
appendix a

DUES DEDUCTION 
AUTHORIZATION AND ASSIGNMENT
Name:

	Last
First
Middle


	CCC
Employee No.


TO THE AEROSPACE CORPORATION (herein called the Company)

1.
You are hereby authorized:


a.
To deduct from my salary each week a sum equivalent to the amount, which shall have been, certified by the Aerospace Professional Staff Association (APSA) as the weekly portion of its regular membership dues.


b.
To remit all sums so deducted to the Treasurer of the Association.

2.
This authorization may be revoked by me at any time by giving written notice thereof to the Company and APSA; provided, however, such revocation shall not be effective until the week beginning four (4) weeks after the week in which the Company receives such notice.

3.
This authorization revokes any prior authorization.

	Date:
	
	
	



Employee Signature

APPENDIX B

NONSUPERVISORY MTS


SECTION 1.  CAREER PATHS

The Corporation’s mission requires highly skilled professional support in technical specialties. The Corporation, therefore, provides a professional nonsupervisory career path for Members of the Technical Staff (MTS). The MTS professional career path consists of four levels of positions, depending upon the employee’s functional assignment and responsibilities. Positions, in order of increasing responsibility, are levels 1, 2, 3, and 4 MTS.

a.
Level 1 MTS include the subcategories of Associate MTS, MTS, and Senior MTS.

b.
Level 2 MTS include engineering specialist, project engineer, research engineer, research scientist and project leader.

c.
Level 3 MTS include senior engineering specialist, senior project engineer, senior engineer, senior scientist, and senior project leader.

d.
The next step as a nonsupervisory MTS are the level 4 positions of principal engineer and principal scientist.  These positions are not included in the bargaining unit represented by APSA.

MTS on the nonsupervisory career path who become available for reassignment due to organizational or programmatic changes may be transferred to other positions on the nonsupervisory career path in accordance with corporate needs and individual interests and if the required position qualifications are met.  Such reassignments shall not be made for the purpose of justifying a termination of employment based upon an ostensible lack of work.

SECTION 2.  MTS JOB DESCRIPTIONS

LEVEL 1 MTS JOB DESCRIPTIONS 

DATE:    01/28/03

TITLE: Advanced Degree Fellowship*
ORG. LEVEL: 1
GRADE: 00** 
POS. CODE: 4008

TITLE: Member of the Technical Staff
ORG. LEVEL: 1
GRADE: 81
POS. CODE: 4009

TITLE: Associate MTS
ORG. LEVEL: 1
GRADE: 81
POS. CODE: 4018

TITLE: Senior MTS
ORG. LEVEL: 1
GRADE: 81
POS. CODE: 4019

TITLE: Associate MTS – Rotation Program*
ORG. LEVEL: 1
GRADE: 81
POS. CODE: 4028

TITLE: MTS - Rotation Program*
ORG. LEVEL: 1
GRADE: 81
POS. CODE: 4029

TITLE: Senior MTS - Rotation Program* 
ORG. LEVEL: 1
GRADE: 81
POS. CODE: 4039

Purpose

Provides professional engineering/scientific support within (research and development) engineering, systems engineering, project engineering, or technology functions/organizations.

Typical Assignments

Engineering assignments:  Performs analytical studies, conducts tests, develops details of specifications, prepares details of analytical report findings, assists in planning and development of studies and design projects.

Systems engineering assignments:  Participates in development of program interfaces between hardware and computer systems; diagnoses both hardware and software simulation tool problems; designs improvements to simulation environments; develops and/or revises programs for data reduction and analysis.

Project engineering assignments:  Performs analytical studies, conducts integration tests, develops details of acquisition hardware/software and database specifications.

Technology assignments:  Assists in technology planning and development; performs testing and evaluation of materials and devices; develops procurement specifications and test procedures; prepares details of analytical reports, including preliminary findings and recommendations.
Characteristics & Capabilities

Associate Member of the Technical Staff:  Applies standard techniques, procedures and criteria in carrying out a series of engineering tasks under supervision and guidance.  Contacts are primarily with immediate supervisor, project leaders, and/or other MTS professionals in the group.  Normally possesses a bachelor's degree in an appropriate technical discipline from a recognized institution (or an equivalent combination of training and experience).

Member of the Technical Staff:  Independently evaluates, selects, and applies engineering techniques, procedures and criteria, using judgment in making adaptations and modifications.  Assignments typically have specified objectives.  Contacts are primarily internal, with infrequent inter-organizational and outside customer contacts on routine matters.  Normally possess a bachelor’s degree in an appropriate technical discipline from a recognized institution (or an equivalent combination of training and experience) and two or more years of increasingly responsible and related engineering/scientific experience.

Senior Member of the Technical Staff:  Plans and conducts work requiring judgment in the independent evaluation, selection and adaptation/modification of a variety of techniques, procedures and criteria.  Devises new approaches to problems encountered.  Frequent inter-organizational and outside customer contacts on matters of importance.  Normally possess a bachelor’s degree in an appropriate technical discipline from a recognized institution (or an equivalent combination of training and experience) and five or more years of increasingly responsible and related engineering/scientific experience.

* Designates temporary assignment allowing an employee (normally assigned to an engineering/technology organization) experience in other assignments (frequently in program office environments) in order to expand technical and administrative skills and to enhance career progress.

**Job classification assigned to "ungraded" status (Grade 00) to allow transfer of employees from/to any Pay Grade without need for recording a demotional or promotional transaction.

LEVEL 2 MTS JOB DESCRIPTIONS

DATE:
01/28/03

TITLE:
Project Leader 
ORG. LEVEL: 2
GRADE: 82
POS. CODE: 4476

TITLE:
Engineer - Rotation Program 
ORG. LEVEL: 2
GRADE: 82
POS. CODE: 4436

TITLE:
Research Scientist
ORG. LEVEL: 2
GRADE: 82   
POS. CODE: 4456

TITLE:
Research Engineer
ORG. LEVEL: 2
GRADE: 82   
POS. CODE: 4466

TITLE:
Project Engineer 
ORG. LEVEL: 2
GRADE: 82  
POS. CODE: 4486

TITLE:
Engineering Specialist
ORG. LEVEL: 2
GRADE: 82  
POS. CODE: 4496

Purpose

Works independently with both internal and external customers and with technical support, as a technical authority, consultant, primary investigator, or project leader.  May lead or organize technical efforts or project teams.  Interfaces between customers' and Aerospace technical and management staff.  May mentor less experienced MTS and serve as role model.

Characteristics & Capabilities

Project Leader:  Serves as integration leader and/or coordinator of a team of technical contributors.  Identifies issues, prioritizes tasks, facilitates communications, and acts as spokesperson for the working group to management/customers.   Scopes requirements for and initiates acquisition of technical support from appropriate corporate resources.  Monitors and may assist in development of budgets and other resource allocations to accomplish tasks, and may be given additional administrative coordination and management liaison responsibilities.  Acts as mentor to team members, providing orientation, technical guidance and development insight.  May participate in new business and/or technical planning efforts.  May bring in tasks and projects beyond personal activities from internal and external sources.

Engineer - Rotation Program:  A temporary assignment allowing an employee (normally assigned to an engineering specialist or engineer/scientist role) experience in other assignments (frequently in program office environments) in order to expand technical and coordinative skills and to enhance career progress.

Research Engineer/Scientist:  Determines analytical techniques, interpretation of results, and arranges for performance of analyses; assesses associate contractors' technologies, analyzes and resolves problems, determines associate contractors' technology support needs, and may act as pro tem consultant to associate contractors; assesses suitability of simulation models and results, and verifies results using alternative methods and approaches; devises and recommends improvements in data reduction analysis methods; prepares reports and oral presentations.  May lead project teams within a department.  Supports multiple programs and/or activities and frequently acts as POC for technical activities.  May bring in tasks and projects beyond personal activities from internal and external sources.
Project Engineer:  Normally responsible for (a) a specific project element (e.g., a payload, spacecraft subsystem, or software package) and associated interfaces; (b) a specific engineering discipline (e.g., fracture analysis, circuit design); (c) a program of system aspect that crosses technical boundaries (e.g., mission analysis, technical design/evaluation, on-orbit operations).  In systems engineering assignments, independently services a number of project segments and/or smaller program/project efforts.  
Engineering Specialist:  Conducts specialized technical studies and reports findings.  Coordinates specific technical assignments for designated discipline or organizations.  Provides technical advice to management, customers, and associate contractors.  Initiates development of advanced analytical techniques, concepts, and/or design criteria for subsystems.  May lead project teams within a department.  Supports multiple programs and/or activities and frequently acts as POC for technical activities.  May bring in tasks and projects beyond personal activities from internal and external sources.
Common Knowledge, Experience And Educational Requirements
Normally possess a bachelor’s degree in an appropriate technical discipline from a recognized institution (or an equivalent combination of training and experience) and eight or more years of increasingly responsible and related engineering/scientific experience, preferably including experience in a systems engineering and/or program management environment.  Exhibits high level of innovation, creativeness, and initiative.  Demonstrated ability to establish and maintain effective working relationships with customers.  Broad internal recognition from peers and Aerospace program office.  Broad technical/programmatics impact inside and outside of Aerospace.  

LEVEL 3 MTS JOB DESCRIPTIONS

DATE:
01/28/03   

TITLE:
Senior Project Leader 
ORG. LEVEL: 3
GRADE:
83
POS. CODE: 4527

TITLE:
Sr. Engineer - Rotation Prgm.
ORG. LEVEL: 3
GRADE:
83  
POS. CODE: 4557

TITLE:
Senior Scientist
ORG. LEVEL: 3
GRADE:
83
POS. CODE: 4567

TITLE:
Senior Engineer
ORG. LEVEL: 3
GRADE:
83   
POS. CODE: 4577

TITLE:
Senior Engineering Specialist
ORG. LEVEL: 3
GRADE:
83  
POS. CODE: 4587

TITLE:
Senior Project Engineer 
ORG. LEVEL: 3
GRADE:
83  
POS. CODE: 4597

Purpose

Acts as senior technical authority, consultant, primary investigator, or team leader.  May lead or organize interfaces between customers' and Aerospace technical and management staff.  Coordinates large-scale technical efforts across program/project lines.  Mentors less experienced MTS and serves as role model. 

Characteristics & Capabilities

Senior Project Leader:  Serves as the integration leader and/or coordinator of a team of technical contributors which may include advanced or senior level technical/project specialists, or may serve as principal technical representative to customer, coordinating efforts on several smaller projects in concurrent operation or on portions of larger multi-phase/multi-disciplinary project.  Identifies issues, prioritizes tasks, facilitates communications, and acts as spokesperson for the working group to management/ customers.   Scopes requirements for and initiates acquisition of technical support from appropriate corporate resources including cost and economic or market analysis specialists, as appropriate.  Monitors and may assist in development of budgets and other resource allocations to accomplish tasks, and may be given additional administrative coordination and management liaison responsibilities.  Acts as senior mentor to team members, providing orientation, technical guidance and development insight.  May participate in new business and/or technical planning efforts.  May bring in tasks and projects beyond personal activities from internal and external sources.  
Sr. Engineer - Rotation Program:  A temporary assignment allowing an employee (normally assigned to a senior engineering specialist or senior engineer/scientist role) experience in other assignments (frequently in program office environments) in order to expand technical and coordinative skills and to enhance career progress.

Sr. Engineer/Scientist:  Provides technical authority and leadership in conducting studies; provides technical guidance to associate contractors and government agencies in formulating systems criteria/requirements; prepares technical proposals to obtain internal/external funding for research and development efforts; maintains authoritative liaison with national laboratories and technical centers.  May lead cross-organizational teams and organizes interfaces with customer and/or Aerospace program offices.  May bring in tasks and projects beyond personal activities from internal and external sources.    

Sr. Engineering Specialist:  Independently conducts long-range technical studies and reports findings.  Initiates studies designed to solve new technical problems and provide new technical solutions within area of expertise.  Provides ongoing technical consultation and advice to management, customers, and contractors in area of specialization.  Takes initiative to inform management of perceived technical problems and recommends courses of action.  May lead cross-organizational teams and organizes interfaces with customer and/or Aerospace program offices.  May bring in tasks and projects beyond personal activities from internal and external sources.  Acts as organization's designated representative at technical meetings, presentations, and symposia.  

Sr. Project Engineer:  May undertake a major program segment such as system-level architectural analysis, conceptual design of a new vehicle or major payload.  May be required to investigate urgent technical problems or assemble a major briefing or report.  As Aerospace representative in customer's or contractor's environment, provides nondirective advice, accepts action items and may coordinate pertinent budgets, tasks, and priorities.  In systems engineering assignments, generally leads/coordinates team comprised of diversely skilled engineers servicing a major portion of a large project or working across projects, and interfaces regularly with customer and contractor program management. 

Common Knowledge, Experience And Educational Requirements

Normally possess a bachelor’s degree in an appropriate technical discipline from a recognized institution (or an equivalent combination of training and experience) and twelve or more years of increasingly responsible and related engineering/scientific experience, preferably including multi-disciplinary systems engineering and/or program management environments.  Exhibits exceptionally high level of innovation, creativeness, and initiative.  Demonstrated ability to establish and maintain effective working relationships with customers.  Widely recognized internally and externally by peers, management, program office, Air Force, and contractors.  

SECTION 3.  MTS COMPENSATION

GENERAL

Compensation budgets and salary/merit review procedures are established for effective and consistent salary administration. Base-pay salary adjustments are made to reflect changes in job responsibilities, individual performance, career growth within job assignments, and improvement of internal salary equity.

A variable pay program has been established as an integral part of the compensation system for regular employees. Variable pay is a form of compensation tied to the strategic mission that encourages the achievement of corporate goals. The variable pay program complements the annual merit review program and rewards employees for exceptional performance and accomplishments with a lump-sum cash award, without increasing the employee's base pay or affecting employee benefits. 

The variable pay program includes hiring incentives, as appropriate, to acquire critical skills.

PROCESS

Promotional Increases

A promotional increase reflects an employee's movement to a position in a higher salary grade. It recognizes a major change in job assignment, usually occurring through the transfer process, such as from Member of the Technical Staff (MTS) to Manager, or an employee's growth in capability and job responsibilities, such as a reclassification to a higher-graded position within the same job family, e.g., Budget Analyst to Senior Budget Analyst.

A nonexempt employee may be promoted to an exempt position by progressing through more responsible jobs in a job family, gradually acquiring an applicable degree or comparable education and experience, and performing exempt-level duties; e.g., Laboratory Technician (nonexempt) to Research Assistant (nonexempt) to Research Specialist (exempt).

A position is exempt from the provisions of the Federal Fair Labor Standards Act and the California Wage Orders if it meets the criteria for exemption as defined by state and federal statutes (see Practice HR-1-1).

A nonexempt employee may also be approved for promotion to an exempt classification upon demonstrating ability to perform exempt-level work as defined by state and federal exemption tests. 

The supervisor normally consults Compensation and initiates the promotion when the employee's demonstrated level of work qualifies for exempt status. Compensation may conduct a job audit to determine if the employee is performing exempt-level work as defined by state and federal statutes.

An employee selected for an exempt position who does not clearly possess the minimum education and experience qualifications may be placed in a lower-grade (trainee) classification for a period, normally of six to 12 months.

Reclassification

Reclassification involves the movement of a job classification to a higher or lower salary grade and usually results from a determination based on job evaluation or an industry/labor market salary survey. An employee in an upgraded classification may be given a salary increase to achieve an equitable position relative to the new peer group. The salary of an employee in a downgraded classification may be adjusted to reflect decreased responsibilities and should fall within the lower salary grade parameters.

When reclassifying to MTS, the Staffing Resources Department and the Compensation Department evaluate the employee's education and work history, agree on the equivalent years of MTS experience, and establish the appropriate salary along with any required salary adjustment.

Salary Inequities

A salary adjustment may be recommended at any time by Compensation and management to correct a salary inequity based on evaluation of an employee's salary, performance level, and both internal and external salary relationships.

Over 15 Percent Salary Increases 

A salary increase over 15 percent must be justified and documented. When such an increase is contemplated, the supervisor should contact the appropriate Compensation Representative for assistance in preparing the required documentation as well as for concurrence with this action.

A salary increase totaling more than 15 percent within a 12-month period requires the approval of the appropriate Level 6 Vice President. 

The time period for calculating the 15 percent limitation is the 12 months preceding the proposed increase. For example, if an employee is to be given a salary adjustment on August 28, that increase, when combined with all other increases received since the previous August 28, cannot exceed 15 percent without special approval.

Salary/Merit Reviews

Salaries of all regular employees are reviewed in the fall of each year. Salary increase forecasts are prepared for merit reviews, which usually become effective in mid-December or as authorized by the Board of Trustees.

Annual salary/merit reviews are intended to improve corporate-wide salary and employee performance relationships and provide incentive for meeting and exceeding performance expectations.

Properly administered annual salary budgets maintain overall salary levels that are competitive in the external marketplace. Within the merit budget, line managers have flexibility to adjust individual salaries according to their evaluation of salary equity compared with contributions and performance. 

Variable Pay

As funding permits, a sum of money for employee incentive programs is allocated along with the merit budget.

Division general managers approve the distribution of individual payments to employees at level 4 and below based on criteria including, but not limited to, exceptional performance, critical skills or capability, technical contributions, team leadership or team contributions, cost savings, support contributions, or significant employee accomplishments. 

Individual awards of more than $10,000 require approval of the Executive Council.

The Board of Trustees approves the distribution of funds to management employees above level 4 to recognize exceptional job performance in advancement of corporate goals.

Lump-sum payments do not become part of an employee's base salary; however, payments are taxable and reported to Internal Revenue as income earned.

Hiring Incentives
Any employee who voluntary terminates employment or is terminated for cause within 12 months of the date of hire after receiving a hiring bonus is obligated to repay the bonus upon termination of employment.

Compensation Budgets

The Compensation Department recommends annual compensation budgets based on compensation survey data and goals defined by the Executive Council. The budgets are approved by the Board of Trustees and allocated to the Executive Offices and the Groups by the Compensation Department.

A corporate reserve is established for promotions, defined inequities, and exceptional salary adjustment requirements occurring throughout the year. This reserve is distributed based on a collaborative decision process normally involving the Business Directors and the Compensation Department.

The Compensation Department develops and, with Executive Council approval, communicates instructions each year for the allocation and administration of salary adjustment budgets.

Compensation budgets for bargaining unit employees are negotiated annually with the Aerospace Professional Staff Association.

SECTION 4.  MTS PAY PLAN STRUCTURE

The Aerospace Corporation and the Aerospace Professional Staff Association agree that the MTS Pay Plan will be conducted in conformity with the following description and guidelines:

OBJECTIVE OF PROPOSED STRUCTURE

The objective of the MTS structure is to provide the organization with a structure that reflects internal pay practices and one that is representative of the external marketplace. The proposed structure does both. In addition, it provides a clear, defensible guideline that meets the requirements of our customers and of our auditing agencies.

OVERVIEW OF NEW STRUCTURE

The proposed MTS structure will recognize pay differences related to job roles, that is, by organizational level (levels 1 – 4). Bargaining unit employees will be found in the first three levels, in the same manner that they are currently classified by organizational level. Level 1 will be defined for all EBS increments; however, level 2 will be defined with a “typical entry point” of 8 years, and level 3 will be defined with a “typical entry point” of l2 years. This is consistent with the current published guidelines found in the Aerospace Professional Career Path booklet.

Each of the three bargaining unit organizational levels will be defined by a minimum and a maximum rate of pay. The minimums and maximums reflect market pay for comparable work in competitive organizations.

CURVE DEVELOPMENT

Within organizational levels 1 and 2, five relative percentiles for each year of experience will be identified, P10, P25, P50, P75, P90. For level 3, three relative percentiles for each year of experience will be identified, P25, P50, P75. The relative percentiles will reflect the projected distribution of actual employee salaries by EBS for the effective year. The actual plotted percentile curves will be smoothed.

The relative percentile curves will be updated on an annual basis effective mid-December to reflect the actual population’s new distribution. At that time, the minimums and the maximums will be evaluated and adjusted to the extent necessary. Except in exceptional circumstances, the new minimums will not be greater than any individual minimum and the new maximums will not be less than any individual maximum.

USE OF THE PROPOSED STRUCTURE

The proposed structure will be used internally in the following way:


To provide an administrative guideline for salary determination for newly-hired or recently-promoted employees, to establish minimum and maximum rates of pay as required by our customer(s), and to meet the requirements of external auditing agencies.


The proposed structure will be utilized primarily by the compensation and employment departments and by administrators in the technical groups.

SPECIFIC ADMINISTRATIVE ISSUES

Comparing today’s actual internal population with the proposed structure, we see that essentially all of the current population fits within the proposed minimum and maximum rates of pay by organizational level. However, over time, as salaries and job assignments change, that may not be the case. Salaries falling outside the proposed ranges of pay will be addressed in the same manner as they are today. In general, guidelines for such situations are as follows:

a.
Promotion for an employee whose current salary is less than the minimum of the new organizational level: If the employee’s EBS is at or above the “typical entry point” for the new organizational level, the employee will be automatically moved (i.e., non-budgeted increase) to the minimum of the new organizational level, and then promotional dollars will be applied to bring the salary into an equitable relationship with those of peers. This reflects the current practice for promotions of this type. Instances where an employee’s EBS is less than the “typical entry point” will be handled on an exception basis to ensure equity among other employees at or above the “typical entry point.”

b.
Voluntary demotion for an employee whose higher-level job is eliminated: As per practice HR‑2‑3, Compensation, when an employee is reclassified to a lower-graded position, the employee’s salary should be adjusted to reflect a decrease in responsibility and should not exceed the current maximum of the lower-grade rate range.

c.
Salary movement for an employee whose salary falls beneath the minimum of the organizational level after the (annual) structure adjustment takes place: Compensation will continue to notify management whenever this occurs. In almost all instances, a non-budgeted increase is given to bring that employee to the minimum of the new organizational level. However, management maintains the final decision for determining whether an increase to the minimum of the new rate will be given. Instances in which the rate is not adjusted include an employee who entered an organizational level two or three position earlier than at the “typical entry point” OR an individual whose overall level of contribution or utility is ranked very low relative to those of their peers.

d.
Salary movement for an employee whose salary is at the maximum of the organizational level: Increases in pay will not occur until the maximum rate for the organizational level increases, which occurs whenever the structure is adjusted (usually on an annual basis).

STRUCTURE

The following curves will be available:

a.
A smoothed percentile plot of all bargaining unit employees from year 0 to year 43 for current employees as of December 15, 1997.

b.
A smoothed percentile plot of all LEVEL 1 bargaining unit employees from year 0 to year 43 for current employees as of December 15, 1997.

c.
A smoothed percentile plot of all LEVEL 2 bargaining unit employees from year 8 to year 43 for current employees as of December 15, 1997.

d.
A smoothed percentile plot of all LEVEL 3 bargaining unit employees from year 12 to year 43 for current employees as of December 15, 1997.

These curves will be updated each year with an effective date of mid-December. The first update will reflect an effective date of December 15, 1998.

OTHER ISSUES

In the HRMIS/SAP system, the EBS field will be updated to reflect only whole numbers effective October 4, 1993. Employees whose EBS now reflects one-half years will be rounded up to the next whole number, i.e., EBSs will be rounded off to the nearest integer. On December 12, 1993, all MTS will be credited with an additional year of experience to reflect the end of another year.

The following changes will also be reflected in HRMIS/SAP October 5, 1998:

a.
Grade 99, level 0 MTS, will no longer be active.  All current MTS in level 0 will be changed to level 1.

b.
Level 1 MTS will be classified in grade 81.


Level 2 MTS will be classified in grade 82.


Level 3 MTS will be classified in grade 83.

c.
The minimum and maximum for grade 81 will be $1,034 and $2,358 per week.


The minimum and maximum for grade 82 will be $1,365 and $3,015 per week.


The minimum and maximum for grade 83 will be $1,578 and $3,536 per week.


The minimum and maximum for grade 84 will be $1,876 and $4,196 per week.
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