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OFFICE OF PERSONNEL
MANAGEMENT

Proposed Demonstration Project;
Alternative Personnel Management
System for the U.S. Department of
Commerce

AGENCY: Office of Personnel

Management.

ACTION: Notice of a proposed
demonstration project plan.

SUMMARY: Title VI of the Civil Service
Reform Act, now codified in 5 U.S.C.
Chapter 47, authorizes the Office of
Personnel Management (OPM) to
conduct demonstration projects that
experiment with new and different
human resources management concepts
to determine whether changes in human
resources policy or procedures result in
improved Federal human resources
management. This demonstration
project is designed to replicate many of
the features of the National Institute of
Standards and Technology (NIST)
demonstration project created by
Congress pursuant to the National
Bureau of Standards Authorization Act
for Fiscal Year 1987 (Pub. L. 99-574).
This project will cover portions of five
Department of Commerce organizations:
(2) Office of the Secretary
—Office of the Chief Financial Officer
and Assistant Secretary for
Administration
—Office of the General Counsel
(2) Technology Administration
—Office of the Under Secretary
—Office of Technology Policy
(3) Economics and Statistics
Administration
—Bureau of Economic Analysis
(4) National Telecommunications and
Information Administration
—Institute for Telecommunications
Sciences
(5) National Oceanic and Atmospheric
Administration
—Portions of the Office of Oceanic
and Atmospheric Research
—~Portions of the National
Environmental Satellite, Data, and
Information Service
—~Portions of the National Marine
Fisheries Service.
DATES: To be considered, written
comments must be submitted on or
before July 10, 1997. Public hearings
have been scheduled as follows:
1. Monday, June 9, 1997, 2:00 p.m., in
Washington, DC.
2. Monday, June 16, 1997, 10:00 a.m., in
Boulder, Colorado.
3. Tuesday, June 17, 1997, 10:00 a.m., in
Portland, Oregon.
4. Wednesday, June 18, 1997, 10:00
a.m., in Juneau, Alaska.

5. Thursday, June 26, 1997, 10:00 a.m.,
in Asheville, North Carolina.

At the time of the hearings, interested
persons or organizations may present
their written or oral comments on the
proposed demonstration project. The
hearings will be informal. However,
anyone wishing to testify should contact
the person listed under FOR FURTHER
INFORMATION CONTACT, and state the
hearing location, so that OPM can plan
the hearings and provide sufficient time
for all interested persons and
organizations to be heard. Priority will
be given to those on the schedule, with
others speaking in any remaining
available time. Each speaker’s
presentation will be limited to ten
minutes. Written comments may be
submitted to supplement oral testimony
during the public comment period.

ADDRESSES: Comments may be mailed to
Judith B. White, U.S. Office of Personnel
Management, 1900 E Street, NW., Room
7460, Washington, DC 20415; public
hearings will be held at the following
locations:

1. Washington—Herbert C. Hoover
Building Auditorium, 14th & C
Streets, NW., Washington, DC 20230;

2. Boulder—Research Laboratory
Building #3, 3100 Marine Street,
Room 620, Boulder, Colorado;

3. Portland—Portland Convention
Center, 300 Northeast Multnomah
Street, Portland, Oregon 97233;

4. Juneau—709 West 9th Street, Room
45C, Juneau, Alaska 99802; and

5. Asheville—Veech-Bailey Federal
Complex, 151 Patton Avenue, Room
5000, Asheville, North Carolina 28801.

FOR FURTHER INFORMATION CONTACT: (1)
On the proposed demonstration project:
Darlene F. Haywood at the U.S.
Department of Commerce, 1400
Constitution Avenue, NW., Room 5004.
Washington, DC 20230, 202-482-3620;
(2) On the proposed demonstration
project and public hearings: Judith B.
White, U.S. Office of Personnel
Management, 1900 E Street, NW., Room
7460, Washington, DC 20415, 202—-606—
1526.

SUPPLEMENTARY INFORMATION: The goals
of this demonstration project are to
improve workforce performance and
promote mission accomplishment by
improving the quality of new hires,
motivating supervisors and employees,
retaining good performers, making line
managers more responsible and
accountable for human resources
management, and improving the

effectiveness and efficiency of human
resources systems.

James B. King,

Director.
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|. Executive Summary

This project was designed by the
Department of Commerce (DoC) with
participation and review by the Office of
Personnel Management (OPM). The
demonstration project will pursue
several key objectives of the National
Performance Review: to simplify the
current classification system for greater
flexibility in classifying work and
paying employees; to establish a
performance management and rewards
system for improving individual and
organizational performance; and to
improve recruiting and examining to
attract highly qualified candidates and
get new hires aboard faster. The
duration of the project will be 5 years,
except that the project may be extended
by OPM if further testing and evaluation
are warranted.

The proposed project will test
whether the interventions of the NIST
project can be successful in other
environments. Other reasons for testing
the NIST interventions in the
Department are: (1) all of the diverse
operating units in the proposed
coverage are within the same
Department, the U.S. Department of
Commerce, which is also the parent
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agency of NIST; (2) several of the
operating units in the proposed
coverage have served for eight years as
comparison sites for the NIST project;
and (3) during the implementation and
operation of the NIST project, DoC and
NIST staff worked closely with the U.S.
Department of Agriculture’s National
Finance Center (NFC), which provides
personnel and payroll computing and
database services to all of DoC including
NIST and the units proposed for the
new project.

I1. Introduction

A. Purpose

The purpose of the proposed project
is to strengthen the contribution of
human resources management in
helping to achieve the missions of
specific operating units of the
Department of Commerce. The project
conducted by NIST successfully
demonstrated that certain innovative
changes could improve human
resources management in the NIST
environment. The proposed project will
test whether these same innovations
will produce similarly successful results
in other environments.

B. Problems With the Present System

The Department of Commerce
encourages, serves, and promotes the
Nation’s international trade, economic
growth, and technological advancement.
Within this framework, and in the
interest of promoting the national
interest through the encouragement of
the competitive free enterprise system,
the Department provides a wide variety
of programs, some of which are
included in the proposed coverage of
the project.

The current system has three major
impediments to a manager’s ability to
effectively manage human resources and
shape the workforce: hiring restrictions
and an overly complex job classification
system, coupled with poor tools for
rewarding and motivating employees
and a system that does not assist
managers in removing poor performers,
build stagnation in the workforce and
waste valuable time.

C. Changes Required/Expected Benefits

The innovations of the project and
their objectives are:

1. Classification

Career paths will replace occupational
groups, broad bands will replace grades,
and Departmental broad-band standards
will replace OPM classification
standards. The classification system will
be automated and classification
authority will be delegated to line
managers.

These changes are intended to
simplify and speed up the classification
process, make the process more
serviceable and understandable,
improve the effectiveness of
classification decision-making and
accountability, and facilitate pay for
performance.

Broad bands provide larger
classification targets that can be defined
by shorter, simpler, and more
understandable classification standards.
This simpler system will be easier to
automate, will require fewer resources
to operate, and will facilitate delegation
to line managers.

By providing broader and more
flexible pay ranges for setting entry pay,
broad banding will provide hiring
officials with an important tool for
attracting high-quality candidates and
thus contribute to the objective of
increasing the quality of new hires.

By providing more flexible pay setting
based on performance, broad banding
will give managers the ability to
increase the pay of good performers to
higher and more competitive levels,
thus improving the retention of good
performers. At the same time, the
potential for higher pay increases for
good performance, supported by the
broader pay ranges of broad banding,
will contribute to the objective of
improving organizational and
individual performance.

2. Staffing

Staffing methods will include two
that were implemented in the NIST
Demonstration Project and which are
now available to all agencies through
examining authority delegated by OPM.
For the sake of simplification and to
parallel the NIST Demonstration Project,
they are retained with the same titles
under the Department of Commerce
Demonstration Project: Direct
Examination and Agency Based Staffing.
In addition, there will be placements
under Merit Assignment and various
noncompetitive appointing authorities.
OPM registers will not be used, but
positions in occupations covered by the
Luevano Consent Decree
(Administrative Careers with America
or successor programs) will be filled
using OPM guidance. Other
supplemental staffing tools will include
such elements as paid advertising,
flexible entry salaries, probation, local
authority for recruiting and retention
payments, and more flexible pay
increases associated with promotion.

These changes are intended to attract
high-quality candidates, speed up the
recruiting and examining process,
increase the effectiveness of the
probationary review process, and

increase the retention of good
performers.

Agency-based staffing, supported by
paid advertising, will allow hiring
officials to focus on more relevant
recruiting sources. Direct examination
will allow managers to hire individuals
with shortage skills as they find them,
get them on board faster, and avoid the
loss of good candidates who may grow
impatient with a long hiring process,
thus contributing to the objectives of
increased quality of new hires and
better fit between position requirements
and candidate skills.

The three-year probationary period
will help ensure that scientists and
engineers who are retained beyond
probation are capable of carrying out the
full cycle of research and development
(R&D) work, thus contributing to the
objectives of high-quality hires and a
high-performing workforce. Local
authority for recruiting and retention
payments will provide extra incentives
for hiring and retaining individuals with
shortage skills, thus contributing to the
objectives of increasing the quality of
new hires, improving the fit between
position requirements and individual
qualifications, and improving the
retention of good performers.

3. Pay

The most important change in pay
administration is the introduction of
pay for performance, which will govern
individual pay progression within
bands. Funds currently applied to
within-grade increases, quality step
increases, and promotions from one
grade to a higher grade when both
grades are now in the same band, will
be used instead to grant performance-
based pay increases within bands. The
amount of the basic pay and locality pay
increases approved by Congress and the
President, however, will continue to be
applied to pay schedules and to the
salaries of employees with acceptable
performance. Other pay tools are
supervisory pay differentials, flexible
pay setting for new hires, and more
flexible pay setting upon promotion.

Pay for performance promotes fairness
through the peer ranking process and
provides a motivational tool and a
retention tool. As a motivational tool,
the promise of higher pay increases for
good performance encourages high
achievement. As a retention tool, pay for
performance allows the organization to
quickly move the salaries of good
performers to levels that are more
competitive in the labor market.

Supervisory pay differentials provide
a performance incentive for supervisors,
addressing the objective of improved
individual and organizational
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performance. Supervisory pay
differentials also address the objective
of improving retention by raising the
pay of high-performing supervisors to
more competitive levels.

Flexible pay setting for new hires is
a recruiting tool that gives hiring
officials greater flexibility to offer more
competitive salaries to high-quality
candidates, addressing the objective of
improving the quality of new hires. The
greater flexibility in setting pay upon
promotion gives managers another
retention tool to help retain top
performers.

4. Performance Appraisal

The new system replaces the current
five-level rating system with a two-level
rating system, using Unsatisfactory and
Eligible labels. (Unsatisfactory is
equivalent to Unacceptable, as used in
Part 430 of Title 5, Code of Federal
Regulations.) The most important
feature of the proposed performance
appraisal system is that it is based on
the application of a weighted 100-point
scoring system linked to pay for
performance. As in the current system,
each employee has an individual
performance plan composed of several
performance elements (all of which are
critical elements) that are measured
with the 100-point scoring system in
conjunction with the application of
benchmark performance standards.
Based on the resulting total scores,
supervisors rank employees by
performance within peer groups and
grant performance pay increases
according to the ranking. Bonuses are
granted at the discretion of the
supervisor and are not tied to the rating.
Highly ranked employees within a peer
group receive relatively high pay
increases and lower ranked employees
receive relatively lower pay increases.

The performance appraisal process is
intended to (1) promote good
performance; (2) encourage a continuing
dialogue between supervisors and
employees on organizational objectives,
supervisory expectations, employee
performance, employee needs for
assistance and guidance, and employee
development; and (3) provide a basis for
performance-related decisions in
employee development, pay, rewards,
assignment, promotion, and retention.
The system will more effectively
communicate to employees how they
are performing in relation to their peers,
the rewards of good performance, and
the consequences of poor performance.

Performance-based pay increases give
an operating unit the ability to raise the
pay of good performers more rapidly,
thus improving retention of good
performers. The potential for higher pay

increases for good performance will
encourage achievement and promote the
objective of improved individual and
organizational performance.

5. Performance Bonuses

In accordance with 5 CFR Part 451, at
the end of the annual performance
period, Rating Officials, with the
approval of Pay Pool Managers, will
have the opportunity to reward
employee performance with bonuses up
to $10,000. Bonuses address two
objectives. First, rewarding achievement
will make high achievers more likely to
remain, thus improving retention of the
best performers. Second, the potential
for bonuses for achievement will
encourage improved individual
performance.

6. More Efficient Systems

The Department will improve the
efficiency of human resource systems by
streamlining procedures, reducing
paperwork, and automating processes
wherever possible.

7. Line Management Authority

The operating units will delegate
greater authority and accountability to
line managers. This delegation is
intended to improve the effectiveness of
human resources management by
strengthening the role of line managers
as the human resources managers of
their units. The project will be managed
by the Departmental Personnel
Management Board (DPMB), chaired by
the Deputy Director of NIST, now the
DoC Acting Chief Financial Officer/
Assistant Secretary for Administration.
Each major operating unit will have its
own Operational Personnel
Management Board (OPMB) to oversee
local operations. (See the section on
Project Management.)

D. Participating Organizations

The Department of Commerce
encourages, serves, and promotes the
Nation’s international trade, economic
growth, and technological advancement.
Within this framework, and in the
interests of promoting the national
interest through the encouragement of
the competitive free enterprise system,
the Department provides a wide variety
of programs, some of which are
included in the proposed coverage:

OFFICE OF THE CHIEF FINANCIAL
OFFICER AND ASSISTANT
SECRETARY FOR ADMINISTRATION
(CFO/ASA), OFFICE OF THE
SECRETARY

The Office of the CFO/ASA is
responsible for Departmental policy and
operations dealing with financial

management, budget, organizational
planning and development,
telecommunications, information policy
and planning, civil rights, human
resources management, facilities and
property management, transportation,
security, and acquisition. This coverage
provides an application of project
systems to positions dealing with
administrative policy setting for a large
and diverse Federal executive agency,
an arena never before addressed by
broad banding principles. It also covers
the DoC Office of Human Resources
Management (OHRM), which will
provide HRM expertise for the proposed
project. The DoC Director of Human
Resources Management will be a
member of the Departmental Personnel
Management Board and will provide
staff resources for the project. All units
of the Office of the CFO/ASA are
located at the DoC headquarters
building in Washington, D.C.

The work of the organization is
reflected in the following key
occupations: Computer Specialist;
Management Analyst; General
Administration; Budget Analyst;
Personnel Management Specialist;
Accountant; Contracts Specialist;
General Business Specialist; and
Security Officer.

OFFICE OF THE GENERAL COUNSEL
(OGC), OFFICE OF THE SECRETARY

The OGC is responsible for providing
legal services for the Department. It
prepares or examines for legal form and
effect all orders, rules, and regulations
issued by the Department and all legal
instruments entered into by the
Department. It appears on behalf of the
Department before tribunals and courts.
It prepares or reviews all legislative
proposals. This coverage provides an
application of project systems to
positions dealing with legal services for
a large and diverse Federal executive
agency, an arena never before addressed
by broad banding principles. All units
of the OGC are located in DoC
headquarters in the Washington
metropolitan area.

The key occupations are Attorney,
Paralegal Specialist, and Intelligence
Operations Specialist.

OFFICE OF THE UNDER SECRETARY,
TECHNOLOGY ADMINISTRATION
(TA)

The Technology Administration,
which oversees NIST and the National
Technical Information Service (NTIS),
was established by Congress in 1988 as
the premier technology agency working
with U.S. industry in improving
competitiveness and increasing the
impact of technology on economic
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growth. The TA coverage would include
only the Office of the Under Secretary
for Technology Administration and the
Office of Technology Policy. This
coverage would be an opportunity to
apply broad banding principles to a
policy, planning, and development
environment dealing with issues vital to
the future of the U.S. economy as it is
affected by technology. All TA offices in
the proposed coverage are located at the
DoC headquarters building in
Washington, D.C.

The key occupations are: General
Administration; Management Analyst;
and General Business Specialist.

BUREAU OF ECONOMIC ANALYSIS
(BEA), ECONOMICS AND STATISTICS
ADMINISTRATION

BEA is responsible for providing a
current picture of the U.S. economy
through the preparation, development,
and interpretation of the national
income and product accounts showing
the gross domestic product, business
and other components of the national
wealth accounts, industrial market
interrelationships traced by the input-
output accounts, and other accounts
showing such economic indicators as
personal income, foreign investment,
and balance of payments. The bureau
also develops surveys and other tools
for analyzing and forecasting economic
developments. This coverage provides a
test of the NIST system in an
environment that uses economists and
accountants as analysts, reporters, and
forecasters. BEA is located at 1441 L
Street, NW., Washington, DC.

The economic analysis work of the
organization is reflected in the following
key occupations: Economist;
Accountant; Financial Administrator;
Computer Specialist; Statistician; and
Statistical Assistant.

INSTITUTE FOR
TELECOMMUNICATION SCIENCES
(ITS), NATIONAL
TELECOMMUNICATIONS AND
INFORMATION ADMINISTRATION

ITS is a major component of the
National Telecommunications and
Information Administration (NTIA). ITS
is the principal Federal
telecommunications research and
engineering laboratory. The Institute
conducts telecommunications research
in support of NTIA’s responsibilities in
advising the President on
telecommunications and information
policy; developing U.S. plans and
policies in international forums; and
developing policy for Federal use of the
radio frequency spectrum. This
application will test how well the NIST
interventions work in an R&D

environment quite different from the
NIST environment. ITS is located in
Boulder, Colorado.

The ITS R&D work is carried out
primarily by Electronics Engineers, with
help from Mathematicians.

The remaining units are subunits of
the National Oceanic and Atmospheric
Administration (NOAA):

OFFICE OF OCEANIC AND
ATMOSPHERIC RESEARCH (OAR)

OAR is the primary research and
development unit of NOAA. OAR
provides the science and technology to
support improvements in NOAA
services and address current and future
problems. OAR conducts research
programs in coastal, marine,
atmospheric, and space sciences
through its own laboratories and offices,
as well as through networks of
university-based programs. The work
consists of research, modeling, and
environmental observations relating to
weather, climate, and environmental
resources. The laboratory component of
OAR is the Environmental Research
Laboratories (ERL). ERL includes
research laboratories in space
environment, aeronomy, environmental
technology, weather forecast systems,
climate monitoring and diagnostics,
severe storms, air resources,
oceanography, and geophysical fluid
dynamics. This diversity provides a rich
new R&D environment for the testing of
broad banding principles. OAR and ERL
headquarters are located in Silver
Spring, Maryland. All ERL laboratories
will be included in the project, except
the Great Lakes Environmental Research
Laboratory (Ann Arbor, Ml), the
Geophysical Fluid Dynamics Laboratory
(Princeton, NJ), and the Pacific Marine
Environmental Laboratory (Seattle,
WA). The project laboratories are:

Aeronomy Lab—Boulder, CO

Atlantic Oceanographic and
Meteorology Lab—Miami, FL

Air Resources Lab—Silver Spring, MD

Climate Diagnostic Center—Boulder, CO

Climate Monitoring and Diagnostics
Lab—Boulder, CO

Environmental Technology Lab—
Boulder, CO

Forecast Systems Lab—Boulder, CO

Geophysical Fluid Dynamics Lab—
Princeton, NJ

National Severe Storms Lab—Norman,
OK

Pacific Marine Environmental Lab—
Seattle, WA

Space Environmental Lab—Boulder, CO

The dominant occupation within OAR

is Meteorologist. Other key occupations

are Physical Scientist, Physicist,

Electronics Engineer, Computer

Specialist, Electronics Technician,
Physical Science Technician, and
Mathematician.

NATIONAL ENVIRONMENTAL
SATELLITE, DATA, AND
INFORMATION SERVICE (NESDIS)

NESDIS operates NOAA'’s satellites
and ground facilities; collects,
processes, and distributes remotely
sensed data; conducts studies, plans
new systems, and carries out the
engineering required to develop and
implement new or modified satellite
systems; carries out research and
development on satellite products and
services; provides ocean data
management and services to researchers
and other users; and acquires, stores,
and disseminates worldwide data
related to solid earth geophysics, solar-
terrestrial physics, and marine geology
and geophysics. NESDIS provides both
a technical operations environment and
a new R&D environment for testing the
NIST interventions. NESDIS
headquarters and most of its offices are
located in Suitland, Maryland. Ground
stations are located at Wallops Island,
Virginia, and Fairbanks, Alaska. The
National Climatic Data Center is located
in Asheville, North Carolina. All of
NESDIS will be included in the project,
except for the Wallops Island ground
station.

The key occupations within NESDIS
are Physical Scientist, Meteorologist,
Computer Specialist, Oceanographer,
Physical Science Technician,
Meteorological Technician, Electronics
Engineer, Engineering Technician,
Geophysicist, and Mathematician.

NATIONAL MARINE FISHERIES
SERVICE (NMFS)

The mission of the National Marine
Fisheries Service is the stewardship of
living marine resources for the benefit of
the Nation through their science-based
conservation and management and
promotion of the health of their
environment. NMFS supports domestic
and international conservation and
management of living marine resources.
The goals of NMFS are to rebuild and
maintain sustainable fisheries, to
promote the recovery of protected
species, and to protect and maintain the
health of coastal marine habitats. NMFS
brings in a variety of work in the
biological sciences never before
addressed by broad banding principles.

In addition to the headquarters office
in Silver Spring, Maryland, there are
five regions, each of which consists of
a Regional Office and a Fisheries
Science Center. The regional offices are
located in the following areas: Northeast
(Gloucester, Massachusetts); Southeast
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(St. Petersburg, Florida); Northwest
(Seattle, Washington); Southwest (Long
Beach, California); and Alaska (Juneau).
All the above units of NMFS would be
included in the project except for the
following: in Headquarters, the Office of
Enforcement and the Inspection
Services Division; and in the regions,
the Fisheries Science Centers located in
Woods Hole, Massachusetts; Miami,
Florida; Seattle, Washington; La Jolla,
California; and the Alaska Center
located in Seattle, Washington.

NMPFS is supported mainly by
occupations in the biological sciences:
Fish Biologist, Biologist, Microbiologist,
and Biology Technician. Other
important occupations are Chemist,
Oceanographer, Wildlife Biologist,
Computer Specialist, and General
Business Specialist.

E. Participating Employees

The project covers all positions that
would otherwise be in the General
Schedule (GS) system. Wage Grade
positions are not included.

Table 1 shows the total number of
employees in each operating unit to be
covered by the project. Table 2 lists the
occupational series in which current
positions are classified and shows the
number of employees in each series.
The OPM occupational series will be
retained. The series are listed under the
career path in which they will be
placed. (See Position Classification for
definitions of the four career paths.)
Table 3 shows the number of covered
employees in each series, by General
Schedule grade.

TABLE 1.—NUMBER OF COVERED
EMPLOYEES BY UNIT

Number

Operating unit

433

TABLE 2.—OCCUPATIONAL SERIES, BY
CAREER PATH

Series Title Number

Scientific and Engineering (ZP) Career Path

101 | Social Scientist ................. 1
110 | Economist ........ 244
150 | Geographer* 1

TABLE 2.—OCCUPATIONAL SERIES, BY

CAREER PATH—Continued

TABLE 2.—OCCUPATIONAL SERIES, BY
CAREER PATH—Continued

Series Title Number  Series Title Number
184 | Sociologist* ..... 1 260 | Equal Employment Spe-
190 | Anthropologist* ......... 1 cialist ....ooveviiiiieee, 22
334 | Computer Specialist . 316 301 | Miscellaneous Administra-
401 | BiologiSt ..coveovririerieieieinn 58 tion . 107
403 | Microbiologist .................... 3 340 | Program Manager ............. 2
408 | Ecologist* ................. 9 341 | Administrative Officer ........ 24
480 | Fish Administrator* .. 46 342 | Support Services
482 | Fish Biologist* ................... 165 Specialist* ... 3
486 | Wildlife Biologist* .............. 2 343 | Management Analyst ........ 117
499 | Biological Science Student 1 391 | Telecommunications Spe-
690 | Industrial Hygienist .......... 1 cialist ..o 12
701 | Veterinary Medical Officer* 1 501 | Financial Administrator ..... 16
801 | General Engineer .............. 3 510 | Accountant ... 66
810 | Civil Engineer ........... 5 560 | Budget Analyst ............... 49
830 | Mechanical Engineer 4 610 | NUFSE™ ...oovvvieiiiicinns s 1
850 | Electrical Engineer ... 1 696 Cc;gtsumer Safety Special- 1
854 Computer Englneer . 2 ...................................
855 | Electronics Engineer 101 904 | Law Cleik* ........................ 2
861 | Aerospace Engineer ......... 1 905 | Attorney P 124
1301 | General Physical Scientist 194 930 | Appeals Officer” .. Y 2
1310 | PhYSICISt .ooovoooeeeveereeeernene 75 950 | Paralegal Specialist* ......... 7
1313 | Geophysicist* .. ) 9 1001 G(iir;e;]ral Arts and Informa- .
P N (1o ]2 PP
ig%g E%grrg:gtgm """""""""""" 22 1008 Inter!or Designer* e 2
1330 Astronomlé} """"""""""""" 8 1035 | Public Affairs Specialist .... 2
1340 Meteorologisi'*m 235 1082 | Writer/Editor .......... [ 16
1350 | Geologist ) 5 1083 T_echnlcal Wr|te_r/Ed|tor s 5
"""""""""""""" 1084 | Visual Information Special-
1360 | Oceanographer ................. 77 ist 12
1382 | Food Technologist* ........... 2 1101 GeneraIBusmessSemaI
1399 | Physical Science Student 3 ist o p ......... 71
1515 | Operations Research Ana- 1102 | Contracts Specialist 21
YSE oo 1 1140 | Trade Specialist ..... 10
1520 Mathemat!uan ..... ST 27 1165 | Loan Specialist* ................ 10
1529 Mathe_m_atlcal Statistician .. 1 1170 | Realty Specialist* .............. 4
1530 | Statistician e 12 1176 | Building Management
1550 | Computer Scientist 6 SpecialiSt* ........oovveeevenn. 2
1222 | Patent Attorney* ................ 1
ZP | TOtal oo 1649 1410 | Librarian ..o..oocoeeevcorevcennenns 18
Scientific and Engineering Technician (ZT) 1al2 Teé:lglr:lsctallnformatlonSpe 3
Career Path 1601 | General Facilities Manager 1
1654 | Printing Manager ... 11
332 | Computer Operator 12 1670 Equipment Specialist . 1
404 | Biology Technician 11 2010 | Inventory Manager ............ 2
802 | Engineering Technician ... 24 2030 | Distribution Facilities
856 | Electronics Technician ...... 27 SPECIAlISt ...ovvererverers 1
1311 Phg?:l'r']:al Science Techni- 83 2101 | Transportation Specialist .. 2
1341 | Meteorological Technician* 40 ZA | Total oo 827
1531 | Statistical Clerk/Assistant* 24
Support (ZS) Career Path
ZT | Total .ooovveiiieiieiieeieeeieee 221
29 | Environmental Protection
Administrative (ZA) Career Path ASSIStaANt* oo 2
T 86 | Security Clerk/Assistant* .. 9
18 | Safety Specialist ............... 203 | Personnel Clerk/Assistant 10
80 | Security Officer ............... 14 303 | Miscellaneous Clerk/As-
130 | Foreign Affairs Specialist* 10 SIStANt oo 96
131 | International Relations 305 | Mail and File Clerk ............ 1
Specialist* ...................... 7 309 | Correspondence Clerk/As-
132 | Intelligence Operations sistant 1
Specialist* ........ccccceveeenne 8 318 | Secretary 236
201 | Personnel Management 322 | Clerk-Typist ......ccoovvvernenne 3
Specialist ... 23 326 | Office Automation Clerk/
212 | Personnel Staffing Assistant .........cccceeeeenneen. 47
Specialist* ........cccovvinn. 1 335 | Computer Clerk/Assistant 46
223 | Salary and Wage 344 | Management Clerk/Assist-
Specialist* ........cccccoeeneeen. 1 ANt e 8
230 | Employee Relations Spe- 361 | Equal Opportunity Clerk/
cialist .....oooviieiiiiiiieee 8 Assistant .........cccceeeenee. 1
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TABLE 2.—OCCUPATIONAL SERIES, BY TABLE 2.—OCCUPATIONAL SERIES, BY TABLE 2.—OCCUPATIONAL SERIES, BY

CAREER PATH—Continued CAREER PATH—Continued CAREER PATH—Continued
Series Title Number  Series Title Number  Series Title Number
399 | Student Trainee ................ 24 1087 | Editorial Clerk/Assistant .... 1 2102 | Transportation Clerk/As-
503 | Financial Clerk/Assistant .. 2 1101 | Trade Information/Finan- SIStANt evveeeeeeeeecieeeeeeea, 1
525 | Accounting Technician ...... 10 cial Assistant ................. 6 —
530 | Cash Clerk/Teller* ............. 1 1105 | Purchasing Agent ............. 4 VAT I Ko -\ 541
544 | Payroll Clerk/Technician ... 1 1106 | Procurement Clerk/Assist-
561 | Budget Clerk/Assistant ..... 7 ANt e 1
963 | Legal Instruments 1411 | Library Technician ............ 9 *These occupations were not tested by the
EXaminer* ............ccoceevens 9 2005 | Supply Clerk/Assistant ...... 5 NIST project.
TABLE 3.—COVERED EMPLOYEES, BY SERIES AND GRADE
Grade
Series Total
1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
1 1 2
1 1 2
6 5 2 1 14
71 1| 1 9
1 1
1 23 33 81 42 39 25 244
2| 3| 4| 1 10
3| 3| 1 7
1 1 2 2 1 1 8
1 1
1 1
1 1
1 6| 8| 5| 3 23
1 7 2 10
1 1
1 1
2| 3| 3 8
1 2 3 11 3 2 22
1 15 1 22 19 17 15 17 107
2 3| 4| 21| 16| 28| 11| 11 96

[N
[N

[N
[

1| 26| 87| 58| 35| 27 2 236

1 2 3
1 4 1| 10| 21 8 2 47
2 1 5 4 12

1 10 24 47| 93| 90| 45 6 316

1 3 8 8| 10 8 4 3 1 46
1 1 2

3 3 5 8 4 1 24

1 1 1 3

8 6 9] 13| 39| 31| 11 117

2 2 2 2 8

1 1

2 1 2 4 2 1 12

22 2 24
3 9 1| 17| 11 4 3 58

1 1 1 3

1 1 9 11
3 1 1 3 1 9

1| 10| 22| 13 46

4 10 29| 59| 45| 15 3 165

1 1 2

1 1

1 1 1 8 5 16

2 2

2 2 8| 20| 16| 15 3 66

1 4 4 1 10

1 1

1 1

5 9 6| 15 8 6 49

3 3 1 7

1 1

1 1

1 1

1 1

1 2 3

2 1 1 1 2| 17 24
3 2 5

1 1 1 1 4

1 1

1 1 2

2 4 11| 17| 36| 17| 14 101

1 1 4 2 9 9 1 27

2 2

4| 13| 16| 38| 53 124

1 1 2

5 1 1 7

4 4 1 9

1 1 1 3

2 2

2 2

2 10 3 1 16

2 1 1 1 5
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TABLE 3.—COVERED EMPLOYEES, BY SERIES AND GRADE—Continued

Grade
Series Total
1 2 3 4 5 6 7 8 9 10 | 11 | 12 | 13 | 14 | 15
F0BA .ttt b bbb e bbbt e et 2 6 3 1 12
1087 . 1 1
1101 . 1 3 7 16 22 9| 11 5 3 77
TA02 et R E R e r R Rt e e et Rt r et e n e e e ene s 2 3 4 9 3 21
B0 e bbb bbb e e b e b e ebe e s 4 4
FLOB it b e bbb e e e e e bbb e e b e e e e s 1 1
TLA0 i h bbb e b e ettt b e n et 3 6 1 10
LAB5 ettt 7 1 2 10
FA70 R r e e e e et n e e e 2 1 1 4
TAT76 et e Rt R R R Rt e e Rt a e et e n e e nneene s 1 1 2
L2222 e bbb e e 1 1
LB0L et bbb bbb e b e b e e e e bbb e b e e e e s 1 4 9| 30| 56| 56| 38 194
R 1 O PP P PV P PP P PRSPPI 2| 10 18| 22| 23 75
R PP OTPOSTTP 3 4 1 1 9 3| 21 3| 24 6 8 83
1313 . 1 1 2 2 2 1 9
1315 . 2 1 1 4
1320 . 1 2 1 5 8 5 4 26
1330 . 1 5 1 1 8
1340 . 1 1 3 15| 64| 79| 48| 24235
1341 . 1 12| 10 3 9 3 2 40
L350 et e R r e e e e ettt r e n e e 1 1 2
L300 ettt E e E R R e r R Rt e e e et a e e e e e n e e e e n e eneene s 1 9| 15| 26| 15| 11 77
G TP TP TP PPN 1 1 2
L300 bbb e bbb e b e s s 3 3
TAT0 ettt h bbb bbbttt b e e e 1 2| 10 2 2 1 18
TALL e et 1 2 2 4 9
TAL2 e et e e 1 2 3
1 PPN 1 1
L5200 e bbb e e e e e b e a e b s 1 3 8 10 5 27
L5029 bbb bbb bbb e e a e s 1 1
L5300 ittt bbb bbb e b e ettt et e s et 1 1 1 4 4 1 12
1531 . 1 2 5 2| 10 3 1 24
1550 . 1 4 1 6
1601 . 1 1
1654 . 1 2 3 1 3 1 11
1670 . 1 1
2005 . 2 1 2 5
20700 e Rttt et 1 1 2
2030 e R e R Rt s e e R e Rt Rt et r e e ene e e nneeneanen 1 1
2101 iRt E Rt e Rt R h e Rt R e e Rt R et e e e nneene e e e e nrenneanen 2 2
2002 bbb e b e e b e bbb e b e 1 1
B e L PSSP PRSPPSO 25 5| 14| 35| 101|164 | 210 | 70 | 247 15| 343 | 612 | 651 | 464 | 285 | 3238
Senior Executive Service and ST-3104 increases of the General Schedule will TABLE 4.—BARGAINING UNIT
Positions be replaced by the annual performance COVERAGE
The personnel systems for SES pay |_r(1jcr§qsetsr.] Except ":S cl)therIW|se d —
positions (see 5 U.S.C. 3131-3136 and 5 pro"l' ed In the project p gg a""? an Operating | | ooy | Union | EMPIOY-
U.S.C. 5381-5385) will not change for regulations pertaining to GS employees unit local ered
the project. SES classification, staffing, ~ (€:9-» overtime pay and cost-of living
compensation, performance appraisal, allowance provisions) continue in force  cro/asa | Washing- | GCIU 1~ 21
awards, and reduction in force will be for all project employees in the same ton, DC.| C.
based on standard SES methods. The way as they do for GS employees. NESDIS .. | Camp AFGE 118
L Spring- 3680.
personnel systems for ST-3104 F. Labor Participation s,pMDg.
positions (see 5 U.S.C. 3104 and 5376) Asheville. | AFGE 146
will chan_gfa only to the extent that ST— There is one bargaining unit within 777" NC. 146.
3104 positions are in the same the Office of the Chief Financial Officer/ i
. ) e ' NMFS ..... Silver AFGE 169
performance appraisal, awards, and Assistant Secretary for Administration Spring, 2703.
reduction-in-force systems as General (CFO/ASA), represented by the MD.
Schedule positions. Classification, Graphics Communications International MASC ... Boulder, | AFGE 84
st{affmg, and compensation, however, Union (GCIU). All other unions affected Co. 2186.
will not change. Neither SES nor ST— by the project are local unions of the OAR ... Triangle AFGE 39
3104 employees will be subject to th? American Federation of Government Zigk’ 3341.
pro rata share payouts upon conversion Employees (AFGE). All of the AFGE .

to the demonstration system. Pay
adjustments for their positions under
the project will be carried out in
accordance with existing Federal rules
pertaining to SES and ST-3104 pay
adjustments.

General Schedule Positions

All General Schedule (GS and GM)
positions are incorporated in the new
career path/pay band system. The step

representation is withi