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1 Introduction and Context

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

The DFAIT Human Resources Strategy and recent 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 also pointed
out that the majority of Foreign Service Officers are of the opinion that they are not being
compensated equitably for the aforesaid conditions or environment. The importance of an
effective and motivated Foreign Service to the continued well-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 terms and conditions of
employment for Foreign Service Officers, including;

levels of attrition among all officers;
new social realities such as dual income households, the impact of rotationality on
foreign service spouses, and elder care;
¢ highly competitive labour market;
concerns about recruiting and retaining the most suitable candidates;
e issues of internal 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 Public Service an exemplary employer.

This study is designed to provide the parties with a common set of comparators to evaluate
issues of joint concern.

(1)
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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 in 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:

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
impact of rotationality, with those of the Foreign Services of relevant OECD countries
and a number of relevant private sector and international organizations; and

To review management policies and best practices regarding human resource

management, rotationality and postings, particularly with other relevant OECD
countries and with a number of relevant private sector and international organizations.

2









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

K, Methodology

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

e 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

Results 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 Concerning 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.

e Blueprint for Organization Renewal for the Trade Commissioner Service

o Royal Commission on Conditions in the Foreign Service (McDougall Report), 1981

e 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
Groups, 1991-1998.

We also conducted interviews with key stakeholders to gain an understanding of the FS
situation. The following individuals were interviewed:

Guy St-Jacques, DG HR, DFAIT

Martha Nixon, ADM Operations, CIC

Kerry Buck, an FS Officer who left the Foreign Service

Nancy Fraser, Representative of the Foreign Service Community Association (FSCA)

The table below lists the organizations we used as comparators. The four stakeholders
provided a list of countries, international organizations, and private sector companies, to which
we added additional organizations to ensure sufficient response.

G3)
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Survey Participants
Countries International Private Companies
Organizations
Canada Inter-American Several Canadian
Australia Development Bank financial services and
Austria International Committee manufacturing
Belgium for the Red Cross companies with
Denmark World Bank international operations
Finland United Nations
France
Germany
Ireland

New Zealand
Netherlands
Norway

Spain

Sweden
Switzerland
United Kingdom
United States

We developed the survey questions in consultation with the four stakeholders. Appendix A
contains our survey questionnaire sent out to the comparator organizations above. Certain
questions were omitted on the versions of the questionnaire sent to international organizations
and private sector companies because they were not applicable.

We identified contact points in each organization and elicited participation. The questionnaire
was sent to each organization by e-mail and faxed or e-mailed back. We received responses
from the participants indicated above (including DFAIT/CIC). One country, which was not on
the stakeholders’ original list, and several private companies, declined to participate. Despite
considerable efforts, not all respondents completed every question.

After receiving completed surveys, we conducted follow-up calls with each survey respondent
to confirm and clarify responses. In the course of these calls, we confirmed that participants
understood the job match exercise and were indeed comparing their jobs to the right levels of
Canadian jobs indicated in the surveys.

We also asked that DFAIT/CIC complete the survey to enable us to provide a benchmark for
the other responses. The four stakeholders approved the responses before forwarding them to
PwC.

The scope of the study also included comparisons with other public service groups. We have

collected data from Treasury Board Secretariat that is pertinent to this comparison. Section 4
of this report contains the results of this comparison.

(4)
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4 Findings — Comparison to Other Canadian Public Service Groups

The scope of this study, as stated in the Request for Proposal, included comparisons with the
following Canadian public service groups: ES (Economics, Sociology, and Statistics); CO
(Commerce); PM (Program Administration); LA (Law), AS (Administrative Services), CA
(Career Assignment 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. All

figures are in Canadian dollars.

Public Service Salaries

Employee Group Level Minimum Salary | Maximum Salary
ES ES-01 $36,823 $42,830
Effective June 22, 2001 ES-02 $41,615 $47,258
Signing date: June 27, 2001 ES-03 $48,995 $56,873
Expiry date: June 21, 2003 ES-04 $58,630 $67,630
new effective rates will be available on ES-05 $66,625 $76,988
22-Jun-2002 ES-06 $74,928 $86,106
ES-07 $82,000 $93,205
ES-08 $86,178 $99,749
CcO CO-DEV/PER $21,676 $46,471
Effective June 22, 2001 CO-01 $40,313 $53,634
Signing date: Dec 19, 2001 CO-02 $52,551 $74,450
Expiry date: June 21, 2003 CO-03 $64,410 $82,508
new effective rates will be available on CO-04 $73,538 $89,453
22-Jun-2002
PM PM-DEV $24,383 $36,548
Effective June 21, 2001 PM-1 $38,404 $42,952
Signing date: Nov 19, 2001 PM-2 $42,793 $46,107
Expiry date: June 20, 2003 PM-3 $45,868 $49.,421
new effective rates will be available on PM-4 $50,105 $54,141
21-Jun-2002 PM-5 $59,817 $64,670
PM-6 $70,135 $80,191
PM-7 $72,417 $85,239
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Employee Group ] Level Minimum Salary l Maximum Salaryj
LA
Effective March 1, 2002 LA-1 $48,605 $69,466
Signing date: February 1, 2002 LA-2(I) $70,567 $96,564
Expiry date: February 28, 2004 LA-2(II) $87,807 $107,025
Excluded LA employees
\National Rates of Pay for all regions LA-DEV $24,780 $36,990
except Toronto LA-1 $45,900 $65,480
Effective April 1, 2000 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
AS AS-DEV $24,383 $36,548
Effective June 21, 2001 AS-01 $38,404 $42,952
Signing date: Nov 19, 2001 AS-02 $42,793 $46,107
Expiry date: Jun 20, 2003 AS-03 $45,868 $49,421
New effective rates will be availableon  [AS-04 $50,105 $54,141
21-Jun-2002 AS-05 $59,817 $64,670
AS-06 $66,628 $71,878
AS-07 $70,135 $80,191
AS-08 $72,417 $85,239
CA CA-01 $57,421 $73,278
Effective June 22, 2000 CA-02 $67,390 $81,957
MM Annual Rates of Pay MM-1 $39,570
Effective July 1, 2000 MM-2 $43,858
Note: The MM Group's rates of pay are linked [MM-3 1st Step $49,984
to the PM group's rates of pay. IMM-3 2nd Step $51,937
MM-3 3rd Step $57,421

Source: Rates of Pay from Collective Agreements, TBS

April 23, 2002
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Foreign Service (FS) salaries are as follows:

Employee Group Level Minimum Salary |Maximum Salary

FS

Effective July 1, 2000 FSDP 39,570 $51,937
IFS-01 37,857 $51,507
[FS-02 50,475 $75,423

Although three levels of FS are indicated above, in effect, there are only two: FSDP and FS-
02. There are some individuals, recruited prior to 1998, who are still at FS-01 level. However,
in 1998, the Foreign Service Development Programme (FSDP) was instituted, replacing the
FS-01 level. As of 1998, all 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 each group who became EX (Executive Group)
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 promote employees from FS-02 to EX-
01. Promotions to EX are indicated in the “EX” column. The figures in the columns 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, 1998-1999

Number Percentage of the total #
Total # of
Group Yrs Cont Service]| Employees EX Stayed EX Stayed
FS 0to9 453 2 434 0.4% 95.8%
IFS 10 to 19 304 26 276 8.6% 90.8%
FS 20 + 378 7 362 1.9% 95.8%)
FS Total 13 35| 1072 3.1%|  94.4%
 S—

ES 0to9 1517 23 1404 1.5% 92.6%|
ES 10 to 19 992 50 917 50%  92.4%)
ES 20 + 800 23 723 2.9% 90.4%
ES Total 3309 96, 3044 2.9% 92.0%
CO 0to9 607 6 548 1.0%) 90.3%
CO 10 to 19 726 21 667 2.9% 91.9%)
CO 20 + 718 14 655 1.9% 91.2%
O Total 2051 41 1870 2.0% 91.2%
[PM 0to9 14478 21 13503 0.1% 93.3%
PM 10 to 19 12101 33 11397 0.3% 94.2%
IPM 20 + 9642 43 8603 0.4% 89.2%
PM Total 36221 97| 33503 0.3% 92.5%
LA 0to9 987 938 0.0% 95.0%
LA 10 to 19 504 2 485 0.4%  96.2%
LA 20 + 212 2 197 0.9% 92.9%
[LA Total 1703 4 1620 0.2% 95.1%
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Proportion of Public Service Employees Becoming EX, 1998-1999

Number Percentage of the total #
Total # of
Group Yrs Cont Service| Employees EX Stayed EX Stayed
AS 0to 9 3816 11 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%
AS Total 14710| 790 13733 0.5% 93.4%

Source: TBS, Feb. 27, 2002

As can be seen above, the percentage of FS becoming EX differs from the percentages of other
groups promoted 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.

Public Service Groups — Time in Grade

Substantive Active Employees in | Average Length of Time in
Classification Indeterminate Position Years in Substantive
Classification
[FSDP 176 14
FS -01 161 6.3
FS -02 758 10.8
ES -01 75 0.7
ES -02 179 1.1
ES -03 355 33
ES -04 928 3.4
ES -05 1027 4.5
ES-06 924 4.8
ES-07 213 4.4
CO-00 15 0.8
CO-01 249 2.6
CO-02 1176 5.7
CO-03 761 6.7
CO-04 53 3.4
PM-00 3 0.2
PM-01 1479 5.4
PM-02 4598 7.9
PM-03 1772 4.7
PM-04 2326 4.6
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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 S
LA-3A 129 6.2
LA-2B 251 3.7
LA-3B 58 7E |
LA-3C 14 6.3
LA-2(I) 26 5.2
LA-2(II) 20 6.8
CA-01 57 12
CA-02 58 15
MM-01 82 1.0
MM-02 50 1.1
MM-{)3 28 1.9

Soeaue: TBS Incumbent database.

Final Report
April 23, 2002

Again, as can be seen above, the time in grade for the levels of FS differs from the time in

grade for the oher groups.
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> Findings — Survey of Other Foreign Services, International
Organizations and Private Sector Companies

We present our findings from the survey in this section and in Appendices B, C and D.
Appendix B (Summary Results Table) indicates the percentage of all respondents, countries,
international organizations, and private companies that answered each response option.
Averages are provided for certain questions (e.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. Some requested
that they only be identified by a letter (e.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 private company requested full confidentiality, all
private company data is presented only in aggregate. The number of respondents in each
category, for countries and international organizations, are shown below:

Number of Survey Participants by Level of Confidentiality

No confidentiality Represented by a Complete
issue letter Confidentiality
(Included in the
summary table only)
Countries 5 7 4
International
Organizations

In addition, the identity and number of the private companies has been kept confidential. Four
of the private companies are identified with a letter; others are included in the aggregate tables
only (Appendix B).

Appendix D (Participant Profiles) contains short profiles for all respondents other than those
than requested complete confidentiality.

(11
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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.

In 15 of the 16 countries surveyed, the Foreign Service is part of the overall Public Service, as
is the case with DFAIT/CIC.

In all countries, Foreign Service Officers are responsible for Political/Economic affairs. Most
countries’ officers are responsible for Administration (13 out of 16) and Trade (10 out of 16).
In 12 out of the 16 countries, Foreign Service Officers are also responsible for Aid.

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. In three of the countries
where immigration is separate from the Foreign Service, Foreign Service Officers have
responsibility for Consular Affairs, which may include issuing visas, as do Canadian officers.
Canada may differ from some other countries in the fact that it has open and active
immigration policies that involve selecting from skilled workers, businesspersons, temporary
workers, and others.

Most countries (69%) have specialist immigration officers in at least some postings. Of those
who have specialist immigration officers, most are part of the Foreign Service.

Trade officers and Aid officers are included in the Foreign Service in 56% and 63% of
countries respectively. At DFAIT/CIC, Trade officers are included in the Foreign Service, but
Aid officers are a separate group.

In 13 out of 16 countries, Foreign Service Officers are represented for bargaining, as is the
case at DFAIT/CIC.

(12)
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5.1.2 Recruitment

We asked other countries and international organizations about their recruitment practices.
The minimum education level for consideration as a recruit in half of all 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. In 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% of countries and international organizations require a minimum of two years of
experience. Forty-four percent of countries and all international organizations indicated that
new recruits actually had two or more years of work experience. Ten out of 16 countries and
all international organizations require knowledge of one or more foreign languages. Since
1998, in Canada, all new Foreign Service Officers must speak French 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 economic
officer or lawyer. In 19% of countries, officers are recruited into a specific assignment abroad.
In 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.

Unlike DFAIT/CIC, more than half of countries (and all international organizations) indicated
that they recruit officers at mid-career. Fifty-seven percent of countries noted that mid-career
recruits need at least two years of work experience, and all international organizations
indicated they need at least four years of experience. Mid-career recruits are generally placed
at an appropriate level commensurate with their work experience (78% of countries and 100%
of international organizations), and progress at the same pace as early-career recruits.

The percentage of locally hired professionals is rising in half of the countries surveyed and in
two-thirds of international organizations and private companies. (Please note that throughout
the rest of the text, the term “other organizations” is used to refer to international
organizations and private companies that responded to the survey.)

5.1.3 Professional Orientation and Training

All respondents provided an orientation and training program ranging from a few weeks to
more than two years. Training programs in 10 countries are less than one year, and training
programs in other organizations are generally less than six months. Only two respondents
(both of them countries) provided training programs of more than two years. DFAIT/CIC
provides a five-year training program. Most countries provide on-the-job training, classroom

(13)
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courses, and language training (94%, 100%, and 94%, respectively). Seventy-five percent of
other organizations provide classroom-setting courses, with half providing 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 less
than af DFATT/CIC (3.5 years). Postings in other organizations average 2.9 years. Among the
countries surveyed, officers in 7 out of 16 wicdlyﬁmm% postings;
officers in five return home only after two or more postings, and officers in five are posted
from one location to another, and consider a posting to the home country as temporary (i.e.,
there is not an expectation that they will spend much time at home during their career).
Among international organizations, the proportions were similar. In 60% of private sector
companies surveyed, individuals undertake one assignment abroad and then return home
without the intention of going abroad again. At DFAIT, officers tend to rotate between

assignments at home and postings, while at CIC, officers return to Ottawa after two or more
postings, and then go abroad again.

In 60% of countries and 75% of other organizations, and at DFAIT/CIC, other factors override
personal choice in the decision as to where an officer will be posted. In 25% of countries and
25% of other organizations (and at DFAIT/CIC), officers may turn down a posting without
consequence. In 63% of countries, the Human Resources department decides where an officer
will be posted, in the case of competing interests. 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 fina! say.

Officers in other countries are given an average of 5.7 months notice regarding their posting
location and date (2.9 months in other organizations). At DFAIT/CIC, officers are given six
months’ notice.

Half of all countries and 89% of other organizations indicated that officers were not required
to take any hardship postings. Five of 16 countries require one or more hardship postings.
DFAIT/CIC does not require officers to go on hardship postings. The typical duration of a
hardship post for other countries ranges from an average of 2 years (2.2 in other organizations)
for postings with more difficult living conditions to 3.5 years (3.6 in other organizations) for
hardship posts that are not as difficult. These durations are similar to those at DFAIT/CIC
(two years and three years respectively).

(14)



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

Final Report
April 23, 2002

The most common reasons for turning down 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 posting Iocation. At
DFAIT/CIC, the top three responses were the same.

5.1.5 Career Progression

The most commonly cited criterion for promotion at all 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
lmally 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 in nearly
half of all cases for promotion to the second level, increasing somewhat at higher levels.
Postings abroad and interviews were cited less often; simulation exercises were only cited in
two cases (other than DFAIT/CIC). In other organizations, performance appraisals, years of
experience in 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 in Each Level

DFAIT/CIC Countries Other Orgs
Job A 5 52 2.8
Job B 5.8 3.8
Job C g 7.8 4.2
—— ———
Subtotal of A, B & C 15 16.8 10.8
Job D 8.8 4.8

* DFAIT/CIC only has two levels and two salary scales.

Among countries, 22% of officers at entry level are promoted from the entry level to the
second Ievel 1n a typical year, 15% from the seco ird level, 13% from the third
level to the fourth and 11% from the fourth level to the fifth. DFAIT/CIC has two levels
below the EX-01 level, as indicated above. As the FSDP was only initiated in 1998, no FSDP
officers have actually been promoted from FSDP to FS-02. The first such movement will only
occur in 2003. However, for comparison purposes only, based on annual intake and on recent
FS-01 to FS-02 promotion experience, about 18% of the FSDP officers at DFAIT/CIC are
expected to be promoted from FSDP to FS-02 each year. In respect of FS-02 to EX-01, an
average of 3-4% are promoted each year.

L ——
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5.1.6 Attrition

For the purposes of this study, we defined attrition as any individual who left 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/ ition is 3-4% among Foreign Service Officers. Voluntary
separation is higher than attrition for any other reason, except at the highest levels. The most
CWWW compensation at the entry level, career change at the
second level, family or spousal career a ird level, and career change at the fourth level.

For DFAIT/Cﬁ, family or spousal career is\'@: primary reason for attrition for FSDP and FS-

02.
Most of the quaﬁons (75%) reported that turnover has

remained steady over time. Twenty percent of countries reported an increase in turnover.

r——
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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 bottom 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, not all
respondents provided full salary data.

As mentioned in the methodology above, PwC confirmed that participants understood the job
match descriptions and the job match exercise and were indeed comparing their jobs to the
right levels of jobs 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."

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
distinguish them from the Canadian Foreign Service levels. Matches at Job D are comparators
to EX-01, which is the executive level (and not an FS level). Comparators at Job C do not
include responsibilities at the Job D level.

All 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.

! The reader should bear in mind that matching jobs and compensation plans between different organizations to
obtain comparative data is challenging even when the organizations being compared are part of the same labour
market. Matching such information between countries that may have very different classification and
compensation regimes can present a particular challenge. PwC has endeavoured to mitigate this challenge by
ensuring respondents read and understood the descriptions, including the fact that level D was an executive level
in Canada.
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Base Salary — All Respondents
No. No. Average Actual
Respondents Minimum Salary Maximum Salary Respondents Salary
Min/Max Avg. Actual
Canada Survey Canada Survey 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
“,» i ; v 2 A i y .,:‘ ) ’88 ;
4 \&,y »f, .'

*FSDP

**EX-01 in all Public Service, based on rates of pay prior to most recent adjustment

Base Salary — All Countries

No. No. Average Actual
Respondents Minimum Salary Maximum Salary Respondents Salary
Min/Max Avg. Actual

Canada Survey Canada Survey Canada Survey

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
$73,986 $102,709 $80,449

1891, | $126,156

Base Salary — Other Organizations

No. No. Average Actual
Respondents Minimum Salary Maximum Salary Respondents Salary
Min/Max Avg. Actual
Canada Survey Canada Survey Canada Survey

Job A 3 $39,570 | $80,053 | $51,937 | $114,627 2 $40,249 | $107,804
Job B 3 $50,475 | $93,842 | $75,423 | $137,103 2 $67,450 | $126,371
Job C 5 $110,629 $166,954 3 $152,$39

6 $82,700 | $133,047 $204,467 $91,066 | $173.971

Among countries that provided compensation information, five have higher salaries than

DFAIT/CIC overall, including two with salaries that are more than 60% higher; five have

fairly similar salary levels, and four have somewhat lower salaries. All other organizations
thaf provided compensation information have higher salary levels for the comparator jobs.

(18)



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

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 performance (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 countries
(76%) and most 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 different elements. Eight respondents
indicated that a bonus was provided at an average of 12% of salary. In some cases, this was in
the form of a 13 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
assignment-related benefits as a percentage of salary. Respondents noted that this could vary
from 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. Of all countries 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 in 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.
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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 organizations, responded “Allowances provided to the FS officer include an amount for
the spouse.” DFAIT/CIC also provided this response, but noted that this amount was provided
for either a spouse or other dependent. Most other organizations (56%), including all private
companies, indicated that no assistance is offered.

Of the 12 countries that provide some sort of assistance, ten provide pension-related
assistance: three countries provide 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 entitlement under the social security program. .
One other organization allows spouses to continue to accrue pension entitlement under the
social security program.

For those who do assist spouses, we asked in our follow-up calls what the value of this was.
Reésponses ranged from 2.5% of salary to up to $16,000 US per year. The average value was
approximately $6,203 for the seven respondents who provided figures. In three cases, this
amount is comprised of additional allowances provided to officers with dependents.

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

We also asked respondents what type of job search assistance spouses received. Nine of
fifteen 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. In
addition to the two types of assistance mentioned, DFAIT/CIC canvasses other organizations
for available jobs (on posting); pays an allowance to cover job search expenses (on posting
and on return); provides an annual allowance to cover home country professional certification
or training under certain conditions (on posting and upon return), provides career counselling
(upon return), and provides a series of workshops on career search, self-employment, consular
training, and immigration.

Fifty percent of the countries indicated that fewer spouses are accompanying officers on
postings due to career-related issues, and 31% reported no substantial changes in the trends.

Forty-Tour percent of other organizations reported a decrease in the number of spouses
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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
home Ieaves or family visits fo the host locations for unaccompanied Foreign Service Officers.
Only 20% of the countries provide such trips, and no other organizations provide such trips.
DFAIT/CIC provides two trips per assignment year to its officers when one or more
dependents remain behind.
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54 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 all
respondents have in place specific policies governing the conditions of service for employees
abroad. For 76% of respondents (81% of countries), 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 DFAIT/CIC, 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 all 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 countries (75%) provide an incidental
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 incidental allowance; either as
a percent of base salary or as a fixed amount.

Sixty-three percent of countries and 44% of other organizations provide repatriation
counselling for officers and their families upon their return from a posting.

5.4.2 Incentive and Hardship Premiums and Cost-of-Living

Ten out of 16 countries indicated that they do not provide an incentive premium. However,
among those who do not provide incentive premiums, three provide a separate allowance
(“overseas” or “special” allowance) associated with the posting, and one will be introducing a
new overseas conditions of service allowance in July 2002. In addition, six of these ten
countries do not require the officer to pay a portion of the cost of housing on posting. Of the
six countries that do provide an incentive premium, four do not require the officer to pay a
portion of the cost of housing on posting.
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Among those who do provide an incentive premium, most provide it in the normal pay cycle,
which is the case at DFAIT/CIC. Three of the countries calculate incentive premiums
according to a step-rated table, as does 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 in the normal pay cycle,
as at DFAIT/CIC. Five countries calculate hardship premium as a flat 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, nine out of 16 countries provide a certain
percentage of base salary, and four countries provide a lump sum. Fifty-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 countries 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, in 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 families remain in the home country temporarily and join
them after the start of the assignment.
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5.4.4 Housing Assistance — Host Country

Ninety-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
countries do not require the officer to pay a portion of the cost of housing. Most other
organizations (89%) do require the officer to pay a portion of housing costs, as at DFAIT/CIC.
Among 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 rental costs in the Ottawa/Hull area.

With respect to utilities costs (other than telephone), officers at 31% of countries and 22% of
other organizations are reimbursed for actual costs. Officers at 31% of the countries and 22%
of the other organizations are not reimbursed. At DFAIT/CIC and in 19% of countries 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%), through cash as a
reimbursement or others (25% respectively). Other organizations cover these costs through a
special home country or international plan as well (56%) or through a host country group or
individual medical plan (22%). DFAIT/CIC covers these costs through 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 membership 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 filled. Most countries (69%) do
provide a representation allowance, either at specific levels or only in accordance with host
country norms for the position being filled. In 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
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would pay all reasonable education costs, including boarding, if local schools are inadequate.
Nineteen percent of countries and 22% of other organizations indicated they would pay all
reasonable costs up to a maximum amount, as at DFAIT/CIC.

Most countries (80%) and other organizations (56%) do not pay for post-secondary education
of dependents while the officer is in the home country. Most countries (67%) do not pay for
post-secondary education of dependents when the officer is on a posting, but 56% of other
organizations do, as does DFAIT/CIC. Of those who do, most provide an amount 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 summarizes 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%
S ganizatons (frequency depends on location)
DFAIT/CIC 4

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

In more than half of the countries (63%) and other organizations (56%), rest and recreation
trips are provided to officers in hardship locations. DFAIT/CIC provides such trips to all
officers posted abroad. Thirty-one percent of the countries and 44% of other organizations do
not 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 same number of holidays as in the home country (as
does DFAIT/CIC). Other countries either offer the greater of the home and host country
entitlement, 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 results indicate that Foreign Service Officers at DFAIT/CIC have similar terms
and conditions of employment to the comparator group in most areas. This section highlights
key points and areas of difference.

6.1 Structure of the Foreign Service

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

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

e 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. :

e 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, in three cases, Foreign Service Officers have responsibility
for Consular Affairs, as do Canadian Immigration Officers.

e The minimum education level for consideration as a recruit in half of all countries and in
three-quarters of other organizations is a Master’s degree or higher. At DFAIT/CIC, an
undergraduate degree is required.

» Fifteen out of sixteen countries indicated that they recruit to the Foreign Service in 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

¢ Unlike DFAIT/CIC, more than half of countries (and all other organizations) indicated that
they recruit officers at mid-career, in addition to recruiting in early-career.

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

e In the case of competing interests, the Human Resources department decides where an
officer will be posted in 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

6.3

Highlights — Compensation

e Among countries that provided compensation information, five have higher salaries than

DFAIT/CIC overall, 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, all have higher salary levels for the comparator jobs.
Among international organizations, education and work experience requirements are

higher.

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 countries indicated that a foreign language bonus is provided. DFAIT/CIC
does not provide a foreign language bonus.

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

¢ Nine out of 16 countries, as well as DFAIT/CIC, indicated that allowances provided to the

#/.

6.4

FS officer include an amount for the spouse.

Of a total of 12 countries that provide some sort of spousal assistance, 10 provide pension-
related assistance: three countries provide 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 entitlement under the
social security program. 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 countries reported employing the spouse as a local staff member abroad if a
suitable position is available. Most other organizations (56%) provide no assistance. In
addition to the two the types of assistance mentioned, DFAIT/CIC provides five other
types of assistance, as noted on page 19.

Conditions of Service Abroad

e Ten out of 16 countries indicated that they do not provide an incentive premium.

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. In addition, six of these ten countries do not require
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the officer to pay a portion of the cost of housing on posting. DFAIT/CIC provides
incentive premiums for officers going abroad.

¢ 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.

e 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.

e 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.

e 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. DFAIT/CIC pays for the difference in cost between the home and host
country. :

e 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 will not comment on the
implications of any of these differences.
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PricewaterhouseCoopers LLP
Survey of Terms and Conditions of Employment
on Behalf of the Canadian Department of Foreign Affairs and International Trade
and Citizenship and Immigration Canada

“Foreign Service in Other Countries” Version

The Department of Foreign Affairs and International Trade and the Department of Citizenship
and Immigration in Canada are conducting research to compare terms and conditions of
employment of Foreign Service Officers to those in other countries. 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 formal annual posting process that takes into account a
number of criteria, including openings, employee skill sets and career objectives, employee
preferences and management requirements.

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

Section I — Structure and Management Practices
Section II — Compensation

Section III — Dual-Career and Dual-Income Issues
Section IV — Conditions of Service Abroad

Before completing the questionnaire, please refer to the Glossary of Terms that follows the
Participant Information page. The Glossary has been provided to explain the meaning of certain
terms used in this survey. We have left room for you to indicate if your definitions of the terms
differ from ours.

The survey will take approximately two hours to complete and may require the input of one or
more of your colleagues in 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 information will be available early in the new year.

Please complete the survey and submit 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.pwcglobal.com , or contact Ian Fernandez at 1-613-237-3702,

extension 8408 or ian.n.fernandez@ca.pwcglobal.com.

Thank you in advance for your participation.

1 Foreign Service in Other Countries Version 4/23/2002



PricewaterhouseCoopers LLP

Survey of Terms and Conditions of Employment
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: Survey Report to be addressed to:
Name: Name:

Title: Title:

Mailing Address: Mailing Address:

Telephone (with country code):

Telephone (with country code):

Fax:

Fax:

E-mail address:

E-mail address:
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on Behalf of the Canadian Department of Foreign Affairs and International Trade

and Citizenship and Immigration Canada

Glossary of Terms

Please indicate in the space provided if definitions of these terms differ in your country’s foreign service.

Term 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 the point of origin or to be posted to another location

Benefitsin | 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 paid to an employee. Compensation can include salary or wages, insurance and

sation other benefits provided by the employer, short-term (annual or shorter) incentive or bonus payments,
long-term incentive payments, benefits in kind (non-cash goods, e.g., automobiles, meals, housing), or
perquisites (benefits available only to certain levels of employees (e.g., club membership)

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 unmarried child for whom the staff member or the spouse is the main support and/or
who normally lives with the staff member or the spouse

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

Forced An employer-initiated termination of employment

Attrition

Foreign A professional staff member of your country’s Foreign Service who will generally be assigned to a

Service number of foreign postings during his or her career to represent your country.

Officer
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Hardship An allowance payable in recognition of undesirable conditions existing at certain posts, including
Allowance/ any combination of the following factors:
Premium e  Geographic isolation
e  Personal security/safety
e  Cultural differences/language
e Climate/environmental factors
Hardship A location that is more difficult to live in than the assignee’s home location. Hardship may be caused by any
Location combination of the following factors:
e  Geographic isolation
e  Personal security/safety
e Cultural differences/language
e Climate/environmental factors
Locations may be classified according to the level of hardship encountered.
Headquarters | Typically, the capital city or seat of government 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

Housing Share

A fixed amount charged to expatriates which offsets the cost of host country housing provided or paid for by

or Deduction the employer

Incentive An amount provided to expatriates in recognition of the differences, some of which may be financial, that

Premium could result from serving abroad. The incentive premium also serves to attract and retain employees to
positions requiring service abroad.

Pay (verb) In the context of providing a benefit to an expatriate, paying will include direct provision of a benefit to the
staff member, direct payment to the staff member, reimbursement of the staff member for incurred expenses,
and payment to a third party on behalf of the staff member
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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 include 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 circumstances, the lowest salary payable to an employee in a certain position

Minimum

Rest & Entitlement provided to staff members 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" month, vacation bonus that is separate from travel
allowance) paid to all staff as a normal part of the annual remuneration (but excluding 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, from the minimum to the
maximum

Spouse In Canada, this is defined as the legal or common-law partner or same-sex partner with whom the staff
member has a long-term relationship.

Statutory Day designated as a non-work day for most workers and on which most government offices are closed. May

Holiday be a legislated or religious holiday

Voluntary An employee-initiated termination of employment

Separation
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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 Foreign 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

(¢)  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 immigration at postings abroad?
(a)  Yes, at all postings
(®)  Atsome postings
(¢) No

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

(a)
(b)

Immigration officers are included in the Foreign Service Officer group

Immigration officers are a separate group

Foreign Service in Other Countries Version
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Are aid officers included in the Foreign Service Officer group, or are they a separate group?

(a)
(b)

Aid officers are included in the Foreign Service Officer group

Aid officers are a separate group

Are your Foreign Service Officers represented for bargaining, that is, are they part of a
collective bargaining agreement? (This may be a professional association, a union, or other
formal group)

(a No
(b) Yes
| Recruitment I

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

(€Y
(b)
(c)
(d)

Please insert specific response for each category.

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

Years of work experience (number)

Foreign languages (number of languages)

Other:

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

(a)
(b)
(c)
(@

Please check one response only.

Undergraduate degree

Master’s degree

PhD

Other:

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

(a)
(b)
©

Two years or less

More than two years but less than five years

Five years or more

Foreign Service in Other Countries Version 4/23/2002



PricewaterhouseCoopers LLP
Survey of Terms and Conditions of Employment

on Behalf of the Canadian Department of Foreign Affairs and International Trade

and Citizenship and Immigration Canada

11.  To which of the following do you recruit?
Please check all that apply
(a)  Officers are recruited to the Foreign Service in general
(b)  Officers are recruited to a specific assignment abroad
(c)  Officers are recruited to a specific speciality or position

Please specify which specialities/positions

12.  If your Foreign Service recruits are specialists in particular areas, are they
compensated as Foreign Service Officers, or according to their profession?

(a) Compensated as Foreign Service Officers

(b) Compensated according to their profession

| Mid-career Recruitment

13. Do you recruit Foreign Service Officers at mid-career, that is, professionals or
others with extensive work experience who wish to make a career change?

(a) No, all officers are recruited early in their careers (Please go to Question 16)
(b)  Yes, but only from within the Public Service

(¢)  Yes, from within the Public Service and the private sector

14.  What are the minimum criteria for consideration as a mid-career recruit?
Please insert specific response for each category.
(@)  Educational level (High School, Undergraduate degree, Master’s Degree, PhD)
(b)  Years of work experience (number)
(c)  Foreign languages (number of languages)
(d) Other

15. At what level are mid-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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Locally Hired Professional Staff (staff hired in the host country to work at a
mission in that country)

16. What is the overall trend of staffing foreign missions with locally hired
professionals instead 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

| Professional Orientation and Training |

17. What kind of orientation and training are provided to new Foreign Service Officers?

Please check all that apply

(a)  On-the-job-training

(b) Classroom-setting courses

(¢)  Self-study courses

(d) Domestic training assignments

() Foreign training assignments

63} Language training

(g) Other:

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

(@) 6 months or less

(b)  More than 6 but less than 12 months

(¢) 12 to 24 months

(d)  More than two years

19.  After the initial orientation and training period, how many days of training are
typically provided per year? Please insert the number of days.

| Posting Information |

20. Whatis the average length of a standard foreign posting (to one country), in
years? Please round to the nearest year.
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and Citizenship and Immigration Canada

Do officers typically return to their home country after a foreign posting?

(a) Yes, they typically return home and do not undertake any more foreign postings
(b) Yes, they typically rotate between home and foreign postings

(c) Yes, but only after 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

) Other:

Are Foreign Service Officers able to influence if and where they will be posted?
(a) No, they have no influence

(b) Yes, but other factors override personal choice

(© Personal choice weighs heavily

) Officers may turn down postings without consequence.

In the case of competing interests, who makes the final decision regarding where a
Foreign Service Officer will be posted? Please check one response only.

(a) Personnel or human resources department
(b)  Head of mission

(c) Head of relevant section at headquarters
(d)  Other

On average how much notice are individuals given regarding their posting
location and starting date, in months?

What is the typical duration of a hardship posting, in years?
Enter specific number of years, rounding to the nearest year.

(a) “Easiest” hardship location

(b) “Hardest” hardship location

(c) Other

(d)  Other

(e) Not applicable
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and Citizenship and Immigration Canada

In a typical Foreign Service career, how many hardship postings must an Officer take?
(a) None
(b) One
(c) Two or more
(d) Other
The following is a list of possible reasons for candidates to turn down a foreign
posting. Please rank them in order of frequency of occurrence in your organization.
Please enter "1" for the most common reason, "2" for the next most common, etc. Please
do not use the same 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 adult care responsibilities
(f) Local conditions (isolation, personal security, cultural differences,
climate, absence of health care facilities)
(g) Other:
(h) Other:
| Career Progression |
What criteria are used to determine if an individual will be promoted?

(a)
(b)

©

(@
(e)
®
(8
(h)

(Please check all that apply) From
entry level  To 3™ To 4"
to 2™ level Level Level

To 5™
Level or
Higher

Performance appraisals

Interview

Simulation exercise

Years of experience in grade

Postings abroad

Existence of an opening at the next level

Other:

Other:
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29.  For each of the levels below, on average, how long (in years) will a Foreign Service
Officer remain in that level before being promoted?

Level Entry/ Second Third Level Fourth
Trainee Level Level Level

Years

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

(a)  Not applicable / No mid-career recruits
(b No
(c) Yes
Please describe:
["Attrition |

31. For each of the levels below, what is the annual level of attrition of Foreign Service Officers, that
is, Foreign Service Officers leaving the Foreign Service?

Percentage Leaving
Level 0-2% 3-5% 6-9% 10-15% 16-20% >20%
Entry or Trainee Level
Second Level
Third Level
Fourth Level

All 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 or
Death in Voluntary Forced
Service Separation Attrition Promotion Total
Entry or Trainee Level 100%
Second Level 100%
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Level Retirement or
Death in Voluntary Forced
Service Separation Attrition Promotion Total
Third Level 100%
Fourth Level 100%

33. Of those who leave due to voluntary separation, please rank the top three reasons for leaving at
each level. In each row, place a “1” in the column that reflects the most common reason, a “2”
for the second most common reason, and a “3” for the third most common reason.

Family or
spousal Career If Other,
Level Compensation career Change Lifestyle Other Specify
Entry or Trainee Level
Second Level
Third Level
Fourth Level

34. Which of the following statements best characterizes turnover within your Foreign Service?

Please check one response only

(@)  On average, turnover is falling

(b)  On average, turnover remains steady

(¢)  Onaverage, turnover is rising

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

In 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 find 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:
. foreign policy (political, economic, international security)

trade policy

international business development

investment, science and technology promotion

social and immigration policy and operations

public diplomacy

international cultural relations

JOB A

This is an early career 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
Secretary after one year on assignment 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 compiling 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 Secretary, reporting to a head of section at a
mission or act as head of section at a small mission.

Responsibilities might include:

. Analyzing and reporting on issues and developments in assigned subject areas

. Distilling the results of research and providing policy advice and recommendations

. Actively promoting national positions on bilateral or multilateral matters with foreign
governments, international organizations, non-governmental organizations, the media, and private
corporations

. Taking the lead on projects or working groups to advocate or promote national positions
internationally

. Preparing plans and implementing particular programs, policies and initiatives

. Managing a component of a program

JOB C

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

Responsibilities might include:

- Formulating strategic responses to developments affecting national interests in assigned subject
areas

. Directing and overseeing policy in assigned subject areas

. 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 with 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 the designation of
Minister-Counsellor at a larger mission or Ambassador at a smaller mission.

Responsibilities might include:

. Overseeing the management of bilateral relations with another country or national representation
at an international organization.

. Developing, coordinating, and managing national policies and programs on specific issues and
developments

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

Match ++:

Match +:

Match:

Match -:

Match --:

of them by a wide margin, or
Your job exceeds many of the characteristics of the Canadian position by a small margin

of them by a small margin

certain of them by a small margin

certain of them by a wide margin, or
Your job is lighter than many of the characteristics of the Canadian position by a small

margin

Your job matches many of the characteristics of the Canadian position, and it exceeds certain

Your job matches many of the characteristics of the Canadian position, but it exceeds certain

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

Your job matches many of the characteristics of the Canadian position, but it is lighter than

Your job matches many of the characteristics of the Canadian position, but it is lighter than

In the following table, please match your country’s Foreign Service Officer positions to the
Canadian Foreign Service Officer positions described above. In the first column, indicate the
level of your country’s Foreign Service Officer to which you are making the comparison. In the
middle column, please indicate the level of Canadian Foreign Service Officer to which you are
making the comparison. In the right-hand column, indicate the degree of match based on the
instructions above (e.g., “match -” if your officer has a lower level of responsibility than the

Canadian officer)

Your Position Title

Canadian Position Title
(Job A, Job B, Job C, or Job D)

Degree of Match (+/-)
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Salary Ranges

2. For the positions matched in the previous section, please provide the following data:

Salary Range (Annual Rate)

Job Title Minimum Maximum Average Actual Salary
3. Do you place any controls on the ability of a Foreign Service Officer to earn a

salary higher than the mid-point?

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

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

(¢)  Yes, the amount of salary above the mid-point must be earned each year by

superior performance

(d) Yes, other:
4. How do Foreign Service Officers typically move through the salary range?

(@) By individually determined increments based on performance

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

(c) By astep-rated grid based on seniority

(d) Other:
5. On average, or by formula, how long would it typically take a Foreign Service

Officer to move from minimum salary to the maximum or other control point?

(@) Two years or less

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

(¢)  Five years or more
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Other Compensation

6. Please describe the total remuneration package provided to your Foreign Service Officers and
estimate the cost or value of each element as a percentage of the position’s salary range mid-
point (half-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-term incentive Please specify the nature of the plan:
plans
Pension/Retirement/ Please specify the type of plan(s):
Superannuation plans
Employee benefits Please specify which benefits:
Benefits in kind Please specify which benefits:
Perquisites Please specify which perquisites:
Other (if significant)
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Comparison to Other Civil Service Positions

7. As an approximation, where do Foreign Service salaries fall when compared to
other professional groups in your civil service?

(@) In the top 10 percent?
(b) In the top 20 percent?
(c) Inthe top 30 percent?

(d) Other:
8. Please provide the salary minimum and maximum for the following positions in your civil
service.
Trade officer (if Immigration
Ssepqmt% fpf)m Forgign officer (if separate
ervice Otfficer and not from Foreign Service Investment
: 1
Economist Lawyer o Officer) Officer
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 service’s executive salary range, from the minimum salary for the
lowest level executive to the maximum salary for the highest level executive.
Title/Position Salary
Lowest Executive (Minimum)
Highest Executive (Maximum)
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SECTION III - MANAGEMENT OF 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.

L What is your policy regarding compensation for the loss of spousal income
and pension while on foreign postings? (Please see the Glossary for a definition
of “spouse.”)

Please check all that apply.

(a)  No assistance

(b)  No policy

(¢)  No policy yet, but currently under consideration

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

(¢)  Accompanying spouses are entitled to receive unemployment insurance or
other social security system loss-of-employment compensation only if they are
not permitted to work in the host location

® Accompanying spouses are entitled to receive unemployment insurance or
other social security system loss-of-employment compensation under any
circumstances

(8)  Compensation is provided for the loss of a spouse’s public or private pension
(h)  Accompanying spouses are provided with supplemental pension benefits

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

G) 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
0 Other:
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Do you assist the spouse to find employment at the posting location and upon

and Citizenship and Immigration Canada

return from a foreign posting?

(@)
(b)

©

(@
(e)

®
(®

(b)

(@)
0)

What is the trend with respect to spouses not accompanying Foreign Service

Please check all those that apply:

No

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

Employ at foreign/home location as a Foreign Service Officer if
suitable position is available

Canvass other organizations for available jobs

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

Assist to obtain work permit

Provide allowance to cover host country certification/continuing
education/training programs if required for spouse to work

Provide annual allowance to cover home country professional
certification, continuing education, training or personal interest
programs

Managed on a case-by-case basis

Other:

Officers on posting due to career-related issues?

(a)

(b)
(c)
(d)
©)]

On average, fewer spouses are accompanying officers on posting due to
career-related issues.

There has been no substantial change in the number of spouses not
accompanying officers on posting due to career-related issues.
Don’t know

N/A
Other
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4.  Are unaccompanied Foreign Service Officers provided with special Home
Leaves or family visits to the host location?
(a) No

(b) Yes, one extra trip per assignment year

(c) Yes, two extra trips per assignment year

(d) Yes, more than two extra trips per assignment year

S.  Please describe any policy changes that you are considering that would affect
your answers to any of the questions above (please use a separate sheet of
paper if necessary):

SECTION IV — CONDITIONS OF SERVICE ABROAD

The objective of this section is to gather information about the unique factors that affect life
abroad for a Foreign Service Officer.

I Administrative Information —I

1 Do you have specific policies governing the conditions of service of Foreign Service
Officers abroad?

(@) - Yes
(b) No
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and Citizenship and Immigration Canada
What strategic objectives determine your general foreign assignment terms
and conditions?
Please check all that apply
(a) Provide incentives to recruit and retain Foreign Service Officers

(b)  Maintain home country living standards and purchasing power (i.e., "keep
whole")

(c)  Exceed home country living standards and purchasing power
(d)  Match host country living standards and purchasing power

(¢)  Match terms and conditions typically offered by multinational companies
(B  Other:

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

(a No
(b) Yes

Please indicate the level at which the distinction is usually made:

| Posting Orientation

Please indicate if the following services are provided:

Please check one box in each column. Cultural
Sensitivity/
Psychological Cross-
Suitability Language Cultural
Testing classes Training
(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
Do you provide an orientation meeting to discuss relocation and other posting
issues?
(@)  Yes
(b No
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| Relocation

]

Do you pay for the shipment of household goods to and from a foreign posting?

(@ No
(b)  Yes, all reasonable costs

(¢)  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 fully/partially furnished quarters are leased
® Other:

Do you provide an additional incidental allowance to Foreign Service Offiicers

moving to and from a foreign posting to cover miscellaneous items not specifically

covered in the policy {e.g., telephoxe or cable connections)?
(@ No

(b)  Yes, expressed as 2 pescent of base salary without a cap

(¢)  Yes, expressed ws & pervent of base salary with a cap
Percentape of salary for response (b) or (c)
syl sedonry oo for response (c)

(d)  Yes, fixed mmomm
Monetary amouni

(¢)  Other:

| Incentive and Hardship Prembsms and Cost-of-Living

Please indicate whether ywu provide an incentive premium (e.g., Foreign Service Premium,
Assignment Bonus) ¢o Foreign Service Officers accepting an overseas pos¢ing, and whether you
provide a hardship preminm to Foreign Service Officers accepting a posting at a hardship location.

Please check one box in each column.

(a) No
(b)  Yes, paid in a lump sum

(¢)  Yes, paid in the normal pay cycle (e.g., monthly)
(d) Yes, paid annually

(e)  Yes, at the end of posting

(f)  Yes, but format varies by location

(g) Other:
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and Citizenship and Immigration Canada

If you provide an incentive premium and/or hardship premium, on what basis is it calculated?

Please check one box in each column.

(a) Expressed as a percent of base salary without a monetary cap
(b)  Expressed as a percent of base salary with a monetary cap
Please respond to the following if you checked off (a) or (b)
Percentage, if the premium is the same for all postings
Lowest percentage, if the premium varies by location
Highest percentage 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 months of base salary
Number of months
(e) Flat amount for all officers
Annual flat amount

® Other:

Do you provide a Cost-of-Living allowance for Foreign Service Officers on
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

Incentive = Hardship
premium  premium

If you provide a Cost-of-Living allowance, how often is the amount adjusted?

(@)  Allowance is fixed for length of posting

(b)  Adjusted annually

(c)  Adjusted whenever new data are received

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

(e)  Other:
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and Citizenship and Immigration Canada

Which of the following are taxable to the staff member?

@
®)
©
()

Please check all that apply

Incentive premium
Hardship premium
Cost-of-living allowance

Other:

Assistance with Home Country Housing

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

(a)
(b
©

(d)
)

®
()

No

Yes, pay all expenses for third party home management services

Yes, pay third-party home management services to a set maximum
Annual maximum

Yes, but organization reimburses for only specific fees

Yes, organization pays a flat amount
Flat amount

Yes, organization reimburses on an ad hoc basis

Other:

Do you guarantee to a Foreign Service Officer reimbursement of a loss from
the rental of the home country principal residence?

(a) No
(b) Yes, with a cap of a specified monetary amount or number of months rent
(c) Yes, organization absorbs the loss without limit
(d) Will stop housing share/deduction for a period
(e) Reduce housing share paid by the Foreign Service Officer to offset this loss
) Managed on a case-by-case basis
(2) Other:
Do you provide assistance with the sale and/or purchase of the home Pur-
country principal residence? Sale  chase
(a) No
(b) Yes, once per posting
(c) Yes, based on a different frequency
Foreign Service in Other Countries Version 4/23/2002
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16.

17.

18.

19.

2

and Citizenship and Immigration Canada

Do you provide special financial assistance to Foreign Service Officers whose
families remain in the home country temporarily and join them after the start

of the posting?
(@) No

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

Please specify maximum period

(¢c) = Other;

Assistance with Host Country Housing (Abroad)

Do you provide assistance for housing to Foreign Service Officers at the host

location?
(a) No
(b) Yes, always

(c) Only where housing costs are higher
(d) Other

Do you require the officer to pay a portion of the cost of housing at the host

location?
(a) No
(b) Yes

If yes, on what basis is the amount determined?

(c) Other

Do you pay for host location utilities costs (excluding telephone)?
(a No

(b)  Yes, included in the housing/Cost-of-Living allowance

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

(d)  Yes, reimbursed in selected locations only
(e} " 1Other:

Foreign Service in Other Countries Version
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20.

21.

and Citizenship and Immigration Canada

| Employee Benefits Abroad

Do you cover the additional costs of medical/dental care while on a foreign posting?
Please check all that apply

(@) 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 host country group or individual medical plan

(¢)  Yes, through a cash reimbursement

® Other

(g) Not applicable

l Perquisites Abroad |
Please indicate if you preside thz following perquisites: Please Recreational Represen-
AR Automobile Mergtl:axt')ship All:)a\::::ce*
(a No
(b) Managed om & vese-by-case basis
()  Yes, without cost s Fareign Service Officer
(d)  Yes, with the Foreign Service Csfficer bearing a portion of the cost
(¢)  Only in acoordance with host country norms for the position being
filled
(®  Only in specific fovations
(g)  Only at specific levels
Lowest level eligitie:

(h) Other:

* compensation to offset the additional costs (e.g., clothes, entertainment) of representing your country

22.

28

| Education ]

Do you pay for private schooling in the host location?

(a)
(b)
(©)
(@
(e)

Elementary  Secondary

No

Yes, but only if the public schools are deemed inadequate

Yes, as a matter of course

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

Managed on a case-by-case basis

Foreign Service in Other Countries Version
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23. What dependant education costs (elementary and secondary grades) incurred by
Foreign Service Officers on international posting do you pay for?

(a)
(b)
()
()]
(e)
®
(8

All reasonable costs, including boarding if local schools are inadequate
All reasonable costs excluding boarding
All reasonable costs up to a maximum amount
All reasonable costs above a fixed amount
Fixed amount
Specific costs only
Other:

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

(@)
(b)

(c)
(@
(e)
®

No
Yes, up to a fixed limit

Annual flat amount
Yes, but tuition only
Yes, dormitory room and board
No experience/No policy
Other

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

()
(b)
(c)

d
(e)
®
(9]

29

No
Yes, difference between home and host
Yes, if cost is above a fixed amount
Annual amount above which costs are covered
Yes, but only if mandated in the home country
Managed on a case-by-case basis
No policy/no experience
Other:

Elementary = Secondary

In the home In the host
country country

In the home In the host
country country

Foreign Service in Other Countries Version
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26.

27.

28.

29.

30.

30

and Citizenship and Immigration Canada

| Home Leave, R&R Leave, Vacation and Holidays

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

(@
(®)
©
(d)

No (Go to Question 28)

Yes, organization offers one trip per posting year

Yes, organization offers more than one trip per posting year
Other:

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

(a)
(b)

(©

(d)

No, the assignee must return to the home country

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

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

Other:

Do you provide Rest & Recreation trips separate from home leave travel to
Foreign Service Officers?

(a)
(b)
(c)

No (Go to Question 31)
Yes, but only to Foreign Service Officers in hardship locations

Yes, to all Foreign Service Officers posted abroad

What is the frequency of Rest & Recreation trips allowed?

(a)
(b
©
(@
(e)

Once a year

Twice a year

More than twice a year

The number of leaves depends on the posting location

Other:

Who chooses the Rest & Recreation destination?

(a)
(b)

Organization

Foreign Service Officer

Foreign Service in Other Countries Version
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31.  What is the Foreign Service Officer’s statutory holiday entitlement during the posting?

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

(b)  Host country's holidays

(c)  Greater of home or host country entitlement
(d) Other:

| Repatriation |

32. Do you provide repatriation counselling for Foreign Service Officers and their
families upon their return from a foreign posting?

(a No
(b} Yes

33.  Are Foreign Service Officers who voluntarily terminate their posting early and
return to the home country required to pay a portion of the repatriation cost?

(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

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

(d) Depends on the circumstances
(e)  Other:

| 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 intended response of the
organization. These may be concerns that have been brought up by individuals or their
bargaining agent, or by management.

Thank 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.

31 Foreign Service in Other Countries Version 4/23/2002
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SURVEY OF FS TERMS AND CONDITIONS OF EMPLOYMENT
Summary Results Table - April 23, 2002

{Structure of the Foreign Service |

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

n= 16
(a) Part of the Public Service 7 4 94% 94% na na
(b) Separate from the Public Service 6% 6% na na
2. What are the primary responsibilities of your Foreign Service Officers?
n= 16
(a) Political/Economic v 100% 100% na n/a
(b) Trade v 69% 69% na na
(c) Administration 81% 81% n/a na
(d) Immigration v 56% 56% na na
(e) Aid 81% 81% na n/a
f Other: : 56% 56% n/a n/a
Common responses: lar affairs; protection of citizens
3.  Are trade officers included in the Foreign Service Officer group, or are they a separate group?
n= 16
(a) Trade officers are included in the Foreign Service Officer group g 56% 56% na na
(b) Trade officers are a separate group 44% 44% na n/a
4. Do you have officers who specialize in immigration at postings abroad?
n= 16
(a) Yes, at all postings 25% 25% nla na
(b) At some postings v 4% 44% na n/a
(c) No 31% 31% na na
5.  Are immigration officers included in the Foreign Service Officer group, or are they a separate group?
n= 15
(a) Immigration officers are included in the Foreign Service Officer group e 47% 47% na wa
(b) Immigration officers are a separate group 53% 53% na na
6.  Are aid officers included in the Foreign Service Officer group, or are they a separate group?
n= 16
(a) Aid officers are included in the Foreign Service Officer group 63% 63% na na
(b) Aid officers are a separate group v 38% 38% na n/a

7. Are your Foreign Service Officers represented for bargaining, that is, are they part of a collective bargaining agreement? (This may be a professional
association, a union, or other formal group)

n= 16
(a) No 19% 19% na n/a
(b) Yes v 81% 81% na na
(Recruitment 1
8.  What are the minimum criteria for consideration as a Foreign Service Officer recruit?
(a) Education
None 15% 19% 0% na
Undergraduate Degree v 30% 31% 25% na
Master's Degree 45% 44% 50% na
PhD 10% 6% 25% na
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(b) Years of work experience (number)
0 Ve 61% 79% 0% na
1 0% 0% 0% nla
2 22% 21% 25% n/a
< 6% 0% 25% na
4 0% 0% 0% na
5 6% 0% 25% n/a
>6 6% 0% 25% n/a
(c) Foreign languages (number of languages )
0 v 25% 31% 0% na
1 10% 6% 25% n/a
2 65% 63% 75% na
3 0% 0% 0% na |
4+ 0% 0% 0% na
(d) Other: v/ 45% 56% 0% n/a
Common responses: competitive exams
9.  In actual practice, what is the highest level of education possessed by most new recruits?
(a) Undergraduate degree v 20% 25% 0% na
(b) Master’'s degree 65% 63% 75% n/a
(c) PhD 15% 13% 25% n/a
(d) Other: 0% 0% 0% na
10. In actual practice, how many yuses o weork experience do most new recruits have?
(a) Two years or less v 45% 56% 0% n/a
(b) More than two years but lass than five years 40% 38% 50% na
(c) Five years or more 15% 6% 50% na
11.  To which of the following do you rensuiy®
(a) Officers are recruitedii=the Foreign Service in general v 80% 94% 25% na
(b) Officers :are recruited ftv.a spewific assignment abroad 20% 19% 25% n/a
(c) Officers are recruited i @ spucific speciality or position 60% 50% 100% n/a

Please specify whick specialities/positions (Common Responses): Economist,
lawyer, political officer

12. If your Foreign Service recrwits are speciitists in particular areas, are they compensated as Foreign Service Officers, or according to their profession?

(a) Compensatest as Foraign Sarvice Officers v 84% 87% 75% n/a
(b) Compensated aceording o their profession 16% 13% 25% na
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IMid-career Recruitment _

13. Do you recruit Foreign Service Officers at mid-career, that is, professionals or others with extensive o ol l t a carr change?

(a) No, all officers are recruited early in their careers
(b) Yes, but only from within the Public Service
(c) Yes, from within the Public Service and the private sector

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

(a) Education
High School
Undergraduate Degree
Master's degree
PhD

(b) Years of work experience (number)

s WwN=O

(c) Foreign languages (number of languages )
0
1
2
3
4+
(d) Other:

Other - Common Responses:
Exams

15. At what level are mid-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:

Other - Common Responses:
Level calculated on case by case basis

Page 3 of 30
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35%
10%
55%

9%
36%
36%

9%

27%
9%
9%
0%

18%
0%

45%

54%
15%
31%
0%
0%
54%

8%
0%
85%
8%

44%
13%
44%

14%
43%
29%

0%

43%
14%
14%

0%
14%

0%
29%

67%
1%
22%
0%
0%
78%

1%

0%
78%
1%

0%
0%
100%

0%
25%
50%
25%

0%
0%
0%
0%
25%
0%
75%

25%
25%
50%
0%
0%
0%

0%
0%
100%
0%

na
n/a
na
n/a
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16.

17.

18.

19.

20.

21.

What is the overall trend of staffing foreign missions with locally hired professionals instead of Foreign Service Officers?

(a) Percentage of locally hired professionals is falling 0% 0% 0% 0%
(b) Percentage of locally hired professionals remains steady 36% 38% 50% 20%
(c) Percentage of locally hired professionals is rising v 56% 50% 50% 80%
(d) Other 8% 12% 0% 0%
[Brofessional Orientation and Training J
What kind of orientation and training are provided to new Foreign Service Officers? i
(a) On-the-job-training v 85% 94% 50% na
(b) Classroom-setting courses 7/ 95% 100% 75% na
(c) Self-study courses v 35% 44% 0% na
(d) Domestic training assignments v 40% 50% 0% n/a ‘
(e) Foreign training assignments v 30% 38% 0% na
) Language training v 80% 94% 25% n/a
(9) Other: 0% 0% 0% na
Other - Common Responses:
Work placement during orientation, Integration Courses ‘i
How long is the orientation and training program for new Foreign Service Officers?
(a) 6 months or less 40% 31% 75% na |
(b) More than 6 but less than 12 months 30% 31% 25% n/a |
(c) 12 to 24 months 20% 25% 0% na
(d) More than two years v 10% 13% 0% na
After the initial orientation and training period, how many days of training are typically provided per year? |
53 6.0 6.8 3.0 na
IPostlng Information |
What is the average length of a standard foreign posting (to one country), in years? .
35 3.2 34 28 3.1
Do officers typically return to their home country after a foreign posting?
(a) Yes, they typically return home and do not undertake any more foreign postings 12% 0% 0% 60%
(b) Yes, they typically rotate between home and foreign postings DFAIT 32% 44% 25% 0%
(c) Yes, but only after two or more postings cic 20% 25% 25% 0%
(d) No, they are typically posted to a new location and consider a posting to the home
country as another temporary posting 24% 25% 50% 0%
(e) Managed on a case-by-case basis 12% 6% 0% 40%
(f) Other: 0% 0% 0% 0%
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23.

24,

25.

26.

1.

Are Foreign Service Officers able to influence where they will be posted?

(a)
(b)
(c)
(d)

No, they have no influence

Yes, but other factors override personal choice
Personal choice weighs heavily

Officers may turn down post without consequence

0%
60%
30%
25%

In the case of competing interests, who makes the final decision regarding where a Foreign Service Officer will be posted?

(a)
(b)
(c)
(d)

On average how much notice are individuals given regarding their posting location and starting date, in months ?

Personnel or human resources department
Head of mission

Head of relevant section at headquarters
Other.
Comon responses: Diplomatic Board; Dept. Administrator

What is the typical duration of a hardship posting, in years?

(a)
(b)

n= 21
“Easiest” hardship location
“Hardest" hardship location

In a typical Foreign Service career, how many hardship postings must an Officer take?

(a)
(b)
()
(d)

None

One

Two or more
Other.

The following is a list of possible reasons for candidates to turn down a foreign posting.
Please rank them in order of frequency of occurrence in your organization.

(a)
(b)
(c)
(d)

(e)
U}

Inadequate compensation offer
Poor fit of posting responsibilities with officer’s skills
Inability of spouse/partner to work at the posting location

Inability of same same-sex partner or common-law partner to be included on the
officer’s visa and/or passport

Parental/other adult care responsibilities

Local conditions (isolation, personal security, cultural differences, climate, lack of
health care facilities
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6.0

3.0
2.0

44%

8%
32%
16%

4.7

35
23

64%
28%
4%
4%

0%
56%
38%
25%

63%

0%
13%
25%

5.7

3.5
23

50%
38%

6%

0%
75%
0%
25%

25%
0%
75%

3.6

3.0
1.9

75%
25%
0%
0%

0%

0%
40%

0%

24

4.2
25

100%
0%
0%
0%
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{Career Progression.

28. What types of things are used to determine if an individual will be promoted?

to FS-02 to EX-01
(a) Performance appraisals v J
(b) Interview v
(c) Simulation exercise v
(d) Years of experience in grade v v
(e) Postings abroad
Existence of an opening at the
O nextlevel v
entry level to 2™ level 3" Level 4th LeBel 5" Level or Higher
(a) Performance appraisals 80% 80% 85% 85%
(b) Interview 15% 10% 15% 20%
(¢) Simulation exercise 15% 5% 10% 15%
(d) Years of experience in grade 45% 55% 50% 50%
(e) Postings abroad 10% 10% 0% 20%
® Existence of an opening at the
next level 60% 75% 75% 80%
(g) Other: 10% 10% 15% 15%
(h) Other: 5% 5% 15% 15%
entry level to 2™ level 3" Level 4th Level 5" Level or Higher
(a) Performance appraisals 75% 75% 81% 81%
(b) Interview 13% 6% 13% 19%
(c) Simulation exercise 19% 6% 13% 19%
(d) Years of experience in grade 44% 50% 44% 44%
(e) Postings abroad 6% 6% 25% 13%
(f)  Existence of an opening at the 56% 75% 75% 81%
next level
(g) Other: 13% 13% 19% 19%
(h) Other: 6% 6% 19% 19%
n= 4
entry level to 2™ level 39 Level 4th Level 5" Level or Higher
(a) Performance appraisals 100% 100% 1100% 100%
(b) Interview 25% 25% 25% 25%
(c) Simulation exercise 0% 0% 0% 0%
(d) Years of experience in grade 50% 75% 75% 75%
(e) Postings abroad 25% 25% 50% 50%
® Existence of an opening at the
next level 75% 75% 75% 75%
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29. For each of the levels below, on average, how long (in years) will a Foreign Service Officer remain in that level before being promoted?

(a) Entry/ Trainee Level 5.0 31 3.2 28 n/a
(b) Second Level 10.0 5.5 5.8 3.8 nfa
(c) Third Level 0.0 7.2 7.8 4.2 n/a
(d) Fourth Level 0.0 8.2 8.8 48 n/a
29b. What per ge of officers are pr ted from each level each year?

(a) Entry/ Trainee Level 18% 39% 39% na na
(b) Second Level 4% 18% 18% n/a na
(c) Third Level 13% 13% na n/a
(d) Fourth Level 13% 13% n/a na

* Note that in the current FS structure the second level and third levels are
combined. The 4% promotion refers to promotions from FS-02 to EX-01.

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

(a) Not applicable / No mid-career recruits v 42% 47% 25% na

(b) No 42% 33% 75% na

(c) Yes : 1% 13% 0% na
[[Attrition ]

31. For each of the leve!s below, what is the annual level of attrition of Foreign Service Officers, that is, leaving the Foreign Service?

Percentage Leaving
Level 0-2% 3-5% 6-9% 10-15% 16-20% > 20%
FSDP v
FS-02 v
Percentage Leaving
Level 0-2% 3-5% 6-9% 10-15% 16-20% > 20%
Entry or
Trainee Level 59% 18% 6% 12% 0% 0%
Second Level 63% 19% 19% 0% 0%, 0%
Third Level 53% 12% 35% 0% 0% 0%
Fourth Level 1% 18% 12% 0% 0% 0%
All Foreign
Service 56% 17% 17% 11% 0% 0%
AR
n= 14
Percentage Leaving
Level 0-2% 3-5% 6-9% 10-15% 16-20% >20%
Entry or
Trainee Level 57% 21% 7% 14% 0% 0%
Second Level 57% 21% 21% 0% 0% 0%
Third Level 50% 14% 36% 0% 0% 0%
Fourth Level 1% 14% 14% 0% 0% 0%
All Foreign
Service 57% 21% 14% 7% 0% 0%
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33.

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

Entry or

Trainee Level 67% 0% 0% 0% 0% 0%
Second Level 100% 0% 0% 0% 0% 0%
Third Level 67% 0% 33% 0% 0% 0%
Fourth Level 67% 33% 0% 0% 0% 0%
All Foreign

Service 50% 0% 25% 25% 0% 0%

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

Retirement or

Death in
Level Service Voluntary Separation Forced Attrition Promotion
FSDP 100%
FS-02 60% 40%

Retirement or

Death in
Level Service Voluntary Separation Forced Attrition Promotion
Entry or
Trainee Level 7% 80% 6% 0%
Second Level 17% 73% 2% 0%
Third Level 49% 43% 1% 0%
Fourth Level 76% 22% 1% 0%
Fifth Level 58% 32%, 11%) 0%

Retirement or

Death in
Level Service Voluntary Separation Forced Attrition Promotion
Entry or
Trainee Level 8% 79% 5% 0%
T 18% 2% 1% 0%
Third Level 44% 46% 1% 0%
Fourth Level 7% 23% 0% 0%
Fifth Level 58% 32% 11%, 0%

Retirement or

Death in
Level Service Voluntary Separation Forced Attrition Promotion
Entry or
Trainee Level 0% 91% 9% 0%
Second Level 0% 88% 13% 0%
Third Level 100% 0% 0% 0%
Fourth Level 75% 20% 5% 0%

Of those who leave due to voluntary separation, please rank the top three reasons for leaving at each level.

Level Compen- Family or spousal career Career Change Lifestyle
sation

FSDP 2.0 1.0 3.0 0.0

FS-02 20 1.0 3.0 0.0

EX-01 2.0 1.0 3.0 0.0
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Level Compen- Family or spousal career Career Change Lifestyle
sation
Entry or
Trainee Level 2 2 1 2
Second Level 2 2 1 2
Third Level 2 1 2 1
Fourth Level 2 2 1 2
8
Level Compen- Family or spousal career Career Change Lifestyle
sation
Entry or
Trainee Level 1 2 1 2
Second Level 2 2 1 2
Third Level 2 i 2 -
Fourth Level 2 2 1 2
2
Level Compen- Family or spousal career Career Change Lifestyle
sation
Entry or
Trainee Level 2 2 1
Second Level 1 2 2
Third Level 1 3 2
Fourth Level 1 3 2

34. Which of the following statements best characterizes turnover within your Foreign Service?

(a) On average, turnover is falling 9% 7% 33% 0%
(b) On average, turnover remains steady v 74% 73% 67% 80%
(c) On average, turnover is rising 17% 20% 0% 20%

35. What initiatives are in place in the organization to encourage retention of Foreign Service Officers?

S Terms and Conditions of Employment of FS Officers. DFAIT and CIC are placing more emphasis on attempting to address spousal-
related issues. DFAIT/CIC are looking at new salary packages and are considering the possibility of rewarding the acquisition of skills, such as foreign languages.
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SECTION Il - COMPENSATION

1 & 2. In the following table, please match your country’s Foreign Service Officer positions to the Canadian Foreign Service Officer positions and provide the salary
minimum, maximum, and average actual salary for each level provided.

Number that Provided Min and Max Data Minimum Maximum Number that Average
Provided Actual Salary
Degree of Average Actual
Match (+/-) Data

Job A Match - $ - |9 - $ -
Job A Match - 2 $ 36,291|$ 47,350 1 $ 37,150
Job A Match 8 $ 52,861|$% 76,228 6 $ 68,881
Job A Match + 2 $ 46,264 |$ 64,851 3 $ 41,443
Job A Match ++ 3 $ 45894 | § 54,085 2 $ 57,425
Job A All 16 $ 49,339 | $ 67,959 12 | $ 57,468
DFAITICIC Job A Match $39,570 $51,937 $40,249
Job B Match - 0 $ - 18 - $ -
Job B Match - 2 $ 57,088|$ 97,391 1 $ 35,431
Job B Match 9 $ 61,830 (% 83,770 9 $ 74,065
Job B Match + 4 $ 60,581 (% 79,009 3 $ 75,698
Job B Match ++ 1 $ 40,380 [ $ 43,164 0 $ -
Job B All 16 $ 62,870 | $ 86,436 12 $ 74,148
Job C Match - $ - |8 - $ -
JobC Match - 3 $ 92416 |$ 118,838 1 $ 99,840
Job C Match 8 $ 80,547 | $ 114,996 7 $ 97,188
Job C Match + 4 $ 115,528 | $ 170,649 4 $ 100,375
Job C Match ++ 1 $ 44,568 | $ 58,488 0 $ -
Job C All 17 $ 84,763 | $ 121,605 12 $ 98,472
DFAITICIC Job B and C Match $50,475 $75,423 $67,450
Job D Match -- 0
Job D Match - 1 $ 153,336 | $§ 163,049 1 $ 155,206
Job D Match 12 $ 100,289 | § 144,060 7 $ 125890
Job D Match + 4 $ 116,604 | $§ 176,777 5 $.. 133,215
Job D Match ++ 3 $ 108,420 | $ 151,112 2 $ 162,581
Job D All 19 $ 104,650 | $ 150,886 14 $ 132,361
DFAIT/CIC Job D Match $82,700 $97,400 $91,066

Note: Number of observations may differ from the number of respondents for each level because some respondents submitted two figures for one level.

In the average for each level, each respondent counts as one data point. Where a respondent submitted more than one salary for a level, the figures were averaged and
counted as one data point.
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Number that Provided Min and Max Data Minimum Maximum Number that Average
Provided Actual Salary
Degree of Average Actual
Match (+/-) Data
Job A Match —- $ - |8 - $ -
Job A Match - 2 $ 36,291 |$ 47,350 1 $ 37,150
Job A Match 8 $ 43544 |$ 61,660 5 $ 53,014
Job A Match + 2 $ 46,264 | $ 64,851 3 $ 41,443
Job A Match ++ 2 $ 38,889 | $ 43,687 1 $ 47,458
Job A All 13 $ 42,251 |$ 57,189 10 $ 47,400
DFAIT/CIC Job A Match $39,570 $51,937 $40,249
Job B Match — 0 $ - |$ - $ -
Job B Match - 2 $ 57,088 | $ 97,391 1 $ 35,431
Job B Match 9 $ 52,600 | $ 67,778 8 $ 61,403
Job B Match + 3 $ 55,845 | $ 72,066 2 $ 74,859
Job B Match ++ 3] $ 40,380 | $ 43,164 0 $ -
Job B All 13 $ §5722|$ 74,743 10 $ 63,703
Job C Match -~ $ - |$ = $ -
Job C Match - 2 $ 94,944 | § 122,098 0 $ -
Job C Match ) v $ 66,250 [$ 93,331 0 $ 78,428
Job C Match + 3 $ 112,681 |$ 152,261 6 $ 84,491
Job C Match ++ 4 $ 44,568 | $ 58,488 3 $ .
Job C All 12 $ 73,986 | $ 102,709 9 $ 80,449
DFAIT/CIC Job B and C Match $50,475 $75,423 $67,450
Job D Match -- 0
Job D Match - 1 $ 153,336 | $ 163,049 1 $ 155,296
Job D Match 9 $ 90,602 | $ 129,966 5 $ 107,169
Job D Match + 3 $ 78,016 | § 103,904 3 $ 90,879
Job D Match ++ 4 $ 112,710 [ $ 142,429 1 $ 194,121
Job D All 13 $ 91,544 | $ 126,156 9 $ 109,244
DFAIT/CIC Job D Match $82,700 $97,400 $91,066

Note: Number of observations may differ from the number of respondents for each level because some respondents submitted two figures for one level.

In the average for each level, each respondent counts as one data point. Where a respondent submitted more than one salary for a level, the figures were averaged and
counted as one data point.

1A. How many of the levels you have indicated are considered executive or senior management?

(a) 0 67% 83%
(b) 1 v 17% 17%
(c) 2 17% 17%
(d) 3 0% 0%
(e) 4 0% 0%
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3. Do you place any controls on the ability of a Foreign Service Officer to earn a salary higher than the mid-point?

(a) No, Foreign Service Officers may receive salaries up to the range maximum g 96% 93% 100% 100%
(b) Yes, salaries above the mid-point are restricted to special exceptions 0% 0% 0% 0%
(© Yes, the amount of salary above the mid-point must be earned each year by superior v
performance 0% 0% 0% 0%
(d) Yes, other: 4% 7% 0% 0%

4. How do Foreign Service Officers typically move through the salary range?

(a) By individually determined increments based on performance 33% 27% 25% 60%
(b) By a percentage-rated grid based on performance v 25% 20% 50% 20%
(c) By a step-rated grid based on seniority 29% 40% 25% 0%
(d) Other: 13% 13% 0% 20%

Other - Common Responses:

5. On average, or by formula, how long would it typically take a Foreign Service Officer to move from minimum salary to the miximum or other control point?

(a) Two years or less 0% 0% 0% 0%
(b) Three to four years 19% 14% 25% 33%
(c) Five years or more v/ 76% 79% 75% 67%

Other Compensation

6.  Please describe the total remuneration parkage provided to your Foreign Service Officers and estimate the cost or value of each element
as a percentage of the position’s salary range mid-point (half-way point between the minimum and maximum).

Compensation Type Value as Value as Value as Value as Value as
% of Base % of Base % of Base % of Base % of Base
n Salary Mid- |Salary Mid-Point| Salary Mid- Salary Mid- | Salary Mid-
Point Point Point Point
Base salary 100 100 100 100 100
8 Annual bonus or incentive plan(s) 0 12 3 5 26
9 Long-term incentive plans 0 31 6 - 55
12 Pensior/ Retirement/ Superainnuation plans 14 35 12 24 15
5 Employee benefits 4 15 5 i 28
<) Benefits in kind 0 17 1 25 -
3 Perquisites 0 23 - - 23
0 All assignment-related benefits
2 Other (if significant) 0 - - - -
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Comparison to Other Civil Service Positions

7.

(a)
(b)
(c)

n= 14
As an approximation, where do Foreign Service salaries fall when compared to other professional groups in your civil service?
In the top 10 percent? 14%
In the top 20 percent? 7%
In the top 30 percent? v 21%
Other: 57%

(d)

Common response: generally equal to other occupations
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SECTION Il - MANAGEMENT OF FAMILY, DUAL-INCOME AND DUAL-CAREER ISSUES |

1. What is your policy regarding compensation for the loss of spousal income and pension while on foreign postings ?

(a) No assistance 32% 19% 25% 80%
(b) No policy 16% 6% 25% 40%
(c) No policy yet, but currently under consideration 16% 19% 25% 0% i
(d) Allowances provided to the Foreign Service Officer include an amount for the spouse v 40% 50% 50% 0%
(e) Accompanying spouses are entitled to receive unemployment insurance or other 4% 6% 0% 0%

social security system loss-of-employment compensation only if they are not
permitted to work in the host location

(f) Accompanying spouses are entitled to receive unemployment insurance or other 0% 0% 0% 0%
social security system loss-of-employment compensation under any circumstances
(9) Compensation is provided for the loss of a spouse’s public or private pension 16% 25% 0% 0%
(h) Accompanying spouses are provided with supplemental pension benefits 12% 19% 0% 0%
(i) Accompanying spouses continue to accrue pension entitlement under the social 20% 25% 25% 0%
security program while on foreign posting
@) Accompanying spouses are provided compensation or an allowance in recognition of 8% 13% % 0%
their representational responsibilities
(k) Managed on a case-by-case basis 0% 0% 0% 0%
0] Other: 12% 19% 0% 0%
n=7
$4,560 $6,203 $4,570

1B. What is the estimated actual amount provided to spouses through the various forms indicated above
(based on average salary)?

2. Do you assist the spouse to find employment at the posting location and upon return from a foreign posting?

On posting Upon return

(a) No
(b) Employ at foreign/home location as a local staff member if suitable position is v v
(c) Employ at foreign/home location as a Foreign Service Officer if suitable position is
available v
(d) Canvass other organizations for available jobs
(e) Pay allowance to cover job search expenses (e.g., curriculum vitae preparation,
translation, employment agency fees) v v
(f) Assist to obtain work permit v |N/A
(9) Provide allowance to cover host country certification/continuing education/training N/A
programs if required for spouse to work
(h) Provide annual allowance to cover home country professional certification, continuing
education, training or personal interest programs > v
(i) Managed on a case-by-case basis
()] Other: ¥ 7
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(a)
(b)

(c)

(d)
(e)

()
(9)

(h)

(i)
(@

(a)
(b)

(c)

(d)
(e)

(U]
(9)

(h)

(i)
)}

(a)
(b)
(c)

(d)
(e)

®
(9)

(h)

(i)
@

No

Employ at foreigrvhome location as a local staff member if suitable position is
available

Employ at foreign/home location as a Foreign Service Officer if suitable position is
available

Canvass other organizations for available jobs

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

Assist to obtain work permit

Provide allowance to cover host country certification/continuing education/training
programs if required for spouse to work

Provide annual allowance to cover home country professional certification, continuing
education, training or personal interest programs

Managed on a case-by-case basis
Other:

n= 15
No
Employ at foreign/home location as a local staff member if suitable position is
available
Employ at foreign/home location as a Foreign Service Officer if suitable position is
available
Banvass other organizations for available jobs
Pay allowance to cover job search expenses (e.g., curriculum vitae preparation,
translation, employment agency fees)

Assist to obtain work permit’

Provide allowance to cover host country certification/continuing educationvtraining
proarams if required for spouse to work

Provide annual allowance to cover home country professional certification, continuing
education, training or personal interest programs

Managed on a case-by-case basis
Other:

n= 4
No
Employ at foreign/home location as a local staff member if suitable position is
Employ at foreign/home location as a Foreign Service Officer if suitable position is
available
Canvass other organizations for available jobs
Pay allowance to cover job search expenses (e.g., curriculum vitae preparation,
translation. emplovment agency fees)
Assist to obtain work permit
Provide allowance to cover host country certification/continuing education/training
programs if required for spouse to work
Provide annual allowance to cover home country professional certification, continuing
education, training or personal interest programs

Managed on a case-by-case basis
Other:
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21% 75%
33% 8%
13%. 8%
17% 8%
17% 17%
42% |N/A

N/A

4%

8% 0%
25% 0%
13% 4%
13% 87%
47% 7%
13% 7%
27% 7%

0% %
60% |N/A

N/A

0%

0% 0%
33% 0%
20% 0%
75% 75%

0% 25%

0% 25%

0% 25%

0% 0%

0% |N/A

N/A

0%

0% 0%

0% 0%

0% 25%
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(a) No 0% 40%
(b) Employ at foreign/home location as a local staff member if suitable position is

available 20% 0%
(c) Employ at foreign/home location as a Foreign Service Officer if suitable position is 20% 0%
(d) Canvass other organizations for available jobs 0% 0%
(e) Pay allowance to cover job search expenses (e.g., curriculum vitae preparation,

translation. emplovment agency fees) 80% 60%
(f) Assist to obtain work permit 20%{N/A
(9) Provide allowance to cover host country certification/continuing education/training N/A

programs if required for spouse to work 20%
(h) Provide annual allowance to cover home country professional certification, continuing

education, training or personal interest programs

40% 0%

(i) Managed on a case-by-case basis 20% 0%
() Other: 0% 0%

3. What is the trend with respect to spouses not accompanying Foreign Service Officers on posting due to career-related issues?

(a) Fewer spouses are accompanying officers on posting due to career-related issues. 7

48%
(b) There has beer no substantial change in the number of spouses not accompanying

officers on postirg due to career-related issues.

28%
(c) Don't know 16%
(d) N/A 4%
(e) Other 0%

4. Are unaccompanied Foreign Service Officers provided with special Home Leaves or family visits to the host location?

(a) No 56%
(b) Yes, one extra trip per assignment year 24%
(c) Yes, two extra trips per assignment year v 8%
(d) Yes, more than two extra trips per assignment year 4%

5.  Please describe any policy changes that you are considering that would affect your answers to any of the questi above (pl

Aol b

50%

31%
13%

0%

50%
25%
13%

0%

0%

25%
50%
25%

0%

50%
25%

0%
25%

80%

20%
0%
0%
0%

80%
20%
0%
0%

DFAIT and CIC are considering/ exploring two new policies: provision of a spousal premiuj; and provision of Employment Insurance benefits for spouses who accompany the employee

abroad and who would otherwise have been eligible fo El Benefits in Canada.

Considering spousal assistance, &nnual family visits being considered, Support to allow spouse to work abroad

SECTION IV - CONDITIONS OF SERVICE ABROAD

uAdmlnistrativo Information cial
1. Do you have specific policies governing the conditions of service of Foreign Service Officers abroad?
(a) Yes v 92% 94% 75% 100%
(b) No 4% 0% 25% 0%
2. What strategic objectives determine your general foreign assignment terms and conditions?
(a) Provide incentives to recruit and retain Foreign Service Officers v 36% 44% 25% 20%
(b) Maintain home country living standards and purchasing power (i.e., "keep whole") v 76% 81% 50% 80%
(c) Exceed home country living standards and purchasing power 12% 13% 0% 20%
(d) Match host country living standards and purchasing power 8% 6% 25% 0%
(e) Match terms and conditions typically offered by multinational companies 8% 6% 0% 20%
(U] Other: 4% 6% 0%
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3

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

(a) No v 52%
(b) Yes 44%
Level at which distiction is made:

VP, Senior Manager, Ambassador

44%
50%

75%
25%

60%
40%

IPosting Orientation

Please indicate if the following services are provided:

Cultural Sensitivity/ Language Cross-Cultural

Psychological classes Training
Suitability Testing
(@) No v
(b) Yes, Foreign Service Officer only
(c) Yes, Foreign Service Officer and spouse 7 7
(d) Yes, on a case-by-case basis
(e) Other,

Cultural Sensitivity/ Language Cross-Cultural

Psychological classes Training
Suitability Testing
(a) No g 60% 12% 28%
(b) Yes, Foreign Service Officer only 8% 8% 12%
(c) Yes, Foreign Service Officer and spouse 20% 76% 40%
(d) Yes, on a case-by-case basis 12% 4% 20%
(e) Other. 0% 4% 0%
16
Cultural Sensitivity/ Language Cross-Cultural
Psychological classes Training
Suitability Testing
(a) No 63% 0% 19%
(b) Yes, Foreign Service Officer only 6% 13% 19%
(c) Yes, Foreign Service Officer and spouse 13% 81% 31%
(d) Yes, on a case-by-case basis 19% 6% 31%
(e) Other 0% 6% 0%
Cultural Sensitivity/ | Language Cross-Cultural
Psychological classes Training
Suitability Testing
(a) No 75% 75% 100%
(b) Yes, Foreign Service Officer only 25% 0% 0%
(c) Yes, Foreign Service Officer and spouse 0% 25% 0%
(d) Yes, on a case-by-case basis 0% 0% 0%
(e) Other, 0% 0% 0%

Other - Common Responses:

Page 17 of 30




SURVEY OF FS TERMS AND CONDITIONS OF EMPLOYMENT

Summary Results Table - April 23, 2002

(a)
(b)
(c)
(d)
(e)

No

Yes, Foreign Service Officer only

Yes, Foreign Service Officer and spouse
Yes, on a case-by-case basis

Other.

Other - Common Responses:

Cultural Sensitivity/ Language Cross-Cultural
Psychological classes Training
Suitability Testing
40% 0% 0%
0% 0% 0%
60% 100% 100%
0% 0% 0%
0% 0% 0%
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5. Do you provide an orientation meeting to discuss relocation and other posting issues?
(a) Yes v 84% 75% 100% 100%
(b) No 12% 19% 0% 0%
HRelocation IR
6. Do you pay for the shipment of household goods to and from a foreign posting?
(a) No 0% 0% 0% 0%
(b) Yes, all reasonable costs 12% 13% 0% 20%
(c) Yes, but with weight and/or volume limits v 72% 69% 100% 60%
(d) Yes, but only if the staff member leases unfurnished housing 0% 0% 0% 0%
(e) Yes, but only partial if fully/partially furnished quarters are leased 8% 13% 0% 0%
(f) Other: 4% 0% 0% 20%
7. Do you provide an additional incidental allowance to Foreign Service Officers moving to and from a foreign posting to cover miscellaneous items not specifically covered
in the policy (e.g., telephone or cable connections)?
@ bo 25% 20% 50% 20%
(b) Yes, expressed as a percent of base salary without a cap 17% 13% 0% 40%
(c) Yes, expressed as a percent of base salary with a cap 8% 13% 0% 0%
Percentage of salary for response (b Jor(c) 13% 13% 16%
Annual salary cap for response (c) $4.869 $5.014 $4,000
(d) Yes, fixed amount V4 46% 47% 50%
) Othes 4% % 0%

40%
0%
l
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8. Please indicate whether you provide an incentive premium (e.g., Foreign Service Premium, Assignment Bonus) to Foreign Service Officers accepting an overseas posting,

[lincentive and Hardship_

and Cost-of-Living

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

(a)
(b)
(c)
(d)
(e)

(9)

(a)
(b)
(c)
(d)
(e)
()
(9)

(a)
(b)
(c)
(d)
(e)

(@

(a)
(b)
(c)
(d)
(e)

(9)

(a)
(b)
(c)
(d)
(e)

(9)

No
Yes, paid in a lump sum

Yes, paid in the normal pay cycle (e.g., monthly)
Yes, paid annually

Yes, at the end of posting

Yes, but format varies by location

Other:

No

Yes, paid in a lump sum

Yes, paid in the normal pay cycle (e.g., monthly)
Yes, paid annually

Yes, at the end of posting

Yes, but format varies by location

Other:

No

Yes, paid in a lump sum

Yes, paid in the normal pay cycle (e.g., monthly)
Yes, paid annually

Yes, at the end of posting

Yes, but format varies by location

Other:

n= 4

No

Yes, paid in a lump sum

Yes, paid in the normal pay cycle (e.g., monthly)
Yes, paid annually

Yes, at the end of posting

Yes, but format varies by location

Other:

No
Yes, paid in a lump sum

Yes, paid in the normal pay cycle (e.g., monthly)
Yes, paid annually

Yes, at the end of posting

Yes, but format varies by location

Other:
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Incentive Hardship
premium premium

v v
Incentive Hardship
premium premium

48% 16%

0%, 4%

44% 72%

0% 0%

0% 0%

4% 4%

8% 4%
Incentive Hardship
premium premium

56% 13%

0% 0%

38% 81%

0% 0%

0% 0%

6% 6%

6%, 0%
Incentive Hardship
premium premium

50% 25%

0% 0%

50% 75%

0% 0%

0% 0%.

0% 0%

0% 0%
Incentive Hardship
premium premium

20% 20%

0% 20%

60% 40%

0% 0%

0% 0%

0% 0%

20% 20%
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9.

If you provide an incentive premium and/or hardship premium, on what basis is it calculated?

(a)
(b)

(c)
(d)

(e)

(a)
(b)

(c)
(d)

(e)

(a)
(b)

(c)
(d)

(e)
U}

(a)
(b)

(c)
(d)

(e)

Expressed as a percent of base salary without a monetary cap
Expressed as a percent of base salary with a monetary cap
Percentage, if the premium is the same for all postings
Lowest percentage, if the premium varies by location
Highest per ge if the premium varies by location
Annual salary cap for response (b)
Varies according to a step-rated table
Expressed as a fixed number of months of base salary
Number of months
Flat amount for all officers
Annual flat amount
Other:

Expressed as a percent of base salary without a monetary cap
Expressed as a percent of base salary with a monetary cap
Percentage, if the premium is the same for all postings
Lowest percentage, if the premium varies by location
Highest percentage if the premium varies by location
Varies according to a step-rated table
Expressed as a fixed number of months of base salary
Number of months
Flat amount for all officers
Annual flat amount
Other:

n= 14

Expressed as a percent of base salary without a monetary cap
Expressed as a percent of base salary with a monetary cap
Percentage, if the premium is the same for all postings
Lowest percentage, if the premium varies by location
Highest percentage if the premium varies by location
Annual salary cap for response (b)
Varies according to a step-rated table
Expressed as a fixed number of months of base salary
Number of months
Flat amount for all officers
Annual flat amount
Other:

n=3

Expressed as a percent of base salary without a monetary cap
Expressed as a percent of base salary with a monetary cap
Percentage, if the premium is the same for all postings
Lowest percentage, if the premium varies by location
Highest percentage if the premium varies by location
Varies according to a step-rated table
Expressed as a fixed number of months of base salary
Number of months
Flat amount for all officers
Annual flat amount
Other:
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Incentive Hardship
emium premium
v v
Incentive Hardship
premium premium
23% 26%
5% 9%
11% -
- 1%
8% 21%
18% 17%

0% 0%,

5% 23%
$12,500 -

9% 9%
Incentive Hardship
premium premium

0% 7%

7% 0%

8% -
- 25%
- 13%
29% 21%

0% 0%

0%, 36%

7% 13%
Incentive Hardship
premium premium

33% 33%

0% 67%

10% -
- 6%
- 25%
0% 0%
0% 0%
33% 0%
33% 0%
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10.

11

12.

Incentive Hardship
premium premium
(a) Expressed as a percent of base salary without a monetary cap 80% 80%
(b) Expressed as a percent of base salary with a monetary cap 0% 0%
Percentage, if the premium is the same for all postings 14% -
Lowest percentage, if the premium varies by location - 4%
Highest percentage if the premium varies by location 15% 22%
Annual salary cap for response (b) -
(c) Varies according to a step-rated table 0% -
(d) Expressed as a fixed number of months of base salary 0% 0%
Number of months - -
(e) Flat amount for all officers 0% 0%
Annual flat amount - -
(f) Other: 0% 0%

Do you provide a Cost-of-Living allowance for Foreign Service Officers on posting?

(a) No

(b) Yes, paid out as a lump sum

(c) Yes, as a percentage of base salary without a monetary cap
(d) Yes, as a percentage of base salary with a monetary cap
(e) Other.

Other - Common Responses:
Varies with number of dependants, position and location

If you provide a Cost-of-Living allowance, how often is the amount adjusted?

(a) Allowance is fixed for length of posting
(b) Adjusted annually

(c) Adjusted whenever new data are received
(d) Adjusted whenever differential changes by at least a fixed %
Minimum percentage 3%
(e) Other:
Other - Common Responses:
Adjusted twice a year

Which of the following are taxable?

(a) Incentive premium

(b) Hardship premium

(c) Cost-of-living allowance
(d) Other:

Other - Common Responses:
Transfer allowance, Risk allowance, None are taxable
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0%
24%
40%
12%

20%

4%
16%
28%
24%
4%
24%

4%
12%
8%
58%

3%

0%
25%
44%

6%

19%

0%
19%
19%
25%

31%

0%
13%
0%
47%

5%

0%
25%
50%
25%

0%

0%
25%
25%
25%

25%

0%
0%
25%
75%

0%
20%
20%
20%

40%

20%
0%
60%
20%

5%
0%

20%
20%
20%
80%
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[|Assistance with Home Country Housing

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

(a) No 80% 88% 100% 40%
(b) Yes, pay all expenses for third party home management services v 12% 0% 0% 60%
(c) Yes, pay third-party home management services to a set maximum 0% 0% 0% 0% i
(d) Yes, but organization reimburses for only specific fees 4% 6% 0% 0%
(e) Yes, organization pays a flat amount 0% 0% 0% 0%
f) Yes, organization reimburses on an ad hoc basis 0% 0% 0% 0%
(9) Othdriniise o Sesitbee

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

(a) No 88% 88% 100% 80%
(b) Yes, with a cap of a specified monetary amount or number of months rent 4% 0% 0% 20% J
(c) Yes, organization absorbs the loss without limit 0% 0% 0% 0%
(d) Will stop housing share/deduction for a period v 0% 0% 0% 0%
(e) Reduce housing share paid by the Foreign Service Officer to offset this loss 0% 0% 0% 0%
(f) Managed on a case-by-case basis 0% 0% 0% 0%
(@ Ofhenisied (v dotad § e, 0% 0% 0% 0%

15. Do you provide assistance with the sale and/or purchase of the home country principal residence?

Sale Purchase
(a) No 0% 0%
(b) Yes, once per posting 0% 0%
(c) Yes, based on a different frequency v v
Frequency One buy and one sell per career
Sale Purchase
(a) No 80% 80%
(b) Yes, once per posting 20% 12%
(c) Yes, based on a different frequency 0% 4%
Frequency
Sale Purchase
(a) No 100% 88%
(b) Yes, once per posting 0% 0%
(c) Yes, based on a different frequency 0% 6%
Frequency
Ll
Sale Purchase
(a) No 100% 100%
(b) Yes, once per posting 0% 0%
(c) Yes, based on a different frequency 0% 0%
Frequency
Sale Purchase
(a) No 0% 40%
(b) Yes, once per posting 100% 60%
(c) Yes, based on a different frequency 0% 0%
Frequency
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16.

1.

18.

19.

20.

Do you provide special financial assistance to Foreign Service Officers whose families remain in the home country temporarily and join them after the start of the posting?

(a) No 48% 50% 50% 40%
(b) Yes, home housing share/deduction delayed until family vacates home country
residence. 20% 13% 0% 60%
(c) Other: 28% 31% 50% 0%
Other - Common Responses:
Separate maintenance grant is provided
Assistance with Host Country Housing (Abroad) 1
Do you provide assistance for housing to Foreign Service Officers at the host location?
(a) No 0% 0% 0% 0%
(b) Yes, always 84% 94% 50% 80%
(c) Only where housing costs are higher 8% 0% 25% 20%
(d) Other 4% 0% 25% 0%
Do you require the officer to pay a portion of the cost of housing at the host location?
(a) No 44% 63% 0% 20%
(b) Yes 52% 31% 100% 80%
(c) Other, 0% 0% 0% 0%
Do you pay for host location utilities costs (excluding telephone)?
(a) No 28% 31% 50% 0%
(b) Yes, included in the housing/Cost-of-Living allowance 24% 19% 25% 40%
(c) Yes, Foreign Service Officer reimbursed for actual costs 28% 31% 0% 40%
(d) Yes, reimbursed in selected locations only 4% 0% 0% 20%
(e) Other: 12% 13% 25% 0%
Other - Common Responses:
Officer contributes portion as well
Employee Benefits Abroad =
Do you cover the additional costs of medical/dental care while on a foreign posting?
(a) No 12% 6% 50% 0%
(b) Yes, though the home country organization's standard private medical plan 28% 13% 50% 60%
(c) Yes, through a special home country or international medical plan 28% 38% 0% 20%
(d) Yes, through a host country group or individual medical plan 8% 0% 0% 40%
(e) Yes, through a cash reimbursement 20% 31% 0% 0%
( Other. 12% 19% 0% 0%

Common response: Through location allowance, According to special legislation
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21.

ﬂPerguisites Abroad

Please indicate if you provide the following perquisites:

(a)
(b)
(c)
(d)

(e)

()
()

(h)

(a)
(b)
(c)
(d)
(e)

(U]
()

(h)

(a)
(b)
(c)
(d)
(e)
(U]
(g)

(h)

No

Managed on a case-by-case basis

Yes, without cost to Foreign Service Officer

Yes, with the Foreign Service Officer bearing a portion of the

cost

Only in accordance with host country norms for the position being filled

Only in specific locations
Only at specific levels
Lowest level eligible:
Other:

No

Managed on a case-by-case basis

Yes, without cost to Foreign Service Officer

Yes, with the Foreign Service Officer bearing part of cost

Only in accordance with host country norms for the position being filled

Only in specific locations
Only at specific levels
Lowest level eligible:

No
Managed on a case-by-case basis
Yes, without cost to Foreign Service Officer
Yes, with the Foreign Service Officer bearing a portion of the cost
Only in accordance with host country norms for the position being filled
Only in specific locations
Only at specific levels

Lowest level eligible:
Other:
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Automobile Recreational Club Representation
Allowance*

Membership

v

v

Automobile Recreational Club Representation

Membership Allowance*
24% 64% 20%
0% 8% 4%
0% 8% 16%
0% 4% 8%
12% 12% 8%
8% 0% 4%
56%. 4% 36%
0 0 0
4% 4% 8%
Automobile Recreational Club Representation

Membership All e
31% 69% 6%
0% 6% 0%
0% 13% 25%
0% 6% 13%
0% 0% 6%
0% 0% 0%
69% 6% 31%
0 0 0
0% 6% 13%
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Automobile Recreational Club Representation

Membership Allowance*
(a) No 25% 100% 25%
(b) Managed on a case-by-case basis 0% 0% 0%
(c) Yes, without cost to Foreign Service Officer 0% 0% 0%
(d) Yes, with the Foreign Service Officer bearing a portion of the
cost 0% 0% 0%
(e) Only in accordance with host country norms for the position being filled
25% 0% 0%
()] Only in specific locations 25% 0% 25%
(9) Only at specific levels 50% 0% 100%
Lowest level eligible: 0 0
(h) Other: 0% 0% 0%
Automobile Recreational Club Representation
Membership Allowance*
(a) No 0% 20% 60%
(b) Managed on a case-by-case basis 0% 20% 20%
(c) Yes, without cost to Foreign Service Officer 0% 0% 0%
(d) Yes, with the Foreign Service Officer bearing part of cost 0% 0% 0%
(e) Only in accordance with host country norms for the position being filled
: 40% 60% 20%
(f) Only in specific locations 20% 0% 0%
(9) Only at specific levels 20% 0% 0%
Lowest level eligible: 0 0 0
(h) Other: 20% 0% 0%
(Education
22. Do you pay for private schooling in the host location?
Elementary Secondary
(a) No
(b) Yes, but only if the public schools are deemed inadequate 4 4
(c) Yes, as a matter of course
(d) Yes, but only if the language of instruction is not spoken by the student
(e) Managed on a case-by-case basis
Elementary Secondary
(a) No 8% 8%
(b) Yes, but only if the public schools are deemed inadequate 32% 32%
(c) Yes, as a matter of course 48% 48%
(d) Yes, but only if the language of instruction is not spoken by the student 0% 0%
(e) Managed on a case-by-case basis 12% 8%
Elementary Secondary
(a) No 13% 13%
(b) Yes, but only if the public schools are deemed inadequate 31% 31%
(c) Yes, as a matter of course 44% 44%
(d) Yes, but only if the language of instruction is not spoken by the student 0% 0%
(e) Managed on a case-by-case basis 13% 6%
Elementary Secondary
(a) No 0% 0%
(b) Yes, but only if the public schools are deemed inadequate 0% 0%
(c) Yes, as a matter of course 75% 75%
(d) Yes, but only if the language of instruction is not spoken by the student 0% 0%
(e) Managed on a case-by-case basis 25% 25%
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Elementary Secondary

(a) No 0% 0%
(b) Yes, but only if the public schools are deemed inadequate 60% 60%
(c) Yes, as a matter of course 40% 40%
(d) Yes, but only if the language of instruction is not spoken by the student 0% 0%.
(e) Managed on a case-by-case basis 0% 0%

23. What dependant education costs (elementary and secondary grades) incurred by Foreign Service Officers on international posting
do you pay for?

Elementary Secondary

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

(b) All reasonable costs excluding boarding

(c) All reasonable costs up to a maximum amount v v
(d) All reasonable costs above a fixed amount

(e) Fixed amount

(f) Specific costs only

(9) Other:

Elementary Secondary

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

32% 32%
(b) All reasonable costs excluding boarding 24% 24%
(c) All reasonable costs up to a maximum amount 20% 24%
(d) All reasonable costs above a fixed amount 0% 0%
(e) Fixed amount 8% 8%
(f) Specific costs only 4% 4%
(9) Other: 8% 8%

n= 16
Elementary Secondary

(a) All reasonable costs, including boarding if local schools are inadequate - Mo
(b) All reasonable costs excluding boarding 19% 19%
(c) All reasonable costs up to a maximum amount 19% 25%
(d) All reasonable costs above a fixed amount 0% 0%
(e) Fixed amount 6% 6%
(f) Specific costs only 6%. 6%
(9) Other: 13% 13%

Elementary Secondary

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

0% 0%
(b) All reasonable costs excluding boarding 25% 25%
(c) All reasonable costs up to a maximum amount 50% 50%
(d) All reasonable costs above a fixed amount 0% 0%
(e) Fixed amount 25% 25%
) Specific costs only 0% 0%
(9) ~ Other: 0% 0%

Elementary Secondary

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

60% 60%
(b) All reasonable costs excluding boarding 40% 40%
(c) All reasonable costs up to a maximum amount 0% 0%
(d) All reasonable costs above a fixed amount 0% 0%
(e) Fixed amount 0% 0%
) Specific costs only 0% 0%
(9) Ohie; - o 0% 0%
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24. Do you pay for any costs for post:

(a)
(b)

(c)
(d)
(e)
U]

(a)
(b)

()
(d)
(e)
(f

(a)
(b)

(c)
(d)
(e)
U}

(a)
(b)

(c)
(d)
(e)
()

(a)
(b)

(c)
(d)
(e)
(]

o

y education of depend ?

No

Yes, up to a fixed limit

Annual flat amount

Yes, but tuition only

Yes, dormitory room and board
No experience/No policy

Other.

No

Yes, up to a fixed limit

Annual flat amount

Yes, but tuition only

Yes, dormitory room and board
No experience/No policy

Other.

No

Yes, up to a fixed limit

Annual flat amount

Yes, but tuition only

Yes, dormitory room and board
No experience/No policy

Other

No

Yes, up to a fixed limit

Annual flat amount

Yes, but tuition only

Yes, dormitory room and board
No experience/No policy

Other,

No

Yes, up to a fixed limit

Annual flat amount

Yes, but tuition only

Yes, dormitory room and board
No experience/No policy

Other.
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Home When Posted
v
v
$3,173
Home When Posted
71% 58%
21% 21%
$11,168 $17,988
4% 8%
0% 8%
0% 0%
4% 4%
Home When Posted
80% 67%
20% 20%
$4,505 -
0% 7%
0% 7%
0% 0%
0% 0%
Home When Posted
0% 0%
50% 50%
$21,162 $21,162
25% 25%
0% 0%
0% 0%
25% 25%
Home When Posted
100% 80%
0% 0%
0% 0%
0% 20%
0% 0%
0% 0%
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25.

Do you pay for day care (formal, “home day care” or nanny)/pre-school/nursery school costs?

(a)
(b)
(c)
(d)
(e)

(9

(a)
(b)
(c)
(d)
(e)
()
(9)

No

Yes, difference between home and host

Yes, if cost is above a fixed amount

Yes, but only if mandated in the home country
Managed on a case-by-case basis

No policy/no experience

Other:

No

Yes, difference between home and host

Yes, if cost is above a fixed amount

Yes, but only if mandated in the home country
Managed on a case-by-case basis

No policy/no experience

Other:

Other Common Responses:
Not Daycare, 20% of the costs, Pre-School costs are covered

(a)
(b)
(c)
(d)
(e)

(9)

(a)
(b)
(c)
(d)
(e)

(9)

(a)
(b)
(c)
(d)
(e)

()]

n= 16

No

Yes, difference between home and host

Yes, if cost is above a fixed amount

Yes, but only if mandated in the home country
Managed on a case-by-case basis

No policy/no experience

Other:

n 4

No

Yes, difference between home and host

Yes, if cost is above a fixed amount

Yes, but only if mandated in the home country
Managed on a case-by-case basis

No policy/no experience

Other:

No

Yes, difference between home and host

Yes, if cost is above a fixed amount

Yes, but only if mandated in the home country
Managed on a case-by-case basis

No policy/no experience

Other:
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Home When Posted
v
4
Home When Posted
96% 68%
0% 4%
0% 0%
0% 4%
0%, 4%
0% 0%
24% 20%
Home When Posted
94% 63%
0% 0%
0% 0%
0% 6%
0% 0%
0% 0%
6% 31%
Home When Posted
100% 100%
0% 0%
0% 0%
0% 0%
0% 0%
0% 0%
0% 0%
Home When Posted
100% 60%
0% 20%
0% 0%
0% 0%
0% 20%
0% 0%
0% 0%
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lHome Leave, R&R Leave, Vacation and Holidays |
26. Do you provide Home Leave travel to your Foreign Service Officers?
(a) No 0% 0% 0% 0%
(b) Yes, organization offers one trip per posting year 52% 44% 50% 80%
(c) Yes, organization offers more than one trip per posting year
8% 13% 0% 0%
(d) Other: v 40% 44% 50% 20%

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

(a) No, the assignee must return to the home country 64% 75% 50% 40%
(b) Yes, the assignee will receive reimbursement up to the amount that would have been
paid had he/she returned to the home country
v 32% 19% 50% 60%
(c) Yes, the assignee receives a cash allowance to use as he/she desires without
providing receipts 0% 0% 0% 0%
(d) Other: 0% 0% 0% 0%
28. Do you provide Rest & Recreation trips separate from home leave travel to Foreign Service Officers?
(a) No 36% 31% 50% 40%
(b) Yes, but only to Foreign Service Officers in hardship locations 60% 63% 50% 60%
(c) Yes, to all Foreign Service Officers posted abroad ™ 4 0% 0% 0% 0%
(d) Other: 0% 0% 0% 0%
29. What is the frequency of Rest & Recreation trips allowed?
(a) Once a year v 25% 18% 0% 67%
(b) Twice a year 6% 9% 0% 0%
(c) More than twice a year 0% 0% 0% 0%
(d) The number of leaves depends on the posting location 50% 55% 50% 33%
(e) Other: 19% 18% 50% 0%
30. Who chooses the Rest & Recreation destination?
(a) Organization 38% 36% 0% 67%
(b) Foreign Service Officer V4 63% 64% 100% 33%
31. What is the Foreian Service Officer’s statutory holiday entitlement during the posting?
(a) Same number of holidays as in the home country v 33% 47% 25% 0%
(b) Host country's holidays 29% 0% 50% 100%
(c) Greater of home or host country entitlement 13% 20% 0% 0%
(d) Other: 21% 27% 25% 0%

Common responses: depends on post; combination of home and host holidays
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ﬂRegatriation |
32. Do you provide repatriation counselling for Foreign Service Officers and their families upon their return from a foreign posting?
(a) No DFAIT 40% 31% 75% 40%
(b) Yes cic 56% 63% 25% 60%
33.  Are Foreign Service Officers who voluntarily terminate their posting early and return to the home country required to pay a portion of the repatriation cost?
(a) No, the organization assumes the full cost of relocation 36% 19% 75% 60%
(b) Yes, the Foreign Service Officer must pay a portion of the cost of relocation v 16% 25% 0% 0%
(c) Yes, the Foreign Service Officer must pay the full cost of relocation 4% 6% % 0%
(d) Depends on the circumstances 36% 44% 0% 40%
(e) Other: 4% 0% 25% 0%

ICurrenl Concerns

34. Please provide information about any current issues that have been voiced among Foreign Service Officers or others within the organization, and the response or

intended response of the organization. These may be concerns that have been brought up by individuals or their bargaining agent, or by management.

Compensation for loss of spousal employment
FS structure and salary

Employment insurance benefits for spouses
Spousal pension

Promotion appraisal systems

Repatriation - finding suitable positions back in home country is an issue

Constantly managing the cost of assignments and working to increase flexibility for hiring managers.
Hiring headhunter to assit spouses with finding employment

Remuneration levels are an issue that will be addressed.
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Appendix C

Detailed Results Table
(excluding those requesting complete confidentiality)

(32)
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