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1 Introduction and Context

Members of the Foreign Service group and other professionai rotational groups, mainiy at the
Department of Foreign Affairs and International Trade (DFAIT) and the Department of
Citizenship and Immigration (dCI), play a key role in the delivery of the Government's
international policy, trade and immigration agendas.

The DFAIT Human Resources Strategy and recet contract negotiations with the Professional
Association of Foreign Service Officers (PAFSO) have brought to the fore the unique
conditions and environment in which members of this group operate. They have ais pointed
out that the majority of Foreign Service Officers are of the opinion that they are not being
compensated equitabiy for the aforesaid conditions or environment. The importance of an
effective and motivated Foreign Service to the continued weil-being of Canadians makes it
imperative that the facts of the situation be determined. in an agreed, thorough and objective
manner.

Other factors have also led to a need for a study of comparative ternis and conditions of
employment for Foreign Service Officers, including:

* levels of attrition among ail officers;
" new social realities such as dual income househoids, the impact of rotationality on

foreign service spouses, and eider care;
" highiy competitive labour market;
* concerns about recruiting and retaining the most suitabie candidates;
* issues of internai and external relativities in the conditions and terms of employment in

the Foreign Service;
" current demographic challenges;
" retention of senior officers eligible for early retirement; and
* initiatives to make the Pubic Service an exemnplary employer.

the parties with a cornmon set of comparators to evaluate
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2 Objective and Mandate

The objectives of the study are:

" To provide a common factual understanding of some of the key comparative
characteristics of the nature of the work of Foreign Service Officers and of the
environment under which they operate; and

" To establish comparisons with relevant occupational groups i the Canadian Public
Service, other like-minded foreign services, and a number of relevant private sector
and international organizations with a view to drawing conclusions that can serve as a
guide to develop a compensation and management framework that will respond to the
issues noted above.

The mandate of the study is:

a To compare the compensation (salaries and benefits) of Foreign Service (FS) officers
with equivalent professional groups within the Government of Canada, with Foreign
Services of relevant OECD countries, and with a number of relevant private sector and
international organizations;

*To compare conditions of service abroad, particularly dual career issues, and the
imDact of rotationalitv. with those of the Foreign Services of relevant OECD countries
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3 Methodology

We began this assignmnent with a review of documents relative to the FS population, including
the following:

* TBS Report on Foreign Service Retention Data, September 10, 2001 and PAFSO
commentary on TBS Report on Foreign Service Retention Data

" Mercer Report on the FS Retention Survey, June 2002
" Resuits of File Review on Reasons for Departure
" Selected articles from the literature review
" The Foreign Service handbook
" FSDP pay plan and policy
" Public Service Rates of Pay
* Document addressing "Issues Conicerning Spouses of Employees Assigned Abroad" -

26 March, 2001 and supporting documentation
" Foreign Service. Directives
" Human Resources Management Manual
" HR Strategy and Action Plan
" TBS demographic information (separations, promotions, movement between groups)

on FS, EX, AS, CO, PM, ES, LA.
* Blueprint for Organization Renewal for the Trade Commissioner Service

*Royal Commission on Conditions in the Foreign Service (McDougall Report), 1981
*Report to DFAIT: External Market Review for Foreign Service Positions - Draft for

Discussion Purposes; 17 March, 1997
e Public Service Commission Report on Demographic Profile of Key Executive Feeder

to gain an understanding of the FS



DFAIT/CIC/TBS/PAFSO
Comparative Study of Terra and Conditions of FS Officers

Survey Participants _________

Countries International Private Compaules
Organizationu _________

Canada Inter-American Several Canadian
Australia Development Bank financial services and
Austria International Committec manufacturing
Belgium for the Red Cross companies. with
Denmark World Bank international operations
Finland United Nations
France
Germaiiy
Ireland
New Zealand
Netherlands
Norway,
Spai
Swcden
Switzerland
United Kingdom
United States__ _ _ _ _ _ _ _ _ _ _ _ _

Final Report
April 23, 2002

We developed -survey questions in consultation with the

versions of the

companies,

of these
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4 Findings - Comparison to Other Canadian Public Service Groups

The scope ofthlis study, as stated in the Request for Proposai, included, comparisons with the
following Canadian public service groups: ES (Economies, Sociology, and Statistics); CO
(Commerce); PM (Program Administration); LA (Law), AS (Administrative Services), CA
(Career Assigniment Program), and MM (Management Trainee).

4.1 Salary Comparisons

The table below presents the salary ranges of the various levels of these groups. The table
specifies the effective date of each of the Public Service employee groups' salary bands. Ail
figures are in Canadian dollars.

Public Service Salaries______________
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Employee Group Level Minimum Sa y Maxmum S r

LA

Effective March 1, 2002 LA-1 $48,605 $69,466
Signing date: February 1, 2002 LA-2(1) $70,567 $96,564
Expiry date: February 28, 2004 LA-2(1) $87,807 $107,025

Excluded LA employees
Nadonal Rates of Pay for ait regions
except Toronto
Effective April 1, 2000

AS
Effective June 21, 2001
Signing date: Nov 19, 2001
Expiry date: Jun 20, 2003
New effective rates will be available on
21-Jun-2002

LA-DEV $24,780 $36,99C
LA-i $45,900 $65,48C
LA-2A $66,520 $91,255
LA-2B $82,770 $100,885
LA-3A $94,000 $119,200
LA-3B $109,100 $133,100
LA-3C $124,200 $151,400
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Foreig Service (FS) salaries are as follows: ______
mepIoyee Group evel wî um Sl Mlmm Salr

FS ______

Effective JuIy 1, 2000 ~SDP 39,570 $51,937

_____________________ -02 50,4751 $75,4231

Although three levels of FS are indicated above, i effect there are only two: FSDP and FS-
02. There are some iudividuals, recruited prior to 1998, who are stili at FS-01 level. However,
in 1998, the Foreign Service Development Programme (FSDP) was instituted, replacmng the
FS-01 level. As of 1998, ail new recruits enter the Foreign Service at the FSDP level. This is a
five-year development programme, after which successful candidates are promoted to FS-02.

The salary figures from the table above are presented on the chart below.

Public Service Salaries Chart
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4.2 Promotion Comparisons

This section contains two tables related to promotion. The first table contains; information on
the percent promoted to EX. The second table contains information on time in grade.

The table below indicates the proportion from ecd group who became EX (Executive (3roup)
in 1998-1999. This was used as a representative year because in subsequent years, promotions
were held up due to an appeal against a competition to promnote employees fromn FS-02 to EX-
0 1. Promotions to EX are indicated in the "EX'" colunin. The figures in the coluinns labeled
"Stayed" refer to those who remained at the same FS level. Note that the EX category in this
table includes both rotational and non-rotational EX.

Proportion of Public Service Employees Becoming EX. 1998-199

Tntn~nfNumber JPercentage of the total #
In u IU I I
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Total # of
Group Yrs Cont Service EMÈloees EX Stayed EX Stayed

77 0to 9 3816 il 3552 0.3% 93.1/

AS 10 to 19 5534 35 5233 0.6% 94.6%!
AS 20+ 5360 33 4948 0.6% 92.3%
ATotal _______14710 79 13733 0.5% 93.4%!

Source: TBS, Feb. 27, 2002

As cari be seen above, the percentage of FS becomiîng EX differs fromn the percentages of other
groups promnoted to EX.

The following table provides information on time in grade for the groups shown above. Note
that only indeterminate and on-strength employees are reported.

I Percentane of the total #Number
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Substantive Active Employees in Average Length of Time In
Classification Indeterminate Position Years in Substantive

Classification

PM-05 1786 4.7
PM-06 1201 4.9
PM-07 _1 11.8
LA-01 208 1.9
LA-2A 998 5.7
LA-3A 129 6.2
LA-2B 251 5.7
LA-3B 58 7.1
LA-3C 14 6.3

A-2(1) 26 5.2
LA-2(I1) 20 6.8

A-01 57 1.2
CA-02 58 1.5
MM-01 82 1.0
MM-02 50 1.1

MM-03 28 1.9
S!a TBS Incumboet database.

Again, as can be seen above, the time in grade for the levels of FS differs ftc
grade for the oSher groups.
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5 Findings - Survey of Other Foreign Services, International
Organizations and Private Sector Compames

We present our findings from the survey in this section and i Appendices B, C and D.
Appendix B (Sumnmary Resuits Table) indicates the percentage of ail respondents, counitries,
international organizations, and private companies that answered each response option.
Averages are provided for certain questions (c.g., compensation). Appendix C (Detailed
Results Table) indicates the response for each question for each respondent, except those that
requested complete confidentiality.

Note that some respondents requested one of two levels of confidentiality. Somne requested
that they only be identified by a letter (c.g., Country "A"); others requested complete
confidentiality, i.e., that their data only be provided together with the data of other participants
in an average, as in Appendix B. Since one pnivate company requested full confidentiality, ail
private company data is presented only in aggrcgate. The number of respondents in each
category, for countries and international organizations, are shown below:

Number of Survey Participants by Level of Coufidentlality_________
No confldentiality

issue
Represented by a

letter
Complete

Confldentlality
(Included i the

uummary table only)

and number of the private companies has been kept confidential. Four
s are identified with a letter; others are included in the aggregate tables

respondents other than those
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5.1 Structure and Management Practices

5.1.1 Foreign Service Structure (asked of countries only)

The first questions in the survey sent to the countries listed in Section 3 above focused on the
structure of their Foreign Service. Respondents have an average of 3.5 levels corresponding to
the two Canadian Foreign Service levels below EX-01. (See Jobs A, B, and C, as described on
pages 14-15 of the attached questionnaire). The distribution is shown below:

Number of Foreign Service Levels Per Respondent (below EX-01 equivalent)
Two levels 1
Three levels 9
Four levels 5
More than four levels 1

DFAIT/CIC has two levels below the EX-01 level.

veyed, the Foreign Service is part of the overall Public Service, as
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5.1.2 Recruitment

We asked other countries and international organizations about their recruitment practices.
'Me minimum education level for consideration as a recruit in half of ail countries and in
three-quarters of international organizations is a Master's degree or higher. At DFAIT/CIC
and in five other cases, an undergraduate degree is required. Three countries have no
minimum education requirement or require high school level only. I actual practice, new
recruits in 76% of countries have a Master's degree or higher.

Seventy-nine percent of countries, including DFAIT/CIC, require no prior work experience;
but 21 % ofçcountries and international organizations require a minimum of two years of
experience. Forty-four percent of countries and ail international organizations mndicated that
new recruits actually had two or more years of work experience. Ten out of 16 countries and
ail international organizations require knowledge of one or more foreign languages. Since
1998, in Canada, ail new Foreign Service Officers must speak Frenchi and English.

Ninety-four percent of countries indicated that they recruit to the Foreign Service in general,
like DFAIT/CIC. Half of the countries also recruit into specific specialties such as econoniic
officer or lawyer. lIn 19% of countries, officers are recruited into a specific assignment abroad.
lIn 87% of countries (and in 75% of countries that recruit to a specific specialty or position),
officers are compensated as Foreign Service Officers and not according to their profession.

,rs at mid-career. Fitly-seven percent of countries noted that mid-career
wo years of work experience, and ail international organizations
least four years of experience. Mid-career recruits are generally placed
conimensurate with their work experience (78% of countries and 100%

ýzations), and progress at the sanie pace as early-career recruits.

ally hired professionals is rising in half of the countries surveyed and ini
onal organizations and private companies. (Please note that throughout
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courses, and language training (94%, 100%, and 94%, respectively). Seventy-five percent of
other organizations provide classroom-setting course, with half providmng on-the-job training.
After the initial training period, countries indicated they provide an average of 6.8 days of
training per year (5.3 for DFAIT/CIC), while other organizations provide 3 days.

5.1.4 Posting Information

The average length of a foreign posting for other countries is 3.4 years, which is slightly 1 ss
dma arDFT/CIC (3.5 years). Postings in other organizations average 2.9 years. Among the
ounffies surveye, otîcers in7 out of 16 typically rotate between home and oreign postings;

officers in five return home only after two or more postings, and officers in five are posted
fromn one location to another, and consider a posting to the home country as temporary (L.e.,
there is flot an expectation that they will spend much time at home during their career).
Among international organizations, the proportions were similar. I 60% of private sector
companies surveyed, individuals undertake one assigniment abroad and then return home
without the intention of going abroad again. At DFAIT, officers tend to rotate between
assignments at home and posfins, while at CIC, officers; retumn to Ottawa afier two or more
postings, and then go abroad agauin.

of o1er organizations, and at DFAIT/CIC
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The most common reasons for tumnine dow postings were local conditions (isolation,
personal security cultural differences, climate, lack of health care facilities), parental
responsibilities (care of children) and inability of the spouse to work at the-postinglocation. At
DFAIT/CIC, the top thiree responses were the sanie.

5.1.5 Career Progression

The most commonIy cited criterion for p )motion at ail levels (75% for the two lower levels,
81% for higher levels) in other countries was a review of performance appraisals, as at
DFAIT/CIC. The second most cited criterion was the existence of an opening at the next
level, ýespecially for more senior levels. At DFAIT/CIC, an opening must be available for
promotion to the highest level. The number of years of experience in grade was cited i nearly
half of aIl cases for promotion to the second level, increasing somewhat at'higher levels.
Postings abroad and interviews were cited less ofien; simulation exercises were only cited in
two cases (other than DFAIT/CIC). lIn other organizations, performance appraisals, years f/experience i grade, and the existence of an opening at the next level are criteria in the
majority of cases.

Officers spend an average of 3.2 years at the entry level; 5.8 years at the second level, 7.8
years at the third level, and 8.8 years at the fourth level, as shown below:

Years i Each Level ____________ _____

DFAIT/CIC 1 Countries Other Ores
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5.1.6 Attrition

For the purposes of this study, we defined attrition as any individual who leift the Foreign
Service, not including promotions. Fifty-seven percent of countries have attrition under two

percent, and 21% have 3-5% attrition. Attrition is somewhat higher at the second and third
levels. At DFAIT/CIC- attrition iq -40 among F Q-g Sevce Officers. Voluntary
separation is higher than attrition for any other reason, except at the highest levels. The most
cited reasons for volubW r ecmenaina h entry level, career change at the

~ or DFAT/C fam or spua are sth priniary reason for attrition for aPânU S-

Most of the countries o éoter organizations (75%) reported that turnover has
remaîned steady over time. Twenty percent of countries reported an increase in turnover.

(16)
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5.2 Compensation

5.2.1 Job Matching and Base Salary Comparison

Respondents were asked to match their positions to the four positions (Job A, B, C and D)
explained in the questionnaire, and to indicate if the jobs had heavier or lighter responsibility
than those described in the survey. We then asked for the minimum, maximum, and average
actual salary for each level indicated by the respondent. The minimum and maximum refer to
the top and bottomn of relevant salary ranges set by the employer. The average actual refers to
the average of current actual salaries received by all officers at a particular level (as distinct
from the midpoint between the minimum and maximum).

Where a respondent provided two matches to one of the jobs, we took an average and
calculated the figure as one data point. Note that despite considerable efforts, flot al
respondents provîded fuit salary data.

As mentioned in the m'ethodology above, PwC confirmed that participants understood the job
match descriptions and the job match exercise and were indeed comparîng their jobs to the
right levels ofjobs indicated in the surveys. Although the point of demarcation between
foreign service officer and executive level differs in each case, those participants comparing
jobs to Job D fully understood the responsibilities involved at that level.1

The table below summarizes the information and provides an average for each level, where
each respondent is counted as one data point. Figures associated with Job D are shaded to
distînguish them from the Canadian Foreign Service levels. Matches at Job D are comparators
to EX-Ol, which is the executive level (and not an FS level). Comparators at Job C do not
include responsibilities at the Job D? level.

Ail compensation figures were converted to Canadian dollars before averages were calculated.
We caution any direct comparison due to differences in taxation levels, the cost of living and
purchasing power.

1The reader should bear in mind that niatcbing jobs and compensation plans between different organizations to
obtain comparative data is cballenging even when the organizations being compared are part of thue same labour
market. Matching such information between countries that may have very différent classification and
compensation regimes can present a particular challenge. PwC bas endeavoured to mitigate titis challenge by
ensuring respondents read and understood the descriptions, including the fact that level D was an executive level
in Canada.

(17)
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Base Salai - ABl Respondents____________
No. NO. Average Actual

Respondents Minimum Salary Maximum Salary Respondents Salary
Min/Max Avg. Actual

____Canada Survey Canada Surve ______ Canada Survey
Job A 16 $39,570* $49,339 $51,937* $67,959 12 $40,249* $57,468
Job B 16 $50,475 $62,870 $75,423 $86,436 12 $67,450 $74,148
Job C 17 $84,763 $121,605 12 $98,472

*FSDP
**EXJJ 1 in ail Public Service, based on rates of pay prior to most recent adjustment

Base Sala. - Ail Countries
No. NO. Average Actual

Respondents Minimum Salary Maximum Salary Respondents Salary
____ Min/Max Av2. Actual

_______ Canada Sun'e Canada Surv ______ Canada Sure
Job A 13 $39,570 $42,251 $51,937 $57,189 10 $40,249 $47,400
Job B 13 $50,475 $55,722 $75,423 $74,743 10 $67,450 $63,703
Job C 12 $73,986 $102,709 9 $80,449

Base Salar - Other Or diztons ______ ____ ______

No. No. Average Actual
Respondents Minimum Salary Maximum Salary Respondents Salary

____ Min/Miax AVg. Actual

Caad Su Canada Survey ____ Canada Sun'e
Job A 3 e L2 I 1L2 $40,249 $107 804

Job B 3
T-k e

$50,475 $93,842
9p 1 1 A' £Mi

$75,423 I$137,103 $67,450 I$126,371

Among countries that povided compnstion information, five have hi her salaries than
D /CýIC overal. includin2 two with salaries are more tan 60% higher; five have

iair y similar salary'levels, and four have somewhat Iower salaries. Ail other organizations
thaf proôvided compensation information have higher salary levels for the comparator jobs.

(18)
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Among international organizations, however, education and work experience requirements are
higher.

Only one country and none of the other organizations place any controls on the ability of an
officer to, earn a salary higher than the midpoint. Officers in 40% of other countries, but only
11 % of other organizations, move through the salary range by a step-rated grid based on
seniority. Officers at 13% of countries and 33% of other organizations move through the
range by a percentage-rated grid based on seniority, as do officers at DFAIT/CIC. For the
remainder of respondents, officers move through the range by individually determined
increments based on performnance (27% of countries and 44% of other organizations), or by
other means. To move from the minimum to the maximum in a salary range, most counitries
(76%) and mhost other organizations (71 %) indicated that it takes five years or more, as it does
at DFAIT/CIC.

5.2.2 Other Compensation

We asked respondents to indicate the value of additional compensation, including bonuses,
benefits, pension plans, perquisites, and allowances as a percentage of base salary. Answers
varied widely as different respondents 'included différent elements. Eight respondentsÇindicated that a bonus was provided at an average of 12% of salary. In somne cases, this was in
the form of a 13 'h month of salary. Three countries indicated that a foreign language bonus is
provided.

Twelve out of twenty-five respondents provided information on their pension plan. The
average value of the employer contribution for these 12 was 15% of salary (14% at
DFAIT/CIC). In our follow-up discussions, we asked respondents to indicate the value of
assignent-related benefits as a percentage of salary. Respondents noted that this could vary
ftom-30%/ to 300% of salary, depending on the posting location and family situation.

5.2.3 Comparison to Other Civil Service Professionals

We included some questions in this section asking respondents to compare FS salaries to other
professional salaries in their civil service. 0f all counitries that responded, 42% reported that
that their Foreign Service salaries were comparable to those of other public service
occupations; 21 % (and DFAIT/CIC) were in the top 30 percent; 7% were ini the top 20
percent; and 14% were in the top 10 percent. Sixteen percent of the countries that responded
indicated that their Foreign Service salaries are lower than other professional salaries.

(19)
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5.3 Management of Family, Dual-Income and Dual-Career Issues

Respondents were asked to provide information on assistance for spouses of Foreign Service
Officers or expatriates while on postings. Fifty percent of countries, but only 22 percent of
other orgamizations, responded "Allowances provided to the FS officer include an amount for
the spouse." DFAIT/CIC also provîded this response, but noted that this amount was provided
for either a spouse or other dependent. Most other organizations (56%), including al] private
companies, indicated that no assistance is offered.

0f the 12 countries that provide some sorto sitne ten provîde pension-related
~ '(assistne e counres prvide spouses with supplemental pension benefits, four countries

provide compensation for the loss of a spouse's public or private pension; and three countries
allow spouses to continue to accrue pension entitienient under the social security program.
One other organization allows spouses to continue to accrue pension entitiement under the
social secunity prograni.

For those who do assist spouses, we asked ini our follow-up calîs what the value of this was.
Resposes ra-nged fromf 72.>uo of salary to up to $ 16,000 US per year. The avMee value Was
approximately $6,203 for the seven respondents who provided figures. In three cases, this

amout i copried f aditinalallwanes rovdedto officers with dependents.

At DFAIT/CIC, the additional allowance amount (for spouse or another dependent) provided
to acomanie officers is equivalent to approximately 8% of the officer's salary, or $4,560.

We also asked respondents what type ofjob search assistance spouses received. Nine of
fifleen countries that responded provide assistance in obtaining a work permit in the host
country, while eight countries reported employing the spouse. as a local staff member abroad if
a suitable position is available. Most other organizations (75%) provide no assistance. Injaddition to the two types of assistance mentioned, DFAIT/CIC canvasses other organizations
fr available jobs (on posting); pays an allowance to cover job search expenses (on posting
ad on return); provides an annual allowance to cover home country professional certification
otraining under certain conditions (on posting and upon return), provides career counselling
(pon return), and provides a series of workshops on career search, self-employment, consulat

training, and immigration.

Fifty percent-of the countries indicated that fewer spouses are accompanying officers on
postings due to career-related issues, and 3 1% reported no substantial, ghsges in the rends.
1'offy-tôur percent of other org-anizations reported a decrease in the number of spouses

(20)
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accompanying officers on postings due to career-related, issues and 22% reported no
substantial change in the trends.

Half of the participating countries and over 70% of other organizations provide no special
hom levesor amiy visits to the host locations for unaccompanie Foreign- Service Of0ces.

Only 20% of the countries provide such trips, and no other organizations provide such trips.
DFAIT/CIC provides two trips per assigmrnent year to its officers when one or more
dependents remnain behind.

(21)
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5.4 Conditions of Service Abroad

Questions in this section of the report focused on the types of allowances, benefits, and

conditions provided, as opposed to the total value represented by these. Virtually al

respondents have in place specific policies governing the conditions of service for employees

abroad. For 76% of respondents (81 % of countrîes), the primary objective of these policies is

to maintain home country living standards and purchasing power. A third of respondents also,

indicated that the objective was to provide incentives to recruit and retain Foreign Service

Officers/expatriates. While most other organizations (67%) reported that the conditions of

service (other than perquisites) did not vary with the level of employee, 56% percent of the

countries reported different conditions at the senior levels (senior managers, ambassadors,
etc.).

5.4.1 Posting Orientation and Relocation

Like DFAITICIC, most countries (63%) and other organizations (56%) do not offer cultural

sensitivity/ psychological suitability testing, but do offer cross-cultural training and language

training, as at DFAIT/CIC. Also similar to DFAIT/CIC, 84% of countries and ail other

organizations provide orientation meetings to discuss relocation and other posting issues.

Three-quarters of the countries and other organizations pay for shipment of household goods

but impose weight and/or volume limits. Most counitries (75%) provide an incidentai

allowance to cover miscellaneous items, mostly as either as a percent of salary;, or a fixed

amount. Sixty-seven percent of other organizations provide an incidentai allowance; either as

a percent of base salary or as a fixed amount.

Sixty-three percent of countries and 44%1/ of other organfizations provide repatriation

counselling for officers and their families upon their return from a postmng.

5.4.2 Incentive and Hardship Premiums and Cost-of-Living

Ten out of 16 countries indicated that they do not provide an incentive premnium. However,

among those who do not provide incentive premiums, three provide a separate allowance

(r'overseas' or "special" allowance) associated with the posting, and one will be introducing a(new overseas conditions of service allowance in July 2002. I addition, six of these ten
countries do not require the officer to pay a portion of the cost of housing on posting. 0f the

six countries that do provide an incentive premnium, four do not require the officer to pay a

portion of the cost of housing on posting.

(22)
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Among those who do provide an mncentive premium, most provide it in the normal pay cycle,
which is the case at DFAIT/CIC. Three of the counitries calculate incentive premniums
according to a step-rated table, as doe DFAIT/CIC. Fifty-six percent of other organizations
provide an incentive premium, either paid in the normal pay cycle or paid as a lump sum.

Fourteen out of 16 countries provide a hardship premium that is paid i the normal pay cycle,
as at DFAITCIC. Five countries calculate hardship premniumn as a fiat amount and four
countries calculate the premium according to a step-rated table, as at DFAIT/CIC. Among
other organizations, most pay a hardship premium in the normal cycle, as a percentage of
salary (ranging from 5% as the minimum percentage to 23% as the maximum, on average)

With respect to a cost-of-living allowance, nime out of 16 countries provide a certain
percentage of base salary, and four countries provide a lump sum. Fifiy-five percent of other
organizations also provide a cost-of-living allowance as a percentage of base salary, most
without a monetary cap. Most countries reported that the cost-of-living amount is adjusted
twice a year (38%) or once a year (19%/). Other organizations adjust the amount either
whenever new data are received (44%) or whenever differential changes by 5% (22%).

Incentive premiums are non-taxable in all countries and in 89% of other organizations.
Hardship premiums are non-taxable in 87% of counitries and 89% of other organizations.
Cost-of-living allowances are non-taxable in all countries and in 78% of other organizations.

5.4.3 Housing Assistance - Home Country

The vast majority of respondents do not provide assistance with home Country housing. Only
one of the countries and one-third of other organizations pay expenses for third party home
management services. In contrast, DFAIT/CIC pays for third-party home management
services.

None of the countries, but 56% of other organizations, provide support for the sale of the
home country residence. Only one country, and 33% of other organizations, provide support
with the purchase of the home country residence. Again, ini contrast to the majority,
DFAIT/CIC provides assistance with the sale and purchase of the home country residence
once per career.

As at DFAIT/CIC, half of the countries and two-thirds of the other organizations provide some
form of assistance to officers whose familles remain in the home country temporarily and join
them afier the start of the assignment.
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5.4.4 Housing Assistance - Host Country

Nmnety-four percent of the countries and 67% other organizations always provide housing
assistance to officers at the host location, as does DFAIT/CIC. However,_10 out of 16

cuntrie dofo eur h fie opyaprinotecst of housing. Mos;t thier
organizations (89%) do require the officer to pay a portion of housing costs, as at DFAIT/CIC.
Aniong those countries and organizations that do require the officer to pay a portion, this
amount is based on a housing deduction norm of approximately 15% of salary. At
DFAIT/CIC, the rent share is based on rentai costs in the Ottawa/Hull area.

With respect to utilities costs (other than telephone), officers at 3 1% of countries and 22% of
other organizations are reimibursed for actual costs. Otficersat 31% ofthe coùntneis an 1%
oftýheo oterorganizations are not reimbursed. At DFAIT/CIC and in 19% oofcountries and
33% of other organizations, utilities costs are included in the housing/cost-of-living allowance.

5.4.5 Medical Costs

The majority of countries cover the additional costs of medical/dental care while on posting,
either through a special home country or international medical plan (38%1/), tbrough cash as a
reîmbursement or others (25% respectively). Other organizations cover these costs through a
special home country or international plan as well (56%1/) or through a host country group or
individual medical plan (22%). DFAIT/CIC covers these costs tbrough its standard private
medical plan.

5.4.6 Perquisites (Perks)

As at DFAIT/CIC, 12 out of 16 countries and 56% of other organizations do not provide
recreational club memnbership to officers. Eleven countries provide an automobile to the head
of mission only. Most other organizations provide an automobile to specific levels and/or in
accordance with the host country norms for the position being fille Most countries (69%) do
provide a representation allowance, either at specific levels or only in accordance with host
country normns for the position being filled. hii two cases, however, the officer must bear a
portion of the cost. DFAIT/CIC provides a representation allowance at specific levels.

5.4.7 Education/Care of Dependents

Forty-four percent of countries and 56% of other organizations pay for elementary and
secondary education as a matter of course. Thirty-two percent of countries and 33% of other
organizations pay for these costs if local public schools are deemed inadequate, as at
DFAIT/CIC. Thirty-one percent of countries and 33% of other organizations indicated they

(24)



DFAIT/CIC/tBS/PAFSO Fina Report
Comparative Study of Terms and Conditions of FS Officers April 23, 2002

would pay ail reasonable education costs, including boardmng, if local schools are inadequate.
Nineteen percent of countries and 22% of other organizations indicated they would pay all
reasonable costs up to a maximumi amount, as at DFAIT/CIC.

Most countries (80%1/) and other organizations (56%) do flot pay for post-secondary education
of dependents while the officer is in the home country. Most countries (67%) do flot pay for
post-secondary education of dependents when the oflicer is on a posting, but 56w% of other
or'ganizations do, as does DFAIT/CIC. 0f those who do, most provide an amnount up to a
fixed limit, as-does DFAIT/CIC.

Only 6% of the countries, and none of the other organizations, pay for day care in the home
country. Thirty-one percent of countries and 22% of other organizations pay for day care on
posting. In contrast, DFAIT/CIC pays for the difference in cost between the home and host
country.

5.4.8 Leave

Frequency of home leave varies among respondents, as shown in the table below. At
DFAIT/CIC, the frequency varies from one trip per four-year posting to one trip per year in
hardship locations. The table below sunmniarizes this information.

Frequency of Home Leave Trips ______

More than 1 trip One trip per year One trip every two One trip every
___________ Per year years three years

Countries 13% 44% 25% 18%
Other 67% 33%
Orgauizations (ftequeny depends on location)

DFAIT/CIC ____ ___1

Nineteen percent of counitries and 56% of other organizations allow the emnployee to use home
leave to travel to a different location, as at DFAIT/CIC.

In more than haîf of the countries (63%) and other organizations (560/), rest and recreation
trips are provided to officers in hardship locations. DFAIT/CIC provides such trips to ahi
officers posted abroad. Thirty-one percent of the countries and 44% of other organizations do
flot provide any rest and recreation trips. The number of R&R trips generally depends on the
posting location in 55% of countries and 40% of other organizations. At DFAIT/CIC, R&R
trips are provided once per year. Typically, the officer may choose the location of the R&R
trip (in 64% of countries and 60% of other organizations), as at DFAIT/CIC.
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Finally, 47%of the countries offer the sarne number of holidays as in the home country (as
does DFAIT/CIC). Other countries either offer the greater of the home and host country
entitiemnent or some other combination. In contrast, seventy-eight percent of other
organizations offer statutory holiday equal to the host country's holidays.
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6 Highlights

The survey resuits indicate that Foreign Service Officers at DFAIT/CIC have similar terrms
and conditions of employmnent to the comparator group in most areas. This section highlights
key points and areas of difference.

6.1 Structure of the Foreign Service

" Other countries have an average of 3.5 levels corresponding to the two FS levels at
DFA1T/CIC.

" Unlike DFAIT/CIC, in 12 out of the 16 countries, Foreign Service Oflicers are also
responsible for Aid.

" Similar to DFAIT/CIC, in most countries, Trade officers are part of the Foreign Service.
However, in 7 out of 16 countries, Trade officers are not considered part of the Foreign
Service.

" Foreign Service Officers in 9 out of 16 countries are responsible for Immigration. In the
other countries, Immigration Officers are not part of the Foreign Service. However, even
where immigration is separate, i three cases, Foreign Service Officers have responsibility
for Consular Affairs, as do Canadian Immigration Officers.

" The minimum education level for consideration as a recrut i baif of ail countries and in
three-quarters of other organizations is a Master's degree or higher. At DFAIT/CIC, an
undergraduate degree is required.

" Fiffeen out of sixteen countries indicated that they recruit to the Foreign Service i general,
like DFAIT/CIC. However, eight of the 16 also recruit into specific specialties such as
economic officer or lawyer. These individuals are compensated as Foreign Service
Officers and not according to their profession

" Unlie DFAIT/CIC, more thm haif of countries (and ail other organizations) indicated that
they recruit officers at mid-career, in addition to recruiting in early-career.

" Only two respondents provide training programs of more than two years. DFAIT/CIC's
initial orientation and training program, is five years in duration.

" In the case of competing iterests, the Human Resources departmnent decides where an
officer will be posted i 63% of countries. In other organizations, this decision is usually
made by the head of the relevant section at headquarters (for 67%). At DFAIT/CIC, the
head of mission has the final say.
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6.2 Highligts - Compensation

Axnong countries that provided compensation information, five have higher salaries than
DFAIT/CIC overail, including two with salaries that are more than 60% higher five have
fairly similar salary levels, and four have somewhat lower salaries. Among other
organizations that provided data, ail have higher salary levels for the comparator jobs.
Among international organizations, education and work experience requirements are
bigher.

" Pension, one of the few comparable benefits, is a similar percentage of salary at
DFAIT/CIC as among the respondents that provided information for this, question.

" Three out of 16 counitries indicated that a foreign language bonus is provided. DFAIT/CIC
does not provide a foreign language bonus.

6.3 Management of Family, Dual-Income and Dual-Career Issues

" Nine out of 16 counitries, as well as DFAIT/CIC, indicated that allowances provided to the
FS officer include an amounit for the spouse.

0f a total of 12 countries that provide some sort of spousal assistance, 10 provide pension-4~ related, assistance: three counitries provide spouses with supplemental pension benefits,
four countries provide compensation for the loss of a spouse's public or private pension;
and three counitries allow spouses to continue to accrue pension entitlement under the
social security prograni. DFAIT/CIC does not provide pension-related assistance to
spouses.

" Nine of fifteen countries provide assistance in obtaining a work permit in the host country
while eight counitries reported employing the spouse as a local staff member abroad if a
suitable position is available. Most other organizations (56%) provide no assistance. I
addition to the two the types of assistance mentioned, DFAIT/CIC provides five other
types of assistance, as noted on page 19.

6.4 Conditions of Service Abroad

*Ten out of 16 countries indicated that they do not provide an incentive premiumn.
However, three of these 10 provide a separate allowance ("overseas" or "special"
allowance) associated with the posting, and one will be introducing a new overseas
conditions of service allowance soon. Ini addition, six of these ten counitries do not require
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the officer to pay a portion of the cost of housing on posting. DFAIT/CIC provides
incentive premniums for officers gomng abroad.

" Only one of the countries and one-third of other organizations pay expenses for third party
home management services. Ini contrast, DFAIT/CIC pays for third-party home
management services.

" None of the countries, but 56% of other organizations, provide support for the sale of the
home country residence. Only one country, and 33% of other organizations, provide
support with the purchase of the home country residence. DFAIT/CIC provides assistance
with the sale and purchase of the home country residence once per career.

" Ten out of 16 countries do not require the officer to pay a portion of the cost of housing.
DFAIT/CIC requires the officer to pay a portion of the cost of housing.

" Only 6% of the countries, and none of the other organizations, pay for day care ini the
home country. Thirty-one percent of countries and 22% of other organizations pay for day
care on postmng. DFAIT/CIC pays for the difference in cost between the home and host
country.

" At DFAIT/CIC, officers are permitted to use home leave to travel to different locations.
Only 19% of countries (and 56% of other organizations) allow the employee to use home
leave to travel to a different location.

As the stakeholders have requested that we present only the facts, we wMl not comment on the
implications of any of these differences.

Ciexp4% % il"',
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PricewaterhouseCoopers LLP
Survey of Terms and Conditions of Employment

on Behaif of the Canadian Department of Foreign Affairs and International Trade
and Citizenship and Immigration Canada

"Foreign Service in Other Counfries" Version

lhe Departmnent of Foreign Affairs and International Trade and the Department of Citizenship
and Immigration i Canada are conducting researchi to compare ternis and conditions of
employment of Foreign Service Officers to those iu other counitries. These two departments
employ Foreign Service Officers who are stationed at Canadian missions abroad and across
Canada. Throughout their careers they rotate between Headquarters and international postings.
Canadian Foreign Service Officers are Public Servants with their own collective agreement.
They are posted abroad based on a formaI annual postmng process that takes into account a
nun-ber of criteria, including openings, employee skill sets and career objectives, employee
preferences and management requirements.

Your country's Foreign Service lias been selected as a comparator. The attached questionnaire
contains questions relating to four areas:

Section I - Structure and Management Practices
Section II - Comnpensation
Section III - Dual-Career and Dual-Incomne Issues
Section IV - Conditions of Service Abroad

Before completinig the questionnaire, please refer to the Glossary of Terms that follows the
Participant Informiation page. The Glossary lias been provided to explain the meaning of certain
ternis used in thîs survey. We have lefi room, for you to indicate if your definitions of the tenus
differ from ours.

The survey will take approximately two hours to complete and may require the input of one or
more of your colleagues lu addition to your own input. We recognize that this is asking a
significant contribution of your time and effort, and we deeply appreciate your assistance.

In return for your participation, you will receive a report summarizing the findings of this
comparative study. This infonmation will be available early lu the new year.

Please complete the survey and subniit it to Sharon Clark by fax, at 1-613-237-3963.

If you have any questions, please contact Sharon Clark by telephone at 1-613-755-5953 or by e-
mail at sharon.r.clark@ca.pwcgîobal.com , or contact Ian Fernandez at 1-613-237-3702,
extension 8408 or ian.n.fernandez@ca.pwcglobal.com.

Thank you lu advance for your participation.

Foreign Service in Other Countries version t3204/23/2002
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on Behalf of the Canadian Department of Foreign Affairs and International Trade
and Citizenship and Immigration Canada

PARTICIPANT INFORMATION (Please Print):

Country:

Survey questionnaire completed by:

Name:

Title:

Mailing Address:

Survey Report to be addressed to:

Name:

Title:

Mailing Address:

Telephone (with country code):

Fax:

E-mail address:

Telephone (with country code):

Fax:

E-mail address:
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Glossary of Ternis

Please indicate in the space provided if definitions of these terms differ in your country'sforeign service.

Terni Definition

Assignment/ Tour of duty outside the home country for a minimum of 12 months, from which the staff member is
Posting expected to return to die point of origin or to be posted to another location

Benefits in Benefits provided to staff in the form of goods or services paid for by the employer. For example,

Kind housing, meals, transportation, food vouchers

Cap A limit, usually monetary, above which no benefit is provided

Compen- The remuneration paîd to an employee. Compensation can include salary or wages, insurance and
sation other benefits provided by dhe employer, short-term (armual or shorter) incentive or bonus payments,

long-terni incentive payments, benefits in kind (non-cash goods, e.g., automobiles, meals, housing), or
perquisites (benefits available only to certain levels of employeea (c.g., club membershîp)

Cost-of- An allowance meant to offset the additional cost of meeting day-to-day living expenses in the host
Living location. Also called COLA, Goods and Services Allowance, Cost-of-Living or Goods and Services
Allowance Differential, Post Index

Dependant Spouse and any unmamied cluld for whom the staff memiber or the spouse Îs the main support and/or
who normally lives with the staff member or the spouse

Expatriate A staff member workting away from his/her home country or country of original hire

Forced An eniployer-initiated termination of employment
Attrition

Foreign A professional staff memrber of your country's Foreign Service who will generally be assigned to a
Service number of foreign postinga during his or her career to represent your country.
Officer

Forign Service in Other Countries Version4//20 4/23/2W2
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Hardship An allowance payable in recognition of undesirable conditions existmng at certain posts, including
Allowance/ any combination of the following factors:
Premiuni 0 Geographic isolation

* Personal security/safety
* Cultural differences/language
* Climate/environmental factors

Hardship A location that is more difficuit to live in thm the assignee's home location. Hardshi may be caused by any
Location combination of the following factors:

* Geographic isolation
* Personal security/safety
* Cultural differences/language
" Climate/environmental factors

Locations may be classified according to the level of hardship encountered.

Headquarters Typically, the capital city or seat of governiment of the home country
Location

Home The country or specific location from which an expatriate is sent

Home Leave Entitlement to a paid trip to the home country or elsewhere as part of the assignment regardless of the host

Travel location

Host The country or specific location to which an expatriate is sent

Housîng Share A fixed amount charged to expattiates which offsets the cost of host country housing provided or paid for' by

or Deduction the employer

Incentive An amourit provided to expatriates in recognition of the differences, some of which may be financial, that
Premium could resuit from serving abroad. The mncentive premium also serves to attract and retain employees to

positions requiring service abroad.

Pay (vert,) Ini the context of providing a benefit to an expatriate, paying will include direct provision of a benefit to the
staff mnember, direct payment to the staff member, reimibursement of thie staff member for incurred exPenses,
and payment to a third party on behaif of the staff member

Foreign Service in Other Countrire Version /3204/23/2002
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Per Diem A fixed amount of money provided for general daily expenses

Perquisites Benefits provided only to certain levels of staff Typical perquisites iniclude cars, social club memberships,
personal expense accounts

Range Under normal circumstances, the highest salary payable to an employee in a certain position
Maximum

Range Mid- The salary halfway between the minimum and maximum of the range
point

Range Under normal circumastances, the lowest salary payable to an employee in a certain position
Minimum

Rest & Entitlement provided to staff mnembers at a hardship location to take a paid trip to a non-hardship location
Recreation
Trip

Salary Salary should include any special payments (e.g., 13'à month, vacation bonus that is separate fromn travel
allowance) paid to ail staff as a normal part of the annual remuneration (but excludmng any payment for
knowledge of an additional language)

Salary Range The range of rates of salary that an employee in a certain position may receive, fromn the minimum to the
maximum

Spouse In Canada, this is defmned as dhe legal or common-law patner or samne-sex patner with whom. the staff
member lias a long-termi relatîonship.

Statutory Day designated as a non-work day for most workers and on which most goverument offices are closed. May
Holiday be a Iegislated or reigious holiday

Voluntary An employee-initiated termination of employment
Separation

Foreign Service i Other Countrics Version 23224M/2002
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SECTION I - STRUCTURE AND MANAGEMENT PRACTICES

The following questions address the structure of your country's Foreign service and management
practices such as recruitment, training, and promotions. The purpose of these questions is to gain
an understanding of how your Foreign Service is structured, as compared to Canada's Foreign
Service, and to examine some of the less tangible aspects of employment.

Structure of the Forei Service

1. Is your Foreign Service part of the overall Public Service or separate from it?

(a) Part of the Public Service

(b) Separate from the Public Service

2. What are the primary responsibilities of your Foreign Service Officers?

Please check all that apply

(a) Political/Economic

(b) Trade

(c) Administration

(d) Immigration

(e) Aid

(f) Other:

3. Are trade officers included in the Foreign Service Officer group, or are they a
separate group?

Please check one response only.

(a) Trade officers are included in the Foreign Service Officer group

(b) Trade officers are a separate group

4. Do you have officers who specialize in immigradon at postings abroad?

(a) Yes, at all postings

(b) At some postings

(c) No

5. Are immigraion officers included in the Foreign Service Officer group, or are they a separate
group?
(a) Immigration officers are included in the Foreign Service Officer group

(b) Immigration officers are a separate group

Foreign Service in Other Counies Vesion 4/232002
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6. Are aid officers lncluded ini the Foreign Service Officer group, or are they a separate group?

(a) Aid officers are included in the Foreign Service Oflicer group

(b) Aid officers are a separate groupH

7. Are your Foreign Service Officers represented for bargalning, that iu, are they part of a
collective bargalning agreement? (This may be a professlonal ssociation, a union, or other
formai group)

(a) No

(b) Yes

Recruitment

8. What are the minimum criteria for consideration as a Foreign Service Officer recruit?

Please insert specific response for each category.

(a) Educational level (High School, Undergraduate Degree, Master 's Degree, PhD)

(b) Years of work experience (num ber)

(c) Foreign languges (num ber of languages)

(d) Other

9. In actual practice, what is the highest level of education possessed by most new recruits?

Please check one response only.

(a) Undergraduate degree

(b) Master's degree

(c) PhD

(d) Other:

10. In actual practice, how many years of work experience do most new recruits have?

(a) Two years or Iess

(b) More than two years but less than five years

(c) Five years or more

Foreign Serice in Odier Countries Vmrion /3204t23/2002
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11. To which of the foilowlng do you recruit?
Please check ail that apply

(a) Officers are recruited to the Foreign Service in general

(b) Officers are recruted to a speciflo assignment abroad

(c) Officers are recruited to a specific speciality or position

Please specify whîch speciaities/postons____________

12. If your Foreign Service recruits are speclalluts i particular areas, are they
compensated as Foreign Service Officers, or accordlng to thefr profession?

(a) Compensated as Foreign Service Officers

(b) Compensated according to their profession

Mid-career Recruitment

13. Do you recruit Foreign Service Officers at mld-career, that is, professionals or
otheri wîth extensive work experience who wlsh to make a career change?

(a) No, ail officers are recruited early in their careers (Please go to Question 16)

(b) Yes, but only from within the Public Service

(c) Yes, ftom within the Public Service and the private sector

14. What are the minimum criteria for consideration as a mid-career recruit?

Please insert spec/ifc response for each category

(a) Educational level (High School, Undergraduate degree, Master's Degree, PhD)

(b) Years of work experience (num ber)

(c) Foreign languages (number of languages)

(d) Other

15. At wkat level. are nud-career recruits typically placed?

(a) Same level as early-career recruits

(b) Same level. as early-career recruits, but on a faster progression path

(c) Appropriate level. commensurate with work experience

(d) Other:
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Locaily Hired Professional Staff (staff hired in the host country to work at aImission in that countty)

16. What is the overail trend of staffing foreigu missions wlth localiy hired
professionals inutead of Foreign Service Officers?

Please check one response only.

(a) Percentage of locally hired professionals is falling

(b) Percentage of locally hired professionals remains steady

(c) Percentage of locally hired professionals is rising

(d) Other

Profeusional Orientation and Training

17. What klnd of orientation and training are provlded to new Foreign Service Officers?

Please check ai that apply

(a) On-the-job-traiing

U (b) Classroom-setting courses

(c) Self-study courses

(d) Domestic training assiguments

(e) Foreign training assignments

(0 Languge training

(g) Other:

18. How long lu the orientation and training program for new Foreign Service Officers?

(a) 6 months or leus

(b) More than 6 but less dma 12 months

(c) 12 to 24 months

(d) More than two years

19. After the Initial orientation and training period, how many days of training are
typicaily provided per year? Please insert the number of days.E ]
Posting Information

20. What lu the average Iength of a standard foreign posting (to one country), In
years? Please round to thte nearestyear.E l
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21. Do officers typicaliy return to their home country after a forelgn pouting?

(a) Yes, they typically return home and do flot undertake any more foreigu postings

(b) Yes, they typically rotate between home ani foreign postings

(c) Yes, but oni>' afler two or more consecutive postings

(d) No, they are typically posted to a new location and consider a posting to the
home country as another temporary posting

(e) Managed on a case-by-case basis

(f) Other:

22. Are Forelgu Service Officers able to Influence if and where they Wli be posted?

(a) No, they have no influence

(b) Yes, but other factors override personal choice

(c) Personal choice weighs heavily

(d) Officers may trn down postings without consequence.

23. lu the case of competing înterests, who makes the flnai decision. regarding where a
Foreign Service Offcer wIlI be posted? Please check one response only.

(a) Personnel or human resources departinent

(b) Head of mission

(c) Head of relevant section at headquarters

(d) Other

24. On average how much notice are lndividuals given regarding thefr posting

location and startng date, ln months?[i]

25. What Is the typical duration of a hardship posting, in years?

Enter specific number ofyears, rounding ta the nearestyear.

(a) "Easîest" hardship location

(b) 'Hardest" hardship location

(c) Othier___________________________

(d) Other_______________

(e) Not applicable
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26. In a typical Foreign Service career, how many hardship postings must an Officer take?

(a) None

(b) One

(c) Two or more

(d) Other

27. The foliowing is a list of possible reasons for candidates to turu down a foreigu
postlng. Please rank them in order of frequency of occurrence in your organization.

Please enter "I "for the most common reason, "2 "for the next most common, etc. Please
do flot use the samte value twice.

(a) Inadequate compensation offer

(b) Poor fit of posting responsibilities with officer's skills

(c) Inability of spouse/partner to work at the posting location

(d) Inability of same-sex partner or common-law partner to be included. on the officer's
visa and/or passport

(e) Parental/other aduit care responsibilities

(f) Local conditions (isolation, perso" security, cul"ua differences,
dlimate, absence of health cane facilities)

(g) Other:

(h) Other:

1Career Progression

28. What criteria are uued to determnine if an individual wMi be promoted?

oelease check ail that apply) From To 5*~
entry level To 3e' To 4" Level or

(a) Performance appraisals

(b) Interview

(c) Simulation exercise

(d) Years of experience mn grade

(e) Postings abroad

(f) Existence of an opening at the next level

(g) Other:_____________ ____

(h) Other__________
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29. For each of the levels below, on average, how long (in years) wili a Foreign Service
Officer remamn in that level before belng promoted?

Level Entryl Second jThird Level Fourth
YasfTrainee Level Level fJ Level

30. Does career progression differ for mid-career recruits?

(a) Not applicable!/ No mid-career recruits

(b) No

(c) Yes

Please describe.__________________________

31. For each of the levels below, what ls the annual level of attrition of Foreign Service Officers, that
lu, Foreign Service Offceru Ieavlng the Foreign Service?

Percentage Leaving
Level 0-2% 3-5% 6-9% 10-15% 16-20% > 20%

Entry or Traince Level

Second Level

Third Level

Fourth Level

Ail Foreign Service

32. Of the Foreign Service Officers who, leave at each level, please Indicate the percentage leaving
for each of the reasons below:

Level Retirement orI
Death in Voluntary Forced

__________ Service - Separation Attrition Promotion Toa
Entry or Trainee Level 100%
Second Level ______ __________________ 10
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Level Retirement or
Death ln Voluntary Forced
Service Separation Attrition Promotion Total

Third Level 100%

Fourth Level 100%

33. 0f those who leave due to voluntary separation, please rank the top three reasons for leaving at
each level. In each row, place a "1" lu the columu that refleets the most common reason, a "2"
for theêsecond most common reason, and a "3" for the third most common reason.

Faily or
spoumal Career If Other,

Level Compensation career Change- Lifestyle Other Specify
Entry or Traince Level

Second Level

Tird Level

Fourth Level

34. WVhich of the folowing statements best characterizes turnover wlthln your Foreign Service?
Please check one response only

(a) On average, turnover îs falling

(b) On average, turnover remiains steady

(c) On average, turnover la rising

35. What initiatives are lu place in the organization to encourage retention of Foreign
Service Officers?
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SECTION Il1 - COMPENSATION

The objective of this section is to gather information on the base salary of comparable positions
as well as other aspects of compensation, including bonuses, pension plans, benefits and
perquisites.

In order to produce valid comparisons, we have provided brief descriptions of the qualifications
and work of Canadian Foreign Service Officers below. We request that you provide descriptions
of comparable jobs in your Foreign Service and the relevant compensation and benefits data for
these jobs.

Job Matching

lIn this part of the survey we ask you to match certain Canadian Foreign Service Officer positions with
similar positions in your Foreign Service. This will enable us to compare the compensation of similar
positions.

Below you will flnd short descriptions of four levels of Canadian Foreign Service Officer positions. The
job descriptions encompass activity in the following main subject areas, and related programs and services:
0 foreign policy (political, economic, international security)
0 trade policy
a international business development
a investmient science and technology promotion
a social and immigration policy and operations
# public diplomacy
6 international cultural relations

JOB A

This is an earlv are position. Individuals at this level would participate in a combination of formal
training and on-the-Job assignments. The incumbent would typically carry the designation of Second
Serar afier one year on assignmnent abroad, reporting to a head of section at a mission.

Responsibilities might include:
* Analyzing and reporting on issues and developments, in assigned subject areas
* Researching and compffing information
* Doing field work on particular aspects of bilateral or multilateral matters affecting national

interests
* Participating in projects or working groups to advocate or promote national positions

internationally
* Assisting in planning and implementing particular programs, policies and initiatives
* Processing an assigned caseload
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JOB B

This is an analyst position. Individuals at this level might also, manage a component of a program. The
incumbent would typically carry the designation of First Seceav reporting to a head of section at a
mission or act as head of section at a small mission.

Responsibilities might include:
a Analyzing and reporting on issues and developments in assigned subject areas
0 Distillmng the resuits of research and providing policy advice and recommendations
0 Actively promoting national positions on bilateral or multilateral matters with foreign

governments, international organizations, non-goveramental organizations, the media, and private
corporations

0 Taking the lead on projects or woring groups to advocate or promote national positions
internationally

0 Preparmng plans and implementing particular programs, policies and initiatives
0 Managing a component of a program.

JOB C

This is an onerational or program manager position. Individuals at this level would manage an operation or
prograin. The încumbent would typically carry the designation Counsellor, reporting to Uic Head of
Mission.

Responsibilities might include:
* Formulating strategic responses to developments affecting national interests in assigned subject

areas
* Directing; and overseemg policy in assigned subjeot area
* Managing, coordinating and implementing programs, including managing related operational

budgets and supervising and directing both national and locally-engaged officers and support staff
* Providing leadership in promoting, advocating and negotiating national policies and positions
* Monitoring control and enforcement activities, and liasing wiUi domestic and international

organizations on security-related. issues
* Managing an operation or program.

JOB D

This is an executive-level position. Individuals at this level would typically carry Uic designation of
Minister-Counsellor at a larger mission or Ambassador at a smaller mission.

Responsibilities might include:
* Overseeing Uic management of bilateral relations wiUi anoUier country or national representation

at an international organization.
* Developing, coordinating, and managing national policies and programs on speciflo issues and

developnients
* Providing authoritative policy advice and briefings to Ministers and senior managers on policy

priorities and objectives
* Developing and implementing operational policies, guidelines, and procedures to ensure cost-

effective pursuit of national objectives and delivery of services to priority clients.
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Job Match Comparisons Guide

Since no two matches are expected to be îdentical, we have provided a guide to matching the positions:

Match ++: Your job matches many of the characteristics of die Canadian position, and it exceeds certain
of them by a wide margin, or
Your job exceedis many of the characteristics of the Canadian position by a small margin

Match +: Your job matches many of dhe characteristics of the Canadian position, but it exceeds certain
of them by a small mri

Match: Your job is a close match of the characteristics of the Canadian position

Match: Your job matches many of the characteristics of the Canadian position, but it is lighter than
certain of them by a small margin

Match- Your job matches many of the characteristics of the Canadian position, but it is lighter than
certain of them by a wîde margin, or
Your job is lighter than many of the characteristics of the Canadian position by a small
margin

1. In the foflowmng table, please match your country's Foreign Service Officer positions to the
Canadian Foreign Service Officer positions described above. In the first columu, indicate the
level of your country's Foreign Service Officer te whlch you are making the comparison. In the
middle columu, please indicate the level. of Canadien Foreign Service Officer te whick you are
making the comparison. In the right-hand column, lndicate the degree of match based oni the
Instructions above (e.g., "match -" If your officer ha8 a Iower level of responslbllty than the
Canadian offcer)

Your Position Titie Canadian Position Titie Degree of Match(+-
_____________________ _ (Job A, Job B, Job C, or Job D) __________
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Salary Ranges

2. For the. positions matched lu the previous section, please provide the foilowmng data:

____________________sal Range (Annual Rate)

Job Titie Minimum Maximum Average Actual. Salary

3. Do you place any controls on the ability of a Foreign Service Officer to earn a
salary hlgher than the mid-point?

(a) No, Foreign Service Officers may receive salaries up to the range maximum

(b) Yes, salaries above the mid-point are restricted to special exceptions

(c) Yes, the amaount of salai>' above the mid-point must be earned each year by
superior performance

(d) Yes, other:__________________

4. How do Foreign Service Ofiers typicaily move through the salary range?

(a) B>' individually detrmined increments based on performance

(b) By a percentage-rated grid based on performance

(c) By a step-rated grid based on senîority

(d) Other:______________________

5. On average, or by formula, how long would it typlcally take a Foreign Service
Officer to move fromt minimum salary to thie maximum or other control point?

(a) Two years or les

(b) More than two years but less than five years

(c) Five years or more
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Other Compensation

6. Please describe the total remuneration package provided, to, your Forelgn Service Officers and
estimate thue cost or value of each element as a percentage of the positlon's salar range mld-
point hl-way point between the minimum and maximum).

Compensation Type Value as Description
% of Base

Salary Mid-
Point _____________________________

Base salary 100% _________________
Annual bonus or Please specify the nature of the plan(s):
incentive plan(s)

Other cash compensation Please specify' the nature of the compensation:
(including foreign
language bonus, if
applicable)

Long-terni încentive PMease specify the nature of the plan:
plans

Pensîon/Retirement/ Please specify the type of plan(s):
Superannuation plans

Employee benefits Please specify which benefits:

Benefits ini kind Please specîfy' which benefits:

Perquisites Please specify which perquistes:

Other (if significant)
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Comparison to Other Civil Service Positions

7. As an approximation, where do Foreign Service salaries fail when compared to
other profesuional groups Iu your civil service?

(a) I the top 10 percent?

(b) In the top 20 percent?

(c) Ini the top 30 percent?

(d) Other:___________ ____

8. Please provide the ualary minimum and maximum for the following positions in your civil
service.

Tracte officer (if Immigration
scpaite from Foreign officer (if separte

Service Officer and not from Foreg Serice hIvesment
Economist Iwe ocay engaged) Officer fie

Level 1 Min
Level 1 Max

Level 2 Min
Level 2 Max

Level 3 Min

Level 3 Max

Level 4 Min

Level 4 Max

9. Please provide your civil servlce's executive salary range, from, the minimum salary for the
Iowest level executive to the maximum salary for the hlghest level executive.

Titie/Position Salary
Lowest Executive j Minimum)
Hlghest Executive 0aximumn
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SECTION IH - MANAGEMENT 0F FAMILY, DUAL-INCOME AND
DUAL-CAREER ISSUES

The questions below focus on aspects of life and work that affect a working spouse
accompanying the Foreign Service Officer abroad.

1. What Is your policy regarding compensation for the lous of spousai income
and pension while onforeign posdags? (Please sec the Glossary for a definition
0f"spouse.")

Please check ail that app>'.

(a) No assistance

(b) No policy

(c) No policy yet, but currently under consideration

(d) Allowances provided to the Foreign Service Off icer include an amount for the
spouse

(e) Accompanying spouses are entitled to receive unemployment insurance or
other social security system loss-of-employment compensation on>' ifthey are
notpermiîtted to work in the host location

(t) Accompanying spouses are entitled to receive unemployment insurance or
other social security system loss-of-employment compensation under an>'
cîrcumnstances

(g) Compensation is provided for the Ioss of a spouse's public or private pension

(h) Accompanying spouses are provided with suppleniental pension benefits

(i) Accompanying spouses continue to accrue pension entitiement under the
social security programn while on foreign posting

() Accompanying spouses are provided compensation or an allowance in
recognition of their representational responsibilities

Lowest level eligible (if applicable)

(k) Managed on a case-by-case basis

(1) Other.
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2. Do you assist the spouse t. id employment at the postlng location and UPOn
returui front a foreigu posting?

Please check ail those that apply: On Upon
posting return

(a) No

(b) Employ at foreign/home location as a local staff member if suitable
position is available

(c) Employ at foreign/home location as a Foreign Sen'ice Officer if
suitable position is availble

(d) Canvass other organizations for available jobs

(e) Pay allowance to cover job search expenses (e.g., currculum vitae
preparation, translation, employment agency fées)

(t) Assist to obtain work permit N/A
(g) Provide allowance to cover host country certification/continuing N/A

education/tramning programns if required for spouse to work

(h) Provide annual allowance to cover home country professional
certification, continuing education, training or personal interest
pro grams

(i) Managed on a case-by-case basis

() Other

3. What hs the trend with respect to spouses flot accompanylng Foreign Service
Officers on posting due to career-related issues?
(a) On average, fewer spouses are accompanyinýg officers on posting due to

career-related issues.

(b) Thiere has been no substantial change in the numaber of spouses not
accompanying officers on posting due to career-related issues.

(c) Don't know

(d) N/A

(e) Other
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4. Are unaccompanled Foreign Service Officers provided wlth special Home
Leaves or famliy visits to the host location?

(a) No

(b) Yes, one extra trip per assigoment year

(c) Yes, two extra trips per assignent year

(d) Yes, more dma two extra trips per assigoment year

5. Please describe auy policy changes that you are conslderlng that would affect
your answers to any of the questions above (please use a separate sheet of
piper If necessary):

SECTION IV - COND)ITIONS 0F SERVICE ABROAD

The objective of this section is to gatlxr ïeformation about the unique factors that affect life
abroad for a Foreign Service Offwe.

i Administrative Information

1. Do you have specille policies governlng the conditions of service of Foreign Service
Officers, abroad?

(a) Yes

(b) No

Forrign Scrice in Other Couwiiems Vmion4/320 4/23/2002

.--- à



PricewaterhouseCoopers LLP
Survey of Terms and Conditions of Employment

on Behaif of the Canadîan Department of Foreign Affairs and International Trade
and Citizenship and Immigration Canada

2. What sfrategic objectives determine your general forelgu assigument ternis
and conditions?

Please check ai that apply

(a) Provide incentives to recruit and retain Foreign Service Officer

(b) Maintain home countr y living standards and purchasing power (Le., "keep
whole")

(c) Exceed home country living standards and purchasing power

(d) Match host country living standards and purchasing power

(e) Match terîns and conditions typîcally offered by multinational comparues

(f) Other

3. Do the conditions of service abroad (other than perquisites) vary wlth the level
of the Foreign Service Officer?

(a) No

(b) Yes

Please indicate the level ai whîch the distinctîon is usuaily made:

Postin Orientation

4. Please indicate if tihe foilowlng services are provide

Please check one box in each column.

(a) No

(b) Yes, Foreign Service Officer only

(c) Yes, Foreign Service Officer and spouse

(d) Yes, on a case-by-case basis

(e) Other___________

5. Do you provide au orientation meeting to discuss relocation Mnd other posting
issues?

(a) Yes

(b) NoH
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Relocation

6. Do you pay for the shlpment of household goods to and from a forelgn posting?

(a) No

(b) Yes, ail reasonable costs

(c) Yes, but with weight and/or volume limits

(d) Yes, but only if the staff member leases unfurnished housing

(e) Yes, but only partial if fuily/parialfly furnished quarters are leased

(f) Other

7. Do you provide an additioual incidentai ailowance to Foreign Service OfNTcers
moving to and from a foreigu postlng to cover misceilaneous Items not specificaily
covered in the policy (e4g, ttiephaue or cable connections)?
(a) No

(b) Yes, expr'esed as a pcwreit vî base salary without a cap

(c) Yms cxaedm a5 pmýc idbase salary witli a cap

.Pei,*ewkq of safzrDk for response (b) or (c)

4mma er t li response (c)

(d) Yes, fimed maou

Monckjry amouni

(e) Oter.______ __________

Incentive and &tÈf PreWm s and Cost7of-Lvi

8. Please lndlcate whether yeu pmtoviae an Incentive premlumm (e.g., Foreign Service Premlum,
Ausigument Bonus) to forelgu Service Officers accepting an overseas posting, and whether you
provIde a hardship preuam to Foreign Service Officers accepting a posting at a hardshlp location.

Please check one box in each column. Incentive Hardsbp
premium rmu

(a) No

(b) Yes, paid in a lumpsumn

(c) Yes, paid ini the normal pay cycle (e.g., monthly)

(d) Yes, paid annuaily

(e) Yes, at the end of posting

(f) Yes, but format varies by location

(g) Other:______________________
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9. If you provide an incentive premitun and/or harduhip premium,4 on what basis is it calculated?
Please check one box in each column. Incentive Hardship

premium premiuxn
(a) Expressed as a percent of base saiary without a monetary cap

(b) Expressed as a percent of base salary with a monetaiy cap

Please respond to thefolowing ifyou checloed off (a) or (b)

Percentage, if the premium is the same for ailpostings

Lowest percentage, if the premium varies by location

Highestpercentage if the premium varies by location

Annual salary cap for response (b)

(c) Varies according to a step-rated table

(d) Expressed as a fixed number of montha of base salary

Number of months

(e) Fiat amount for ail officers

Annualfiat amount

10. Do you provide a Cost-of-Livig aliowance for Foreign Service Officers en
posting?

(a) No

(b) Yes, paid out as a fixed amount

(c) Yes, as a percentage of base salary without a monetary cap

(d) Yes, as a percentage of base salary with a monetary cap

Annual salary cap

(e) Other

11. If you provide a Cost-of-Llvlng ailowance, how often ls the amount adjusted?

(a) Allowance is fixed for length of postiug

(b) Adjusted anmually

(c) Adjusted whenever new data are receiveci

(d) Adjusted whenever differential changes by at least a fixed percentage

Minimum percentage

(e) Other
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12. Which of the foilowing are taxable to the staff member?
Please check ai that apply

(a) Incentive premiuni

(b) Hardship premium

(c) Cost-of-living allowance

(d) Other:

Assistance with Home Country Housing

13. Do you have a housing assistance program designed to help a Foreign Service
Officer maintain a residence ln the home country?

(a) No

(b) Yes, pay ail expenses for third party home management services
(c) Yes, pay third-party home management services to a set maximum

Annuai maximum

(d) Yes, but organization reimburses for only speciflo fees

(e) Yes, organization pays a flat amount

Fiat amount

(t) Yes, organization reimburses on an ad hoc basis

(g) Other:

14. Do you guarantee to a Foreign Service Officer reimbursement of a loss front
the rentai of the home country principal residence?

(a) No

(b) Yes, with a cap of a specifled monetary anxount or number of months rent
(c) Yes, organization absorbs the loss without limit

(d) Wili stop housing sharededuction for a period

(e) Reduce housing share paid by the Foreign Service Oflicer to offset this loss

(f) Managed on a case-by-case basis
(g) Other:

15. Do you provide assistance with the sale and/or purchase of the home Pur-
country principal residence? sale Chasn
(a) No

(b) Yes, once pet posting

(c) Yes, based on a différent frequency_____________
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16. Do you provide special financial assistance to Foreign Service Officers whose
familles remain. in the home country temporarily and join themn after the start
of the posting?

(a) No

(b) Yes, home housing share/deduction. delayed until family vacates home
country residence.

Please specify maximum perfod

(c) Other:

Assistance with Host Country Housimg (Abroad)

17. Do you provide assistance for housing to Foreign Service Officers at the host
location?

(a) No

(b) Yes, alway-s

(c) Only where housmng couts are higher

(d) Other

18. Do you require the officer to pay a portion of the cost of housing at the hout
location?

(a) No

(b) Yes

Ifyes, on what basîs is the amount determnined?__________

(c) Other

19. Do you pay for hoit location utilities costs (excluding telephone)?

(a) No

(b) Yes, mncluded in the housing/Cost-of-Livîng allowance

(c) Yes, Foreign Service Officer reimabursed for actual costs

(d) Yes, reimbursed in selected locations only

(e) Other:
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Employee Benefits Abroad

20. Do you cover the additional costs of medical/dental care wIile on a forelgu postlng?

Please check ail that apply

(a) No

(b) Yes, though the home country organization's standard private medical plan

(c) Yes, through a special home country or international medical plan

(d) Yes, through a ho8t country group or individual medical. plan

(e) Yes, tbrough a cash reimibursemnent

(f) Other

(g) Not applicable

Per ulsites Abroad

21. Please lndkate If yo prwside the f.Ibowing perquisites: Please
check ail Mmçe tae apl*

(a) No

(b) Managed en & caw- 175-cm

(c) Yes, witheuIt wei ~râ, Rîzi rvice Officer

(d) Yes, wids tdm Fereiîa fSaice Qticer bearing a portion of the cost

(e) Only in actordance -nAâhostzmntry norms for the position being
filled

(t) Only in specific looe&àow

(g) Only at specifl eic

Lowest level e1igiMe-:

(h) Other_____________

*compensation to offset thec additional costs (c.g., clothes, entertaitnent) ofrpe

]E-ducation

22. Do you pay for private schooling in the host location?

(a) No

(b) Yes, but only if the public schools arc deemed inadequate

(c) Yes, as a matter of course

(d) Yes, but only if the language of instruction is not spoken by the student

(e) Managcd on a case-by-case basis

Recretional
Club

Automobile Membershin

îentimg your country

Elementary Secodaiy
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23. What dependant edacation costs (elementary and secondary grades) incurred, by
Foreign Service Officers on international pouting do you pay for?

(a) Ail reasonable costs, including boarding if local schools are inadequate

(b) Ail reasonable costs excludimg boarding

(c) Ail reasonable, costs up to a maximum amount

(d) Ail reasonable costs above a fixed amounit

(e) Fixed amount

(t) Specific cos only

(g) Other:

24. Do you pay for any costs for pout-secondary education of dependents?

(a) No

(b) Yes, up to'afixed limit

Annualfiat amount

(c) Yes, but tuition only

(d) Yes, dormitory roomn and board

(e) No experience/No policy

(f) Othier

25. Do you pay for day care (formai, "home day care" or nanny)/pre-
school/nursery school costs?

(a) No

(b) Yes, diffrence between home and host

(c) Yes, if cost is above a fixed amnounit

Annual amount above which costs are covered

(d) Yes, but only if mandated in the home country

(e) Managed on a case-by-case basis

(f) No policy/no experience

(g) Other

Elemnentary Secondary

lIn the home In the host
countr countr

In the home ln the host
country country
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Home Leave, R&R Leave, Vacation and Holidays

26. Do you provide Home Leave travel to your Foreign Service Officers?

(a) No (Go to Question 28)

(b) Yes, organization offers one trip per posting year

(c) Yes, organization offers more than one trip per posting yea

(d) Other:

27. Do you permit a Foreign Service Officer to use Home Leave to travel to a
different country and stili be eligible for reimbursement?

(a) No, the assignee must retum to the home country

(b) Yes, the assignee will receive reimbursement up to the amount that would
have been paid had he/she returned to the home country

(c) Yes, the assignee receives a cash allowance to, use as he/she desires without
providing receipts

(d) Other:

28. Do you provide Rest & Recreation trips separatefrom home leave travel to
Foreign Service Officers?

(a) No (Go to Question 31)

(b) Yes, but only to Foreign Service Officers in hardship locations

(c) Yes, to ail Foreign Service Officers posted abroad

29. What is the frequency of Rest & Recreation trips ailowed?

(a) Once a year

(b) Twice a year

(c) More than twice a year

(d) The number of leaves depends on the posting location

(e) Other

30. Who chooses the.Rest & Recreation destination?

(a) Organization

(b) Foreign Service OfficerH

Foregn Service in OtherCountries Verion /3224/23/M
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31. What is the Foreign Service Officer's utatutory holiday entitiement during the postlng?

(a) Same number of holidays as in the home country

(b) Host country's holidays

(c) Greater of home or host country entitiement

(d) Other:

Repatriation

32. Do you provide repatriation counueillng for Foreign Service OffIcers and their
familles upon thefr return from a forelgn pouting?
(a) No

(b) YesH

33. Are Foreign Service Officers who voluntarily terminate their posting early and
return to the home country requfred to pay a portion of the repatriation cout?
(a) No, the organization assumes the full cost of relocation

(b) Yes, the Foreign Service Officer must pay a portion of the cost of relocation

(c) Yes, the Foreign Service Officer must pay the full cost of relocation

(d) Depends on the circumstances

(e) Othier

Current Concerns

34. Please provide information about any Issues that have been voiced among Foreign Service
Officers or others within the organization, and the response or lntended response of the
organization. These may be coucerus that have been brought up by Individuals or thefr
bargainlg agent, or by management.

Thauk you for your cooperation in completing this questionnaire. Please fax the completed
questionnaire back to Sharon Clark at 1-613-237-3963. Please call Sharon Clark at 1-613-
755-5953 if you have any questions.
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SURVEY 0F FS TERMS AND COND11NS 0F EMPLOYMENT
Summary Resuits Table - Aprnl 23, 2002

1$utre of the Forai n Service

1. le your Foreign Service part of the overal Publie Service or oeparate from Il?
nu le

(a) part Of the PuLic Service
(b> Saparate front the Public Service

2. What are the prlmary reaponslblltle of your Foreign S*e*c Offi1ceru?
nu 16

(a) PoiticaUEconcmic
(b) Trame
(c> Adminrlation
(d) Immigration
(e> Aid
Mf Other:

Commion re.ponaea: conaular affair; Protection 0f citizen

4'94%
6%

1100%

81%
4'56%

81%
56%

3. Are tmrds offier lncluded In the Foreign Service Officer groups, or are DMe a auparate group?
nm 16

<a> Trade olficar are lnclude lIn the Foreign Service Ofwa grcup
(b) Trade oflicera are a saparale group

4. Do you hav officers who spelalize ln ImmIgratIon at postinga abroad?
nue 16

(a> Vas, at ail poalings
(b> At sonue poatinga
<ci No

IL Are Immlgrafon officera lncluded in the Foreign Service Off icer group, or are the a meparate group?
nu 15

(a> Immigration olficer a re cldo ln the Foreign Service Oficer group
(b> Immigration officera are a separate group

fi. Are aid officers Included ln the Foreign Service Officer group. or are they a aeparate group.?
ne 16

(> Aid offices are kuctudad ln fthe Foreign Service Officer graup
(b> Aid o~scr are a aaparate group

44% 44%

25%
.144%

31%

47% 47%
53% 53%

63% 63%
38% 38%

7. Are your Foreign Service Oflicer repreaenied for barginlng. that la. aretlueyW part Of a collective bargalnlng agreement? (Mhe may b. a profaamloual
aseocon a union, or other formai group)

ne le

(a> No
(b> Y..

19% 19%
If 81% 81%

8. Wh/at art the minidmum crilterla for conalderation aa a Foreign Service Offce recruit?

a)Educafion
None
Undergraduate Degree
Master Degre.
Pic,

15%

45%
10%

Page 1Of 30
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

(b> YeMr of work ecperience (number)
6M% 79% 0% a
0% 0% 0% ni

22% 21% 25% ni
6% 0% 25% i
0% 0% 0% a
6% 0% 25% ni
6% 0% 25% na

(Ci Foreign languages (number o(Iangoeges)
0

Common reaponsos* compettivo exoems

If 25%
10%
65%
0%
0%

/45%

9. ln actuel practice, whet le the hlghost levai of education possesseci by most new recrufts?

Undegraed dogme
Master' doge
pto

10. Ina&ctuel practice, how manftàn3m*mê.k exporlence do mnost new recruits have?

(à) Twa yeeam or 4Ma
(b) Mome thon two yeanS r* leud'han Oive yeore
(CI Pave veera or more

11. To which of the foilowlng do you =Wacah

(a) OMfiO" are rn eo'.FelnService in generi
(b) Offlcea' e recnjItDO"Mmp~lc aaalgneafl abroad
(c) OffiCMr.r ec 6Oudlbý9 IPfc sPeciality or position

Plees spaciY -t*iaclaIW P onso (Common Responses>: Economist
lawyer, poubtcU oflicer

45%
45%
15%

80%

20%
60%

12. ffyour Foreign erceraiWsplblet n perticular ares. amethay compensateti as Foreign Service Officers, or accordins to thoir profession?

(a) Compeoeated as FCOW&«Ssvc Officere
(b) COMWMnsted aoodyt4h~Profession

84% 87% 75%
18% 13% 25%

Page 2 of30



SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summary Resuits Table - April 23,2002

13. Do you recruft Foreign Service Offi erst mici-caraor, that la, professionals or others wltf, S

(a) No. ail officers arermted eury i ther careers
(b) Ves. Wu ariy foui fflt* the Pubic Service
(o) Vas. from wlthn the PUblI Service andi eh pivate sector

14. What are the minimum criteria for conslderation ce a mld-caree recruit?

f 35% 44% 0% nfa
10% 13% 0% nie
55% 44% 100% nie

()Educatim
Heg School
Undergraduate Degres
Masews degee
1211D

(b) Vears Of work experlerice <numbe)
0

5
>6

(c) Foreign languages <number of Ienguaffl)

2

Other - Common Respones:
Exam

15. At what levai are mld-career recruits typlcaly piaced7

(a) Same levai as eerty-caraar recruits
(b) Saine, levai as atY-aea raes, but on a tester progression pat
(c) Approprlate lavai commensuratewfth work expesleo
(d) otier _______________

Other - Common Responses:
Leva caia on case by case basis

Page 3 of 30
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

ILocaliv Hired PrÉof a IaStaf lteffhia in 0*eho&tcoun towcrkat amissionintheatconiv

16. What la the. overal trend of stffina forelan missions wfth locallv hlred profeslonala lnstead of Forelan Service Offiers?

(a> Parc~rag Of locil t*ed >resalonaia la falllng 0% 0% 0% 0%
(b) Percentage of locally l*od profoesionuls remarie steady 36% 38% 0%20%
(c) Percertage of locally hlred proeasinala la risat if 5M60%8%
(d) Othar 8% 12% 0% 0

17. What klnd of orientation and truining are providetc,1 new Foreign Service Officer?

<a) OMthe.obtrak*ig 85% 04% 50% nia
(b) Classroom-setting couses ,(95% 100% 75% nia
(c) Self-study couses f35% 44% 0% nia
(d) Domestlc trainlnig asaignmert. 40% 50% 0% nia
(e> Foreign trainiry assigrmi.rts 30% 38% 0% nia
M1 Language training 180% 94% 25% nia
(9) thr__________________0% 0% 0% nia
Other - Common Reaponsea:
Work placement during orientatiIontegratiori Couses

18. How long la the. orientation and training program for new Foreign Service Officers?

(a> 6 months orleaa 40% 31% 75% nia
(b> More than 6 but leas than 12 months 30% 31% 25% nia
(c) 12 to24 mort 20% 25% 0% nia
(CI) Momethan hvoyears J 10% 13% 0% nia

19. After the. Initial orientation and training perlod, how many dasa of tralnîng are typlcally provlded per year?
5.3 6.0 6.8 3.0 nia

lPdm iInformatio

20. Ma.t la the average, lengli, of à standard forelgn postlng (to, one country), lnt years?
3.2 3.4

21. Do oflicers typlcaly retumn to tiwlr home country afler a fortlgn poatlng?

(a> Vus, they typically retun home and do not undertake any more foregn postings
(b> Yes, they tpally rotaie between home and foreign poatings
(c> N'es. but oriy aiter two or more postitigs

()No. #"e are tylAllHy posted ta a new location and consider a posting ho the home
country as another temporary postlng

(e> Managed on a case-by-case bas&$
Mf Other:________ ____

2.8 3.1

DFAIT
c
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

22. Are Foreign Serice Officers able to Influencé where 0he wlll b. poetedi?

No. #"s have no knflenc
Yea. bt altie factors override personsi oice
Persons choS ieweghs healy
Officers may tun down post wbtt consequence

0%
If60%

30%
25%

23. In the case of comptling Itereats, who makes the final decision regardlng where a Foreign Servi Officer wll b. posted?

Personnel or lijman resoucea deçerbtme
Head of Mission
Head of relevaut section et headuarters

Comocn responses: Delomatic Board; DOMt Admiruatrator

24. on average how nwch notice ore Individuels given regardng ther poetlng location and etertno date, ln monithe?

25. What Io the typical duration of a hurduhlp poatine, Un yeeru?

(a) -Ea$les hardahi location
(b) -ardea hardsh lton

nu 21

4»7 5.7

3.5 3.5
2.3 2.3

26. Un atypial Forlgn Service care.ho w y hardalp poatinge mustan Offier take?

NOns
one
Two or more
Ckhnr

27. The. followlng Us a llst of poeelble resons for candidate. to tum down a forelgn posting.
Please ru*k then Un order of froquancy 0f occurrence ln yolJr organization.

Inadequate comipensaltion offer
Poor fl of posting responalibditis wllffille' ~ a ka
lnsbgky of spousepartner to work at thme posting location
rnabuty of sanie same-sex parner or commion-la partner to be nk*ded on Uhe

~fisa visa andor passport
ParenteVoilier adUit Mer responslbilities
Local conditions (isolation, persnsi securky, c*ural diferece, climat.. lak of
heelth ce facilifes

Page 5 of 30
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SURVEY 0F FS TERMS AND CONDTINS 0F EMPLOYMENT
Summary Resuits Table - AprIl 23,2002

28. What types of things ame used to dotermine If an Individuel wifI be promnotéd?

(a> Performance appralsals
(b> interview
<c> SlmLéatlorî exorcise
(d) Year of experlence ln gVade
(e) Pastinga abroad

Existence of an opening et the
next Meva

ta Fy~n1
to FS0 J X

Performance apprils

Interview

Sirmutaton exercise

Yeer of expedience ln grade

Poatinga abroad
Existence of an oponlng aithfle
mext t"v

etrv WeaMtr e" Lava Ath LI Pm 5" Mga oe MinlW

r80% 80%1 85% 85%

15% 10% 15% 20%

15% 5% 10% 15%
45% W5% 5% 50%

10%1 10% O%j W0%

00% 175%1 5%l 80%

I IUfl

Performance -pisi
interve

Sbiiation exercise
Year of experjence in grade
Postings abroad
Existence 0f an opening ag the
rad "ea
Other:

Other:

Performance appraisais

interview

Simukaton exorcise

Years 0f expenience in grade

Poetuugs aroad
Existence 0f an opening gt the
next "ea

nu le
oeii, WMv t. e' lavai 3'~ Lavai I aval fi~ I .al .~

75% 75% 81% 81%
13% 8% 13% 19%
19% 8% 13% 19%
44% 50% 44% 44%
0% 0% 25% 13%
M0 75% 75% 81%

13% 13% 19% 19%
0% 0% 19% 19%

na 4
eruY fevai tor e evai e~ Levm 4th Wlai5 Leva or Ht.

100% 100% VOO0% 100%

25% 25% 25% 25%

0%-- 0% ___ 0%

50% 75% 75%. 75%.

25% 25% 50%50

75% 75% 75%75

Page 8 of 30

lCjkraar



SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
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29. For mach of the levels below, on avirage, how long (ln ymara> wifI a Foreign Service Officer romin in tiat leva before belng promotod?

(a) Erixyl Traînes Levai
(b) Second Levai
(c) Thkd Leva
(d) Foqzth Levei

29b>. What percentage, of officera are promnoted f rom mach lova mach year?

(a) Er*ryl Trains Levai
(b) SecondLeva
(c) Thi*d Levai
(d) Fotgth Lei

3.1 3.2 2.8 nia
5.5 5.8 3.8 Nea
7.2 7.8 4.2 Nea
8.2 8.8 4.8 nia

18% 39%
4% 18%

13%
13%

30. Does, carmr progression dMfer for mld-carm récrulta?

Not applicable 1 No mridcareer recnits
No
Yes

* Note that ln the cusrent FS structure the second levai and Mt* levais are
coniled. The 4% prornotion refers to promnotions froni FS«02 ta, EX-Ol.

142% 47% 25% nia
42% 33% 75% nia
11% 13% 0% n1a

31. For mach of the. tleve bolow. what le the. annual levai of WMatrio Of Forelgn Service OffICara, liai la, Ieavng the. Foreign Sérvicé?

Lovai I 0ý2% ý Ma 69 10-15% 1 16-20% 1 > 20%
FSDP
FS-02

SPe~~~~~t#aw.g LeavIno __ ___ _

L"vl- 0-2% 3-5% 64% 10-15% 16-20% > 20%
Entry or
Traînes Levai 59 18% 6% 12% 0% 0%
Second L"vl 63% 19% 19% 0% 0% 0%
Third Lovai 53% 12% 35% 0% 0% 0

71%Forig 18% 12% 0% 0% 0%

*sarica 58%1 17%1 17%1 11%1 0% 1

nu 14
________~ ~ ~ ~ ~~~~~~a Mage_ ______________ Leaving _________ ____

Lvl 0.2% 3-5% 6-9 10-15% 16-20% > 20%
Ertry or
TramneLevel 57% 21% 7% 14% 0% 0%

Second Lavai 57% 21% 21 0 0% 0%
Thiwd Levai O%* 14% 36% 0% 0% 0%
Fouth Levai 71% 14% 14% 0%0 0%
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SURVEY 0F FS TERMS AND CONDTINS 0F EMPLOYMENT
Summary Resuits Table - AprIl 23, 2002

Permnage Leavino __________ ____

Lévei 0-2% 3-5% 6i-9% 10-15% 16-20% > 20%
Entry or
TraineeLevl 67% 0% 0% 0% 0% 0%
Second Levai 100% 0% 0% 0% 0% 0%
Tt*d Level 67% 0% 33% 0% 0% 0%

1Fouth Level 67% 33% 0% 0% 0% 0%
Mà Foreign
Service 1 50%1 0%1 25%1 25%1 0%1 0%1

32. 0f the Foreign Service Officers who Mmuveut euch level, pieuse Indicate the. percentage Ieuving for mach of th1e roauons balow.

jReiremnt or IJ 0ath ln
Level I Service LViuntery Separation IForced Attrition Po- n 1
FSDP 100%
FS-02 0%40%

Retirenient or
Dmuth ln

Level Service Voluntary Separation Forced Attrition Promotion
Entry or
Trainee Levai 7% 80% 6% _____

Second Leve[ 17% 73% ~ 2% 0%
TI*d Levai 49% 43% 1% 0%
IpoujfthLea 76%1 22%1 ii, Î%
FlltLoe 58%1 32%1 11% 0

____ nul 11_

Retirement orj

Leve service Voluntuay Separation lForced Attrton Promotion

Traifle Levai 8% 79% 5%. 0%
Second L& 18% 72% 1% 0%

1Fift Levai 58% 329 _______

Reiremnt or
Death ln

Levai Seorvice Voluntary Séparation Forced Attrition Promotion
Enty or
Trulne Levoi, 0% 91>~ 9%. 0%

Seon evi0% 88% 13% 0%
~td evi100%1 0%, M% 0____

Fourth Levai 75___ 1 20%1 5% 0%1

331 Of ttbosé, who inave due to voluntavy seperetion, pieuse tenir the top thre reasons for f.eving et eech levai.

JL"vI Compen. Familyorespouuulcmur Carmer Changeé ietl

ISQ 2.0 1.0 I 3.0 I 0.0
FS-02 2.0 1«0 3.0 0.0
EX-01 2.0 1.0 3.0 1 0.0
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Levei Compen-
1 aflon

Entry or

Farnily or spousal carmr Carmer Change Ufestyle

~Trawm evai 2 2 1 2
Second Levai 2212
Thi*dLevel 2 1 2 1
Fourth Level 2 2 1 2

OWCompen- Farnîly or spouma camr Carmer Change LImetiyle

Ertry or
Trainee Level 1 2 1 2
ISecnd Levail 2 I2 1 2
Tird Level 2 1 2-
Fourth Levei 2 12 1 2

j" Compen.. Family or spousa carmer Carmer change 4 Lfesfyle

1 2 2

TiLeevel 1 2
Fourth L"v 1 2

34, Which of fthe foilowlng aaements beef cheracteize turnover wlthln your Foreign Service?

(a) On average, tiaor la fallin
(b) On average, turnover remaans sfeady
<c) On average, lurnoer le rising

9% 7%
/74% 73%

17% 20%

35. What initiatives are 1 laIl in file orgafllzation f0 encorage retention of Foreign Service Oficera?

OFAIT ilas lrsîtlaed a Comparative Study on the Terma and Conditions of Emplopment of FS Offces. OFAIT and CIC are placing more empilasi on aftmptin to addree spousal-
relata isues. DIFAITICIC are loaking et new salary packages and are conslering ftha posaiblîty of rewardlng fthe acquisition of skMfs sucil as foren languagea.

Training Enhancements. Conipetitive Salaries, Financlial Assistance for Eduication, Rewardlng Came Opp«#otuhls

Page 9 of 30
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Summary Resuits Table - April 23, 2002

SECTION Il - COMPENSATION

1 & 2. ln the foiiowing table, plane match your countay'e Foreign Service Officer Positions to the. Canadien Foreign Service Offcer positions end provido the. saiary
mninimum, maximum, and average actuel saiary for each lavai provlded.

Number that Providod Min and Mmx Data Minimum Maximum Num ber that Avenuge
Provided Actual Salary

Dogmee of Average Actuel
Match <+1-) Data

Job A Match - _ _ _ _ _ _ _ -$ - $ -
Job A Match- 2 $ 36,291 $ 47,350 1 1$ 37,150,
Job A Match 8 $ 52,861 $ 76,228 6 $ 8881
Job A match + 2 $ 46,284 S 64.851 3' $ 41,443
Job A Match+e 3 $ 45,894 $ 54,085 2 $ 57,425
Job A Ai le S 4,339 S 67,959 12 $ 57,468
DFAITICWC Job A Mh $39980 $51»92 $"11)<

Job B match - 0 $ - -S -

Job 8 Match - 2 $ 57,0W8 $ 97,391 1 $ 35,431
Job B Match 9 $ 61.830 $ 83,770 9 $ 74,065
Job B Mach+ 4 $ 60,581 $ 79,009 3 $ 75,698
Job 8 Match. ++ 1 40,380 $ 43,164 O $ -
Job 8 Ait 16 $ 62,870 $ 66,438 12 $ 74,148
Job C match - __ _ _ _ _ _ $ -5 $ $ -
Job C Mabtch- 3 $ 92,416 $ 118,838 1 99.840
Job C match 8 $ 80,547 $ 114,M9 7 $ 97.188
Job C match+ 4 $ 115,528 $ 170,64 4 S 100,375
Job C Match i.1 $ 44,568 1 $58488 0 $ -
Jo.b C JAil 17 1$ 84.7631$ 121,6051 12 1 $ 847
DFAJT/CIC Jolb B ad C Match $MM7 5543 8,5

JiobO0 Match - 0 _____ ____I_________

IJob D Match - I1 $ 153,M3 j$ 163,0491 1 $ 155.2961
Job 0 Match j12 $ 100,289 $ 144,6 7 $ 125890
Job 0 Match + ,4 $ 116.804 $ 17.777 5 $ 1332151

,L~~~ 162,581J~ S P

DFAITICIC Job 1) Match 33270 397,«0 9,

Note: Number of observationa mey diffor from the rnumber of responderft for each levei because somas reepondenta aubmitted tMu figures for on@ levai.

In the average for each levai, each resipondent courts ns one data polit Whore a reepondent submitied more than one eeiary for a levei, the figure were averege are
ourtad ns one data point.

Page 100of 30
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SURVEY 0F FS TERMS AND CONDTINS 0F EMPIQYMENT
Summary Resuits Table - April 23, 2002

Number tha Provlded Min and Max Dat iium Mxmm vrg
Actuel Satory

Degre. of
match <*I->

job A Match - __ _ _ _ _ _ _ _ $ - $

Job A Match - J2 $ 36.291 $ 47,350 1 4$ 37,150
Job A Match+ 8 $ 4,2544 $ 64,8515 $ 53414
Job A Match 8 $ 43,244 $ 64.850 5 $ 5314
Job A Match ++ 2 $ 38.889 1$ 43,6871 1 i$ 47.458
Job A Aff 13 777 42,25 1 $ 57,189 10 $ 47,400

DIRAJTICIC Job A Match $39,M7 $1,97 $40»36

Job B Match - 0 - $ - $ -

Job B Match- 2 $ 57,W88 $ 97,391 i $ 35.431
job B Match 9 $ 52,60 $ 67,778 8 $ 61,403
Job B Match +3 $ 55,845 $ 72,066 2 $ 74,859
Job B match. 1 $ 40,380 $ 43,184 0 $
Job B Ail 13 $ 55,722 $ 74,743 10 $63.703
JobC c match - __ _ _ _ _ _ $ - $ - $
JobC c match - 2 $ 94,944 $ 122,098 0 $
Job c Match ______________ $ 66.250 $ 93,331 0 $ 78,428
Job C Match. 3 $ 112.681 $ 152,261 6 $ 84,491
Job C Match ++1 $ 44,568. $58.488 3 $ -
= =b Ail 12 $ 73,9988 $ 102,709 9 S 8,4

DFAflCIC Job B aIl C Match $g0475 M,436745

Job 0 Match - T
Job D Match - I$ 153,336 $ 163,049 1 $ 155,296
Job D Match g$ 90,602 $ 129,966 5___ _ $ 107,169

jobO0 Match + 2 $ 78,016 $ 103,904 3 $S 90.879
.Job D Match ++ 2 $ 112,710 $ 142.429 1 $ 194,121
pobDP IAU ...... ...... 13 $s 91,5441$ 126,156 1 o $ 109,244

DFAITICIC Job D Match ggM7n0 $9,W q

Note: Number of obseations May diffe from the ruber of respondente for each levai because some reepondents submitted two figure$ for ane levai

in the average for each level. each reeporKdent cowta as one data point Where a respondert eubmltted more than one saiary for a level, Onu figures were averaged and
counted as one data point.

1A. How Marty of the levais you have Indicated are consldered axacuive or senior managemnt?

(a> O 67% 83%
(b) 1 17% 17%
(c) 2 17% 17%

() 30% 0%
(e) 4 0% 0%

Page 11 of 30
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3. Do you place any controia on the abllty of a Foreign Service Offcer to flarn aiaayhl rt

<a) No, Foreign Service Officers may recoive salaries up to te range maximum
(b) Yas, salaries above the mtd-poWr are reetMced to speolal exceptions

Yes, the amouit of salary aboyave ml-point muet be earnsd acI yeer by superior() performance
(d) Ys, e:_____________

4. How do Foreign Service Officera typlclly moire trough the aalaiy rang.?

<a) By lnMdualy determlned lncremntfs baed on performance
(b) Byea perceritage-rated "rl baaed on performance
(c) By a sep-ratgrid wksed - seio.lty
(d) Ote:___________________

Otlur - Common Responsea:

6% 93% 100% 10
0% 0% 0% 10%1

0% 0% 0% 0%
4% 7% 0% 0%1

33% 27%
25% 20%
29% 40%
13% 13%

5. On average, or by formula, how long wouid il: typically taka a Foreign Service Officer to move fromt minirmum aalary ta die maxtimumn or othe control point?

Two years or less

Tlyee to four years
Five years or more

0% 0%
19% 14%
76% 79%

33%
67%J

OtMr Compensation

S. Pleasa descrlbe the total remuneration paclg provlded to your Foreign Service Officera and aatimea te cma or valus of eaich element
as a percentage of the posltion'a aaay range mld-polnt <half-way Point botween the minimum and maximnum).

Compensation Type Value as Value as Volue aa Value as Value as
%01,8340 %of Sase %ofSaase %ofau %of Bueo

n Salary Mid- Solauy Mid-Poln Salary Mid- Satory Mid- Salary Mid-
Base___ _______________________________ Point Point Point point

______Baeaaay100 100 100 100 100
8 Annel bonus or incerdive plan(s) O 12 35 26
2 Long-term inceftlve plans 0 31 6- 55
12 P nteRetiremeffl Supamuaon plans 14 15 12 24A 15

3 Senefits ini kind O 17 1 25&nlyebnft 5572
3 Perquitas 0 23 M 23
o AI asslgnmer-relaed benefits _____ ______ _____ ____

2 Othe (if significant) 0
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT

Summary Resuits Table - April 23,2002

Compauimon to Other Cii Service Poaition*
nu 14

7. As an approximation, whers do Foreign Service salaries alU when comparsd to other profeaalonal groupa ln your civil service?

(a> In the topl10percent? 14% 14%
(b) In thetop20 percent? 7% 7%
<c) Indie top 30 percerÉ? /21% 21%
(d) Otew:____________________ 57% 57%

Common response: generaly equal to odtu occupations
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SUR VEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summar Resuits Table - April 23,2002

SECTION 111 - MANAGEMENT 0F FAMILY, DUAL-INCOME AND DUAL-CAREER ISSUES

1. What lo your policy regardlng compensation for the loss of spousal Incarne and pension white on (oneign poatlngs?

(a) No assistance
(b) No policy
(c) No pollcy yet, but cuuenly under considaration
(d) Aflowarices provkded 10, the Foreign Service Officer Include an amourd for the spouse

(a> Accompanyng spouses are entilod 10 recelve unemploymeiil insurance or altier
socia securlly systamn lss-of-employment compensation onty #f t/e>' - not
permittad t0 work k) the hoat location

(M Accompanying spouse are eMtitd1 receive unemployinenl kIsurance or altie
social securily systamn iss-of-employmnert compensation undar any oè'cumstances

(g> Compensation sa provlde for the kas of a spouse's public or privaIs pension
(h) Accompanlg spouses are provlded with suppiemental pension benefits;
(i) Accompanying spouses continue 10 accrue pension enitiemnerit under lhe social

security proram wte on forelgn poating
() Accompanying spouses are provldied compensation or an allowance in recognition of

thelr represenlational rasponsiblitles

(k) Managed on a case-ycase baste
(1) 011wr:

ne 7
l.What la the estimated sactuaI amount provkWe Io $pouse through thie vanious forma indlcated above $4.580

(baseci on average salary)?

2. Do you a*uet th. spousO 10 flnd employment nt th. posting location ni upon ,utum from a forelgn poating?

On wbx
(a) No
(b> Employ at foreigrhOmme location as a local staff member Wf sultable position la
(c) Employ at foreignétome location as aFor&Mg Service OftJcer df suitab" position la

avallable
(CI) Canvass allier organizations for avallable, jobs .
(e) Psy allownce Io cover job search expenses (e.g., curriculum vitae preparation,

translatior. employmorit agoncy tees)
() Assist 10 obtain work permit .1Nf

<g) Provlde allmanoe 10 caver thost courntrycatfctoicniun eductlor*trsng N/i
programs If requéred for spouse ta work

(i) Provide annuel allowance 10, caver home countuy professlonal certification, contlnulng
education. training or personal interagI programs

(0) Managed on a case.by-caa. baste
0) , Othe ______

4% 6 % 0

n% 0%À

0% 0%
12% 19%

$6.203 $4.570
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

(a) No 21% 75%
(b> Employ at forelgft'Om location as a local staff member if auttatle positon le

avaitable 33% 8%
(C> Employ at frIgmo location as a Foeign Servie Oft« if suile position le

avaitabl 13% 8%(d) Canrvass offerorgantzations foravagable jobs 17% 8%
(e> Psy allowanco to cor job awh e.cpeoees (e.g., c4rkicum vitae preparation.

transaior emnt agency feeu) 17%1 17%
Mf AseWs to obtain woilc permit 42%INIA
(g) Provide allowance tc, ove host couintry ce fatbiocor4king educatio*anlng NIA

programs if rcqiircd for spous to work 4%1
(h) Provide arnual aliowancis to Came homne country prafeassionial cartification corinn

educatimn traking or personal intereat programa
8% 0

(i) Managed on a case-bffl»casa is 25% - 0%
(j) Other _________ 13% 4%

nu 15
(a) No 13%- 87%
(b) Employ at foreignbwme location as a local staff member If s4Jitable position is

avaliable 47% 7%
(c> Employ ai foreignihorne location as a Foe*lg Srvice Ofier If sultble position le

avala"l 13% 7%
Ad Banwaas ohar organlzations for available jobs 27% 7%
(e) Pay ailowance to caver job search .cpenses (e.g.. curium vlta preparation.

translation, employment agency fees) 0% 7%
() Asslst taobtsin work prmît' "% iA

(g) Provtde alowanee to cover host country ce tionlconlnulng cducatlolûlawlng NIA
orocirams if recuired for soousc to work 0%(h) PrOVIde arOua aliwanca 10 coMe home Country profesl ocrtditalon, contlnung
educatIon, training or persna interest programs

(II Managed on a caseby-cas basis 33%i0
(j) Odier____________ 20%10

nu4
(a) No 75 75%(b) Empoy ai foegnlhomce location as a local staff member if suitable position la 0% 25%
(c) Employ ai foerVnhome location as a Fcrcig Srvice Offlce if sultaNs position la

availabla 0%25
(> Canvass Chter organizations for avagable jobs 0%25%

(a) Psy allowance Io cover job search cetPeOees (c.g., curiculum vita preparation,
translation. emvlovment anaev tees) 0% 0%(t) Assist to oblaîn w0<lc permit 0% NIA

(g) Provide allowance 10 cover host: couhr" cerftiatioWnconi educatlo*anng NIA
programa if euînad for spou to wr 0%

(h) Provde amral adioancc to cavemr lhme conr puc>essional certification. continujng
educatin, training or Personsl iners prgrms

0% 0(II Managed on s casc-by-oaa. taisas 0% 0%
(j) Chr _____ 0%1 26%1
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(a) No
<b) Employ at oreign/home location as a local staff member If suitable position la

available
<c) Employ at foreigri/homne location as a Foetln Service Officar If suitable position la
(d) Cunvass other organizations for avallablo lobs
(e) Psy allowance to caver lob search expuises (e.g.. ctzrlculm vits preparation,

translation. emolovment acencv feu)
Mt Assist to obtain work permil:
<g>I Pravide allowance to caver host country cartifcatlonconring educaionfrairdng

programs If requiruti for spouse to work
(h) Provide annuel allawance ta caver home coury professionail certificatlon artrùr

educaion, training or parsonsli nterest programs

(W Managed on a case-by-case basis
<J) Otha ___

3. What la the trend with respect to spouses Mo accomponying Foreign Service Offcers on postinu due ta cafreermeated Issues?

(a) F-wa spauses ar a==cOmpaYln afficars on pasting due ta career-refatud issues.
t48%<b) Thare lias been no subsatiel change in tha numbar of spousue not accmpanYlingl

afficera an poe*trig due ta career-rulatat Mmss

28%(c) Dant knm 16%
(I) N/A 4%
(a> Other_____ _____ 0%

0% 80%

4. Are unaccompanied Foreign Service Officers provided with spécial Homs Leavos or famlly visite ta the hast location?

(a) NO 56% 50% 50% 80%(b> Vus, ana extra trip par asalg-nmrt yaar 24% 25% 25%20(c) Vus, tea extra trIpe Par asslt yeer 8% 13% 0% 0%(d) Vus, more thon two extra tripe par asslgnmaent yaar 4% 0% 25% 0%
5. Pleasse describe amy pollcy changes that you ae consldering that wauld afec your answers ta anry of the questions above (pluss us a

DFAIT andi CIC are considerïngl ex ploring two naw patates, provision of a spoual pramquj andi provision of Employment lns&ranca banelsie for spauses who accompany the employaeabroati and who wuki ctharvisu ht./e bean eligl fa El flenafits in Canada.

Considering spousal assistanca Asumal famlly vias belng considerad. Support ta allow spousu ta worc abroati

SECTION IV - CONDITIONS 0F SERVICE ASROAD

Inarmi I armetio 
= I

1-Do you he speclfc policles govemldng dhe conditions of service of Foreign Servies Officers abroad?

(a) Vu
(b) NO

2. What stratglo objectives detemmîrine your general foren asslgnment terme nd conditons?

(a) Provida inceives ta raeruit andi raIsain Foreign Service Officers
(b) Maintain homne country living standards ane purchaséng poiwer (Le.. "kaapwou

<c) Excead homne courty lIving standard andi purchasing power
(i Match hast country living standards ant putchasing poïr
(e) Match W-rm anti conditions tfflcelIyoffurat by multlnetlonal comparues,
(0) Othmr:_-- ___-__-___-__-__-___-

02% 94% 75% 100%
4% 0% 25% 0%

t36%
t76%

12%
8%
8%
4%
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SURVEY 0F FS TERMS AND CONDITONS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

3. Do the condIions of service ebroati <other than perqulstes> vary wlth thé lei of the Foreign Service OffIce.?

(a) No
(b> Vas
Lèea et whlch disticton le made:
VP, Senior Manager, Ambassador

52%
44%

44% 75%
50% 25%

4. Pieuse, Indicat If the followlng serIces ame provided:

No
Vo.. Foreign Service Office.' orly
Vga. Foreign Service Ofier an spous
Vas. on àýcase-by.case basia
Other-

No
Vas, Foreign Service Officer ordy
Vas, Foreign Service Officier and spouse
Vas, on a case-bfflaa bas
Oeiw

nu 16

No
VYs, Foreign Service Office. ordy
Vas, Foreign Service Office.' and apous
Vas, on a caae-by-case bas
othler-

Paycholglca classes Training

'f"î# _____ _____

cuthrai SenslyI Language Cross-QiIoeaI
Payohoogicai classe Training

W% 12% 28%
8% 8% 12%

20%~ 76% 40%
12% 4% 20%

10%1 4%1 0%1

(>No
(beVs, For'eign Service Office.' ordy

<c) Vas, For'eign Service Officie.' andi spous
(d) Yes. on acase-by-case basis
<e) Othr______________

Other - Common Responses:

nu4_____________
Caubzal SensilUvtyl Language iCro.s-Citue

Paychoiogicai classes Training
Subftaty Tesbmg__________

25% 0% 0%
0%, 25% 0%,

__ __ 0% 0%
M% M% M%

Page 17 of 30
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
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(a) No
(b) Vas, Foreign Service Officar orty
(c) Vos. Foreign Service Ofllcer and spouse
(d) Vos. on a case-y-as baste
(e) Other_____________

Other - Common Response.:

Cuit"a Senaltlvlty Language Cross-CitbxnI
Paychological classes Training

Stjitabilky Testina __________

40% 0% 0%
0% 0% 0%

60% 100% 100%
0% 0% 0%
0%1 0 0%1

5. Do You Provide an orientation meeating to dlsouas relocation and other posting issues?

(a) VOS
(b> No 84% 75% 100%

12% 19% 0%
100%

0%I

6. Do You PaY for the shîpmntM of househoid go00e to and ftrm a foretgn postlng?

(a) No 0% 0% 0% 0%(b> Ves. adl reasonable costs 12% 13% 0% 20%(c> Vos, but w1th weigtt "nor volumne lmita 72% 69% 100% 60%(d) Vos, Wu oîily If the staff memTbOr leases ufftmih8d houslng 0% 0% 0% 0%(e> Vos, but OnIy paril if fIiYlPaffliagy fürrdl8h8d quatrs m~ Iaed 8% 13% 0% 0%(fi Other~ 4% 0% 0% 20%

7. Do you provide un addltionat Incidentai allowenc. to Foreign Service Officers moving to, and from a foreign poStlng to cover mlsc.Ilaneous items flot speclflcaly coveredln the polcy <e.g.. telephone or cable connections)?

(a> NO 25% 20% 50% 20%(b> Yes. expressed as8 apercent of base salary wilOut a cap> 17% 13% 0% 40%
(c) Vos. expressed as a percent of base salary with a cap 8% 13% 0% 0%

Percentage of saay f- ospoe (b)oe(c)131%16
An"ue salay cap forrespoee (c) $4.869 $5.014 -$4,000

(d) Vos, fixed amount 146% 47% 50% 40%
(e> 0thor

4% 7% 0%

Page 18o 030
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SURVEY 0F FS TERMS AND CONDITIONS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

JiM v *and drdshiD Preum an s-Uvihnu

8. Mlasse Indicate wh.ther you providie an Incentive premlumn (e.q., Foreign Servie Premluni, Auelgnment Bonus) to Foreign Service Officers acc.ptlng an overasa poutlng,

and whether you provide a hardshlp premium to Foreign Service Officers acceptlng a posting at a hardship location.

IncortIve HardsNp

(a) No
(b) Yes, paid ina lump sum
(c> Yos, padd in the normal pay cycle <e.g.. mordliy>
(CI) Vos, paid annmally
(e) Yes, atthe end of poting
(f) Vos, but format varie by location
(g) Other:_______________________

No
Vos. pald In a lump sum
Vos, pald in the normal pay cycle (e.0., monttiy)
Vos. pald annually
Vos, at the end of posing
Vos, but format vmies by location
odher

nu16

No
Vos. paid inaklump sum
Ys, pald In lb. normal pay cycle (e.g., mortNy>
Vos, pald amually
Vs, ai the end of poetin
Vos, Wu format varies by location

1111ho

nu 4

No
Vos, pald in a lump sum
Vos. pali in the normal pay cycle .g., motNy>
Vos, pali arurually
Vos, at the erxi of posting
Vos, but format varies by ocation
Other:

Rom

Vors, -l in a lump ewtt
Vos, -ai In the normal pay cycle (e.g., mor&Ny>
Vos, -a annuslly
Vos, at the end of posting
Vos, bxt format varies by location
Other.

tIntive Hardshlp

4% 4%

0% W%

%l00
4% 4%
6% 4%

Incontive Hardshlp

Incontivo Hardshlp

0% 0
20% 20%
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SURVEY 0F FS TERMS AND CONDTINS 0F EMPLOYMENT
Summary Resuits Table - April 23, 2002

9. If you provide an Incentive premium andlor hardshlp, premlum, on what basis la it calculated?

incertive HardsNp
(a) Expressedl as a parmai of basa salary wfthot a monetary cap
(b) ExPressadi as a percent of basa salay wI* a morietary cap

Percentage, If dhe premum is 1h. sea te ail poslhgs
LOwest Poecetffg 1h.» pxrnium vertes by location

Hlghet parcentag. 11h 0* mlum varfas by location
Annuel seliy CAP fe response (b)

(c> Varies according ta a step-rate table
(CI) Expressed as a fixed mmrber of marths of basa salary

Numb«r of months
(e) Fiat amaurd for anl afficers

Annuel fiel amaunt

(a> ExPreasadC as a Percer of base aburw*xhau a monetary cap
(b) ExPressed as a percerd af basa salary wlth a manetary cap

Poec.naw, M 11oremim là the sea W aitlpostkwg
Loweslpoecolne 11h. promluM venue by locellan
Highespercen teh prgmfum variés bylocaton

(C) Varles accardln ta a stop-rte taoue
(d) Expressedi as a flxe numnber of manths af base salary

Nurnber of months
(e) Flat amourt for ahl officers

Annuel fiat amount
<fi 0*er:

nu 14

(a) EXIXessad as a Percera Of base Satory wilho a manetary cap
(b) ExPressed as a pertea Of base salary wfth a monetary cap

Percetage, 11 h. roemkjm Je the serma for a# postIng
Low.st p.rcontae, if11h. çrmkm vartes by locatIon

HIh.stpec.ntg 9 the pmum varies bylacation
Annuel seay cap for response (b)

(C) Vaesu accorctn t a step<ated table
Ad Expressed as a tlxed nwnber of moraha of base salay

Number of months
(0) Flat amounlforalat ftcer

Annuel fiat amountt
(t) 0*1er

ne3

(a) Express es a percent of base saWay wffthout a mnetarWy cap
(b) Expressel as apercent of base satery wrtha monry cap

Pwrcaffag, 11h pernhjIùm la the semae for affpostings
Loweet porcentege, 9 the pramkm vaIes by loae io
H*ghsi parcenlege ff te premijm val. bylaceilo

(c) Varies accordrlg to a stap.ste table
(d) Expresse as afbced rnusber ofimanths of basea sImay

NumbeOfaimonton
(e> Fiat amaura for aul afficers

Annal fiat emoun

incertive Hardshlp
heim prrkim

23% 26%
5% 9%

11%

8% 21%

0% 0%

5% 23%
$1250W

inmtive

0%
7%

8%

0%

Incenttve
wwîm

33%

0%
0%

33%

33%

Hard4

0%

25%
13%

27%
0%

38%

Hodshlp

33%
87%

6%
25%

0%

0%

0%
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(a> Expresseci as a percent of base salaiy wlthout a monetary cap
(b) Exprasseci as a percent 0f base salary wlth a monetanj cap

Percenag, If the. prernium la Uic sarne for aIl postigs
Lowest percentage. 9 the pemktm vaiés by location
H#ghespercentage 9ii ü* gnUum vas by location

Annuel salary cap for response <b)
(c> Varies accordlng to a atep-rte tabl
(di) Expressaci as a fbced nmber 0f months 0f base saia<

Number ci months
(e> Mla amount for ai oflicers

An"nuel lamount
(f> Ottie:____ _____

10. Do you provide a Coet-cf-Livng elkowance for Foreign Service Officers on poeting?

<a> No
(b) N'es, paid Ott as a lump Sum
(c> Yes as aperce<itageof base salary w tua monetary cap
(d) N'es, as a percertage, of base salaiy wltti a monetary cap
(e) Ohr_______________________

Otiher - Common Responses:
Varies wlth numnber of dependaris. position and location

11. If you provîde*aCoet-of-iJving aliowance, 110w often la the amunt adjtod?

(a) Aiiowsnce la fixed for longth of posting
(b) Adjusted annualy
(c) Adusted whenever new data are reoeived
<(d) A(*sted wtiensve dlffer«tda changes by et lest a fbced %

Mhh*iUM parcentage
(e> 0111r:___________

Othe - Common Responses:
Adjusteci halva a year

12. Whlch of the. toflowing are taxable?

(a) Ilmettive prenikim
(b> ltardshlp premium
<c) Coto4vig aiiowarce
(CI> 0ther~_____________________

Other - Conimon Responee:
Transft allowance, RIsk atiowance, Nome are taxabie

0% 0

0%10

0%
0%

0%

0% 0%
24% 25%
40% 44%
12% 6%
20% 19%

4% 0% 0% 20%
16% 19% 25% 0%
28% 19% 25% 60%

1 24% 25% 25% 20%
3% 4% 3% 5% 5%

24% 31% 25% 0%

4% 0%
12% 13%
6% 0%

58% 47%
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13. Do you have a houslng assistance prograrn deaigned to heip a Foreign Service Officar matintain a reeldence in thé hom country?

NO
Y«s, pay ail expenses for td party homte managemnent services
Ves. pay tl*rd-pafly horme managernent services ta a Set maimu
Vos, but organization reimburses for only specfl fees
Yes, organizatio pays a flat amount
VYs, organization reimbwaes on an ad hoc baste
Othe __

80% 88% 100%
I12% 0% 0%

0% 0% 0%
4% 6% 0%
0% 0% 0%
0% 0% 0%
0% 0% 0%

14. Do you quarantue ta a Foreign Service OffCor relmbursemeit of a iose front the rentai of the hom country principal readence?

(a) No 88%
(b> Yes. wlth a cap of a specied monetary amours or rejmber of monthe ret 4%
(c) Yes, organlzation abaorba the loss wiOtd lkmit 0%
(d) WM stop housing share/deduction for a period 0%
(e) Reduce houalng ahare paid by the Foreign Service Officer ta offset this lots ()%
(1) Manmged on acase-b.caeebasés 0%
<g) Other:_________ 0%

15. Do you provîde assiatance wfth thsse and/o pchae of thé homne country principal reudence?

No
Yes, once par postlng
Vas. baued on a different frequency
Freueny

NO
Vas, once per poetlng
Vos, based on a diffeuant lirequency
Froquency

No
Vas, once par postirig
Ye. baued on a different fraquency
Froqueny

NO
Vas, once par postlng
Va.. baaad on a diffemant frequency
Frequoncy

sais Purchase

On. u and onesatprcm

Sait Purcha"
80%1 wl
20% 12%
0% 4%

1 1

nu 16
Sale Purchase

I001%

nm 4
sais Purchms

100% im
0% 0%1z

No
Ves, once par posting
Vas, beee on a differet fraqusncy
-WACY

Sale Purchas.
0%1 40%1
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16. Do you provido spoclal financlal assistance ta Foreign Service Officers wha famlles remalin ln the homoe count" tomporaully ani join thomn aftor the. Mtntof the posting?

(a) No
(b) Vos, home houslng sharedeductori delsye urti# famly vacates home courty

reskience.
(c) Oth r__ __ _

Other - Common Rompons..:
Separate mainterance grard le pwovde

48%

.120%
28%

50% 50% 40%

0% 60%
50% 0%

= ncewihHs onr Ha in I Ar"

17. Do yata pravIdé assistanc, for housing ta Foreign Service Officers ait h. hast location?

(a) NO 0% 0% 0% 0%(b) Y.., atm"y 84% 4%50% 80%
(c) Only Maîre houekg Caste are hlgher 8% 0% 25% 20%(d) Other- 4% 0% 25% 0%

le. Do you require the office. ta psy a portion of the cost of housing at the hast location?

(a) No
<b) Y..
(c) Oth&_ ___

19. Do yau psy for hast location UtiuitOS co8t8 (Oxcluding toephano>?

<a) NO
(b) Vas, WrClude in the hoUabnlCaof-vn allowance
(c) Vas, Foreign' Service Ofice rlMbWsed for actuel caste
(d) Vas, reodmbursedi i selsct locations orty
(e> Orier:_____________________

Othor - Cammon Ropons..:
Ofie. coînrbutes portion as wed

44%
52%
0%

sErolve Senflef&M

20. Do yau caver the additiongd =ast$ of rmOdlcsldenta cave whle on a forolgni posting?

(a) No
(b) Vas, though the home ccurdrY ogrgEton'eS Standard private medica plan
(c) Vas, ttwnuh a sPoclal home country or ftnernalonai medical plan
(d) Vas, through a hast country group or ldMdual medical plan
(e> Vas, ttrough a cash re.mbca'sement
(1> Other___ ____

Common reepame,: Ttvough location M&m~nce, According ta speclal legistation

12%
28%
28%
8%
M0

12%
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P Lglqites Abroad

21. Pli. ndicate If you provide the foloWng perqulsltes:

No
Managed on a case-by-case basés
Vos, without ceut to Foreign Service Officer
Vos, with the Foreign Service Offica bearing a portion of the
cost
Ordy in accordance with hast counitry nrm for the position belng NWle

Orty In specifli locations
Only et specf weels

Lowestow WW&.
Othlet

No
Managed on a mae-y-caa basis
Vos, without cost tb Foreign Service, Mfier
Vos, wfth dm. Foreign Service Ofier bearng part of oat
Orty mn accordance wlth hast country nrma for tDm position boin MWl

Ordy i specifl locations
Only et speifa levels

Lowest 9 love! eI.
Otemr:

nu 16

No
Mansged on a case-by-cse bos
Vos, wltout cost ta Fareign Service Officer
Vos. wlth the Foreign Service Officer béaing a portion of the cast
Orty In acCordance, wlth hast country norm fcr the position being MWle
Orty in specflc locations
Orty et speciflo levels

LoftsflevwolgWe
Oe

Automobl RecretiolClub Rqprsenttian
Mmbershlp >lawance

Automoble Recretoral Club Represenatlon
Memberall Alowance*

24% 64% 20ý%
0% 8% 4%
0% 8% 16%
0% 4% 8%

12% 12% 8%
8%0% 4%

56%4% 36%1
___ 0 01

A 4% 4% 8%1

Automnoble Recrealonal Club Rqesnalon

31% 6% 6%
0% 6. 0%

0% 13%, 25%
0____ 6% 13%
0%. 0% 6 %
0% 0% 0

1 0%1 M% 1
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nz 4

(a) No
(b) Managed an a cas-bye bala
(c) Vos, withaut coot to Foeign Service Officer
(d) Vos, with üho Foreign Service Ofilcor bearing a portion aofh

cost
(o) Ordy i acardance with host cm"t, norm for tho position bolng MWlo

(f) Orty in spocfic locations
(g> Only at speci lel

Lowest tevw oEbMe:

(o) No
(b) Managod on a caso-b*oea basia
(c) Vos. Wltou* Cood ta Forelgn service office
(d) Vos. with tho Foreign Service Officor boorln part of coat
(e) Ordy In accrdance wlth hasOtcurY norme for te» pasition boîng ftlod

(f) OnIy in $Pakli locstians
(g) Ordy et apeclffc levels

LawaevofilqW4We
(h) Othébr.

Autrnobilo Rocmoaional Club Roprosentalion
MomberaNp AdlawnceV

25% 100% 25%
0% 0% 0
0% 0% 0

0% 0% 0

25% 0%0%
25%- 0% - 25%
50% 0% - 100%

0% 0% 0%

Automoblo Rocroationai Club Roproseîlaio
MMbroNp AgowmWc

22. Do you psy for privat. schoollng In thé hast loatio?

(a) No 
W tw emw

(b) Vos, bt onhy if the public achacl are doeod inadoqualte
(c> Ve,as amatter ofcourse
(d) Vos, but ordy If theolanguageo f lnstnjtlon le net spolcen by the akxtud
(o) Manfed onea caaeby-aso basis

(a) No 8%mnay eodr
(b) Vos, but arcly If the public saoaols are doood hudequato 32%
(c> es oas amatterof oLae 481
(d) Vos, but ai4y ff ttho languageo f instruction le not spoker, by the aùxtu0A,
(e) Manmgeon acase->y-casas,&12 8

(s) Na 13%1 13-.1
(b) Vos, buit nly if the public scoals are deomed inadoqualeto- 1(c> os as amnatter of ouse4%44

A<1 Vos, Wu ordy 9 the lepguageof i nstruction lB flot sipolen by the atudoit 0,0
(s> Managod onea Case-by-case bas13

nu 4

(b> Vos, but ardy if the public schoals are doomned kunadou" to0
(c) Vos, asanattr of coursae75 75

(o) Managed on a case-by-caae bosés 2Al M
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(a) NO 00
(b) Yes, but anly id thie public sahool are deemed inadequatMe60
<c) Vos, as a matter of course 40% 40%~
(d) Vos, but orily i thie tanguage of insfrctlon la flot spoken by trie studerd0%0
(e) Managed on a caso-by-case bees %0

23. VWtat dependant education cast (elementary and sécondary grades) lncurred by Foreign Service Officers on International poatng
do you psy for?

Elemonry ifnd
(a) Ail reasonable omts, lncudig boardirg Wf local schools are inadoquate
(b) AU reasariable coeste exctvdlng boardfrg
(c) AI reasonabie caes up toa maximumn amour*
(d) AJ reasanable costs abave a flxed amout
(e) Flxed amount
(0) Specic caste Orly
(g) Othe:__ ____

(a) Ail resonable cast, incudig boadi if local schools are inadequatej i

(b) AI reasanable coets excluding baardfig 24% 24%
(c) AH reasanable cast up toa maximum amourd 2M 24%
(d) AI reascoable caste abave a fbted amount 0
(e) Fixéd amaunt 8% 8%
(0) Speclfic caste osly 4% 4%
(g) Other:______ 1 8 8%1

nu 16
Eiflentrary scd

(a) Ai reasonablo casile. includhig boardirn if local ecliacis are inadequate 3% 1
(b) AUl reasontable cast exckudlri baerdlnq 19% 19%
(c) AU reasariable caste up toa maximum amouit 19% 25%
(d) Ai measanable caste above a fixed amount %0
(e) Fixed amourt 8% 8%
Mt Specifc ca anly 8% 8%
<g) Othe:__ ____ 13% 3%

nu 4
Elemetr eodv

(a) Ail reascoable coste. lncludîng boardfig if local schools are Inadequate 01o
(b) AH reasonable caste excludiN boardlng 25%2%
<c) Ai reasonable caste up toa maximum amourS 50% 0
(d) AH reasanable castes above a fbrod amour4 0%0
(e) Fixed amourt 25% 5
(0) Specilc caste ocSy O%0
(g) Other:________

Elemerfary S=
(a) AU reasanable Cas, ircludlng baardlng if loae echools are inadequate

80% 0(b) Ai reesanable caste excldng boërdlng 40% 0
(c) AN reaanble caste up toa maximum wmoujt0%%
(d) MI reasanable caste aboya a fixed amaunt %0
(e) Fbced emunt0%%
(0) Specfc cals crêy %0
(g) Otler:_________
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24 Do you pay for any costs for post-secondary odue0ton of dapendents?

(a> No
(b> Yas. up to a fixad ffmi

Annuel neat amfount
(c> Vos, but tulion anly
(d) Vos, dormitory roam andi board
(e) No experier-eNo polcy
(f> Other________

No
Yes, up to a fled imit
Annuel Riat amount
Vea, wuttubton ory
Ves, donnftory roam andi board
No opince/No pollcy

n. 15

No
Vos, up ta a ffixat flmit
Annuel fiat amount
Ve, but tuiion orly
Ves, dormnlory rom andi boardi
No expenenceNo policy
Othr______

nu 4

No
Vos, up ta a fbced fimi
Annuel fiai amOunt
Vos, Wu tultion only
Vos, dormorxy rm andi board
No experienc/N pokly
Othe___

No
Vos, up ta a fbced lmi
Annuel fiat amnount
Vos, b ulion ordy
Vos, donmitry room andl board
No exporl/o policy
Other_

Home When Posteti

4% 8%

Hom Whon Posted

25% 25%

Home When Poated
EZI0%1Z80%
k0fzII%

0%J~
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25. Do you psy for day care (formai, "home day cure» or nanny>tpro-echooUinursory achool coMst?

(a> NO
(b) Vos, diffieence batwao home anid hoat
(c) Ves, If oat is above a fixed amour*
(d) Ves, bu ordy df mandated in the home counry
(e> Managed on a caae-by-caae, basis
(1) No policy/no oxpeinca
<g) Othar:____

(a> No
(b) Vas, différance botween home and host
(c) Vos, df cost is abova a fixed amourt
(d) Vos, but ordy if mandatad In thm homo country
(e> Managed on1 a case-by-case bais
(f) No policy/no experierice
(g) Othor:____

Other Common Responses:,
Not Oaycare, 20% of the osis, Pre-Sohool coua are covered

n. 16

(a) No
(b> Vos. différence between homo and host
(c> Yes, df cost is above, a flxed amourf
(d) Vas, but ordy If mandatad in tho homo country
(o> Mamagod on a caso-yase buis
(f) No plcyloexprencev,
(g> offher__

fi- 4

(a) No
(b) Vos, différence bethweon homo and host
(c> Vas, If cost Is above a fixed amourf
(d) Vas, but ordy If mandate in the home country
(e) Managed on a case-by-caso baus
(1) No plcylno expérience
(g) Othr ____

(a) No
(b) Vos, diffèence between home and hoW
(c) Vos, If cost Is aboya a fixed amount
(d) Vas, but orgy df mandate In the home CoM"r
(e) Maniaged on a casa-by-casa basis
(f) No poklylno expénrice
(g) Other:____

Home When Posted
96%, 68%~

24% l 20%

Homne Whon Posted
94%1 3

0% 0

0% 0

0

M 0

0% 20
0%

0
0% 20
0% 0
0%- K
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J »Leuve. RâR vV ou Hu

26. Do you provide Home Lamv travel 10 your Foreign Service Officert?

(a) No 0% 0% 0% 0%
(b> Vea, orgartzatian ofler on tnp per poeting ye- 52% 44% 50% 80%
(c) Vas, organuzaton oSéra mor thon one tnip per pommen year

8% 13% 0% 0%
(d) Othsr________ 40% 44% 50% 2M

27. Do you permit a Foreign Service Officer to usne Home Leave 10 travel to à dgWfren country and stli b. eligible for relmrem ent?

(a) No, thm assignae muet return to, the homne couiflry 64% 75% 50% 40%
(b> Ye.. 1he assigne. wfig mêmee retobursemnert up 10 the amourd tha would have been

paid hsd hefshe retunsd ta 1h. home couniry
.132% 19% 50% 60%

(c) Vas. 1h. essignee receivea a cash aiiowOnce to, use as helshe dowte without
proviin receta 0% 0% 0% 0%

(d) 011w:. 0% 0% 0% 0%

28. Do you provide Reot & Recreation trips separate fton home eu vo fraye! 10 Foreign Service Officers?

(a> No 36% 31% 0%40%
(b) Vas, but ordy to Foreign Service Officar in hardsNp locations 00% 63% 50% 60%
(c) Yes, tou ad oreign Service Officers posted abrod 0% 0% 0% 0%
(CI) Ohe ______ 0% 0% 0% 0%

29. Whet le 1h. frequency of Regt& Recretio tripe allowed?

(a> Once ayear. 25% 18% 0% 87%
(b> Twce a yor 6% 9% 0% 0%
(C> more thtwce a yeer 0% 0% 0% 0%
(d) The rsjnbar of leavea dependa on 1h. poating location 50% 55% 50% 33%
(e) Othr:_ ____ 19% 18% 50% 0%

30. Who chooses the Regt & Recreation destination?

(a) Onganlzatlon 38% 36% 0% 67%
(b) Foreign Service OM-ca 63% 64% 100% 33%

31. Whut le the Forsion Service Officer' stuttov holiday entîllement durina 1he ouline?

(a) Seme ruaiber of holidayS as in 1h. home counry 133% 47% 25% 0%
(b) Hast courUs hoilday, 29% 0% 50% 100%
(c) Great of home or hast country entiliement 13% 20% 0% 0%
(d) Other__________ 21% 27% 25% 0%

Common rauponsas: depends on post; ombinsilon of home and hast holldays
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32. Do you provide repatriation couns.iling for Foreign Service Officers and their familles upon thoir retumn frorn a forelgn posting?

(a) No
(b) Yes OFAIT

CiC
40% 31% 75%
56% 63% 25%

33. Are Foreign Servies Officers who voiuntarly terminate their poeting early and return to the homte country reqtdred to pay e portion of the repatniation coat?

No, the. organisation assumes the fuit cost of relocation
Vos. the Foreign Service Officer muet pay a portion of the cost of relocation
Y"a, the Foreign Service Offbcer muet pay the fuît costaof relocation
Depends on the circunstances
Othet___

36%
4' 16%

4%
36%

CErrent Cce n

34. Please provide Information about any current issues that have been volced among Foreign Service Offcers or othera within the organization, and the responae orintended respone of the organiztion. Theze may bu concerna that have been brought up by Individuels or their bargaining agent or by management.

Compensation for bass of spouasi employniert
FS Structure and saary
Empicyment insurance bormefts for spouses
Spousal pension
Promotion appraisal systenis

Repatriation - fidng suitabie positions back in honme courtry la an issue
Constantiy managîng theo ct of assignnients andi wonicng to increase fixibbhity for hiring managers.
Hiring haadhunter ta assit spousas wfth findting empécynter
Remuneration lavels are an iasue that wil b. addresaed.
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DFAIT FS Survey -Participant Proifiles

NETHERLANDS

Foreign Service Structure The Nctherlands lias five levels (tbree levels bclow EX-01i

equivalelit) in its Foreign Service, which is part of the overail public service. Progresion to the

next level is based on performance appraisals and the existence of an opening at the next level.

Most officers spend six years at the cntry level, 10 ycars at the next, level, 12 year at the third

level, and 10 years at the higlicat level (equivalent to flic Canadian "Job DW).

Foreign Service Officers are responsible for political/economie affairs, trade, immigration, and

aid matters. There are officers specializing in immigration at some postings. AiU offers are

unionized.

New Recruits New recruits must (and do) bave a Master's degrcc, two years of work

experience, and knowledge of two foreign languages. New recruits attend a training programa

lasting a few months that includes on-the-job training, classroom courses, and language trainng.

Thcy then have an average of 8 days of training per ycar. Rccruiting is donc in mid-carce from,

with the Public Service, whcrc recruits must have at lcast ciglit ycars of experience.

AssignmnefL Foreign' postings average four years in lcngth. Foreign Service officers typically

rotate between home and forcign postings. Personal choice wcighs heavily in posting decisions.

The primary resson for turning down a posting is the inability ofithe spouse or partncer to work at

thic posting location. Local conditions (isolation, sccurity, cultural differences, climate, absence

of health care facilities) and parental responsibilities are also, comimoli ressons. Attrition



DFAIT FS Survey -Participant Profiles

Home Leave/R&R Leave. Home leave travel is provided (to the home country only) once a
year. Rest and Recreation trips must be paid out of the location allowance for hardship locations,
with the officer deterniining the ftequency and location.



DEAIT FS Survey -Participant Profiles

NEW ZEALANU

Foreign Service Structure. New Zealand has five levels in its Foreign Service (four levels
below EX-O 1 equivalent) . On average, a Foreign Service Officer will spend four years at the
first and second levels, five years at the third level, and nmne years at the fourth level. Progression
to the next level is based on performance, but for advancement to the 3rd level and higher, an

opening must exist. Approximately 25% are promoted at each level each year, except for
promotion to the highest level, which is at a rate of 15% per year. The rate of promotions mnto

the second-highest level has increased recently in anticipation of a higher rate of retirements
among officers at the highest level.

Foreign Service Officers are responsible for politicalleconomic affairs, trade policy and aid.
immigration Officers are flot part of the Foreign Service. Ail Foreign Service Officers are
umionized.

New Recruit& New officers must possess an undergraduate honours degree. Work experience is
not a requirement. Mid-career recruits must meet the saine educational criteria as their entry-
level colleagues, but must have between six and fifteen years of work experience. These officers
are recruited from thc private and public sectors and are typically placed based on their level of
woiic experience. New recruits receive on-Uic-job training and training in a classroom setting.



DFAIT FS Survey -Participant Profles

Officers usually move tbrough salary ranges according to a percentage-rated grid based on
performance. The average length for an officer to move fromn minimum salary to the next salary
band is five years or more. When compared to other professionals i the Civil Service, Foreign
Service Officers' salaries are in the top 30%.

Assignment-related allowances range fromn 30% of salary for a senior officer with no cbildren at
a low cost post which attracts no location allowance to 200% of salary for a jumor officer with a
number of children at a difficuit post which is also a reasonably high cost. Even at the same post
(where cost of living andi location category are the same) there can bc a large difference between
the percentages for individual officers dependmng on salary and faniily status.

Spousal Conspensation/Assistance. Allowances provided to the Foreign Service Officer includc-
an amount for the spouse (the expatriate allowance is 20% higher for a spouse, and an additional
7.5% higher for each dependent child). Spouses of officers can be employed at the foreign or
home location as a local staff member or as a Foreign Service Officer if suitable positions are
available. Spouses are assisted by the Foreign Service in obtaining a work permit when on
posting, and receive an allowance to cover job search expenses at home.

Relocationand Iaoentir& The objective of the policy is to maintain home country living
standards and purchasing.porwer. Foreign Service Oficers are not required to pay for housmng or
utilities when abroad. Prlvate school tuition is paid at elementary and secondary levels. The cost
of boarding is paid if the children remain i the home country. A fixed amount is provided to,
cover accommodation costs for postsecondary education of dependents while the Officer is
posted abroad. A fixcd anwunt ($1 ,9691year) is provided for childcare costs in the home
country. Pre-school eduazuin costs are paid overseas for the equivalent number of hours
provided in the home couqtry.

Incentive and hardship Jxemiums are provided in the normal pay cycle. The incentive premium
represents an additional 'l5% of the officer's salary, while the hardship premium is a flxed
amount paid to ali o>filcm at the sanie location. The cost-of-living allowances are adjusted
annually. Nonc of the aliowances is taxable.

Home Leave/R&R Ueave. -Home leave travel is provided (to the home country only) to officers
on four-year assignments. No Rest and Recreation trips are provided.
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UNITED STATES

Foreign Service Structure The United State bas nine pay ranges in its Foreign Service and four

levels in its "senior ranks." Five of the Foreign Service grades are considered professional
levels; the four lower grades (6, 7, 8, and 9) omprise secretaries and tecbnicians. Grades 4, 5
and 6 were matched to Job A because ail three have the saine level of responsibility. Pay differs
depending on the academic qualifications and amount of work experience of the mndividual.
Grades 2 and 3 were matched to Job B (Match -) because both grades have the saine level of
responsibility (but again differ in pay depending on academnie degree and work experience).
Grade 1 is matched to Job C (Match -). 'Me lowest of the senior ranks (grade OC) was also

matched to Job C (Match +), while two additional senior ranks (MC and CM) were matched to
Job D.

While Foreign Service salary is llnked to the Civil Service, staffing and promotion rules are

différent. The Foreign Service has an "up or out" approach. Progression to the next level is

based on performance appraisals and, for movement to the third, fourth and fifth levels, the
existence of an openmng at the next level. Most officers spend four years at the Junior Officer

level, 5 years as a lower mid-level officer, 7.5 years as a higher mid-level officer, and 8.5 years
as a lower senior-level officer. Most officers do not get as far as the Canadian "Job D"
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Compensatioit Compensaton is shown in Canadan dollars in the following table;

Titie Job Match Minimum Maximum Average Actual
Junior Officer Job A Match $54,352 $97,903

Mid-Level Officer Job B Match - $82,276 $149,1 14
(Grade 2 or 3)
Mid-Level Officer Job B Match - $126, 312 $162,910 Inorion flot
(Grade 1) ________available

Senior Officer Job CMatch + $171,521 $197,622
(Grade OC) _____ 1_

Senior Officer Job D Match $179,542 $197,622
(Grade MC, CM)__________ ______

The salaries above are for overseas service. For salaries in Washington D.C., the home country
location, an additional 10.23 percent is added. Employees may also participate in a retirement
plan to which the employer contributes 6% of salary. Salary scales are comparable to, those of
economists and lawyers in the civil service.

Spousal Compensation/A ssistarice Spouses receive no financial compensation. Spouses on
posting may be employed as a local staff memnber if a suitable position is available. The State
Department also canvasses other organizations for available jobs and assists ini obtaining a work
permit at the host location. Spousal employment opportunities are a key concern. An initiative
is now being piloted in Mexico City, where an executive search firmn bas been hired to assist
spouses in finding employment at the post location. This will be rolled out to other large
postings where there is a reciprocal work agreement in place.

Relocation andlncenive& 1hw objective of the State Department policy is to maintain home
country living standards and purchasing power. Foreign Service Officers are not required to pay
a housing or utility share. Private schooling is paid for both elementary and secondary levels.

There is no incentive premnium provided. A hardsbip premnium is provided in the normal pay
cycle, ranging from 5-25 percent of salary with no cap. A cost-of-living allowance is paid as a
percentage of salary with no cap. The hardship premium is taxable.

Home Leave/R&R Leave. Home leave travel is provided (to the home country only) every two
years to officers on four-year assignments, or between postings on a three-year or two-year
assiganent.. Rest and Recreation trips are provided once a year to officers in hardship locations.
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IRELAND

Foreign Service Strudture. lreland bas six levels in its Foreign Service (three levels below EX-

Ol1 equivalent), including three levels of ambassador. Progression to the next level is based on

the existence of an opeming at the next level for ail levels, years of experience in grade for

promotion to the second level, and interviews for progression to the ambassador level. Most

officers spend threc years at the entry level, six years at the First Secretary level, five years at the
Counsellor level, and six years at the ambassador level.

Foreign Service Officers arc responsible for political/economic affairs, trade, administration,
immigration, aid, protocol, and information consular matters. Officers below the level of
ambassador are unionized.

New Recrulits The mninimum criteria for entry into the Foreign Service are an undergraduate

honours degree and knowledge of one foreign language. New recrmiits attend a training prograrn

lasting 6-12 months that includes on-the-job training, classroom courses, self-study courses,
domestic training assignments, and language training. They then have an average of 1-3 days of
training per ycar. Recruiting is donc in mid-career from within thc Civil Service, where recruits

must undergo a coinpetitive process and interview conducted by thc Civil Service Commission.
Career progression is thc same as for carly-carcer recrits

AssignmenMV Foreignl postings average three years in length. Foreign Service officers typically
rotate between home and foreign postings. Personal choice weighs heavily in the decision

regarding posting location. Officers are not required to go to any hardship posts.
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Spousal Compensation/Assistanc& There is currently no policy regardmng spousal
compensation, but it is under consideration. There has been no substantial, change ini the number
of spouses flot accompanying officers on posting due to career-related issues.

Relocafion and Incendive& The objective of foreign assignment ternis and conditions is to
provide mncentives to recruit and retain staff and to maintain home country living standards and
purchasing power. Foreign Service Officers are flot required to pay a housing share, but are
required to pay utilities (except for ambassadors). Private school tuition costs are paid on a case-
by-case at the elementary and secondary levels. Postsecondary tuition for dependents is paid
while the officer is posted abroad.

Instead of an incentive premium, officers receive additional leave entitiements. A hardship
premium. is provided in the normal pay cycle and is calculated as a percentage of salary. The
hardship premnium percentage varies depending on the degree of hardship. A cost-of-living
allowance is paid as a percentage of salary. These allowances are non-taxable.

Home Leave/IRâR Leave. Home leave travel is provided once every 18 months. Officers
receive reimbursement up to the amount that would have been paid if they had returned to the
home country. Rest and Recreation trips are provided once a year to officers in hardship
locations.
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FRANCE

Foreign Service Structure. France has five levels in its Foreign Service (four levels below Ex-
O1 equivalent), which is part of the overali public service. Progression to the next level is based
on a review of performance appraisals, years of experience and the existence of an opening at the
next level. Most officers spend one year at the entry level, 5-10 years at the second level, 5-10
years at the third level, and 10Oyears at the fourth level.

Foreign Service Officers are responsible for political/economic affairs, administration,
immigration, and aid. There are officers specializing in immigration at ail postings. Ail officer
are umionized. Trade officers are separate fromn the Foreign Service.

New Recruit&. New recruits must (and do) have a Master's degree and knowledge of two
foreign languages. Based on a new policy, certain categories of officers are required to be fluent
in one language that is deemed "diflicuit," and ail new recruits must have a basic understanding
of German. New recruits attend a short training program that includes on-the-job training,
classroom courses, self-study courses, domestic and foreign assignments and language training.
They then have an average of 8 days of training per year. There is little mid-career recruiting;
where it does occur, individuals are hired from within the Public Service.

Assigaments& Foreign postings average three years in length. While some officers may rotate
between home and foreign postings, others can be reassigned immediately to another posting.
Although officers can influence the location of their posting, other factors override their personal

a posting is the inability t okato work at
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Spousal Compensaion/A ssistanc& Allowances provided to Foreign Service Officers for
spousal compensation include an amount for the spouse. The Foreign Mînistry assists spouses i
finding employment on a case-by-case basis on postings, but does neot provide assistance upon,
return.

Relocation andlncenive& Policies related to conditions of service abroad are designed to
provide incentives to recruit and retain Foreign Service officers. The Foreign Ministry pays for
housing and utilities costs through the housing allowance, which can be 200-300% of salary.
The housing allowance also includes a "family allowance" (10% of the housing allowance) and a
fixed amount to cover elementary and secondary schooling. The amount of the allowance varies
based on the number of dependants and the posting location. There is no separate incentive
premium or hardship premium. The allowance is flot taxable.

Home Leave/R&R Leave. Home leave travel is provided every ten months (to the home country
only). Rest and Recreation trips are not provided. Officers on posting observe their home
country's and host country's national holidays.
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ÇOUNTRY "A"

Foreign Service Structure. Country A bas five levels i its Foreign Service (four levels below

EX-01i equivalent). On average, Foreign Service Officers will spend one year at the entxr level,
two to three years at the second level, six to seven at the third level, and six years at the fourth
level.

Promotions to the second level require an interview, simulation exercise, the existence of an

opening, a written application, and written and oral reference reports. At other levels,
performance appraisals are also reviewed, in addition to the above criteria.

The primary responsibilities of Foreign Service Officers are political/economic, trade policy and

administration. Aid and Immigration Officers are not part of the Foreign Service. (Immigration

officers; are represented through the Departmnent of Immigration). However, at some postings,

Foreign Service Officers undertake work on the behalf of the Departmnent of Immigration. There

is a separate Trade Commissioner function ini many foreign embassies which are staffed by the

Commerce Departifent. Ail Foreign Service Officers are unionized.

New Recralts. New recruits must possess an undergraduate degree. There are no requirements
Ay.,n.r~nerience or foreimn lanp2uaç!e at the entrv level. Ini actual Dractice. most entrv-level

months
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Counsellor __ job C match J $56,220 J$65,878 J $61,039 J
Ambassador : JJob D Match $72,848 $80,901 1 $80,901

Officers usually move through the salary range based on their individual performance. The
average length of time for an officer to move from minimum salary range to the next is two to
five years. Officers can receive a 5.65% performance appraisal bonus. Their salaries are in the
top 20% of the Civil Service.

Spousal CompensatoWAn&siance- Currently, there is no assistance offered for the loss of
income for the accompanying spouse. The Foreign Service may offer assistance to spouses to
find employmnent wbile on posting, but this is managed on a case-by-case issue. The Foreign
Service will offer general information on work prospects and local requirements.

Relocation andlncendves. The objective of the policy is to maintain home country living
standards and purchasing power and to match the terms and conditions typically offered by
multinational companies. The Foreign Service pays for shipment of household.goods to and
from a foreign posting as well as a fixed incidentaI allowance to of Cdn $1,180O-for Officers
accompanied by spouses and Cdii $610 for unaccompanied Officers. Officers are required to
pay a portion of housing costs, and must make a contribution to utilities costs. Private School is
paid for at the clementary and secondary levels if the Dublic schools are deemed inadeauate-
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COUNTRY6"B"5

Foreignl Service Structue Country B bas four levels in its Foreign Service (tbree levels below

EX-1), which is part of the overali Public Service. Progression to the. next level is based on

performance appraisals, years in grade and the. existence of an opening at the. next level.

Foreigni Service Officers are responsible for political, trade, administration and immigration

affairs. Aid officer are a separate group.

New Recruits. There are no minimum education, work expenience, or language criteria. lIn

actual practicelflost new recruits have a Master degree and 2-5Syears' experience. New recruits

are ini orientation and / or training for a î>eriod of 6-12 months. Most of their training is done

througl classroomn setting, self-study courses and on-the-job training. New recruits also receive

language training. Recruiting for mid-career officers is done tbrough the. public and private

seto<rs. Mid-career recruits are placed at a level based on their career expenience.

Asinmns Foreign postings average four years i length. Foreigni Service Officers generally

rettirn to their homne country afier two consecutive postings. Personal choice weighs heavily i

their posting location. Ini a typical career, an officer would serve in at least two hardship posts.

..- tL -;y rv reason for turning down postings is the mnability of the spouse / partnier to work at

conditions.
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Relocation and Inceniv& The Foreign Service provides assistance for shipment of household
goods within reasonable limits. An additional fixed incidentai allowance is also provided. The
Foreign Ministry pays for ail housing and utilities costs abroad. Private schooling is paid for
both elementary and secondary levels.

There is no incentive premium. Hardship premiums are flat amounts for ail officers and are
provided in the normal pay cycle. A cost-of-li'vmg ailowance is paid and is adjusted every six
months. Hardship premiums and cost-of-living allowances are non-taxable.

Home Leave/R&R Leave. Home leave travel is provided once per posting year. Rest and
Recreation trips are provided to officers at hardship locations, with a maximum of two trips per
year. The Foreign Ministry chooses the destination for R&R trips.
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COUNTRY "&C"

Foreign Servce Structure. Country C has four levels in its Foreign Service (three levels below

EX-01i equivalent), which is part of the overali Public Service. Progression to the next level is

based on performance appraisals, years of experience in grade, and the existence of an opening at

the next level. Most officers spcnd three years at the entry level, 6.5 years at the First Secretary
Level and at the Counsellor level, and four years at the highest level (Minister Counsellor/
Ambassador/Consul General).

Foreign Service Officers are responsible for political/economic affairs, trade, administration,
immigration, aid, and consular and cultural affairs. Trade officers, Immigration officers and Aid
officers are included in the Foreign Service group. Officers are not umiomzed.

New RecruLv New recruits must have a Master's degree and knowledge of two foreign
languages. New recruits attend a Diplomatic Academy for one year, where they have classroom
courses, self-studY courses, and language training. They then have an average of three days of
training per year. There is no mid-career recruitment.

Assignments.~ Foreign postings average three years in length. Foreign Service oflicers are
typically posted to a series of locations and consider an assignment to the home country as
another temporary posting. They have some say in where they will be posted, and may turn

down postings without consequence. In a typical career, an officer would serve at least once at a
hardship post.

The primary reason for tumning down a posting is local conditions (isolation, security, cultural
Mifrerences. climate, absence of health care facilities). Parental responsibilities and poor fit of
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Spousal Compensation/Assistance. Spouses generally receive five percent of the foreign posting
allowance, equivalent to 5.75% of salary. If the spouse has a significant income, then this
amount is reduced. When on posting, spouses may be employed as a local staff member if a
suitable position is available. The Foreign Ministry will also assist the spouse in obtaining a
work permit (on posting), and canvass other organizations for available jobs (both on posting and
in the home country). On average, fewer spouses are accompanying officers on posting due to
career-related issues. The Foreign Ministry is putting in place more bilateral agreements to
allow spouses to work abroad.

Relocation ani Incentive& Allowances are provided to create incentives to recruit and retain
Foreign Service Officers and to maintain home country living standards and purchasing power.
Foreign Service Officers must pay 18-23 percent of their base salary as a housing share. The
Foreign Ministry pays the remainder of housing costs, but flot for utilities. Private schooling is
paid for both elementary and secondary levels. Post-secondary tuition is not paid.

A Foreign Posting allowance is paid in the normal pay cycle. There are no hardship premiums
per se, but Foreign Posting allowances take into account living conditions, distance from home,
the security situation, and other conditions. A cost-of-living allowance is paid as a percentage of
salary with no cap. Neither the Foreign Posting allowance nor the cost-of-living allowance is
taxable.

Home Leave/R&R Ueave Home leave travel is provided once a year (to the home country
only). Rest and Recreation trips are not provided
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COUNTRY "D"l

Foreign Service Structure- Country D has four levels in its Foreign Service (three levels below

EX-O01 equivalent), which is part of the overail Public Service. Progression to the second level 18

based on performance; progression to the third and fourth levels is bascd on years i grade.

Movement to the fourth level also depends on openings. Most officers spend three years at the

entry level, six years at the First Secretary Level, 10 years at the Counsellor level, and up to 20

years at the highest level.

Foreign Service Officers are responsible for political/economic affairs, administration,

immigration policy, aid, and trade policy. These are not separate streains; officers usually work

i ail areas at somne poit during their career. Trade commissioners are i a separate group.

Immnigration officers fait under Consular Affairs, which is a separate unit. Ail Foreign Service
Officers are unionized.

New Recruits. New recruits must have a Master's degree i law, political science, or busiess

administrationi or 2 years at the Diplomatic Academy. Knowledge of two foreign languages, is

required for entry. Ini actual practice most new recrits have limited work experience. New

recruits go through a training period of approximately two and a haif years, durmng which they

have classroolfl and on-the-job training, and go on a six-month assigriment at a mission abroad.

They then have an average of 14 days of training per year. Recruiting is also done i mid-career

from the public and private sectors; the level niid-career recruits are placed at depends on their

career experience. The maximum age for entry ito the Foreign Service is 40.

AssignoieIL. Foreign postigs average three years i length. Foreign Service officers generally
rpturn affer two or more consecutive postings. Most are abroad for 60% of their career. In a



DFAIT FS Survey -Participant Profiles

Spousai Compensation. Spouses receive a representational allowance of 6-10% of the Foreign
Service Officer's salary. This amount is calculated from the base value of the post adjustment
and is added to the officer's salary. Spouses also receive supplemental pension benefits, as well
as assistance in obtaining a work permit when on posting.

Relocation andlncentives. The Foreign Ministry's objective is to maintain home country living
standards and purchasing power. The Foreign Ministry pays for ail housing costs abroad, but not
for utilities. Private schooling is paid for both elementary and secondary levels. Post-secondary
tuition is paid for dependents on postings. If a Foreign Service Officer voluntarily terminates the
posting, the officer must pay up to 50% of repatriation costs.

There is no incentive premium, but a special allowance is paid before officers move abroad.
Hardship premniums, calculated on a case-by-case basis, are provided in the normal pay cycle. A
cost-of-living allowance is paid as a percentage of salary with no cap. Hardship premiums and
cost-of-living allowances are not taxable.

Home Leave/R&R Leove Home leave travel is provided, but the frequency depends on the
geographical location of the posting, varying ftom yearly to every two years. Rest and
Recreation trips are provided to officers at hardship locations, with ftequency dependmng on
location.
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COUNTRY "E"9

Foreign Service Strucure. Country' E bas four levels in its Foreign Service, which is part of the

overali public service. Progression to the next level is based on performance appraisals, years of

experience in grade, and the existence of an opening at the next level. Most officers spend nine

years at the level of Secretary of the Embassy, six years at the Counsellor level, and 12 years at

the Minister level. The number of years spent at the level of Ambassador depends on the

circumistances; this is generally a political post. level.

Foreign Service Officers are responsible for political/economic affairs, administration,
immigration, and aid, as well as protection of home country citizens and consular affairs.

Officers are generalists who have responsibilities in ail of these areas. Trade officers are in a

separate group, but aid officers are included in the Foreign Service. Ail officers are unionized.

New Recru its Newi recrits must have a Master's degree and knowledge of two foreign

languages, and must pass competitive exams. New recruits spend six months in the diplomatic

school where they undergo on-the-job training, classroom courses, and language training. They

then have an average of seven days of training per year. There is no mid-career recruitnient.

Assignmns. Foreign postings average four years in length. Foreign Service officers do not

typicaily return to their home country afier a posting; they are posted to a new location and

consider a posting to the home country as another temporary posting. Officers, however, must

return to the home country for at least two years after nine years abroad. Other factors tend to
,uiprriAe nersonal choice in the decision rejgardingz posting location. Officers must take at least

a posting is
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The country considers that, when compared to other professional civil service groups, foreign
service officer salaries are in the top 10 percent. lI addition to salary, officers receive, an eight
percent employer contribution to the retirement plan.

Spousal Compensation/Assistance. Wble on posting, a spouse continues to accrue pension
entitlement under the social security program if the spouse is a civil servant. Spouses also
receive assistance i obtaining a work permit abroad.

Relocafion and Incentive& Policies related to conditions of service abroad have as their
objective the maintenance of home country living standards and purchasing power. Housing
costs are paid out of the allowances that officers receive, with the exception of the two highest
levels, who are provided with houses. With respect to primary and secondary school, al
reasonable costs up to a maximum amount are covered.

There is no incentive prernium or hardship premnium provided. A non-taxable cost-of-living
allowance is paid as a percentage of salary with no cap.

Home LeaveIR&R Leave. Home leave travel is provided (to the home country only) twice a
year. No Rest and Recreation trips are provided.
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COUNTRY "F"

Foreign Service Structure. Country F has five levels ini its Foreign Service (tbree levels below

EX-O i equivalent). On average, Foreign Service Officers spend three years at the entry level,
five to six years at the second level, eight years at the third level and four years at the fourth

level. Requirements; for advancement differ across the levels. Performance appraisals are

considered at ail levels (and are the only criteria for promotion to tiie 2iid level). For promotion

to levels three and above, there must b. an opening at the. next level. For promotion to the fourth

and fifth levels, postings abroad are considered. Promotion to the. fifth level also requires an

interview.

The primary responsibilities of Foreign Service Officers are political/economic affairs,
admiinistrationl and aid. Immigration Officers and Trade Officers are flot included in the Foreign
Service. Ail Foreign Service Officers are unionized.

New Recruits. Ail entry-level Foreign Service Officers must possess an undergraduate degre.,
two years of experience and speak a minimum of two foreign languages. I actual practice, most

entry-level recruits have between two to five years of experiemice and a Master degree. No

recruitinent is donc at the. mid-career level. New recruits are trained on the job and i a

classroom setting, and undergo language training. The orientation and training period is 6-12
mnonths, followed by two days of training every subsequent year.

AssignmneD Foreign postings average four years in length. Foreign Service officers typicaily

rotate betweeii home and foreign posting. Personal choice weighs heavily i the. posting

decision. Oflicers are usually provided with a six-month notice before leaving for a posting.

n a pc
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Officers usually move through the salary range by increments based on their performance. The
average length for an officer to move fromn minimum salary range to the next is five years or
more. Salaries of Foreign Service Officers are siniilar to the salaries found in the Civil Service.

Spousal Compensatio/A ssistanc& Foreign Service Officers are provided, with an allowance
that mncludes an amount for spouses. Accompanymng spouses are provided with supplemnental
pension benefits, and continue to accrue pension entitiement under the social security programn
while being on foreign posting. Furthermore, spouses can be employed at foreignlhome location
as a local staff member if suitable position is available. The Foreign Ministry will also canvass
other organizations for available jobs and assist spouses in obtaining a work permit on posting.

Relocation andlncenives. The objective of the assignment policy is to, maintain home country
living standards. The Foreign Service pays for shipment of household, goods, but with weight
and/or volume limits. Officers are not required to pay a portion of housing costs, and are
reimibursed for utilities costs. Private school fees are paid for at the elementary and secondary
levels if the public schools are deemed inadequate.

Hardship premniums are provided in the normal pay cycle and a fiat amounit is provided to all
officers. Cost-of-living allowances are pmid out as a fixed amounit and are adjusted twice a year.

Home Leave/R&R Leave Home leave travel is offered once per posting year. Rest and
Recreation trips are provided only to offi=es who are ini hardship locations. The number of
R&R trips varies based on the level, of hardship.
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COUJNTRY G

Foreign Service Structure. Country G lias five levels i its Foreign Service, with the top two

levels considered senior management. Requirements for advancing differ across the levels.

performance appraisals are considered for progression to the third and fourth levels. Simulation

exercises are used for progression to the second, fourth, and flfth levels.

The primary responsibilities of Foreign Service Officers are political/economic affairs, trade,
administration immigration, aid, and consular affaira. Immigration Officers and Trade Officers

are included ini the Foreign Service, while Aid officers are a separate group. Foreign Service

Oflicers below the senior management level are unionzed.

New Recrui& There are no education requirements for entry into the Foreign Service, other

tha higli school. There is no work experience requiremnent or foreign language requirement for

entry. Ini actual practice, most entry-level recruits have an undergraduate degree and less dma
two years of work experience. Entry-level officers are recruited to generalist positions in the

Foreign Service, to speciflc assignments abroad, and to speciflc positions sucli as accounitant or

scientist. Officers can also be recruited at mid-career, from within the Civil Service and from

elsewhere, tbrough an assessment centre. New recruits are trained on the job and i a classroom

setting, and undergo language training. The orientation and training period is less than six
months, followed by five days of tr-aining every subsequent year.

Assignmwnt& Foreign postings average four years in length. Foreign Service officers typically
return home afler two or more foreign posting. Factors other than personal, choice generally

override the decision regardig posting location. Officers are usually provided with nime months'

notice before leavig for a postiuig. Foreign Service Officers are not obligated to accept a
hardsbip postig i their career.

The primary reason for turning down a posting are parental responsibilities, local conditions, and

the inability of the spouse or partner to work in the posting location. Because officers bid for

postings and are appointed by a selection Board, it is very rare for an officer to turn down a

postig. Wlien they do, most of the above reasons have already been taken ito accounit and do

not feature regularly. The attrition rate is 6-9% at aIl levels and lias been falling. Officers tend

to leave for promotion and career prospects elsewhere, better compensation, and a career change.

The Foreigni MiistrY is looking into the development of a flexible benefits package to improve
retelition.

Compensation. Compensation is shown i Canadian dollars i the following table:

Titie____ Job Match [Minimum Maimum Average Actual

3n

-2"
i

SecretarY Job A Match -

'd SecretarY Job A Match $45,661 $67,074 $54,010

'Secretaly Job BMatch + $77,930 $110,036 $87,339

unelrJob CMatch + $99,348 $175,669 $121,743
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1Mimister Counsellor 1Job DMatch 1$109,531 1$222,198 1 $138,482 1

Officers usually move through the salary range by increments based on their performance. The
average length for an officer to move from the minimum to the maximum in a salary range is
five years or more. Other Civil Service jobs such as economist or lawyer have salaries similar to
those in the Foreign Service.

Spousal Compensad<rn/Assistanc& Foreign Service Officers are provided with an allowance
that includes an amount for spouses, as well as compensation for the loss of pension. Spouses
also receive assistance i obtaining a work permit at postings abroad.

Relocadon andlncentive& The objective of the assigrnent policy is to maintaîn home country
living standards. Officers are flot required to pay a portion of housing costs, and are reimbursed
for utilities costs. Officers also receive reimibursement for legal fees in connection to their
principal residence i the home country, and receive assistance with the purchase of a home
country residence one time only, after at least one overseas posting has been completed. Private
school fees are paid at the elementary and secondary levels only if the public schools are deemed
inadequate. Day care costs are abroad i some cases. The Foreign Mimîstry provides limited day
care facilities i the home country.

No incentive premium is provided, but an overseas allowance is provided as compensation for
the extra cost of having to live and work overseas. Hardship premiums are provided ini the
normal pay cycle, with a fiat amount is provided to alI officers, varying by location and marital
status. Cost-of-livmng allowances are paid as a lump sum with salary each month.

Home Leave/R&R Leave. Officers receive a "travel package" when going on a posting that is
based on the price of airfare to the home location once a year. This amount can be used as the
officer wishes, but the Officer must provide receipts. Rest and Recreation trips are provided
only to, officers who are in hardship locations. The number of R&R trips varies based on the
level of hardship.
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ORGANIZATION "A")

ExpaWrat Workforce Strudtur& Organization A was able to match expatriate jobs to Canadian

jobs A, B, C and D. Progression to the next level is based on performance appraisals, years of

experience in the present grade and the existence of an opening at the next level. Staff members

spend approximately tbree years at the first and second level, four years at the third level and six

years at the fourth level. Staff members typically move through levels via a step-rated grid based

on seniority. It takes five years or more for a staff member to, move to the maximum with each

salary range.

New Recruits. The minimum requirement for new recruits is an undergraduate degree, two

years of work experience and knowledge of two foreign languages. In actual practice, new

recruits have a Master's degree and over two years of work experience. The minimum

requirement for mid-career recruits is a Master's degree and 10- 15 years of work experience, as

well as two foreign languages. New recruîts receive two days of orientation and classroomn

tranig, and are provided with a mentoring program. Staff memibers will generally receive an

additional five days of training every following year.

Assignmelts Foreign postings average two years in length. Staff members are typically posted

from one posting to another, and consider a posting to the home country as another temnporary

posting. Although staff members, can influence the decision around their future postings, other

factors override personal choice. Staff are provided with a two-month notice prior to departure.

Staff members are not required to accept a hardship posting in their career.

The primnary reason for turning down a posting is the inability of spouse/partner to, work at the

posting location. Parental responsibilities as well as local conditions (isolation, personal

security, cultural differences, climate, absence of health care facilities) are also common reasons.

Attrition ranges between zero and two percent.

Compensatiolt Compensation is shown i Canadian dollars i the following table:

Titie Job Match MlunMm Maximum Average Actua

Assistant Officer Job A Match $60,692 $77,736

ffcrJob B Match $72,849 $97,223 Data were

senior Officer Job C Match $ 102,229 $ 2i7 nvial
Director Job DMatch $113,570 $129,339 ______

Employees receive benefits worth an additional 15.8% of salary (pension).

Spousal CompessaioWLASsistance& The organization provides spouses with an allowance while

being in the host country.

Relocation and Incentive& Policies related to conditions of service abroad have as their

objective miatching host country living standards and purchasing power. The organization
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provides a 30 days daily subsistence allowance for certain locations to cover miscellaneous items
flot specifically covered in the relocation policy. Staff members sent abroad are required to pay a
minimum of 40%/ of their housing cosus and must pay the utilities costs in full.

Subsidization for private school is assessed on a case-by-case basis. When subsidized, al
reasonable costs Up to a maximum amount are paid. A fiat amount for the post-secondary
education of dependents is provided for staff in the home and host country.

The orgamization pays a hardship premnium i the normal pay cycle. Hardship premiums are
expressed as a percentage of base salazy (8-25%) with monetary cap. A cost-of-living allowance
is paid as a percentage of salary without a cap. Neither the hardship prernium or the cost-of-
living allowance is taxable.

Home Leava/R&R Leav& Home leave travel is provided generally once every two years. Staff
memibers have the option to travel to another location and receive reimibursement up to, the
amounit that would have been paid had they returned to the home countly. Rest and Recreation
trips are flot provided.
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ORGANIZATION "B"

Expatriate Workforce Structura. Organization B was able to match expafriate jobs to Canadian

Jobs A, B, C and D. Progression to the next level, is based on performance appraisals, years of

experience in the prescrit grade and the existence of an opening at the next level. Postings

abroad are also taken mnto account for promotion to the third and fourth levels. Staff members,

typically move tbrough the salary range via individually dctcrmined increments based on

perfrmance, and may take five years or more to move fromt the salary band minimum to the

maximum.

New Recruits New recruits must have a Master's degree, five years of work experience and

knowledge of two foreign languages. New entry-level staff are recruited as sector specialists

(finance, natural resources, sanitation, etc.). Mid-career recruits must have a minimum of seven

years of work experience. Ail new recruits receive on-Uic-job training for a pcriod of six monUis

to a year and are not provided wiUi any additional trainig in following years.

Assigmns Foreign postmngs average four years in lengUi. Staff memnbers are typically

assigned to a new posting following Uic completion of Uieir previous assignment, and consider a

posting to the home country as another temporary posting. AlUiough staff members can

îiluence Uic decision around Uieir future postings, oUier factors override personal choice. Staff

members are given four-months' notice prior to departure. Staff members are not required to

accept a hardship posting in Uieir career.

The primary reason for turning down a posting is parental responsibilities Local conditions

(isolation, personal security, cultural différences, climate, absence of healUi care facilities) and

Uic poor fit of posting responsibilities with staff member's skills are also common reasons. The

organization attributes p~art of its low attrition rate (0-2%) to its very competitive compensation
package.

CompensUatiot& Compensation is shown in Canadian dollars in Uic following table:

Titie Job Match Minimum Maximum Average Ac"ua

01Job A Match $120,216 $192,312 $149,023

02 Job B Match $134,613 $215,407 $176,315

03 Job CMatch $159,749 $239,659 $210,889

04Job D Match $143,476 $266,129 $239,932

Spousal CompensatioAssisIance The organization provides assistance to staff members for

loss of spousal income and pension wbile on foreign postings. The amnount is included in Uic

allowance provided to Uic staff memnber.

Relocatiofi anSd Incentive& Policies related to conditions of service abroad are desigued to

provide incentives to recruit and retain professional. The organization provides housing
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assistance only if the housing costs at the host location are higher tha the home country. Staff
members are required to pay between 11- 15% of the housing costs. The cost of the housing
utilities is subsidized by the organization tbrough the housing/cost-of-living allowance. The
organization subsidizes ail reasonable costs for private school up to a maximum amount, as well
as post-secondary education costs up to a maximum amount for dependents under tha 25 years
old.

The organization pays incentive and hardship premiums in the normal pay cycle. Both incentive
and hardship premiums are expressed as a percentage of base salary with no monetary cap. The
incentive premiurn is ten percent across ail posting while hardship premiums range between five
and twenty-five percent. Similarly, cost-of-living allowance is paid as a percentage of salary
without a cap. None of the premiums or allowances is taxable.

Home Leave/R&R Uave Home leave travel is provided generally once every two years. Rest
and Recreation trips are offered every years to staff in hardship locations only and are provided
every two years, so that the staff memrber can go on either home leave or R&R leave once a >year.
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ORGANYIZTION "C"9

Exptrat Workforce structure. Organization C was able to match expatriate jobs to the
Canadian,"Job CI' and ""Job D." Positions at levels A and B are filled abroad through locally

engaged staff. progression to the next level is based on performance appraisals and the existence
of an opening at the next level. Most officers spend 3-4 years at each level.

New Recruits New recruits must (and do) have a PhD degree, at least eight years of work

experience, and knowledge of one foreign language. New recruits receive two weeks of

orientation and some on-the-job training. There is generally no additional training provided
following this period. Recruiting is donc in niid-career from within the organization and
elsewhere, ofiîndividuyals with at least 10 years of work experience.

Assignmeflts. Foreign postings average four years in length. -Expatriates typically rotate between
home and foreign postings. Persotial choice weighs heavily in posting decisions, and staff may
turn down postings, but interniational assignmTent experience is critical to reaching senior
positions.

,Me primary reason for turning down a posting is local conditions (isolation, security, cultural
differences, climate, absence of health care facilities). The inability of the spouse or partner to
work at the posting location and parental responsibilities are also cominon reasons. Attrition

averages nine percent - haif voluntary and half "force&' where a package is negotiated. The

Most commnon reason for voluntary turniover is career change; many leave to go into another job
in their specific profession.

compensation. Compensation is shown in Canadian dollars ini the following table:

Titie Job match Minimum Maximum Average Ac"ua

Senior Specialist JJob C Match + $124,071 $225,815 $148,026

Country manager Job D Match + $205,384 $330,299 $243 ,435

Employees receive benefits worth an additional 40% of salary (pension, medical, etc.)

Spousal CompensatioWAssistance. There is currently no policy to compensate spouses.

However, i July 2003, work will begin on exploring spousal benefits. Spouses may be
employed at the home location as a professional staff member if a suitable position is available.

The Organizatioli Cîso canvasses other organizations for available jobs in the home country, and
lias a service that provides advice about obtaining work.

Relocation andlI*centves. Policies related to conditions of service abroad have as their
objective maintaining home country living standards and purchasmng power. Employees

contribute 15% of their salary as a housing deduction, and the organization pays the rest, if the
cost is higlier. Employees contribute four percent of pay to cover utilities. Fîxed amnounts are
provided to cover eleiientary, secondary, and post-secondary school costs, up to age 2 1.
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Incentive premniums and hardship premiums are paîd in the normal pay cycle. The încentive
premnium amnount is Udn $39,283. The hardship premium ranges from five percent to 25 percent,,
with a cap of Udn $43,736. A cost-of-living allowance is paid as a percentage of salary with a
cap ofCUn $69,977. None of these allowances is taxable.

Home Leave/R&R Leave. Home leave travel is provided (to the home country only) once a
year. There are no Rest and Recreation trips.
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ORGANIZATION "fD"1

Exp atriate Workforce Structur& Organization D was able to match expatriate jobs to Canadian

Jobs A, B, C and D. progression to the next level is based on a percentage-rated grid based on

performance. on average, officers will spend 2 years at the entry-level and five years at the

following levels. Expatriates will spend five years or more to move from the salary band

minimum to the maximum.

New Recruits New recruits must (and do) have a Master's degree, three years of work

experience, and knowledge of two foreign languages.. New recruits receive one month of

orientation and classroom-settiflg training. New expatriates will generally receive an additional

seven days of traîning every following year. Recruitment of mid-career officers is done from

witin the organization and elsewhere. Mid-career recruits must have at least four years of work

experience.

Assignmenmt Foreignl postings average four years i length. Expatriates are typically posted

from one foreign location to another, and consider a posting to the home country as another

temporary posting. Othier factors generally take precedence over personal choice in the decision

regarding posting location. Staff members are required to accept one hardsbip posting in their

career. The average length of the "easiest" hardship is two years while the "hardest" hardship
averages nine months.

The primary reason for turning down a postùng is parental responsibilities. The inability of a

same-sex partner or common-law partner to be included on the staff member's visa and/or

passport and the inability of spouse or partner to work at the posting location are also common

reasons. Attrition averages 12 percent. The most common reason for voluntary turnover is the

conflict with family or spousal career.

Compensation. Compensation is shown in Canadian dollars in the following table:

Titie Job Match MNihmum Maximuma Averae Actual

Delegate . Job A Match ++ $59,904 $74,880 $67,392

Office manager Job B Match +$74,880 $99,840 $77,376

Coordiator Job C Match - $87,360 $1 12,320 $99,840

Çhjef of Deegatiofl Job D Match Il$980$168,480 $13 1,040

Emnployees receive benefits worth an additional 38% of salary (pension, medical, etc.)

Spousal Compensation/A ssistanceâ Accompanying spouses continue to accrue pension

entitiement under the social security program while on foreign posting.

Relocation and Incentives. Policies related to conditions of service abroad have as their

objective rnaintaiiflg home country living standards and purchasing power. Housing is

provided by the organization. Utilities must be paid out of other allowances provided. Private
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sohool costs other tha room and board are paid at the elementary and secondary levels. Post-
secondary tuition is also paid for dependents of officers when they are at home and abroad.

The organization does flot provide any incentive and hardship premiums. A taxable cost-of-
living allowance is provided if the standard of living is higher in the host country.

Home Leave/R&R Leave. Home leave travel is provided once per posting year. Staff members
have the option to travel to another location and receive reimbursement up to the amount that
would have been paid had they returned to, the home country. The ftequency of Rest and
Recreation trips varies across locations. R&R trips are offered only to expatiates in hardshîp,
locations.
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COMPANY "A"V

Exp aorite Workforce Structur& Company A was unable to match any expafriate jobs to

the Canadian Jobs.

AssignmentS. Foreign assignments average three years in length Expatriates typically

retumn home afier an assigtneft abroad and do flot undertake any more foreign
assignments. Staff members may tum down assignents without consequence.

Staff members are flot required to accept any hardship assignmnents. The main factor for

staff mnembers turning down asSigliTeflts is inadequate compensation. Other factors such

as loca conditions (isolation, personal security, cultural differences) and the inability of

the spouse/partner to work at the assigniment location are also common reasons. Attrition
has remained steady, and the percentage of locally hired professional, has been increasing.

Spousui Compensation/A sSstnc& Spouses may receive an annual allowance to cover

professioflal certification, continuing education, or other training when assigned abroad.

,Relocation andlnceniv& Policies related to conditions of service abroad are designed
to provide incexitives to recruit and retain staff members and to maintain home country
living standards and purchasing power.

The employer provides assistance with the sale of the home country principal residence
(once per assignent) and pays all expenses for third party home management services.
Ini addition, financial, assistance is provided to staff members whose families remain
temporarily in the home coumtry.

Employees must pay a portion of the housing cost abroad, which, is deducted, from the
base salary. Utilities costs, paid through the housing/cost-of-living allowance, are
reimbursed ini selected locations. Private schooling costs at the elementary and
secondary levels are paid (except boarding) if the public schools are deemed inadequate.

Incentive prenuums are paid i the normal pay cycle. The incentive premium amnount is

15 percent of salary with no monetary cap. The cost-of-living allowance is paid as a
percentage of base salary with no monetary cap. Allowances and incentive premniums are
not taxable.

Hrome LeaveIR&R Leave. Home leave travel is provided once a year. Staff members
can use home leave to travel to a different country and still be eligible for reimibursement.
in such case, the assignee receives reimbursement up to the amnount that would have been

paid had he/she retumned to the home country. Rest and Recreation trips are not provided.
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COMPANY ""B"

Exp atriate Workforce Struatur& Company B bas three levels of expatriates, comparable
to DFAIT/CIC's Job C and Job D.

Assignments. Foreign assignments average four years in length. While some return
home after one assignaient abroad, cases may differ. Other factors override personal
choice with respect to location of the assigniment. Staff are flot required to go on
hardship assignmrents.

No data were available on reasons for turning down assigniments. Turnover remains
steady among expatriates, and the percentage of locally hired professionals also remains
steady.

Compensatiîon Compensation is shown mn Canadian dollars in the following table.

Titie Job Match Minimum maximum Average Actual
Manager/Consultant Job C Match $80,600 $ 134,200 1We are pursuing

Employees receive a borus worth 5-28% of salary, based on performance; 10-100% of
salary through an employee stock option plan and other business-line specific long-term
incentives; 25% of salary in the form of benefits; and perquisites worth 3-20%, covering
car allowance, financial planning, and club membership. These perquisites are provided
in accordance with host country norms for the position.

Spousal Compensation/Aasisance There is currently no compensation assistance for
spouses. Spouses receive an allowance to cover job search expenses abroad, and
assistance in obtaining a worlc permit abroad.

Relocation and Incentve& Policies related to conditions of service abroad. are intended,
to maintain home country living standards and purchasing power. Staff members are
required, to pay a housing deduction for housing abroad, if the cost is above a certain
amount. Company B also assists expatriates with home country housing by paying al
expenses for third-party home management services and by guaranteeing staff memrbers
reimbursement of a loss from the rentai of the principal residence, with a cap. The
company provides assistance wîth the sale and purchase of the home country principal
residence once per assignmnent.

Private schooling costs abroad are paid (includîng boarding where necessary) if public
schools are deemed mnadequate. Room and board are paid for dependents pursuing post-
secondary education while the staff member is abroad.

There is no incentive premium provided. Hardship premiums are paid in the normai pay
cycle. Hardship premnium amounits are determrined by the International Compensation
Data provider and are expressed as a percent of base salary with no monetary cap. A
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cost-of-living allowance is paid out as a fixed amount. None of these allowances is

taxable, but base salary amounts are reduced to account for tax.

Home LeaveR&R Leave Home leave travel (to the home country only) is provided

once a year. Rest and Recreation trips are provided once a year to staff members in

hardship locations.
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COMPANY"C

Expatrite Workforce Structur& Company C bas a small expatriate workforce, most of
whom are in the United States. Company C was able to match an expatriate job to the
Canadian Job D only. Lower level jobs are filled abroad through locally engaged staff.

Assignments Foreign assignments average three years in length. Expatriates typically
return home afier an assignment abroad, and do not undertake any more foreign
assigrnents. Other factors override personal choice in the decision regarding posting
location.

Ini many cases, ernployees self-identify for assigniments. In those instances where they do
flot volunteer, a predominant reason is the inability of a same-sex partner orcommon-law
partner to be included on the staff member' s visa or passport. Turnover i s flot a
significant problem.

Compensation Compensation is shown in Canadian dollars in the following table:

Titie Job Match Minium 1 Maximum jAverage Actual

Vice President Job D Match + $ 105,000 T $169,000 $ 150,000

Employees receive a bonus worth up to 35% of salary, based on company and individual
performance. Expatriates also receive perquisites - an automobile worth 7.5% of salary,
and financial planning assistance worth 5-10% of salary.

Spousal CompensationAssistance There is currently no policy to compensate spouses.
Spouses may receive an annual allowance to cover professional certification, continuing
education, or other training when assigned abroad. Expenses associated with a job search
are also covered in the home country location.

Relocation and Incentive& Policies related to conditions of service abroad exist to
provide incentives to recruit, and retain staff members. The company is m~oving towards
"localizing"' employees sent abroad. Employees pay a portion of the housing cost abroad
only if the amount exceeds the amnounit provided, which is calculated to be sufficient fer
the employee and his or her family. Employees are also reùnbursed for utilities costs
abroad. Assistance is provided once per assignent in the sale and purvchase of a home
country principal residence. Private schooling costs are paid (except boarding) if the
public schools are deemed inadequate.

Incentive premiums and hardship premniums are paid in the normal pay cycle. The
incentive premiurm amount is 15 percent of salary. Hardship premiums range fr-om 5
percent to 1 Spercent, with no cap. A cost-of-living allowance is paid as a fixed amount
based on amounts calculated by a company called Organization Research Counsellors.
None of these allowances is taxable, but base salary amounts, are reduced to account for
tax.
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Home Leave/R&R Leav& Home leave travel is provided once a year, in the form of a

reimibursement up to the amount that would have been paid if the employee retured to

the home country. Rest and Recreation trips are provided to employees in hardship
locations once a year.
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COMPANY "D"

Exp atrate Workforce Structure. Company D was unable to match any expatriate jobs to
the Foreign Service Jobs.

Assignments Foreign assignments average two and a haif years in length. Staff
members generally are only assigned abroad once during their careers. Although staff
members can influence the location of their assignment, other factors override personal
choice. The Head of the relevant section at Headquarters will usually make the final
posting decision. Expatriates are given, on average, 2 months notification before
departure. There is no requirement to undertake a hardship assignment.

The primary reason for staff to turn down assignments is the inability of the, spouse or
partner to work at the assignment location. Poor fit of assignment responsibilities with
staff memnber's skills and local conditions (isolation, security, cultural differences,
climate, and health care facilities) are also cominon reasons. Turnover axnong expatriates
is nîsing. The percentage of locally hired professionals is also, on the rise.

Spousal Compensation/Assistance. Spouses may be emaployed at the foreignlhome
location as a local staff member or as a professional staff member if the suitable position
is available. The company also provides an allowance to cover job search expenses both
abroad and in the home country. Spouses are provided an allowance to cover
professional certification, continuing education, or other training when assigned abroad.

Relocation and Incentive& Policies related to conditions of service abroad are intended
to maintain home country living standards and purchasing power as well as to match the
ternas and conditions typically offered by multinational companies. The employer pays
for ail expenses for third party home management service for staff members that maintain
a residence in the home country and provides assistance with the sale of the home
country principle residence. The employer also covers the cost of housing and utilities
abroad, the employee and provides additional costs of medicalldental care to expatriates
while on a foreign assigninent tbrough a special home country or international medical
plan. Private schooling costs are paid as a matter of course (including boarding where
necessary) and the employer does cover the difference in costs between home and host
for preschool. care.

Incentive premiums and hardship premniums are provided on a case-by-case basis,
depending on the location of the assignmnent. Incentive premium amounts are up to 15
percent of salary, with no cap, while the hardship premiums are up to 25percent, with no
cap as well. A cost-of-living allowance is paid as a percentage of base salary with a
monetary cap. Ail of the premiums and the cost-of-living allowances are taxable.

Home Leave/R&R Leave. Home leave travel. (to the home country only) is provided
once in the first 24 months of the assignment and then once a year thereafier. Rest and
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Recreation trips are provided only to staff members in hardship locations. The frequency

of R&R leaves is dependent on the location of the assignment.



DFAIT FS Survey -Participant Profiles

ROYAL DUTCH SHELL

Royal Dutch Sheli has 5,500 expatriates, including expatriates from joint ventures and

subsidiaries. Employee wishing to move up the ranks can expeet to be posted overseas at

some point during their career.

Sheil sponsors OUTPOST, an independent network of information centres around the

world, created to provide practical information to Sheli expatriates and their familles.

OUTPOST provides the following services:

" Information Services - Personal contacts throughout the Global Network in

over 50 locations, and a lending library of personal reports, books, and videos.

" Inpost - A welcoming and information service for newcomers to The Hague.

" Sheil Family Archive Centre - A collection or primary resources

documenting the social history of Sheli expatriates.

" www.outpostexpat.fll - An extensive listing of worldwide resources, for ai
expatriates both at pre-departure stage and for settling in.

" Destinations Magazine - A quarterly magazine for expatriate families.

Employees use OUTPOST to research jobs and locations before applying or accepting a

new position.

I 1995, Shell created a Spouse Employment Centre to assist spouses of employees to

find employment. The Centre provides information and advice to spouses pursuing

career interests during expatriation and upon repatriation. Consultants in the Spouse

Employment Centre meet with spouses to discuss their career and learnhng needs, as well

as questions regarding opportunities and constraints in foreign locations. The consultants

also scan. several national and international publications for vacancies. The Centre

provides career workshops and resume writing assistance, and assists with networking

tbrough a database of more tha 1000 spouses worldwide.

SheIl will reimburse up to 80 percent of the cost of eligible courses for spouses up to a

certain value.
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