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Classification and Compensation Manual for 
Internationally Recruited Staff 

1. Purpose and Objectives 

The purpose of CIMMYT's Classification and Compensation System for Internationally 
Recruited Staff is to ensure equitable treatment and foster the long-term development of 
CIMMYT's scientific and managerial staff. The System establishes criteria and clearly
defined procedures for the initial classification and subsequent promotions of the Center's 
internationally recruited staff (IRS), and links salaries explicitly to grade classifications and 
annual performance appraisals. 

2. Guiding Principles 

2.1. Performance-based system 

Compensation and long-term career development at CIMMYT are based on staff members' 
performance, both as individuals and as members of various teams. Given the nature of 
CIMMYT' s mandate and work, performance is expressed in many forms, ranging from 
advances in pure science to collaboration in institutional development. CIMMYT staff are 
expected to demonstrate performance in more than one narrowly defined area. Rewards and 
promotions are not based on seniority, although experience is assumed to contribute to 
performance. 

For performance to be used as a basis for compensation and promotion, it must be 
periodically appraised in an honest and objective manner. Annual as well as longer-term 
performance appraisals form an integral part of the Center's performance management 
system and require the conscientious participation of all staff. 

2.2. Separate career ladders for research and management 

CIMMYT believes that research staff should be able to develop in ways that do not 
necessarily require those staff to assume managerial positions to advance their careers, and 
has therefore established two separate but parallel career tracks: one for research and one for 
management and research support staff. Grade levels exist on the research track which are 
equivalent in salary and position to those of Program and Institutional Directors, although 
classification and promotion criteria and procedures differ. Qualified staff may move 
between the two tracks, depending on their assigned responsibilities. 



2.3. Objective criteria for classification and promotion 

2.3.1. Impact evaluation for research staff 

Grade classification for CIMMYT's research staff is based on a staff member's personal and 
professional impact, rather than on his or her specific job assignment. In this regard, the system 
more closely resembles that of a university faculty (full professor, associate professor, etc.) 
than an industrial job-classification system. Descriptors for each research grade are 
expressed in terms of professional development and achievement. Staff appraisals for 
purposes of initial classification or subsequent rromotions are based on the staff member's 
impact in those areas considered to be most relevant to the Center's mandate, with minimal 
performance or impact levels defined for each grade. 

2.3.2. Job description for management/research support staff 

Grade classification for CIMMYT's management and research support staff1 is based 
primarily on job descriptions. Here the classification system is markedly different from that 
used for research staff. Grade descriptors establish levels of responsibility and scope, as well 
as other prerequisites for job classification. In several cases, a particular job may be classified 
into one of two different grades, allowing for professional growth and the evolution of 
responsibilities based on the staff member's experience and expertise. 

3. Internationally Recruited Staff Grades 

3.1. Research 

3.1.1. Grade 1: Post-doctoral Fellow 

For recent university graduates or scientists with equivalent experience, this position is 
fixed-term for a maximum of three-years. Post-doctoral Fellows will be promoted to 
Associate Scientist or, if they meet the criteria for promotion to Scientist, may be promoted 
directly to that grade. 

3.1.2. Grade 2: Associate Scientist 

The position of Associate Scientist is a fixed-term position which may, depending on 
qualifications and the availability of funding, lead to a promotion to Scientist and a position 
on the career development ladder. The position of Associate Scientist may be an intermediate 
step for a Post-doctoral Fellow prior to promotion to Scientist, or it may be considered as an 
entry-level position for scientists with the equivalent of more than one year of post-degree 
research experience. There is no minimum period that an Associate must work before being 
considered for promotion. However, an Associate should not spend more than three years in 
this position or five years combined between this grade and that of Post-doctoral Fellow. 

1 Research support positions include non-management positions in Corporate Communications. 
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Post-doctoral Fellows may be promoted to this grade at the end of their contract if, in the 
opinion of their supervisors, there is a reasonable expectation that the candidate will meet 
the criteria for promotion to Associate Scientist within the time period allowed. The 
promotion should be endorsed by the Director General. 

3.1.3. Grade 3: Scientist 

The position of Scientist is a fixed-term position that may be given for a renewable fixed term 
of not less than twelve (12) calendar months and not more than sixty (60) calendar months, 
depending on qualifications and the availability of funding. This grade is intended for 
scientists who have been selected for long-term research activities at CIMMYT. These 
researchers currently make significant contributions to the Center's research agenda but are 
still in the early stages of career development. This grade should be seen as an intermediate 
step in a researcher's career, leading to a promotion to Senior Scientist after a minimum of 
five years in this position at CIMMYT or equivalent experience elsewhere. The maximum 
period a scientist is expected to occupy this position before achieving promotion is normally 
seven years. If at the end of seven years the scientist has not met the criteria for promotion to 
Senior Scientist, then he or she may be released. 

Grade 3 Scientists routinely participate in and occasionally lead important projects where 
their impact is significant and of critical importance to the overall effort. Promotion (or 
appointment) to the grade of Scientist will be based on impact factors as well as a long-term 
assessment of CIMMYT's research staffing needs. 

3.1.4. Grade 4: Senior Scientist 

Researchers in this position should feel that they have reached a career level where they 
actively contribute to the scientific activities of CIMMYT over the long term. Senior Scientists 
routinely lead major projects and assume responsibility for significant portions of the 
Center's research agenda. It is not necessarily expected that all Senior Scientists should 
advance from this position to a higher grade. Promotion to this grade will be based on 
impact factors and normally requires a minimum of five years at the grade of Scientist. 

3.1.5. Grade 5: Principal Scientist 

Principal Scientists are recognized both inside and outside CIMMYT as worldwide leaders in 
a field of central importance to CIMMYT's mandate. These researchers play a central role at 
CIMMYT in shaping the research agenda, not only for their own program but for the Center 
as a whole. Promotion to this grade will be based exclusively on impact factors, but a 
minimum of five years is required at the lower grade. 

3.1.6. Grade 6: Distinguished Scientist 

This grade is given to CIMMYT' s most distinguished scientists for their leadership of highly 
visible, breakthrough or cutting-edge projects of major international importance and 
recognition. Distinguished Scientists have made major contributions to transform an entire 
field of knowledge through their scientific discoveries or technical innovations. They have 
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reached the top of their field and continue to serve as role models for the next generation of 
scientists. Advancement to this grade will be based exclusively on nomination by the 
Director General, based on the impact of research carried out by the scientist. 

3.2. Management and research support 

The six management and research support staff grades are described in terms of the scope, 
attributes, and prerequisites for job classification (see table next page) 

3.3. Adjunct Scientists 

Members of the research community who are at CIMMYT under a fixed:..term project or 
agreement and who do not form part of the Center's longer-term research staff are Adjunct 
Scientists and may be classified into the appropriate grade level depending on their prior 
experience and impact (e.g., "Adjunct Senior Scientist"). Adjunct Scientists include those 
scientists who are paid by another agency; institution or visiting scientists who come with 
their own funds; or someone who comes to CIMMYT on sabbatical. While efforts will be 
made to ensure that salaries and benefits for Adjunct Scientists are equivalent to those of 
their counterparts who have fixed-term appointments, this may not always be possible due 
to funding restrictions. 

Management and Research Support Classification Factors 

Level of decision-
Gradel making and scope Supervisory Functional and operational Uniqueness of 
factor Education or authority responsibility responsibility expertise 

Grade 6: Ph.D. or equivalent Institutional Institutional covering Representing CIMMYT in the Highly unique mix of 
Institutional in relevant area strategy and a very substantial broadest sense; identifying and skills and knowledge; 
and Senior and/or minimum 15 policy, as number of scientific pursuing funding opportunities; requires specifically 
Program years of experience delegated by the and administrative internal resource allocation in line targeted search 
Directors DG staff with institutional strategy 

Grade 5: PhD or equivalent Strategic program Major program External representation; identifying Highly unique in 
Program/Unit in relevant area goals and elements and pursuing funding opportunities; knowledge/ 
Directors, and/or minimum 10 objectives, annual responsible for internal resource allocation in line expertise 

years of experience and long-term multiple departments with program/department strategy 
work plan or 25+ employees and objectives 

Grade 4: Master's degree or Department/ Departmental or Manages a major service area of Unique at CIMMYT 
Senior equivalent in Unit policy, major multiple department significant internal and external and/or Mexico; 

Manager/ relevant area decisions, goals, responsible for 15+ impact knowledge/expertise 

Officer/ 
and/or minimum 10 and objectives employees; may not frequently sought by 
years of experience be applicable to internal and external 

Specialist Officer/Specialist users 

Grade 3: Bachelor's or Unit/area policy, Departmental with Manages a service area of internal Unique at CIMMYT 
Manager/ Master's degree or major decisions, minimum 2-5 or external impact and/or Mexico; 

Officer II/ equivalent in goals, and functional direct knowledge/expertise 

Specialist II 
relevant area and/or objectives reports; may not be occasionally 
minimum 5 years of applicable to consulted internally 
experience Officer/Specialist and externally 

Grade 2: Bachelor's degree Work plan and Limited to functional Manages a service area of internal Specialized 
Officer I/ or equivalent activities area or external impact knowledge/ 
Specialist I expertise 

Grade 1: Bachelor's degree Work plan and Limited to job Limited to specific area Specialized skills 
Administra- or equivalent activities functions 

tive Assistant 
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4. Grade Classification 

4.1. Research 

4.1.1. Initial classification for newly hired staff 

Grade classifications for management and research positions are based primarily on job 
descriptions. The initial classification of newly-hired management or research staff will be 
based on the job for which the person has been hired and will be made by the Human 
Resources Manager, in collaboration with the appropriate supervisor or program/unit 
director. The job advertisement specifies the grade of the position. 

Terms of employment included in offers made to candidates will be based on the initial 
grade classification, as ratified or modified by the Director General. 

4.1.2 Impact factor assessment 

4.1.2.1. Purpose 
Impact factor assessment is done to help ensure that classification decisions are based on an 
objective, consistent, and transparent appraisal of a staff member's performance in the 
various areas of importance to the Center, while recognizing that each staff member 
contributes to the Center's work in a unique way and that no single set of measurement 
criteria will be appropriate to all. The impact factor assessment process uses established 
criteria, definitions, and assessment procedures in an effort to avoid highly personal or 
subjective ("gut feeling," "intuitive") assessments, which in any case may not be made in a 
consistent manner across programs. 

Performance becomes the basis for grade classification through an assessment of each staff 
member's impact in four areas of importance to CIMMYT: impact in product development, 
impact at the national agricultural research system (NARS) level, impact in science, and 
impact on organizations. 2 Each of these impact factors is described in terms of three sub
factors that collectively describe CIMMYT's work. During the impact factor assessment 
process, a staff member's performance is evaluated through an assessment of his or her level 
of impact on each factor and sub-factor, using commonly agreed upon definitions for the 
assessment scale and factor weightings to reflect the staff member's areas of concentration. 

Annexes A1, A2, and A3 to this manual contain instructions for completing an impact factor 
evaluation worksheet, definitions of the impact factors and sub-factors, descriptors of the 
evaluation scale for each factor, and an impact factor evaluation worksheet. 

2 The four impact factors, as well as their respective sub-factors, were identified by a CIMMYT task force 
composed of international research staff. 

5 



4.1.2.2. Impact factors and sub-factors 
The impact factors, sub-factors, and individual components used to assess performance are 
presented in the table. The indicators of impact listed in the table are not a definitive or 
exhaustive list; other indicators may be considered, as appropriate. 

Impact Factors and Sub-factors 

Impact in product Impact at the NARS Impact in science Impact on organizations 
development level 

Germ plasm Liaison work Teamwork CIMMYT 
• Lines found useful: • National program level. • lntraprogram. • Program/projecU 

released as • Donors (regional/ • lnterprogram. discipline management. 
cultivars, used as local). • With outside institutions. • lntraprogram 
parents, as research • Non-governmental supporUteamwork. 
tools. organizations. Publications • lnterprogram 

• Outreach office • Refereed journals. supporUteamwork. 
Agronomic 1:1ractices management. •Books. • Committee participation 
•Tillage. • Book chapters. (e.g., International Staff 
•Soil conservation. Collaboration • Non-reviewed articles. Committee), search 
• Pest management. • Technical support. •Databases, CDs, etc. committees. 
• Input efficiency. • Publications • Training materials. • Donor relations. 

coauthored with NARS •Websites. • Fundraising. 
Methodologies scientists. • Policy briefs. • Service functions (e.g., 
• Disease/pesU • Participation in • Conceptual 'think pieces.' assistance to Directors, 

stress screening workshops. visitors). 
techniques. Leadershi!;! in field • Public relations. 

• Breeding schemes. Training •Grants. 
• Survey methods. • Visiting scientists, mid- • Manages workshops/ CGIAR-wide 
• Data analysis. career training, thesis. conferences. • Inter-Center projects. 
• Biotechnology •Courses. • Participates in international • CGIAR System-wide 

analysis/ conferences as an invited projects, working groups. 
methods/tools. Policy speaker. 

Contribution to policy • Invited for consultancies, • Challenge Programs. 
debates. international committees. • Fundraising. 

• Number of post-docs, students, • Donor relations. 

visiting scientists. 
International •Awards. 

• Referees articles for journals. • Officer in societies, journal 

• Editorships. editorship. 

4.1.2.3. Point scoring system 

4.1.2.3.1. Weights -- To recognize the diversity of work at CIMMYT, the impact factor 
assessment system requires that each staff member's impact factors and sub-factors be 
weighted to reflect his or her particular areas of concentration. Weights assigned to each 
factor are, however, limited to encourage staff to engage in a diversity of activities and avoid 
an overspecialization in a single area. Weights are assigned to the four impact factors to total 
100%, with no single factor receiving a weight greater than 60%, and the "Impact on 
Organizations" factor receiving a minimum of 10%. Weights assigned to each factor are then 
divided among the sub-factors, with no limits on sub-factor weighting. 
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To insure objectivity in the evaluation process, weights should be assigned to the factors and 
sub-factors by mutual agreement between the staff member who is being evaluated and his 
or her supervisor, before assigning impact scores. Weights should be assigned to reflect an 
individual's job definition and the Center's expectations in terms of time allocation, and not 
to reflect the staff member's individual areas of interest and/or expertise. 

4.1.2.3.2. Evaluation scale -- A scale of 0 to 7 is used to evaluate a staff member's impact on 
each of the sub-factors that have been weighted. Criteria for selected points on the scale for 
each factor are included in Annex A2. In general: 

Point on scale Descriptor 

0 Indicates no constructive participation in the activity. 

1 Indicates participation in an activity in a subordinate or non-critical role. 

2 Indicates staff member's performance is greater than indicated for level 1 but less than for level 3. 

3 Indicates staff member's performance is greater than indicated level for 2 but less than for level 4. 

4 Indicates substantial participation with significant and critical impact. 

5 Indicates staff member's performance is greater than indicated for level 4 but less than for level 6. 

6 Indicates staff member's performance is greater than indicated for level 5 but less than for level 7. 

7 Indicates leadership of internationally recognized, highly visible projects involving cutting-edge or 
(highest possible breakthrough results; it is expected that level 7 impact will be explicitly recognized and rewarded 

score) outside of CIMMYT in prestigious international forums. 

4.1.2.3.3. Indicative ranges -- Indicative ranges for the total weighted point score have been 
established for each research grade (see table}. 3 These ranges are not to be taken as absolute and 
are useful only as a guide in making final recommendations regarding classification or 
promotion decisions. 

Research grade Indicative factor impact score 

1: Post-doctoral Fellow 200- 350 

2: Associate Scientist 325- 475 

3: Scientist 400- 550 

4: Senior Scientist 475- 625 

5: Principal Scientist 550- 700 

6: Distinguished Scientist 650- 700 

3 The indicative ranges for each research grade may be revised periodically based on the accumulated experience 
with the system. 
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4.1.3. Promotion review process 

All reclassifications of CIMMYT' s internationally recruited staff must be preceded by an 
impact factor assessment. The results of the assessment will be used to guide the 
reclassification decision. 

4.1.3.1. Frequency 
Generally, CIMMYT's strategy is to reward impact. Accelerated promotions will be 
considered with final approval by the Director General. However the minimum waiting time 
varies by grade level (see table). 

Current grade Minimum waiting time before next review/promotion 

1: Post-doctoral Fellow 2 years 

2: Associate Scientist No minimum 

3: Scientist 5 years4 

4: Senior Scientist 5 years 

5: Principal Scientist 5 years/ Based exclusively on impact factors, but a minimum of 
5 years in the lower grade is required 

If a review does not lead to a promotion, the promotion review panel will advise the staff 
member of the minimum waiting period before another review may be scheduled (usually 
one or two years). 

4.1.3.2. Petition for review 
Classification reviews are initiated via a petition from either the staff member to be reviewed 
or his/her Program/Unit Director. Both parties, however, should agree and the petition 
should be signed by both parties. Petitions for classification reviews should take the form of 
a memorandum directed to the Human Resources Manager outlining in general terms the 
circumstances surrounding the petition (current position, time since last review or 
classification change, and summary of reasons for requesting a reclassification). Copies of the 
petition should be sent to the Program/Unit Director, and the staff member to be reviewed. 

4.1.3.3. Selection of the promotion review panel 
Upon receipt of a review petition, the Human Resources Manager will schedule the review. 
Reviews will normally be scheduled once a year, and an attempt will be made to conduct 
several reviews at the same time, using the same or overlapping promotion review panels. 

The MC members in special session will act as promotion review panels. The promotion 
review sessions of the MC shall be chaired by the usual MC chair or, for these promotion 
review sessions, by the designate. An ad-hoc secretary for the promotion review sessions 
will be appointed by MC. 

4 Time spent in an equivalent position at another institution may be counted toward this 5-year waiting period. 
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The composition of the promotion review panel will include the MC members and depend 
on the grade to which promotion is sought (see table). 

Promotion to: Promotion review panel composition 

2 Associate Scientist, or MC members; one member of the ISC; two IRSS (from HQ and/or 

3 Scientist regional offices); HR representative 

4 Senior Scientist, or MC members; one member of the ISC; two IRSG (from HQ and/or 

5 Principal Scientist regional offices); HR representative 

6 Distinguished Scientist MC members; one member of the ISC; two IRSG (from both HQ and or 
regional offices); HR representative; three distinguished outside 
reviewers (to be selected by the Director General.) 

4.1.3.4. Review preparation 
Once a review has been scheduled and a panel appointed, the staff member to be reviewed 
will assemble a confidential promotion review dossier to include all materials for 
consideration by the promotion review panel. The dossier should include, but not be limited 
to: 

• Section 1: Summary of significant career milestones, listing all important positions, 
education, honors (not more than 2 pages). 

• Section 2: Candidate's self assessment, justifying promotion based on concrete evidence 
of positive impact made on clients or on CIMMYT, caused by relevant activities from the 
candidate after the date of the previous promotion review or first appointment at 
CIMMYT, whichever date is most recent. "Relevant activities" are in this context inter 
alia conducted research, conducted training courses, supervised students, managed 
significant projects, coached CIMMYT employees, active participation in internal 
institutional management and donor relations/resource mobilization/conservation, 
organized workshops, seminars, conferences, all in line with CIMMYT's mission and 
according to the approved strategy (not more than 5 pages). 

• Section 3: Summary of the mission-related publications, papers, articles or other relevant 
documents published after the date of the previous promotion review or first 
appointment at CIMMYT, whichever is most recent, of which the candidate was the 
author or principal contributor (no limit, as the listing needs to be complete). 

• Section 4: Summary of any external (audit) reports or reviews6 of mission-related 
projects managed by the candidate or in which the candidate played a principal role, 

5 At least one of the IRS should come from a program/unit other than that to which the petitioner belongs. 
6 The promotion review process is strictly internal. Candidates should not request external parties to write 

reports or recommendations. 
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published after the date of the previous promotion review or first appointment at 
CIMMYT, whichever date is most recent (not more than 2 pages). 

• Section 5: Any other form of concrete evidence7 of positive impact caused by the 
candidate after the date of the previous promotion review or first appointment at 
CIMMYT, whichever date is most recent (not more than 1 page). 

At this time, the candidate will meet with their respective program/unit directors and agree 
on the weights to be assigned to the various factors and sub-factors on the Impact Factor 
Evaluation Worksheet (please see section 4.1.2.3 for guidelines on weights). 

Once the dossier is assembled, the candidate will forward it and the Impact Factor Evaluation 
Worksheet (where the agreed-upon weights have been written down) to the Human 
Resources Manager, who will circulate them to the promotion review panel along with 
instructions for completing the impact factor assessment. 

The HR Manager will verify completeness of the dossier, add the corresponding impact 
factor evaluation work sheets with the agreed weights, and distribute printed copies of these 
materials to the promotion review panel. 

The promotion review panel will be required to complete the impact factor evaluation 
worksheet for each Scientist under review. 

The Chair of the promotion review panel will set the date for the promotion review 
meeting(s) of the MC and other members. 

4.1.3.5. Promotion review panel meeting and recommendation 
Prior to the formal meeting of the promotion review panel, each member must individually 
evaluate the candidate's impact using the impact factor evaluation sheet and related 
instructions. On the date scheduled for the promotion review panel to meet, panel members 
should discuss their individual findings and arrive at a consensus impact factor evaluation. 
(Panel members are expected to be physically present for the review; exceptions may be 
made in the case of external reviewers or regional staff, who should nevertheless be available 
to the remaining panel members by telephone.) Although the presence of the candidate 
being reviewed is not mandatory, interviews (in person or by phone) may be scheduled if 
requested by one or more members of the panel. 

Once a consensus is reached, the appointed Ad-hoc Secretary will draft a confidential 
summary record of the review discussions and recommendations for each scientist reviewed. 
The promotion review panel is required to approve the confidential summary record and 
sign off on each recommendation. The designated Chair will forward the corresponding 
summary report of the review discussions and recommendations to the Director General for 
final decision. 

7 Ref note# 1 above. 
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Upon completion of the promotion review process the ad-hoc Secretary return all dossiers to 
the HR Manager 

4.1.3.6. Decision and notification 
Upon receipt of the panel's recommendation, the Director General may accept or reject the 
recommendation and may request additional information or documentation before making a 
decision. If the Director General does not formally accept or reject the panel's 
recommendation within 30 days of receipt, the panel's recommendation will be considered 
as accepted. 

Arrangements for public announcements of promotions to Principal Scientist and 
Distinguished Scientist will be made by the Human Resources Manager in collaboration with 
the Director General. 

4.2. Management/research support 

4.2.1. Initial classification for newly hired staff 

Grade classifications for management and research support positions are based primarily on 
job descriptions (qualifications, scope of responsibility, level of decision making, functional 
and operational responsibility and uniqueness of expertise), the initial classification of newly 
hired management or research support staff will be based on the job for which the person 
has been hired and will be made by the Human Resources Manager in collaboration with the 
appropriate program director. The job advertisement specifies the grade of the position. 

Terms of employment included in offers made to candidates will be based on the initial 
grade classification, as ratified or modified by the Director General. 

4.2.2. Promotion review process 

Grade reclassification may automatically accompany a change of position for management 
or research support staff. In the absence of a formal job change that automatically results in a 
reclassification, management and research support staff may petition for reclassification to 
another grade for which they feel they are qualified in their current job. 

4.2.2.1 Frequency 
Generally, CIMMYT's strategy is to reward impact. Accelerated promotions will be 
considered with final approval by the Director General. However the minimum waiting time 
varies by grade level (see table). 
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Current grade Minimum waiting time before next rev'iew/promotion 

1: Administrative Assistant 2 years 

2: Officer I/Specialist I No minimum 

3: Manager/Officer II/Specialist II 5 yearsa 

4: Senior Manager/Officer/Specialist Promotion to the following grade should be made through 
the recruitment process. 

If a review does not lead to a promotion, the promotion review panel will advise the staff 
member of the minimum waiting period before another review may be scheduled (usually 
one or two years). 

4.2.2.2 Petition for review 
The procedure for petitions is similar to that for research staff and requires that a petition be 
initially filed by either the staff member or his/her Program/Unit Director. Both parties, 
however, should agree and the petition should be signed by both parties. Petitions for 
classification reviews should take the form of a memorandum directed to the Human 
Resources Manager outlining in general terms the circumstances surrounding the petition 
(current position, time since last review or classification change, and summary of reasons for 
requesting a reclassification). Copies of the petition should be sent to the Program/Unit 
Director and the staff member to be reviewed. 

4.2.2.3 Selection of the promotion review panel 
The procedure for the selection of the promotion review panel is similar to that for research 
staff: upon receipt of a review petition, the Human Resources Manager will schedule the 
review. Reviews will normally be scheduled once a year, with an attempt to conduct several 
reviews at the same time using the same or overlapping promotion review panels. 

The MC members in special session will act as promotion review panels. The promotion 
review sessions of the MC shall be chaired by the usual MC chair or, for these promotion 
review sessions, by the designate. An ad-hoc secretary for the promotion review sessions 
will be appointed by MC. 

The composition of the promotion review panel will include MC members and depend on 
the grade to which promotion is sought (see table). 

Point on scale Descriptor 

0 Indicates no constructive participation in the activity 

1 Indicates a subordinate or non-critical role 

2 Indicates substantial participation with significant and critical impact 

3 Indicates leadership of internationally-recognized, highly-visible projects involving cutting-edge 

(highest possible or breakthrough results; it is expected that level 7 impact will be explicitly recognized and 

score) rewarded outside of CIMMYT in prestigious international forums 

8 Time spent in an equivalent position at another institution may be counted towards this 5-year 
waiting period 
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4.2.2.4 Review preparation 
After a promotion review panel has been appointed, the candidate seeking reclassification 
will prepare a dossier similar to that described previously for research staff (section 
4.1.3.4.review preparation), including a career history or curriculum vitae, the Management and 
Research Support Staff Self-Classification Worksheet" (see Annex Bl), and any other supporting 
documents judged to be relevant. 

4.2.2.5 Promotion review panel meeting, decision and notification 
The review process itself is similar to that described for research staff, and panel members 
are to arrive at a consensus recommendation to the Director General. Final decision and 
notification processes are similar to those for research staff. 

4.3. Classification appeal procedure 

If, upon notification of the results of a grade classification review, a research or 
management/research support staff member feels that important evidence was not 
considered or that irregularities materially detracted from the objectivity of the review, an 
appeal petition may be filed with the Human Resources Manager. Upon receipt of an appeal 
petition, the Human Resources Manager will appoint an appeal review panel comprising 
senior CIMMYT staff from outside the staff member's program and including a member of 
the ISC. The role of the appeal panel will be to: 

• Determine if, in fact, the review was conducted in an open and objective manner, if all 
appropriate evidence was considered, and if proper review procedures were followed. 

• The appeal panel may either confirm the decision of the promotion review panel or 
recommend to the Director General that a new review panel be formed and that the 
review process be repeated. The appeals panel will not approve a reclassification which has 
been rejected during the normal review process. 

The appeal procedure is not available to staff members petitioning for reclassification into 
grades 5 or 6. 

Staff members who feel that important evidence was not considered or that irregularities 
materially detracted from the objectivity of the review promotion panel also have the right to 
address their concerns to an Appeals Committee, established according to International Staff 
Personnel Policies and Administrative Procedures, policy 10. 2 "Grievance and Appeals 
Procedures. 
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5. Salary Administration 

5.1. Salary bands 

Consistent with the guiding principle of a performance-based system and the need to 
provide equitable treatment to both long-time staff members and recently hired 
professionals, CIMMYT' s compensation policy links staff salaries to both grade 
classifications and annual performance reviews. Broad salary bands have been established 
for each grade level, and annual salary adjustments are made within the boundaries of 
established salary bands. Salary bands have been established based on the general market for 
professional staff with qualifications similar to those of CIMMYT staff, CGIAR System-wide 
practices, and funding availability. 

Salary bands for each grade overlap with those immediately below and above it (see table), 
so individual staff members can be rewarded for outstanding performance even if they are 
not yet qualified for a promotion (grade reclassification). 

While no provision exists for automatically adjusting salary bands to account for market 
conditions, three years adjustments may be authorized by CIMMYT's Board of Trustees. 

The approved salary bands for each classification grade are presented in the table. 

Salary Structure effective January 1, 2007 (US$ Dollars} 

Minimum 1sl Mid 3rd. Maximum 
Grade Point Quartil Point Quartil Point 

1: Post-doctoral Fellow 
Administrative Assistant $23,100 $26,500 $30,000 $33,500 $36,900 

2: Associate Scientist 
Officer I/Specialist I $30,000 $34,500 $39,000 $43,500 $48,000 

3: Scientist 
Manager/Officer II/Specialist II $39,000 $44,900 $50,700 $56,600 $62,400 

4: Senior Scientist 
Senior Manager/Officer/Specialist $50,700 $58,300 $65,900 $73,500 $81,100 

5: Principal Scientist 
Program Director/Associate Proaram Director $67,400 $77,500 $87,700 $97,800 $107,900 

6: Distinguished Scientist 
Institutional and Senior Program Director $89,700 $103,100 $116,600 $130,000 $143,500 

5.2. Merit salary increases 

Salary adjustments are not made based on either longevity or cost-of-living increases. 
Annual salary increases at CIMMYT are guided by the overall merit pool authorized by 
CIMMYT's Board of Trustees and the individual staff member's performance, as graded in 
the annual performance appraisal. 
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Annual salary increases must be made within the established salary band for each staff 
member's grade classification, not to exceed the maximum salary level in the band. Staff 
whose salaries are at a band's maximum level will not receive raises unless either the bands 
themselves are adjusted or the staff member is promoted to a higher grade. 

5.3. Promotion salary increase 

Promotions from one grade to another generally will be accompanied by a salary increase 
separate from the annual merit increase. If the staff member's current salary is below the 
minimum salary in the salary band for his/her new grade classification, his/her salary will be 
raised at least to that new minimum salary level. 9 If the staff member's current salary is 
already equal or higher than this minimum, an appropriate increase may be authorized by 
the Director General in consultation with the HR Manager. 

The basis for the amount of the increase will be the staff member's experience and 
qualifications compared to other staff members. 

Promotion decisions become effective upon notification, with any corresponding salary 
adjustments made effective the following month. 

5.4. Salary surveys 

To ensure that salaries and benefits remain competitive, CIMMYT will periodically conduct 
surveys using data from published salary studies and from selected CGIAR centers and 
comparable research institutions, as well as a review of CIMMYT's overall salary and benefit 
package for IRS. 

Based on this information, the availability of funding, and approval of the Board of Trustees, 
CIMMYT will adjust staff compensation accordingly to remain a competitive employer. 

5.5 Method of Payment 

The Association of International Agricultural Research Centres (AIARC), a non-profit 
association of CGIAR centers based in the United States, is contracted by CIMMYT to pay 
salaries. Salary and other authorized payments are made by AIARC on instruction from 
CIMMYT. Individual staff members can, within the limits of CIMMYT's agreement with 
AIARC, instruct AIARC as to the manner in which such payments are made. 

9 Adjustments made during the transition period may be phased in over time. 
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Annex A1 
Instructions for completing the Impact Factor Evaluation Worksheet 
for CIMMYT International Research Staff 

a) Introduction 

The Impact Factor Evaluation Worksheet has been developed to provide an objective and 
consistent basis for grade classification decisions taken at CIMMYT, both for the purpose of 
initial appointments of new staff and for promotions. 

The Impact Factor Evaluation Worksheet is designed to assess career impact in various areas of 
institutional importance to CIMMYT. It has specifically been designed to be flexible enough 
to accommodate the different job descriptions, kinds of professional impact, and career paths 
that characterize CIMMYT's international research scientists. 

The instrument calls for evaluation of each individual staff member's impact in four broad 
impact areas (or factors), and in three sub areas (or sub-factors) within each factor. To 
accommodate the diversity of CIMMYT's IRS positions and requirements, both factors and 
sub-factors are weighted to reflect their importance for each individual staff member. 

b) Factors and sub-factors 

The factors to be used for the evaluation of each staff member's impact were identified and 
described by an inter-program working group at CIMMYT convened for this purpose. These 
factors (and the sub-factors for each one) are: 

1. Impact in product development 3. Impact in science 

• Germ plasm • Teamwork 

• Agronomic practices • Publications 

• Methodologies • Leadership in field 
2. Impact at the NARS level 4. Impact on organizations 

• Liaison work • CIMMYT 

• Collaboration • CGIAR System-wide 

• Training • International 

Each of these factors and sub-factors is described in detail in Annex A2, "International Staff 
Classification Impact Factors." 

c) Evaluation scale 

Each staff member's impact is evaluated on a 0 to 7 scale (0 is lowest and 7 highest). To attain 
consistent evaluations on a Center-wide basis, detailed descriptions have been developed for 
each factor. (See Annex A2 for level descriptors for each of the four impact evaluation 
factors.) 
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Procedure for Completing the Impact Factor Evaluation Worksheet 

1. Factor weighting 

In preparation for promotion review, each staff member to be reviewed should meet with his 
or her supervisor and agree upon the weights to be assigned to each of the four factors and 
tl~eir respective sub-factors. Factor weighting should reflect an individual's job definition 
and the Center's expectations in terms of time allocation, rather than the staff member's 
areas of interest or expertise. Weights should not exceed 60% for any individual factor and 
should include, as a minimum, 10% assigned to "impact on organizations." Factor weights 
should total 100%. 

After assigning weights to each impact factor, sub-factor weights should be assigned based 
on the staff member's job description, by dividing the total assigned factor weight among 
one, two, or three of the indicated sub-factors for each factor. The total of all sub-factors 
should be 100%. 

2. Promotion review panel impact evaluation 

Once the staff member and her/his respective supervisor have agreed on factor weighting, 
the impact factor evaluation worksheet, with the factor and sub-factor weights written down, 
will be distributed to all members of the promotion review panel, along with the staff 
member's dossier. Based on the promotion review panel members' study of the dossier and 
knowledge of the staff member's work, each panel member must assess the staff member's 
career impact in each of the sub-factors which have been assigned a weight, using a scale of 0 
through 7. Evaluation decisions should be based on the descriptors of the evaluation scale for each 
impact factor (see Annex A2). 

When the panel meets, panel members should discuss their individual assessments and 
arrive at a consensus impact assessment for each of the weighted sub-factors. 

3. Scoring 

After consensus impact scores have been assigned for each weighted sub-factor, a total 
impact evaluation score is calculated by: 

a) multiplying the evaluation score assigned for each sub-factor by the weight assigned for 
that sub-factor and noting the point score in the appropriate space; and 

b) adding up individual point scores and noting the total score in its respective space. 

17 



4. Final recommendations 

Final recommendations to the Director General regarding grade classifications and 
promotions should be based on the point score received, using the Impact Factor Evaluation 
Worksheet and the indicative ranges for total point scores shown in the table below. 

Indicative ranges 

The indicative ranges for the total weighted point score have been established for each 
research grade10• These ranges are not to be taken as absolute, but rather as a guide in 
making final recommendations regarding classification or promotion decisions. 

Indicative Ranges 

Research grade Indicative factor impact score 

6 Distinguished Scientist 650- 700 

5 Principal Scientist 550- 700 

4 Senior Scientist 475- 625 

3 Scientist 400- 550 

2 Associate Scientist 325-475 

Post-doctoral Fellow 200-350 

10 The ranges for each research grade may be revised periodically based on the accumulated experience with 
the system 
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Annex A2 
International Staff Classification Impact Factors 

1. Impact in Product Development 

Germplasm 
Lines found useful: released as cultivars, used as parents, as research tools. 

Agronomic practices 
• Tillage 
• Soil conservation 
• Pest management 
• Input efficiency 

Methodologies 
• Disease/pest/stress screening techniques 
• Breeding schemes 
• Survey methods 
• Data analysis 
• Biotechnology analysis/methods tools 

Descriptors of evaluation scale for impact in product development 

O The staff member has failed to participate constructively in a product development project. 

1 The staff member has participated in a subordinate role in one or more product development projects in 
which his/her impact has been of a non-critical nature. 

2 The staff member's performance is greater than indicated for level 1, but less than level 3. 

3 The staff member's performance is greater than indicated for level 2, but less than level 4. 

4 The staff member routinely participates in product development teams and occasionally may lead a team; 
the staff member's impact is of significant and critical importance to overall efforts; a final product would 
either not have been achieved or would have been of inferior quality without staff member's professional 
expertise. 

Projects are of major importance to CIMMYT's overall research agenda. 

5 The staff member's performance is greater than indicated for level 4, but less than level 6. 

6 The staff member's performance is greater than indicated for level 5, but less than level 7. 

7 The staff member provides leadership for the development of major, highly-visible breakthrough products, or 
provides the critical breakthrough to make the project a success. 
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2. Impact at the NARS Level 

Liaison work 
• National program level 
• Donors (regional/local level) 
• NGOs 
• Outreach office management 

Collaboration 
• Technical support 

• Publications coauthored with NARS 
scientists 

• Participation in workshops 
Training 

• Visiting scientists, mid career 
training, thesis 

• Courses 

Descriptors of evaluation scale for impact at the NARS level 

0 The staff member has yet to collaborate in, or contribute constructively to, projects impacting NARSs. 

1 The staff member collaborates and contributes in subordinate roles and under supervision to projects 
impacting NARSs. 

2 The staff member's performance is greater than indicated for level 1, but less than level 3. 

3 The staff member's performance is greater than indicated for level 2, but less than level 4. 

4 The staff member plays a critical role on NARS-related project teams, providing unique inputs or services 
and may occasionally lead projects in the areas described. 

5 The staff member's performance is greater than indicated for level 4, but less than level 6. 

6 The staff member's performance is greater than indicated for level 5, but less than level 7. 

7 The staff member routinely leads major, highly-visible projects or supplies unique and ground-breaking 
contributions leading directly to international recognition for projects. 

3. Impact in Science 

Teamwork 
• Intraprogram 
• Interprogram 
• With outside institutions 

Publications 
• Refereed journals 
• Books 
• Book chapters 
• Non reviewed articles 
• Databases, CDs, and similar 

products 
• Training materials 
• Websites 
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• Policy briefs 
• Conceptual 'think pieces' 

Leadership in field 
• Grants 
• Manages workshops/conferences 
• Participates in international 

conferences as an invited speaker 
• Invited for consultancies, 

international committees 
• Number of post-docs, students, 

visiting scientists 
• Awards 
• Referees articles for journals 
• Editorships 



Descriptors of evaluation scale for impact in science 

0 The staff member has yet to contribute constructively to team efforts or make any scientific contribution. 

1 The staff member contributes to team efforts through supporting roles under supervision. 

2 The staff member's performance is greater than indicated for level 1, but less than level 3. 

3 The staff member's performance is greater than indicated for level 2, but less than level 4. 

4 The staff member routinely participates as a major contributor or occasionally as team leader or single 
author, in important scientific papers. The staff member's contributions are critical to the quality and final 
scientific impact of the work. 

5 The staff member's performance is greater than indicated for level 4, but less than level 6. 

6 The staff member's performance is greater than indicated for level 5, but less than level 7. 

7 The staff member provides intellectual leadership or sole authorship for breakthrough scientific projects or 
cutting-edge breakthroughs recognized as such internationally. 

Publications 

A. Articles in international refereed journals B. Book chapters/ proceedings 
J I "th . t f t ourna w1 1moac ac or 

Score Numerical range Score Range (average per year) 
(averaQe per year under perusal) 

7 > 2.0 7 >3 
6 1.5-2.0 6 2-3 
5 1.0-1.5 5 1.5-2.0 
4 0.75-1.0 4 1.0- 1.5 
3 0.50-0.75 3 0.50-1.0 
2 0.25- 0.50 2 0.25-0.5 
1 < 0.25 1 < 0.25 
0 0 0 0 

C. Weights 

Category A(o/o)+ B (%) 

Distinguished Scientist 75 25 
Principal Scientist 75 25 
Senior Scientist 50 50 

Scientist 50 50 
Associate Scientist 25 75 
Postdoctoral Fellow 25 75 

D. Expected outputs (score) 

Category Score 
Distinguished Scientist 7 

Principal Scientist 6 
Senior Scientist 5-6 

Scientist 5 
Associate Scientist 4-5 
Postdoctoral Fellow 4 
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E. Minimum weight of publication 

Category %weight 

Postdoctoral Fellow-Associate Scientist 10% 
Scientist-Senior Scientist 15% 
Principal Scientist 20% 
Distinguished Scientist 25% 

4. Impact on Organizations 

CIMMYT 
• Program/project/discipline 

management 
• Intra-program support/ teamwork 
• Inter-program support/ teamwork 
• Committee participation (e.g., ISC, 

search committees) 
• Donor relations 
• Fundraising 
• Service functions (e.g., assistance to 

Directors, visitors) 
• Public relations 

Descriptors of evaluation scale for impact on organizations 

Item rational 

Career, start-up, building publications record 
Enough data for research area(s) under review 
Expert view/source of knowledge 
Leading knowledge-sharing authority, 
internationally recognized knowledge in 
research area 

CGIAR System-wide 
• Inter-center projects 
• System-wide projects, working 

groups 

Challenge Programs 
• Fundraising 
• Donor relations 

International 
• Officer in societies; journal 

editorship 

0 The staff member has yet to meet minimum requirements, in terms of quality and effort, for contribution to 
teams, committees, etc. 

1 The staff member's contribution to teams, committees, etc., meets minimum requirements in terms of 
quality and effort; roles are subordinate. 

2 The staff member's performance is greater than indicated for level 1, but less than level 3. 
3 The staff member's performance is greater than indicated for level 2, but less than level 4. 
4 The staff member routinely plays important and critical role in teams, committees, etc., by providing useful 

inputs based on unique professional expertise. Level of effort and quality of teamwork are deciding factors 
to success of projects. 

5 The staff member's performance is greater than indicated for level 4, but less than level 6. 
6 The staff member's performance is greater than indicated for level 5, but less than level 7. 
7 The staff member routinely leads important and highly visible teams, committees, etc., with major impact on 

the performance of institutions and/or the CGIAR System. Quality of both the staff member's intellectual 
inputs and leadership is critical to success of projects. 
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Annex A3 
Impact Factor Evaluation Worksheet 
(International Research Staff) 

Name: 

Program/department/unit: 

Date: 

Factor 
Factor and sub-factor weights 
(see descriptions of impact factors) (max. 60%) 

1. Impact in product development % 

1.1 Germ plasm 

1.2 Agronomic practices 

1.3 Methodologies 

2. Impact at NARS level % 

2.1 Liaison work 

2.2 Collaboration 

2.3 Training 

3. Impact in science % 

3.1 Teamwork 

3.2 Publications 

3.3 Leadership in field 

4. Impact on organizations (min. 10%) % 

4.1 CIMMYT 

4.2 CG-wide 

4.3 International 

TOTALS 100% 
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Staff impact evaluation: 
Sub-factor 
weights Evaluation Points 

(Total equal to (0-7; see (Weight 
factor weight) descriptors) x score) 

% x 

% x 

% x 

% x 

% x 

% x 

% x 

% x 

% x 

% x 

% x 

% x 

100% 
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Annex 81 
Management and Research Support Staff Self-Classification Worksheet 

Name: 

Program/department/unit: 

Date: 

Instructions: Using the "Management and Research Support Classification Factors" (see table, next page), 
please indicate below the grade that you feel best corresponds to your individual situation, based on the 
classification factor descriptions. Please justify your self-classification with a brief self-evaluation for each of the 
classification factors. 

Factor Self -evaluation 

Grade 

Education 

Level of decision-
making, and scope 
or authority 

Supervisory 
responsibility 

Functional and 
operational 
responsibility 

Uniqueness of 
expertise 
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Annex 82 
Management and Research Support Classification Factors 

Grade/ Education Level of Supervisory Functional and Uniqueness of 
Factor decision- responsibility operational expertise 

making and responsibility 
scope or 
authority 

Grade 6: Ph.D. or Institutional Institutional Representing CIMMYT Highly unique 
Institutional equivalent in strategy and covering a very in the broadest sense; mix of skills; 
and Senior relevant area policy. As substantial identifying and pursuing requires 
Program and/or minimum delegated by the scientific and funding opportunities; specifically 
Directors 15 years of DGat administrative staff internal resource targeted 

experience institutional level allocation in line with search 
institutional strategy 

Grade 5: Ph.D. or Strategic Major program External representation; Highly unique 
Program/Unit equivalent in program goals elements identifying and pursuing in area of 
Directors, relevant area and objectives, responsible for funding opportunities; expertise 

and/or minimum annual and long- multiple internal resource 
10 years of term work plan departments or allocation in line with 
experience 25+ employees program/ 

department strategy 
and objectives 

Grade 4: Master's degree DepartmenU Departmental or Manages a major Unique at 
Senior or equivalent in Unit policy, multiple service area of CIMMYT 

Manager/ relevant area major decisions, department significant internal and and/or Mexico; 

Officer/ and/or minimum goals, and responsible for 15+ external impact expertise 

Specialist 
10 years of objectives employees; may frequently 
experience not be applicable sought by 

to Officer/ internal and 
Specialist external users 

Grade 3: Bachelor's or UniUarea policy, Departmental with Manages a service area Unique at 
Manager/ Master's degree major decisions, minimum 2-5 of internal or external CIMMYT 

Officer II/ or equivalent in goals, and functional direct impact and/or Mexico; 

Specialist II relevant area, objectives reports; may not expertise 
and/or minimum 5 be applicable to occasionally 
years of Officer/ consulted 
experience Specialist internally and 

externally 
Grade 2: Bachelor's Work plan and Limited to Manages a service area Specialized 
Officer I/ degree or activities functional area of internal or external expertise 
Specialist I equivalent impact 

Grade 1: Bachelor's Work plan and Limited to job Limited to specific area Specialized 
Administra- degree. or activities functions skills 

tive equivalent 

Assistant 
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Comparison of Research and Management (incl. research support) grades 

Grade Research (indicative "factor impact" score) Management I Research Support 

6 Distinguished Scientist Institutional and Senior Program 
(factor impact score of 650-700) Directors 

• Recognizes most distinguished leadership of highly visible, • Ph D or equivalent in relevant area, 
breakthrough or cutting-edge projects of major international and /or 
importance and recognition • Minimum 15 years of experience 

• The advancement to this level will be based exclusively • Shapes institutional strategy and 
nomination by the DG on the basis of the impact of research policy 
carried out by the scientist. • Institutional supervisory 

resoonsibilitv 

5 Principal Scientist Program Directors/Unit Directors 
(factor impact score of 550-700) 

• Recognized both inside and outside CIMMYT as a worldwide • PhD or equivalent in relevant area, 
leader in a field of central importance to Center's mandate and /or 

• Plays a central role in shaping the research agenda, not only of • Minimum 10 years of experience 
own program but of the Center as a whole • Highly unique in area of expertise 

• Promotion to Gr. 5 is based exclusively on impact factors, • Supervises major program or 
regardless of time in a lower grade multiple departments (25+staff) 

4 Senior Scientist (factor impact score of 475-625) Senior Manager/ Officer/ Specialist 

• Actively contributes to scientific activities of CIMMYT over the • MAIMS or equivalent in relevant 
long term area, and /or 

• Routinely lead major projects and assume responsibility for • Minimum 10 years of experience 
significant portions of the Center's research agenda • Unique at CIMMYT or Mexico 

• Promotion to Gr. 4 normally requires a min of 5 yrs at Gr. 3 • , Manages a major service area 
• Not all Gr. 4 are expected to be promoted to Gr. 5. • (May supervise 15+ staff) 

Promotion to Gr. 4 normally requires a 
min of 5 vrs at Gr. 3 -

3 Scientist (factor impact score of 400-550) Manager/ Officer IU Specialist II 

• Should normally lead to promotion to Gr. 4 after min of 5 yrs, and • BA/BS, MA/MS, or equivalent in 
max of 7 yrs, in Gr. 3. relevant area, and /or 

• Gr.3 scientists make significant contribution to research agenda, • Minimum 5 years of experience 
and routinely participate in and occasionally lead important • Manages a service area 
projects where they are of critical importance to overall effort • (May have 2-5 direct reports) 

2 Associate Scientist (factor impact score of 325-475) Officer U Specialist I 

• A fixed-term position, which may led to promotion to Grade 3 • BA/BS or equivalent 
(which is on career development ladder) • Specialized expertise in limited 

I • No minimum period in Gr.2 for promotion to Gr.3 functional area 
• But max of 3 yrs in Gr.2; or max of 5 yrs in Grades 2 and 1 • Manages a service area or Unit 

combined 
• Can be entry-level position for scientists with more than 1 year 

post-dearee research experience 

1 Post-doctoral Fellow (factor impact score of 200-350) Administrative Assistant 

• PhD; maximum 3-year position for recent university graduates or • BA/BS or equivalent 
scientists with equivalent experience. • Specialized skills in specific area of 

• May be promoted to Grade 2 at end of fellowship, if in opinion of work 
supervisor there is reasonable expectation of promotion to Gr. 3 • Limited to job functions 
within max period allowed 

• May be promoted directly to Grade 3 if meets criteria for that 
level 
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