewing the 

system to insure that gender and/or minority bias is not present 

in the application of the system, the system itself, or the 

State's wage-setting processes. 

4.3 The ~ew Jersey Evaluation System 

New Jersey has approximately 67 1 000 employees who serve in over 

6,000 titles. The Ne~ Jersey Job Evaluation System evaluates each 

title by applying three basic factors, know-how, problem solving, 

and accountability, which are analyzed utilizing subfactors. 

Points or weights are assigned to each factor and/or subfactor. 

The final evaluation (total of points) is then assigned to one of· 

45 salary ranges (see Exhibit C). All jobs with the same final 

evaluation are initial~y assigned to the same range and then are 

adjusted to co~pensate for a thirty-five (35) or forty (40) hour 
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week. Departments of the State hire individuals up to the fourth 

step of the eight steps in a given range. Other hiring rates may 

be authorized within the compensation plan. 

4.4 Reviewable Titles 

The Task Force has been charged, in accordance with P.L. 1984 

Ch. 166, with reviewing those titles when at least seventy percent 

(70%) of the incumbents are of one sex or when one race or 

nationality is represented by forty percent (40%) or more 

employees. A reviewable title shall not have fewer than fifteen 

(15) incumbents (see Exhibit D). This designation represents 

approximately four hundred sixty (460) titles and fifty thousand 

(50,000) employees. 

4.5 Bargaining Units 

The Civil Service Commission establishes the salary plan for State 

workers; however, salary adjustments are negotiated. New Jersey 

is represented by eight unions: Communications Workers of America 

(CWA) representing approximately 32,000 employees; American 

Federation of State, C~unty, and Municipal Employees (AFSCME) 

representing approximately 9,500 employees; International 

Federation of Professional and Technical Engineers (IFPTE) 

representing approximately 6,000 employees; Police Benevolent 

Association (PBA) representing approximately 4,000 e~ployees; 
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American Federation of Teachers (AFT) representing approximately 

3,000 employees; the Service Employees International Union (SEIU) 

representing approximately 1,500 employees; the State Troopers 

Fraternal Association (STFA) representing approximately 1,350 

employees; and the State Troopers NCO representing approximately 

600 employees. 

Since the advent of bargaining in 1973, salary histories for the 

bargaining units have varied somewhat by contractual agreement 

with most variations taking place since 1978. 

The following agencies have been exempted from this study: 

Rutgers, The State University, The University of Medicine and 

Dentistry of New Jersey, and the New Jersey Institute of 

Technology. These agencies establish compensation plans 

independent of the State's wage-setting process. 

5.0 SCOPE OF WORK 

5.1 Consultant Responsibilities 

5.1.1 The consultant will be responsible for managing the project 

to meet specified deadlines, for assuring the technical 

quality of all work and products, and for providing the 

technical expertise and staff necessary to meet project 
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requirements. The consultant will state the extent to 

which State employees will be involved in the project. 

5.1.2 The consultant should schedule an initial meeting with Task 

Force in order to: 

1) Identify the evaluation and compensation goals and 

values of the State of New Jersey; 

2) To clarify the reasons and expectations of the study; 

3) To clarify the ~asks and results expected of the 

consultants. 

5.1.3 The consultant is expected to meet with the Task Force 

monthly, or more often if required, to review these goals 

and values and to keep the Task Force apprised of the 

study's progress. 

5.2 State Responsibility 

5.2.1 The State will provide full-time coordination by the 

executive director and limited professional staff. 
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5.3 Format 

5.3.1 The study is divided into two components. 

1) The first component is to define the elements of 

inequitable compensation due to gender or racial bias. 

Using th~se elements, the consultant is to examine the 

current syste~ to specify where, why, and to what 

extent, inequities exist. 

2) The second component is to propose modifications to 

overcome the inequities, identified in Component 1, as 

· agreed upon by the Task Force, and to propose a program 

for its implementation. 

5.4 Component 1 - General 

5.4.1 Defining Elements 

The assignment for Component 1 is to identify inequities 

due to gender or racial bias within the current evaluation 

system, the applicable pay ranges, and the overall wage-

setting process. The task requires developing and 

analyzing the necessary data to formulate sound 

recommendations. If a problem is identified, specify where 

it exists. Specify if the problem is broad in scope or 
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limited to specific areas or levels. Specify if the 

problem is rel~ted to the job documentation, the evaluation 

or its make-up, to the applications of the plan, to the 

evaluation process, the wage-setting process, or any other 

element. Each of these and related areas must be 

addressed. 

5.4.2 Conclusions of Component 1 

On the basis of the studies made and conclusions reached in 

Component 1, the consultant's recommendations are to be 

submitted to the Task Force for review and evaluation. 

Conclusions reached by the consultant must be sufficiently 

supported by facts, statistical evidence, logic, and 

experience when submitted to the Task Force to provide for 

a high degree of confidence in their use as a means of 

improving the present situation. 

5.5 Component 2 - General 

5.5.l Resolution of the Problem 

Proposals for Component 2 should include a list of the 

tasks which will be undertaken to establish and test a 
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model to rem~dy the problems identified and accepted by the 

Task Force in Component 1. 

This listing should spell out the time frames, 

methodologies, and levels of effort proposed to accomplish 

the tasks, and the anticipated role of state employees in 

this effort. 

Consultants are to be thorough and specific in describing 

methods which are proposed for completing each task. 

5.6 Bidder Responsibilities 

5.6.1 Bidders must submit comprehensive, detailed outlines of 

their programs including methodology, personnel involved, 

the time frame to carry out the assignment, and the costs. 

5.6.2 The consultant will be responsible for managing the project 

to meet specified deadlines, for assuring the technical 

quality of all work and products, and for providing the 

technical expertise and staff necessary to meet project 

requirements. The consultant will state the extent to 

which State employees will be involved in the project. 

5.6.3 Proposals should include a list of tasks which will be 

accomplished with related time frames, methodologies, and 
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levels of effort. Consultants are to be specific in 

describing methods which are proposed for completing each 

task. 

S.6.4 Reports should be submitted to the Executive Director 

(Project Manager) no less frequently than every two ~eeks. 

1) The reports should include findings to date, progress, 

possible recommendations, and projected impact. 

2) Bidders must identify the various phases of the study, 

and specify completion dates for each phase of the 

study. 

5.6.5. Consultants will describe their sampling technique and 

methodology. 

5.7 Specific Items for Review 

The following items have been identified by the Task Force as 

possible areas where the evaluation or wage-setting system may 

need modifications. These items should be thoroughly analyzed in 

the process of identifying problem areas and recommending 

modifications (Component 1). The impact of such modifications, as 

identified through application of various models, should be 

reported to the Task Force in Component 2. The following items 
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are not all-inclusive, and the consultant should freely propose 

other areas for review or analysis, as well as the methodology 

involved in the review or analysis. 

5.7.1 Methodology for collecting job documentation should be 

reviewed to ascertain if training for job documentators and 

evaluators is bias-free; and if all identified tasks are 

bias-free. The recommendations may include training 

suggestions, modification of the job classification 

questionnaire, desk audits, supervisor interviews, employee 

interviews, or other areas identified by the consultant. 

5.7.2 Job specifications should be analyzed to ascertain if the 

job descriptions capture and record all assigned tasks 

performed. Special attention should be given to 

inconsistent reporting of similar tasks; i.e. lifting and 

loading, that may lead to different evaluations. 

Recommendations may redefine or combine tasks or identify 

tasks that are not specified at the present time. 

5.7.3 Job specifications should be analyzed to ascertain whether 

they completely reflect job requirements. Recommendations 

may include consolidation of overly specific titles with 

similar duties or a division of some titles into more job-

specific titles. Classification ranking and salary 

compression must be analyzed and the impact reported. 
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5.7.4 Each factor (know-how, problem solving, accountability) 

should be tested separately to determine if jobs in which 

the incumbents are predominantly women or minorities 

achieve the same values for similar requirements as jobs in 

which incumbents are predominately males or non-minorities. 

5.7.5 Definitions of subfactors should be analyzed to determine 

if they are accurate and easily understood. Recom-

mendations for modification may include redefining 

subfactors, modification or expansion of definitions. 

5.7.6 The current point-factor charts should be analyzed to 

assess if the present points fairly reflect how the State 

values tasks performed in current and modified job 

descriptions. If changes in point values are recommended, 

they must be tested for validity using a representative 

sample of all State tltles to assess the impact. 

5.7.7 The "Know-how" chart should be analyzed to determine if 

skills relating to the human care of clients are included 

as compensable factors and are properly defined and 

weighted. 

5.7.8 The "Problem Solving" chart should be analyzed to determine 

if the initiative and judgment requirements are properly 
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weighted across the entire spectrum of jobs and properly 

considered in the evaluation system. 

5.7.9 The "Accountability" chart should be analyzed to determine 

if the responsibility and accountability for human care of 

clients are compensable factors and are properly defined 

and weighted. 

5,7.10 Job specifications should be analyzed to determine if 

working conditions have been included in specific titles; 

which jobs and what language was used to ~pecify working 

conditions, and how does the language affect evaluations. 

In the present system, working conditions are not intended 

to be a recognized factor in job documentation and 

evaluation; however, the Task Force is interested in the 

definition or scope of working conditions; i.e. emotional, 

physical, mental, etc. If the scope of working conditions 

justifies its use as a factor or subfactor, explore 

modifications to a currently utilized factor chart to 

include working-conditions as an additional subfactor or 

the addition of a separate working conditions factor chart. 

Using a representative sample of reviewable and other 

titles, report the evaluation impact of a working 

conditions modification on reviewable jobs. State the 

affect this would have on non-reviewable titles. 
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5.7.11 Information on authorized hiring rates and titles in which 

it is departmental policy to hire above Step 4 should be 

prepared to ascertain how their use correlates to male, 

female, and minority dominated titles. Data should be 

collected to determine the criteria for authorized hiring 

rates and all hiring above Step land the criteria used to 

remove the special rates and steps. 

5.7.12 The evaluation points of all entry level jobs should be 

analyzed to determine if the points required for entry 

level female, male, and minority dominated. titles are in 

line. Determine the number of entry level jobs in female, 

male, and minority dominated titles. 

5.7.13 Does the present system permit proper evaluation of the 

impact of new technology? 

5.7.14 Prepare a report based on prior studies which have analyzed 

and assigned points to factors such as fatigue and stress. 

Explain how these factors would apply to New Jersey's 

study. 

5.7.15 Prior to final recommendation in any one area, whether job 

documentation, classification, evaluation, negotiations, or 

any other area, the consultant will determine what impact 

the recom~endation will have on the current evaluation 
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qualifications and capabilities to perform the services required 

by the scope of the RFP, and a Project Schedule. 

Section III - Cost 

This section shall contain all information related to costs, fees, 

commissions, hourly rates, discounts, etc. 

6.2 Technical Proposal 

This section of the proposal shall contain at lea$t the follo~ing 

information as listed below. Failure to do so may result in 

disqualification. 

A brief introduction outlining the bidder's overall technical 

approach to complete the total project and illustrating his or her 

understanding of the study. This should be a statement of the 

work to be performed including time estimates in work hours to 

complete the project. 

6.2.l A project control schedule, appropriate to the complexity 

of the effort, reasons for choosing the project control 

method selected. 

6.2.2 A description of how the work will be accomplished within 

each phase or activity which appears on the required 
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Project Schedule Chart. The bidder's task numbers must 

correspond to or cross-reference the task numbers used in 

this RFP. Simple statements that a task will be completed 

or a mere reiteration of the RFP tasks are not acceptable. 

The bidder must supply a written plan and schedule for 

performing all of the required activities. 

The bidder must further state the number and types of 

personnel to be used, including resumes and previous 

experience of all members of the project team. 

6.2.3 A list of tangible deltverable items, and the cost of each 

(see Section 5), such as preliminary reports, interim 

reports, presentations, final reports, or other physical 

evidence of a task completed. Each deliverable item should 

mark the completion of an activity which appears on the 

schedule. 

6.2.4 A summary of the problems which the bidder might reasonably 

expect and a solution to those anticipated problems. 

6.3 Organization Support and Experience 

6.3.1 Location of bidder's headquarters and nearest offices. 
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6.3.2 A chart of the bidder's organization which shows, for key 

project ~taff members, their level of responsibility within 

that organization. 

6.3.3 A chart of the project organization for key functional 

tasks/activities with names of task leaders indicated. 

6.3.4 A list of. personnel and their specific replacements/back-

ups to be assigned, their function on the project, an 

indication of the labor category, and a detailed resume for 

each person assigned. 

6.3.5 Documentation which clearly shows the bidder's experience 

in performing similar projects.· 

6.3.6 A financial report or an annual report for the most recent 

fiscal year on which to evaluate financial capability. 

6.3.7 A work chart for each activity which will show the 

commitment of staff members to the project (an appropriate 

form can be attached). 

6.4 Cost Proposal 

This section of the proposal shall c~ntain at least the following 

information: 
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6.4.1 The cost for the entire project, broken down by the 

activities or phases shown on the project schedule, further 

subdivided by system, in the manner shown in Sections 

6.4.1.1 and 6.4.1.2. 

6.4.1.1 Project Cost Proposal Schedule 

For each task/phase for which the bidder has established 

a time, pursuant to its Technical Proposal, submit the 

following cost information. 

Labor 

Task Category 

Cost 

Per Hour 

No. of 

Hours Total Cost 

6.4.1.2 Hourly Rate Schedule by Labor Category 

., 
An hourly rate schedule is being provided for your use 

(Schedule D). (Show pricing to two decimal places.) 

Schedule D of this RFP is to be fully completed by the 
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vendor. Attach the appropriate Schedule D to your bid 

proposal. NOTE: The hourly rate request must be an all-

inclusive rate which includes direct and indirect 

expenses, clerical, overhead, travel, general, and report 

preparation administrative costs and fee or profit. This 

rate will be used for all billing purposes. 

7.0 EVALUATION OF PROPOSALS 

7.1 Evaluation Criteria 

The following general criteria, not necessarily listed in order of 

significance, will be used to evaluate proposals. 

7.1.1 The bidder's general approach and methodology to meet the 

requirements of the RFP. 

7.1.2 The bidder's detailed methodology to meet the objectives of 

each task, activity, etc., on the required schedule, as 

specified in Component 1 and Component 2. 

7.1.3 The qualifications and quantified experience of personne~ 

to be assigned as shown on the required staff resumes. 

Consideration will be given by the Task Force to assure 

that the composition of the staff is representative for a 

study that focuses on gender and race bias. 
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7.1.4 The bidder's past performance on projects of similar 

subject matter, scope, and size. 

7.1.S The ability of the bidder, as judged by the Task Force, to 

successfully complete the project within the proposed 

schedule, as specified in Component 1 and Component 2. 

This judgment will be based on such factors as staff 

commitment, the project ~anagement plan, and the 

availability of staff. 

7.2 Cost 

The Task Force has allotted approximately $150,000 to cover 

Component 1 and Component 2. However, all reasonable bids will be 

considered. 

8.0 Project Schedule 

All contracts must be completed within the specified time frames 

of eight (8) months for Component 1 and six (6) months for 

Component 2. 
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l.,J 
N 

Name of organization 

TASK 

TOTAL TASK I 

TOTAL ALL TASKS 

---------------------

Name 

Professional 
Skil 1 
Level 

Nu111bcr 
of X 

Hours 
Hou r1 y 

Rate = Total 

TOTAL 

TOTAL 

The hourly r~te requested must be an all-inclusive rate which includes direct and indirect 
expenses, c1crical, overhead, travel, general and report preparation, administrative costs 
and fee or profit. This rate will be used for all billing purposes. 



Appendix D 

Position Classification Questionnaire - Current 

Po~ition Classification Questionnaire - New 



POSITION CLASSIFICATION QUESTIONNAIRE 
NEW JERSEY DEPARTMENT OF PERSONNEL• DIVISION OF CLASSIFICATION AND COMPENSATION 

IMPORTANT: F~JI ,,,,,,uc1,on1 for Co!""pie11ng th,1 fo,rn are loc• 1ed on the 1• 11 o • ge 1111 mo11 ,mpo~ant tf'l.1t •mplovee11nd 1i..pet'\,11,o,1 read~., • ..., c1relvtly Tt-e 10 ,"" ""'II 
bt" tC."S•df•ed c0-np1e•e wnleu it 1s s,gned by th• employee. h11 or her 1upel'V11or • nd the Agencv Per1onne1 0~1cer Improperly comple!ed or ,nco~plete C11111f1c.at1on 
Oue-s,,c..,na,,H w•II not be proceue:1 ,~d "'1:11 be retyrned for completto-. and correc.1,on Dy the Oep1r.,.,ent of Pe•sonnel 

TYPE OF ACTION. 0 CLASS:FICATION SURVEY • NEW POSITION REQUEST • RECLASSIFICATION OcL.Ass1F1CAT10N APPEAL ICh,ok One I 

I. N ,._ME OF EMPL.CYEE (IF.ANVJ I z. ;NNUAL. SAL.AIIY ,c .... nl) I J. "OSITION NO. 1 •· CO::E fl/.anl• and Tul•J • s. Oll",.ICIAL TITLE OF POSl,-ION I'· WORi<ING TITLE (II d11/erenl) 

,. LOCATION CF POSIT ION ,G.e,,;rcplur forotu,n, ( nu, Srt'lwn. lJinsum, /ns,11,.1ion ,,, V,•portlftlnlJ 

8 WORK (DUTIESI PERFORMED- Desc~:t:,e 1n dtn11I the work reQuired of this position. Make descriptions so clear that per10n1 unfamiliar .-.,,th the work can 
understand exactly what 11 done. NOTE: If this 1111i19c1nt pc1it1on or I ne-,v pcsition reQuest. tht ,orm must be completed by the supervisor of the POs1t1on enc 
accuracy art1fie-d bv the Personnel Officer. 

Percent Oroer of 
of Time WORK (DUTIES) PERFORMED O,ff;cutty 

' 

CONTINUE ON FOLLOWING PAGE+ 
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ITEM 8 COHTIHUED 

P!'•CPnt ! 
of T,mo I 

9a. REGUI..AR SCMEDULE OF WORK MOURS 

0AY ,ii=.cM I TO 

WORK (OUTIES) PERFORMEO 

9b. EXPL.AIN ROTATION OF SMIFTS, IF ANY 

Ord•r of 
Difficulty 

10. TYPE OF WORK ,chock On•J 
t--------J------'-------1 D FULL TIMI! D PART TIME 

'\1o-,d•" I 
Tvr~d•\· I I D YEAR ROUND D SEASONAL D TEMPORARY 

I' rdn«-.•C•v I (It •·ork i• P•rt rime, •e••otYI. or t•rnporat)'• indicate part of r••r or prop.:,rtion of full ti:r.eJ: 

Tt:u,.•d11~· I 
Frie.,- I 
.t::.••i.rja-,,· I 
Sun::'e1· ! 

11. IS MAINTENANCE RECEIVED rRoor,u,m,·au, law•d,,, rr<./ IN AOOIT,vN TO 
t-----,;,_-+------...;.------l CASH SALARY? 

DYES 
:,~ I :~;:~t;~:s 

=~R1:::, -·-----·-······· l •EC'lll::· ................... _ 

CONT,Nl.!E ON NEXT PAGE~ 
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QUESTIONNAIRE CONTINUED 
i2 TY,E Oi' Se;PE"lVISIO~ RECEIVED (Chrtk Onf' - s~t" df'l1n1t,un5, on Pbfio: 4; 

QCLOSE D LIMITED D GENERAL D OTHER 1Ex.pla1n,· -------------------------------------------···················-·····-····-···-··-······· 
l 3. DOES THIS POSITION SUPERVISE OTHER EMPLOYEES? E. L..,s? 1he name ano t,tle Of the el'Tlployees sup'!!'r,,.se:, d,rect17. • YES • NO fl/ ~·e>L co,.,.plete /tf'mi. A 1hr1.1 EJ 

(If the rrnp/o:,.e('S ~Ulh!''TiSf'd C("J,npr,,Ct' oru: or "'WP'(' ('"{,mpk'(' ur,t~, 1ncli.dl' thr 

narnll!'s of rh~ ur,;ts, 

A Oocca51onoll-, Co,) 0 Regulo,lr 

B. ~e!.:>O~s.,:-1e tor tne 
p,e;,Jra~,on of perto• ma nee • YES OHO evatu.a!,on~., 

c. Ass.,g,, work? 0YES OHO 

D. Ae .. new completea 
~o,.._ ot employees • YES OHO superv1seo? 

1,. CERTIFICATION I CERTIFY that I have read the i~structions and the entries ~a.de abo·:e are my O?,;n a:-:.:! ro the !oest of 
OF EMPLOYEE my kno..,·ledge are accurate and complete. .. SIG~:\TVRE D:\ TE··-············································ ---------·-------------------------------·-----------------------------

15. STATEMENTS OF IMMEDIATE SUPERVISOR 
A. Comments on Stotemen,s of Employee. 

D Check 1here ii continued on additional sheer. 
B. Whar do yo"' consider the most important duties of this position? 

D Check here II continued on addirional sheer. 
C. List those knowied51es and abilities necessary fo, standard performance of the 10b to be done by on inci.rmbent of this position. 

Oched,. here if continued on add,:ional sheet. 
D. I AG;:;EE tl-,or the duties a,,cf responsibilit,es of this position as outlined above ore correct except 01 noted herein. 

CFFtC!AL TIT:..E. fl4orking title ii d,/ferenr) I SIGNATU .. E IOHE 

16. STATEMENT OF ACENCY I • The abo,·e statements of the employee and supen·isor are accurate and ~omt'lete and I 
PERSONNEL OFFICER recommend that the re quested action be approved. .. • I recommend that requested action be disappro,·ed . 

SJG~:\TL"RE D:\TE -· 
I DO NOT WRITE BELOW e FOR PERSONNEL USE ONLY ( 
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NDMBER~-----

CDE NDMBER,____ _____ _ 

!Wm,___ ________ _ 

TmB CDE NOMBBR,___ ______ _ 

TmB lWm~----------

EHP.IDmE !Wm~~--------

TASK FORCE ON EQUITABLE COMPENSATION 

CLASSIFICATION/SPECIFICATION PROJECT 

DIRECT CARE QUESTIONNAIRE 

REVISED 7/7/87 CMJ 
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RATilGS: 

A - Always C - Sometilles 
B - Often D - Ra.rely 

E - Never 

I pe:rfmm the fcill.owiDg tasks an ll'1 jab: 

l. Provide personal grooming to individuals conoerning 
mthing, dressing, ha.ir care etc .. 

2. Instruct individuals on personal grooming ha.bits conoerning 
mthing, dressing, ha.ir care etc .. 

3. Assist individuals who cannot or have difficulty fea:li ng 
themselves. 

4. Attend to individuals who cannot control tbeir bladder or l:x:Jwel 
activity. 

5. Escort individuals to treatment withm or outside the facility. 

6. Sea.rah individuals for contra.tmxi (empty pockets or pocketbooks). 

7. Seaxch rooms or personal l:lelongings for cont:ra.'oom-

8. Meet with agency sta.ff. 

9. Teach housekeeping, grooming, socia.lization or other relatai 
skiJJs. 

10. Arrange continuing outpatient care by contacting various 
agencies. 

11. Monitor infection rate for control of infectious diseases. 

12. Inform individuals a.bout the side effects of diets, drugs, 
alcohol, or other depen:ieney substances. 

13. Evacuate residents from units, wa.I'd.s etc. in crisis situations. 
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RATilGS: 

A - Always C - Sonetines 
B - Often D - Ra.rely 

E - Never 

JJ.I.KIC;r RRATim CARE Coan' t) 

I perfarm tbe fall.ow:bJg tasks an nw Job: 

14. Guide imividuaJ.s in carrying out long am. short term goals. 

15. Cb.eek that correct focxi items are served. to iD:li.viduaJ.s on 
special diets or ne:lioations. 

16. Inspect assigned. work a.rea, am. equipnent to ensure sa.nita.ry/ 
sterile am. safe sta.Ddard.s are maint:a1 nsl. 

17. Clean area. prior to arrival of maint:enanoe staff. 

18. Plan specific therapy treatment activities in coordina.tion with 
professional. staff. 

19. Implenent a therapy program of activities designed. to 
-rebabi J 1 +.ate or habi J i tate 1mi viduaJ.s. 

20. Monitor 1mi viduaJ.s with t:emenc.1.es towaxd suicide, homicide 
am.for escape to ensure their well-being. 

21. Report changes in beba.vior or symptoms to unit supervisor. 

22. Groom (shave) imividuaJ.s prior to examinations, special 
procedures or operations. 

23. Teach 1mi viduaJ.s daily li v.uig skills. 

24. Ietermine whether patient daily De8is are net. 

25. Participate in activities with clients designed. to decrease 
a.nxiety, alleviate depression, or :reiuoe hyperactivity. 

If you perform any other direct care tasks please list tbem below. 
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RATINGS: 

A - Always C - Samet.ilDes 
B - Often D - Ra.rely 

I perfmm the followiDg tasks an~ jab: 

26. Answer routiDe questions. 

B - Never 

27. Answer questions concerning application of regulations or 
policies. 

28. Consult with outside agencies or im1 viduaJ.s to obtain 
information neooai to complete jab assignments. 

29. Confer with staff to assess clients Il00is or progress. 

30. Call for services or materia.ls neooai for agency use. 

31. Inform im1 viduaJ.s on prooaiures necessary for completion of 
any form. 

32. Address groups rega.rdil:lg agency program. 

33. Explain agency program to visitors. 

34. 03term1De a.ppi-opriate forms requirEd for agency service. 

35. Reco:rd telephone ca.lls or incamlllg visitors. 

36. Request materia.l for informational. purposes from public or 
private agencies. 

37. Inform resMents families of items requirEd for daily :cee1s, 
visitations am. duration of stey. 

38. Contact personnel at other nati.ca.l. facilities. 

39. Investigate complaints or oonoerns of residents' farn1 J 1 es, 
frieixis, physic.1ans or other personnel. 

40. Obtain consent forms to provide nati.caJ. or dental services. 

41. Write/read letters for imividuaJ.s who are 'IJM.ble to do so 
for themselves. 

42. Train employees on new equipnent am./ or cba.nges in policy 
am. procedures. 
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~= 
A - Always C - Sometines 
B - Often D - Ra.rely 

E - Never 

<can•t) 

I perfo:m the foll.owing tasks on jab: 

43. Evaluate situations of in:tivid.uaJ.s at home or in residential, 
institutiona.l or other settings. 

44. Provide in:tivid.uaJ.s with information rega.Tding various state 
and loca.l agency programs ava1Jable. 

45. Complete job tasks by interacting on a daily msis with 
in:ti vid.uaJ.s. 

46. Develop nvathc:xis of deal 1ng with difficult in:tivid.uaJ.s. 

47. ExchangP. information at cba:ages of sbi:f't for continuity. 

48. Interpret oral and/ or written instructions, rules, policies, 
etc. , for departmental or agency staff. 

49. Confer with in:ti vid.uaJ.s who may he deaf or hJ 1 lX'I • 

50. Conduct intake interviews to obtain information regarding program 
services and eligibility. 

51. Conduct group activities. 

52. Encourage in:tivid.uaJ.s to continue therapy. 

53. Motivate clients to achieve a more 1Ixiependent level of self 
ca.re. 

If you perform any other interpersona.l contacts please list them 
below. 



RATJN'.;S: 

A - Always C - SonetiIIes 
B - Often D - Ra.rely 

E - Never 

I perfcmn the fcil.l.ow1Dg tasks CD 111 job: 

54. Implement qua.llty control sta.mards am prooed.ures. 

55. Provide simple first a.id illcluding applyi.Dg ioe, clee-n1 ng 
woum, stopp:uig blea:11 ng, etc .. 

56. Apply am change medical am surgical dressi.Dgs. 

57. Apply small d:ressi.Dgs. elastic stockings, foot l:xra.oes 
splints. etc. 

58. Provide physical safety by att.end1 ng to bed rails, restraints 
and proper transportation methods. 

59. Monitor vital signs such as blocxl pressure, heart rate, etc .. 

60. Record vital signs and other care related. data. 

61. Prepare imividuals for physical exam1na+.ion. 

62. Dasaril:,e prooed.ures of physical exam1 nation. 

63. Assist in the physical exam1 na'tion of residents. 

64. Record positive or negative effects of mac11caticms. 

65. Monitor fluid intake am outptit. 

66. Monitor imividuals reoeiv:lllg continuous intravenous therapy 
for 1:afeotion~ flow rate etc .. 

f17. Obtain samples of uri:De, feces, etc. for diagnostic purposes. 

68. Remove or position orthopedic, prosthesis or other supportive 
devices. 

69. Inst:ru.ot imividuaJ s in the use of prosthesis/ orthopedic devices. 

70 .Adm1n1.ster various therapeutic am/or d1 ~ic prooed.ures 
such as 1nbaJation therapy, Em, fluoroscopy etc .. 
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RATJXiS: 

A - Always C - Sonetines 
B - Often D - Ra.rely 

E - Never 

can't 

I perform the following tasks an Jqy" jab: 

71. Administer range of motion exercises to indi vid.uals. 

72. reveJ.op in house courses of instruction to tea.ch new IIei1.caJ. 
or therapeutic tecbniques. 

73. Place individuals into position for taking X-rays. 

74. Mix ba.rium and water solutions used for X-ray exams. 

75. Ievelop and mount X-ray film usiilg automatic or manual safety 
sta.ma.rds. 

76. Inspect X-rays for clarity. 

77. load and unload X-ray film cassettes. 

78. Inspect X-ray equipxent and shield1ng devices to ensure proper 
protection. 

79. Arrange X-ray film and pertinent case data for Radiologist 
reading and a.nalysis. 

80. Ensure that instruments and equipxent axe in working order 
for example clean, sha.rp, and sterile. 

81. Provide IIei1.caJ. services such as catheterization, etc .. 

If you perform any other IIei1.caJ. services tasks please list tbem 
:tel.ow. 
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RATJN3S: 

A - Always C - Sanetimes 
B - Often D - Ra.rely 

E - Never 

I perfam the fall.owiDg tasks OD J11Y job: 

82. Direct volume reJti ng or coa1t1ng am. orga.n:1.ze work a.ocordingly. 

83. .Adjust resio recipes or nenus to fit nutritional or dietetic 
neeis. 

84. Repair mlllor problems w1 th equipnent am. uteDS1 J s-

85. Monitor area am. equipment to :ma.tnta.in an orderly, sanitary am. 
safe envircmment. 

86. Prepare raw 1.ngralients for ooak1ng process su.cb. as fruits, 
vegetable, meats, poultry am. fish. 

87. Exmn.ine food to ensure that the color, texture, taste am. 
nutritional values are :ma.tnta.1.ned. 

88. Ensure that Federal, State, Ispa.rtnentaJ. am. other necessary 
sta;cdard.s are met. 

89. Instruct am. supervise on prepa.1'~ am. coa1t1ng proper 
nutritional meals within budget limitations. 

oo. Serve food from steam tables to 1miv1duaJ.s. 

91. Serve food directly to 1mividuaJ.s in a d1n1ng roam. 

92. D3llver food to 1miv1duals. 

93. Cook prooes~ am. non-prooes~ foods. 

94. Clean disbes, equipment, floors, walls or storage areas. 

If you perform any other food services tasks please list them :below. 
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RATJXiS: 

A - Always C - Sonetimes 
B - Often D - Rarely 

E - Never 

I perfcmn the following tasks an jab: 

95. General filing tasks such as insert, sort, retrieve or delete 
materials alpha.l:etically, nu:aerically or by subject. 

96. Process residents records for filing by cbecking that they are 
complete an1 up:iating a.ocordingly. 

gr. Collate residents records for easy a.coess. 

98. Ievel.op new filing systems as ~-

99. Index (ma..1.ntain) cross-reference file. 

100. Establish computer files using a sta.ma.rctiz.ai procedures, 
up:iating when necessary. 

101. Sea.rch files for mispla.oerl material. 

102. Record all material temporarily removoo. from files. 

103. Assemble d.ocunents am. other resource materials~ for 
neetings or bearings. 

104. Summarize information obta.:i.Ded from files, reports, documents 
or neetings. 

105. Operate stam.ard office equiprent such as copier, typewriter 
etc .. 

If you perform any other filing tasks please list them below. 
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RATJN;S: 

A - Always C - Samet1mes 
B - Often D - Rarely 

E - Never 

KliltiU gBBPt-tG AID lGBfCC BP :f9 •BBS 

I perfarm the fol.low:llJg tasks cm. 111.3 Job: 

100. Record 1ncan1Ilg am outgoiDg work. 

107. Monitor ccmfidentiality of program reoo:rds or files. 

108. Arrange reoo:rds to :1:nsure timely action by us1Dg a tickler, 
:reroi mer or appointment file. 

109. Compile am ma.:1.llta.1.n resouroe library. 

110. Record other employee time am at+-endanoe. 

111. Review for aocuracy information on reoo:rds 80COrding to 
estabJ 1 sbsi prooed.ures. 

112. Sort reoo:rds to be deletai 800C>l'd:lllg to esta.b11sbed scbedule. 

113. Iec1de tbe mst effic1.ent work prooed.ure to process agency 
work or tra.nsa.ctions. 

114. Examine for approval or rejection, applications, ala1ms or 
other requests. 

115. Record all drugs adm1Jl1stered.. 

116. Record pertiDent data 1:ccl:ud1ng med.1.0BJ. history, sumequent 
evaluation am progress. 

117. Record any soa.J.p, ear or faaial disol'ders seen. 

118. Complete information requ1rec1 to admit or d1sobarge imivid.ua.ls. 

119. Prepare daily reports such as sbift-to-sbift ooourrecoes am 
status sheets. 

If you perform any other record. keeping or agency prooed.ures please 
list tbam below. 
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RATIN:;S: 

A - Always C - Sometines 
B - Often D - Ra.rely 

E - Never 

I perfarm tbe fallowing tasks OD JIIY' job: 

120. Arrange materials am supplies for inventory control. 

121. Request information from vem.ors on supplies, equipnant 
furniture or other materials am services. 

122. Inventory supplies am materia.ls. 

123. Complete requisitiODS for purobases. 

124. Sign requisitiODS or purcbase orders. 

125. Requisition supplies am other materials from vem.ors. 

126. Set stock levels to meet anticipated. Deeds. 

127. Distribute materia.ls am supplies b1.sed. on requisitiODS. 

128. Record the use of materia.ls am supplies. 

129. Arrange pe.,..:t sbable stock items by date received.. 

130. Review files to identify l:aak orders of stock. 

131. Inspect deliveries for proper type, quantity am OOlXlition. 

132. load am unload supplies, equipnant or materia.ls. 

133. Arrange (stock) sbelves with supplies am materia.ls. 

If you perform any other inventory am supply tasks please list them 
below. 
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RATINGS: 
A - Always C - Sometilres 
B - Often D - Ra.rely 

E - Never 

SJt©•OrOO 

I perf<mn the :fo.1.1.ow.hlg tasks Oil Jq7' jab: 

134. Scbed.ule travel arrangements. 

135. Scbed.ule dates. tilres am plans for meetings. conferences or 
other group activities. 

136. Mom.tor agency J1811itm''s scbed.ule by ma.1nt.a1n1ng appointment 
oaJ.enia.1'. 

137. Scbed.ule use of agencies' facilities, roams, equipnent 
or other materials. 

138. Scbed.ule medioaJ.. dental.. psyahologioaJ. or other 
appointments for patients/ clients. 

139. Create :im.ivid.ual. daily schedule te.sen upon work goaJ.s am 
priorities. 

140. Inform pa.rtiaipa.nts of time am plaoe of meetings ver:t:ally or 
by letter. 

141. CaJ.l for services or materials needed. 

142. Scbed.ule tra.usfer of :im.ivid.uaJ.s. 

143. Scbed.ule speakers or instructors. 

144. Scbed.ule client programs or activities te.sen on :im.ividual. D88is. 

If you perform any other scbed.uling tasks please list tbem below. 
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RATIN:;S: 

A - Always C - Sometimes 
B - Often D - Rarely 

E - Never 

I perfCJI'm the follow.tDg tasks Oil J111 job: 

145. Scbaiule employees workillg hours am. va.ca.tion time. 

146. Inform employees of office procedures am. policies. 

147. Instruct employees on rew policies am. procedures. 

148. Reconc.:1.le personnel grieva.'Does among employees. 

149. Assign specific duties to employees . . 
150. Evaluate work performance of employees. 

151. Mmillister the continuation of agency programs or functions. 

152. Establish work procedu:re am. priorities. 

153. Recammem. personnel actions such as hiriDg. firiDg. promotions 
or discipJ 1 nary actions. 

154. Make final decisions rega.t'ding employee/project work flow. 

155. Review completed. work for aooura.cy. 

156. Evaluate the quaJ.ity of work provida:l J:,y the agency. 

157. Develop rew programs for agency growth or improvement. 

158. Direct am. assign persODDel D08dai duriDg fire, disaster. 
or energency codes. 

If you. perform any other supervisory tasks please list tbem below. 
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RATil(;S: 

A - Always C - Sometimes 
B - Often D - Ra.rely 

E - Never 

Qi Jqy" jab I: 

169. Sit for extemai periods. 

160. Stam. for extended periods. 

161. Walk for extemai periods. 

162. Bend., crouch or stretch. 

163. Climb ladders or sta.irs. 

164. Lift, push or pull more than 26 poums dead weight. 

166. Lift, push or pull ilxli vid.ua.1.s weighing more than 
60 poums. 

166. Transfer ilxli vid.ua.1.s :ma.nuaJ.ly to am. from wheelcba.1.rs, 
stretcber, beds etc .• 

167. Operate equipnent such as hoyerlif'ts, surgilif'ts a.m/or 
other necbanical devices. 

168. use tools or equipnent. 

169. Monitor variations in odors or soums of working a.1'88,. 

170. Pay close attention to detail for instauoe printed. text. 

171. Transport ilxli vid.ua.1.s by bus, car, ambula.noe, etc .. 

172. Transport ilxlivid.ua.1.s via wheelcba.1.rs, stretcbers etc .. 

173. Perform repetitious tasks. 

174. Work below gratmi level in areas such as tnnnels, 
ditches, excavations. 

If your job requires any other type of physical derna;nd please list it 
below. 
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RATJRiS: 

A - Always C - Sonet.tmes 
B - Often D - Ra.rely 

E - Never 

wcm...uc CDwJ:1· I I Bl 

nie major portion of work is performed in _________ _ 
(e.g .• office. kitchen, ward, warehouse. stockroom. 
prison. laboratory shop or cottage). 

175. Exposure to dust. dirt. grease or human waste. 

176. M.equate heating am a.1r COIXlitioning. 

177. Contact with electrica.l. or mecha:aica.l. equ.1.pnent. 

178. Contact with cammunica.ble disease. 

179. Contact with cbem:1.ca.l.s. 

180. Exposure to bazard.ous equ.1.pnent ultrasonic, X-rays 
mecbamca.l.. etc. 

181. Contact with irritating or disa.greeable odors. 

182. hiequate space for performa.noe of job duties. 

183. Exposure to loud levels of noise. 

184. Exposure to moderate levels of noise. 

185. Exposure to low levels of noise. 

186. Work on equ.1.pnent such as Jaddew or scaffolds to 
reach heights over 25 feet. 

187. Work in freez.ers am/or food lockers. 

188. Work out of doors in adverse weather COIXlitions 
for extendet perioos of t.tme. 
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RATINGS: 

A - Always C - Samet:ilnes 
B - O.t'ten D - Ra.rely 

E - Never 

ICM•tli mmt1"I1E (ocm.•t) 

189. Working at a variety of locations within one :t,n1Jd1ng_ 

100. Traveling to various locations (umer 10 m1Jes). 

191. Traveling to various locations (over 10 m1Jes). 

1~. Working with vermlly or physically abusive or assaultive 
persons. 

193. Working with emotionally disturbed., mantally ill or 
developnemta.l.ly d1 sabled 1.ndivid.uaJ s. 

194. Working J:8b1nd locked doors. 

195. Traveling lstweeD bl1Jd1ngs in the same institution in various 
weather conditions. 

196. Coverage of more than one 8.1'8a during shortages of personnel. 

197. Aooess1b1 J 1 ty cm a 24 hour l:es1s. 

198. Working varied shifts 1.nalu:ling weekends. holidays, evenings, 
or required overtime. 

199. Restra:1n1ng or assisting in restra:ln:tng violent or conwls1ve 
1nd1 vidua.1.s. 

2CXJ. Tbe use of protective devices (e.g., goggles, :masks or gloves). 

If your jab exposes you to any other type of working enviromnent 
please list it :below. 

~19 New J8'98Y State uorary 



1. What is the minimum amount of e:iucation required to do this job at 
entry level? 

2. What is the minimum amount of experience required to do this job 
at entry level? 

3. How long would it take to train someone to do this job at a 
mini.maJ.ly a.coeptable level? 

4. What tra:1n1ng courses have you taken to help you in your job? 

5. What licenses are required to do this job? 

6. What tools or equipnent do you use in your job? 
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ADDITIONAL TASKS 

The following lines a.re for you to write all 1:,qpnrt.nnt job tasks 
categories that you do in your job but were not in the questionnaire. 
The tasks you list should l:e perfornei on a Ott,en or Al.weys basis. 

D-21 



Appendix E 

Job Evaluation Guide Charts - Current 

Job Evaluation Guide Charts - Modified 
(not finalized) 



t"1 
I 

OfFINITION: know-How It lhl IUffl tot• t of every .. nd of lltllt. 
however •cqulred, n11d1d to, •cc1p1•bl1 lob perfonn1nc1. 
Know How hH J dimen1ion1 - • the requlfemenH for: 

• Practical procedures, 1peclaf1Hd llchnicauH, and 
IHtned ditcipltnes. 

• • t(now,How of inte1ret1n1 and h• tfflonl1ln1 lhl diver-
sified function• inwoh,ed In mana11rlll 11tu11lon1 

···- --- -• A. PAIMAIIY: 
Elementary plus •om• ncondary tor equlv•Nnd 
education; plu1 ..,.,, lndoculn• Uon. 

• • 
" •. EUIIINTAIIY VOCATIONAL: :, 
0 F 1mlliariHtlo11 In unfnwolv•d• ll• nd• tdlHd wor• . rou1lna1 • nd/01 u•• of timple equipment •nd m•clllne•• 
u 
0 

" C. VOCATIONAL: .. 
Procedur• I or 1y111matlc proficiency. whlcll ffl•Y lnwohe 

.J a l•clllty In Iha UII of •ecl•IIHcl eq•lpment • 
C 
u -.. O. ADVANCED VOCATIONAL: 
u Some 1p,aci• ll11d l11ner•Hy nontecl1t1lcall llllHC•t, 
C •cquked on or off the lob 1tvtn1 eddltlonal brHdlh 

" o, dep1h 10 • 11n1r• lly •fntll function. .. 
• .. E. BASIC SPECIALIZED: 
:, Sufficiency In • 11chnlQ•• which requlr-• • I'•• either 
!! of Involved pr•ctkH and precNent•; or ol tclantlflc 
z theory end prlnclpln; or both. 
z 
u . 

F. IEAIONED IPECIALIZEO: .. 
D Prollcl• ncy, .. lned 1h,0119" wlcla.e• ttoture •nd •• Plf .. ftC• I - In a IPICl• Uaed or t•chnfc• I , ..... '" e IHhnlQu• which 
H combln11 • broad er•• 1l1h11 of tn .. tw•cl p1•ctle• 1 and 
J pr1cad1n11; or of aclentlflc theory end pf'lnclp1• 1: or both. 
C 
u 0. SPECIALIZED IIAITIIIY: . Determinative ma•tery of 11ctt11fque1. pree1k:n end .. ... lh•oriH t • ined ttlrou•tt •Ide NH0nln1 • nd/or 1P•clel . developmant. z 

::; .. 
ii H. PROFESSIONAL IIAIUIIY: .. 

E • captlnnal com••tenca and •ftklu• fflntlfy In • c-ii onomlc end polltlc• I •thin: or In a: .. ntlflc N• rned 
!:! dhclpllM •. .. • I. EIIININT AUTHORITY: z • Un Iqua commend of prfncfpln. th•o,t•• and p,•ctlcn ii of 1d1ntlllc dlecfpllne In en unuwefly dlfflcult and . 

compl•• prolenion• I , ...... 

I. LIMITED 
Within• lln9l11e1lvlty. 
wllh appropriate concern 
for r1l1t1d aclhl'ltiH. 

,. .. .. 
50 57 66 
57 " 76 
66 76 ., 
66 76 17 
76 17 100 
17 100 115 

17 100 115 
100 115 ll2 
115 ll2 152 

115 1J2 152 
ll2 152 175 
152 175 200 

152 175 200 
175 200 230 
200 230 264 

200 239 264 
230 264 304 
264 JIM 350 

264 JIM 350 
304 350 400 
350 400 460 

350 400 460 
400 460 521 

••o 521 '°' 
460 521 601 
521 '°' 700 

'°' 7GO 100 

SIATE OF NEW JERSEY 

AUGUST 1910 

HA 'I' GUmE CHART 

KNOW-HOW 

lf••a1111e • .•••lo •••M••1'1f9 

•• IIANAO E II 

II. INTEIIIIEDIATE Ht. BAO.AD 

I A 

Prlmarlly wllhln 1ln9t1 ln••tr•Uon and coordln•-
field or 1ow1rd aln111 tlon ol dlver•lfied actiwilln 
obJacllv• with IOtne Int•• In en lmportent men• .. · 
1r11ion of. o, ••11rn• t ment •r•• or con1ult1n1 
lnl .. r•llon with. other field. 
fletd •. 

,. .. I. ,. .. .. 
" 71 17 17 100 115 
71 17 100 100 115 132 
17 100 115 115 131 152 

17 100 115 115 ll2 152 
100 115 132 132 152 175 
115 132 152 152 175 200 

115 132 152 152 175 200 
132 152 175 175 200 230 
152 175 200 200 230 264 

152 175 209 200 230 26' 
175 200 230 230 264 304 
200 230 264 264 304 350 

200 230 264 264 304 350 
230 264 304 304 350 400 
264 304 350 350 400 460 

264 304 350 350 400 460 
JIN 350 400 400 460 521 
350 400 460 460 521 60I 

350 400 460 460 521 608 
400 460 521 521 601 700 
460 521 IOI 601 700 100 

460 521 '°' 601 700 100 
521 601 700 100 100 920 
HI 700 100 100 920 1056 

IOI 7GO 100 100 920 1056 
700 100 no ,20 IIIS6 1216 
100 920 1056 1056 1216 1409 

L K 

MEASURING KNOW HOW: Know-How h11 both ,cope lvarletyl and 
depth hhorou1hn•••· Jobs require In v• rrln• c:omhin1tlon1 aoma 
llnowl1d9e 1bou1 • lol ol thln11. or• lot of •nowl•d1• about I hw 
lhln11. Thus. the concept of Know•Hl'Jw m1•11 practiul th• com-
p1rl1an and w1i9hln1 of the 10111 I< now.tfow cont•nt of dlfla,.,.., 
Job• In 11rm1 of: 
"HOW MUCH KNOWLE OGE ARO UT HOW MANY THINGS." 

--
N O W • H O W 

----
IV. COMPAfHfNSIVf V. MAJOR VI. TOTAi 

Compreh1n1h,1 int1gr11ion- M1n11•m1nt 11 the I•••• 
•nd coordination ol diver- of policy malt int which 
•lfled 1cllvltM1 and lune• •ll•ctl lhl OYH-111 ,nan 
lions In a m•Jor m1n11em• n1 •1•rn•nt end operalion 
erea. ol 1he 51• 11. 

----,. .. .. ,. .. . ' ,. ,. 
115 ll2 152 152 115 200 200 130 164 
ll2 152 175 175 200 130 230 2U 304 
151 175 200 200 230 164 2U 304 ]50 

152 175 200 200 no 164 2U 304 350 
175 100 230 230 1U 304 304 350 400 
200 230 2U 2U 304 350 350 400 460 

200 230 264 2U 304 350 350 400 460 
230 2U 304 304 350 ,oo 400 460 511 
2U 304 350 350 400 460 460 511 60I 

26' 304 350 350 ,oo 460 460 511 608 
304 350 400 400 460 521 521 608 100 
350 400 460 460 521 601 601 100 100 

350 400 460 460 521 608 601 100 100 
400 460 521 511 601 100 700 800 910 
460 521 608 601 700 100 100 920 1056 

460 521 601 IOI 700 100 100 920 1056 
521 IOI 700 700 100 920 •20 1056 1216 
601 700 too 100 920 1056 1056 121' "00 

601 , .. 11111 100 920 1056 1056 1216 UDO 
700 100 920 920 1056 121A 1216 UDO 1600 
100 920 1056 1056 1216 1400 1400 1600 11140 

100 ,20 1056 1056 1216 1400 1400 1600 IU0 
920 1056 1216 1216 1400 1600 1600 IUD 1111 

1056 1216 1400 1400 1600 , .. o 1140 2111 1411 

1056 1216 1400 1400 1600 , .. o , .. o 1111 1431 
1216 1400 1600 1600 IUO 1112 2112 1432 1900 
1400 1600 11•0 lUO 1112 102 2432 2800 HOil 

----· 
••• HUMAN IIILATIONI CICILLC 

1, • ASIC: Ordln• ,y ('e>urllfY end • Uecth,e- ,. IMPORTANT: Und1r111ndln1, lnlluant:ln.,. 
n.,, In d•••tn1 with --,ther1. lnd/nr Mh·ln111 people u• fmr,nrunt, ~•ot 

nnt rrhlc•I. ,. .. ,,,,,1er••l-.n" 

3. CnlTICAl: Allunative or combined •li:1111 in 
un'1•••1<1ndln1. t111l•i:t111t. d1v•lnrin9. • n,• ""'"'""" 
••••, .,, ,.!, "'" !<"!'""'' .,, "" •~'" -, ,.,1 r•I ,• 

A 

8 

C 

D 

F 

G 

H 
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DEFINITION: Accountability is the answerability for action and for lh• 
conuquencH thereof. his Iha meuund effect of Iha job on end 
fe1ulU. U has three dimentions In lhe following order of impofllnca: 

• ffHdom to Act - the degree of personal or procedural control 
and 9u1danu H defined In th• left-hand column below. 

• • Job Impact on End Ruulu - H defined at upper rtQhl. 
• • • Matnitude - indicated by the general dollar 1iu of the • rHl1I 

most clearly Of pf im • fily atfecred by Iha lob Ion • n • nnu • I 
batisL 

eee MAGNITUDE 111 VERY SMALL OR 
e FREEDOM TO ACT tannual b • 1i1I INDETERMINATE 

Under $100 M 

ee IMPACT - ..... ,c c •• ,., •• ...... ,. _, ....... 
A. PRESCRIBED: 10 u 19 25 

Thn• jobs.,. subjlCI to: 
12 16 22 29 Oincl and detailed instructions 

Close supervision u 19 25 33 
B. CONTROLLED: 16 22 29 JI 

Th11• jobt .,, tubiecl to: It 25 33 43 Instructions and • 1tabli1had work roullnH 
Clo-• supervision 22 29 31 50 

C. STANDARDIZED: ZS 33 0 57 
ThHe jobs are subject, wholly or In part. to: 

S1andardit1d practices • nd procedur• t 29 31 50 66 
General work in1truc1ion1 
Supervision of progr• 11 and retulll 33 0 57 76 

D. GENERALLY REGULATED: 31 50 66 17 
These jobs era subj1c1, whollv or In P•"• to: 

43 57 7' 100 Practicu and procedures covered by 
precedenu o, well-defined potk:y 

50 " 17 115 Supervisory review 

E. DIRECTED: 57 76 100 Ill 
Thu• fobs. by their natu,e or 1iu. ire subJ•ct to: 

Broad practice • nd proc• dur11 cowet1d by 66 17 115 152 
functional precedents and poUciH 

Managerial direction 1' 100 132 175 

F. GUIDANCE: 17 115 152 200 
Thtse iob1 • re Inherently tubiect only to b,01d policy IDO 132 175 230 end general man19em1nt 9uidance, or to well fftllb~ 
lilhtd scientific or learned methodologln. 115 152 200 lU 

G. GENERAL GUIDANCE: 132 175 230 3CM 
TheH jobs. by ,euon of their n • lur• or 1lu, lndtpend•n• 
compledly and high detr•• of •Hect on Stat• op• ntlon, 
a,e 1ubiac1 only to 9uld1nce from th• GovHnor't offic•; 152 200 2U 350 
or. in sc1en11hc or turned discipllnu. within tlmltatlon1 175 230 ]04 ,oo 
of th• most advanced orocedures there oerteinlna. 

H. STRATEGIC GUIDANCE: 200 26' 350 '60 
These iobs. by nason of 9,,idance of the Chiaf E•ecutiw Offi• 

2)0 304 400 521 car. an ch•actuired by • compreh1n1iv1 • nd controlllnt 
effect on opar11ion1 of the Stall: or. in scientific o, IHtned 26' 350 '60 601 disciplines. wi1houl con1tr1int of HUbli1h1d methodologlH. 

I. GOVERNOR/CHIEF JUSTICE: 304 400 521 700 
These jobs 111 subject only to 1he limila1lon1 of the St• 1• 350 Conslitu lion II it pertains to tht E • eculiv• or Judlciat 

'60 601 100 
Bnnch. ,oo 521 700 920 

STATE OF NEW JERSEY 

AUGUST 1970 

HAY GUIDE CHART 
ACCOUNTABILITY 

•o"••O •· ••• • •••oc1a••• 

121 SMALL 131 MEDIUM 

SIOOM - S2MM S2 MM - S20 MM 
•1.wou: <o•••••· ..... , . ... , ..... ,. ..... ,. ( .. ,.,. . ....... 

u It 25 33 19 25 3l 

16 22 29 31 22 29 38 

19 25 33 0 ZS 33 0 

22 29 31 50 29 31 50 
25 3] 43 57 33 0 57 

29 31 50 66 31 50 66 
33 0 57 76 0 57 76 

31 50 " 17 50 66 17 

0 57 76 IDO 57 76 100 
50 66 17 115 " 17 115 

57 76 100 llZ 76 100 132 

66 17 115 152 17 115 152 

76 100 132 175 100 132 175 

17 115 m 200 115 m 200 
100 132 175 no Ill 175 230 

115 m 200 26-1 m 200 2" 
132 175 230 304 175 230 :JIM 
152 200 264 350 200 264 ]50 

175 230 304 400 230 304 400 

200 2U ]50 '60 26' 350 ''° ?JO 304 ,oo 521 304 400 521 

264 350 '60 601 ]50 '60 6111 

]04 ,oo 521 700 ,oo 521 700 

350 '60 608 100 '60 601 800 

,oo 521 700 920 521 700 920 

'60 601 100 1056 601 IOO 1056 

m 700 920 1216 700 t20 1216 

.. ......... 
43 

50 

57 

" 76 

87 
100 

115 

132 
152 

175 

200 
2]0 

2U 

304 

350 

400 
'60 

521 
608 
700 

100 

920 

1056 

1216 

UDO 
1600 

e e IMPACT OF JOB ON ENO RE SUL TS 
REMOTE: lnfofm • tional, recording, or routir• services 

tor use by othe,s in t • li:ing action. 
CONTRIBUTORY: lntHprHive. advisory, or facilitarlng 

urvices tor uH by others in laking action. 
SHARED: Participating with others lucept own 1ubo1dinatH 

and 1upHvi1on), within or outside th• o,ganiutional unit, 
In taking IClion. 

PR IMA A Y: Controlling Impact on end rHulU whHa 1hand 
accountability of others is subordin• ta. 

l•I LARGE 151 VERY LARGE Ill 

S20 MM - S200 MM $200 MM - S2 MMM Over S2 MMM . ,_,._ C:••·· ·• 11•-•1t1 .. , ....... ..... ,, <••···· ......... -...... """"·'• co••••• ..... , 0 

25 31 43 57 33 ,1 57 16 ,1 57 16 
29 31 50 66 31 50 66 87 50 66 17 

33 43 57 76 0 57 76 100 57 76 100 

31 50 66 17 s, 66 17 115 66 17 115 
0 57 76 100 57 76 100 m 76 100 Ill 

50 66 17 115 66 17 115 152 17 115 152 

57 76 100 132 76 100 132 175 100 m m 
66 17 115 152 17 115 ·152 200 115 152 200 

76 100 132 175 100 132 175 2]0 132 175 2JO 
17 115 152 200 115 152 200 2U 152 200 26• 

100 132 175 230 m 175 230 304 175 2]0 )04 

115 152 200 26' 152 200 26' )50 200 26' 350 

132 175 2]0 10, 175 230 304 ,oo 230 304 460 

152 200 26' 350 200 26' 350 '60 264 ]50 "° 
175 2]0 JO, ,oo 2]0 ]04 ,oo 521 304 400 m 
200 264 350 ''° 264 150 '60 601 350 '60 601 

230 304 '°° m 304 400 521 700 ,oo m 700 

264 350 '60 601 ]50 '60 601 100 ''° 601 100 

304 ,oo 521 700 ,oo 521 700 no 511 700 '10 

]50 ''° 601 100 '60 601 100 1056 60I 100 IOS6 
,oo 521 700 920 521 700 920 1216 700 970 1216 

'60 601 100 1056 601 100 1056 1400 100 1056 1400 

521 700 920 1216 700 920 1216 1600 920 1216 1600 

608 100 1056 1400 100 1056 1400 19'0 1056 1400 19'0 

700 920 1216 1600 920 1216 1600 2111 1216 1600 1117 

100 1056 uoo ll•O 1056 1400 1140 707 uoo 11,0 202 

920 1216 1600 2112 1216 1600 2112 2800 1600 2117 2100 

-IMAaO 

100 

115 A 

m 
151 
175 

100 
230 

264 C 
JO, 
)50 

400 D 

''° 521 
60I 

700 

IOO 

,20 
1056 

1116 
1400 G 
1600 

uio 
2117 H 

701 

2100 

)100 

]610 



Modified 
ltNOW-HOW 

KANACERIAL 

, 1. ,c)<( (II 2. IICL..\Tlll J. DIWERSC 4. - 5. a:M'11£Mt •S IY £ 
MINI..._L 

Perto---••"c• or o,er-1t1o,1• 1 or 0D.,..1t1on11 or I "'991"1tl0" ot AO•lftll?~1,1we 
1..,D.,.-•1110" ot Co,,tCepf\,11 co11ceotw11 ••.icr fwftC1'IO'II ,. lfl•eq•1flo11 1"0 
e11 IC'r1¥1Ty , ... tflt.C:•11' IOII or 111,~!'"'atlDf'I or lfl n.,.ttl"9 CCII"- COOl":11'11•1011 ot 
ICflwl1'1eSI coor:11111,1D11 of coor•IR1t1o,1 ot D le•; or St1tr h,111ct IOIII lfl I 
fl lgftl 'I 1,e,ct f IC 1c•hl fies ••UCPI IC1'hltlel .,11c11 ••G• coor:111111tl0ft CQllll~rl"l"I I •I 
H •o Ot:IIJe<tlwe are ,..,,,, ... ,, ere tl•rsa 1ft of I S"!"'• teglc :,,o...-1t1°"; or 
IIICI CO"t111t, ftO'lo;lftNUI 1ft ,.,,wra 1114 ·fu11c'tl0" •" ICft .,,. s,,,.-.101 
•11'1'1 ICDr'OO"I- fll•wr1 111d oDjec'Phll, , .. '" 1tlflc111•1, 1ttec•1 coor:11",,1o,1 ot 
1•1 l•l'.".,,111 Ol.,jectl••• t-.o,or1'111t .,,.,9 .. $f'1t1 Dllftlllftq Of' 1•!"'1•991c fwl\C•IOl'II 
Of l""el••ed aeftT lrN• OD.,..ITIOf'lt. •"ICft ire o• •••• 
tt:"l•lfles. •"d :t•"•':-•flt1g 

c01111o••••t,. 

HUM>..~ RELATIONS I I 2 I l • 1 2 l • 1 2 l • 1 2 l • I 2 

A,, PIIIIWIT 

11.-eflta""v Dlwt •~"d• :""y ,0 57 66 76 66 '6 17 100 17 100 115 U.2 11' U2 1'2 17' 152 17' 
(Cl"" e,aulwaleflf) ech,CeflOl'I; Dlwl ,, 66 76 17 76 17 100 11' 100 115 U2 nz uz 1'2 n, 200 1,, 2110 
•Ol"II ,lflCOC!rln•flOf'I• 66 76 ., 100 17 :00 11, U2 11, 132 152 17' 1,2 n, 2110 2,0 200 2JO 

a. n.DE1'TMT JO:AT IOOIAI. 

'••I I IVIH11011 lfl uftlft•Olwe'CI, 66 76 17 100 17 100 11, 132 11, llZ 1,2 11, 1,2 n, zoo 2.50 :t.>0 2l0 
'''""•~~ 1 zeo .o,..• '"°"" '"•• 76 17 100 11, :co 115 132 1,2 l'2 nz 11, zoo 17' zoo ZJO 2'6• %lol 2!1• 
af'ld/or w1• of 11-.11 eou1::i-et11t 17 100 11, llZ 11, l]Z 1'Z 11, 1,z n, 200 230 200 2.50 2'6• :50& 2!1• :50& 
•"• •tc1'11""• 

C. JO:ATIOOIAI. 

,:-ocedwral or 1,,, ... ,1c ,,..o- 17 100 115 132 11' llZ 152 17' 152 175 . 200 ZlO 200 ZJ0 »• :,0. 21• 304 
flClef'ICY, •ftlC" • .., lnwah• • 100 11' 1lZ 1'2 uz 152 175 200 175 200 230 zu 230 26• :50& JSO :50& J,O 
f1:111,-., In t!'ie UII of 1,ec:111• 11, 1)2 1'2 n, 1'2 17' 200 230 200 ZlO 214 304 26• 304 3'0 &00 ])0 &00 
IZed "wlO'-'ent. 

D, AD'f~ WOCATICNAL 

,_ uecl• llto<I l;••e<'II ly 11, ll2 1'2 17' 1'2 n, 200 %30 200 ZlO •• 304 •• llO& J,O &00 J,O 400 
ftOftflC!'lttlCIII lklJl(1), "°9e•lf" JJZ 1'2 n, 200 n, 200 J:,O 2U ZlO •• 304 3,0 JO• J,O &00 <160 &00 <160 
ICQul~ed, glvln9 lddltlOftAI nz 175 200 230 200 230 a• llO& a• JO,I ''° &00 no 400 <160 521 160 sza 
Df""Nd1'fl .,. ••o"' ,.o • s•11er1l ly . 
11n91e fwnc1'10ftll 11.-..,,.. 

E. IIASIC TICHCICAL•SPECIAI.IZEI 

SufUclenc:y 111 a 1'ec!\11lau•. . 
•IIICft ,.. ... ,~ •• I ar-111 .,, ... r 152 17' :zoo 230 200 ZlO »• llO& a• JO,I J,O &00 J,O &00 "60 SZI <160 921 
of ln•ol•ed pr-1c.,lces •"Cl 179 zoo 230 2$4 230 2U '°' J,O llO& J,O 400 "60 &00 .. o 921 608 5ZI 601 
,,..cede11t1:.or of 1c11n,1tlc zoo 230 20• )04 21• JOI ),O 400 ),O &00 160 521 <160 521 601 700 601 700 
.,.__., and pr-lnctolH; .,. llO'NI. 

,. S£A$)G ffa.lCAL-51'£CIAI.IZEI) 

,,,.oflclenc,, galfled .,.,.~" 
•ICle ••DOIWf"'• or •·=--•e,flc" In 
I -~Kllil IZM or Tec:!'lnlul 200 z.,a H• )04 21• JO,& J,O - J,O 400 "60 ,21 "60 SZI 608 700 601 700 
fle1t1. Ill I 'Pacftflltw• •ftlC:fl 230 H• 304 350 )04 lSO 400 .. o 400 '80 ·sz1 608 SZI 601 700 100 700 100 
CO-Dlft•I I lrNd grat.1 el,-,._. 2U JO,I lSO &00 no 400 <160 521 
of 1 nwa I •etl :,r1c., 1 ce, •"• 

<160 ,21 601 700 IOI 700 1:)0 920 100 920 

P~IC9Gel'lfl Of"' of tCleAtltlc 
""..-Y and ,r1ncl1&eti or Doffl. 

;,. ~ICAL SPECIALIZE> -STEJIT 

D•••~lft1the •• ,,.I", ot fK!'le 
"''"'•'• •r•c~1ce1 ,,.., """.,,.l•t H• '°' ),0 •OO J,O •oo <160 521 <160 921 601 700 601 700 100 920 100 920 
911"" 1'!'1f"'OW9PI •Ide te• t.Ofll1tt !C4 3'0 •oo •60 •00 &60 ,za 601 ,:a 601 700 100 700 100 '20 1C'6 no 10'6 
lflO/or IOecl•t O••elOD"'.,.,'Pe ''° •oo .. 0 ,21 '60 UI 601 700 608 700 100 920 100 920 10'6 1216 1C'6 12?6 

II,. PIICil'WIOOIAI. IIASTOIT 

Esceoflo,1al •"• u1111ue •11,ry 3'0 •00 '60 ,21 '60 us 601 700 IOI 700 100 920 100 120 1C'6 1216 10'6 12'6 1ft 1c1e11t1tlc or o•!\.,. , .. ,.,,.. •oo '60 ,:a 6~ ,21 60() 700 100 700 100 920 10'6 920 1C'6 1216 ,.00 1216 1,00 
:11,c1011""• <160 , .. 6081700 6CI 100 100 920 100 IZ0 10'6 1216 10'6 1211 .. 00 1600 .. 00 1600 

Buie • Ordiz:ar7 courtes7 iD dnliD& with other• thr0u1h oor::al CODUCtl, &Dd the 
reque1t for, or providin1 or info:r::atioD. 

lzq,ortant • Lil~er• tandin& • Dd influencin& people ar • u:;,ortant; iD cau1in1 action or 
r01teric& under1tandin1 b7 other,. 

Critical • S~lll in wideratandins, denlopin& and cot1'·uic1 people or providic& 
direct healthcare a11i1tance and eserci1ic11 enforceable control are 
critical consideration, or the job. 

Eucntial - The ,a:i:111fc:, or •kill in wideraundins, denlopinz and cotintin1 people 
and providic& direct healthcare a11i1tan:e a~d cscrci1ic1 cz:rorccable 
control are i::;,ortant in the hizhcat dc1rce. 

E-4 
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200 
2JO 
20• 

~· ]u4 
no 

'50 
,00 
'60 

<160 
521 
601 

601 
700 
100 

100 
920 

lC'6 

10'6 
1216 
,.00 

1•00 
1600 ,a,o 

• 
2JO 
2!1• 
)04 

.lO• 
),0 
&00 

&00 
"60 ,zs 

521 
601 
700 

700 
100 
120 

92~ 
!C'6 
1216 

1216 
~•oo 
16:0 

1600 
:11,&0 
2112 

6. TOTAL .,,.._.,,. 
ll'l•eg!"'ltlOII 111d 
CCIICl":lll'llltlOf' Of ,,. 
0••·111 5,.,,. 
ICflwlty. 

I 2 l • 
200 ZJ0 2U 30• 
ZJO 2!1• .lO• 3'0 
26• .lO• ,,o 4(:Q 

2!1• 304 3'0 '°~ 30• 3'0 •co '6J 
J,O &00 '60 ,z, 

S50 ,00 '60 ,2, 
,00 '60 ,za 6ed 
"60 529 6GI 700 

<160 5za 101 700 
,21 601 700 100 
601 700 100 920 

601 7DO 100 120 
700 100 120 10'6 
100 920 10'6 1216 . 

100 920 1C'6 1216 
920 10'6 1216 !•OO 

1C'6 1216 1•00 16CO 

10'6 1216 1•00 1600 
1216 1,00 1600 !11.0 
t•OC 1600 ,e,o 2112 

1'00 1600 I .. O 1112 
~,oo 18'0 2112 2•32 
11&0 2112 2•J2 2800 



Thinking gulCSect or Clf"CIIIISCf"'IDlld Dy: 

"· $TR ICT ROUT I NE 

Sl•o•• ,.u,es and deta 11 ed I nsTruc't Ions. 

B. IIOUTINE ... 
£s1'abl lsl'led rou1'1nes and s1'andlng z tft11'ruc1'1ons • 

.;.;.: 

::c c. $811-flOUTINE 

z SOM .. ftat diversified procedures and 
:: precedents. .. o. STNC>MDIZB> -
> Subs~an~lal ly d Ivers If I eo procedures and 
z spec 1111 zed s1'andards. 

:..: E. CLEARLY DEF I IIED 

CINrly Oellned pc,llclas and principles. -z - ,. 9'0ADLY DEF I NED .. Bro.G Pol lCIH and specltlc object!••• z -= a. 8ENERALL Y DEF I NED 
E- Ge••~•• pollcles and ul~l•-t• goals. 

• 
II. AIISTRACl'LY DEFINED 

Genr.al la•• of na1'ur• or science, 
business phi losoofly and c11i,ur•I •"•ndar-ds. 

Modified 
IWBLDI SOLVING 

GUIDE CHART 

•• T H ! )1 

1. REPETITIVE 20 PATTERNED 

lden'ftcal sl1'ue- Slt11ller- sl1'uetlons 
~Ions ~•oulrlng reaulr-tng solu• 
solu'f'lon tty Sl"'PI• , Ions Dy a I scr- , ... 
cttolce of lear-ned lnatlng C"OICe ot 
tnlngs. learn.a tfl tngs 

which gener-el ly 
tol low • ••• • 
def lned pef'tef"n. 

IDS ,,s 

121 161 

121 161 

T•I 191 

,.1 191 

161 221 

161 221 

191 2,s 

191 2'1 

221 291 

22S 291 

251 3SI 

2,s 331 

291 ,es 
291 381 . 

331 •31 
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K I G C 'l A t t E :,: G E ! 
3. 1 lfTERf'OI.,\ TI VE 4 0 ADAPTIVE 5. UIOIARTED 

Oltferlng S11'ue• Yar-leDte tltue• NOW"el or- nonr-ecur-
"ons r-eaulrlng e tlons !'"e>Qulrrng ring paT!lt1no1iig 
searcn tol"' enelytlcal, sltuat"lons 
solutions or new I nteroret I.,., reaulr-lng 1"h• 
aool 1ca,1on1 eve I uat Ive, and/or aevelooment ::it 
wttt,ln er-ea of cons1Tuct Ive new conceots ano 
learned tl"'llngs. thinking. 1111a9lna'tlve 

apo:-oacries. 

191 251 331 

221 291 lei 

221 291 38S 

251 331 •31 

251 33S 43S 

291 381 50S 

291 381 50S 

331 431 571 

331 '" 57S 

311 501 661 

38S 50S 661 

OS 571 761 

431 571 761 

501 66S 87S 

,OS 661 

871 

'" 761 



Modified 

ACCOUNTABILITY 

MAGNITUDE 
l,YER T SMALL OR 2. SMALL J. IE>l\aO 4. LARGE 5. YE;IY LARGE 6. EJml£,.EL T LAAGE 

IIClET~l~TE 

Only ver-y Juaren1's COftlO I e• judc;,..ents COMol•• judgfften1"s Co,,to • •• juag"'•""'' Al 1-el"IC:)lflga111ng 
l"'Out'lne and l"'egar-o Ing l"'egar-i3 I "g I n1'e,.• regar~lng Int.,-• f"'~a•::21ng •11-. juCl,;"'..-its un1~u•1.., 
ll•l•ed ,coo• tn,ere1t1 ot '"• .,,, ot Pn• esrs ot '"• enter-- 1c:eo1'anc.,. eo- Qe1'er""I"• 
juac;Ments enter-.:irls• enter!""or-ls• and/or rise and/or risk tllned -.ltn tii.01• :,os1t'lc,111ng. 
reqar-d Ing 1na/or r-1111. r-1 Sk 1c:1ot'3nce ICC•O"l"C• tac I I I• ot 01"fte-- • 001 t::1 l"'f'er-e,,.s, a,,d 
111,erests ot 1c:1o'f'11nc1 ean COfff'l"'O I • ••j or '•"• '"• et tee• contr-ol ,-,.,.,.,., ac:eo,.,nc• o,. 
tfte lftflr";tr" I SI Cll1'1r"III I ne i,ro- oar-1' of 1tt1cr1v.- t I veneu, and cer• tor- t!"le 1.-.r;es t 1•:0SJr"I to ,- I Sil; S 
lr"I 011"' .. I 't1'1d • OuC"'IOn or ness 1nd cerTal '11'y 'tal'11'y ot C"esults oe~1' ot tr1e tcr 1'!'te iw1ss10ns 
Minimal ~ISlilS cer-'f'1lnty of' ot r-• sw I 'ts ,,,., for I slgnlflcan1' .. 1,110ns r,f' ,.,,. of' ,."• !'~1'411 
ire acare,sed. joD r-esul ts. tfte agency Is oer-1' ot ,,,. • I ss• f'otal ent•r-:ir-1s•. ent•r-:,r Is•. 

lnTenaea to Ions Of '"• to"al 
oroe1uc•• enter:,r ts •• 

IMPACT • I C s I ? • C I s p I • C s p • C I s I p • C I 5 I ? I • C I s 
A. Pl'IE~IBED 

T"•s• joo, ,,... sub~ec:.,. to: 
Pr-ese!"'ltled tns1'ruc•lons cover-• 10 1, 19 25 1, 19 25 33 19 25 33 •3 2, " •J 57 " ., ,1 76 •J 57 76 100 
'"9 assigned ras-.s and/or 12 16 22 29 16 22 29 38 22 29 38 ,o 29 38 ,0 66 38 ,o 66 87 ,o 66 87 115 
lffll'tl.CIIT'• suc,er-'IISlon. 1, 19 25 .SJ 19 2, " •J 25 33 •J 57 " •J 57 76 ,, 57 76 1001 ,1 76 lC0 132 

8. ~LLED 

Tft• 1oe joas ire suDJ.C" to; 
lns'f'~wc:TIO"S lffd • sT'aOI 11r,ed 16 22 29 :,a 22 29 38 ,o 29 38 50 66 38 ,0 66 87 ,0 66 17 11' 66 97 11' 152 
wor-1t r-ou'tlne1 ana/or c101• 19 25 " ., 2, .SJ •J " .SJ ,, 57 76 •3 57 76 100 57 76 100 132 76 100 132 11, 
IUD«"'IISlon. 22 29 :,a 50 29 :,a 50 66 38 ,a 66 17 50 66 97 11' 66 87 11, 1'2 97 11' 152 2C0 

.... a,r,_ .. ,_,._ 

~n•s• jobs ar-e lwOjec'f', •"Olly 
or In oer1' To: 
ST1nd1raUed orac'tlces l"d or~ 38 ,0 66 97 33 0 '7 76 ,3 57 76 100 57 76 100 132 76 100 132 175 100 132 175 230 
c• dur"• s l"d/or g• !'l• r-11 work •3 ,1 76 100 :,a ,0 66 17 ,o 66 17 11' 66 87 11' 152 17 115 152 200 115 152 200 26• 
ln1T'ructlon1 1na/or twDet"vlslon 50 66 17 115 0 57 76 100 57 76 100 132 76 100 132 175 100 132 175 230 132 175 2J0 JO• 
ot orogC"• IS 1nd :"• SU I Tl• 

D. 8El<ERALLT REGULATED 

Tttie1e JoDt 1re SuDjec:1' • •ttiolly 
or In Dl!'"T, to: 2, ll ., 57 ,0 66 17 11, 66 17 115 1'2 17 115 1'2 200 115 1'2 200 26• 1,2 200 211• 3'0 
~i-•ctlCH •"d oroceduret 29 38 ,0 66 57 76 100 132 76 100 132 175 100 132 175 2JO 132 11, 2JO 304 175 230 JO, •00 
cov.,.ed tav or.cad•"'' or ••I I• " •3 57 76 66 17 11' 152 17 115 1,2 200 115 1'2 200 25• 1'2 200 26• 3'0 200 26• 3'0 "60 
Oef' lned S>QI Icy 1nd/or S1.1D• r-
vlscry review. 

E. DIRECTED 

Tftet• joDt, by tttiel~ n•ture or 
s I, ••• ,... sutljK't T'O: 
Broad or-•c1'1c• and groce4ures 57 76 100 132 76 100 132 175 100 1'2 175 2JO 132 175 2JO JO• 175 2JO 304 '°0 2JO JO• '°° 528 
cower• c DY tuftCtlon•I orec.- 66 17 115 152 17 11' 152 200 11' 1;2 ·200 211• 152 200 26• 350 200 26• 3'0 "60 26• .,,~ "60 6C8 
••""' •nd 0011c1es and/or 76 100 132 175 100 132 175 230 132 175 Z.JO :,0, 175 2JO JO• 400 2JO 304 •DO 529 JO• '°° 52d 700 
IC!'ll•wtlfflenf' ot I Clf"'CllftserlD• CI 
ooer-a1'1onal ac1"1•1fy and/or 
•tirieger-1 • 1 cs l1"ec:1'1on. 

f. ORIENTtll 01AECTION 

Tflese joDs, Oy tftelr n1t1o1r-• or 
size, ei-e oroedly 1uDjec'!" 1'o: 17 11' 152 200 115 152 .200 26• 152 200 264 .S,0 200 26• 350 060 264 350 060 609 350 "60 609 800 
FuncTlonal :.,ol lcle1 and goals lCO 132 175 230 132 175 230 JO• 175 2JO JO• '°0 2JO 304 400 528 304 '°° ,2s 700 ,00 529 700 920 
ana/or g•n•r•I s1neger111 115 152 200 2!i• 152 200 26• .S,0 200 26• 350 "60 2&• 350 060 608 350 "60 608 900 "60 608 900 1056 
41!'".CTlon. 

G. GUIDED 

T,,•,• JoDt are lnfter• n1'1y suo- 132 175 230 30• 11, 230 304 400 230 :,0, '°0 529 JO• 400 529 700 '°° 529 700 920 529 700 920 1216 
jec:'!' only "" Of"'Ooed ;,01 lcv l"d :52 200 2!i• 350 200 66• .S,0 "60 2!i• .S,0 060 609 .S,0 060 6Ce aco "60 608 eco 10'6 609 900 10'6 1'00 
gener-•I ,an1g•1n1en't ;ula• nc•• 175 230 3~ •00 230 304 400 529 230 :,0, 400 528 ,oo 528 700 920 529 700 920 1216 700 920 1216 1600 

"· STRATEGIC &ulOAHCE 

nJ2e• 
Tfte1• Joa,, o, t"• a10n of 1'1'1elr-
s I za. lnaeoenaent cOMola•Uy, 350 "60 2U 350 "60 609 350 "60 608 800 "60 608 aco 10'6 608 800 '.056 1'00 ace 1056 1'00 18•0 
enCI '119" det;r"H of' e • tec'f' on 

23TO• •oo ,2, 30• •co 529 700 •oo ,2a 700 920 528 700 920 1216 700 92,::: 12 ~6 1600 92' 12"6 1600 2112 
COl"'o•"Y !"' • 1ou I rt ,,.. tucjec'!' :e• 350 "60 6C! 350 '60 608 800 "60 6oa eoo 1056 6oa 100 10'6 1•00 800 1056 1•00 :8•J 10'6 1400 18•0 2•32 
0111,, 'to 9u101nc• t!'"CII" roOl'IOt' 
••neg81'11ent. 
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Modified 

WOOICIPG CONDITIONS 

PHYSICAL EFFORT 

A. Coordination, e. Coordination, c. Unusual levels o. Unusual levels E. Exceptional 
strength, or strength, or or combinations or combinations levels or 
dexterity are et dexterity must be of coordination, of coordination, combinations of 
levels required greater or more strength, or strength, or sustained coor-
within most enduring than Is dexterity must be dexterity are a dlnatlon, 
aspects ~f dally required within exercised to meet critical component strength, or 
11 fe. most aspects of Job standards. of performance. dexterity are a 

dally llfe. vltal and 
essential 
component of 
performance. 

WORK ENVIRONMENT 1 2 3 1 2 3 1 2 1 1 2 3 1 2 1 
A. Routine awareness of the surrounding environment Is 10 12 14 14 16 19 19 22 25 25 29 .n :n 38 43 

required, but the Job environment Is as varied as 12 14 16 16 19 22 22 25 29 29 33 38 38 43 50 
that for most aspects of dally llfe. 14 16 19 19 22 25 25 29 H 33 38 43 43 50 57 

e. Attention and personal Information processing 14 16 19 19 22 25 25 29 33 33 38 43 43 50 57 
effort must be more acute or enduring than Is 16. 19 22 22 25 29 29 33 38 , 38 43 50 50 57 66 
required within 1110st aspects of dally llfe. 19 22 25 25 29 33 33 38 43 43 50 57 57 66 76 

c. Unusual specific acuity and/or durability of one or 19 22 25 25 29 33 33 38 43 43 50 57 57 66 76 
more of the major senses Is required by Job 22 25 2? 29 33 43 38 43 50 50 57 66 66 76 87 
standards. 25 29 33 33 38 50 43 50 57 57 66 76 76 87 100 

o. Unusual specific acuity and/or durability of one or 25 29 H 33 38 50 43 50 57 57 66 76 76 87 100 
more of the major senses Is a critical component of 29 33 38 38 43 57 50 57 66 66 76 87 87 100 115 
performance. 33 38 43 43 50 66 57 66 76 76 87 100 100 115 132 

E, Exceptional sensitivity, acuity, and/or durability 33 38 43 43 50 66 57 66 76 76 87 100 100 115 132 
of one or more of the major senses Is a vital and 38 43 50 50 57 76 66 76 87 87 100 115 115 1.32 152 
essential component of performance. 43 50 57 57 66 87 76 87 100 100 11.5 U2 132 152 175 

WOOK ENVIRONMENT: 
I. Environment Is routinely safe and Involves only limited annoying conditions. 

II. Identifiable conditions In the environment may be unsafe and noxious, distressing, or hostile on a consistent basis. 
Ill. Continuing avoidance of hazards and suppression of COllWIIOn reactions almost Invariably produce noxious or llfe threatening conditions Is necessary to 

permit performance. 
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NEW JERSEY DEPARTMENT OF CIVIL SERVICE 
DIVISION OF CLASSIFICATION AND COMPENSATION 

X-RAY TECHNICIAN 

DEFINITION 

Under a Supervisor of X-Ray Technicians in a State department, 
institution, hospital or clinic, operates X-Ray equipment; does related work 
as required. 

EXAMPLES OF WORK 

Operates X-ray apparatus used in making radiographic examinations and in 
giving treatments. 

Prepares the solution and develops X-ray plates and films. 

Mounts dental films. 

Assists physicians making fluoroscopic examinations. 

Prepares the schedule for the treatment of patients. 

Keeps the X-ray and the dark rooms clean and in order. 

Maintains accurate records of patients sent to be X-rayed or for 
treatment. 

Prepares factual reports. 

Maintains the records and files of X-ray prints and related materials. 

REQUIREMENTS 

License 

Applicants must possess a License as a "Licensed Radiologic 
Technologist (I.RT)" by the Radiologic Technology Board of Examiners of the New 
Jersey Department of Environmental Protection. 

Appointee will be required to possess a driver's license valid in 
New Jersey only if the operation of a vehicle, rather than employee mobility, 
is necessary to perform the essential duties of the position. 

Knowledges and Abilities 

Considerable knowledge of the operation of X-ray apparatus used in 
making radiographic examinations and in giving treatments. 

Considerable knowledge of the procedures and materials used in 
preparing the solution and development of X-ray plates and films. 

F-1 
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X-RAY TECHNICIAN 
-2-

Considerable knowledge of making fluoroscopic examinations and of 
the precautions to be taken to avoid the harmful effects of the rays both to 
the patient and to the operator. 

Ability to understand, remember, and carry out oral and written 
directions and to learn quickly from oral and written explanations and from 
demonstrations. 

Ability to operate the X-ray apparatus used in making radiographic 
examinations and in giving treatments. 

Ability to prepare solutions and to develop X-ray plates and films. 

Ability to mount dental films. 

Ability to assist physicians in making fluoroscopic examinations. 

Ability to prepare treatment schedules. 

Ability to keep the X-ray and dark rooms clean and in order. 

Ability to prepare reports and keep the attendance records and 
files. 

Ability to read, write, speak, understand, or communicate in English 
sufficiently to perform the duties of this position. American Sign Language or 
braille may also be considered as acceptable forms of communication. 

Persons with mental or physical disabilities are eligible as long as 
they can perform the essential functions of the job after reasonable 
accommodation is made to their known limitations. If the accommodation cannot 
be made because it would cause the employer undue hardship, such persons may 
not be eligible. 

Code: A12-18043 MIKE/ J/CC WPC 5-23-84 
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X-RAY TBCRROLOGIST 

CJJRRENI TITLE: RECOMMENDED TITLE: 

X-RAY TECHNICIAN X-Ray Technologist 

SUDARY 

Incumbents perform x-ray services for clients who may be 
emotionally, physically, developmentally disabled or 
physically assaultive. Incumbents perform other 
functions such as scheduling x-ray examinations and 
keeping records of x-rays. Work is performed under 
general supervision but is planned and accomplished on 
the written instructions of a licensed medical 
practitioner. 

TYPICAL EXAKPLBS OF YORK 

Position patients for x-rays. 

Determine proper exposure technique for taking the 
image. 

Operate x-ray equipment. 

Develop x-rays by adjusting the chemical levels and by 
- operating x-ray processor. 

Mount developed x-rays in order to evaluate for clarity. 

Organize and maintain x-ray film files. 

Inventory supplies and materials. 

Requisition supplies and materials. 

Arrange for repair of equipment and x-ray diagnosis 
services from vendors. 

Record patient x-ray examinations and incoming and 
outgoing work. 

Schedule and coordinate x-ray examination appointments. 

Monitor continuously radiation output to ensure 
compliance to safety standards. 
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Page-2 
X-Ray Technologist-continued 

WORKING CONDITIONS 

Must work with verbally and physically abusive patients 
who may be emotionally, physically, or developmentally 
disabled. 

Must use protective devices such as radiation shields to 
prevent radiation contamination. 

Contact with chemical solutions. 

Contact with electrical equipment. 

Lift or push children or adults. 

Exposure to infections and communicable diseases. 

Perform work behind locked doors in some facilities. 

Stand or bend for extended periods of time. 

RELATIONS TO O'l'llBRS 

Contact with medical practitioner, institution staff, 
and patients is a dominant feature of the job. 
Incumbents must demonstrate an ability to influence 
patients to be still and follow directions for extended 
periods of time while x-rays are being taken. 

EDUCATION 

High school diploma or its equivalent. 

Completion of a 24-month course of study in diagnostic 
x-ray technology or its equivalent as determined by the 
Radiologic Technology Board of Examiner. 

EXPERIENCE 

None. 
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X-Ray Technologist-continued 

LICENSE 

Applicants must possess a valid license as a diagnostic 
radiologic technologist or its equivalent as determined 
by the Radiologic Technology Board of Examiners.· 

Possession.of a valid license to drive in the State of 
New Jersey only if the operation of a vehicle, rather 
than employee mobility, is necessary to perform the 
essential duties of the position. 

KNOWLEDGE AND ABILITIES 

Knowledge of human anatomy, physiology, and medical 
terminology. 

Knowledge of X-ray techniques and equipment. 

Knowledge of all State and federal laws, rules and 
regulations concerning x-ray equipment, patient and 
technologist safety practices. 

Ability to position patients using the principles of 
anatomy and physiology. 

Ability to measure patients for x-ray using the 
principles of anatomy and physiology. 

Ability to operate x-ray equipment to include film 
exposure and processing equipment. 

Ability to evaluate quality of x-rays. 

Ability to maintain files. 

Ability to maintain inventory and supplies. 

Ability to prepare and maintain records and reports 
pertaining to x-rays, patients, and medical terminology. 

Ability to schedule. 

Ability to read, write, speak, understand, or 
communicate in English sufficiently to perform the 
duties of the position. Communication may include such 
forms as American Sign Language and braille. 
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X-Ray Technologist-continued 

Persons with mental or physical disabilities are 
eligible as long as accommodation is made to their known 
limitations. If the accommodation cannot be made 
because it would cause undue hardship, such person may 
not be eligible. 

USER AGENCY 

This title is currently used by Department of Human 
Services. 

-IN-LINE SERIES 

None 

REVISED T26264 BLR 7/10/87 
Y21626.072187rb 

FINAL: 

FINAL: 
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Appendix G 

Tentative Range Movement for 143. Titles 



TENTATIVE RANGE MOVEMENT 
FOR 143 TITLES 

RANGE TITLE MOVEMENT 

18 ADMINISTRATIVE ASSISTANT 3 * 
4 AGENCY AIDE 1 

16 AGRICULTURAL PRODUCTS AGENT * 
10 AIDE COMMISSION FOR THE BLIND * 
12 ARMORER 3 * 
24 ASSIST DISABILITY INSUR SUPER * 

7 ASSIST GROUNDS WORKER 2 
12 ASSIST STOREKEEPER * 

6 AUDIT ACCOUNT CLERK 2 
26 AUDITOR 1 * 
27 AUDITOR 1 TAXATION * 
12 BARBER * 
14 BRIDGE OPERATOR * 

6 BUILDING MAINTENANCE WORKER 2 
9 BUS DRIVER 2 

16 CARPENTER * 
13 CASE FILE EVALUATOR * 
18 CHIEF BRIDGE OPERATOR * 
17 CLAIMS EXAMINER UI/DI * 

4 CLERK 3 
6 CLERK BOOKKEEPER 2 
9 CLERK DRIVER * 
7 CLERK STENOGRAPHER A 3 
7 CLERK TRANSCRIBER 1 
6 CLERK TYPIST 2 

24 CLINICAL PHARMACIST * 
23 CLINICAL SPEC IN PSYCH 1 
15 COMMUNICATIONS OPERATOR * 
19 COMPUTER OPERATOR 1 * 
13 COMPUTER OPERATOR 3 * 
11 CONSTRUCTION REPAIRER 2 TRANS 1 
23 CONTRACT ADMINISTRATOR 2 * 

7 COOK-10 MONTHS 5 
10 COOK-12 MONTHS 2 
27 CORRECTION CAPTAIN * 
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24 CORRECTION LIEUTENANT 
21 CORRECTION SERGEANT 
14 COTTAGE TRAINING SUPERVISOR 
12 COTTAGE TRAINING TECHNICIAN 
19 CREW SUPERVISOR CARPENTERS 
19 CREW SUPERVISOR EQUIPMENT OP 
19 CREW SUPERVISOR HIGHWAY MAINT 

7 DATA ENTRY MACHINE OP 
8 DAY CARE AIDE 

16 DAY CARE CENTER SUPERVISOR 
12 DAY CARE CENTER TECHNICIAN 

8 DAY CARE CENTER WORKER 
14 DAY CARE COUNSELOR ASSISTANT 

6 DENTAL AIDE 
13 DENTAL ASSISTANT 1 

8 DENTAL ASSISTANT 2 
19 DENTAL HYGIENIST 1 
16 DENTAL HYGIENIST 2 
27 DISABILITY INSURANCE SUPERVIS 
16 ELECTRICIAN 
19 EMPLOYMENT COUNSELOR 
12 EQUIPMENT OPERATOR 
12 EQUIPMENT OPERATOR HIGHWAY 
17 EXAMINER UNEMPLOYMENT TAX 
19 FAMILY SERVICE SPECIALIST 3 
14 GRADUATE NURSE 10 MONTHS 
17 GRADUATE NURSE 12 MONTHS 
10 GROUNDS WORKER 
22 HABILITATION PLAN COORDINATOR 
12 HAIRDRESSER 
15 HEAD AUDIT ACCOUNT CLERK 
15 HEAD BARBER 
12 HEAD BUS DRIVER 
15 HEAD CLERK 
15 HEAD CLERK BOOKKEEPER 
12 HEAD COOK 3 
16 HEAD COTTAGE TRAIN SUPERVISOR 
16 HEAD GROUNDS WORKER 
15 HEAD HAIRDRESSER 
16 HEAD NURSE 10 MONTHS 
19 HEAD NURSE 12 MONTHS 
14 HIGHWAY INSPECTOR 

8 HUMAN SERVICES ASSISTANT 
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12 HUMAN SERVICES TECHNICIAN 
11 INCOME MAINTENANCE TECHNICIAN 
19 INSTITUT TRADE INSTRUCTOR 1 
17 INSTITUT TRADE INSTRUCTOR 2 
18 LIBRARIAN 3 

7 LIBRARY ASSISTANT 
10 MAINTENANCE WORKER 1 TRANS 

8 MAINTENANCE WORKER 2 TRANS 
17 MEDICAL SECURITY OFFICER 
18 OFFICE SUPERVISOR 
18 OPERATING ENGINEER HEAT & AIR 
13 OPERATING ENGINEER REPAIRER 
16 PAINTER 
19 PAROLE COUNSELOR 
12 PERSONNEL AIDE 2 
19 PERSONNEL ASSISTANT 4 
21 PHARMACIST 
15 PHYSICAL THERAPY ASSISTANT 
14 PRACTICAL NURSE 
12 PRIN AUDIT ACCOUNT CLERK 
11 PRIN CLERK 
12 PRIN CLERK BOOKKEEPER 
13 PRIN CLERK STENOGRAPHER 
12 PRIN CLERK TYPIST 
11 PRIN SOCIAL SERVICE AIDE 
24 PRIN TRAINING TECHNICIAN 

5 PROGRAM AIDE A HARRY MOORE SC 
26 PROGRAM DEVEL SPEC 1 
23 QUALITY ASSURANCE SPECIALIST 

9 RECREATION AIDE 
11 RECREATION ASSISTANT 
15 REHABILITATION AIDE 
11 REPAIRER 
14 RESIDENTIAL LIVING SPECIALIST 
17 RIGHT OF WAY NEGOTIATOR 
15 SECRETARIAL ASSISTANT 3 

8 SENIOR AUDIT ACCOUNT CLERK 
8 SENIOR BUILDING MAINTENANCE W 

21 SENIOR CLAIMS EXAMINER UI/DI 
8 SENIOR CLERK BOOKKEEPER 
8 SENIOR CLERK TYPIST 

18 SENIOR CORRECTIONS OFFICER 
11 SENIOR DAY CARE CENTER WORKER 
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16 SENIOR INCOME MAINT TECH 1 
6 SENIOR LAUNDRY WORKER 2 

18 SENIOR MEDICAL SECURITY OFFIC • 
9 SENIOR SOCIAL SERVICE AIDE 4 

14 SENIOR THERAPY PROGRAM ASSIST 1 
14 SENIOR UNEMPLOYMENT INSUR CLE • 

6 SOCIAL SERVICE AIDE 1 
18 SPEECH THERAPIST 2 1 

8 STORES CLERK 1 
21 SUPERVISOR OF NURSING SERVICE 2 
10 SUPPLY SUPPORT TECHNICIAN 3 1 
11 TECHNICAL ASSISTANT 3 • 

8 TELEPHONE OPERATOR TYPIST • 
9 THERAPY AIDE 5 

11 THERAPY PROGRAM ASSISTANT 3 
18 TRAINING TECHNICIAN • 
10 TRUCK DRIVER HIGHWAY 2 
10 TRUCK DRIVER SINGLE AXLE 2 
11 UNEMPLOYMENT INSURANCE CLERK * 
19 UNEMPLOYMENT INSURANCE TECH * 

9 WORO PROCESSING SPECIALIST 3 1 
12 X RAY TECHNICIAN 2 

* NO MOVEMENT IN TITLE 
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