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ERI UPDATE
Quarterly Notes for ERI Subscribers

Cloud-Based Assessors Now Available

ERI is pleased to announce that the Salary Assessor®, Geographic Assessor®, Relocation Assessor®, and now the Executive Compensation Assessor® are available in cloud-based
versions. All of the key features of the Assessor Series® – up-todate salary and cost-of-living data, intuitive benchmark and geographic comparison lists, completely customizable expenditures
comparison worksheet, plus a host of new features, including the
ability to import – can now be accessed instantly from an online
application. Learn more by watching a brief video, which highlights the main features of the online versions:
www.erieri.com/salaryassessor/news
www.erieri.com/geographicassessor/news
www.erieri.com/relocationassessor/news
www.erieri.com/executivecompensationassessor/news
Subscriber webinars explaining the features of many of the cloudbased versions are also available (see page 8). Please contact ERI
by email at info.eri@erieri.com or by phone at (800) 627-3697
for more information about these new online products.

H-2B Prevailing Wage Determinations

On April 24, 2013, the Department of Homeland Security (DHS)
and the Department of Labor (DOL) published an interim final
rule that revises the methodology by which the DOL calculates
the prevailing wages to be paid to H-2B workers, effectively
eliminating the four-level system previously used.
As background, in 2008, the DOL issued a rule adopting four wage
levels based on the Occupational Employment Statistics (OES)
mean to reflect four “skill levels.” This converted the two-level
wages, an entry level and experienced wage, into a four-tier system by mathematically adjusting the two tiers in the manner prescribed by Congress in the context of H-1B specialty occupations.
In 2009, a court ordered the DOL to create new rules concerning
the calculation of H-2B prevailing wages, citing that the DOL
failed to adequately explain its rationale for adopting skill levels
for H-2B certifications (given that these positions are typically
low-skill). In response, the DOL set about establishing new rules
and determined that the use of the four-level structure created an
adverse effect on workers’ wages because, as stated in 2010, it
“artificially lowers [wages] to a point that [they] no longer represent a market-based wage for that occupation.” Furthermore, the
DOL stated that “there are no significant skill-based wage differences in the occupations that predominate in the H-2B program,
and to the extent such differences might exist, those differences
are not captured by the existing four-tier wage structure.” The
application of the four levels set a wage “below what the average similarly employed worker is paid.” Although the DOL issued a new Wage Rule in 2011 to address these issues, Congress
blocked its implementation, continuing the use of 2008 rules.
On March 21, 2013, a court issued a permanent injunction against
the use of the four-tier system. The DOL quickly moved to implement a new rule to prevent a substantial backlog of applications from building while no rule was in place. According to the
interim final rule adopted on April 24, 2013, the DOL will base
H-2B prevailing wage determinations on the arithmetic mean
wage established in the OES job family survey, without the four
levels. The prevailing wage will no longer be the mean of the particular wage level, but will be the overall mean of all incumbents
in the occupational group in question. This rule, which does not
affect H-1B visa applications, will also permit the use of employer-provided surveys in lieu of wages derived from other sources.
For more information, please see the entry in the Federal Register:
www.gpo.gov/fdsys/pkg/FR-2013-04-24/html/2013-09723.htm.
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ECONOMIC INDICATORS
State Coincident Indexes

July 2013 State Coincident Indexes

The Federal Reserve Bank of Philadelphia produces
a monthly economic report for each of the 50 states,
released a few days after the Bureau of Labor Statistics (BLS) publishes employment data. For those
who closely follow state patterns, the coincident
indexes combine four state-level indicators to summarize current economic conditions in a single statistic: nonfarm payroll employment, average hours
worked in manufacturing, the unemployment rate,
and wage and salary disbursements deflated by
the consumer price index (U.S. city average). The
trend for each state’s index is then set to the trend of
its gross domestic product (GDP).
As shown in the map at left, the three-month
indexes for July 2013 increased in 38 states (green),
decreased in 9 (red), and remained unchanged in 3
(grey). The Philadelphia Fed’s U.S. national index
rose 0.2% in July and 0.7% over the previous three
months. For more details, see www.philadelphiafed.org/research-and-data/regional-economy/indexes/coincident/.

State Unemployment Rates

In the July release of the BLS Regional and State
Employment and Unemployment Summary, 28
states and the District of Columbia documented
unemployment rate increases, 8 states reported
decreases, and 14 states showed no change. The
highest unemployment rates were in Nevada and
Illinois, at 9.5% and 9.2% respectively. North
Dakota continued to have the lowest jobless rate
at 3.0%. The chart at right displays the current
unemployment rate for each state (red) and the
maximum rate during the recession (blue). States
are ranked by the highest current unemployment
rate. The size of the blue bar indicates the amount of
improvement, with Michigan and Nevada reporting
the largest decreases. For further analysis, see
www.calculatedriskblog.com/2013/08/bls-stateunemployment-rates-were.html.

State Unemployment Rate: Current Rate and Max for 2007 Recession

National Employment Summary

According to the BLS Employment Situation Summary for July, total nonfarm employment is up 2.276 million from July 2012, and
private employment is up 2.315 million. The year-over-year gain is essentially the same as that reported in June. Continuing in the
recent trend of economic recovery, job growth is steady, but slow. The national unemployment rate decreased from 7.6% in June to 7.4%
in July, largely due to an increase in employment in the Current Population Survey (the monthly household survey) combined with a
decline in the participation rate (the percentage of the working age population in the labor force). The decreased participation rate can
be attributed to cyclical (recession) and demographic (aging population) factors. Read more at www.calculatedriskblog.com/2013/08/
employment-report-steady-but-slow.html.
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ERI SALARY SURVEYS
2013 Compensation Surveys Released

Participation Opens for 2014 Surveys

ERI Salary Surveys has released its 2013 collection of compensation surveys for the United States and Canada. These are
true salary surveys, reporting participant data gathered during the
present and prior year (October 2012 to March 2013), complemented by two additional sections of data for comparison purposes. The result is up to three survey sources per benchmark job.

Early Bird Rate: 75% off results with participation before 2014
The participation window for ERI Salary Surveys opens
October 1, 2013, and continues through March 31, 2014. As an
early bird incentive, we are offering a 75% discount applied to
the purchase of the results for those who participate in any of our
compensation surveys before the end of 2013. For the remainder
of the collection period, participants will receive a 50% discount.

Surveys typically include more than 100 benchmark jobs, from
support staff to executive positions. In addition to market-based
pay data – annual salary, incentive/variable pay, and total direct
annual compensation shown in means, medians, and percentiles
– each benchmark position includes a job description, a graph
with a trend line and data points, and the Selected Characteristics
of the Occupation (optional). The sample page below is from the
All Manufacturing Salary Survey (U.S. national results).

Not only do you save money by participating, but your organization’s data also add to the validity of the survey results. Data
may be submitted through our online questionnaire or by downloading an Excel version of the questionnaire and returning it via
email. We also accept hardcopy versions of the questionnaire
sent by fax or mail.
ERI Assessor Series subscribers
are encouraged to
participate in any
of our applicable
industry or job
function surveys
to receive a PDF
version of the
results for free.
There is no limit
to the number of
surveys in which
subscribers may
participate; however, data must be
submitted via the
online questionnaire in the Platform Library®.
Unlike Assessor
Series data, which
are updated quarterly, ERI Salary Surveys are static reports published annually
that can be put on the shelf or stored electronically, indefinitely.

From the Insurance Salary Survey to the All Energy and Mining
Salary Survey,
our surveys cover
a wide range of
industries
and
nonprofit sectors,
more than 150
in all. Industries
include transportation, utilities,
retail, and wholesale, to name a
few.
Survey information is solicited
via mail, email,
and online questionnaires. Each
data submission
is thoroughly screened by our team of experienced researchers
prior to inclusion in a survey. No attempt is made to alter incumbent data as reported other than to normalize collected compensation amounts to a common date.

New for 2014 Participation!

Surveys range in price from $489 to $689 and may be purchased
online at http://salary-surveys.erieri.com. All 2013 U.S. surveys
are available with national or statewide results. The reports are
delivered as a PDF or hardcopy document (with an additional
printing and shipping charge applied). For more information and
a full list of surveys, please visit ERI Salary Surveys online or
contact us by email at survey.sales@erieri.com or by phone at
(877) 210-6563.
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Participate in any of our 2014 compensation and benefits surveys directly from each survey’s respective description page on
our website. Access the survey description pages, which include
lists of benchmark jobs and participants, sample pages, and our
methodology, from the expandable list of surveys on the home
page. New features on the home page also include an interactive
PDF version of our North American Catalog of surveys, plus a
downloadable order form.
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SALARY SURVEY DATA TRENDS
Salary Survey Data Trends: 2012-2013

Executive Pay Salary Survey Data Trends

From October 2012 to March 2013, organizations throughout the
U.S. and Canada submitted compensation data for use in ERI’s traditional industry-specific and job function salary surveys (reports
released in August). Revisiting data trends from a year ago, last
year’s analysis showed that wage rates for 65% of the benchmark
jobs increased from 2011 to 2012. Across the entire sample, the
average change in salary was 3.6%. Moving forward, this analysis similarly compares salaries between 2012 and 2013 submissions to ERI Salary Surveys for both nonprofit and for-profit reports. For each year, total averages were calculated by job title and
included all available data (i.e., industry and area breakouts were
ignored) to maximize sample size, similar to a national report.

ERI Salary Surveys Participant Data (All Industry - All Area)
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$287,763
$311,407
$308,310
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$264,015
$209,000
$209,324

Executive Vice President

0%

$203,001
$231,732
$183,464

The preliminary data set included 993 job titles common to reports from both years. The 2012 data included 601 unique organizations, while the 2013 data included 578 unique organizations.
Titles with fewer than 10 observations in either year were dropped
from the analysis, resulting in 171 titles for comparison. In an effort to show meaningful patterns, the job titles were grouped into
job families. Subsequent posts on www.erieri.com/blog examine
administrative and computer occupations.

Chief Marketing

-21%

$150,170
$175,276
$185,793

6%

$135,496
$151,763

2%

$154,117
$178,700

Wage rates for 53% of the benchmark jobs increased from 2012 to
2013. Across the entire sample, the average change in salary was
1%. Both of these findings represent slower growth than reported
in 2012 and are a bit lower than expected given recent economic
indicators of a recovering economy. One possible explanation is
that, after a few years of low wage growth, organizations were
playing catch up in 2012. This is potentially supported by 2012
having more variability in wage growth than was seen in 2013.

$196,231
$202,605

3%

$133,756
$146,171

-1%

$144,689
$217,390
$197,453
$179,754

Similar to last year’s report, we compared eight executive titles.
As seen in the chart at right, organizations reported slightly higher
salaries in 2013 for three of the eight executive titles, ranging from
2% to 6%. Executive VP and Top Legal Officer saw substantial decreases in 2013, and Chief Operating Officer remained unchanged.

-9%

ERI Salary Surveys Data as of March 31 of the given survey year.
Copyright © 2013 ERI Economic Research Institute, Inc.

Salary Increase Forecasts

Sample sizes for six positions increased in 2013, and one stayed
the same. Only Executive VP saw a decrease in sample, which
could contribute to the considerable drop in salary for this position. Matching individual salary changes across years is beyond
the scope of the current analysis. Furthermore, while it may be
possible to match organization submissions from year to year, it is
not possible to ensure that the data corresponds to the same incumbent. (Also of note, constraining the analysis to the same organizations is not part of traditional survey methodology, and doing so
would further limit the sample.) Although these results cannot be
used to assess compensation for a specific job in a particular industry with a distinct organization size (as in Assessor Series analyses), such year-to-year comparisons do underscore the importance
of understanding sample sizes and survey methodology (see
www.erieri.com/PDF/Evaluating-Survey-Methodologies.pdf).
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Free to subscribers via the Platform Library, ERI’s Salary Increase Survey & Forecast is reporting an average planned 2.9%
overall salary increase rate for 2014. This represents a slight
increase over last year’s reported rate. The health care industry
continues to be among the highest forecasted industries, along
with information technology and legal services. 2014 is a good
year to review Salary Assessor medians for competitiveness.
New forecasts published by WorldatWork, Mercer, Hay
Group, and others project an average salary increase rate of
approximately 3% across industries and positions in the U.S.
for 2014, with more pay variation among high performers. See
www.shrm.org/hrdisciplines/compensation/Articles/Pages/
Salary-Budgets-2014.aspx for further information on 2014 salary budget projections for the U.S. and worldwide.
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EXECUTIVE COMPENSATION INDEX
Executive Compensation and Company Revenue Growth Weakens

Total compensation for the highest paid named executive officer in companies in ERI’s Executive Index increased 7.0% from this time
last year. Over the same 12-month period, revenue of the companies in the Index rose 4.3%. This is the second straight quarter that the
year-over-year gains have slowed, down from a peak in February 2013.
ERI tracks executive compensation in a sample of publicly traded companies across an array of industries specifically selected to identify
current trends. The companies that report vary each quarter; however, since there are some companies reporting each quarter, year-over-year
results for all companies show a moving average throughout the year. Highlights from the August 2012 to August 2013 analyses follow:
•
•
•
•
•
•

Total Compensation for the highest paid executive increased 7.0% to $20.4 million per year.
Base Salaries declined 2.4%.
Bonuses and Non-Equity Incentives decreased 2.6%.
Stock Awards rose 13.2%.
Options Awards increased 8.8%.
Company Revenues grew 4.3%.

Executive compensation typically consists of several components: a fixed base salary, variable cash (discretionary or based on meeting
performance objectives), and variable equity payment in stock (either stock awards or options awards) based on stock prices. Pension,
benefits, executive perquisites, and other compensation components are added to the compensation package for these top executives.
Compensation Components
Base Salary
Bonus & Non-Equity Incentives
Stock Awards
Stock Options
Pension
All Other Compensation
Total Compensation
Company Revenues (Millions)

August 2012
$1,302,017
$3,667,240
$7,346,874
$4,101,771
$1,979,684
$639,530
$19,037,116
$67,584

August 2013
$1,271,192
$3,571,688
$8,318,066
$4,461,945
$2,267,475
$480,445
$20,370,811
$70,511

% Change
-2.4%
-2.6%
13.2%
8.8%
14.5%
-24.9%
7.0%
4.3%

Notable this quarter, base salary and incentives showed declines
in year-over-year change, while stock awards and options grew.
These shifts can possibly be attributed to incumbent changes
or rebalancing the compensation design from a short-term
focus (i.e., cash compensation) to a long-term focus with more
equity compensation. Overall, stock awards continue to grow
as the largest single component of the compensation package.
Interestingly, stock awards not only are comprised of equity
instruments with a lower risk profile, but they have been a larger
component of equity compensation than options awards for
several quarters now, suggesting that less risk taking is expected
(perhaps by both the organizations and executives). As for cash
compensation elements specifically, the decline may be linked to
a shift to a long-term focus, as well as the IRC 162 (m) $1M cap
on the executive compensation tax deduction for non-performance
based compensation (i.e., base salary and discretionary bonuses).

Change in Revenue and Change in Total Compensation (%)
(November 2007 - August 2013)

Looking at the year-over-year change of this quarter versus the last several quarters, we see some trends in the movement of the index.
The increase in total compensation and company revenue has grown year-over-year, but that growth has been getting weaker over the
last two quarters when compared to the first quarter this year (see the graph above). The weakening of growth in total compensation was
more pronounced than that of company revenue, so it will be interesting to see if these trends continue and the rate of growth in total
compensation drops below that of company revenue – an event that has preceded losses in both categories in the past.
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COST OF LIVING
Impact of Taxes on COL Differentials

Salary Versus Purchasing Power

HR and relocation professionals should be aware of the impact
that state and local taxes can have on cost-of-living (COL)
differentials. A move from a state with no state income tax
(Alaska, Florida, Nevada, South Dakota, Texas, Washington,
and Wyoming) to a state with one of the highest rates (California,
Hawaii, New Jersey, New York, and Oregon), can significantly affect cost-of-living differentials. Further, intra-state
moves in states with local tax obligations (Alabama, Colorado,
Indiana, Kentucky, Maryland, Missouri, New York, Ohio, and
Pennsylvania) can result in differences between various locations within the state. Although any one individual’s tax liability
is unknown, it is important to include a reasonable estimated tax
differential while discussing cost-of-living details in relocations.

Attracting and retaining top talent are key objectives for many
HR, compensation, and relocation professionals. Analyzing the
relationship between cost of living (COL) and salary for a specific location is a technique that can be used in certain situations
to enhance presentations to management, educate relocating employees, and attract new hires. Nominal income (actual salary
amount) and real income (purchasing power of the salary) may
sound like terms only relevant to economists; however, they are
informative and powerful concepts in workforce management,
especially when home prices differ. Nominal income refers to
a salary unadjusted for cost of living, while real income is expressed in terms of the goods and services it can purchase.
Cost of living is a spatial index where the base is a location (U.S.
national average) rather than a time period (as used in the Consumer Price Index). Usually, COL data are collected for a standardized market basket of typically consumed goods and services by location. Local home price and apartment rental data are
also surveyed since housing is generally the largest component
of expenditure patterns. An estimated federal, state, and local
tax liability is also important to include since taxes are a required
expenditure, and state and local taxes vary among locations.

State and Local Taxes

Given the variety of free or inexpensive cost-of-living resources
available to individuals considering job offers, it may be beneficial as the employer to explain your organization’s offer in
terms of actual salary amount versus the purchasing power of
the salary using trusted data, such as that provided in ERI’s
Relocation Assessor. Although you may not have the luxury
of knowing the specifics of other offers, having the ability to
explain the purchasing power of the salary using COL differentials may enhance the attractiveness of your offer package.
The first step in comparing salary offers in terms of purchasing power is to analyze each salary in relationship to the U.S.
national average. This is similar to the process of finding a common denominator when comparing two fractions. The resulting
differential is used to adjust the salaries for direct comparison.
(It is important to note that COL differentials between locations
tend to decrease as the earnings level increases.)

HR and relocation professionals are responsible for providing accurate data for management-level decisions and individual relocations. It is prudent to be aware of tax differentials and to use costof-living data that include these figures, as in ERI’s Relocation
Assessor. Ignoring tax differentials can increase business costs
due to declined relocation offers and failed relocation placements.

The following equation may be used to figure the purchasing
power of a salary:

While this kind of analysis may not be suitable for employers to
use in every situation, having the resources to understand, calculate, and communicate the purchasing power of a salary in a
specific location, when needed, gives professionals another tool
to apply in securing top talent. For more details, see www.erieri.
com/Blog/post/2013/08/07/Analyzing-the-Purchasing-Powerof-Salaries-Using-Cost-of-Living-Differentials.
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NONPROFIT COMPENSATION
IRS Report on Colleges and Universities

2012 Pay Increases at Foundations Slow

In a recent study of colleges and universities (see www.irs.
gov/pub/irs-tege/CUCP_FinalRpt_042513.pdf), the IRS states
that it has “identified some significant issues...that may well
be present elsewhere across the tax-exempt sector,” including unrelated-business ventures and “the importance of using
appropriate comparability data when setting compensation.”
The IRS sent out questionnaires to 400 randomly selected taxexempt colleges and universities and then selected 34 of them for
more detailed examination because their questionnaire responses
and Form 990 reporting indicated potential noncompliance in the
areas of unrelated business income and executive compensation.
A lot of problems were uncovered in those examinations.

Each year, the Council on Foundations completes a survey of
compensation in grant-making organizations. The most recent
report on 2012 salaries includes responses from 893 organizations for over 7,600 full-time employees in 34 different positions
(refer to www.cof.org/programsandservices/research/index.cfm).
The data show that pay increases for foundation employees grew
at a slower rate last year than in 2011 and 2010. The median salary for all full-time foundation employees grew 2.1% in 2012,
just keeping up with the rate of inflation. The rates of increase
for the two previous years were each 3%. Other findings included the following:

• The 2012 median salary for all full-time workers at the
grant-making organizations surveyed was $72,000.

Unrelated Business Income – or Losses?

• Chief executives at foundations made a median of $145,000
last year and about 30% received bonuses in 2011.

Making the news, the IRS found over 180 errors in reporting revenue or losses on business income from activities unrelated to the
academic mission of the 34 colleges, most often because of recreation or fitness centers, sports camps, facility rentals, and golf
courses. The IRS disallowed losses on 75% of returns examined,
more than $170 million in losses, which could amount to over
$60 million in assessed taxes. Many organizations incorrectly reported losses on unrelated business income from activities that
were never meant to turn a profit. If losses from an activity are
reported for many years, this indicates a lack of profit motive, and
unrelated business losses cannot be used to avoid paying taxes.

• Program officers were paid a median of $80,936.
• The larger the organization, the more likely it was led by a
male CEO – women headed 82% of foundations with assets
under $5 million but only 25% of foundations with assets of
more than $750 million.

While the “2012 Grantmakers Salary and Benefits Report” may
be useful to understand trends in compensation for different types
of foundations, more information is necessary to document what
pay should be for a specific organization, according to IRS regulations. Boards setting compensation for their top level executives must collect data on what is being paid for similar jobs in
similar circumstances at similar enterprises. The more detailed
data needed are available in ERI’s Nonprofit Comparables Assessor, which allows the user to easily calculate average competitive compensation levels, selecting the relevant organizations
by type (foundations in this instance), geographic area, and size
(asset level for foundations) so that truly similar organizations
are included in the analysis. Access to the source documents for
the data is only a click away, so verification is simple.

Failure to Use Comparable Compensation Data
Among the private colleges that were audited, nearly 20% failed
to follow tax rules requiring them to compare the compensation
of their top employees to that of similar officials at appropriate peer institutions. Most colleges attempted to conduct such
comparisons, the report says, but they relied on figures from the
wrong kind of institution or did not consider whether the salary
comparison included other kinds of compensation.
Implications of the Report for All Nonprofits
While the IRS is careful to say that these results are from a group
of organizations in which noncompliance was expected to be
found, the findings also indicate areas of particular concern not
only for all colleges and universities but also for other nonprofits. All should be careful to follow these steps:

• Accurately allocate organization expenses to unrelated business income, especially if there are recurring losses.

• Use appropriate comparability data when setting executive

•

compensation. ERI’s Nonprofit Comparables Assessor™
provides easy-to-use, affordable data accepted – and in fact
used – by the IRS (they hold multiple licenses).
Report compensation accurately on employment tax returns
and Form 990 – the IRS checks that these sources match.
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ERI PUBLICATIONS & UPCOMING EVENTS
ERI White Papers

Public Webinars

Analyzing and Using Salary Survey Data
External competitiveness is a prime objective for most organizations, but the approach taken to measure competitiveness may
differ from one organization to another. In fact, competitive
objectives may change within the same organization over time,
especially when financial performance fluctuates. The goal of
“market pricing” is to collect and analyze data that will meet the
organizational objective of identifying external competitiveness.
Market pricing is not an exact science, but a sound and practical
approach using summary statistics from published surveys that
can add validity to the process.

ERI researchers recently released the following article:
Equity Valuation Terminology in Executive Compensation
With various accounting standards and ongoing regulatory
changes, several terms have become prevalent for explaining the
value of the equity component within executive compensation.
The most common terms are fair market value, fair value,
and intrinsic value. More recently, the terms realized pay and
realizable pay have been introduced to explain the actual or
highly probable compensation income that an executive derives
from equity components as part of his or her total compensation
over a specific performance measurement period. In this white
paper, we establish a framework for these equity valuation
terms within appropriate contexts relative to publicly traded
corporations’ executive compensation plans, where valuations are
more readily ascertainable. We will assume “vanilla” equity plans
(i.e., those with time-based vesting). Tax implications of equity
compensation programs (although significant) are not within the
scope of this paper. Read the full article at www.erieri.com/PDF/
EquityValuationTerms.pdf.

This webinar will examine practical guidelines that may be used
for identifying, selecting, analyzing, and using market data to
complete essential tasks in determining external competitiveness
and establishing a competitive market-based pay program. We
will also discuss the importance of communicating the compensation program effectively, as well as practical tips to assist you
in “getting the message” to your employees so that they may
understand and, ultimately, buy into the program.
October 22, 2013 – 9:00 AM - 10:30 AM (PDT)
December 3, 2013 – 9:00 AM - 10:30 AM (PST)

Upcoming ERI Webinars

ERI’s compensation experts host free subscriber webinars
explaining features of the Assessor Series products as well as
public webinars offering HR recertification credit. For more
information, see www.erieri.com/ConferenceCalls (subscriber
webinars) or www.erieri.com/Webinars (public webinars):

Designing Base Pay Structures
Base pay structures are administrative tools that are designed to
assist in the administration of compensation programs. Ideally,
the pay structure will provide compensation levels that remain
internally equitable, externally competitive, and cost effective.
Pay structures typically group jobs of equal internal value or
worth into grades.

Subscriber Webinars

Salary Assessor Training - Online Editions
October 8, 2013 – 8:00 AM - 9:00 AM (PDT)

This webinar provides information and tips that may be used to
effectively design a pay structure with competitive grades. Various
approaches that may be used in assigning jobs to grades within
the structure will also be discussed.

Salary Assessor Training - Installed Editions
October 10, 2013 – 8:00 AM - 9:00 AM (PDT)
Executive Compensation Assessor Training - Online Editions
October 22, 2013 – 8:00 AM - 9:00 AM (PDT)

November 12, 2013 – 9:00 AM - 10:30 AM (PST)
January 21, 2014 – 9:00 AM - 10:30 AM (PST)

Executive Compensation Assessor Training - Installed Editions
October 24, 2013 – 8:00 AM - 9:00 AM (PDT)
November 21, 2013 – 9:00 AM - 10:00 AM (PST)

Online HR Courses

ERI provides 53 free distance learning courses designed to
assist in training those new to compensation and benefits. The
Distance Learning Center (DLC) offers recertification credits
for maintaining a PHR, GPHR, or SPHR certification from the
Society for Human Resource Management (SHRM); a CBP,
CCP, or GRP certification from the WorldatWork Society of
Certified Professionals; or a CPA license through accounting
courses approved by the National Association of State Boards of
Accountancy (NASBA). All courses are free – for credit, there
is a one-time $49 exam fee per course. See http://dlc.erieri.com.

Geographic Assessor Training - Installed Editions
October 3, 2013 – 9:00 AM - 10:00 AM (PDT)
November 7, 2013 – 9:00 AM - 10:00 AM (PST)
December 5, 2013 – 9:00 AM - 10:00 AM (PST)
Geographic Assessor Training - Online Editions
November 12, 2013 – 9:00 AM - 10:00 AM (PST)
Relocation Assessor Training - Installed Editions
November 21, 2013 – 8:00 AM - 9:00 AM (PST)
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