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Introduction

Part | of this Manual explains information which Research Position Evaluaion System (RPES)
panelists must have to make fair and equitable classification decisions. Information on
individual positions and incumbents will be submitted according to the outline detailed below,
which is compatiblewith the format of the U.S. Office of Personnel Management (OPM)
Research Grade-Evaluation Guide (RGEG). The standardized forma is an important feature in
assuring consistent and equitable evaluation throughout ARS. Case materia will be reviewed for
adherence to format. Inaccurate, incomplete, or improperly prepared writeups will be returned
for revision.

Note: With the exception of required completion and submission of ARS Form 229,
standard panel procedures will apply to Supergrade Panel operations.

Part 11 of this Manual provides detailed procedures and eval uaion tools which RPES panelists
need to know in order to serve effectively on mandatory and ad hoc panels. Included are:

. panel procedures (including report preparation),

. indepth review(er) (IDR) guidelines,

. the OPM RGEG, and,

. additional guidance on interpreting the RGEG and arediting patents.
Reference

Basic RPES policies are explained in P&P 431.3-ARS.



Part | - Case Writeup Preparation

Chapter 1: Format of Case Writeup

Cases are to be prepared in the format shown below. Numbersin parentheses refer to pagesin
this Manual where the topic discussion isto be found.

Factor | - Research Assignment (p. 8)

A. Assigned Responsibility (p. 8)

B. Research Objectives and Methodology (p. 9)

C. Expected Results (p. 9)

D. Knowledge Required (p. 9)

E. Supervisory Responsibilities (p. 9)
Factor 11 - Supervision Received (p. 11)

A. Assigned Authority (p. 11)

B. Technical Guidance Received (p. 11)

C. Review of Results (p. 11)

D. General Supervision (p. 11)
Factor 111 - Guidelines and Originality (p. 12)

A. Available Literature (p. 12)

B. Originality Required (p. 12)

C. Demonstrated Originality (p. 12)
Factor IV - Qualifications and Contributions (p. 13)

A. Demonstrated Accomplishments (p. 13)



Stature and Recognition (p. 31)

1.
2.
3

4.

Honors and Awards

Special Invitations

Offices and Committee Assignments Held in Professional and Honorary
Societies

Participation in Prafessional Meetings, Technical Conferences,
Workshops, etc.

Advisory and Consultant Activities (p. 33)

1. Professional Advisory and Consulting Activities
2. Special Assignments

Other (p. 34)

1 Educational Background

2. Research Experience

3. Other Significant Information

Publications (p. 37)

1
2.

Peer-Reviewed Journal Publications
Other Publications



Chapter 2: General Guidance

Before preparing your case writeup, review this Manual and the RGEG to gain an understanding
of each factor's evaluation objective.

Do not modify, omit, or add section headings or subheadings to the format outlined above. Each
element of the format must be included in the case writeup. If there is nothing to report unde an
element, enter "None."

In writing Factors|, Il, and |11 use gender-neutral terms and style instead of saying "he," "she,"
"his," or "her." Begin sentences with action verbs (the subject is understood). Write brief
narrative paragraphs following the outline shown above.

All pages following the first page of the case writeup must be numbered.

Typing Specifications. Case writeups must:

. be typed single-spaced;

. be typed with a minimum font size of Times New Roman 12 or equivalent;
. have minimum of 1” margin on all sides; and
. adhere to length specified herein for individual elements and subdements.

Caution: No entry at variance with prescribed format will be accepted. Noncompliant
writeups will not be accepted by the Area Office.

Remember: Undue detail, verbosity, and needless repetition will weaken rather than
strengthen your case writeup!



Chapter 3: Factor |, Research Assignment

Note: Factors| through I1I-B constitute the official position description and must not
exceed three (3) single-spaced pages in length. They describe the position’s current
characteristics; i.e., over the next 3-4 years. Factors|1I-C and IV complete the case
writeup.

Thisfactor is documented and evaluated via five e ements lettered A-E.
A. Assigned Responsibility

Identify the organization, location, general area of work (including scope and research approadh),
and the specific National Program(s) under which the research is conducted (i.e, "Thisresearch
isacomponent of ARS National Program 202--Soil Resource Managemert," or "Thisresarch is
conducted in support of ARS National Programs 106--Aquaculture, and 108--Food Safety.") The
[imits or boundaries of the area of work should be clearly stated. (The specific objectives within
the area are covered in the next paragraph.)

If the assignment is new—entered into within the past 4 years—so indicate; i.e., “ This assignment
isnew since October 2003.” This entry is not applicable for the first post-hire panel review.

When appropriate, state if you are ateam member or ateam leader.

If you are assigned one of the three formal levels of leadership listed below, explain fully in this
paragraph. (The source of these definitionsis P& P 100.2-ARS.)

. Lead Scientists (Level I) are responsiblefor the scientific leadership of Level | projects,
and report to aLevel 11 Research Leader (RL). In this capacity, the Lead Scientist:
coordinates scientific activities of participating scientists; evaluates and recommends--
with National Program Staff (NPS) concurrence--changes to the project(s); prepares
annual reports; provides technical information and consultation pertaining to assigned
project(s), both internal and external to ARS; and ensures that human, fiscal, and physical
resources assigned to project(s) are utilized as planned. With RL approval, a Lead
Scientist may supervise temporary scientists assigned to the project, e.g., Research
Associates. With Area Director (AD) approval, a Lead Scientist may supervise other
permanent scientists assigned to project(s).

. Research Leaders (Level IT) head management units and are responsible for exercising
leadership and line authority over scientists and support personnel assigned to the unit.
An RL reportsto either aLevel [11 Director or to anAD. In this cgoacity, theRL is
responsible for: maintaining and enhancing the creativity and productivity of the unit;
hiring personnel and managing the human, fiscal, and physical resources assigned to the



unit; serving as the unit fund holder; providing technical information and consultation,
both internal and external to ARS; and ensuring the proper interpretation and reporting of
scientific research results and information.

. Directors (Level I1I) typically exist only where there is an organizational need for
research administration to coordinate Level 11 efforts. A typical Level Il assignment
would bethedirector of alarge center or laboratory.

B. Research Objectives and Methodology

Describe: (1) the specific objectives within the assigned area of responsibility which will be
pursued for the next 3 to 4 years, and (2) the methodol ogy to be used as agreed upon by you and
your immediate supervisor. If leadership is involved, distinguish between the objectives of the
research team and those of your personal research assignment.

C. Expected Results

State the expected results and the impact on science or technology that will result from successful
completion of the research described in B above.

D. Knowledge Required

Limit to abrief list of specific, directly applicable disciplines and skills needed to perform the
duties of the current assignment. Do not list commonly required knowledges such as statistical
analysis, experimental design, etc. Example: "The research assignment requires professional
knowledge of plant physiology, biochemical engineering, molecular biology, thermodynamics,
and transport science.”

E. Supervisory Responsibilities

Specific data, (i.e., title, grade level) of employees supevised must be included. All positions
having formally delegated and continuing technical and administrative supervisory
responsibilities over ARS employees must include the following:

Provides technical and administrative supervision. Isresponsible for making selections
for positions, assigning duties, reviewing work, approving/disapproving leave, and
evaluating performance. Ensures equal opportunity is extended to all employees
supervisad and all candidates for employment without regard to race, color, religon, sex,
national origin, age, or nondisqualifying handicapping condition. Ensures affirmative
implementation of Equal Employment Opportunity plans of action and applicable Civil
Rights provisions which includes full consideration of eligible minority group members
and women in filling vacant positions; providing career counseling and orientation;
enhancing career opportunities through training and development, job redesign, and/or
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similar techniques; and ensuring full consideration of these employees in recommending
promotions, awards, and other forms of special recognition.

10



Chapter 4: Factor ll, Supervision Received

Thisfactor is documented and evaluated via four elements lettered A-D.

A. Assigned Authority

Summarize your freedom to do research and make decisions within the scope of the assignment.
Include a statement about the complexity and/or alternative research approaches when the scope
of, and freedom within, the assigned area permitssuch choices.

B. Technical Guidance Received

Describe the general technical supervision recdved. Technical refers to the theoretical,
experimental, and practical aspects of planning specific research activities in the assigned area
of responsibility.

C. Review of Results

Describe the supervision received (freedom given) to analyze, interpret, and report results, and
the nature and extent of your supervisor's review of manuscripts.

D. General Supervision

Describe the broad supervision received, such as frequency and nature of contact with the
supervisor, and your authority to make changes in the program or commit resources (personnel,
supplies, equipment, budget, etc.).

11



Chapter 5: Factor lll, Guidelines and Originality

This factor is documented and evaluated via three d ements lettered A-C.

A. Available Literature

Indicate the extent to which literature applies to the assigned area, the specific objectives
currently being pursued, and the methodology being used.

B. Originality Required

Indicate thedifficulty in identifying specific objectives or hypotheses or expeded results, and in
converting abstract concepts to easily understood statements or theories. If appropriate, the
extent to which new areas of investigation might be opened should be described to help reflect
the originality required.

Begin Factor I1I-C on a new page with the heading shown below.

Factor |1l - Guidelines and Originality
C. Demonstrated Originality

In a paragraph not to exceed % page, describe the originality and creativity demonstrated in the
research assignment and considered the best evidence of originality related to the current
assignment. Some ecific accomplishments should be dted, but do not restate the details of
accomplishments described under Factor IV. Needless details, verbosity, and reiteration of
Demonstrated Accomplishments will not strengthen the case.

12



Chapter 6: Factor IV, Qualifications and Contributions

This factor is documented and evaluated via five elements lettered A-E.

Factor IV is the single most important segment of the case writeup. It isdouble-weighted in
terms of point value when compared to the other factors, because it implements the "person-in-
the-job" concept which underlies the RGEG. Under this concept, research scientists have
open-ended promotion potential based on their personal research and leadership
accomplishments, which can change the complexity and responsibility of their positions.

Note: Factor IV is considerably more complex than the other factors and its elements
require correspondingly greater explanation. Unlettered subheadings in this section are
solely to provide clarification or examples of topics under discussion and are not to
be used in formatting case writeups.

General Guidance:

Y ou may opt to begin this factor with abrief paragraph summarizing your research career by
listing total yearsin research, total number of publications and presentations, and a general
statement about your reputation and recognition if these are s gnifi cant and appropri ate. |
included, limit to no more than 1/3 page and do not repeat information in Demonstrated
Originality (111-C).

Do not submit previous position descriptions as part of the casewriteup; summarizethe past
assignment instead. (See “Other Significant Information” under sedion D 3 below.)

A. Demonstrated Accomplishments

General

Immediately following the optional summary paragraph, sdect and list--from earliest to latest in
chronological order--the most ggnificant research accomplishments over your total career. A
limit isimposed on the total number of accomplishments which can be claimed and documented,
based on the scientist's current grade level:

. GS-11 and below, a maximum of three (3)

. GS-12, amaximum of five (5)
. GM/GS-13 and above, a maximum of eight (8)

13



Writing Accomplishment Statements

Impact is the core value of RPES, and assessment of impact begins with careful selection and
documentation of original contributions to afield of science or technology or to ARS programs.
Bear in mind that the actual impact of an accomplishment sometimes changes with time--often it
is not apparent for some time after an accomplishment has been achieved--so grea care and
precision in writing are required.

Detailed examples of Demonstrated Accomplishment statements are provided under “Variety of
Accomplishments Recognized” below. Each selected significant accomplishment must
summarize the following information in a concise paragraph not to exceed % page in length:

. What was accomplished? Emphasize what was done, but not how it was done. What
was your role in the accomplishment? Thisis particularly important for
accomplishmentsinvolving ateam effort (see discussion below). RPES isaposition
classification system, and cannot evaluate group ectivities. It istherefore necessary to
describe as accurately as possible what you contributed to the total accomplishment.
Finally, and most importantly, what is the impact on science, or the degree of adoption or
economic or program importance of the accomplishment? Where appropriate, specify the
customer(s) who benefitted from your work.

Note: Under the "Impact” subhead, relate significance and impact of the accomplishment
to achievement of ARS National Program goals and objectives whenever applicable,
particularly for your mog recent accomplishments

. To ensure that the requisite information is evident, embed the subheadings at the
appropriate points in each paragraph, as shown in the examples. Note that the
accomplishment and role subheadings may be linked in accomplishments where you
acted alone.

. The intention is to keep accomplishment statement paragraphs terse and factual.
Remember the caution against verbosity.

Number accomplishmentsin chronological order.
| dentify accomplishmentssince last promotion (or entry on duty with ARS) with an asterisk.
Note: Past accomplishments are generally accepted, but recent accomplishment is

important to indicate continuing research competence. For RPES purposes, "'recent" is
defined as the interval since the last panel evaluation.

14



Documenting Accomplishments

For each accomplishment, select supporting documentation, termed "exhibits." Research
accomplishments are generally documented with publications (i.e., peer-reviewed journal
articles, patents, Cooperative Research and Development Agreements (CRADA), technicd
reports, germplasm releases, review articles, etc.). Other types of accomplishments are more
appropriately documented by supporting statements, as discussed below and shown in the
accompanying table.

Note: Exhibits are permitted for Demonstrated Accomplishmentsonly.

Accomplishments may be documented by a mixture of publications and supporting statements,
provided the maximum of two (2) exhibitsis not exceeded.

Whenever an accomplishment is not or cannot be appropriately documented with a publication,
concise statements signed by some knowledgeabl e authority such as NPS staff saentist,
technology transfer coordinator, action agency official, industry or commodity group
representative, AD, etc., are acceptable as exhibits. Such statements must contain substantive
information. They must provide evidence to support the summary and particularly theimpact
of the accomplishment. For research accomplishments, the statement(s) must also indicate why
the research was not or could not be published.

Note: Impact may also be addressed by attaching a maximum of three (3) supporting
statements or reviews to a cover memo signed by the AD. The AD's memo must state
that "the attachments indicate Dr. 'simpact with regard to [identify the nature of
the accomplishment].” Such memo/attachment combinations are counted as a single
exhibit. Supporting Satements are otherwise counted as individual exhibits.

Patents are an important means of documenting certain applied research and technology transfer
accomplishments. In addition to including a copy of the patent as an exhibit, the writer should
summarize informaion about the significance of the patent (i.e., improved products, economic
savings, etc.) in the accomplishment statement.

Exhibits must be referenced to the particular accomplishment documented and--in the case of
publications--to the publications list, e.g., "Exhibit 1, #3; Exhibit 3a, #6; Exhibit 3b, #8; Exhibit
4, #10;" etc. Publications related to an accomplishment but of lesser importance than the
exhibit(s) will only be referenced to the publication list, e.g., "#28, #34, and #40."

Exhibits should be selected with the following in mind:

. Exhibits must support statements of your role and impact of the work on science,
technology, or ARS programs

15



. A maximum of two (2) exhibits may be used to document each accomplishment.

. There is no requirement to "fill the quota" with the maximum number of allowed
exhibits.
. Full credit for an accomplishment cannot be given when the accomplishment is

documented solely by abstrads.

. Seria articles ("Part I, Part 11," etc.) are counted as separate documents when used as
exhibits.
. If you are using a book as an exhibit, submit only one complete book. For the case

writeup, the exhibitisto consist of a scanned PDF set of thetable of contents The RPE
Staff will ensure the book gets to the designated indepth reviewer for your case. (If you
so specify ahead of time, the RPE Staff will also arrange to have the book returned to you

after the panel meeting.)

. If you are submitting a disk as an exhibit, be sure to include instructions for accessing

the material on the disk.

Typical exhibits for various types of accomplishments include:

Type of Accomplishment

Typical Exhibits

Research

Journal articles, technical reports, germplasm rd eases,
funded grants, supporting statements from user
groups/action agencies

Special Assignments or Projects

Supporting statements from NPS and other program
authorities

Technology Transfer

Patents, videotapes, cooperative research and
devel opment agreements, germplasm releases, and
supporting statements from user groups/action agencies

Systems Research and Integration

Manuals or disks of simulation models, journal articles,
technical reports, and supporting statements

Leadership (RL and Scientific)

Supporting statements from AD, NPS, and user groups/
action agencies

Additiond

None permitted
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Variety of Accomplishments Recognized

RPES recognizes and credits awidevariety of accomplishments when properly documented:
knowledge development, knowledge application, method development, literature
review/analysis, technology transfer, leadership (research leadership and scientific leadership),
systems integration/modeling, and specia assignments. The type(s) of accomplishments you
select will naturdly depend upon your pag and present assignments.

Research

Research accomplishments are "expected” of research scientigs, and the documentation is well
understood.

Examples:

Accomplishment: Wheel traffic compaction in no-till may reduce nitrogen fertilizer
uptake by corn plants. To address this problem, the incumbent led ateam in designing
and conducting afield experiment that examined the combined effects of tillage, fertilizer
placement, and wheel traffic on corn shoot and root growth, N uptake efficiency, and
yield. Wheel traffic from moderate-size farm machinery (4.5 metric tons axle loads)
reduced the growth of roots in tracked interrows. Asaresult, cornroots took longer to
reach N fertilizer placed in tracked interrows and this fertilizer was then susceptible to
leaching for alonger time. Additionally, placing fertilizer closer to the plant row resulted
in more rapid shoot growth prior to anthesis. Role: Incumbent conceived, planned and
directed the research, and wrote the manuscript. Impact: This research was the basis for
three journal articles and two invited presentations and has been incorporated into lowa
State University Extension recommendations on nitrogen fertilizer placement.

(Exhibit 1a, #25; Exhibit 1b, #34; and #46)

Accomplishment/Role: The incumbent postulated that direct mechanical inoculation of
the vascular tissues in seeds will bypass the need for vectors to transmit maize viruses.
This elegant, unconventional, and simple approach resulted in a highly eficient method
for trangmitting MWLMV and thefirst mechanical transmission of intractable maze
viruses such as maze chlorotic dwarf virus, maize mosaic virus, maize rayado fino virus,
mai ze rough dwarf virus and maize streak virus. Impact. Among other berefits, this
research provided a unique solution to study viruses without the confounding effect of
vectors, el iminated or reduced the intensiv e labor requirements of insect rearing,
expedited tests on infectivity of virus preparations, provided a means to study the
mechanism of resistance to systemic virus movement and to study virus resistance
independently from vector resistance, and facilitated studies that manipul ate recombinant
vira clones. (Exhibit 8a, #85; Exhibit 8b, #92; and #87)
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Note: ARS acknowledges the value of risk taking when gppropriate to themission. This
means that negative or partial results are recognized as potentially having an impact on
science as great as positive resultsin other contexts. Limited impact is more
appropriately associated with limited relevance, lack of orignality, or poorly planned and
executed research.

Team Research

The RGEG--and, therefore, RPES--assess the impact of a scientist's contributions to science and
technology, and the extent of stature and recognition resulting from that impact.

RPES seeks to determine the appropriate level of credit for contributions made as part of ateam
in the same manner as for individual research achievements. RPES is a system for classifying
individual research positions. If your assignment includes being part of ateam, you must be
specific in showing your contribution to the team accomplishment. Team responsibilities
may be assigned formally or they may develop informal ly.

Explaining contributions as a team member is sometimes difficult because the team concept
emphasizes unity and cohesiveness. In writing the acocomplishment statement, you must address
your individual participation in, and actual contribution to, solving the problem in terms of
conceiving the study or defining the study objective, defining hypotheses to test the approach,
interpreting data, reporting or otherwise transferring the reaults, or comparabl e activities.

Impact isthe key consideration in describing team research accomplishments. Impectisa
guestion of the value and use made of a given contribution. It is neither measurable by nor
synonymous with publication or authorship. IDR's are specifically tasked to determine an
incumbent's relative contribution in team research and student/professor situations. Such
situations are widespread throughout science and not considered unusual by experienced
panelists.

Examples:

Accomplishment: Inteam research, the incumbent and her coworkers determined the
mode of action and compared the efficacy of two insed growth regulators on the cat flea.
Pyriproxyfen was found to be the most photostable of two juvenile hormone mimics.
Both compounds disrupted embryonic development when applied to the adult female flea.
In addition, exposure of flea eggs to treated pet fur for as little as only 1 minute disrupted
either embryonic or larval development, depending upon the IGR used. Role: The
incumbent led the histological portions of the studies and participated as a full team
member in other aspects of the work. Impact: This research demonstrated that the high
susceptibility of flea eggs to these products was due to a unique, previously unreported,
non-sclerotized chorion in flea eggs that consisted only of a gelatinous material
overlaying the developing embryo. The results of this research are important because
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they suggest new approaches for controlling fleas by attacking the vulnerable egg stage.
The data are being used in evaluating this product for registration and commerdal use on
domestic animals. (Exhibit 7a, #57; Exhibit 7b, #59)

Accomplishment: In cooperative studies with university personnel and his Research
Associate, the incumbent examined the impact of global climate change on hydrology and
erosion. Using three climate change scenarios, the impact in increased precipitation and
decreasing winter temperatures was evaluated on water resources of amixed land use
basin. Depending on the scenario, water yield increased from 101% to 245%, while the
sediment yield increased from 121% to 266%. In anothe study, climate change scenarios
were devel oped using trends in theclimate data for 14 sites across the continental U.S.
and Alaska. Using WEPP and CREAMS models, runoff and soil loss were simulated at
each site with and without climate change. Relativeimpacts of these generated climae
changesin soil loss ranged from -35% at asitein Alaskato a40% increase at an
Oklahomasite. Role: The incumbent devel oped analytical procedures to organize and
present the data to demonstrate the impact of climate change on runoff and erosion.
Impact: Results from these studies demonstrate that small differencesin precipitation
and temperature trends significantly impact soil loss and sustained agriculturd

production. (Exhibit 7a, #51; Exhibit 7b, #54)

Special Assignments and Projects

Such activities are considered related or complementary to assigned research. They are credited
when the accomplishments:

. have impact on science, technology, or Agency programs equivalent to that of the conduct
of research; or

. maintain your level of expertise, allowing full credit to be given for past research
accomplishments.

The mission of ARS is to conduct research, solve problemsof U.S. agriculture, and effectively
communicate its results. Work will be assigned to positionsin order to achieve mission goals
with maximum effectiveness and efficiency. Accordingly, complementary service projeds will
be assigned to Category 1 positions when one or more of the following conditions exist: funds or
personnel ceilings are not available to hire additional persons; the volume of work is not
sufficient to justify establishing an additional position to perform it; the activity is a natural
followup to the research; or technical requirements prohibit others from doing the work. Specific
examples of such activity include (a) structuring, participating in, or co-leading external
stakeholder workshops to develop input for National Program Action Plans, and (b) serving as ad
hoc or convened panel reviewer for the Office of Scientific Quality Review in evaluating the
technical and saentific quality of proposed ARS research projects.
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While ARS allows researchers to impad the classification of their positions, there are some
constraints due to the nature of each position. Each position is established primarily to perform
apart of ARS mission and, only secondarily, to provideavenues for possible personal
advancement depending upon how the position and work can be organized. Thereisaclea
distinction between pursuit of an Agency objective--even if not completeor fully successful--and
scientists pursuingtheir own, or no, goals.

Documentation of research-rdated activities isessential for proper credit. The position
description must include a brief paragraph on the duties and responsibilities for ongoing
complementary assignments. Factor IV of the case writeup must mention completed projects and
accomplishments. They may be included either as (a) a substitute for a research accomplishment
(when impact is comparable to a research accomplishment, or when it fills a gap in recent
research accomplishments), (b) an Additional Accomplishment beyond the threeto eight
Demonstrated Accomplishments, or (¢) a statement in Factors IV-B or -C, which provides further
evidence of your acceptance, impact, and recognition.

Examples:

Accomplishment/Role: Asatechnical consultant, conducted afield study to solve an
urgent and critical problem and prepared a handbook of recommendations (Exhibit 7b),
which applied methodology developed earlier (Exhibit 7a). Impact: ThiSARS
handbook has been distributed widely among the users and has been commended by the
indudtry.

Accomplishment/Role: As Project Manager for 2 years, established a new location and
program for research, monitored compl etion and acceptance of the new faci lity,
established research programs and position descriptions for six research scientists and six
support staff, and interviewed and selected staff. Impact: Although there are no
publications resulting from work at the new facility yet, research iswell under way.
(Exhibit 8a, letter from Area Director indicating current appointment as Research Leader
now that the project is done; Exhibit 8b, CRIS progressreport)

Accomplishment/Role: At the request of the Department of Defense (DOD), applied
techniques to develop new methodology to . . .. Impact: Because this defense project
was security classified, no publications were allowed; however, the work was successful.
(Exhibit 4a, general description of the project objective; Exhibit 4b, aletter from DOD
accepting theresults)

Accomplishment/Role: As Germplasm Curator for the sorghum crop, coordinated
evaluation of 275 germplasm accessions, and consolidated the datainto a report
distributed to scientists working with the crop. Impact: The report has stimulated
increased use of the germplasm to broaden the genetic base of the crop in the United
States. (Exhibit 8a, letter from State Agriculture Experiment Station scientists/Director
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documenting use of the report and of the germplasm lines; Exhibit 8b, letter from plant
breeder from Tropical Seed Company documenting utility of the report and the new
germplasm in their program).

Accomplishment: Appointed by Area Director as Research Program Representative
(RPR) for 7 years (1994-2001) on the Agency team responsible for design and
construction of a$17 million research facility to house 20 scientists conducting a national
research program on biocontrol of plant pests. Role: Incumbent fulfilled major
responsibilities throughout this complex endeavor, including the feasbility study,
predesign and design work, bid process, construction, and postconstruction phases.
Assignment required ahigh level of scientific expertise, a broad understanding of a
multidisciplinary research program, and exercise of a high degree of coordination and
communication skills. Impact: A maor ARS design and construction project was
completed in assigned timeframe and within budget. This has greatly enhanced
fulfillment of ARS research mission by providing the specialized, gate-of-the-art facility
needed for a multidisciplinary team approach to development of solutions to complex
problemsin biocontrol. This successful endeavor was due in large part to incumbent's
actions, which also resulted in major savings to the Government by reducing design time
by 8 months and avoiding over $130,000 in redesign costs. (Exhibit 8a, letter from AD
assessing incumbent's overall performance of the RPR assignment; Exhibit 8b, letter from
Director, Facilities Division assessing incumbent's performance of RPR responsibilities
with attachment from Manual 242.4-ARS specifying RPR duties)

Technology Transfer

Technology transfer may constitute a separate accomplishment but, more often, is a part of the
impact of other accomplishments. Transfer is best explained by stating that the technology was
transferred and by summarizing the resultant impact. Supporting documentation may take the
form of statements from supervisors, user groups, industry or action agencies, or Technology
Transfer Coordinators.

Technology transfer is a culmination of all ARS activities. It enphasizes the tranglation of
research resuts into viable products, processes, and services. Scientists involvement in
technology transfer encompasses a variety of activities, suc as:

Direct communication concerning their research discoveries with industry scientists,
Extension, and other action agency personnel, producers, food processors, etc.

Joint research with potential users of their research results, including CRADA'’s.

Publication of manuscripts in peer reviewed journals and other printed media.
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. Presentation of papers and participation in poster sessions at professional society and
industry sponsored meetings and conferences.

. Participating with the Office of Technology Transfer in disclosing inventions, aswell as
preparation and prosecution of patent applications, CRADA's, and licensing agreements.

. Holding technology transfer meetings (eg., field days, open houses, workshops,
conferences, etc.) at ARS locations and/or sponsored by industry or professional societies.

. Preparation of interpretive summaries for the ARS-115, which along with the technical
abstract are included in the TEKTRAN database.

. Assisting ARS Information Staff in preparation of articles, news releases, newsldters,
video and radio tapes, €tc.

Technology transfer is considered a research-related activity for classification purposes.
Crediting such activities for research positions is based on the philosophy that the RGEG
assesses a research accomplishment by measuring its impact on science or technology, and both
impacts are achieved by the same person.

Note: While technology transfer isan ARS mission, it isnot intended to be the major or sole
assignment of any research scientist position. Positions which are primarily involved in
performing technology transfer dutiescannot be evaluated by the RGEG. Research positions
performing technology transfer duties as an ongoing, permanent assignment must document that
fact with aduty statement in Factor | of the case writeup.

Examples:

Accomplishment: Asteam leader, established, developed, equipped, staffed, trained,
and directed an ink research program at the request of the Americen Newspaper
Publishers Association and the American Soybean Association, and by Congressional
mandate. Role: Theincumbent with aresearch associate conducted research in which
soybean oil and other representative commodity seed oils were modfied to exceptiondly
light colored, biodegradable (#156), and hydrophobic polymers that are used directly as
non-petroleum vehicle to formulatelithographic and letterpress inksof superior quality
and cost competitive with petroleum based inks (#133, #136, #140, #144, #145).

Impact: The technology was demonstrated, through a CRADA, to the satisfadion of a
major ink manufacturer for all four colors used by the industry. With a potential market
of 500 million pounds of soybean oil, the economic impact is extremely significant. The
technology has been patented (#147) with foreign rights protected, and numerous national
and international companies, expressing interest, have been referred to the ARS Licensing
Coordinator. One nonexclusive license was issued August 1993. Further, the research
has been recognized by receiving the team USDA Distinguished Service Award, 1992;
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the incumbent received the American Soybean Association, Domestic Marketing Award,;
and has received numerous requests to discuss the research and present lectures. (Exhibit
8a, #136; Exhibit 8b, supporting statement from American Newspaper Publishers
Association)

Accomplishment: Coordinated national project to develop models for analyzing insects
as vectors of hardwood disease. Role: Solicited participation of ARS and State
Agricultural Experiment Station entomol ogists and foresters, arranged and conducted a
workshop, coordinated lead scientists in assembling constituent models, and edited a
comprehensive publication on the model. Organized and conducted technology transfer
workshops with the Animal and Plant Hedth Inspection Service (APHIS), the Forest
Service (FS), and the Agricultural Simulation Systems Institute regarding the model.
Impact: Development of the model was selected as the most significant research
accomplishment in entomology during 1992. Incumbent received a superior service
citation for development and technology transfer of the model. Incumbent's personal
technology transfer efforts have resulted in widespread acceptance and application of the
model by FS, APHIS, the U.S. Environmental Protection Agency, the Bureau of Land
Management, numerous State universities, consulting firms, and foreign countries.
(Exhibit 4a, #51; Exhibit 4b, #64; and #43, #46, #49, #50-61)

Accomplishment/Role: At the request of APHIS, developed a set of standards and
procedures for determining the potency, safety, and efficacy of Marek's disease vaccine.
The work involved analysis of related in-house experiments as well as consultation with
officiasin ARS, APHIS, and industry. A written proposa was prepared (Exhibit 1a),
submitted to APHIS, and subsequently adopted for use with only minor revisions (Exhibit
1b). Impact: These recommendations and standards have received the endorsement of
industry as documented in correspondence from industry officials.

Accomplishment/Role: Developed a computer-based Indexing System (Exhibit 2) for
insect and mite systematics. Impact: Greatly enhanced the capability of Federal, Stete,
and private researchers to conduct taxonomic research and to support regul atory and
economi ¢ entomology.

Systems Research and Integration

Positions in which modeling and systems research and integration constitute a major component
of the assignment are classified under the RGEG. Formal aspects of such positions are described
in Factor | of the position description, and credit is given in that factor and Fador 1V for such
activities. Formal modeling accomplishments are best documented in the form of one or more
Demonstrated Accomplishments. Supparting exhibits may consist of al types of publications,
simulation models, expert systems and statements from the modeling coordinator, National
Program Leaders, and other knowledgeabl e persons.
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Scientists who perform modeling typically develop the means for integrating saentific
knowledge of agriculture production, processing, and marketing into systems that optimize
resource management and facilitate transfer of technology to users. These pasitions normally
emphasize quantification, simulation, and validation to produce models of individual systems or
subsystems, which account for interactions among components of dynamic systems.

"Systems research” is the term often applied to quantification of interactions anong components
of complex systems. Thisresearch may be aimed & predicting system behavior, improving
control, or designing new systems that will operate more effidently. Simulation models based on
physical, chemical, and biological processes may be the only means for predicting the impact of
alternative management actionsin real agricultural systems. Most of the important variablesin
such systemssimply cannat be subjected to independent experimental manipulation or control.

Following are some criteria that are useful in evaluating modeler positions and systems research
projects:

. Does the model raise researchable questions? Look for instances where model
development identifies knowledge gaps or where testing of the model leads to additional
hypotheses

. Does the model attempt to incorporate current or latest knowledge? Check to seeif the

references listed in the model documentation are representative of the most recent
research appropriate for megting the model objectives.

. What is the scope or complexity of the problem addressed by the model? Examine the
number of variables, organisms, and mechanisms treated explicitly by the model. Assess
how widely the model might be used in terms of climatic zones, soil types, crops, breeds
of livestock, or combinations of these and other variables. Check to seeif the model
incorporates basic scientifically sound processes that will apply broadly or if it is based
on empirica relationships that have alimited scope of applicability.

. Does the model represent an original scientific ideal or approach? Determine whether
and to what degree the model is arefinement or extension of earlier work or is entirely
new. Project the scientific impact the model might have in promoting new lines of
research or resolving intracteble problems.

. To what extent has the model been, or can it be, adopted by users? Determine how many
other scientists or people in action agencies, industry, extension, etc., may be using the
model. Assess the ease of using themodel.

. Did development of the model foster Agency objectives of promoting inter- or

multidisciplinary research on regional and national problems? Look for the different
disciplines involved in the model development and locations of the scientists
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. To what extent did the model meet the objectives originally stated? This question might
be answered in terms of time and/or staff hours required, balance among model
components, easeof operation, and testimonials from intended users or other scientists.

Examples:

Accomplishment: Led anationd team of 15 scientists that developed the Nitrate

L eaching and Economic Analysis Package (NLEAP) model. NLEAP was devel oped for
use nationally to identify potential nitrate leaching hot spots and determine nitrogen
management strategies to protect groundwater quality. Role: Incumbent was responsible
for basic design, selection, and implementation of appropriate simulation algorithms; for
design and implementation of user interface and expert system for interpretation of model
results; and for model testing and vdidation. In cooperation with othe scientists
(incumbent 50%), field validated model on 30+ sitesin some 15 States. Impact:

NLEAP model was published in 1991 by the Soil Science Society of Americaas part of a
nitrogen management book, thus becoming the first computer software to be published by
the society. SCS and other users such as consultarts, conservation dstricts, State
agencies, and universities, have adopted NLEAP as a management, analysis, and/or
training tool. SCSis committed to adoption of NLEAP technology in their field offices
through FOCS and as atool for developing field office guides. Currently, there are 90+
major groups using the model in the United States and in foreign countries. NLEAP
research was recognized in June 1992 by a USDA Unit Award for Distinguished Service
(incumbent was group leader). Incumbent's NLEA P resear ch a so wasrecognized by a
1992 Scientist of theY ear Award for the Northern Plains Area. (Exhibit 5a #69; Exhibit
5h, #89; and #66, #67, #70, #71, #83, and #84)

Accomplishment: Developed statistical procedures to facilitate both within-herd and
across-herd genetic evaluation from performance datain swine. This procedure
integrated past research on breeding objectives and a statistical methodol ogy that has the
statistical properties of Best Linear Unbiased Prediction (BLUP). Role: The incumbent
provided leadership on statistical methodology and adaptations and guided the
postdoctoral who did most of the computer program development. Others led
coordination with breeds organizations and development of educational material.

Impact: A main thrust of this activity was to make the procedures recursive and
available on small computers such as the business-type computers used by swine breed
associations. Inthisform, a considerable body of quantitative genetic technology is made
availablein a practical usable form to swine breeders with limited technical training. All
eight swine breed associations in the U.S. have implemented this collection of procedures
and make it available to their members under the acronym STAGES (Swine Testing and
Genetic Evaluation System). Over 200,000 performance records have been processed to
date by this software on the breed computers. (Exhibit 6a, #73; Exhibit 6b, #74)
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Accomplishment/Role: The incumbent researched plant responses to high carbon
dioxide concentraions and modeled the responses. He showed how high CO, increases
photosynthetic rate and deaeases transpiration rate to different extents in various crops,
how the increased carbohydrate avail ability affects the size, weight, and number of each
organ, and how CO, interacts with other factors to determineyield. Impact: Incumbent
is often asked to advise the principal investigators of individua projects, Department of
Energy (DOE) program managers, and members of the NPS about the course and status
of the program and about future requirements. Since 1994, incumbent has provided
leadership in the USDA/DOE program on crop response to CO, by defining the data and
experimental work needed to develop the models to simulate crop growth and yield in a
future high-CO, world. The incumbent is Project Leader in the Ecosystem Dynamics part
of the ARS (special emphasis) Global Change Research Program. Thiswork has resulted
in invitations to author 5 book chapters, speak to 6 conferences, and attend 12 planning
meetings. (Exhibit 6a, #51; Exhibit 6b, #55; and #27, #32, #35, #36, #37, #38, #41, #45,
#48 and #65)

Leadership

Research positions which aso perform leadership duties are classified by reference to the RGEG
when the conduct and leadership of research constitute a major component of the assignment.
Formal supervisory and managerial aspects of such positions are described in Factor | of the
position description, and credit is given in that factor and in Factor IV. Scientists having formal
leadership responsibility are encouraged, but not required, to list at least one (1) leadership
accomplishment as part of their current grade-level quota. Supporting exhibits normally consist
of statements from supervisors, Naional Program Leaders, and othe knowledgeald e persons.

Note: In some instances, the supervisory component of aresearch position may be grade
determining. Application of the OPM General Schedule Supervisory Guide (GSSG) is
the responsibility of the servicing Human Resources Specialist, not the RPES panel.
Grade level derived from GSSG application areirrelevant for RGEG application.

In some cases, formal leadership responsibilities are not specified in Factor |, but an individual is
truly aleader in the scientific community. In such instances, scientific leadership consists of
actions, apart from supervisory and managerial duties, which promote research activity on
the part of other scientists and lead that activity in desired directions. Scientific leadership
is properly documented and evaluated as part of Factor IV in the same manner as for formal
leadership accomplishments. Scientific leadership accomplishments may be submitted by
scientists whose positions are not officially designated as supervisors or RL's. The governing
criterion in such instances is that scientists substantiate, by credible documentation, the fact that
they did achieve aleadership accomplishment as defined heren.

While the RGEG spedfically identifies its appropriateness for leadership positions, no specific
examples of leadership accomplishments are given in the degree definitions of Factor 1V. All
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specific references to research accomplishments are those identified with the persond
performance of research, although adequate reference is made to recognition and stature of a
leader. The RGEG does adequately deal with leadership positionsin Factors|, I, and Ill. As
stated on page 68, "In the case of atrue teamleader... alevel should be credited which reflects
the scope and character of proj ects conducted by this team."

Thus, formal leaders get credit for leadership responsibilities as soon as they enter the job.
Getting credit for leadership accomplishments in Factor IV, however, is another matter.
A typical peaception by many ARS scientistsis that the timerequired for formal leadership
activities prevents them from making personal research accomplishments that they could have
made if not in aleadership position; therefore, they may lose or at least not gain additional
credit in Factor IV over time when in aleadership position.

There are various types of |eadership accomplishments. A leader may take actions to maintan
program excellence or to improve team performance. A leader may take action to redirect
research programs as a result of Agency mandates or the leader'sinitiatives. A leader may take
actions to accomplish special projects, such as the acquisition of resources, that promote
research. A leader may take actions to coordinate ateam of scientists over which the leader has
no formal supervisory authority in away that achieves program excellence or impacts national
programs or policies. Evaluation of such accomplishments must consider both the actions
attributable to the leader and the impact of the accomplishments.

If actions teken by the leader are not very effedtive or if the impad of the accomplishment is
minor, leadership credit should be minimal, even if the leader "tries hard." The situation is no
different than for a personal research accomplishment. Credit is not appropriate just because a
scientist "tries hard."

The actions taken by the leader are evaluated for innovation and effectiveness, but the level of
credit assigned should be proportional to the impact. Innovative actions that result in
accomplishments with little impact should receive little credit. Except for the nature of the
accomplishment (indirect rather than direct), aleadership accomplishment should be treated no
differently from a personal performance accomplishment when assigning level o credit.

Some criteriato assist in evaluating the various types of |eadership accomplishments follow.
Because leadership can occur at al levels (1, I, 111), the word "group” is used as a generic term
to describe a team, management unit, laboratory, institute, or other appropriate grouping of
personnel.
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Group or individual productivity/effectiveness

|'s there a change in the performance of a member(s) of the group? Look for achangein
the productivity of the individual(s) as evidenced by such things as publications
(quantity or quality), initiation of new research approaches, thrusts or programs,
cooperation with other scientists inthe group, or acquisition of outside funds.

Is there recognition of the scientistsin the group? Look for increased invitations, more
advisory and consultation activities, awards for the scientists, an increase in sodety
participation, and other such activities. |sthere evidence that the Agency is utilizing the
talents of its scientists in research-rel ated activities?

Isthere an increase in the productivity of thegroup? Look for evidence that members of
the group receive proper credit for their activities. There should be items such as new
programs, publications, development of teams for new projects, or reassignment of
individualsto new or old programs. Consider the size and diversity of the group led.

Is there an improvement in the quality of the output from the group? Look for the
impact of results from the group. Thisimpact may be an acceptance by other scientists,
the Extension Service, other user agencies or industry, for example. Awardsto the
group may aso be indicative of quality research.

If the leader is head of an already productive group, has that individual maintained the
high level of productivity over asignificant period of time? What specific actions were
taken to ensure maintenance of program excellence? It isrecognized that maintaining a
high level of excellence may demand as much or more good |eadership as that required
to turn an unproductive group around.

Isthe leader acting as a mentor? Look for items such as gving assistance (where
needed) to members of the group on specific research programs, providing opportunities
for development (training, sabbdticals, etc.), sharing ideas or helping to set goals
(especially for new members of the group).

Has there been recognition of and/or support for the activities of the group by
organizations outside ARS? This recognition could be a useof the findings by farmers,
action or regulatory agencies, industry, universities, other scientists, or by financial
support from theseand other groups.

Is the group attracting visiting scientists, graduate students postdoctoral candidates,
sabbatics, etc.? Look for evidence that other scientists want to work with peoplein that

group.

28



. Initiation/execution of program redirection

Has the leader initiated or implemented a needed or required change in program
direction? How responsive was the leader to Agency expectations or mandates? Was
the disruptive effect minimized? To what extent were negative effects on morale
minimized? Look for changesin the number and kind of personnel, facilities and
equipment in the group, and whether the changes improved the effectiveness of the
group. The leader must work well with employees at all levels in the organizational
structure.

. Scientific leadership

Does scientific leadership extend outside the group? Look for the impact the individual
has had on the programs of other scientists, groups, or agencies. How dependent isthe
leadership role on the stature of the incumbent? Because of the individua's knowledge
and/or stature, the impact may cause a change in direction or an accelerationin effort in
amajor research area.

Examples of leadership accomplishments:

Accomplishment/Role: Theincumbent as Research Leader has increased productivity
of a poorly-performing unit through personal initiatives. During thepast 7 years, he has
replaced threeof the eight unit scientists. Difficult disciplinary and deficiency problems
were successfully solved in four other cases. Impact: These personnel actions resulted
in asignificant increase in productivity as measured by the number of publications. The
high quality of research of the present staff is demonstrated by invitations to present
research findings at national and international meetings, election to society fellows, and
service asjournal editors. Inthelast 2 years, scientistsin his unit have received
numerous awardsincluding the Diginguished Service Award. Unit scientists have held
leadership positionsin various natioral and international research eforts. At presant,
the unit has an effective and coordinated research program with an enthusiastic and
productive staff. (Exhibit 8a, support statement from Naiona Program Leader; Exhibit
8b, letter from cooperator)

Accomplishment/Role: The incumbent was appointed Research Leader of the Grain
Quality Resource Unit 8 years ago. Prior to this appointment, the unit was recognized as
exceptionally productive and many of the seven saentists had received personal
recognition for their research. Since assuming leadership, the incumbent hasfilled three
scientist vacancies, coordinated CRADA's with 2 international companies that have
generated funds to support 2 graduate students and 2 postdocs, initiated a new food
safety program resulting from an NPS program increase, and devel oped new
collaboration with scientists in 10 different laboratories. She has improved
communications between scientists and support staff, which has improved morale
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throughout the unit. Impact: The unit productivity has remaned at an exceptionally
high level. Technology developed by the unit has been widely utilized by the Food
Quality Council. One of the new scientists received recognition as an Eally Career
Scientist by ARS. (Exhibit 8a, statement from National Program Leader; Exhibit 8b,
statement from the Food Quality Council)

Accomplishment/Role: Upon assuming duties as Research Leader, the incumbent
undertook a number of initiatives to expand and redirect the research effort of ateam of
highly capable scientists whose work was impacted by a shift in Agency research
priorities. Impact: The redirection took place without significantly affecting the
scientific atmosphere, staff attitude, and team productivity, in spite of unavoidabe
disruptions causad by needed modification of thephysical plant and concomitant safety
issues. Through the incumbent's efforts, regional representatives of the Naturd
Resources Conservation Service (NRCS) were collocaed with the Research Unit
thereby enhancing the redirection of research efforts and facilitating transfer of new
technology. The incumbent was awarded a Certificae of Merit for exceptional handling
of program changes, and during her leadership tenure, cooperation between the NRCS
and ARS staff were significantly streamlined. (Exhibit 8a, statement from Area
Director; Exhibit 8b, statement from National Program L eader)

Accomplishment/Role: A poultry vaccine was discovered to contain a passenger virus
(R) which was causing detrimental effects. Because of his nationally recognized
expertise with R virus, the incumbent was asked to address thisissue. He facilitated the
transmission of data showing the contamination through the grower to the vaccine
company, assisted the vaccine company in validating the status of the questionable
vaccine, and assisted APHIS by providing technology and data on detection of the R
virus. Impact: The incumbent was invited by the National Broiler Council technical
committee to lead an informal team in the formulation of recommendations that, when
forwarded to APHIS, resulted in the development of new regulations requiring testing of
vaccinesfor R virus. (Exhibit 8a, policy statement issued by APHIS, Veterinary
Biologics; Exhibit 8b, statement from National Broiler Council)

Additional Accomplishments

Following the sdected Demonstraed Accomplishments you may list no more than two (2)
Additional Accomplishments. Indude this section only when selected accomplishments
illustrate impact equal that of Demonstrated Accomplishments. If you opt to include the
section, write the statements in the same format as for Demonstrated Accomplishments, and
limit each to %: page in length. Exhibits are not permitted for Additional
Accomplishments.
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Stature and Recognition

Begi n each subd ement with a summary sentence citing tota numbers in each entry,
followed by abullet listing of no more than the specified number of those considered
most significant from all sources over the incumbent's career. Alternatively, provide
only abulletlist if total number doesn’t exceed stated maximum.

Honors and Awards: List not more than the 20 most significant. Cite with datesand a
brief but sufficient description to enable the reader to determine true significance. If a
cash award was involved, cite the reason and amount. Differentiate between group and
individual awards. Do not include civic or socia awards, or performance awards
(including Certificates of Merit for employee performance recognition).

Example: Have received 26 formal honors and awards, of which the following are the
most significant:

Member, Phi Kappa Phi
Member, Sigma Xi

USDA Superior Service Award, 1999, $6,000, for mechanical harvesting improvements
(group award)

Best Paper Award, Soil Science Society of America, 2001
Elected Fellow, American Society of Agronomy, 2004

Special Invitations: List not more than the20 most significant. Entriesareto be
specific invitations to you to present a pape before science oriented or industry groups,
write a paper or a chapter for abook, conduct a seminar, etc. These ae usually good
evidence of prafessional recognition and standing. The key word isinvitation. Be
selective since the stature of the group issuing the invitation is just asimportant as the
fact that an invitation was received.

If an invitation was declined due to travel restrictions or other reasons, state "Declined"
in parentheses after the listing. For each entry, list the title, date, location, and
organization or purpose of gatheing. If a paper was subsequently published, reference it
to the publication list.

Examples:

a Served by invitation on the FAO/WHO Pesticides Residues in Food and the
Environment Panel from 1995-96 and 1997-2001 (Chair, 1999-2001). During
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these periods, prepared FAO monographs with recommendations on residue
limits for numerous pesticides such as Heptachlor, Dieldrin, and Carbaryl. The
limits are used by the UN to establish international tolerance and have had a
significantly favorable impad on acceptanceof U.S. agricultural exports.

b. Selected as Chair for Section |1 of the International Congress of Livestock
Production, Lausanne, Switzerland, 1999.

C. Invited to present the paper "M etabolism of Organophosphorus Insecticides” & a
national meeting of the Entomologi cal Society of America, Miami Beach, FL,
2001 (#22).

d. Invited to present the paper "Microencapsulation and Adjuvants' at a symposium

"Formulation and Application of Microbial Insecticides" at the national meeting
of the Entomological Society of America, Honolulu, HI, 2003. (Declined)

Offices and Committee Assignments Held in Professional and Honorary Societies:
List not more than the 20 most significant. Specify and give dates.

Examples:
Member, Board of Directors, Uteh Agricultural Chemicals Institute, 1995-Present

Chairman of Nominating Committee (1995-96), and Chairman-Elect of Constitutional
Revision Committee (1997), Southwestern Branch, Entomological Society of America

Elected Member of Executive Committee (1996-97)

Chairman, S-01 Technical Committee, (name of committee), 2002

Participation in Professional Meetings, Technical Conferences, Workshops, etc.:
List each specific society separaely, state years of membership, total number of
meetings attended at all echelons, and total number of presentationsmade; do not list

presentation titles. Examples:

Entomological Society of America (1992-present). Attended 25 meetings and made 13
presentations.

Soil Science Society of America (1995-2001). Attended 12 meetings and made 7
presentations.

Crop Science Society of America (non-member). Attended 2 medings and made 2
presentations.
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Environmental Protection Agency Atmospheric Contaminant Workshops. Attended 5
meetings and made 3 presentations

Note: Cite significant invited presentations under Special Invitations.

Advisory and Consultant Activities

Begin eech subd ement with a summary sentence citing tota numbers in each entry,
followed by abullet listing of no more than the specified number of those considered
most significant over incumbent's career. Alternatively, provide only abullet list if total
number doesn’'t exceed stated maximum.

Professional Advisory and Consulting Activities: List not more than the 20 most
significant. Cite each activity with date(s), name and type of organization or situation
(generaly outside ARS), and typeand significance of contribution. These need not be
ona"pad" basis. Service as a journal reviewer is reported under this section.

Examples:

a Appointed by the Governor of Oklahoma as the ARS representative to the
committee on Water Resources Research to advise the Oklahoma Water
Resources Research Institute, 1993.

b. Incumbent has served on the editorial board of the " Southwestern Entomologist,”
1993-present. Responsible for the review and approval of manuscripts relating
to research on cotton pests and for maintaining the quality of publications on that
area of research.

C. Consulted with scientists at Federal Technical Institute, Zurich, Switzerland, on
research approaches for study of genetics and manipulation of apomixis, 1999.
Incumbent demonstrated cytological techniques for accurate evaluation for mode
of reproduction in plants, studied the recent genetic ratios for control of
apomixis, and helped arrive a conclusions relative to its inheritance.

d. Incumbent has served as a prgect reviewer for EPA, 2001-present. Responsible
for evaluating and making recommendations on proposed research projects that
seek funding from that organization.

Note: It may be appropriate to cite research-related activities as further evidence of your
impact and recognition. Some examples follow:

33



a

In cooperation with the National Program Staff, revised and updated USDA
Bulletin and Lesflets, e.g., "The Common Liver Fluke in Sheep," and
"Preventing and Controlling Internal Parasites of Dogs" (both 1995).

Served as expert advisor at international conferences, committees, and planning
sessions. Specifically: (1) advisor on Sheep Parasitic Diseases in the United
States as the USDA Delegate to the International Office of Epidemiology, Paris,
1996; (2) consultant and advisor to APHIS on planned anaplasmosis and
babesiasis vaccination programs in South America. Thistype of advisory work
may involve afew days aweek, one or more times ayear.

Served as Chair of a nine-scientist committee to develop and finalize National
Research Program No. 20170, 1998-2002. The program writeup provides the
basic plans for a 10-year nationa program in basic plant physiology and
biochemistry.

Special Assignments: List not more than the 20 most significant. Items should be of a
technical and professional nature. List each, give dates covered, and briefly describe.
Include formal Technical Advisor appointment activities and responsibility for serving
as Authorized Depatmental Offica’s Designated Representative (ADODR). Only
publications associated with the assignment are to be referenced.

Examples:

a At the request of AID/FAS and Australia, was sent on special assignment in
Australia June 1-November 8, 1998, to consult with and advise United States and
Australian offidals on the identification and contrd of verticillium wilt.

b. Sponsoring Scientist and Technicd Advisor to PL-480 Project IN-SEA-27 to
India: "Autecology and Genecological Investigations of the Cenchrus ciliaris
Complex, Indigenousto Indiaand Growingin America" at Saurashtra University,
Rajkot, 2001-present. (#23, #50, #53)

C. Co-chair of Southern Regional Forage and Pasture Research Task Force, 1999.

Other

Educational Background: List for undergraduate and beyond, the name of each
institution of higher education and dates attended, majors and minors, and degrees
awarded.

Examples:
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1979-80 Tarleton State College; 24 credit hoursin agricultural sciences
1982-84 Texas Tech Univ.; magjor, Agriculture; A.A. 1984

1988-91 Texas A&M Univ.; mgor, Agronomy; minor, Chemistry; B.S. 1991
1992-94 Kansas State Univ.; magjor, Agronomy; minor, Chemistry; Ph.D. 1994

Research Experience: List professional jobs held in chronological order giving title,
grades, and dates. Include present position.

Examples:

1992, Research Associate, Texas A&M Univ., College Station, TX
1993-95, GS-11, Soil Scientist, USDA, ARS, Tucson, AZ
1996-99, GS-12, Soil Scientist, USDA, ARS, Tucson, AZ
2000-present, GS-13, Soil Scientist, USDA, ARS, Temple, TX
Other Significant Information:

List amaximum of 10 significant items pertinent to scientific career not addressed
elsewherein the writeup. No entry may exceed 1/3 page.

Present narratively any information not addressed in elements A-D considered
important in the evduation of your position. Examplesinclude educational and public
relations efforts and nonresearch activities which may be a pat of your responsibilities.

Any exceptional or extenuating circumstances which may have affected the quality or
quantity of research output, either favorably or unfavorably, should be summarized here
If such circumstances have not been covered under other items of the format.

Thisisthe appropriate point to summarize past assignments where recent change in
assignment has occurred. (Do not submit former position descriptions.)

State total number of funded grants, CRADA’s, and cooperative research agreements
over your career, followed by a bullet listing of not more than the 20 most significant.
Do not list proposals.

Materials actually submitted for journal review but not yet accepted are to be listed
here, not in the publicationslist. Do not list materialsin other stages of preparation.
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Examples:

a

The incumbent isa member of the Graduate Faculty a Texas Tech University,
Lubbock, TX, and has served as Committee Chairman for numerous M.S. and
Ph.D. candidates

The incumbent's rice quality research program at Beaumont serves as a model
system for the establishment of similar laboratoriesin other countries. He has
informally trained and assisted several researchers and technologists from Latin
America, Europe, and Asiain rice quality evaluation, in planning and equipping
their laboratories, and in programming their work for productive, efficient, and
reliable operation.

The incumbent is a Registered Professional Engineer (#12340) in the State of
Texas.

The incumbent holds an appointment as Adjunct Professor of Food Technology
at Marshall University, Huntington, West Virginia

Often ascientist is required to perform nonresearch duties vital to ARS operations.
When classifying aresearch position having mixed duties, direct credit cannot begiven
for nonresearch activities such as some L ocation Coordinator duties, Equal Employment
Opportunity Counselor, Safety Officer, etc. A brief description of the intended rolein
meeting organization goals and objectives, how well thisroleis fulfilled, and how
effective the individual isin cooperating with others when thisis necessary or desirable
in the total program, can be indicated.

Panels may determine that an incumbent's research progress is being slowed because of
excessive nonresearch activities. Panels should call such situations to the attention of
management in the panel report or in a separate memorandum to the supervisor.
Management can then take action by assigning the activities to someone else, providing
necessary support assistance, disconti nuing the activities, or other feasible means. In
some situations it is necessary to reassign an incumbent to a nonresearch position and
classfy the position accordingly.

Note: Continuing nonresearch activities which take 25 percent or more of your
duty time should be reported in Factor 1. Such activities will be evduated using
the "mixed position" concept by reference to other position classification
standards and guides.
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E. Publications

Start this segment on a separate page. Attach the entire listing at the end of the casewriteup.
With regard to scientific journal articles, list only those already published or accepted by the
publishing agent, citing acceptance date for the latter.

Subdivide the Publications list into two sections. Under the heading “Peer Reviewed Journal
Publications,” list original research that has been published following accepted standards for
anonymous peer review prior to publication. All other work not meeting this definition must be
listed under the heading “Other Publications.” Do not include talks, radio or other
presentations, unless they have actually been published.

Note: Subdividing the Publicationslist is not intended to legitimize mere “pubs
counting,” or to detract from the necessity of making acomprehensive assessment of
impact, stature, and recognition of each Demonstrated Accomplishment. Subdivision is
merely a convenient grouping, and does not establish tiers of publication “value."

For guidance on electronic publications, see the definition in P& P 151.1-ARS, Publishing (Print
and Electronic).

Note: Items meeting the definition of “electronic publication” areto be included in the
Publications List. Items not meeting the definition are to be listed under Other
Significant Information.

List publications in chronological order, al authorsin proper order. Give full references
including journal, volume, and complete pagination.

For multi-author documents, bold incumbent's name and italicize the names of graduate
students, postdoctoral associates, or visiting scientists supervised.

In both sections of thelist, delineate by a dashed line across the page those materials
published or accepted for publication since last promotion. (The delineation lineis not
required for scientists undergoing their first post-hire panel review.)

To avoid confusion, ensure that titles in the publications list conform with actual titles as
published.

Note: Materials submitted but not yet accepted are to be shown in Factor IV D 5, Other
Significant Information, NOT as part of the publications list.
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Examples:
Peer-Reviewed Journal Publications

1. Emerson, R. W. and Jones, K. C. Observations of Eimeria mohavensis from the
kangaroo rat. J. Parasitol. 36 (59):117-124. 1998.

2. Jones, K. C. and Eliot, T. S. Inheritance and control of dbligate apomixisin
breeding buffelgrass, Pennisetum ciliare. Crop Sci. 6 (2):473-476. 1999.

3. Jones, K. C. Coccidiosisin the pocket gopher. J. Wildlife Biol. 7 (12): 918-920.

2002.

4. Jones, K. C. Systemsfor rearing horn flies. ASAE Transactions. 10 (2):112-
115. 2003.

Other Publications

5. Jones, K. C. Soil and wind erosion in West Texas. Tex. Tech Univ. 94 pp.
1999. (Thesis)

6. Jones, K. C. Narrow rows increase dryland grain sorghum yields. Tex. Agric.
Exp. Stn. Misc. Publ. #1238. 2 pp. 2002. (Technical Bulletin)

7. Jones, K. C. Cotton Crops of Texas, pp. 78-94. In Brown, D. F. and Black, J. R
(eds.) Cotton of the South, Simplex Publ. Co., New York. 328 pp. 2003. (Book
Chapter)

8. Jones, K. C. Rabbit feeding on demand. (Accepted by Rabbit Growers' J. on
Nov. 17, 2004.) (Popular Publication)

Note: Number publications sequentially throughout the list. Do not start
renumbering under the “Other Publi cations’ heading.

Inclusion of an abstracts list isno longer permitted. If you submit an abstract as an

exhibit for a Demonstrated Accomplishment, cite it by exhibit number: "Exhibit 5a,
#10; Exhibit 5b (abstract)."
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Chapter 7: Case Writeup Preparation, Review,
Approval, and Submission Procedure

Research Position Evaluation (RPE) Staff schedules case for panel review and issues
formal notice to Area Office, establishing official Area Office and RPE Staff cutoff dates
for final writeup.

Area Office notifies scientist and establishes date for submission of draft writeup for
preliminary review (NLT 30 calendar days before official cutoff date).

Researcher drafts case writeup, adhering to format and content specificationsinthis
Manual.

RL reviews draft for format adherence, completeness, and accuracy, and returnsto
researcher for revision.

Researcher revises draft and returns to RL, who forwards dr&ft through line management
to Area Office.

Area Office staff reviews draft for format and administrative compliance, then AD or
designee reviews the draft for technical content/accuracy and makes recommendations
for improvement or directs changes in the event of noncompliance with Manual
specifications.

Note 1: Major disagreement over writeup content will be resolved by the AD as
provided in P& P 431.3-ARS, Section 8.

Note 2: No entry at variance with prescribed format will be accepted.
Noncompliant writeups will not be accepted by the Area Office. Delays dueto
improper case preparation may cause cutoff dates to be missed and result in panel review
being rescheduled.

Area Office returns draft through line management to the RL, who supervises
finalization by the researcher.

Note: Above steps may be accomplished using any media (hard copy or electronic) the
Area Office desires.

Incumbent and RL sign ARS-514 certifying completeness and accuracy, RL signs
AD-332, then forwards with writeup CD through line management to AD for approval
and ARS-514 signature. Case material submission mediaare specified in the table
below:
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Case Material Submission Media

Document Medium
. ARS-514, case writeup cover . Paper
sheet . Original signatures required
. AD-332, position description . Not distributed to panelists
cover sheet

. ARS-570, IDR Contact Sheet . Converted to PDF format; on CD
. ARS-229, Special Form-RGEG | Converted to PDF format; on CD
Factor 1V (for Supergrade Panel

only)
. Factors |-1V (body of writeup) . Converted to PDF format; on CD
Type exhibit
. Journal article/report . PDF scanned; on CD
. Supporting statement . PDF scanned; on CD
. Book . Hard copy for IDR; PDF-scanned
TOC on CD for other panelists

. Model on digital video disc . Disc
. Videotape . Videocassette

Instructions for preparing ARS-514:

. Enter scientist's name, title, present series and grade, research unit, duty station,

immediate supervisor's name and working title, peer group (use only current
alpha code shown in P&P 431.3-ARS), and date case writeup is signed.

. Employee, immediate supervisor, and AD sign the form; intermediate
supervisor(s) may initial.

Instructions for preparing ARS-570:

. Designate (by number) which accomplishment(s) from Factor IV-A each contact
is knowledgeahl e about.
. If the contact isagenera (multi-accomplishment or career long) contact, enter

the word "General" rather than accomplishment number(s).
. Be sure to include your immediate supervisor.

. Ensure the telephone number for each contact iscurrent.
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10.

11.

. If the contact has an electronic mail address, include it with the telephone
number, and ensure that it iscurrent. Thisinformation can facilitate arranging
interviews and reduce “telephone tag.”

. List awide variety of contacts; do not restrict contacts to ARS personnel.
Possible selections are National Program Staff scientists, AD's, Technology
Transfer Coordinators, cooperating scientists, etc. At least some persons from
USDA and other action agencies, State agencies, user groups, academia, and
others outside of ARS, should be listed.

Area Office mailsfinal approved case materials to RPE Staff for review and distribution.

RPE Staff reviews case materials for completeness and compliance with Manual
specifications; notifies Area Office by e-mail of noncompliant section(s) requiring
revision.

Note: The Associate Administrator for Research Operations and Management
(AA-ROM) will hold Area Offices grictly acoountable for writeup compliance with
Manual specifications. RPE Staff will track and report quarterly to the AA-ROM the
number of instances of noncompliant cases from each Area Office.

RPE Staff consolidates the CD’ s for each case assigned to a given panel, copies all cases

onto a single master CD, duplicates the master, and mails to individual panelists along
with any “hard” exhibits (books, videocassettes, etc.).
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Part Il - Evaluation Guidance
Chapter 8: Panel Operating Procedures

Prior to the Meeting

Panelists will be provided with a copy of each case writeup (with exhibits) to be reviewed. The
IDR will prepare an ARS-516, Research Position Evaluation Worksheet, for each case assigned
by the pand Chair. Panelists other than the IDR may use the ARS-516 for initial scoring and to
note questions and comments for clarification during panel deliberation.

The Chair makes indepth review assgnment(s) to indvidual panelistswithin 1 week of receipt
of case materid.

Designated IDR's schedul e timely contacts with the people they intend to interview. IDR’s must
contact aminimum of five individuals, one of whom must be the immediate supervisor of the
position under review. Thereis no maximum number of additional contacts.

All panelists review, evaluate, and score each case in accordance with criteria of the RGEG
(Chapter 11), using the following approach:

. Begin scoring with Factor 1V, which is the most important factor in the RGEG. For each
of the three to eight significant accomplishments submitted by the scientist, review the
statement and the exhibits (publications or other documentation) accompanying the

case.
. Determine the relative impact level for each accomplishment, and
. Select the most significant accomplishments (maximum of three) representing
the incumbent's "best work."
. Consider incumbent's role in each Demonstrated Accomplishment when judging the

appropriate overall degree level. Sound judgment must be used in deciding the degree
level most representative of the tatal quality, sgnificance, and role of the incumbent in
the accomplishments.

. Evaluate Factor |V using RGEG criteria. Compare the position/incumbent facts to the
RGEG, determine which degree best characterizes the facts, and record the degree level
onthe ARS-516. Use"+" or "-" if you desireto show ratings between degrees, which
are to be adjusted following panel discussion.

42



Caution: The case should be examined carefully to determine if documented evidence
of recency is sufficient to give full credit for Factor 1V. If alack of recent documented
accomplishments has apparently jeopardized maintenance of research competence,
reduce the degree level assigned for Factor IV and mark the appropriate block on the
ARS-516.

Recency of accomplishment is important. The RGEG states that "recent research or
similar activity which assures mantenance of research competence is essential for full
credit of past accomplishments." If there is no documented evidence of recent
productivity, the possibility exists that the positionis not performingresearch and is
therefore excluded from RGEG coverage, perhaps warranting a Grade/Category
Problem (GCP) decision. Another possibility isthat the incumbent has failed to
maintain the level of contribution and impact necessary to sustain the position's current
grade level (perhaps warranting a GCP decision).

For RPES purposes, "recent" is defined as the interval since the last panel
evaluation.

Evaluate the remaining three factors (1-111) by reference to the RGEG, using the general
approach discussed above. In scoring Factors I-1I1, you must carefully consider the
interaction of Factor IV with these factors. Thisisparticularly trueif aresearch
assignment is described in Factar | but there is no evidence tha the incumbent is actually
performing research. Such situations should be investigated for possible GCP decision.

For each of thefour factors, decide the overall degree level to assign to the factors,
assign corresponding points for the degree levels as shown in the RGEG and record the
points on the ARS-516. If thereisgreat variation among the degree levels assigned for
the factors, carefully review RGEG criteria and identify significant issues for resolution
during panel deliberation. Ideally, there should be a positive correlation between the
degrees assigned to the factors.

When scoring cases, bear in mind a basic classification principle: the full intent of
RGEG degree criteria must be substantially met to warrant credit at the defined degree
levels (A/C/E/In Excess of E). If criteria of thedefined levels are not fully met,
assignment of the undefined Degrees B and D is appropriate.

Instructions for Preparation of ARS-516 by IDR

ARS-516 is available from the RPES Home Page. If you do not have Internet access, contact
the RPE Staff, which will provide the ARS-516 on disk.

Prepare a separate ARS-516 for each case for which you have been assigned IDR responsibility.
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Note: Do not complete the ARS-516 by hand.

For each factor, the ARS-516 provides a standardized format for recording position/incumbent
facts gleaned from the case writeup and your IDR factfinding. Use the blank spaces and boxes
as guides to ensure that you capture all relevant information during your factfinding and to
facilitate report preparation.

The completed ARS516 constitutes a “first draft” of the panel reportif the panel reaches a
consensus Remain in Grade (RIG) decision. The panel will edit the ARS-516 to produce a
detailed narrative position evaluation report. See page 52 for procedure when the panel reaches
aconsensus Upgrade (UPG) or Refer to Supergrade (REF) decision.

To simplify the panel's editing task, complete the ARS-516 in whole sentences. The ARS-516
is purposely formatted to ensure collection of information essential to the classification process.
Note that it is neither necessary nor desirable to generate lengthy, detailed statements when
preparing the ARS-516. Simply complete the worksheet within established space limits with
concise, factud information. Do nat "fill every inch of space" on the worksheet—doing so will
unnecessarily lengthen the draft report and require additional panel time to edit out extraneous
text.

For Factor 1V:

. Rate each Demonstrated Accomplishment as described above,

. Select the most significant (maximum of three), and

. Summarize the significance/impad of these highed rated accomplishments and explain

incumbent'srole in each, in brief sentences. Also, be sure to identify situations where
recency of accomplishment or diminished stature/recognition/consultation may be a
problem.

Note: Some information requested under each factor is intended to "prompt" capture of
critical information. Complete each entry, even though some information from the
entries may prove marginal or irrelevant and may be deleted when editing the worksheet
to produce the final report. For example, if recency of accomplishment (Factor 1V) is
not aconcern, this statement woul d obvioudy not be included in the final report. Where
it is aconcern, the "prompt" statement applies. Y ou must summarize information
relevant to the "prompt" on the ARS-516.

At the bottom of each page, compose abrief factor rationale summary for each factor stating
why a given degree has been assigned. This sentence must be phrased in relation to RGEG
criteria for the appropriate degree level. Two sentences will be required to summarize a
Degree B or D rating. Sample statements illustrating intent, are listed below. Y ou are to use
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these samples as models to tailor the facts of the specific position to the factor rationale
summary sentence.

Caution: Statements relevant to Degrees B/D are shown where appropriate in the
samples. If the IDR neglectsto include Degree B/D statements in the draft summary
sentence (or if the panel reaches consensus on such degrees and the DR had different
degrees assigned initially), the Personnel Representative must ensurethat the panel
agrees with the terminology when either Degree B or D is the consensus decision for a
given factor.

Factor 1

The panel assigned Degree A for this factor because Dr. Sampleis responsible for
research of limited scope with readily definable objectives, requiring mostly
conventional techniques. Publishable additions to scientific knowledge or improved
methodology are expected.

The panel assigned Degree B for this factor because Dr. Sampleis responsible for all
phases of an area of research, objectives are hard to define, and conventional
methodology is required. This exceeds DegreeA criteriabut fdls short of Degree C.

The panel assigned Degree C for this factor because Dr. Sampleis responsible for an
area of research requiring a systematic attack. Sophisticated as well as standard methods
of plant pathology are followed, and successful research will result in a series of
documentabl e additions to knowledge of consideralde interest to the scientific
community.

The panel assigned Degree D for this factor because Dr. Sample is responsible for
leading ateam of scientistsin conducting exceptionally difficult research. Existing
techniques must bemodified before substantial progress can be made and the research is
expected to provide significant benefits that will result in documentable modifications of
existing theories. This exceeds Degree C and approaches, but does not fully meet,
Degree E.

The panel assigned Degree E for this factor because Dr. Sample is responsible for
leading ateam of scientists and is independently conducting exceptionally difficult
research on critical problems. Exiging hypotheses and techniques must be significantly
extended before substantial progress can be made and significant documentable
information on digary and physiologicd factors contrdling mineral absorption and use
IS expected.
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Factor 11

The panel assigned Degree A for this factor because aspecific problem is assigned and
the supervisor provides general instructions on study scope and objectives, and confers
on problem definition and development of aplan of attack. Dr. Sample then pursues
projects to compl etion with occasional reference to the supervisor. The supervisor
reviews completed work for adequacy of method, completeness, and results, and
approves significant changes in research.

The panel assigned Degree B for this factor because Dr. Sample has substantial freedom
to select specific problems, and decide approach and execution within a defined area.
This exceeds Degree A criteriabut does not fully meet Degree C.

The panel assigned Degree C for this factor because Dr. Samplehas considerable
freedom in problam selection and in planning and conducting research. Only overall
results are reviewed, and approval isonly required for mgor changes in research.

The panel assigned Degree D for this factor because theareais broad and complex.
Approach is decided by Dr. Sample, very little technical guidanceis received, and
execution of work and interpretation of results are incumbent’ s responsibility. Results
are accepted, subject to validation by the scientific community, and only broad changes
in work direction require the supervisor's approvd. This exceeds Degree C but falls
short of Degree E criteria

The panel assigned Degree E for this factor because abroad areais assigned and general
approach is decided by Dr. Sample. Supervision is primarily consultative due to her
high level of technical expertise, her technical judgments and interpretations are
considered authoritative, and she is under general supervision with full responsibility for
formulating and executing research.

Factor III

The panel assigned Degree A for this factor because existing theory and methods are
generaly applicable. Dr. Sample must develop complete and adequate research design
for the assigned problem, and select from among or adapt appropriate available methods.
Only limited innovation isrequired. The panel judged that Dr. Sampl€e’ s past work
demonstrates the requisite origi nal ity.

The panel assigned Degree B for this factor because there is useful literature available,
but it requires new application to areas researched. Originality isrequired in defining
problems and in applying new combinations of physicd techniques required to resolve
the presence of thionitrites in protan-containing maerials. Dr. Sample's work has
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shown her ability to isolate critical aspects of problems, and to adapt existing principles
into new combinations. Degree A isexceeded but not sufficiently to warrant Degree C.

The panel assigned Degree C for this factor because rdevant literature is lacking for
significant portions of the research. A high degree of origindity is required (particulary
in defining problems and devel oping hypotheses), and the panel judged that Dr. Sample's
past work refleds the ability to adapt existing principles into new combinations.

The panel assigned Degree D for this factor because relevart literature on polyploid
guantitative geneticsis limited, and originality isrequired to study new areas and
interpret results. Dr. Sample has demonstrated originality by applying statistical
techniques to probems in quantitative genetics of autotetraploids and has significantly
modified existing technology. This exceeds Degree C but falls short of Degee E
criteria.

The panel assigned Degree E for this factor because literaure and methodology are
lacking for major portions of the research, and creative extension of existing theory or
methodology is necessary. Dr. Sample has extended her chemical findingsto virus
class ficati on, whi ch represents acreative extension of existing theory and methodology.

Factor IV

The panel assigned Degree A for this factor because Dr. Sample has demonstrated,
through satisfactory planning and execution of afew research studies, ability to define
problems, plan and execute research, and report findings, with some guidance asto
objectives and occasional consultations. He has authored minor papers or reports of
limited scope, and serves as a source of information within the unit or on similar projects
elsewhere.

The panel assigned Degree B for this factor because Dr. Sample has authored technical
publications at |east one of which is of considerable importance to the assigned research
situation. Hiswork is beginning to be recognized as evidenced by recent invitationto
present his work ina poster session & the American Chamical Society, and he shares his
expertise in Rhizobium genetics with others. Degree A is somewhat exceeded, but not
sufficiently to warrant Degree C.

The pandl assigned Degree C for thisfactor because some of Dr. Sample's
accomplishments have been of considerable interest to science or technology. She has
demonstrated her ability as a mature, competert, productive worker, and deals
responsibly with othersin the area of seed pathology. She serves on several technical
committees, and is sought for consultation.
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The panel assigned Degree D for this factor because Dr. Sample has devel oped products
(varieties) which have had a major impact on usage in the U.S. and abroad. He has
received severa prestigious awards, is recognized as an expert in the field, and has been
in leadership rolesin the Crop Science Society. Degree C criteria are exceeded but not
sufficiently to meet Degree E.

The panel assigned Degree E for this factor because the accomplishments have had a
significant impact on the field of nematology. Dr. Sample has demonstrated outstanding
stature and received significant recognition in nematol ogy, and has made important
contributions to that field. Heis constantly sought for consultant purposes in his area of
expertise and has contributed significantly to several professional societies.

Other considerations to bear in mind when preparing an ARS-516 are:

Do not report that a certain score was assigned but " points were deducted for lack of
recency.” The consensus decision will be at the lower degree, and the panel will never
have actually assigned the higher score

Maximum points creditable by aregular panel when scoring a case "In Excess of Degree
E" are 12 points for Factors I-111, and 24 points for Factor IV. (It is, however, rarefor a
GM/S-15 position to warrant "In Excess of Degree E" for al four factors.) Also,
because splitting Factor 1V isnot permitted, 22 paints cannot be assigned for "In Excess
of Degree E."

Reports should contain only remarks pertinent to the current classification decison. Itis
especially important to avoid comments which could lead to false expectations.

"General Comments" are to be used only when necessary to document emerging
deficiencies requiring correction to preclude future evaluation difficulties. Usea
variation of one of the following statements, or a comparable statement, tailored to the
incumbent's specific circumstances:

"The panel is concerned about the dearth of seniar-authored publicationsin
refereed journals [or other evidence of independent research or research-related
activity.]"

"Minimal participati on in scientific meetingsis severely limiting incumbent's
stature and recognition.”

"Incumbent’s nonresearch activities--specificaly, --appear to be
interfering with research productivity."
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. To facilitate reporting of initial scores, transfer initial factor/total points to the space
provided at the top of page 1 of theworksheet.

. To facilitate discussion and editing duri ng the panel meeting, the IDR must bring:

. ahard copy of the writeup and exhibits for each case assigned by the Chair (for
possible reference), and,

. seven (7) paper copies of each completed ARS-516.

. To facilitate editing and timely issuance of panel reports, the IDR must e-mail a copy of
each completed ARS-516 to the Personnel Representative no later than the Thursday
prior to the panel meeting,

During the Meeting

During panel meetings, the RGEG is used to help identify points of disagreement among
panelists and focus discussion on such points. The procedural sequence for each caseisas
follows:

The meeting opens with areview of procedures by the Chair and Personnel Representative. The
Chair stresses thenecessity of maintaining confidentiality of deliberations

Consideration of each case begins with the panelists each reporting the 1-3 highest-rated
accomplishments and initial factor scores. These daa are recorded by the Personnel
Representative on an overhead projector transparency of the Research Evaluation Score Sheet
(ARS-517).

The Chair identifies points of difference among panelists. Significant differences amonginitial
scores will indicate where discussion should be focused.

The IDR then distributes the completed ARS-516 and presents to the panel abrief oral report of
the major points from the factfinding process, to include:

. Rationale for degree values initially assigned to each factor.

. Observations (if any) on writeup content, weaknesses, and other relevant considerations.
These views arestrictly advisory information to the panel.

. Major discrepancies (if any) between the case writeup and actual position/incumbent

facts which must be corrected. The case writeup must support the panel's consensus
decision.
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Note: If after discussion, the panel determines that such discrepancies cannot be
resolved and that failure to resolve them would prevent afair evaluation, an Insufficient
Factual Basis (IFB) decision is appropriate.

General panel discussion follows the IDR report. Specific questions may be directed to the IDR
or other panelists to obtain additional or clarifying information. 1DR's must bring their notes
from contact discussions to the meeting to facilitate answering questions.

The Chair then leads a factor-by-factor discussion and evduation of the case, usually beginning
with Factor 1V and proceeding to Factors|, 11, and I1l. The panel reaches unanimous agreement
(consensus) on each factor and overall decision, except when review results in aSplit

Decision (SPL).

If theinitial panel consensus resultsin aborderline score, the Chair will lead a discussion to
determine whether the position has any significant strengthening or weakening aspects not
previously considered. If strengthening aspectsare found, the initial consensus score will be
adjusted upward by the appropriate number of additional points, thus eliminating the initial
borderline score and the necessty for further borderline documentation. If strengthening aspects
are not found, the Personnel Representative will add the standard borderline statement at the
end of the narréive evaluation report.

When the panel cannot reach consensus within a reasonable time:

. The case may be "tabled" and brought up again later after other cases have been decided.
If appropriate, additional clarifyinginformation will be sought by telephone during the
intervening period. "Tabled" cases must either be decided by the conclusion of the
meeting or resolved as previously discussed.

. The case may be returned for revision and submission to another panel if additional
information/clarification is needed before a decision can be reached (an IFB decision).
The panel report must specify the needed information/clarification.

. If consensuscannot be reached, a Split Decision isrecorded. The panel dividesinto
majority/minority groups. The majority finalizes its version of the panel report in the
usual manner (see below). The factor or factorsin dispute are identified and the
minority drafts its version of those factorsto reflect its view. Both majority and
minority reports must be finalized before the meeting adjourns and given to the
Personnel Representative.

. Within 2 weeks of the panel meeting, the Personnel Representative has bath reports

typed in final and forwards them (along with one complete copy of the case writeup and
exhibits) to the RPE Staff. The Staff transmits the package to the AA-ROM for
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resolution. The AA-ROM will render afinal decision (from among the authorized
options) as quickly as possible.

Panelists are not authorized to keep any case materials (except exhibits) on positions they
review. Case materials, all initial scoring data, and related notes (including IDR factfinding
notes) will be disposed of at the conclusion of the panel meeting.

Note: Panelists dispose of all CD’s (by breaking or scratching the recording surface)
upon return to duty stati on after the meeting.

Producing the final report is an essential step in the panel process. The IDR's statements--as
recorded on the ARS-516--are edited as necessary to reflect the views of the panel as awhole,
with any agreed upon changes being recorded by the Personnel Representative.

Note: Thefinal report isto be a"full-panel” product and is not to be "left to the
Personnel Representative” to complete.

The panel report serves severd purposes.

. To document the results of the position classification review for official personnel
puUrposes.
. To provide classification feedbadk to the incumbent. Panels cannot make gatements

binding on future panel decisions, 0 reports will not “explain what a scientist needs to
do to get promoted.” Reports will, however, identify gradethreatening deficiencies
which should be addressed before the next cyclic review.

. To provide management an additional measure of progress of the incumbent's research
program and to dert management to potential problems.

Classifying a position using the "per son-in-the-job concept” requires j udging the incumbent's
research career. This process touches on the incumbent's professionalism, judgment,
capabilities, motivation, and accomplishmentsin relation to the research assignment. The
process is thus a highly personal matter to the incumbent.

Those preparing the panel report must be sensitive to the probable difficulty of the
incumbent--and to alesser extent, of the supervisor(s)--in being objective about the evaluation.
The report must therefore be factual and carefully worded. When shortcomings or suggestions
from a classification point of view are made, they must be clearly and concisely stated. Highly
subjective, personal, or controversial information has no place in the report.

To provide additional time for panel deliberation on other cases under review, two types of
decisions do not reguire preparation of panel reports:
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. For UPG decisions: The panel will not edit the ARS-516. The Personnel
Representative will note the consensus scores (and any remarks the panel believes
appropriate) and transfer these to the Research Position Evaluation Report (ARS-518).
The ARS-516 will be discarded.

. For REF decisions: ARS-518's are not issued when a"regular" pand reviewing a
GM/S-15 position reaches a REF decison; i.e., assigns54 or more points. The ARS-
516 will be discarded, the Personnel Representative will simply note that a consensus
REF decision was reached, and the appropriate AD will be notified by the RPE Staff.
The Staff will also issue noticesto referred scientists to prepare their cases for
submission to the Supergrade Panel. (Supergrade Panels will issue both ARS-518's and
narrative reports for each position reviewed.)

Caution: The above procedures regarding UPG and REF decisions only affect action
after a panel reaches such consensus decisions. The IDR must complete an ARS-516
for each position assigned to them, regardiess of how they initially score the case. An
IDR's failure to prepare an ARS-516 does not rdieve the panel of its responsibility to
generate areport when a consensus decision other than UPG or REF is reached.

Through the Chair, panels may send memoranda or e-mail (separate from the pand report) to
AD’ s expressing concern over perceived long-standing or emerging worksite problems.
However, panels are not research managers, and neither the panel report nor any separate
communication shoul d infri nge on management respons bil it es and authority.

After the Meeting

Panel Ratings. Chairs rate panelist performance, and panelists rate panel operdion, on forms
provided by and returned directly to the RPE Staff. These ratings relate strictly to panel
performance and, except for Personnel Representatives, arenot considered in the empl oyee's
annual performance appraisal. The evaluations are intended to assist in identifying training
needs and in determining the acceptability of panelists and Chairs for continued panel service.

Final Panel Report. For decisions other than UPG and REF, the Personnel Representative will
incorporate panel edited reports into final form for issuance to the scientist's immediate
supervisor through the appropriate AD.

For UPG and REF decisions, the Personnel Representative will follow procedures explained
above.

The supervisor is required to providea copy of the panel report tothe scientist. Thescientist
acknowledges receipt by signing the bottom of the ARS-518 and returns the original through
supervisory channelsto the AD within 60 calendar days of issuance. The AD returnsthe
report to RPE Staff to be maintained in the researcher's folder.
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All guestions regarding panel decisions and determinations must be referred to the Personnel
Representative.

53



Chapter 9: Ad Hoc Panels

Ad hoc panels are usually convened to determine--using RGEG criteria--the final grade level of
Category 1 vacancies being filled by selectees from various sources, generically referred to as
New Hires. New Hire panels are required for most selections at and above GM/S-13 and may
also be convened in other situations (see P& P 431.3-ARS). Ad hoc panels may occasionally be
convened to hand e other noncyclic review situations.

There are afew minor differences between ad hoc and regular panels:. ad hoc panels usually
review only one position; only five (rather than seven) panelists are required; and ad hoc panels
are conducted via teleconference call.

Note: Ad hoc IDR’s are required to make a minimum of five factfinding contads. The
IDR must contact the ARS selecting official and should contact the selectee’ s current
supervisor.

A procedural summary follows:
. RPE Staff schedules ateleconference.

. RPE Staff sends a memorandum with panel arrangements, case materials, ARS-516, and
ARS-517 to panelists at least 10 calendar days before the scheduled meeting date.
(Scoresheets are provided for panelist convenience in recording other panelists' scores as
they are reported.)

. RPE Staff selects the IDR using information from the Panelist Data Verification form
completed by each peer scientist. IDR's follow normal factfinding procedures, including
preparation of the ARS-516. To facilitate editing and timely issuance of the pand
report, the IDR must e-mail a copy of the completed ARS-516 to all pandists prior to the
teleconference call.

. Aswith aregula panel, all pandists and the Chair must evaluate the case, with
particular attention to the research accomplishments. Panelists other than the IDR may
use the ARS-516 for initial scoring and to note questions and comments for clarification
during panel deliberation.

. The panel applies standard RPES policy and procedures in evaluating the position. Once
the panel reaches consensus on factor points and overall score, the IDR will read the
ARS-516 to ensure panel concurrence. The Personnel Representative notes any
consensus changes and finalizes the report for issuance.



Chapter 10: Conducting an Indepth Review

Y our primary responsibility as an Indepth Reviewer (IDR) is: (1) to be able to clarify for other
panelists information that isin written case materials and/or (2) to provide information thet is
lacking in the written material, but which isrequired for a panel to make an equitable
classification decision. Thisinformation will relate primarily to the scientist's accomplishments,
the impact of those accomplishments, and the scientist's stature in his or her field.

Asan IDR, you are to be afadfinder and an investigator, but especially a confirmer of facts and
their significance as claimed by the incumbent. Y ou must avoid becoming ather the "advocate"
or the "prosecutor” of the scientist whose case you are reviewing. Serving asIDR isthe single
most important role you will have as apanelist. The quality of your factfinding has a direct
impact on the quality of the panel decision and, therefore, on the scientist's career.

Here are some pointers which will help you do a good job:

. Get familiar with the criteriarelevant to classifying Category 1 positions. These are
presented in the RGEG and in this Manual.

. Understanding what information to expect in awriteup is best learned by examining Part
| of this Manual, which explains both format and content requirements. If awriteup
answers all topicscalled for in Part |, the IDR's task becomes the simpler one of
verifying the information. If all topics arenot addressed in the writeup, the IDR has the
additional task of finding that information so the pand will have fullest possible
knowledge about the position/incumbent facts.

. In conducting factfinding interviews, focus on unanswered or unclear writeup discussion
of topics from Part I. Also take advantage of peopl€'s inherent tendency to like to talk.
A contact will frequently give you valuable information or perspectivesif you just give
the contact the opportunity to respond to general questions about the incumbent; i.e.,
"How would you rate Dr. Jones on ascale of 1to 107" Do not ask what grade level the
contact believes the scientist should be. In situations where an accomplishment was
achieved via team research, it is especially crucial to pin down the incumbent's
relative contribution to the overall team achievement. This may also be important
when there is a question about the roles of multiple authors of a paper.

. Agency policy requires that IDR's contact a minimum of five individuals, one of whom
must be the immediate supervisor of the position under review. Thereisno maximum
number of additional contacts. Use common sense; afew contacts might be adequate for
arelatively straightforward case at the lowe grades, but would almost certainly be
totally inadequate when eval uating a more complex, higher-graded position. Sddom,
however, will an IDR need to make more than 8 or 10 contacts. AsIDR, you are
authorized to contact anyone you believe can provide needed information. Y ou are not
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restricted to names listed by the scientist on the ARS-570. Many IDR's have obtained
the best results by following leads outside the contact sheet--for example, previous
supervisor(s), coauthors, past or present coworkers, and others familiar with the research
area such as Naional Program Leaders or industry and university cooperators.

Are you authorized to contact the incumbent? Y es, you may, but we recommend you do
not. Most experienced panelists feel the negatives here far outweigh the positives.
When should you stop factfinding? When you feel you have enough information to
answer all questions the panel islikely to pose.

Note: If your set of case materials appears to be incomplete, please notify the Personnel
Representative or the RPE Staff rather than contacting the incumbent, which would
break panel confidentiality. Also, if one distributed set isincompleteitislikely that
other panelists will aso be missing that content. Having RPE Staff make a centralized
request maintains confidentiality while minimizing the number of persons contacting the
incumbent.

Ideally, but not always, primary review responsibility will be assigned to a panelist who
has competency in the discipline area of the case. However, objectivity is more critical
than specific discipline knowledge. Thisis an important concept. Your job isto get the
necessary information, not necessarily to be the original source of information.

Some scientists complain that "the IDR didn't know anything about my field." This
implies that only "true peers' can make valid judgments. But as experienced pandists
and Chairswill be quick to point out, "true peers’ often have the most difficulty in being
objective and may be more reluctant to follow up (and report) leads which do not agree
with their personal views. Bear in mind: objectivity is more critical than specific
discipline knowledge when it comes to doing a quality indepth review.

Begin your factfinding as soon as possible after the Chair assigns your indepth reviews.
Do not put yourself in the position of missing vital information, because the person you
needed to talk to "just |eft the country and won't be back for 2 weeks!"

Remember that the task isto seek information in an unbiased manner. Resist the
temptation to reveal personal opinions or evaluation of the case. What mattersin the
RPES is the panel'sconsensus decision.

Do not ask questi ons such as, "Should this person be promoted?' "Ishe/shedoing a
GS-14 job?" "How does he/she get along with his/her coworkers?' If people you are
interviewing volunteer such information, ignore it and above all do not report it to the
panel! IDR's are certainly in the position of having to exercise discretion, good
judgment, and common sense in reporting their observations to the full panel. Do not
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reveal to contads your tentative classification decision. The panel may vey well
disagree and the final (consensus) may be very different.

Y ou should assure persons contacted that the information they provide will be held in
confidence by the panel. 1DR's should also request, in turn, that the contact maintan
confidentid ity concerning the IDR'sidentity.

Do not call a supervisor and immediately say, "Hi! 1'm the IDR on Joe's case. | need as
much help as | can get on this case because thisstuff isway out of my fidd." Sayingthis
sets the stage for a potentially disastrous interview and a lingering doubt as to thequality
of the entire panel review. Remember that you are performing an entirely legitimate,
essential factfinding, and fact confirming function. There is no need to be apologetic
either for intruding on someone's time or for not being a subject matter expert. You
need not be performing the same or even closely rdated research in order to perform an
effective indepth review.

If, during the course of your factfindinginterviews, you learn that the caseis a
reevaluation or an early review, or that the last panel decision was a GCP, or that the
incumbent appealed the last panel decision, remember that such facts are irrelevant for
RGEG application. Therefore, do not let such facts influence your scoring and do not
convey such facts to the othe panelists

Use e-mail to arrange mutually convenient times for personal interviews with contacts.
For reasons of security, objectivity, and confidentiality, it is not wise to conduct IDR
factfinding viae-mail, such as by soliciting answersto lists of questions, etc.

If you encounter problams, let your Chair know. The Chair is an experienced panelist
and may be able to suggest useful actions to resolve the problem. Since the Chair is
ultimately responsible for thepanel operation, he or she has a natural interest in
overcoming obstacles to panel success.

Contact the Personnel Representative serving on the panel if you have policy or
procedural questions. Answering these questions is one of their principal roles on the
panel. If you discover information which indicates the sdentist may be a " poor
performer” subject to formal performance improvement, be sure to notify the Personnel
Representative immediately. The Personnel Representative will check thisinformation
with the servicing Employee Relations Specialist in the Human Resources Division.

Outline your oral report of significant findings. Be sure to identify each person actually
contacted. Although thereis no prescribed format for an oral report, the most common
approaches are to: (1) state whowas contacted, then summarize the gst of their
collective comments and observations, or (2) briefly summarize what each individual
had to say. Thefirst approach is useful when all or most of the comments are similar;
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the second, when you encounter greater divergence. Keep your oral report succinct and
ontarget. Y ou can probably anticipate most questions your fellow panelists will raise.
Be prepared to address these in @ther your oral report or the subsequent deliberations.

. The final step in conducting a first-class indepth review isto bring a solid draft panel
report to the meding. Details about completing the ARS-516 are provided earlier in this
Manual. The main points here areto (1) keep the fact statements and rational es concise
and responsive to factor criteria, and (2) remember to include the required summary
statements for each factor (including those scored at either Degree B or Degree D). Just
remember that the better the draft you bring to the meeting, the quicker the panel can
edit the final report and finish its job.

Caution: If you are not the IDR on a given case, do not make any factfinding contacts.
Contacts from several persons on a panel can be confusing and irritating to supervisors and
other contacts. If you have unresolved questions after initial scoring, either refer them to the
designated IDR for investigation or record "+" or "-" scores and adjust during the panel meeting
based on the IDR report and subsequent discussion.

A parting thought: It isno secret that service as an IDR isthe most critical role in the entire
RPES process. Doing agood job asan IDR is not difficult, but is admittedly a bit time-
consuming and requires organization, perception, good judgment, wisdom and--above
all--common sense Y our dedicationand good work asan IDR are absolutely essential in
ensuring that the system worksaccurately and fairly, and that it is perceived to be such by ARS
scientists.
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Chapter 11: OPM Research Grade Evaluation Guide

RESEARCH GRADE-EVALUATION GUIDE
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Thisisareprint of the OPM RGEG (TS-52, June 1964, asrevised by TS-23, January 1976). As
an official Government position classification standard, the RGEG is not subject to revision by
ARS. Useof theterms"he" and "his" is generic.

The"Guide for Appraisal of Scientific Positions Proposed for GS-16, GS-17, and GS-18" cited

herein was rescinded by TS-105, June 1991. The "Supervisory Grade-Evaluation Guide" cited
herein was superseded by the "Generd Schedule Supervisory Guide" (TS-123, April 1993).
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RESEARCH GRADE-EVALUATION GUIDE
INTRODUCTION

This grade-evaluation guide is intended for use across Series lines in determining grade level s of
research positions. It supersedes the Guide for Evaluation of Positionsin Basic and Applied
Research issued in June 1960 and the Appendix-Frame of Reference lllustrations issued in
August 1960. The basic concepts and structure of the 1960 guide are essentially unchanged.
Thisrevision is primarily for the purpose of refining and improving the earlier version to make
it even more useful.

The guideisin two parts. Part | covers grades GS-11 through GS-15, using a point evaluation
system embodying a man-in-job concept through which the qualifications, contributions, and
professona standing of the incumbent are considered directly in the evaluation process. Part |
provides criteria for grades GS-5 through GS-9, using a conventional narrative format. These
criteriaassist in defining lower limits of Degree A of the four factors for positionsin Part I.
Positions in grades above GS-15 are covered in the Guide for Appraisal of Scientific Positions
Proposed for GS-16, GS-17, and GS-18.

SERIES DETERMINATIONS

This grade-evaluation guide isnot intended to affect Series clasdfication. Positionsclassified to
grade by means of this guide are to be placed in the most appropriate classificaion Seriesin
accordance with definitions published in the Commission's "Handbook of Occupationa Groups
and Series of Classes," and amplifying material in published classification standards.

The "man-in-jold" concept applied to grade-level determinationsin Part | of thisguideis
applicable to Series determinations al'so. The qualifications of the incumbent are usually highly
significant in sdecting the most gppropriate classification Seriesfor research positions.

TITLE DETERMINATIONS

The title structure in published position-classification standards typically vares in accordance
with the nature of the occupation. For some Series such as meteorology, forestry, and
psychology, there are, for most positions, rather clear organizational, duty, and qualifications
distinctions between research and other functions. The classification standards for such Series
prescribe separate research specializations with Research in thetitle for all research positions,
including those not covered by Part | of this guide, e.g., supervisory, consultant, and positions at
levelsbelow GS-11.
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For other Series such as physics, microbiology, geology, and mathematical statistics, there are
generally no significant organizational, duty, and qualifications distinctions between research
and many non-research positions. Accordingly, research specializations have not been
established in standards for such Series.

In general, it isimpracticableto arrive at a generalization concerning titles of research positions
for all occupations covered by thisguide. Ideally, it would be desirable to rely on the
position-classification standard for the occupation in question. Thiswas suggested in the
tentative draft of the revision. However, many agencies indicated in their comments that: (1)
the title structure in the older standards does not reflect their current views based on experience
with the Research Grade-Evaluation Guide, and (2) they prefer the use of the prefix "Research”
in the titles of research positions.

In consideration of the foregoing and in order to avoid excessive title changes, we are
authorizing continuation of the present titling pradtice for research positions, as follows:

When aresearch position is classifiable to a Series for which a standard has been
issued subsequent to June 1960 (the date of issuance of the original guide), the
titling instructions in that standard will be used. For research positionsin Series
for which there are no published standards or for which the standards were
published prior to July 1960, agencies may continue to use the prefix "Research”
in the position title. In any case, specified criteriafor titling positions as
"Supervisory" should be applied as appropriate.
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Part I -- Evaluation of Research Positions GS-11 Thru GS-15
COVERAGE

Part | of thisguide isintended far use in the grade-level evaluation of positions engaged in basic
or applied research in the biological, medical, agricultural, physical, or mathematical sciences, in
engineering, or in psychology, when the positions involve either: (1) the personal performance,
asthe highest level function and for a substantial portion of the time, of professionally
responsible research; or (2) the direct and personal leadership of and participation in the
activities of aresearch team or organizational unit when the primary basis of selection for the
position is competence and capability in the performance of research rather than capability in
supervising and managing a research organization.

Concepts

"Research” asthe term is used above, is systematic, criticd, intensive investigation directed
toward development of new or fuller scientific knowledge of the subject studied. It may be with
or without reference to a specific application. Such research includes, but is not limited to,
theoretical and experimental investigations: (1) to determine the nature, magnitude, and
interrelationships of physicd, biological, and psychologcal phenomena and processes; (2) to
create or develop theoretical or experimental means of investigating such phenomena and
processes; and (3) to develop principles, criteria, methods, and a body of daa of general
applicability for use by athers.

The term "professionally responsible” isintended to set alower limit to the level of positions
covered by Part | of thisguide. Thisfloor, which trandatesto GS-11 in the classification grade
structure, means that, as a minimum prerequisite to evduation by means of Part I, positions must
operate at the level of responsibility typically associated with the independent performance of
research investigation.

The term "independent performance” is not intended to exclude supervisory assistance in the
form of genera guidance as to scope and objectives, or advice and consultation during the
planning, execution, or evaluation stages, provided the incumbent retains personal responsibility
for actually planning and conducting the study and for organizing, evaluating, and documenting
the results. It also does not exclude critical review of the product in terms of the care and
thoroughness with which the scientific method was followed, the relevance of conclusions to the
data, possible omissions, etc. Specific direction asto the plan of attack, detailed definition of the
problem before assignment to the incumbent, the taking over of analysis, inference, or reporting
by others are limitations on independence.

A member of aresearch team working on large problems which are not segmented into project

assignments that can be conducted independently may be considered to meet this minimum
criterion if (a) he fully participates as a professionally responsible member of the team in the
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substantive aspects of the work, and (b) he makes a contribution that may be regarded as
equivalent to indgpendent performance of limited but complete research project assignments.

In the research situation, team leadership, or supervision of asmall unit, is commonly based on,
and "carried" by, personal competence in research rather than by supervisory and administrative
skill. Consequently, this guide provides for the classification of such supervisory positions by
the same criteria as nonsupervisory research positions. On the other hand, some positions
involving team leadership or supervision of asmall unit, and nearly all positionsinvolving
direction of larger research organizations, require--in addition to research competence--marked
supervisory and administrative ability. They are, therefore, to be classified, in part, by other
criteria.

The crux of the distinction between the two situations, of course, liesin the actual operation of
the positions rather than in the number of subordinates. A supervisory position for which
research competence forms the primary basis for selection and evaluation should be classified
under this guide as a"team leader"; a position for which supervisory or administrative abilities
are the paramount considerations in the selection and evaluation process require the use of other
standards. In some situations, it will be desirable to use both this guide and the Supervisory
Grade-Evaluation Guide to appraise the grade level of the position.

Related functions

In terms of characteristics of the work situations, research and devd opment activities may be
thought of as a spectrum from basic research, at one extreme, through applied research to
development, test, and evaluation & the other extreme The coverage of the guide is deliberately
focused on the basic and applied research end of the spectrum.

Thisisnot to imply that positionsin basic and applied research are necessarily any more
grade-worthy than positions in devel opment, test and evaluation, or tha the devel opment, test,
and evaluation functions do not also call for a high degree of originality and inventiveness.
Rather, the guide is focused on basic and applied research because of the differences in work
situations and the differences in language and criteria, which are useful in determining grade
levels.

For example, it is least possible to define or measure basic research assignments, or the
expectations in terms of results. For development, test, and eval uation, the assignment frequently
becomes afairly definable thing, and the desired results are known. Further differences extend
even to the personal interests and characteristics of workers at the opposite ends of the spectrum.

There are, obviously, many positionsin the "gray area" between the extremes; i.e., many
positions which involve a combination of applied research and experimental development. The
application of this guide to such positions must be a matter of judgment, based on determining
whether there is sufficient involvement in research to render the guide applicable.
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Thisguideisintended for use in the evaluation of positions which are essentially full-time
research positions. It may also be used to appraisethe research portion of mixed positions.
However, in somecases, particularly where research and other functions are intertwined, it will
be difficult to determine whether a position is as a whole a research position for which this guide
is asuitable measuring instrument. To use this guide to evaluate such positions, all the following
criteriashould be satisfied:

1. Thepostionis predominantly characterized by systematic investigation of theory,
experimentation, or simulation of experiments.

2. Thework is characterized by research-type application of the scientific method including
problem exploration and definition, planning of the approach and sequence of steps, execution of
experiments or studies, interpretation of findings, and documentation or reporting of findings.

3. Thereisaclear requirement for the exerciseof creativity and critical judgment, variation in
which may materially affect the nature of the end produd.

4. The qualifications, stature, and contributions of the incumbent have a direct and major impact
on the level of difficulty and responsibility of the work peformed.

5. Research capability as demonstrated by graduate education and/or research experienceis a
significant requirement in selection of candidates.

Exclusions

This guide is not intended for use in classifying positions involving the management coordination
or administration of programs of research where such responsibilities represent the controlling or
paramount features in the assignment; positions primarily responsible for monitoring research
grants or contracts; positions of consultants who are not involved in the persona performance or
participating leadership of research; positions involving the performance of limited elements of
research work; positions involving primarily engineering development, test, and evaluation;
positions involving primarily library-type research; positions involving research in such social
sciences as history, geography, economics, and anthropology; positions limited to the conduct of
field surveysto collect scientific data on natural phenomena, such as the collecion of
meteorologic, hydrologic, oceanographic, geologic, or biologic datg or positions limited to



collection and identification of entomological or other specimens for scientific collections.

Obviously, some positions are not clear-cut. The conduct of field surveys for the purpose of
collecting and reporting data, as such, is not within the narrow definition of research in this guide
and is specificdly excluded from coverageof this guide. However, some scientists engagedin
such work may be making "theoretical and experimental investigations' and developing
"principles, criteria, methods and a body of data of general applicability.” The fact that the
scientist uses research methods and interprets his findings in the light of established principles
and hypotheses has littl e bearing on the decision if the position does not satisfy the coverage
criteria. The purpose of the work, as determined by responsible management, usually governs
whether or not the position requires the conduct of substantial research of the type covered by
this guide as an integral part of the work.

THE INTERACTION OF THE RESEARCH SITUATION
AND THE RESEARCHER

The duties and responsibilities of aresearch position are especialy dependent upon the interplay
between the research situation or assignment (within an appropriate job environment) and the
individual qualities of the incumbent. Creativity and originality areinherently of central
importance in aresearch situation, because the purpose of research is to extend man's knowl edge
and understanding. Y et, while the job situation may call for creativity and originality, the extent
to which these qualities are actually brought into play is dependent in large part on the
incumbent.

Furthermore, while nonresearch situations are typically structured as to breadth (necessarily so, in
order to fix respons hility and prevent functiond overlappi ng) the resear ch situdti on i stypically

The exclusion from the coverage of this guide of positions engaged in research administration
and coordination, systems development and evaluation, research in social science and other
functions should not be construed as implying alesser degree of concern for the impact of the
incumbent on the dimensions of the position in such situations. It reflects rather alack of fit of
the specific criteriaused in thisguide. Thus, there are many types of excluded positions--
particularly those which are defined broadly and require substantial creativity--in which the
qualifications and professiona stature of the incumbent will materially affect the grade level of
the position. Even though the published classification standards for such positions do not
provide specific guidance in consideration of the man-job relationship, a classification approach
which accords consideration to the qualifications of the incumbent comparable to that in this
guide may be used as appropriate. For example, for appraisd of engineering systems
development positions, panels of engneers and position classifiers, similar or identical to those
used for research positions, may be utilized to consider the impact of the qualifications and
professional staure of the employee on the variousindividual factors set forth in the appropriate
professional engineering standard.
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expandable in breadth in accordance with the incumbent's capabilities. Hence, it is recognized
that where the nature of the research situation involves a high potential for original and creative
work, the work of the position may be performed at any one of several levels, depending in part
upon the level at which the incumbent is capable of working and his motivaion. Thisleads to
what may be termed a"man-in-job" concept, based on the interaction of the assignment and the
incumbent.

This concept is not unlike the principle, long recognized in many nonresearch positions, that the
gualifications of the incumbent may materially modify the position as actually performed. There
are, however, two factors which make it particulaly important and desirable to recognize this
man-in-job concept in research positions. First, because of its "unlimited ceiling” and
"expandable breadth," the research situation is much more likely to provide opportunity for full
play of the incumbent's capabilities than the frequently more structured and limited nonresearch
stuation. Inthe second place, it islikely that in the nonresearch situation, the incumbent's
impact on the job will be reflected in ways (such as additional duties or functions; greaer
authority for action; more difficult assignments where the difficulty of assignments can be
predicted; |ess supervisory review, etc.) which are less subtle, and which can be identified and
measured by more conventiond means.

In recognition of the fact that the incumbent's personal qualifications do, in aresearch situation,
have a profound impact on the dimensions of the job which results, this guide provides for
considering both the research situation or assignment and the qualifications of the scientist who
occupies the situaion or assignment. These factorstogether constitute the position acually
being performed and form the basis for determining grade level.

CLASSIFICATION OF VACANT POSITIONS

The "man-in-job" concept expressed above would seem to lead to difficulty in classifying vacant
positions. Thisdifficulty is, however, more apparent than real. A vacant position may be
classified either: (1) on the basis of atotal factor pattern consonant with the qualifications to be
required of any candidate selected for the position (then, obviously, the qualification
reguirements should not be compromised in the selection process without reconsidering the
impact of such compromise on the classification); or (2) if a candidate has been tentatively

sd ected, in consideration of the factor pattern appropriate to his qudifications. Then, obvioudy,
the position evaluaion must be reconsdered if the tentatively selected candidateis not finally
appointed and other candidates of different qualifications are considered.

RELATIONSHIP TO GRADES OF SUPERVISORS
This guide is expressly designed to recognize the gradevalue of nonsupervisory performance
which involves avery high degree of technical independence, a high degree of originality, and a

high level of professional recognition and contribution. It is based on the thesis that while
supervision is one ladder to high-level responsibility in scientific work, there is another
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ladder--the ladder of personal creativity and scientific contribution. While a good supervisor can
do much to create afavorable climate and to stimulate creativity and originality, in the final
analysis, areativity and originality come from within the person who displays them.

Since these factors are personal to the incumbent, are subject to "supervision” to only avery
limited degree, and are an alternate ladder to high-level work, it is not considered necessary that
supervisors of research work always be in higher grades than any of their subordinates. In other
words, it may be possible for the contribution of a highly creative nonsupervisory researcher to
merit the same grade (for different reasons) as the contribution of the supervisor of the
organization or unit. Nor isit considered that this situation can exist only where the supervision
is purely administrative in nature. Technical upervision, includng overall evduation of results
and guidance as to priorities of research to be undertaken, may be present without necessarily
[imiting the orignality and areativity of subordinates.

Thus, positions graded under this guide may, in some instances, be properly classified in the
same grade as, or conceivably (albeit rarely), in a grade above that of the supervisor of the
position. This can occur when the grade of the researcher is determined by highly independent
personal performance and his personal creativity, stature, and contributions.

Asindicated under "Coverage," many supervisory research positions may beclassified under the
team leadership criteriain thisguide. Additional guidance in the evaluation of supervisory
positions will be contained in the Supervisory Grade-Evaluation Guide, Part 11, to be issued
shortly.

FACTORS FOR EVALUATING RESEARCH POSITIONS

While the specifics of subject matter dealt with will vary according to the scientific or
engineering field involved, grade levels of research positions have been found to depend on
essentially the same elements regardiess of subject field. In this guide, thesecommon elements
have been grouped into the following four factors:

I.  The research situation, or assignment
Il. Supervision received
I1l. Guidelines and originality
V. Qualifications and scientific contributions

Factor IV, Qualifications and Scientific Contributions, is double weighted to reflect its
importance and to offset what would otherwise be a disproportionate orientation toward the
assignment and work situation in the ather factors. It isrecognized that there is considerable
overlap between these factors. However, each is focused on a different aspect of the
job-incumbent relationship. By considering and rating them separately, somewhat more
precision and a greater degree of consistency can be obtained in the final evaluations than would
be possible if asingle overall evaluation were made.
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The following nates relate to application of the factors:
Factor |, The research situation, or assignment

This factor deals with the nature, scope, and characteristics of current studies being undertaken
by the incumbent. The level credit for this factor should be based on a sufficient span of time to
reflect the norm of current assignments rather than isolated and atypical projects. However, this
factor isintended to reflect the situation or assignment in the current job, rather than a
summation of the incumbent's assignments over along period of time.

In the case of atrue team leader; i.e., one who is considerably more than a straw boss, alevel
should be credited which reflectsthe scope and character of projects being conduded by his
team. In the case of ateam member, the level should be based not on the total projects caried by
the team, but upon the specific projects, or portion of the team load, carried by the incumbent.

It isthe inherent difficulty and complexity of the research problem(s) which determine the level
to be assigned for this factor, not the question of whether research is basic or applied.

For measurement purposes, the primary considerations in the research assignment are its scope
and complexity, its objectives, the means of accomplishment, and the expected end results. The
breadth of the problem and the depth or intensity of the required investigation are basic issues.
The extent of related research studies, the extent to which objectives can be defined, the number
of unknowns, the aritical obstacles, and the variety and intensity of the knowledges which must
be brought to bear for the solution of problems are aso appropriate measures of relative
difficulty and complexity.

In considering the expected end product of research effort, the impact of the results on scientific
theory and practice may be of significance. Also, important in consideration of the end product
are the extent and complexity of the validation processes required, the necessity for conversion of
abstract concepts to hardware and/or to easily understood statements of theory, and the
fruitfulness of the product in solving theinitial situation and in opening new areas of
investigation.

Factor 11, Supervision received

This factor deals with the supervisory guidance and control exercised over the position of the
researcher, and also relates to the current job situation. Considerable care is required to evaluate
thisfactor. In aresearch situation, a considerable amount of €fective supervision may exist with
only aminimum of formal supervisory contact. On the other hand, consultations with colleagues
of higher, lower, or equal standing in the organization are essential to maximum effectiveness of
researchers at all levels and should be distinguished from supervision.
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The effect of controls upon the positions may be measured by the incumbent's freedom for
determination of course of action, and the degree of finality of his recommendations and
decisions. Also to be considered are the manner in which he receives his assignments, the
opportunity for procedural innovation, and the degree of acaoeptance of hisfinal product.

Factor 11, Guidelinesand originality

This factor deals with the creative thinking, analyses, syntheses, evaluaion, judgment,
resourcefulness, and insight that characterize the work performed in the current job situation.

Guidelines usually consist of the literature in the field, procedures, and instructions; or precedent
situations which may be adapted or modified to meet the requirements of the current situation.
Points to be considered in relation to these guidelines are: (1) the extent and nature of the
available written guides, (2) the intrinsic difficulty encountered in applying the guidesin terms of
their ready adaptability to the current situation, and (3) thedegree of judgment required in their
selection, interpretation, and adaptation.

In assessing the impact of creativity found in the position, three considerations are important.
Thefirst consideration involves therequirement for original and independent creation, analysis,
reasoning, evaluating, judging, and choosing between altemative methodologies. Also to be
considered is the required interpretation of findings, trandation of findings into a problem
solution, and recording of these findings and interpretations in aform usable by others aswell as
in application to specific end products. The third consideration is the impact of theories
principles, concepts, techniques, and approachesdevel oped by the incumbent uponthe scientific
field of hisresearch effort.

Factor IV, Qualifications and scientific contributions

Thisfactor is not restricted to present and immediate past job performance. It isintended to
focus on the total qualifications, professional standing and recognition, and scientific
contributions of the researcher, as these bear on the dimensions of the current research situation
and work performance. Particular care must be observed to consider only those features of the
factor which have a significant impact on the job.

The degrees of Factor |V are expressed in part in terms of standing and recognitionin a
specialized field. A researcher who is arecognized specialist in one field may be reassigned to a
related field without change in degree of Factor IV, when it is expected by management that the
researcher will probably perform at substentially the same level of compeence after a reasonably
short orientation period.

In evaluating this factor, consideration should be given to negative findings, which may be
contributions to knowledge and guides to further research just as much as "positive” findings.
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In some research situations, security regulations or other circumstances prevent publication of
research results and make it impossible to evaluate the work on the basis of its impact on the
larger scientific community. In such cases, the work will have to be evaluated by means of the
best possible judgment of its importance and the impact it would have if it could be published.

Undue emphasis should not be accorded mere number of publications; their quality and scientific
significance, and especially the number of qudity contributions, are more important.

Recency of accomplishment isimportant. Although the total history of accomplishmert is
considered, recent research or similar activity which assures maintenance of research competence
isessential to full aedit for past accomplishments.

Research positions of the type covered by this guide are characterized by a continuing personal
struggle to keep abreast of rapidly advancing and changing disciplines. In resolving borderine
determinations of degrees of this factor, consideration should be given to whether the incumbent
isengaged in aurrent and vigorous professiond development.

In evaluating the degree of Factor 1V, Qualifications and Scientific Contributions, consideration
may be given to the level of education completed. In general, research positions covered by this
guide are of such nature that a bachelor's or higher degree is typically arequirement. (Some, but
not all, qualification standards for research positions include such arequirement.) Moreover, for
some types of work, particularly basic theoretical research, graduae education is generally
regarded as almost essential to the professional stature represented by the higher degree levels of
Factor IVV. On the other hand, a doctorate in and of itself would not warrant more than Degree
A. However, aresearcher with aPh.D. whose graduate work demonstrated superior research
ability (as defined in applicable qualification standards) may be assigned Degree B.

EVALUATION SYSTEM

Each of the four primary factors which must be evaluated has a very wide degree range. To serve
as key pointsfor evaluating each factor asit applies to a particular position, three degrees-A, C,
and E-- with point values of 2, 6, and 10, respectively (4, 12, and 20 in the case of Factor IV) are
defined in the degree definitions below. Definitionsare not included for intermediate degrees B
and D, point values 4 and 8, respectively (values 8 and 16, in Factor IV), because we have not
been able to develop language precise enough to express these degrees without some overlapping
of words. However, degrees B and D and their point values are an integral part of the plan and
are to be used when an element is determined to fall between the defined degrees.

Ordinarily, the use of point values between any two of the five degrees (e.g., 3 points for a degree
of Factor | between A and B) is not recommended. Under most circumstances, such refined
distinctionsin judgment cannot be rdiably made and efforts at too much refinement may only
result in afalse appearance of precision. However, the use of these valuesis not preduded under
circumstances inwhich their use is supported by sound judgment.
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The evaluation system involves a separate determination of the proper degee (A, B, C, D, or E)
for each factor; assignment to each factor of the point value of the degree assigned; and
conversion of the total point values to a GS-grade by means of the Grade-Determination Chart
and accompanying instructions. If a position fails to measure up to degree A for afactor, it need
not be assigned any pointsfor that factor. (Fail ureto measure up to Degree A for Factors| or Il
would preclude use of Part | of this guide.)

The definition of Degree E for each of the four factorsisfoll owed by adefinition titled "In
Excess of Degree E." These definitions do not illustrate specific degrees, nor do they have
assignable point values, but rather are intended to provide additional guidance concerningthe
intent of Degree E. Thus, these "In Excess of Degree E" statements are useful elements of the
guide for appraisal of positionsin grades GS-15 and below. If, for oneor more factors, a
position exceeds Degree E (not necessarily to the extent shown by the "In Excess of Degree E"
statement), additional points may be assigned by extrapolation.

These "In Excess of Degree E" statements of the factors point up the absence of a GS-15 ceiling
on researcher positions. Although these higher levels of the factors are not directly translatable
in terms of specific grades above GS-15, they areuseful as indicators of positions which support
allocation above GS-15.

Evaluation systems of this type have been found to be useful aids to the formulation, recording,
and consolidation of a series of judgments. The fact that subjective judgments are quantified
should not be allowed to obscure the fact that they are judgments and that final decisions should
rest on sound appl icati on of judgment rather than upon uncritical application of numbers. In
applying a degree definition, the definition as awhole, initstota context, must be applied--not
isolated words or phrases.

The interrelationship and interaction of the factors need to be considered carefully in assigning
factor degrees. In genaal, the correlation of the factors (and good management practice) would
tend to preclude more than a 2-degree difference between the factor degrees assigned to different
factors. For example, the scope and complexity of the actual research situation (as distinguished
from what it might be) need to be correlated with the ability and competence of the incumbent.
Thus, if aresearcher with Degree E qualifications were to undertakewhat is generally regarded
asatypical Degree A assignment, his depth of insight and penetration and original approach
could convert theroutine Degree A assignment to a complex Degree C or higher assgnment.

PROCEDURAL SUGGESTIONS FOR USE OF EVALUATION SYSTEM

The procedures for application of this guide are, of course, a matter for agency determination.
The guide may be applied by procedures ranging from normal use by postion classifiers (with
adeguate care and attention given to ascertaining from subject-matter spedalists the degree of
novelty and complexity of projects and the contributions and professional statureof the
incumbent), to application by a panel with joint researcher-classifier membership.
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However, because statistical evidence indicates that more reliable results may be expected if
panels are used, the use of panelsis recommended.? Since some of the judgments called for by
the guide can best be made by researchers, with their fund of relevant technical knowledge, and
since joint participation on the panel affords an excellent opportunity for close cooperation and
the merging of the contributions which can be madeby professional personnel and by classifiers,
joint researcher-classifier membership on panels is recommended.

If panels are used, we suggest that they include a reasonable diversity of disciplinesto assure a
better perspective with respect to the relationship of the specific position to broader areas of
research. (Thelimited statistical evidence available indicates that panel members in other
disciplines than that of the position being rated can rate accurately if the facts regarding the
position are clear.)

Where panels med as a group and reach an understanding as to job facts before they undertake to
evaluate the job, results seem to be more consistent than where a dossier concerning thejob is
passed around and each attempts to rate the job without prior discussion. However, careneeds to
be exercised to confine discussions prior to rating to facts, and to avoid prejudicing the individual
ratings by premature expressions of conclusions. The individual raters should rate
independently. Because of theimportance of subjective judgments of knowledgeable scientists
and engineersin the evaluation process, the classification record should identify the scientists
and engineerswho provided the gopraisals, individually or as members of panels

Some agencies that have reported successful use of evaluation panelsin the use of the guide have
limited the use of panelsto positions at GS-13 and above in order to reduce the workload on key
professional personnel. Other organizations report that collateral values derived from the use of
evaluation panels warrant the additional effort and cost of using the panel method at lower grades
aswell.

Information regarding achievements, publications, appearance before professional organizations,
reviews of the researcher's work, etc., will need to be devel oped when the position is reviewed.
This may be presented in a variety of ways--for instance by the supervisor to the pand--but it
also needs to be incorporated in a brief summary of the more important background d ements
which can be appended to the position description. Information concerning the incumbent will
need to be redevel oped or modified with changes in incumbency or the competence and stature
of the incumbent.

Research positions are particularly susceptible of changes in performance which may occur
gradually over a period of time. This makesit paticularly important that they be periodically
reviewed to determine what changes may haveoccurred. Many research installations have

?For detailed information conceming the analysis and the results dbtained, see "A Rating Scale
Method for Evaluating Research Positions,” by H. Alan McKean, John Mandel, and Mary N.
Steele, in July-August, 1960 issue of Personnel Administration.

72



promotion panels make periodic reviews of the qualifications and professional development of
their researchers, with aview to recommending promotions for those regarded as qualifying for a
higher grade. Although the role of such panels may vary, they commonly evaluate the
knowledges, ahilities, personal qualities, achievements, and contributions of the candidates as
these relate to the requirements of the position to befilled. Such appraisals of the man-job
relationship for purposes of selecting candidates for promotion require knowledge and judgment
similar to that required for gradelevel evaluation. Accordingly, agencies may find it helpful to
use asingle panel for promotion, position classification, employee development, and other
purposes.

This guide requires coordination and makes possible a meaningful integration of the
qualifications review and the classification review. It provides a ground on which the job
knowledge and knowledge of the incumbent's performance and capabilities, which are possessed
by the technical staff of the organization, can be intelligently related to classification and
gualification standards and the other personnel and management processes. Such coordination
and management participation should do much to provide abasis for more effective personnel
management, in abroad sense, with regard to research positions.

A number of agencies have reported values in application of the guide which extend well beyond
its use as a classification instrument. This guide has been viewed as a major tool in improving
the public image of the Government service. Recruiters for research organizations have
effectively used the guide in informing prospective candidates of the modern personnel
management practices in research administration in the Federal service and of the opportunities
to advance to the highest level sas anindividud researcher without supervisory respongbility.

73



GRADE-DETERMINATION CHART

Total point value assigned to the four factors may be converted to grade in accordance with the
chart below.

Conversion Scale
Classification Grade Total of Factor Point Values
GS11 8-12 [14]*
GS-12 16-22 [24]*
GS-13 26-32 [34]*
GS-14 36-42 [44]*
GS-15 46-52 [54]*

Where the points assigned to a position fall in the gap between ranges assigned to GS-grades, the
position may be considered to be "borderline.” Thus, it should be assigned to either the higher or
lower of the two grades between which it falls in accordance with ajudgment determination
based on aspects of the position which may not have been fully considered in arriving at the point
values, and in consideration of bes alignment with other properly classified positions.

* Point totals in brackets in the table illustrate ARS "grade ceiling" concept. ARS
factfinding and deliberation procedures are sufficiently thorough that all significant "aspects of
the position” will have been fully considered in arriving at the point values. For example: 24
pointsisthe "ceiling" for grade 12. Assignment of 24 points always results in allocation to grade
12. Allocation to grade 13 always requires assignment of atotal of & least 26 points.
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DEGREE DEFINITIONS®
Factor |I: The research situation, or assignment
Degree A (2 pants)

Projects consist of scientific investigations of limited scope, with readily definable objectives,
which require only fairly conventional techniques. Such investigations may stand alone as
studies of specific phenomena or problems, or they may be segmentsin a structure of related
investigations. In either case, the specific assignment typically requires the incumbent to perform
or to participate responsibly in all phases of the compl ete research process including problem
definition, planning, execution, analysis, interpretation, and reporting of findings.

Projects may be studiesin new areas, where the objectives areclear-cut and fairly conventional
means can be used; they may involve goplying existing theory or methods to new classes of
subjects, or to classes of subjects previously experimented with, under various controlled
changes in conditions; or they may involve reruns or adaptations of previous studiesin the light
of changesin theory, improvements in techniques and instrumentation, etc.

Projects are expected to result in a publishable addition to scientific knowledge or in a
comparable contribution to the devel opment of a new or recognizably improved method or
technique.

Degree C (6 points)

The incumbent is responsible for formulating and conducting a systematic research attack on a
problem area of considerable scope and complexity. The scope of theproblem areais typically
such that it must be approached through a series of complete and conceptually related research
studies. These may be carried out personally by the incumbent or by ateam of which the
incumbent isthe leader. In terms of complexity, problems are typically difficult to define;
reguire unconventional or novel approaches; require sophisticated research technique; and/or
present other features of more than average difficulty.

Characteristically, research studies of this scope will result in a series of publishable
contributions to knowledge which will: (&) answer important questionsin the scientific field,
account for previously unexplained phenomena, and/or open significant new avenues for further
study; (b) represent an important contribution tothe validation or modification of scientific
theory or methodology relaing to the topic area; (c) result in important changes in existing
products, processes, techniques or practices; and/or (d) be definitive of a specific topic area.

*Substantive changes in degree definitions as compared to the 1960 version of this guide are
marked by asterisks.
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Degree E (10 points)

At thislevel, the research situation consists of: (1) Responsibility, ordinarily as ateam leader,
for formulating and guiding a research attack on problems in applied research which have been
recognized as critical obstacles to progress or development in areas of exceptional interest. The
solution of such problems would represent a major advance, opening the way for extensive
related development; or (2) Responsibility for attacking basic research problems which have been
recognized as exceptionally difficult and unyielding to research analysis so that their solution
would represent an advance of great significance.

Whileit is not possible to stipulate "success" in the solution of such problems, for the research
situation to be evaluated at this level areasonable expectation of fruitful work on problems of
such difficulty and magnitude is presupposed. In any case a significant rate of progressis
expected; or (3) *Responsibility as ateam leader for attacking problems of such scope and
complexity as to require subdivision into separate phases of which several are characteristic of
Degree D. (Positions of this type necessarily involve substantial supervisory responsibility.)*

*In Excess of Degree E

The research situation is characterized by: (1) Responsibility as ateam leader for formulating

and guiding a broad scale attack on problemsin frontier areas of critical importance to major
national programs. The project is of such complexity and scope that it must be sub-divided into a
number of separate experimental and theoretical research phases, several of which are typical of
Degree E of thisfactor; or (2) Responsibility for attacking basic research problems of such
fundamental interest, extraordinary difficulty, and resistance to attack that: (a) there have been
numerous attempts by highly competent scientists to explore the areaand to gain a fundamental
understanding of the processes or phenomena; (b) new hypotheses, concepts, and techniques
must be developed for attack, and interpretation; and (c) the successful performance of the work
will lead to the major modifi cation or i mportant extens on of current theory.

In either (1) or (2) above, the assignment and leadership exerdsed influence the shaping of
agency program gods, advancement of programs and understanding in the total field, and the
planned activities of numerous scientists in Government, academic institutions, and private
industry.*
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Factor 11: Supervision received
Degree A (2 pants)

Most typically, the spedfic problem is assgned by his supervisor with general instructions as to
scope and objectives of the study. The study may, however, be suggested by the incumbent, and
undertaken after supervisory approval. The incumbent confers with his supervisor regarding
definition of the problem, its relationship to the broader research goals of the activity, and the
development of a plan of attack. The direction and guidance thus received areaids to the
incumbent in the critical problem definition and planning stages, but do not remove his personal
professional responsibility for the completeness and adequacy of these steps. From this point,
incumbent is expected to take responsibility for the study and pursue it to completion, solving
problems ordinarily entailed in accomplishment of the work with only occasional reference to the
supervisor. Dedsions that materidly change the nature of the work (e.g., decisions to
discontinue work, change emphasis, or change plan of attack) originae elsewhere or are
approved by the supervisor.

Incumbent interprets results of own work and prepares reports and papea's which are reviewed for
inclusion of necessary supporting information, completeness, darity, andresults. Work is
reviewed for adequacy of method, for compleeness, and for results.

Degree C (6 points)

In programmed or applied research, the researcher istypicaly ass gned abroad problem area. In
basic research he may not be given an "assignment,” but may work with substantial freedom
within an area of primary interest. In eithe event, heis allowed substantial freedom in
identifying, defining, and selecting specific problems for study, being responsible for
determining what appear to be the most fruitful investigations and approaches to the problem
area

The researche is responsible, with little or no supervisory assigance, for formulating hypotheses,
for developing and carrying out the plan of attack, for coping with novel and difficult problems
requiring *modification of standard* methods, for analyzing and interpreting results, and for
preparing comprehensive reports of findings.

The supervisor is kept informed, through occasional discussions, of general plans and progress of
the work. The supervisor approves plans which call for considerable investments of time or
equipment; and is responsible for final decisions concerning direction of work, and concerning
changesin or discontinuance of important lines of investigation, particularly if they involve
abandonment of what had been thought to be promising lines of investigation or of a substantial
research investment. However, the researcher's professional judgment isrelied on to such an
extent that his recommendations are ordinarily followed. The supervisor attempts to create a
climate conducive to the generation of ideas through staff discussions, seminars, etc. The
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researcher has full responsibility for decisions regarding use of equipment and other resources
made available to him. His completedwork and reportsare reviewed principally to evaluate
overall results.

Degree E (10 points)

Technical supervision is nominal *and consultative in nature.* The researcher works under
broad administrative supervision, which is *generally limited to approval of staffing, funds, and
facilities,* and broad agency policies. *Within theframework of management objedives,
priorities, and pressures for reaults, the researcher is expected to |ocate and explore the most
fruitful areas of research in relation to the agency's program and needs and the state of the science
involved; to take complete responsibility for formulating research plans and hypotheses and for
carrying them through to completion; and to take full technical responsibility for interpreting
findings, including interpreting their applicability to activities and interests of the agency, and
their broader goplicability to basic scientific methodology. Within the agency, these
Interpretations are accepted as technically authoritative and become the basis for necessary
administrative action. They are, of course, subject to further test and ultimate validation or
modification by the scientific community * and management decisions on the use of the results of
research.*

*In Excess of Degree E

The supervision received is characterized by: (1) adegree of confidence in and reliance on the
researcher's productivity, competence, and judgment such that there is an unusual level of
support of his recommendations and his most novel and as yet seemingly fruitless investigations;
(2) responsibility such that interpretations, recommendations, and conclusions having major
impact on matters of great urgency and significance are furnished other agencies and the
professional community without reference to or knowledge of higher authority in the agency, and
(3) asupervisory relationship that fully reflects recognition of the researcher as both (a) atop
technical authority in hisfield in the agency and (b) a distinguished and brilliant scientist.*
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Factor I1l: Guidelinesand originality
Degree A (2 paints)

Existing theory and methods are generally applicable to most, though not necessarily all, parts of
the problem. Available material may contain some inconsistencies, may be patially
unconfirmed, and/or may suggest severa different possibilities of dealing with the problem at
hand. The originality required of an incumbent at this degree is primarily the development of a
complete and adequate research design for his specific problem, based on use of sound
professional judgment in selecting and adapting from available possible methods and techniques
those best suited to the immediate problem. This may involve the application of highly complex
(but established) experimental techniques, or some modification of details of technique or
method. This degreeinvolves only alimited amount of innovation or modification of procedures
and techniques.

Degree C (6 points)

In basic research, available guides and precedents, e.g., existing literature in the field, are limited
in usefulness (are contradictory, contain critical ggps, are only partially related to the problem) or
may be largely lacking because of the novel character of the work being done A high degree of
originality is required in defining problems which are very elusive and/or highly complex, in
developing productive hypatheses for testing, in identifying significant problems for studyin
devel oping important new approaches, methods, and techniques, and in interpreting and relating
the significance of results to othe research findings.

In applied research this degree typically involves devel opment and application of new techniques
and original methods of attack to the solution of important problems presenting unprecedented or
novel aspects. Thisincludes application of a high degree of insight to isolate and define the
critical features of the problems and application of a high degree of originality and ingenuity in
adapting, extending, and synthesizing existing theory, principles, and techniquesinto original and
non-obvious combinations or configurations, and in defining and conducting the specific
research studies necessary for the solution of the problems dealt with.

Degree E (10 points)

This degree of originality is represented by. (I) Creative extension of existing theory or
methodology, or significant contri bution to the devel opment of new theory or methodology,
which is of such scope as to supplant or add new dimensions to a previous framework of theory
or methodology (for example, the new theory may represent a higher abstraction which includes
relevant prior knowledge, at least as special cases of the new and which accounts for phenomena
which may have been inconsistent with prior theory); or (2) Responsibility (particularly in
applied research), for applying avery high degree of imagination and creativity in the solution of
problems of *marked* importance (for example, to thescientific field, to national defense, to
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health, to major ssgments of the national economy, etc.), for which there is an amog complete
absence of gpplicabl e gui dd ines, pertinent literature, and methodology.

*1n Excess of Degree E

The work is characterized by the application of such unusual productivity, creativity, and depth
of insight into the fundamental nature of phenomena and their relationships as to produce a
substantial variety of new methods and techniques, of new approaches to formerly intracteble
problems, of identification of new problems to be attacked, and of important new concepts and
discoveries, inclusive of the type described in DegreeE of thisfactor. New areas are opened up
for exploration, the findings have widespread applicability to other fields of scienceand
technology, and there is likely to bea major stimulus to scientific and technological effort and
achievement in the field of endeavor.*
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Factor IV: Qualifications and scientific contributions
Degree A (4 pants)

The researcher typically ** performs independent research, or serves as afull member of a
research team. He has demonstrated, through satisfactory planning and execution of one or afew
research studies, ability to define his problems clearly, to perform the necessary background
research, to develop an appropriate plan of attack, to execute the research plan, to organize and
evaluate the results, and to prepare acceptablereports of findings, with some guidance as to

obj ectives and occas onal consultations during the progress of his study.

Work may be expected to result (or has resulted) in co-authorship, in a secondary role, of one or
more major papers or reports of considerable interest to the scientific field, or in primary
authorship of oneor more minor pape's or reports which will serve (or have served) chidly to fill
narrow blanksin an existing framework of knowledge, or corroborate existing theory, or to report
findings of limited scope.

The researche serves as a source of information on his own research projects, principally to
researchers within his own laboratory * or sphere of investigation, and on related or similar
projects elsewhere.*

Degree C (12 paints)

At this degree, the researcher has demonstrated his ability as a mature, competent and productive
worker.** He will typically have authored one or more publications of considerable interest and
value to hisfield (as evidenced by favorable reviews, by citation in the work of others, by
presentations of papers to professional societies, €c.), and/or he will have contributed inventions,
new designs or techniques which are of material significance in the solution of important applied
problems.

His contribution involves leadership of a productive research team, or leadership in the
conception and formulation of productive research ideas (as evidenced by the fact that his ideas
have been the basis for productive studies by others, within or outside hisimmediate
organization), and/or highly productive (in terms of both quantity and quality) personal
performance of research of such originality, soundness, and vdue as to have marked him as a
significant contributor to his professional field. He is beginning to be sought out for consultation
by colleagues who are, themselves, professionally mature researchers. Further evidence of his
emerging recognition may be seledion to serve in important committee assignments of
professional groups. Heis qualified to speak and deal responsibly concerning technical matters
in his area of immediate specialization with researchers within and outside his own organization.
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Degree E (20 points)

At this degree, the researcher has demonstrated outstanding attainment in a broad, or in anarrow
but intensely specialized field of research. He will typically have authored a number of

important publications, of which at least some have had a major impact on advancing the field, or
are accepted as definitive of important areas of it, and/or he will have contributed inventions,

new designs or techniques which are regarded as major advances in basic or applied research,

and which have opened the way for extensive further devd opments, or have solved problems of
great importance to the scientific field, to the agency, or to the public.

Contributions at this degree are of such importance and magnitude that they serve to move the art
forward to the extent that other researchers must take note of the advance in order to keep abreast
of development in the field.

He is sought as a consultant by colleagues who are, themselves, ** specidistsin hisfield; he
speaks authoritatively regarding hisfield in contacts within and outside the Govemment.
Invitations to address * national* professional organizations, and recognition in the literature of
hisfield through favorable reviews and numerous citations by others are further typical evidences
of attainment. *For purposes of comparison with private employment, the level of attainment
contemplated at this degree may be considered to be roughly comparable to tha of afull
professor at a maor university.*

*In Excess of Degree E

The incumbent is arationally recognized authority and leader in an area of widespread scientific
interest and investigation. He will typically havereceived honors and awards from major

national organizations for his accomplishments. He is sought as an advisor and consultant on
scientific and technological programs and problems which extend wdl beyond his own field. His
reputation as a scientific leader is such that he serves as arecruiting attraction for recent
graduates who seek opportunities to work under hisinspiration and guidance in order to catch
some of hisimaginativefire, critical judgment, and research technique.* His personal
competenceis likely to be amajor consideration in agency sponsorship of programsin hisfield.
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Part II--Evaluation of Research Positions Below GS-11

This material isfor wide application, across the same occupational lines covered by Part | of the
Guide. Positions covered in Part 11 are typically trainee or research assistant positions or involve
the independent performance of limited research assignments.

CHARACTERISTICS OF GS-5 POSITIONS

Positions at this level are characterized by intensive training and the performance of supporting
work in research requiring professional training but little or no experience.

Assignments are planned to: (1) provide experienceand training to orient employees to
administrative policies and regulations, technical programs, research techniques, and opeating
procedures; (2) ascertain interests and aptitudes as a basis for more responsible assignments; and
(3) contribute to the productive output of the research unit to which assigned.

Trainees at GS-5 receive detailed instruction and guidance. Work isreviewed in detail for
correctness of methods employed, proper application of basic scientific principles, and accuracy
of results. Phases of work not covered by instructions or guidelines are referred to the supervisor
or others for advice and instruction.

CHARACTERISTICS OF GS-7 POSITIONS

Positions at this level are characterized by advanced training in research techniques and methods
and by the performance of work of limited scope and complexity, involving avariety of
assignments which are accomplished by established methods, procedures, and techniques and are
minor phases of broader assignments of other employees. Assignments aretypically selected to
develop the employee for work of ahigher level.

Assignments are accompanied by instructions as to the problem to be studied, the extent to which
studies are to be carried, the approach desired, and the general techniquesto be applied. The
supervisor spot checks work in progress and provides instructions or guidance on difficulties
encountered during the performance of the work. GS-7 employees apply independently standard
or specified research methods, tests, techniques, and procedures and devel op simple work plans
and preliminary conclusions, which they present orally or in preliminary draft form for approval
or revision. Unanticipated conditions are typically referred to the supervisor for guidance. The
work is reviewed for technical adequacy and thoroughness of application of methods and
techniques.

Judgment and some initiative are applied in planning simple details of the work as in deciding
how to collect and present data; in determining from established guide material, the methods and
techniques to use; in making simple adaptations of methods and techniques; and in recognizing
circumstances requiring special attention.
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CHARACTERISTICS OF GS-9 POSITIONS

Research studies carried out by employees at this level may be complex but are characterized by
clear and specified objectives, investigation of alimited number of variables, and self-directed
work in planning and carrying out experiments in accordance with approaches which have been
structured by others. GS-9 researchers generally plan project details on the basis of precedents
established in related projects, and devise and recommend alternative methods of standardized
analysis as a basis for solving moderately difficult problems. Generally, they havea higher
degree of responsibility for factfinding than for fact interpretation.

Work is performed under the technical and administrative supervision of aresearcher of higher
grade. Immediate objectives are indicated by the supervisor, as well as the nature of results to be
expected. Potential and actual sources of difficulty are discussed with supervisor. Supervisor
reviews recommended work plans and inspects work to observe adequacy of research methods
and practices and to give advice during the progress of the work. Completed reports are
reviewed from the standpoint of adequacy, completeness, and validity of conclusions reached.

In general, precedents are available in the form of previous studies on related subjects, standard
methods in textbooks, handbooks, or other literature, and possibly, from manuals of procedure.
Most assignments, however, have features which require other than the direct application of these
guides so that incumbents at this levd must select and adapt methods and piece together the best
techniques applicable to the problem.

Judgment is required in insuring that tests, measurements, and observations are made under
conditions reflecting scientific and operating requirements and will yield valid results.
Originality is evidenced in developing improvements and modifications to established
procedures.



Chapter 12: Additional Evaluation Guidance

Interpretation of the RGEG

The RGEG is an OPM standard for use in classifying positionsinvolving: (@) the personal
performance of aresearch scientist either individually or as ateam member, and (b) |eadership of
aresearch team or organizational unit where the primary basis of selection isresearch
competence and cgpability rather than supervisory or administrative ahility. Whenever the size
of ateam or organizational unit or other management concerns dictate the need for marked
supervisory and administrative ability in a position, other classification standards may be
appropriate.

The RGEG is based on the premise that the qualifications of an incumbent can greatly expand a
given research position in depth and/or scope. It is also based on the premise that the
qualifications of an incumbent are directly proportional to the demonstrated research and
research-related accomplishments of that incumbent. Thus, a research position cannot be
classified without considering an incumbent in the position. It isimportant to remember that the
RGEG aims at assessing theimpact and quality of an employee's scientific contributions.
Quantity of publicationsis discussed as being (at best) of secondary significance as an indicator
of contribution.

The introductory pages of the RGEG elaborate on the aéove points and devel op the conceptual
framework of how positions and incumbents will be measured for classification purposes. These
pages also suggest overall philosophy to interpret the standards presented in Part | thereof.

Severa extremely important concepts are contained in the introductory pages of the RGEG and
their interpretaion is critical when using the RGEG. Interpretations of these concepts
appropriate to ARS, are discussed in the following sections. Other issues which sometimes
become involved in application of the RGEG are also discussed.

. Appropriateness of the RGEG (see "Coverage"):

When using the RGEG, a major concern is whether a position involves research for
which the RGEG is an appropriate classification standard. 1n making the determination,
the RGEG points out that all five of the inclusion criteriashould be applicable before the
Guideisused to classify a position. In addition, the RGEG definesthe research process
inthe Degree A definition of Factor I.

The RGEG must not be applied to positions described as exclusions. When an incumbent
is not perf orming responsibly in the complete research process, or when a position's
primary activities fall outside of the research boundaries, the position is nonresearch and
the RGEG is not the appropriate position classification standard.
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Some scientific positions are intended to provide professional support to research
positions in carrying out the program work of ARS. Their incumbents perform
responsibly in a complete research process, but are involved in a support role To
illustrate, a person might be receiving training and perform in all activities of the research
process, but with extremely close supervision--use of the RGEG would be appropriate.
On the other hand, a person might be heavily involved in planning and executing
experiments and analyzing data, but not be substantively involved in the other adivities
of the process. Such aposition is research support rather than technidan (if scientific
professional knowledge is required), and the RGEG is not appropriate. Regardless of
grade level, a support position will generally have limited (if any) involvement in the
problem definition and interpretation of results phases of the research process.

There are other types of sdentific nonresearch positions (involving neither responsibility
for nor participation in all activities of the research process) that perform program work
for ARS where the work is of a service-type nature. TheRGEG is not appropriate for
these positions.

Another way to determine if theRGEG is an appropriate classificaion standard isto
examine the end product of an incumbent's work. This can be done by evduating the
expected results stated in the research assignment to see if aresearch accomplishment
may result. If it isdetermined that no significant accomplishments will result when
measured in Factor 1V, the RGEG is not an appropriate classification standard.

Independence (see "Coverage"):

"Independence” or "independent” has various meanings. At grade GS-11, independent
means the incumbent is capable of performing responsibly in all phases of research,
but with close supervision, particularly in the review of work performed. At grade GS-12
and above, independent means the incumbent is capable of accepting responsibility for
all phases of research, with limited technical supervision in most phases of research,
ranging to essentially no technical supervision inall phases of research at higher grades.
It should be noted that working alone is not required. When applied to a member of a
team where |large problems cannot be segmented into identifiable areas, independent
means the incumbent is fully participating as a professionally responsible member of the
team in substantive aspects of the work or makes contributions that may be regarded as
equivalent to independent performance.

Changing Assignments (see Factor 1V under "Factors for Evaluating Research
Positions"):

Assessing qualifications when an incumbent changes research assignments is sometimes

aconcern. The RGEG points out that the total qualifications of aresearcher must be
considered as they bear on the dimensions of the current research situation and work
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performance. On the other hand, the RGEG recognizes that a specialist in one field may
be reassigned to arelated field without change in degree of Factor 1V when it is expected
that the researcher will perform at substantially the same level of competence after a
reasonably short orientation.

How far expertise can be stretched or how quickly new expertise can be acquired must be
evaluated on a case-by-case basis. When a pand determines that an incumbent can be
expected to make the transition, full credit should be given. However, if the panel
determines that the employee's expertise cannot reasonably be expected to fully meet the
minimum requirements of the new assighment, full credit for past accomplishments
should not be given.

Long-Term vs. Short-Term Research

Long-term research projects such as watershed research, fruit tree genetic studies, or large animal
research, often require several seasons or generations in order to conduct a single experiment. By
contrast, short-term research may require only a few weeks to completean experiment. Some
scientists engaged in long-term research fedl thi stime diff erentia pl acesthem at a disadvantage
in terms of RGEG criteria--presumably because of undue concerns about numbers of
publications. If panelists avoid the fallacy of giving undue weight to quantity (such as mere
number of papers), and instead assess quality and impact, this disadvantage is a misperception
because:

. Short-term, quickly completed experiments generally yield only partial solutionsto a
larger problem. A series of short-term experimentsis normally required to generate a
significant accomplishment.

. Usualy, more than one long-term experiment can be conducted smultaneoudy by a
single scientist and, in addition, research programs can be a mixture of long- and
short-term projects.

. The amount of effort and time required to produce an accomplishment is waghed, as well
as the impact of theaccomplishment, inevaluating research positions.

. Factor 1V also considers peer recognition and consultation adivities. These facets are
more dependent on competence and informally recognized contributions than on mere
numbers of publications. Thus, if panels follow the intent of the RGEG in evaluating
Factor 1V (count quality accomplishments and consider professional standing and
recognition in ascientific field to cross-check), the issues of basic vs. applied, long-term
vs. short-term, or any other classification comparison of research areirrelevant. The
RGEG only attempts to distinguish quality and impact.
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Patents and RPES

Thisinformation was jointly devdoped with the Coordnator, National Paent Program, ARS
Office of Technology Transfer (OTT), to darify consideration of patentsin the RPES.

Flow of Patent Documents

ARS Scientist prepares an Invention Report which, along with related documentation, is
submitted through the Research Leader to the Patent Advisor serving the Area.

ARS Patent Advisor performs preliminary prior art review of Invention Report. If the
Patent Advisor isreasonably certain that report is patentable, he/she takes the report to the
ARS Patent Committee.

ARS Patent Committee reviews the Invention Report based upon predesaribed criteria
(which includes commercia potential) and recommends disposition of thereport.

ARS Patent Advisor submits report of cases recommended for approval by the Patent
Committee, together with sufficient background, to the appropriate AD and Assistant
Administrator. Inview of the fact that the cases have been carefully reviewed by the
Research Leader and Patent Committee, rejection by the AD should berare. If an AD
disagrees with the Patent Committee, the AD contacts the Office of Technology Transfer
which seeks additional information from NPS and other appropriate parties before
making afinal decision.

ARS Patent Advisor prepares the necessary documentation and " prosecutes the patent.”

USDA Patent Attorney in Office of General Counsel (OGC) reviews Patent Advisor
writeup to ensureadequacy and forwards to the U.S. Department of Commerce, U.S.
Patent and Trademark Office (PTO).

Patent Examiner in the PTO makes final ruling on the paent. The process essentially
involves the ARS Patent Advisor convincing the PTO Patent Examiner that the invention
Is patentable to the Agency. If PTO rulesfavorably on the patent, it issues a "notice of
allowance" which specifies the future date a patent becomes effective, followed by the
formal patent registration certificate.

Other Relevant Information
The term "patent pending” means merely tha the PTO has received, logged, and
numbered a patent prosecution application: no technical review of any sort (other than

within ARS and USDA) can be inferred from thisterm. A license can be issued during
the "patent pending” period. Licensesare of two types. "nonexclusive,” gves any firms
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receiving one the right to use the invention, while "exclusive" restricts use to one or a
very limited number of firms. The latter is of increasing significance. By prohibiting
competitive use of the invention and guaranteeing to a greater extent the licensee's profit,
exclusivity encourages investment of development funds required to make an invention
commercialy available and useful to the public.

Inventors receive alicense award (portion of license fees) annually on royalty bearing
licenses. Licensees are required to submit annual reports explaining the use being made
of the invention. Twenty (20) years after the patent application was filed, the patent
enters the publicdomain and is no longer patentable or protected. The patent does,
however, remain as prior art initsfield until it isimproved.

Under U.S. patent law, a patent applicant has 1 year from the dateof publication or other
public disclosureor useto file for aU.S. patent covering the invention. After that, or if
the patent application i snot pursued, anyone can pick up and apply the technology.
Foreign patent rights are lost if a publication appears before aU.S. patent isfiled at the
PTO.

Key Points of RPES Credit Policy
Patents are aform of technology transfer.

Aswith publications, the number of patentsis not as significant as the impact of the
invention. In the case of ARS patents, impact is measured largely in terms of
technological, economic, or commercial impact.

There are three points when a patent should be considered for credit under RPES
procedures:

. The award of a"notice of allowance" by PTO is comparable to acceptance and
publication of a manuscript by arefereed joumal.

. A scientist can document significant application of the invention in terms of new
products, improved products, lower cost to consumers, stimulation of investment
or some other form of demonstrable impact. This may include licensing of the
application or patent and subsequent progress toward commercial use.

. The Demonstrated Originality (Factor I11) segment of the case writeup may cite
patents, CRADA's, or licens ng agreements as evidence of ascientist'sorigindity.

Patents are of equal value as manuscriptsin terms of documenting accomplishments.

But, they are usually significant only in terms of acceptance and subsequent impact...
again comparable to manuscripts.
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To determine the datus of a patent, contact the Coord nator, National Patent Program,
OTT.

Grants and RPES

Funded grants may be considered as another "typical exhibit" for research, technology
transfer, and systems researchvintegration Demonstrated Accomplishments.

When a grant document is submitted asa Demonstrated Accomplishment exhibit, it will
consist of minimum essential materials. Thisis comparable to the existing policy on using books
asexhibits. Specificaly:

. The exhibit should consist of the approval memo/letter from the granting authority, with
the peer reviewing body's analysis of the proposal and the initial proposal atached, if
combined package does not exceed 25 pages.

. If combined package exceeds 25 pages, only the technical summary should be submitted,
along with one ful-length paper copy which the Research Position Evaluation Staff will
deliver to the IDR.

Funded grants are to be listed under Other Significant Information.

Grant proposals are not to be listed They havethe same relative (and limited) value as a
manuscript not yet accepted for publication, an Invention Report, or a pending patent.
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Chapter 13: Glossary

AA-ROM. Associate Administrator for Research Operations and Management.
AD. AreaDirector.

ADODR. Authorized Departmental Officer’s Designated Representative.
AD-332. (Availablein InForms.) Position Description Cover Sheet.

ARS-229. (Available from the RPES Internet Home Page)) Specid Form - RGEG Factor 1V, In
Excess of Degree E Criteria

ARS-514. (Available fromthe RPES Internet Home Page.) Research Position Evaluation Case
Writeup (Cover Sheet).

ARS-516. (Available from the RPES Internet Home Page.) Research Position Evaluation
Worksheet.

ARS-517. Research Evaluaion Score Sheet.
ARS-518. Research Position Evaluation Report.
ARS-570. (Available fromthe RPES Internet Home Page.) Indepth Reviewer Contact Sheet.

Borderline Score. Occurs when the total number of points assigned by a panel when evaluating
aposition is at the top of agrade range and endsin a4 (i.e., 24, 34, 44).

Case Writeup. The research position description (see definition below), Factor IV, exhibits,
ARS-514, and ARS-570, and (for Supergrade Panels) ARS-229, considered as a package

Category. An ARS system of administrative designations for groups of positions having

generally similar characteristics, primarily for personnel and budgetary tracking purposes.

Category has no legal or administrative significance outside of ARS. Some positions may
perform duties from more than one category. ARS categories established for professional

scientific positions are as follows:

. Category 1 (Research Scientist). Permanent positions in which the highest level of
work, for amajor portion of time, involves personal conduct, or conduct and leadership,
of theoretical and experimental investigations primarily of abasic or applied naturesuch
as. determining the nature, magnitude, and interrel ationships of physical, biologcal, and
psychological phenomena and processes; creaing or developing principles, criteria,
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methods, and a body of knowledge generally applicable for use by others. Such positions
meet all or most of the criteriaenumerated in the RGEG. Category 1 positions are SY
positions.

. Category 2 (Nonpermanent Research Scientist). For RPES purposes, professional

research scientific positions which are established on a nonpermanent basis and filled
through temporary or term appointments; i.e., Research Associate.

CD. Center Director or compact disk.

Chair. An ARS official designated to lead (but not direct) panel deliberations. The Chair also
acts as the management representative on the panel. Chairs are usually supervisory or managerial
personnel, such as Research Leaders, Laboratory Directors, Center Directors, or Associate Area
Directors.

CRADA. Cooperative Research and Devel ogpment Agreement.

CRIS. Current Research Information System.

Electronic publication. Material distributed as afinished product in adigital format, including
CD-ROM, magnetictape, floppy disk, electronically readable/viewable/transmittable files (via
the Interne or other telecommunications medium), and so on, is consdered a publicaion if it
would be considered a publication in print. Software and digital databases (including simulation
models and expert systems) distributed as products with user and/or technical documentation or
other user aids such astutorials are regarded as publications. Online databases tha are frequently
updated are not publications.

GCP. Grade/Category Problem.

GM. General Schedule employees in the former Performance Management and Recognition
System.

GS. General Schedule.

GSSG. OPM Genera Schedule Supervisory Guide.
IDR. Indepth Review or Reviewer.

IFB. Insufficient Factual Basis

Indepth Reviewer. A panelist designated to conduct the factfinding for one or more cases to be
considered by a given panel.
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LD. Laboratory Director.

Leadership. For RPES purposes, is either formally recognized leadership--Level I, 11, or Ill, as
defined herein--or scientific leadership (apart from any supervisory or managerial duties) which
reflects aresearcher's personal stature and promotes research activity on the part of other
scientists.

Mixed Position. A position performing duties classifiable by two or more standards, e.g., the
RGEG and GSSG.

New Hire. For RPES purposes, a selectee for Career or Career-Conditional appointment to a
Category 1 position. Persons serving in an ARS position on other than Career or Career-
Conditional appointment are therefore considered "New Hires," regardless of length of service
under such other appointment.

OPM. U.S. Office of Personnel Managament.

Panel. A group of RPEC members chosen to review and determine the proper category and
grade level of positions currently designaed as Category 1, using criteria of the RGEG. Pands
exercise delegated classification authority, and render final (not advisory) grade level decisions.

Panelist. A member of the RPEC (Chair, Peer Scientist, or Personnel Representative) assigned
to serve on aparticular panel.

PDF. Portable Document Format.

Peer Group. A group of research scientists insimilar fields of research who can make valid
judgments on research methodology, available literature, and the significance and impact of
research findings in their respective fields. Research scientists self-affiliate with the peer group
most appropriate for their research discipline and may change their affiliation at any time by
notifying the RPE Staff.

Peer Scientist. A research scientist assigned to serve on a panel.

Personnel Representative. An ARS Human Resources Specialist assigned to serveon a panel.
Position Description. For RPES pur poses, the position description cons sts of Factors| and 11,
and Factor 111-A and 111-B of the case writeup. Factor 11I-C and Factor |V are not part of the

position description.

REF. Refer to Supergrade.
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Research Associate (Post-Doctoral). A Category 2 position, funded by the Office of the
Administrator or locally for up to 2 years, filled by a professional scientist who received a Ph.D.
within 3 years of appointment. Incumbents of such positions serve on a nonpermanent
appointment to perform projects of alimited nature, which are segmerts of broader prgects
assigned to senior ARS research scientists (see P& P 150.1-ARS).

Research Associate (Visiting Scientist). A Category 2 position normally filled by a senior
scientist or technical expert who performs research in an ARS facility on a short-term basis.
Such scientists may be on leave of absence (sabbatical) from their parent organization. The
positions are locally funded and do not represent a plan or promise of continued employment (see
P&P 150.1-ARS).

RGEG. OPM Research Grade-Evaluation Guide.

RIG. Remainin Grade.

RL. Research Leader.

RPEC. Research Position Evaluation Committee.

RPES. Research Position Evaluation System (or Staff).

SPL. Split Decision.

ST. Scientific and Professiona Pay Plan.

UPG. Upgrade.
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