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OFFICE OF PERSONNEL the two NBS sites: in Gaithersburg, they leave the project or at its
MANAGEMENT Maryland, on August 10, 1987, and in termination.

Personnel Management Demonstration
Project; Alternative Personnel
Management System at the National
Bureau of Standards

AGENCY: Office of Personnel
Management.

ACTION: Notice of approval of a
demonstration project final plan.

SUMMARY: The National Bureau of
Standards Authorization Act For Fiscal
Year 1987 (Pub. L. 99-574) directed the
Office of Personnel Management (OPM)
and the National Bureau of Standards
(NBS} to “jointly design a demonstration
praject which shall be conducted by the

* Director of the National Bureau of

Standards.” Section 10 of the Act, which
covers the project, further provides that
“The demonstration project shall, except
as otherwise provided in this section, be
conducted in accordance with section
4703 of title 5, United States Code . . .”

Section 4703 requires the Office of

Personnel Management to publish the
fina ject plan i ral Register.,

This notice meets that requirement.

DATES: Approval date: The
demonstration project plan was
approved by the Office of Personnel
Management on September 29, 1987.
Project implementation date: January 1,
1988.

FOR FURTHER INFORMATION CONTACT:

VBS: Allen Cassady, {301) 975-3031.
Mailing address: U.S. Department of
Commerce, National Bureau of
Standards, Room A-123,
Administration Bldg., Gaithersburg,
Maryland 20899.

OPM: Paul Thompson, (202) 632-6164.
Mailing address: U.S. Office of
Personnel Management, Room 7H34,
Washington, DC 20415.

SUPPLEMENTARY INFORMATION:

1. Background

The Office of Personnel Management
published the proposed project plan in
the Federal Register on July 1, 1987 (52
FR 24908). Copies of the proposed plan
were transmitted to both Houses of
Congress, as required by 5§ U.S.C.
4703(b)(4). The period for public
comment on the proposal continued
through August 31, 1987. The notice of
the proposed plan also announced the
times and locations of public hearings
during which interested persons or
organizations could present their written
or oral views on the proposed
demonstration project plan. The Office
held the public hearings as scheduled at
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Boulder, Colorado. on August 18, 1987,
The hearing record was left open for
additional data, views, and arguments
until September 1, 1987,

2. Summary of Comments

Six letters were received commenting
on the Federal Register notice. In
addition, three individuals made
statements at the public hearings. The
following is a summary by general topic
of these written and oral comments.

(1) Conversion to project pay system,
Obijections were raised to the manner in
which NBS employees are to be
compensated for foregone within-grade
pay increases. The project plan
stipulates (in accordance with Pub. L.
99-574) that they receive a pro rata
share of their next within-grade increase
as of the day before they enter the
project, to be paid in a lump sum. It was
proposed that the share be paid instead
as an addition to base pay, on the
grounds that the lump sum payment
would result in a short-term (and in
some cases long-term) loss of salary for
many employees.

(2) Cost neutrality. Opinions were
expressed that the project could not
achieve some of its objectives—i.e.,
competing more effectively for highly
qualified employees, motivating and
retaining those on board—if personnel
costs are maintained at the levels they
would have reached were the project
not implemented.

(3) Performance appraisal. Concerns
were voiced that a quota would be
placed on favorable performance ratings
under the project, and that persistent
differences among supervisors in the
severity of the ratings they give would
produce inequitable results for
employees working under a strict
supervisor.

One respondent also urged that peer
ratings be introduced, that is, peers rate-
each other's performance. The project
plan calls instead for subordinate peers
to be ranked by their supervisors in
order of the quality of their performance.

(4) Classification system changes. It .
was argued that the banding of adjacent
grades would result in the loss of status
for employees formerly in the upper of
the two grades and that these employees
would also be disadvantaged in a RIF
situation. Concern was also expressed
that movement of qualified employees
between career paths be encouraged,
and that the delegation of classification
authority to line managers be
accompanied by extensive training.
Finally, a question was raised regarding
how employees would be converted
back to the General Schedule system if

(5) Probationary periods. The
observation was made that the
provision for probationary periods of up
to three years for new hires in the
scientist and engineering career path is
too open-ended. This could make for
excessive uncertainty among employees
regarding when their probation might be
ended.

(8) Promotion. The suggestion was
received that employees be included oa
promotion panels for their pecrs.

Demonstration Project Changes

Only a few comments were received
on the preliminary project plan,
especially considering that about 3000
employees will come under the project
at implementation. Of those received,
only a few were critical of the content of
the substance of the plan. Most were
cautionary in nature, urging that certain
steps be taken to ensure success in
applying the planned provisions.

Some of the provisions whose
contents were directly challenged. such
as payment of the lump sum pro rata
share at conversion and pay banding,
were mandated by Congress in the act
authorizing the project and are not open
to change. Others—extended
probationary periods and the
requirement of cost neutrality—were not
mandated but have been retained in the
final plan. The probationary period
provision was modified to establish
points in time at which supervisors must
decide whether the probationary period
will be ended. This provides a regular
schedule under which each employee's
probation is reviewed. In the case of
cost neutrality, no substantive changes
were made in the final project plan.
Basic project objectives can be met
within these constraints, which will also
make the experiment more applicable to
other government agencies.

Additional changes were made to the
final version in order to clarify and
expand on its provisions. A few editorial
changes were also made. The
substantive changes, by section, are: (1)
Position Classification: further
explanation of the process of generating
position descriptions, (2) Total
Compensation Comparability: more
information on the method of measuring
benefits, (3) Staffing: More information
on the applications of direct hire, the
extended probationary period,
recruitment and retention allowances,
travel expenses, and the link between
promotion and performance ratings (the
promotion subsection was moved from
the classification section to the staffing
section), (4) Pay Administration:
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expanded explanation of the linkage
between performance ratings and pay
increases, the criteria for supervisory
differentials, pay setting for new hires,
and prorating lump sum payouts upon
conversion, and (5) Implementation:
more detailed criteria on determining
grades if the project terminates and
employees must be converted back to
the General Schedule System.

Public Law 99-574, National Bureau of
Standards Authorization Act For Fiscal
Year 1987:

Because many elements of the
proposed demonstration plan are
required by section 10 of Pub. L. 99-574,
the complete text of section 10 is
presented here.

Section 10, “Demonstration Project
Relating to Personnel Management”

Sec. 10. (a)(1) The Office of Personnel .
Management and the National Bureau of
Standards shall jointly design a
demonstration project which shall be
conducted by the Director of the
National Bureau of Standards.

(2) The demonstration project shall,
except as otherwise provided in this
section, be conducted in accordance
with section 4703 of title 5, United States
Code, and shall be counted as a single
project for purposes of subsection (d)(2)
of such section.

(3) Subject to subsections (f) and (g) of
section 4703 of title 5, United States
Code, the demonstration project shall
cover any position within the National
Bureau of Standards which would
otherwise be subject to—

(A) Subchapter Il of chapter 53 of title
5. United States Code, relating to the
General Schedule;

(B) Subchapter VIII of chapter 53 of
title 5, United States Code, relating to
the Senior Executive Service; or

(C) Chapter 54 of title 5, United States
Code, relating to the Performance
Management and Recognition System.

(b) Under the demonstration project,
the Director of the National Bureau of
Standards shall provide that—

(1) The rate of basic pay for a position
may not be less than the minimum rate
of basic pay, nor more than the
maximum rate of basic pay, payable for
the pay band (as referred to in
paragraph (3)) within which such
position has been placed;

(2} The minimum and maximum rates
of basic pay for each pay band shall be
adjusted at the times, and by the
amounts, provided for under subsection
(c)k

(3) Positions shall be classified under
a system using pay bands which shall be
established by combining or otherwise
madifying the classes, grades, or other

units which would otherwise be used in
classifying the positions involved:;

(4) Employees shall be evaluated
under a performance appraisal system
which—

(A) Uses peer comparison and ranking
wherever appropriate; and

(B) Affords appeal rights comparable
to those afforded under chapter 43 of
title 5, United State Code:

(5)(A) The rate of basic pay of each
participating employee will be reviewed
annually, and shall be adjusted on the
basis of the appraised performance of
the employee: and

(B) Subject to subsection (c)(4)(A)(i).
the adjustment under subparagraph (A)
in any year in the case of any employee
whose performance is rated at the fully
successful level or higher shall be at
least the percentage adjustment taking
effect under subsection (c)(3) in such
year:

(8) Appropriate supervisory and
managerial pay differentials (which
shall be considered a part of basic pay)
shall be provided;

(7) Performance-recognition bonuses.
and recruitment and retention
allowances, shall be awarded in
appropriate circumstances, (but shall
not be considered a part of basic pay):

(8) There shall be an employee
development program which includes
provisions under which employees may,
in appropriate circumstances. be
granted sabbaticals, the terms and
conditions of which shall be consistent
with those applicable for members of
the Senior Executive Service under
section 3396{c) of title 5, United States
Code (excluding paragraph (2)(B)
thereof);

(9) Payment of travel expenses shall
be provided for personnel to their first
post of duty in the same manner as is
authorized for members of the Senior
Executive Service under section 5723 of
title 5, United States Code, at the
discretion of the Director; and

(10) The methods of establishing
qualification requirements for,
recruitment for, and appointment to
positions shall, at the discretion of the
Director, include metheds involving
direct examination and hiring.

(c)(1) For the purpose of this
subsection, the term /‘compensation'"”

{means the total valie of the various
Aorms-of compensation provided,
‘including— o

(A) Basic-pay::

(B) Bonuses;--

(C)-Allowances; ‘

(D)Retirement-benefits;- :

(E)-Health insurance benefits;—.

(F)Life insurance benefits: agd

(G)Leave benefits. .~

‘maximum rates of 1
«such pay band by the lesger of=~

(2) The director of the National
Bureau of Standards shall, by contract
or otherwise, provide for the preparation
of reports which. based on appropriate
surveys—

(A) Shall include findings as to—

(i) The extent to which, as of the
commencement of the demonstration
project, the overall average level of
compensation provided with respect to
positions under the demonstration
project is deficient in comparison to the
overall average level of compensation
generally provided with respect to
positions involving the same types and
levels of work in the private sector; and

(iii) With respect to each year
thereafter, any net increase occurring
during such year in the extent of the
deficiency in the overall average level of
compensation provided with respect to
positions under the demonstration
project, as compared to the overall
average level of compensation generally
provided with respect to positions
involving the same types and levels of
work in the private sector; and

(B) Shall recommend a single
percentage by which basic pay for all
positions under the demonstration
project must be increased so that, when
considered in conjunction with the other
forms of compensation generally
provided, any net increase determined
under subparagraph (A)(ii) will be
eliminated.

(3) Whenever the Director of the
National Bureau of Standards receives a
recommendation under paragraph (2)(B).
the Director—

_(A)-Shadll increase the mihimum and
3ic'pay foreach:

(i) The percentage recommended: or—,

(ii) The overall average percentage of
the adjustment in the ratés of pay under
the General Schedule under section 5305
of title 5, United States Code, for the
period involved; and

(B)If and to the-extent that funds-are-
available for that purpose, may further

/increase those minimum and maximum?*

rates==-

_ (i) To'makeup for-any part of the >

diffefence between the respectives
percentages under subparagraph (A). if
the percentage under subparagraph
(A)(ii} is the lesser; and

(ii) After making up for the entirety of
any difference determined under clause
(i) (including from any previous year). to
eliminate any part of any remaining
deficiency as originally determined
under paragraph (2)(A)(i).

(4)(A) Notwithstanding any other
provision of this section—

(i) The maximum rate of basic pay
payable under any pay band may not
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exceed the rate of basic pay payable for

level IV of the Executive Schedule; and
(ii) The amount of basic pay. bonuses,

and allowances paid during any fiscal

_year to any employee participating in

the demonstration project may not, in
the aggregate, exceed the annual rate of
basic pay for level I of the Executive
Schedule. '

{B)(i) Any amount which is not paid to
an employee during a fiscal year
because of the limitation under
subparagraph (A}(ii) shall be paid in a
lump sum at the beginning of the
following fiscal year.

(ii)) Any amount paid under this
subparagraph during a fiscal year shall
be taken into account for purposes of
applying the limitation under
subparagraph (A)(ii) with respect to
such fiscal year.

{5) Notwithstanding any other
provision of this section, the
demonstration project shall be
conducted in such a way so that, with
respect to the 12-month period beginning
on October 1, 1986, the total cost to the
Government relating to providing
compensation to participating
employees shall not exceed the total
cnst which would have resulted if this
section had not been enacted.

{8)(A} If the minimum rate of basic
p-1y for a pay band, after an increase
under paragraph (3)(A}, exceeds the rate
of basic pay payable to an employee
w hose position would otherwise be
within such pay band, the employee's
pesition may, notwithstanding -
suabsection (b)(1), be placed in the next
l:wer pay band.

(B} Placement of a position in a lower
pay band under subparagraph (A) shall
not be considered a reduction in grade
or pay for purposes of subchapter II of
chapter 75 of title 5, United States Code,
or a comparable provision under the
project.

(d)(1) The rate of basic pay for an
employee serving in a position at the
time it is converted to a position covered
by the demonstration project may not be
reduced by reason of the establishment
of such project.

(2}(A) Each employee referred to in
paragraph (1) shall be paid—

(i} In the case of an employee serving
in a position under the General Schedule
on the date the position becomes
covered by the demonstration project, a
lump-sum pro rate share of the
equivalent of any within-grade increase
which would have been due the
employee under section 5335 of title 5,
United States Code, computed as
provided in subparagraph (B), and

(ii) In the case of an employee serving
in a position subject to chapter 54 of title
5, United States Code, on such date. a

lump sum pro rata share of the
equivalent of the employee's merit
increase which would have been due
under such chapter, computed as
provided in subparagraph (B), taking
into account the performance
requirements applicable to such
increase. '

(B) For purposes of subparagraph (A),
the pro rata share of an equivalent
increase referred to in such

Standards to Attract Highly Qualified
- Candidates, Motivate Employees, and
Retain Successful Performers.

Executive Summary

The project was designed by the
National Bureau of Standards, with
participation of and review by the U.S.
Department of Commerce (DoC) and the
Office of Personnel Maragement (OPM).
The Bureau will conduct the project over

subparagraph shall be computed through  a 5-year period beginning January 1,

the day before the date referred to in
such subparagraph.

(e}(1)(A) In carrying out section
4703(h) of title 5, United States Code,
with respect to the demonstration

" project, the Office of Personnel

Management shall provide that such
project will be evaluated on an annual
basis by a contractor. Such contractor
shall be especially qualified to perform
the evaluation based on its expertise in
matters relating to personnel
management and compensation.

(B) The contractor shall report its
findings to the Office in writing. After
considering the report, the Office shall
transmit a copy of the report, together
with any comments of the Office and
any comments submitted by the
National Bureau of Standards, to—

(i) The Committee on Post Office and

/Civil Service, and the Committee on
Science and Technology. of the House of
Representatives; and

(ii) The Committee on Governmental
Affairs, and the Committee on
Commerce, Science, and Transportation,

-of the Senate.

(2) The Comptroller General shall, not
later than 4 years after the date on
which the demonstration project

" commences, submit to each of the

committees referred to in paragraph
(1)(B} a final report concerning such
project. Such report shall include any
recommendations for legislation or other
action which the Comptroller General
considers appropriate.

(f) The authority to enter into any
contract under this section may be
exercised only to such extent or in such
amounts as are provided in advance in
appropriation Acts.

(g) The demonstration project shall
commence not later than January 1,
1988.

Office of Personnel Management.
Constance Homer,
Director.

Project Plan

The demonstration project plan reads
as follows:

An Alternative Personnel
Management System to Improve the
Ability of the National Bureau of

1988. The Office of Personnel
Management will evaluate the project
annually through contract; the
Comptroller General will make a final
report to Congress that will make any
recommendations for legislation or other
action which the Comptroller General
considers appropriate.

The project is built upon the concepts
!of (1) total compensation comparabilitgy

-rather than pay comparability only: (2)
‘market sensitivity, by surveying
compensation for private sector /7
positions-similar to NBS positions,;
linking entry salary to market forces;by
occupation, and selectively granting-
) scruiting and retention allowances; (3)
performance, by linking performance to
pay for all covered positions; (4)
t’idministrative simplicity, by simplifying’
paperwork and processing in
Qlassiﬁcaﬁon and other personnel
systems; (5) management flexibility and
accountability, through the delegation of
classification and other authorities to
line managers; and {8) Government-wide
'applicability, by designingan— - - - {
alternative system not just for NBS but

- for use by any agency. ;

The demonstration system is designed
to (1) improve hiring and allow NBS to

‘compete more effectively for high-
quality researchers, through direct
hiring, selective use of higher entry
salaries, and selective use of recruiting
allowances; (2) motivate and retain
staff, through higher pay potential, pay-
for-performance, more responsive
personnel systems, and selective use of
retention allowances; (3) strengthen the
manager's role in personnel
management, through delegation of
personnel authorities; and (4) increase
the efficiency of personnel systems,
through installation of a simpler and
more flexible classification system
based on pay banding, through
reduction of guidelines, steps, and
paperwork in classification, hiring, and
other personnel systems, and through
automation.

The Director of the National Bureau of
Standards will conduct the project
through a Personnel Management Board
(PMB) under the chairmanship of the
NBS Deputy Director, with the directors
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of the six NBS major organizational
units (MOUs) as voting members and
the NBS Personnel Officer and NBS EEO
Officer as non-voting members. A
Project Office within the Personnel
Division will provide administrative
support, communicate with individuals
and groups outside NBS, and oversee
NBS evaluations of the project.

In presenting the FY 1987 NBS
Authorization bill to the Senate, Senator
Slade Gorton stated that the bill
“creates a National Bureau of Standards
demonstration project relating to
personnel compensation and
management.(The demonstration project
nhances the Bureau's ability to recruit
and retain capable employees by giving
the Bureau flexibility in setting salaries
competitive with those available outside

> the Government and in adjusting

compensation on the basis of merit. The

project addresses the Government's

problem attracting and keeping qualified

gell‘sonnel especially in high-technology
elds.”

Participating Organizations

Both sites of the National Bureau of
Standards will participate in the project.
The two sites are located at
Gaithersburg, Maryland, which is also
the headquarters of NBS, and at
Boulder, Colorado. The two sites are
similar in employment profiles, with the
following exceptions: (1) Of the
approximately 3050 positions covered
by the project, about 85 percent are in
Gaithersburg; (2) all heads of major
organizational units and all but one
center head are located in Gaithersburg;
and (3) certain administrativ~ services
at the Boulder facility, such as personnel
administration and procurement, are
provided by the DoC administrative
support center in Boulder, which is not
covered by the project and which
services other DoC organizations also
not covered by the project: in
Gaithersburg those services are
provided by NBS positions under the
coverage of the project.

Types and Numbers of Participating
Employees

The project will cover approximately
3050 NBS employees. By pay category.
the coverage is 87.5 percent General
Schedule (GS) positions, 9 percent
Performance Management and
Recognition System (PMRS) positions,
percent 5 U.S.C. 3104 positions, and 3
percent Senior Executive Service (SES)
positions. Under the PATCO categories.
the coverage is 51 percent
“professional,” 12 percent
“administrative,” 18 percent
“technician,” 16 percent “clerical,” and 3
percent “other.” The professional

category is 98 percent scientists,
engineers, and mathematicians.

The ten most populous occupations
are Physicist (427), Chemist (258),
Secretary (249), Engineering Technician
(170), Electronics Engineer (155),
Physical Science Technician (152),
General Physical Scientist (148),
Computer Scientist (134), Computer
Specialist (110}, and Mechanical
Engineer (93).

Of the approximately 3050 covered
employees, 78 percent are full-time
permanent (FTP), § percent are part-time
permanent (PTP) and 17 percent are
“other” than FTP or PTP. The “other”
category, made up of such categories as
student, post-doctoral, temporary, and
intermittent, shifts significantly during
the year, particularly in the summer
when many students are hired.

Labor Participation

A few General Schedule employees
are represented by labor unions. These
employees at the Gaithersburg site are
represented by the International
Association of Firefighters (IAFF), and
at the Boulder site by the American
Federation of Government Employees
(AFGE). Union representatives have
been separately notified about the
project. NBS is proceeding to fulfill its
obligation to consult or negotiate with
them, as appropriate, in accordance
with 5 U.S.C. 4703(f).

Project Implementation Date
January 1, 1988. '
Project Ending Date

In accordance with section 4703 of
title 5, United States Code, the project
shall terminate before the end of the 5-
year period beginning on the date on
which the project takes effect, except
that the project may continue beyond
that period to the extent necessary to
validate the results of the project. The
Comptroller General is required to
submit a final report to Congress not
later than 4 years after the date on
which the project commences, including
any recommendations for legislation or
other action.

Methodology

This proposal explains the
methodology for introducing the
following innovations in personnel
management and demonstrating their
results over a 5-year period: (1)
Simplified position classification
through pay banding, occupational
groupings by career paths, and
delegation of classification authority to
managers: (2) compensation
comparability based on total
compensation; (3) improved staffing

through direct examination and hiring,
extended probation, qualification
standards more in line with private
sector practice, more flexible use of
recruiting tools such as paid advertising
and retention allowances, travel
expenses, and competitive areas based
on career paths; (4) pay-for-
performance, supervisory and
managerial pay differentials, and
market-based entry salaries; and (5)
sabbaticals.

Senior Executive Service and 5 U.S.C.
3104 Positions

The personnel systems for SES
positions will not change for the project.
SES classification, staffing,
compensation, performance appraisal.
awards, and reduction in force will be
based on current methods.

The personnel systems for 5 U.S.C.
3104 positions will change only to the
extent that 3104 positions are in the
same performance appraisal, awards.
and reduction in force systems as
General Schedule positions.
Classification, staffing, and
compensation, however, will not change.

Neither SES nor 5 U.S.C. 3104
employees will be subject to the pro rata
share payouts upon conversion to the
demonstration system. Pay adjustments
for their positions under the project will
be carried out in accordance with
existing Federal rules pertaining to SES
and 3104 pay adjustments.

Performance Management and
Recognition System (PMRS) and
General Schedule (GS) Positions

The PMRS and GS categories will no
longer exist as identified categories
under the project. Both will be
incorporated in the new career-path/
pay-band system. The step increases of
the General Schedule and the merit
increases of the PMRS system will be
replaced by the annual performance pay
increases described under “Pay
Administration™. Laws and regulations
pertaining to the General Schedule that
have not been waived for this project.
however, such as those pertaining to
overtime pay, will continue in force for
all covered positions to which they now
apply.

Position Classification
Introduction

The objectives of the new
classification system are to simplify the
classification process, make the process
more serviceable and understandable,
and place more decision-making
authority and accountability with line
managers.
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All positions listed under “Types and
Numbers of Participating Employees”
above will be accounted for in the
classification structure. All General
Schedule occupations currently
respresented at NBS will be included.
Provisions will be made for including
others as employment requirements
change in response to changing
technical programs.

Career Paths

Occupations at NBS which can be
treated in a similar fashion will be
aggregated into career paths.
Occupations will be grouped according
to similarities in type of work and
customary requirements for formal
training or credentials. The common
patterns of advancement within the
occupations as practiced at NBS and in
the private sector will also be
considered. The current occupations and
grades at NBS have been examined, and
their characteristics and distribution
have served as guidelines to the
development of career paths.

Four career paths will be established:

(a) Scientific and Engineering. This
path will include all technical
professional positions, such as physical,
biological, and social scientists,
engineers, computer scientists,
mathematicians, and computer
specialists. Ordinarily, specific course
work or educational degrees are
required for these occupations.

(b) Scientific and Engineering
Technician. This path consists of the
jobs that support the various scientific
and engineering activities. Employees in
these jobs are not required to have
college course work. However, training
and skills in the various electrical,
mechanical, chemical, or computer
crafts and techniques are required.

(c) Administrative. This career path
contains specialized functions in such
fields as finance, procurement,
personnel, public information, technical

computing, and management analysis.
Special skills in administrative fields or
special degrees are involved.

(d) Support. This career path is
composed of positions for which an
minimal formal education is needed, but
for which special skills and knowledge,
such as typing or shorthand, are usually
required. Clerical work usually involves
the processing and maintenance of
records. Assistant work requires
knowledge of methods and procedures
within a specific administrative area.
Other support functions include the
work of secretaries, guards, firefighters,

_ and mail clerks.

Pay Bands

Each career path will be composed of
discrete pay bands (levels)
corresponding to recognized
advancement within the occupations.
These pay bands will replace grades.
They will not be the same for all career
paths. Each career path will be divided
into either five or six pay bands, each
pay band covering the same pay range
now covered by one or more grades. The
maximum rate of a pay band will be the
highest rate possible for positions within
that career path and band, including any
position with a special pay rate. A
salary overlap, similar to the current
overlap between grades, will be
maintained.

(Ordinarily an individual will be hired'
(at the-lowest salary-in-a-pay band.— 2
Superior qualifications may lead to a
higher entrance level within a band.

For each pay band, a corresponding
band will be established for employees
qualifying for supervisory/managerial
differentials. The supervisory pay band
will have the same minimum rate as the
non-supervisory band, but its maximum
rate will be 8 percent higher than the
maximum rate of the non-supervisory
band.Positions in the supervisory pay
bands will include division chiefs-and

tgroup-leaders in the Sciefitific and 2

formal supervisory authority over.at?
Cleast three positions (excluding support?
{positions), and other positions approved
by the PMB on a case-by-case basis.

The proposed pay bands for the four
career paths appear in Chart I. The
General Schedule (GS) grades being
replaced appear at the bottom of the
figure.

The pay band concept has the
following advantages:

Reduces the number of classification
decisions required during an employee’s
career: In the current system a
classification action is required for each
promotion to a higher grade, while in the
new system a classification action is
required for promotion to a higher band.
Because there will be fewer bands than
grades, there will be fewer classification
decisions.

Simplifies the classification decision-
making process and paperwork: A pay
band is a larger target than a grade, and
thus may be defined in shorter and
simpler language. At the same time the
definition for one band can be made
more distinct from the definition for
adjacent bands, reducing the potential
for disagreement.

Supports delegation of classification
authority to line managers with review
or post-audit by personnel specialists.

( Provides a broader range of —7

¢performance-related pay for each level”

(In'many cases; employees -whose pay_—>
would have been frozen at the top step
or a grade will now have more potential
for upward movement in the broader
pay band.

The chart below shows all four
proposed career paths and how their
pay bands relate to the current General
Schedule grades. Each regular pay band
is considered to have a corresponding
pay band for supervisors and managers
who qualify for the supervisory/
managerial differential, though it is
unlikely that the lower bands will ever
be filled by supervisory positions.
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CHART

I: CAREER PATHS AND PAY BANDS

Career Path Levels (or Bands) L6
T T < 122.3%2> e 1S, 12>
Scientific
and I I1 III{ IV | V| 3104/SES
Engineering ‘
Scientific | 79/ 78t {43 558 pso
and '
Engineering X I1 III| IV v
Technicien
- <~ 123.3% > |€75.13F [ o 1534 |70
Adminiztra- 1 II II1 Iv | v{ 3104/SES
tive - : :
yl.5 14859 449 44,01 43.2
Support 1 11 II1| 1V v
GS Grade 1 2 3 45 6 7T 8 91011 12 13 14 15 3104/SEs
Occupational Series responsibilities and the knowledges, | * such as recruiting, reduction in force,

The present General Schedule
classification system has 434
occupations (also called se-"es) which
are divided into 22 groups. NBS has
positions in 115 occupations and in 16
groups. The occupational series, which
frequently provide well-recognized
disciplines with which employees wish
to be identified, will be maintained,
New series may be added as physical,
chemical, and biological sciences,
engineering, and computer science
change in other career paths, such as a
new series in the Support Career Path to
describe clerical and assistant support
of the internal administrative furictions
of an organizational unit. Chart II lists
the occupations currently represented at
NBS by career path. This arrangement
may be modified from time to time as
experience is gained in applying it.

Classification Standards

The present system of classification
standards will be simplified for routine
use by NBS managers. The objective is
to record the essential criteria for each
pay level within each career path by

- stating the general duties and

skills, and abilities required. Each'pay)

{bandorlevel of eachi'standard is
described in two categories or factors:

(1) General duties and responsibilities,

cand (2) knowledges; skills; and abilities

These two categories complement each
other at each level and may not be
separated in classifying a position.

Position Descriptions

New position descriptions will
emphasize the knowledges, skills, and
abilities required. Line managers will
follow an automated menu-driven
process to classify positions and
produce position descriptions. The
objectives in developing these new
descriptions are to:

—Simplify the description by using short
standard-format descriptors rather
than long narrative descriptions and
by holding the length of a position
description to no more than two
pages: »

—Allow supervisors to prepare
descriptions on a personal computer;
and

—Make the position description a more
useful and accurate tool for other
functions of personnel management,

performance appraisal, and employee
development.

~Classification and Position Description
Process

Part 1 of the position description
corresponds to the following steps by
the supervisor: .

1. Statement of Position Objective (a
supervisor creates a 'statement” by
typing free-form at appropriate points in
the menu-driven system).

2. Selection of Career Path,
Occupational Series, Function, Pay Band
or Level, Specialty Areas, Supervision
Exercised, FLSA Status, and Minimum
Qualifications Required (a supervisor
makes a “selection” by selecting from
options in the menu).

3. Statement of Position Title,
Organizational Location, and
Supervisor.

Part 2 of the position description is the
supervisor’'s statement of position-
specific duties and responsibilities and
position-specific knowledges, skills, and
abilities.

In producing a position description the
supervisor first states the general
purpose to be met, or mission objective
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to be accomplished, by the position
(position objective). The supervisor then
selects from the menu a career path, an
occupational series, a functional code.
and a level description (see level
descriptions under *“Classification
Stundards™) commensurate with the
position objective. When producing part
2 of the position description, the
supervisor will confirm the selections
and classification against the position-
specific duties and responsibilities and
the position-specific knowledges, skills,
and abilities.

The menu-driven system incorporates
the four career paths and the
occupational series listed below.
Descriptors of these occupations are
availabie in the program if needed. The
“functions” are those currently used by
OPM for science and engineering
positions, including research,
development, planning, etc., as well as
functional descriptions associated with
maintaining and servicing the facilities
and providing technical and
administrative services and support to
the scientific and engineering staff.

“Specialty Areas” are subdisciplines
or subsets of the disciplines as practiced
at NBS. Descriptors of these specialties
have been prepared by NBS staff and
are available in the program. Selection
of the appropriate supervisory
responsibilities automatically
determines the appropriate affirmative
action obligations. The FLSA status can
generally be matched to Career Path
and Level, but a selection of FLSA

“exempt” or “non-exempt’ must be
consistent with OPM guidance.
Minimum. quah_ﬁcatlons are determined

{by the selection of career r path—y
{occupation, and level, and appear r )
‘automatically after these three 1tem_)
“have beenselected. _ , -~ -

Delegation of CIass:fzcation Authority

Line managers will have classification
authority. Supervisors at the lowest
levels will have recommendation
authority only. Higher-level managers
will have approval authority, the level of
approval depending on the proposed
career path and pay band. The current
system of approval of SES and 5 U.S.C.
3104 positions will be maintained.
{Classification actions ‘will receive post
faudits by the personniel office. Pefiodic
audlt reports w1ll ] be ma made to the NBS

corrected when dlscovered‘

Chart II: Occupational Series by Career
Path

1. Scientific and Engineering

101—Social Scientist
110—Economist
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180—Psychologist

185—Social Worker
334—Computer Specialist
401—Biologist
403—Microbiologist
690—Industrial Hygienist
801—General Engineer
804—Fire Prevention Engineer
806—Materials Engineer
808—Architect

810-~Civil Engineer
830—Mechanical Engineer
840—Nuclear Engineer
850—Electrical Engineer
855—Electronics Engineer
858—Biomedical Engineer
892—Ceramic Engineer
893—Chemical Engineer
896—Industrial Engineer
899—Engineering Student
1301—General Physical Scientist
1306—Health Physicist
1310—Physicist

1320—~Chemist
1321—Metallurgist
1330—Astronomer
1360—Oceanographer
1372—Geodesist

1384—Textile Technologist
1399—Physical Science Student
1515—0perations Research Analyst
1520—Mathematician
1529—Mathematical Statistician
1530—Statistician
1550—Computer Scientist
1599—Mathematics Student

IL. Scientific and Engineering
Technicians

332—Computer Operator
404—Biology Technician
482—Forestry Technician
802—Engineering Technician
809—Construction Inspector
856—Electronics Technician
1311—Physical Science Technician
1521-—~Mathematics Technician

lII. Administrative

018—Safety Specialist
080—Security Officer
099—Student Trainee

201—Personnel Management Specialist

221—Position Classification Specialist
230—Employee Relations Specialist
235—Employee Development Specialist
260—Equal Employment Specialist

1020—I!lustrator
1035—Public Affairs Specialist
1060—Photographer
1071-Audio-Visual Production
Specialist
1082—Writer/Editor
1083—Technical Writer/Editor
1084—Visual Information Specialist
1101—General Business Specialist
1102—Contracts Specialist
1410—Librarian ~ -~ -
1412—Technical Information Specialist
1420—Archivist
1601—General Facilities Manager
1640—Facility Manager
1654—Printing Manager
2001—General Supply Specialist
2003—Supply Manager
2010—Inventory Manager
2050—Supply Cataloger
2130—Traffic Manager
2150—Transportation Operator

IV. Administrative Support

081—Firefighter

085—Guard

203—Personnel Clerk/Assistant
303—Miscellaneous Clerk/Assistant
304—Information Receptionist
305—Mail and File Clerk
309—Correspondence Clerk
312—Clerk-Stenographer
318—Secretary

322—Clerk-Typist

335—Computer Clerk/Assistant
344—Management Clerk/Assistant
350—Equipment Operator
351—Printing Clerk

357—Coding Clerk
382—Telephone Operator

- 392—General Communications

Assistant
394—Communications Clerk
525—Accounting Technician
544—Payroll Clerk/Technician
561—Budget Clerk/Assistant
1021—Office Draftman
1087—Editorial Clerk/Assistant
1105—Purchasing Agent
1106—Procurement Clerk/Assistant
1152—Production Controller
1411-—Library Technician
2005—Supply Clerk/Assistant
2102—Transportation Clerk/Assistant
2132—Travel Clerk/Assistant

301—Miscellaneous Administration and Y_Total Compensauon Comparabllxty

Program
340—Program Manager
341—Administrative Officer
343—Management Analyst
345—Program Analyst
393—Communication Specialist
501—Financial Administrator
510—Accountant
511—Auditor
560—DBudget Analyst
1001—General Arts and Information

Introduction
UAn objective of the demonstration
sproject’is to_improve the quality of NBS

/by—makmg -compensation more*

competitivé> The Bureau will provide for
the preparation of reports, by contract
or otherwise, that include findings as to

the extent to which the overall average >

ilevel'? total compensation for covered}

NBS positions is deficient in comparison
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Awith the overall average level of total’

compensation for similar positions in the
Cprivate sector. Annually thereafter

during the project, the Bureau will

determine the change in the deficiency.
Definition of Total Compensation

The legislation defines compensation
as the total value of the various forms of
compensation, including:

{A) Basic p@

{(B) Bonuses; )

[C) Allowances; ) ___

(D)-Retirement benefits:

[(E) Health insurance benefits,

(E) Life insurance benefits; and

{G) Leave benefits.

NBS will develop a comparability
measurement system, with contractor
assistance, based on calculations and
comparisons of the costs of
compensation to the private sector and .
to the Federal Government. e

NBS will use the “Ievel-of-benefits* or
“standardized" cost approach to /
measure benefits. This approach /
I&"ﬁmates what'it wotild cost to provide
\private sector and Federal @@@&
benefit plans to a standard workforce:
By determining the cost of the various
benefits to a workforce with constant
demographic characteristics and using a
constant set of actuarial and economic
assumptions, cost data can be generated
that reflect the difference in the benefit
plan provisions. The NBS workforce
covered by the demonstration project
will be the standard workforce
population used in the benefit
comparisons.

Process To Determine Overril
Deficiency and Net Changes in the
Deficiency
The NBS Director is authorized to
adjust the ranges of pay bands based on
surveys conducted of total
compensation paid to individuals in
positions in private sector firms and
universities that are similar in levels of
work and responsibility to NBS
positions. The Director will determine
the criteria for selecting private sector
(organizations to be surveyed. The first
survey will establish the extent to which
compensation for covered NBS positionsl
is deficient in comparison with
compensation for comparable positions
in the private sector prior to the start of
the project, thus getting a baseline.
Additional surveys will be conducted
annually to determine the change
occurring from year to year in private
sector total compensation. :
{NBS will select a representative
sample of private sector firms to be usea)
(in_the surveys on the following basis:
(A) National coverage for scientists
and engineers based on peer groups of

le?t
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private sector firms and universities that
perform R&D work similar to that
performed at NBS;

(B) Regional coverage for
administrative positions; and

(C) Local coverage (Gaithersburg,
Maryland, and Boulder, Colorado) for
science and engineering technicians,
and for administrative support positions.

To the extent possible NBS will use
available data and will participate in
existing compensation surveys. As an
example, NBS is participating in'the

UDépartment of Energy's National
Compensation Survey of Reséarch-and
%Deyelopment,Scientists ‘and Engineers.

NBS, using contractor support, will
devise ways to build hybrid queries te
access various compensation data bases
in order to match the pay and benefits
components of compensation of
individual private sector positions in a
mix of occupations similar to those at
NBS. The nation’s leading actuarial and
compensation consulting firms have
developed and tested costing models for
the various benefit plans. NBS will use
one or more of these models to generate
total compensation values.

Comparability Decision by the Director

Each year, the NBS Director will
receive three comparability figures: (1)
The annual percentage pay increase for
General Schedule employees(Genéral?

(Federal Increase); (2) the net percentage
by-which the overall average level of
compensation for NBS positions covered
by the project has fallen behind the
overall average level of compensation
for similar private sector positions over

the past year (Net Incréase in the

(Deficiency); and (3) the overall
percentage by which the average level
of compensation for NBS positions
covered by the project was deficient, as
of the commencement of the project, as
compared with the average level of
compensation for similar private sector
it Overall Deficiency): The;
‘Director mnust select at least the lesser of
lthe first two figures as the annual NBS !
comparability percentage increase. If the
Net Increase in the Deficiency is larger |
than the General Federal-Increase;.the ¢
[[‘)i'rector may increase the comparability
.percentage by some or all of the , —~
différence; if budget considerations
Upermit.If the Director makes up all of
the Net Increase in the Deficiency, he
may. if budget considerations permit,
authorize an additional adjustment to
further decrease the Overall Deficiency.
The percentage comparability
increase selected by the Director will
apply directly to:(1) The minimum and’
maximuim rates of basic pay for each )
-ﬁ:ay,band_ﬁh?same‘p'ercema‘gé‘ increase-
will apply to all pay bands), and (2) the’

basic pay of each employee receiving a
fully successful or higher performance
rating. An employee receiving a rating of
less than fully successful will not
receive an increase in basic pay.

Staffing
Introduction

New examining and hiring procedures
coupled with simplified classification
procedures will shorten the hiring
process. Other features, such as
payment of recruiting allowances, will
help attract candidates in essential
occupations. Retention allowances will
be used to retain highly skilled and
productive employees. Line managers
will work with the personnel offices to
develop hiring strategies. Priority
placement, reemployment priority, and
the merit assignment process will be
addressed in developing these
strategies. The personnel offices will
ensure that proper procedures are
followed. Line managers will participate
actively in the examining and hiring
process.

'NBS will use a full range of staffirig
options: These-options-are Direct Hire;
<(shortage otcupations and shortagey
‘highly-qualified candidates)~Agency-
Based Staffing, Merit Assignment.
Reinstatement, and Reassignment. All
vacancies will be treated on a case-by-
case basis and managers will have the
option of choosing one or a combination
of the applicable staffing options. The
necessary examination and hiring
procedures will be administered by
NBS. NBS will not rate applicants for
non-NBS positions. This will be made
clear to all applicants.

NBS will use two options for
candidates not employed by the
government (non-status candidates):
Direct Examination and Hiring and
Agency-Based Staffing. Direct
Examination and Hiring will be used for
shortage categories. Agency-Based
Staffing will be used for shortage
categories. Agency-Based Staffing will
be used for non-shortage categories to
provide NBS with applicants who are
specifically interested in, and available
for, positions at NBS. Managers working
with personnel office staff will
determine the appropriate hiring
strategy in each case.

Direct Examination and Hiring: Critical
Shortage Occupations

NBS will use direct examination and
hiring procedures for occupations
defined as critical shortage occupations.

., Critical shortage occupations will be

defined as hard-to-fill occupational
series which have special pay rates or
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require essential job-specific skills that
are in short supply. Shortage
occnpations with special pay rates now
include all Engineers, Mathematical
Statisticians, Computer Scientists, and
Metallurgists in the Scientific and
Fngineering Career Path. and Clerk-
Typists, Clerk-Stenographers, Dictating
Machine Transcribers, and all clerical
and secretarial positions requiring
typing, stenography, or dictating
machine transcribing skills in Levels |
through IV of the Support Career Path.
In addition, all occupations in the
Scientific and Engineering Career Path
at Level IIl and above and Nuclear
Engineering Technicians (Nuclear
Reactor Operators) at Level III in the
Scientific and Engineering Technician
Career Path are in short supply and are
shortage occupations.

NBS will recruit and make immediate
offers of appointment to qualified
candidates for critical shortage
occupations without further competitive
steps or procedures. Applications will
be solicited through various recruitment
activities, and applicants will be asked
to submit a Personal Qualifications
Statement (SF-171). A completed copy
of the Federal Automated Examining
System (FAES), Key Entry Examination
System (KEES), or other appropriate
appointment package will be provided
to OPM's Office of Examining Services
for all individuals appointed. All- -
applications must be signed and contain
information on citizenship, date of birth,
removals, and convictions. Candidates
who apply pending completion of
education must submit verification that
they meet all requirements prior to
cntering on duty.

Appropriate staff of the personnel
offices and some non-personnel staff
will be trained to rate applicants.
Examiners will also be trained to review
applications for completeness and to
determine whether all legal and
suitability requirements have been met.
Examiners will not rate the applications
of personal acquaintances or relatives.
The basis for rating applicants will be
documented on the OPM rating sheet.
Examiners will initial and date each
rating sheet and the front of the
corresponding application. NBS will
submit monthly reports to OPM showing
the previous month's appointment
activity. The report will include the
name, date of birth, enter-on-duty, pay
band. and job series for each appointee.

Each applicant will be rated vnly for
the level and occupational series for
which the applicant is being considered
fur employment. No numerical ratings
will be assigned. Applicants will be
determined eligible or ineligible only.
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OPM Handbook X-118: Qualifications
Standards for Positions Under the
General Schedule will be used to
determine an applicant's basic
qualifications, except that NBS will not
use the testing requirements. Selective
or special qualification factors will be
considered where warranted.

NBS may appoint any individual who
is certified eligible. Although no
registers will be maintained, NBS will
accept applications on an open-
continuous basis for all direct Lire
categories.

All selections will be subject to the
Department of Commerce Priority
Placement and Reemployment Priority
Programs, the OPM Displaced
Employees Program, and the
Interagency Placement Assistance
Program. If there are available priority
placement candidates, NBS will appoint
a priority candidate or justify why
priority candidates were not appointed.

Direct Examination and Hiring: Critical
Shortage Highly-Qualified Candidates

Candidates who meet high academic
and training standards are also a critical
shortage category. Critical shortage
highly qualified candidates may be
directly hired for entry level positions in
the Scientific and Engineering, Scientific
and Engineering Technician, and
Support Career Paths.

Under the Demonstration Project,

quality candidates (those with bachelors

degrees with a 2.9 GPA, out of 4.0, or
masters degrees) may be directly hired
at Level I or II of the Scientific and
Fngineering path. Quality candidates for
Level I or Il Technicians positions must
have a 2.9 GPA, out of 4.0, in 2 or 4 years
of study in an accredited college, junior
college, or technical institute.
Candidates who apply on the basis of
superior academic achievement must
submit verification that they meet all
requirements prior to entering on duty.

The procedures for recruiting and
examining critical shortage highly
qualified candidates will be the same as
those used above for critical shortage
occupations, except that veteran
preference candidates who meet the
minimum quality-candidate standard
will be given priority consideration. NBS
will justify the nonselection of any
quality candidate with veteran
preference.

If any of these categories of critical
shortage occupations or critical shortage
highly-qualified candidates cease to be
shortage categories, NBS will place them
in the agency-based hiring system. If
additional shortage categories arise,
they will be negotiated with OPM before
being included for direct hire.

Agency-Besed Staffing

NBS will carry out the examination
and certification of applicants in the
agency-based system. Agency-Based
Staffing will follow competitive
principles. requiring that each position
be advertised within NBS, at OPM
Federal Job Information Center{s), and
at State Employment Services. Each
selection will be subject to the
Department of Commerce Priority
Placement and Reemployment Priority
Programs, the OPM Displaced
Employees Program, and the
Interagency Placement Assistant
Program.

NBS will publicize each vacancy,
examine and certify applicants (except
that tests will not be used), develop
rating schedules where needed, evaluate
and rank applicants, issue lists of best
qualified candidates, and select
candidates in accordance with
applicable regulations. NBS will
adjudicate rating appeals, act on
objections to eligibles or passover of
veterans with less than 30 percent
disability, answer inquiries from
applicants for the posted vacancy, and
maintain records of all applicants.

When a position is announced under
Agency-Based Staffing, all applications

. from non-status candidates will be

received and rated. All applications
must be signed and contain information
on citizenship, date of birth, removals,
and convictions. A rating plan will be
established for each case. Selective
factors may be used as discussion
above. Applicants will be given
numerical scores which will be placed in
rank order. Ten and five-point veteran
preference will be applied. Current
procedures for the rule of three will be
followed. All non-selected candidates
will be notified of the outcome of their
application with a statement that the
NBS rating is not applicable for other
Federal government positions and does
not place the applicant on any
competitive register. NBS will maintain
case records for two years from the date
of selection.

Merit Assignment, Reassignment, and
Reinstatement

NBS will use its current Merit
Assignment Plan (MAP). This plan
allows managers to select status .
candidates for positions with greater
known promotion potential than the
position the selectee currently holds.
This plan will be followed for status
applicants requiring MAP competition
for promotion, reassignment, or other
competitive personnel actions.
Appropriate changes will be made to the
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unon the availability of positions
requiring them,

Link Between Promotion and
Performance

Non-competitive promotions wiil be
linked to current performance ratings
and the locations of current salaries in
pay bands. The salary range of each pay
band is divided into three intervals (see
“Pay for Performance™ for a description
of the pay band matrix). To be promoted
noncompetitively, an employee in the
bottom interval must have a
performance rating of outstanding, an
employee in the middle interval must
have a rating of at least commendable,
and an employee in the top interval
must have a rating of at least fully
successful. .

Reduction in Force
Introduction

The current NBS process for reduction
in force will be essentially maintained.
Current reduction-in-force procedures
will be adjusted in the context of the
career path and pay band classification
system. Retention registers will maintain
the elements of career status, veteran
preference, length of service, and
service computation date adjustments
based on performance ratings. Position
descriptions will become a better tool
for reduction in force by focusing on
specific knowledges, skills, and abilities
required.

Competitive Areas

Each of the four career paths will be a
separate competitive area. This will
place employees with similar
knowledges, skills, abilities and in
similar occupations together. It will also
eliminate the disruptions caused by
scientists or engineers displacing
administration or support staff,
Displacements, bumps, and retreats will
occur only within career paths. Current
reduction-in-force regulations will be
modified by substituting “same level”
for “same grade” and “one level lower”
for “three grades lower”. Whereas in the
current system an employee may bump
another employee in a lower retention
subgroup and at the same grade or up
three grades below the bumping
employee, in the demonstration system
an employee may bump another
employee in a lower retention subgroup
and at the same level or up to one level
below the bumping employee.

Saved Grade and Pay

Saved grade and pay will follow
current regulations, except that career
path “level” will substitute for “grade.”

Fay Administration
Iatroduction '

The objective is:to establish:a pay
system that will improve the ability of
NBS to attract and retain quality
employees. The new system will be a
pay-for-performance system and. when
implemented, will result in a
redistribution of current pay resources
based upon individual performance. The
authorizing legislation states that “the
rate of basic pay of each participating
employee will be reviewed annually,
and shall be adjusted on the basis of the
appraised performance of the
employee.”

The first decisionin the annual pay;

setting process is the Director’s selection ™
rof the-percentage comparability incréase

that must be given to all covered , -
employees-rated-fully successful or—
‘higher (see-“Comparability Decision by
the Director” above). The minimum and
maximum rates of each pay band must
also be increased by this percentage.

Pay for Performance

Pay increases will be allocated to
employees through organizational pay
pools.These pools will have three;

( coniponents: (A) Comparability
¢increases; (B) performance increases?
{and {C) boriuses and awards. The first

component, comparability increases,
will consist of the percentages selected
by the Director in the comparability
process, and will be given as a minimum
pay increase to all covered employees
rated fully successful or higher. Thé’
Ise‘cond component, performance |
lincreases, will be made up of money
{ previously available for within-grade
{increases, quality step increases, merit’

those in the top interval will receive a
smaller percentage increase than those
in the other two intervals.

The horizontal component of the
matrix is organized by performance
rating. The performance ratings are
Outstanding, Commendable, Fully
Successful, Marginal, and -~
Unsatisfactory. No employees receiving
a rating below fully successful will
receive a performance-related pay
increase. This increase, as a percentage
of current base salary, will be higher for
each successive rating. The highest
percentage increases, therefore, will be
given to employees who are in the
bottom intervals of their pay ranges and
who have outstanding ratings.

y / Placement in a Lower Pay Band

An employee whose performance
rating is less than fully successful will
not receive the comparability increase.
Because the minimum pay rate for each
pay band will be increased each year by
at least the amount of the comparability
increase, itis possible that thenew
minimum rate of a pay band will exceed
the basic pay of an employeé in that pay>
band who did not receive the . -~ *
comparability increase. When this ]
tappens, the employee will be placed in
Ahe next lower pay band:The legislation
specifically allows for this and provides
that it will not be considered an adverse
action. -

Supervisory and Managerial Pay
Differentials

The legislation provides that
“appropriate supervisory and
managerial pay differentials (which
shall be considered a part of basic pay)

{pay increases, and promotions from one ; shall be provided.” The differential will
¢ grade to another where both grades will, not apply to SES and 5 U.S.C. 3104

oW be inthe same pay band. Decisions
on these pay increases will take into
sccount all of the following: (1) The
employee's performance; (2) the salary
range of the employee's pay band; and
(3) the employee’s current salary in that
range. The third and final component
will be bonuses and awards. composed
of former cash awards.

A matrix will be developed for each
pay band of each career path. The
vertical component of the matrix will be
salary. The salary range of a pay band
will be divided into three intervals, from
the minimum rate to the maximum rate
of the band. Employees will then be
placed in an interval according to their
salary. The percentage of performance-
related salary increase will be highest
for those in the bottom interval. Those
employees in the middle interval will
receive a smaller percentage increase
than those in the bottom interval, and

positions.

The managers and supervisors who
qualify for the differential include
division chiefs and group leaders in the
Scientific and Engineering Career Path,
supervisors who formally supervise
three or more subordinates doing the
substantive work of the unit, and others
with supervisory responsibilities as
approved case-by-case by the PMB. The
amounts of the differentials will be up to
6 percent of base salary (see “Pay
Bands” above for a description of the
supervisory pay bands and their
maximum rates). The total basic pay for
an employee receiving a supervisory/
managerial differential, including the
differential, may not exceed the
prevailing basic pay for pay level 3 of
the SES.

Upon conversion to the project, all
eligible positions wil be placed in the
supervisory pay bands. The incumbents
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plan to convert GS-grades to pay levels.
There will be no change in current
reassignment and reinstatement
procedures, except for the appropriate
changes converting GS-grades to pay
levels. The reassignment and
reinstatement procedures also allow
managers to select status candidates for
positions which have no promotion
potential beyond that which the selectee
currently holds (or held) in the Federal
Government.

Paid Advertising and Recruiting
Services

NBS will continue to recruit at
colleges and universities and will make
greater use of paid advertisements in
journals, professional magazines, and
newspapers to expand recruiting
sources and attract the best candidates.
Advertising will become one of the first
steps in recruitment. Procedures will
also be developed for using private
sector employment services.

Probation Period

The hiring system will include a-
flexible probation period for all
Scientific and Engineering Career Path
hires. A formal process will be
developed and put in place under which
the probation period may be extended
up to 3 years for employees on career
conditional appointments in this career
path. Employees appointed prior to the
implementation of the project will not be
affected.

The 3-year probation will apply to
non-status hires after January 1, 1988.
That is, it will apply only to new
employees hired after that date who do
not come from another Federal
Government position or do not have
reemployment or reinstatement rights.
At designated points in the service of
the employee, the responsible manager
will be asked to decide whether to:

{a) End probation (change the
employee from probationary to
nonprobationary status);

{b} Continue the employee on
probation: or

(c) Terminate the employee.

These automatic requests for a
decision will come at month 9, month 21,
and month 33, so that decisions can be
made by months 12, 24, and 38,
respectively. The manager may.
however, decide to terminate an
employee at any time during probation.
or end probation at any time after month
12. The manager must make a decision
to terminate the employee or change the
employee from probationary to
nonprobationary status before the end
of month 36. Other aspects of probation
will not change, including the limited
notice and appeal rights granted to

probationary employees under law and
regulation.

Qualification Standards

The qualifications required for
placement within a pay band and within
a career path will be based on present
qualifications found in OPM Handbook
X-118, except that testing requirements
will not be used. The minimum
qualifications for the occupation and for
the General Schedule grade
corresponding to the lowest grade
incorporated in the pay band will apply.
In a few cases NBS will update these
standards to reflect current practices in
the scientific, engineering, and computer
science fields and to reflect modern
curricula in recognized degree programs.
Where new occupational series are
defined, new minimum qualification
standards will be written following the -
pattern of OPM Handbook X-118.
Récruitment and Rétention AIIdeﬁc”és

' Recruitment and Retention
Allowances will be established to
provide incentives for individuals to
enter or remain in Federal service.

[Al-low-ances ‘may-be providedin
appropriate circumstances, not to
‘excéed $10,000. Decisions on allowances
will be based on market factors such as
salary comparability and salary offer
issues; relocation/dislocation issues;
programmatic urgency;: emerging
technologies; turnover rates; special
qualifications; and shortage categories
or scarcity positions unique to NBS as
defined by the PMB.

“All professional and hard:=to=fill >
positions are eligible-Based on the
determination factors above,
Recruitment Allowances will be paid by
authority of the appropriate MOU
Director, and Retention Allowances will
be paid by authority of the PMB.

Receipt of a Recruitment Allowance
represents a commitment by the
employee to remain in Federal service
for a specified time period of from 6 to
36 months, to be determined between
the individual and the hiring official or
supervisor. The service agreement will
outline amount of allowance, time
requirements of agreement, payment
schedule, and repayment requirements if
the individual separates from Federal
service before the end of the agreed
period, other than having been
involuntarily separated from Federal
service by reason of reduction-in-force.
Actions to‘collect repayment may be
terminated under appropriate
circumstances and in accordance with
generally applicable standards for
termination. A Retention Allowance
does not require a continued service
agreement.

A Recruitment Allowance may be
paid in a lump sum at or soon after entry
on duty or may be paid in increments
over a period of time determined by the
PMB, not to exceed 36 months. A
Retention Allowance may not be paid in
a lump sum but must be paid in
increments over a period of time
determined by the MOU Director. not to
exceed 36 months.

Recruitment and Retention
Allowances will not be considered pat:
of an individual's basic pay.

Travel Expenses

At the discretion of the NBS Director.
travel and transportation expenses,
reimbursement of expenses. and
advancement of funds may be provided
to new hires in the same manner as is
authorized in sections 5723 and 5724 of
title 5, U.S. Code. The selecting official.
with approval of the MOU Director or
the MOU Director’'s designee, will make
application decisions. Recipients must
sign service agreements indicating
commitment of at least 12 months
continued service. Service agreements
will contain provisions for repayment in
the event the recipient separates from
Federal service before the end of the
agreement. Actions to collect repayment
may be terminated under appropriate
circumstances and in accordance with
generally applicable standards for
termination.

Affirmative Action/Equal Employment
Opportunity

NBS is committed to positive
affirmative action/equal employment
opportunity goals. Line managers will be
accountable for understanding and
implementing policies designed to meet
these goals. ’

Promotion

A promotion is a move from one level
{pay band) to a higher level within a
career path, or a move from a level in
one career path to a level with a higher
pay range in another career path.
Prometions will follow basic Federal
merit promotion practices. In the

- scientific and engineering fields the

qualifications for promotions will rest
largely upon the qualifications of the
individual. Some of this emphasis on
individual knowledges. skills, and
abilities will be applied to other career
paths. Each position will have
promotion potential to a specific level
within a career path. but not all '
positions in a career path will have
promotion potential to the same level.
Movement from one career path to
another will depend upon individual
knowledges. skills, and abilities and
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of these positions will be converted at
their basic pay at the time of conversion.
except that division chiefs and group
leaders, who are not now compensated
for supervision, will begin receiving the
added differential upon conversion.
New hires into eligible positions after
the date of conversion will have their
pay set at the supervisor's discretion
within the pay range of the applicable
pay band.

Pay and Compensation Ceilings

The legislation specifies the following

two overall pay ceilings: (1) Theé basic

e Y 9T A b
pay under any pay band may not exceed;
'the-basic.pay of Executive-Level IV. (2) /
An employee's total'monetary
compensation for a fiscal year may-not~
exceed the basic pay of Executive Leve!
I” Any amount that cannot be paid toan
émployee in a given fiscal year because
of the ceiling on total monetary
compensation shall be paid in the
following fiscal year.

In addition, each pay band will have
its own pay ceiling, just as do grades in
the current system. Pay rates for the
various pay levels will be directly keyed
to the General Schedule rates with

‘qons‘ideration-given-tovt.hespeci‘al pay
fates.-Basic pay will be limited to the~
maximum rates payable for each pay
band. In the case of the special pay
bands established for individuals
receiving the supervisory/managerial
pay differential, the top of the band wil

not'exceed pay level'3of the Senior
Executive Service.
e— -

Pay Setting for New Hires

The setting of initial salari.s within
pay bands for new appointees will be
flexible, particularly for hard-to-fill
positions in the scientific and
engineering career path. Determinations
on setting pay will be based on the same
factors applicable to granting
recruitment and retention allowances
{see “Recruitment and Retention
Allowances" above).

Pay Setting for Promotion

{THe minimum basic pay increase upoi
proinotion to a higherdevel will be 6,
percent. [ ~—————

Conversion of Employees to the
Demonstration System

Current grades will translate directly
to the new career-path and pay-band
structure. Employees will be converted
at their current salaries at the time of
conversion, except for the non-SES and
non-3104 division chiefs and group
leaders in the Scientific and Engineering
Career Path who qualify for a
supervisory/managerial pay differential
upon conversion. No one’s salary will be

reduced as a result of the conversion. At
the time of conversion each converted
employee will be given a lump sum cash
payment for the time credited to the
employee toward what would have been

' the employee's next within-grade (step)

increase or PMRS merit increase.

-The payment for.a.General Schedule
employee will be computed by (1)
calculating the ratio of the number of
days the employee will have spent in the
employee’s current step through the day
prior to the day of conversion, to the
total number of days in the employee's
current waiting period for a regular
within-grade increase (365, 730, or 1,095
days}. and (2) multiplying that ratio by
the dollar value of the employee’s next
within-grade increase, using the GS pay

> scale effective the first pay period of

1988.

The payment for a PMRS employee
will be computed by multiplying (1) the
percentage increase of the employee’s
last merit increase by (2) the employee’s
basic pay to be effective the first pay
period of 1988 by (3) 30 percent {the
proportion of a full year to the credit of
the employee), or a lesser percentage for
an employee who has entered on duty
since October 1, 1987.

Performance Evaluation
Introduction

The Performance Appraisal System
will link pay and promotions to
performance through annual
performance evaluations-and
performance ratings. Individual
performance objectives will be tied to
organizational goals and objectives. The
proposed performance appraisal system
will use peer comparison and ranking
wherever appropriate.

Process

The current Department of Commerce
(DoC) Performance Management
Recognition System (PMRS) will be the
model for the project performance
appraisal system. Performance plans
will be developed each year by the
employee and supervisor to clarify NBS
and DoC goals and objectives and
identify individual accountability for
their accomplishment. Critical elements
for each position will be established and
weighted on the basis of importance.
Performance standards developed by

DoC will be used along with specific

supplemental performance standards
developed by the supervisor to evaluate
levels of accomplishment for each
critical element. A mid-year review will
determine whether objectives are being
met and whether critical elements
should be modified to reflect changes in
planning. work-load. and resource

allocation. Additional reviews may be
held if needed. There are five rating
categories: Outstanding, Commendable.
Fully Successful, Marginal, and
Unsatisfactory.

After the initial rating is given, an
employee's performance will, if
appropriate, be reviewed at higher
levels and ranked in relation to the
employee’s peers (all other employees in
the same pay band and career path).
This peer ranking process may take
place at divison, center, and MOU level,
and will result in assignment of a final
rating. Pay adjustments will be based on
employee ratings. The performance
appraisal cycle for all covered
employees will begin October 1 and end
September 30 of the following year.

All performance plans and appraisals
will be reviewed by-at least the next
higher level of management. A written
performance review at the end of the
rating period will be required.

An employee who disagrees with the
rating received may comment in writing
to the approving official. The approving
official makes the final decision and
must document any changes in the
rating.

Senior Executive Service

Members of the Senior Executive
Service will remain under the current
DoC/NBS SES performance appraisal
system. 5 U.S.C. 3104 employees will be
under the structure of the project
performance evaluation system, but will
not be in the project pay-for-
performance pay system.

Awards
Introduction

NBS currently has an extensive
awards program consisting of both
internal and external awards.
Performance recognition bonuses will
replace current performance recognition
awards (Quality Step Increases,
Sustained Superior Performance
Awards, and PMRS Performance
Awards). The Special Act or Service
Awards (SAS), internal NBS awards,
and suggestion awards will continue.
Department of Commerce Medal
Awards and other honorary non-cash
awards will also be retained.

Performance Bonuses

Bonuses are cash awards to recognize
and encourage special contributions.
Bonuses must be supported by a total
summary rating of at least Fully
Successful. They must be approved at a
managerial level at least one level
higher than the official who
recommended the bonus. Cash bonuses
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will not become a party of employee
base pay.

Senior Executive Service and 5 U.S.C.
3104 Employees

Members of the Senior Executive
Service (SES) will remain under their
current awards system and will not
participate in the project performance
recognition bonus awards program. SES
members will continue to be eligible for
the SES bonus awards and the
Presidential Rank Awards.

5 U.S.C. 3104 employees will be
eligible for cash awards.

Employee Development
Introduction

The objective of NBS's Employee
Development Program is to develop the
competence of employees for maximum
achievement of Bureau goals and
objectives. The legislation mandates the
continuation of an employee
development program including, in
appropriate circumstances, a sabbatical
program. The legislation requires that
any sabbatical program be consistent
with the terms and conditions of the
sabbatical program currently applicable
to members of the Senior Executive
Service.

Sabbaticals

The proposed NBS Sabbatical
Program under the Project will cover all
career appointees whose current
performance is above the fully
successful level. Employees wiil be
eligible after completion of seven years
of Federal service. One sabbatical of 3
to 11 months may be granted to an
employee in any 10-year period. Each
sabbatical should benefit NBS, as well
as increase the employee's individual
effectiveness. Various learning or
developmental experiences may be
considered for purposes of granting a
sabbatical, such as advanced academic
teaching or research, or on-the-job work
experience with public, private, or non-
profit organizations.

Final approval authority for all
training during the project wiil be the
major organizational unit (MOU)
director or designated management
level. The personnel offices will provide
policy guidance, training design,
evaluation, information, scheduling, and
administrative processing.

Employee Relations
Introduction

The legislation mandates that
employees covered by the project are to
be evaluated under a performance
evaluation system that affords appeal
rights comparable to those provided

currently under chapter 43 of title 5,
United States Code., NBS will maintain.
under the project, the substantive and
procedural appeal rights that employees

- now have.

Placement in a Lower Pay Band

Employees whose ratings are marginal
or unsatisfactory will receive no pay
increase and may move to a lower pay
band as the minimum rates of basic pay
in a pay band increase (as the result of
comparability increases). Such
placement in a lower pay band, with no
decrease in pay, and due to a failure to
attain a performance rating of fully
successful, will not be considered an
adverse action.

Safeguards for Employees

Employees may be removed from their
positions or reduced to a lower level for
unacceptable performance. These
performance-based actions will follow
the same procedures and allow the same
appeal rights as current performance-
related removals and reductions in
grade.

Evaluation
Introduction

The Demonstration Project legislation
mandates evaluations and reports by
organizations external to NBS.

The Office of Personnel Management
is to have the Project evaluated annually
by a contractor. The contractor must be
especially. qualified to perform the
evaluation based on its expertise in
matters relating to personnel
management and compensation. The
contractor is to report the findings to
OPM in writing. After reviewing the
report, OPM is to transmit the report,
along with comments by OPM, the
Department of Commerce, and NBS, to
Congress.

The Comptroller General must submit
a final report to Congress no later than 4
years after the commencement of the
project. This report is to include any
recommendations for legislation or other
action which the Comptroller General
considers appropriate.

The Evaluation Plan incorporates both
internal and external evaluation efforts.
Elements of the plan are outlined below.

Evaluation Methodology

The evaluation effort will be carried
out in four phases. The design phase is
intended to aid in the structuring of the
demonstration project and is primarily
an internal NBS effort.

Baseline data will be collected prior to
implementation of the demonstration
scheduled for January 1988. These data

will be made available to the OPM
contract evaluator.

Following the implementation of the
project, the monitoring of the
implementation phase begins. An
evaluation of this phase is necessary to
determine whether the project is
implemented as designed and whether
the stated processes are stable and
operational.

The formative evaluation phase
begins once it has been determined that
the project is stable and operational.
This phase will extend over the full 5-
year experimental period. Data will be
collected annually and periodic reports
will be issued. The summative phase
will assess the overall impact of the
project upon conclusion of the
experiment.

The evaluation will focus on overall
personnel management issues and will
be based on before-and-after
comparisons of the personnel
rmanagement data, using both
quantitative and qualitative criteria.
Personnel records and reports, as well
as previously validated survey
instruments, will be used to develop
appropriate measures. New data
collection methods and measures, or
modifications to existing instruments,
may be required for some criteria. A
private research firm will design,
conduct, and analyze the results of
employee attitude surveys in order to
ensure the validity of results and to
protect the confidentiality of individual
employee responses. In addition to the
specific requirements, as mandated by
the legislation, the design of the survey |
will benefit from the experience of the |
Office of Personnel Management, the
Department of Commerce, the National |
Bureau of Standards, and other -
organizations. The first survey is
scheduled for the fall of 1987. 4

Evaluation criteria will be derived
from the following Demonstration
Project goal and objectives:

Goal: Demonstrate improved
personnel management by tying pay |
more closely to the job market, linking |
pay increases to performance, and |
introducing efficient personnel
structures and processes.

Objectives: Compete more effectively
for high-quality staff; motivate staff and
retain key employees; increase
management responsibility and
accountability; remain budget neutral;
and create a model that could be
adopted by other government agencies.

Project Training
One of the keys to the success or

failure of the project will be the training
provided to all participants. Training
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will not only provide the necessary
knowledge and skills to carry out the
proposed changes, but will also promote
a commitment to the program on the
part of all participants.

Training will be structured to meet the
specific needs of:

1. Supervisors 2. Administrative Staff;

Employees

NBS will train employees for the
demonstration project. In the months
leading up to the implementation date,
meetings will be held for employees to
fully inform them of all project
decisions, procedures, and processes.

Costs
1 1 specialists,
gzxg:nilzzr;g?::ts. l;ndl I “Although the project legislationdoes)
administrative officers not-require budget neutrality. NBS has -
3. Employees v / set for itself an objective to control total,

{compensation costs associated with the.)
Training will also include orientation project. NBS programs must have the
and periodic status updates: This i flexibility to respond to emerging
training will focus on overviews and ir-  technologies and to industry and other
depth descripticns of all elements of the - agency demands. Nearly half of NBS
demonstration project, including: resources come from government and
1 Objectives private sector customers. The proposed
{mplementation plan and timetable measures will allow NBS to meet these
Organizaticn for the demonstration demands and yet control total
coppetsaion Coss, o toal
: : NES intends to maintain

- - How emplcyees will enter the project cuompensation during the project at the
: Pay adjustment pr?-.ess - level it would have reached under the
6. Position clegsification/position current Government-wide system. The

description preparation proposed procedure will permit changes

w

4

7. Promation in NBS expenditures which result from
8. Staffing legistatively mandated program changes
9. Performance evaluation and changes in Federal pay and

10. Bonuses

_ benefits>NBS may offset selected salary
11. Link between management [increases ‘with-savings by reducing ~ ’

accountability and personnel office { turnover, _ellmmatmg _unnecessary’

oversight ‘overhead, and cuttinig othier personnel )
12. Automation {costs. NBS will measure its adherence to
13. Internal and external evaluation “cost control by preparing budget

processes estimates which are based on
prescribed Federal Budget processes
and monitor actual spending under the
Demonstration Project against this
budget estimate.

Implementation

NBS intends to strike an appropnate
balance between supervisors’ personnel
management authority and
accountability and personnel office
oversight responsibility. Supervisors will
be thoroughly trained for exercising
their delegated authorities in
accordance with demonstration

Supervisors

The focus of the demonstration
project on management-centered
personnel administration, with
increased supervisory and managerial
personnel management authority and
accountability, demands thorough
training of supervisors and managers in
the knowledges and skills that will
prepare them for their new
responsibilities. Training will include
detailed information on the policies and
procedures of the demonstration project, procedures and safeguards.
skills training in classification, position
description preparation, and Con_versmn to the Demonstration
performance evaluation using peer - Project

comparison and ranking. Initial entry into the demonstration
Administrative S project for covered employees will be
ministrative Staff accomplished through a full employee
The administrative staff. generally protection approach that ensures each
personnel specialists, technicians, and

employee an initial place in the
administrative officers, will play a key appropriate career path and pay band
role in advnsmg. training, and coaching

without loss of pay (see “Conversion of
supervisors and employees in Employees to the New System™ under
implementing the demonstration project. “Pay Administration” above).
This staff will also need training in the ., ,
procedural and technical aspects of the ~ Peérsonnel Administration
project. They will undergo at least the All personnel laws, regulations, and
same block of training provided to all guidelines not superseded by Pub. L. 99-
supervisors. 574 authorizing the project or waived by

this plan will remain in effect. Basic
employee rights will be safeguarded and
merit principles will be maintained. The
personnel offices will oversee the
personnel management decisions made
by supervisors. and will continue to
process all personnel and payroll
actions.

Automation

NBS will continue using the U.S.
Department of Agriculture’s National
Finance Center automated personnel/
payroll processing system. NBS will
automate internal personnel processes
and systems associated with the
demonstration project wherever proper
.and appropriate, and will design a
personal computer system to haniile the
production of position descriptions.

Coaversion Bach to the Former S;stern

In the event the project ends and the
demonstration system is not made
permanent. a conversion back to the
former (regular) Federal civil service
system will be required for positions
equivalent to GS/GM-15 and below
(SES and 3104 positicn classification
will not change under the project).

The conversion will be conducted
according to the following steps:

1. All emplovees will be converted at
their current base pay at the time of
conversion, except where a General
Schedule employee's base pay falls
between two steps of a grade and must
be raised to the higher step.

2. All employees in a pay band
corresponding to a single General
Schedule (GS) grade will be converted
to that grade.

3. Employees in a pay band
corresponding to two or more GS grades
will be converted to one of those grades
according to the following procedures:

a. A mid-point will be calculated for
each GS grade, which will be the dollar
figure half-way between the minimum
rate and maximum rate of the grade in
the current GS pay schedule at the time
of conversion.

b. An employee’s basic pay at the
time of conversion will be compared to
the GS grade mid-points to establish the
grade mid-point that is closest, whether
higher or lower. to the employee’s basic
pay.

" c. The employee will be converted to
the GS grade whose mid-point is closest
to the employee's basic pay. except that
an employee converting to a two-grade-
interval occupational series will be
converted to an appropriate grade for
that series whose mid-point is closest to
the employee's basic pay. If the
employee’s basic pay is equally distant
from the mid-points of two appropriate
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gradas, the employee will be converted
to the bigher grade.

4. Employees will be placed in GS or
GM {PMRS) categories according to
coverage criteria that exist at the time of
conversion.

5. Once these conversions have taken
. place. evaluations will be conducted to
‘ensure proper classification.

Experimentation and Revision

Many aspects of a demonstration
project are experimental. Modificatinns
must be made from time to time as
experience is gained, results are
analyzed, and conclusions are reached
on how the system is working. The
Bureau, with DoC and OPM agpproval,
will make minor modifications, such as
changes in the occupational series in a
career path, without further notice.
Major changes, such as a change in the
rumber of career paths, will be
published in the Federal Register.

Project Management and Oversight

In accordance with the project
legislation. the project will be
“conducted by the Director of the

National Bureau of Standards.” The- —

Director will delegate management and
oversight of the project to the Personnel

Declassified and Approved For Release 2013/01/23 : CIA-RDP90-00530R000501260003-0

Management Board (PMB) under the
chairmanship of the NBS Deputy
Director. The directors of the major
organizational units will be voting
members and the Personnel Officer and
EEO Officer will be non-voting
members. The PMB will be the NBS
body to manage, evaluate, and make
policy and procedural changes to project

systems when needed. When necessary,

the PMB will interpret and clarify
project policy. The PMB will establish
the management and administrative
structure for running and evaluating the
project and will oversee the delegations
of authorities to managers, supervisors,

-and management bodies, including the

withdrawal of authority when
warranted. The PMB will have the
authority to make exceptions to normal
project procedures on a case-by-case
basis when it believes an exception is
warranted. The PMB will also have the
authority to establish itself as the
approving body for any type of project
personnel action for which NBS has
authority. , :

Authorities and Waiver of Laws and
Regulations Required

Public Law 99-574 gave the National
Bureau of Standards the autharity to

‘Section 351.401

experiment with several specific

personnel system innovations which are

otherwise prohibited by law and

regulations. In addition to the

authorities granted by act, the following

waivers of law and regulation are

necessary:

Title 5, U.S. Code

Section 5333(a) Minimum rate for new
appointments Ny

Title 5, Code of Federal Regulations

Section 315.801 Requirement for one-
year probationary period '

Section 315.802 Length of probationary
period

Scope of competition
inRIF '

Section 351.402
RIF '

Section 351.403
RIF

Section 351.701
displacement

Section 531.203
appointments
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