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values has been missed, the salary schedule
is out of line and should be corrected, or
factors other than pure theory are affecting
the salary structures.

These three points may be examined in
further detail:

1. If there is doubt about the judgment or
actual knowledge of the person making the
evaluation, someone else should be asked to
put down his figures. In the work at Illinois
this has been done effectively by supervisors
and by those actually doing the job, as well
as by the trained staff of the office. While
totals may vary, the differences in relation-
ship are surprisingly few. It is hardly neces-
sary to point out, too, that participation by
both employees directly concerned and by
supervisors of those employees adds greatly to
the probability of final acceptance of the end
results by both groups.

2. If the person making the evaluation is
satisfied that the values are about right, the
burden of proof is on him, as employer, to
justify salary schedules which do not accord
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with those values. Suppose there are one
hundred different position classifications (these
classifications are discussed in detail later)
and a diagonal or ascending line or curve has
been drawn on a piece of graph paper. Sup-
pose then another line or curve plotting the
salaries now being paid is drawn. They will
not be exactly parallel; that would be too
much to expect. But the salary line should
move around within a fairly close “sleeve”
above or below the value line, and, as long as
it does, the compensation schedule is in good
shape.

3. But, when there occurs in the salary line
a sharp “zig” below the value line, or an
abrupt ‘“zag” above it, then at least questions
should be asked: Was the salary for the “zig-
ging” position, perhaps, set there because its
incumbent at the time was a young or in-
experienced person who was at the minimum
of his earning power and worth as an individ-
ual? And was the ‘“zag” due to the other
situation in which the incumbent was an old
experienced employee whose compensation was
well above the average because of long life and
faithful performance of duty?
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