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Acqm
o Welcome
BMDema
¢ Welcome to AcqDemo HRM 101!

« Course materials

Agenda
Logistics

Introductions: W

- Name

- Background

- Role in Implementing AcqDemo

Ac'q= Army Signifies Army specific requirements
HDemo

Instructor introduces him/herself, providing information about the AcqDemo Program Office, and
instructor’s background. Then the same information is sought from each student, to include
their desired outcomes from attending the course.
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Ac.q= Course Objectives for HRM 101
HDemo

» Provide pertinent HR transition information for NSPS
transition to AcgDemo

» Participants will be able to properly manage and execute
HR activities for employees in the AcgDemo, to include:
- assisting employees in their conversion into the project;

- successfully processing personnel actions associated with
project initiatives; and

» Provide you the basics so that you can tailor your HRM
processes!

This is the terminal learning objective, as outlined in the course curriculum. It is not necessary
to enumerate the ELOs.
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Acqm '
' Overview
MDemo

e Transitioning from NSPS to AcqDemo
e Introduction to AcqDemo
e Converting into the AcqDemo
e Administering The AcqDemo initiatives
> Broadbanding & Classification
» Hiring & Appointment Authorities
- Delegated Examining Authority
- Scholastic Achievement Authority
- Appointment Authority
e Voluntary Emeritus Program

Introduces course and ties it to learning objectives.
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Acom Overview ontd
m feonte)
MDemo

« Flexible Probationary Period
o Contribution-Based Compensation and Appraisal
System (CCAS)

o Reduction-in-Force (RIF) Procedures

e Special Pay Situations

o Expanded Development Opportunities
> Academic Degree and Certificate Training
» Sabbaticals

« Determining GS Equivalency

e« AcgDemo Training

e Summary

Introduces course and ties it to learning objectives.
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Transitioning from NSPS
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Ac.q= Transition From NSPS Time Line Overview

EDema
NOV| DEC| JAN | FEB | MAR | APR | MAY | JUN | JuL

Establish Training Plan

Prepare for AcqDemo Transition
Transition Guidance

Deliver Senior Leader Training
Deliver HR Training

Deliver Workforce Training
AcqDemo Transition Pilot
AcqDemo Transition

i

(NSPS Objectives) | I

Il DoD Program Ofc Wl Commands

Establish AcqDemo Contribution Plan
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Acqm
N |
MDemo

Benefits,
retirement, health,
life, and other
benefits

Veterans’
preference

Merit system
principles

What's NOT Changing

Allowances
& travel/
subsistence
expenses

Work Schedules

All remain the —

personnel practices

same!

Fundamental due Whistleblower Anti-discrimination
process protection laws
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Transition
Classification & Staffin

Highlights
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Acqm
N |
BDemo

Occupational Code

Classification & Staffing
Terminology Crosswalk

ACQDEMO

Occupational Series

Career Group

Standard

Science & Engineering
Medical

Fire & Protective Service

Career Path

Business Management and Technical
Management Professional

Technical Management Support
Administrative Support

Pay Schedule
YA, YB, YC, YD, ..... YP

Pay Schedule
NH, NJ, NK (No Supervisory pay Schedule)

Pay Band
1,2,3,4

Broadband
I, v

Position Description (PD)

Position Requirements Document
(PRD)

10

This chart shows a crosswalk of classification terminology from NSPS to AcgDemo. The
architecture of AcgDemo is simplified and designed specific to the acquisition workforce.

Point out that there are no supervisor pay schedules. They are integrated into the career paths.
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Transition of
NSPS Pay Bands
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Acqm Transition from NSPS to AcqDemo;
mm Amy Pay Bands to Broadbands
EDema

NSPS Student Education Employment Program (SEEP) to AcqDemo
Business Management and Technical Management Career Path (NH)

Nonsupervisory AcqDemo
NSPS Schedule(s) NSPS PB AcgDemo CP BB
YP - STUDENT ED/EMPL PGM Not applicable
Position is classified as NH-01 or GS-01 or GS-02|  YP-01 GS
or GS-03 or GS-04
'YP - STUDENT ED/EMPL PGM Not applicable .
Position is classified as NH-02 or GS-05 or GS-07|  YP-01 PP Gs
or GS-09 or GS-11

Army 5.16 (was Army 5.5.11) Student Temporary Employment Program
(STEP). Students are excluded from this demonstration.

Army 5.6 (was Army 5.5.2) Competitive Selection for a Position with Higher
Potential Salary. All ACTEDS interns (regular and Presidential Management)
will be excluded from the Acquisition Workforce Personnel Demo Project. We
also recommend that local commanders mirror this exclusion for their local
interns. (For transition — all Interns will go to the General Schedule)

iz
O —

Army’s policy is that all Student employees will transition to GS when the organization or activity
transitions from NSPS to AcgDemo.
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Acqm Transition from NSPS to AcqDemo;
mm Ay Pay Bands to Broadbands
EDemo

NSPS Non-Supervisory Professional Analytical Career group to
AcqDemo Business Management and Technical Management Career

Path (NH)
NSPS Schedule(s) NSPS PB Nonsupervisory Acgbemo

AcgqDemo CP BB

YA~ STND - PROF/ANALYTICAL and YD - S&E -

PROF YA-01 )

Position is classified as NH-02 or GS-05 or GS-07|  YD-01 Not Applicable s

or GS-09 or GS-11

YA~ STND - PROF/ANALYTICAL and YD - S&E -

PROF YA02 | NH-BUS&TECHMGT | . o,

Position is classified as NH-02 or GS-05 or GS-07 YD-02 PROF

or GS-09 or GS-11

'YA - STND - PROF/ANALYTICAL and YD - S&E -
PROF
Position is classified as NH-03 or GS-12 or GS-13

YA-02 NH - BUS & TECH MGT NH-03
YD-02 PROF

'YA- STND - PROF/ANALYTICAL and YD - S&E- YA-03 NH - BUS & TECH MGT
PROF YD-03 PROF NH-04
Position is classified as NH-04 or GS-14 or GS-15

13

Army’s policy is that all Developmental employees will transition to GS when the organization or
activity transitions from NSPS to AcgDemo.
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Acom If you are a YA/YD-01
m
HMDemao
YA/YD-01 YA/YD-02 YA/YD-03
26858 | -| 6537140694 | -| 93175 |79534 | - 135995

Position is classified as NH-02 or GS-05 to GS-11

GS-05 to GS-11

GS-09 to GS-13

GS-14 to GS-15

If salary is Less Than minimum
of classified broad band then
increase base salary to minimum

of the broad band

NH-01

NH-02

NH-03

NH-04

17803 | -| 31871

27431 | -| 65371

60274 | -| 93175

84697 | - 129517

GS-01 to GS-04

GS-05 to GS-11

GS-12 to GS-13

GS-14 to GS-15
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Acom If you are a YA/YD-02
m
HMDemao
YA/YD-01 YA/YD-02 YA/YD-03
26858 | - | 65371 | 40694 | - | 93175 | 79534 | - | 135995

GS-05 to GS-11 GS-09 to GS-13 GS-14 to GS-15

Position is classified as NH-02 or GS-05 to  Position is classified as NH-03 or GS-12 to
GS-11 GS-13

If salary is Less Than minimum of

classified broad band then increase
base salary to minimum of the broad
Retained Pay band
Alert

NH-01 NH-02 NH-03 NH-04
17803 | -|31871 27431‘ -‘ 65371 | 60274 | - | 93175 | 84697 | - 129517

GS-01 to GS-04 | GS-05 to GS-11 | GS-12 to GS-13 | GS-14 to GS-15
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Acqm If you are a YA/YD-03
m
BMDema
YA/YD-01 YA/YD-02 YA/YD-03
26858 | -|65371 /40694 | -|93175|79534 | - 135995

GS-05 to GS-11 | GS-09 to GS-13 | GS-14 to GS-15

If salary is Less Than
minimum of classified
broad band then increase

Position is classified as NH-04 or GS-14 or GS-15 base salary to minimum of
the broad band

Retained Pay
Alert

NH-01 NH-02 NH-03 NH-04
17803 | -| 3187127431 | -| 6537160274 | -| 93175 | 84697 | - 129517

GS-01 to GS-04 | GS-05 to GS-11 | GS-12 to GS-13 | GS-14 to GS-15
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Acom If you are a YH-01
m y
MDemo
YH-01 YH-02 YH-03
26858 | -| 6537140694 | - 110104| 79534 | - (135995

GS-05 to GS-11 | GS-09 to GS-13 | GS-14 to GS-15

Position is classified as NH-02 or GS-05 to GS-11 If salary is Less Than minimum
of classified broad band then

increase base salary to minimum
of the broad band

NH-01 NH-02 NH-03 NH-04
17803 | -| 31871 | 27431 | - | 65371 | 60274 | -| 93175 | 84697 | - 129517

GS-01 to GS-04 | GS-05 to GS-11 | GS-12 to GS-13 | GS-14 to GS-15
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Acqm
W

H If you are a YH-02
EDema
YH-01 YH-02 YH-03
26858 | - | 65371 | 40694 | - |110104 | 79534 | - | 135995

GS-05 to GS-11

GS-09 to GS-13

GS-14 to GS-15

Position is classified as NH-02 or GS-05 to  Position is classified as NH-03 or GS-12 to

GS-11 GS-13
If salary is Less Than minimum of
classified broad band then increase
base salary to minimum of the broad
band
Retained Pay Retained Pay
Alert Alert
NH-01 NH-02 NH-03 NH-04
17803 | -|31871 | 27431 ‘ - ‘ 65371 | 60274 | - | 93175 | 84697 | - 129517

GS-01 to GS-04

GS-05 to GS-11

GS-12 to GS-13

GS-14 to GS-15
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Acqm If you are a YH-03
B |
EDema
YH-01 YH-02 YH-03
26858 | -1 65371|40694 | - 11010479534 | - 135995

GS-05 to GS-11 | GS-09 to GS-13 | GS-14 to GS-15

If salary is Less Than
minimum of classified
broad band then increase

Position is classified as NH-04 or GS-14 or GS-15 base salary to minimum of
the broad band

Retained Pay
Alert

NH-01 NH-02 NH-03 NH-04
17803 | -| 3187127431 | -| 6537160274 | -| 93175 | 84697 | - 129517

GS-01 to GS-04 | GS-05 to GS-11 | GS-12 to GS-13 | GS-14 to GS-15
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Acqm
W

| |
MDemo

Transition from NSPS to AcqDemo;
Pay Bands to Broadbands

NSPS Non-Supervisory Technical and Support Career Group to
AcqDemo Technical Management Support Career Path (NJ)

NSPS Schedule(s) NSPS PB Nonsupervisco;y AcgDemo Acqé)éemo
'YB - STND- TECH/SUPPORT/YE- S&E - YB-01
'TECH/SUPPORT Position is classified as NJ-01 or YE-01 NJ - TECH-MGMT SPT NJ-01
GS-01 or GS-02 or GS-03 or GS-04
'YB - STND - TECH/SUPPORT /YE - S&E YB-01
TECH/SUPPORT YE-01 NJ - TECH-MGMT SPT NJ-02
Position is classified as NJ-02 or GS-05 or GS-06
'YB - STND - TECH/SUPPORT/YE - S&E- YB-02
TECH/SUPPORT YE-02 NJ - TECH-MGMT SPT NJ-02
Position is classified as NJ-02 or GS-07 or GS-08
'YB - STND - TECH/SUPPORT/YE - S&E- YB-02
TECH/SUPPORT YE-02 NJ - TECH-MGMT SPT NJ-03
Position is classified a NJ-03 or GS-09 or GS-10
'YB - STND - TECH/SUPPORT/YE - S&E- YB-03
TECH/SUPPORT YE-03 NJ - TECH-MGMT SPT NJ-03
Position is classified a NJ-03 or GS-11
'YB - STND - TECH/SUPPORT/YE - S&E- YB-03
TECH/SUPPORT YE-03 NJ - TECH-MGMT SPT NJ-04
Position is classified a NJ-03 or GS-12
VE - S&E - TECHISUPPORT YE-04 | NJ-TECH-MGMT SPT NJ-04

Position is classified a NJ-04 or GS-13
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Acom If you are a YB/YE-01
m
HMDemao
YB/YE-01 YB/YE-02 YB/YE-03 YE-04
17803 | - (39748 |33270| -|59501 49237 | -|78352|66882 | - 93175
GS-01 to GS-06 | GS-07 to GS-10 | GS-11 to GS-12 GS-13

!

Position is classified as Position is classified
NJ-01 or GS-01 to GS- as NJ-02 or GS-05 to

04 GS-06

Retained Pay
Alert

Il

If salary is Less Than minimum
of classified broad band then
increase base salary to
minimum of the broad band

NJ-01

NJ-02

NJ-03

NJ-04

17803| -|31871

27431 -|48917

41563| -|65371

60274

93175

GS-01 to GS-04

GS-05 to GS-08

GS-09 to GS-11

GS-12 to GS-13




Slide 22

Acqm
N |
MDemo

If you are a YB/YE-02

YB/YE-01

YB/YE-02

YB/YE-03

YE-04

17803

3974833270

59501 49237

7835266882

93175

GS-01 to GS-06

GS-07 to GS-10

GS-11 to GS-12

GS-13

!

Position is classified as Position is classified
NJ-02 or GS-05 to GS- as NJ-03 or GS-09 to
08 GS-10

Retained Pay
Alert

If salary is Less Than minimum
of classified broad band then
increase base salary to
minimum of the broad band

NJ-01

NJ-02

NJ-03

NJ-04

17803 -|31871

27431 - /48917

41563 -65371

60274 -|93175

GS-01 to GS-04

GS-05 to GS-08

GS-09 to GS-11

GS-12 to GS-13
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If you are a YB/YE-03

Acqm
N |
MDemo
YB/YE-01 YB/YE-02 YB/YE-03 YE-04
17803 | -|39748 33270 - 5950149237 | - | 78352 66882 | -

GS-01 to GS-06

GS-07 to GS-10

GS-11 to GS-12

If salary is Less Than minimum

of classified broad band then

increase base salary to
minimum of the broad band

!

Position is classified as Position is classified
NJ-03 or GS-09 to GS- as NJ-04 or GS-12

11
Retained Pay
Alert

NJ-01

NJ-02

NJ-03

NJ-04

17803 -|31871

27431 - /48917

41563 -65371

60274 -|193175

GS-01 to GS-04

GS-05 to GS-08

GS-09 to GS-11

GS-12 to GS-13

GS-13
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Acqm
W

||
MDemo

If you are a YE-04

YB/YE-01

YB/YE-02

YB/YE-03

YE-04

17803 -|39748

33270 -|59501

49237 -78352

66882 - 93175

GS-01 to GS-06

GS-07 to GS-10

GS-11 to GS-12

GS-13

Position is classified as NJ-04 or

GS-13

NJ-01

NJ-02

NJ-03

NJ-04

17803 -|31871

27431 -|48917

41563 -|65371

60274 -|193175

GS-01 to GS-04

GS-05 to GS-08

GS-09 to GS-11

GS-12 to GS-13
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Acqm
W

| |
MDemo

Transition from NSPS to AcqDemo;
Pay Bands to Broadbands

NSPS Non-Supervisory Technical and Support Career Group to
AcqDemo Administrative Support Career Path (NK)

IAND position is classified GS-11 or GS-12

NSPS Nonsupervisory Acq AcgDemo
NSPS Schedule(s) PB Demo CG BB
YB - STND - TECH/SUPPORT /Y| - MED -
'TECH/SUPPORT / YM — POLICE/SECURITY YB-01
GUARD Y1-01 NK - ADMIN SPT NK-01
/AND position is classified as NK-01 or GS-01 or
GS-02 or GS-03 or GS-4
'YB - STND - TECH/SUPPORT /YI- MED -
TECH/SUPPORT / YM — POLICE/SECURITY YB-01
GUARD Y01 NK - ADMIN SPT NK-02
IAND position is classified as NK-02 or GS-05 or
GS-06 or GS-07
YB - STND - TECH/SUPPORT /YI - MED -
'TECH/SUPPORT / YM — POLICE/SECURITY YB-02
GUARD Y1-02 NK - ADMIN SPT NK-03
/AND position is classified as NK-03 or GS-08 or
GS-09 or GS-10
'YB - STND - TECH/SUPPORT /YI- MED -
TECH/SUPPORT / YM — POLICE/SECURITY YB-02 Position Reclassification
GUARD YI-02 Or Pay Retention
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Acqm
N |
MDemo

If you are a YB/YI/V1/-01
YB/YI/YM-01 YB/YI/YM-02 YB/YI-03
17803 | -| 39748 | 33270 | -| 59505 | 49237 | - | 78355

GS-01 to GS-06

GS-07 to GS-10

GS-11 to GS-12

l

If salary is Less Than minimum of classified
broad band then increase base salary to
minimum of the broad band

Position is classified as NK-01  Position is classified as NK-02
or GS-01 to GS-04 or GS-05 to GS-06

Retained Pay
Alert

NK-01

NK-02

NK-03

17803 | -|31871

27431 -44176

37631 -| 59505

GS-01 to GS-04

GS-05 to GS-07

GS-08 to GS-10
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Acqm
N |
MDemo

If you are a YB/YI/V1/-02

YB/YI/YM-01

YB/YI/YM-02

YB/YI-03

17803

39748 | 33270

59505

49237 | -| 78355

GS-01 to GS-06

GS-07 to GS-10

GS-11 to GS-12

Position is classified as NK-02  Position is classified as NK-03

or GS-01 to GS-04 or GS-05 to GS-10

Retained Pay
Alert

If salary is Less Than minimum of
classified broad band then increase
base salary to minimum of the broad

band

NK-01

NK-02

NK-03

17803 | -|31871

27431 - 44176

37631] -[59505

GS-01 to GS-04

GS-05 to GS-07

GS-08 to GS-10
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AO.(I= If you are a YB/YI-03
" HMDema
YB/YI/YM-01 YB/YI/YM-02 YB/YI-03
17803 | - | 39748 | 33270 | - | 59505 | 49237 | - | 78355

GS-01 to GS-06

GS-07 to GS-10

GS-11 to GS-12

_1

Retained Pay
Alert

NK-01

NK-02

NK-03

17803 | -| 31871

27431 | -| 44176

37631 | -| 59505

GS-01 to GS-04

GS-05 to GS-07

GS-08 to GS-10




Slide 29

Acom Transition from NSPS to AcqDemo;
B | Pay Bands to Broadbands
HDemo
NSPS Supervisory Pay Schedules to AcqDemo Career Paths and Pay
Schedules
Supervisory NSPS Schedule(s) |NSPS PB AcqDemo CP AcqDemo BB
NH - BUS & TECH MGT PROF | NH-01
NJ - TECH-MGMT SPT NJ-01
NK - ADMIN SPT NK-01
NH-02
zg: ;;ED S-USP%/F/’IE/INGMF? A \;(F:_'gi NH - BUS & TECH MGT PROF NJ-02
V3 - MED - SUPVIMGR N NJ - TECH-MGMT SPT NJ-03
YN - I&P — SUPVIMGR YN-01 NK - ADMINERg] N2
NK-03
zg ) S;E‘_')S'USPL\J/%@"SR iﬁfgg NH - BUS & TECH MGT PROF NH-03
3 - MED - SUPVIMGR V302 NJ - TECH-MGMT SPT NH-04
YN - I&P — SUPVIMGR YN-02 NK - ADMINES Qe
e S e 1% [ susarec worenor
V3 - MED - SUPVIMGR v3.03 NJ - TECH-MGMT SPT NH-04
YN — I&P — SUPV/MGR YN-03 NK-ADMIN =S
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Acqm If you are a YC/YF/YN-01
B |
MDema
YC/YF/YN-01 YC/YF/YN-02 YC/YF/YN-03
33270 | - | 65371 | 59014 | - [115610| 82926 / 79535 | - | 135995
GS-06 to GS-11 GS-12 to GS-14 GS-15
Position is classified as NH-02 or
NJ-02 or NK-02 or GS-06 to GS-11
NH-01 NH-02 NH-03 NH-04
17803 | -| 31871 | 27431 | - | 65371 | 60274 | -| 93175 | 84697 | - |129517
GS-01t0 GS-04 | GS-05toGS-11 | GS-12toGS-13 | GS-14 to GS-15
NJ-01 NJ-02 NJ-03 NJ-04 ]
17803 | -] 31871 | 27431 | - | 48917 | 41563 | -| 65371 | 60274 | - | 93175 N LCL
GS-01t0 GS-04 | GS-051to GS-08 | GS-09toGS-11 | GS-12to GS-13 | Ml
NK-01 NK-02 NK-03 e
17803 | -] 31871 | 27431 | -| 44176 | 37631 | - | 59505 | N2
GS-011t0 GS-04 | GS-05to GS-07 | GS-08 to GS-10 | NS

If salary is Less Than minimum of classified broad
band then increase base
broad

salary to minimum of the
band
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Acqm
N |
MDemo

If you are a YC/YF/YN-02

YC/YF/YN-01

YC/YF/YN-02

YC/YF/YN-03

33270

65371

59014

115610 82926 / 79535

135995

GS-06 to GS-11 GS-12 to GS-14 GS-15
Position is classified as NH-03 or NH-04 or \
NJ-04 or GS-12 or GS-13 or GS-14
NH-01 NH-02 NH-03 NH-04 Retained
17803 | - 31871 | 27431 | -[ 65371 | 60274 | - 93175 | 84697 | -[129517| Kawhe
GS-01t0 GS-04 | GS-05to0GS-11 | GS-12t0 GS-13 | GS-14 to GS-15 |IENIRS)
NJ-01 NJ-02 NJ-03 NJ-04 :
17803 | -| 31871 | 27431 | -| 48917 | 41563 | -| 65371 | 60274 | -| 93175 RSt
GS-011to GS-04 | GS-05to GS-08 | GS-09toGS-11 | GS-12to GS-13 |RdNRas
NK-01 NK-02 NK-03
17803 | -| 31871 | 27431 | -| 44176 | 37631 | -| 59505
GS-01to GS-04 | GS-05to GS-07 | GS-08 to GS-10 If salary is Less Than minimum

of classified broad band then
increase base salary to minimum
of the broad band

31
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Acqm If you are a YC/YF/YN-03
m
HMDemao
YC/YF/YN-01 YC/YF/YN-02 YC/YF/YN-03
33270 [ - [ 65371 | 59014 | - [115610]82926 / 79535 - | 135995
GS-06 to GS-11 GS-12 to GS-14 GS-15
Position is classified as NH-04 or GS-15
NH-01 NH-02 NH-03 NH-04 Retained
17803 | - 31871 | 27431 | -[ 65371 | 60274 | - 93175 | 84697 | - [129517| Kaskel

GS-01 to GS-04

GS-05 to GS-11

GS-12 to GS-13

GS-14 to GS-15 NH-04

If salary is Less Than minimum
of classified broad band then
increase base salary to minimum
of the broad band
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Transition
Classification & Staffin
Highlights

(Continued)
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Acqm Classification & Staffing
i

| Transition Highlights
EDema

* PDs to PRDs — The NSPS Position Description will be edited via pen
and ink changes in FASCLASS to reflect the appropriate AcqDemo
Pay Schedule, Series Number, Broadband Level and factors. If there
are significant changes to duties, the NSPS PD will require
reclassification of the position using AcqDemo Classification
procedures.

* (DA) FASCLASS will;
> (pre-transition) Remove all GS equivalency statements
» (pre-transition) Based on DCPDS information (and corrections
via the NSPS2GS (AcgDemo) Tool) change all pay schedules and
pay bands
> (Post transition) Remove any FES (Factors and Scores)
» (Post transition) Add appropriate AcqDemo Factors
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AG.II= Army AcgDemo Vacancy Announcements

HDemao

4.1.4 Vacancy Announcements. Determinations of appropriate areas of
consideration and length of open periods for receipt of applications will be made
by considering the nature of the positions covered by the examination; their
career potential; and the characteristics of the labor market.

Army 4.1.4 (was Army 4.2.2) Vacancy Announcements. In addition to the
above, refer to applicable provisions of the delegated examining agreement
when determining appropriate area of consideration and length of open periods.
A position has to be advertised representing the lowest equivalent GS step 1 to
the highest equivalent GS step 10 in the broadband. Management will set the
pay upon selection of the applicant consistent with qualifications/education and
the expected contribution of the position.

35
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Acqm Classification & Staffing
i

| Transition Highlights

EDema

Transition Period — the period between October 28, 2009 and
January 1, 2012 or the date an organization’s employees and positions
are converted out of NSPS if prior to January 1, 2012.

Pipeline Actions — a position that can be filled (i.e., made effective)
under NSPS by no later than June 20, 2011, and which meets one or
more of the following criteria:

a. A competitive recruitment action for which an announcement is
posted before April 10, 2011 or a recruitment action which is in a
subsequent phase of the recruitment process (e.g., applicants being
reviewed, certificate/list of eligibles sent to selecting official,
tentative/firm offer made, etc.) as of April 10, 2011.

b. An action for which an open continuous announcement is posted
before April 10, 2011, and the request for personnel action (RPA) was
received by the HRO before April 10, 2011.
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Acqm Classification & Staffing
i

| Transition Highlights

EDema

c. A recruitment action for which a noncompetitive selection is made for
an NSPS position before April 10, 2011 (e.g., selection for VRA
appointment, Schedule A appointment of persons with a disability, etc.).

d. A noncompetitive reassignment RPA received by April 10, 2011 in
the HRO.

e. Arecruitment action for which Priority Placement Plan (PPP)
match(es) is/are identified before April 10, 2011.

f. A noncompetitive conversion of an NSPS employee on a temporary
or term appointment in the competitive service, consistent with 5 CFR
9901.511(d)(2), to a permanent appointment in the competitive service
when the request to convert the employee is received by the HRO
before April 10, 2011 and accomplished before transition from NSPS.
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Acqm Classification & Staffing
i

| Transition Highlights
EDema

g. An extension of an NSPS employee’s temporary or term
appointment, consistent with 5 CFR 9901.511(d), when the request to
extend the appointment is received by the HRO before April 10, 2011
and effected no later than the organization’s scheduled date of
transition from NSPS.

» Vacancy announcements posted before April 10, 2011. NSPS
vacancy announcements posted before April 10, 2011, must
contain the following statement to alert applicants that the
position(s) will be converted to AcqDemao:

The position(s) covered by this vacancy announcement is/are scheduled to
transition from the National Security Personnel System (NSPS) to the DoD
Civilian Acquisition Workforce Personnel Demonstration Project (AcqDemo)
by July 3, 2011.
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» Job offers. Job offers for positions covered by NSPS will clearly
indicate under which statutory pay system the selectee will be placed.
If the selectee is to be placed under the NSPS statutory pay system,
the selectee will be notified that the position is scheduled for transition
from NSPS to AcqDemo by July 3, 2011.

* Non-DoD individuals/employees — permanent appointments prior
to April 10, 2011. Prior to April 10, 2011, non-DoD individuals
appointed to a position in an organization covered by NSPS may be
placed on an appropriate AcqDemo position requirements document
(PRD).

* Non-DoD individuals/employees — permanent appointments as of
April 10, 2011 and beyond. Beginning on April 10, 2011, all
non-DoD individuals/employees appointed to a position in an
organization covered by NSPS must be placed on an appropriate
AcgDemo PRD.
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Internal placement.

DoD Non-NSPS employees. Beginning April 10, 2011, non-NSPS
employees selected for a position in an organization covered by NSPS
that will transition to AcqDemo must be placed on an appropriate
AcgDemo PRD.

NSPS Employees.

1. Competitive placement. Beginning April 10, 2011, NSPS
Employees who are selected for an NSPS covered position that will
transition to AcqDemo via a competitive process must be placed on an
Appropriate AcqDemo PRD.
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Internal placement (con't).

NSPS Employees.

2. Noncompetitive placement. During the transition period, NSPS
employees may be placed noncompetitively in an NSPS covered
position (e.g., career ladder promotion, reassignment, etc.). NSPS
employees may be temporarily promoted noncompetitively for a period
of 120 days or less in conformance with the AcqDemo Operating
Procedures.
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¢ In AcqDemo, Temp Promotions and Details are NTE 120 days.

CPACs will review requested actions from compliance with regulatory
requirements.

- Total time in promotion will be subject to the 120 limit upon transition. Any
employee on a non-comp promotion that exceeds 120 days on the day of
transition will terminate and not be able to continue.

- Any employee with less than 120 days served on the day of transition can
continue up to the 120th day.

- Employees on temporary reassignments that become promotions upon
transition will start the 120 limit on the day of transition.

- (Option) Organizations may choose to compete these positions instead
before transition and not need to be concerned with the time limits.
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* In AcgDemo, Temp Promotions and Details are NTE 120 days.

Pay; The CPACs will compare the NSPS salary while on the temporary
assignment with the pay as would be calculated under AcqDemo rules. The
employee will be awarded whichever salary is higher. If the NSPS salary is
the higher one, the employee is able to continue to earn that pay up through
the NTE date in place immediately before the transition (whether original NTE
or the latest extension).

NOTE: If a competition temporary promotion is being continued, and
management wishes to extend beyond the date in place at transition, the
employee is entitled to the NSPS pay (if higher) through the original NTE and
the follow on RPA will reflect that salary and that date. A second RPA will be
needed upon expiration of the NSPS salary entitlement to continue the
promotion under Acq Demo rules to whatever date requested.
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OPM Classification Standards used:

» Deputies - may be classified in the same broadband as
the position to which they report

e Supervisors — classified per GS Supervisor Guide
- Combination of technical & administrative direction of others
- Major duty occupying at least 25% of position’s time

- Meet at least the lowest level of Factor 3 (Managerial
Authority)

» Team Leaders - classified per GS Leader Guide
- Lead 3 or more employees (one or two grade level)
- Major duty occupying at least 25% of positions time

- Don't fully meet the lowest level of Factor 3 (Managerial
Authority)

Some supervisory position may no longer qualify as a supervisory position under AcqDemo.

Team lead positions are recognized in AcqDemo.
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* Interoccupational Positions

- The AcgDemo classification system does not support interoccupational
position descriptions;

- Prior to transition, positions must be reviewed to determine which single
occupational series is most applicable to the duties, responsibilities and
qualifications required of the position.

- Normally this will be the occupational series of the current incumbent.

(i.e. YF-0806-03 Supv Material Engineer & YF-0830-03 Supv Mechanical Engineer)
* |Interdisciplinary Positions

- An occupied interdisciplinary professional position is classified to the
same AcgqDemo series to which the NSPS position is classified.

(i.e. Occ Series 1515 - Operations Research Analyst could be;
- 1520 Mathematician
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RPA D 0 and Proce gD g P a 0
- Proposed RPA must be to the
i esien 5 Effective Dateis | CPAC NLT
Pre-Transition Reclassification / Prior to the 4 weeks prior to the
- 8 effective date of p "
Reassignment Action S effective date of transition
transition
Prior to the ;
Award effective date of 2 wegks priotolS -
o effective date of transition
transition
Extension of Appointment (expiring Prior to the
during transition period. These actions will : 2 weeks prior to the
. . ) effective date of p .
be processed with an earlier effective date - effective date of transition
] transition
than would otherwise be used.)
Non-Pay Action (Reassignments, P ® iz 2 weeks prior to the
Realignment, etc) CiEEE R Cl effective date of transition
9 ’ transition
. . Prior to the ;
Pay Action (Promotion, Change to Lower effective date of 4 weeks prior to the
Grade, ACDP etc) transition effective date of transition
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RPA D 0 and Proce gD g P a 0
L Proposed RPA must be to the

i esien 5 Effective Dateis | CPAC NLT

. n Prior to the effective |4 weeks prior to the

*

Accessions / New Hires date of transition effective date of transition

Actions will be
processed manually
during the transition
period and input in
the database after
the transition is
completed.

Emergency Actions (Death, Removal,
Suspension, Accessions Critical to Mission)

** Emergency Accession Actions — actions that are true emergencies required to
support critical military missions, or life and safety missions. These actions should be
rare exceptions and must be approved by the Heads of the Organization in advance of
submission. Since these actions will be processed manually, as soon as these
situations are recognized, the manager should immediately contact the servicing CPAC.

47
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« As early as feasible, but prior to the organization’s transition
date, supervisors will provide notification to all employees
regarding their AcqgDemo bands, using automated reports
provided through command channels or the Transition Report in
the NSPS2GS Tool.

« Supervisors will also advise employees who are on temporary
assignments whether the temporary assignment will continue, be
terminated, or be made permanent after transition.

« Organizations should notify employees on LWOP-US (those
that are on leave without pay from the NSPS position because
they are called to active duty) that the transition will occur, the
date the organization is scheduled for transition, and the new

AcgDemo band of the NSPS position they are assigned to.
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« Management will provide written notice to employees on
retain pay as applicable

Employee can download and review transition Notification of
Personnel Action (SF-50) approximately two weeks after
transition
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NSPS ACQDEMO

Performance Contribution

Performance Review

Authority (PRA) Personnel Policy Board (PPB)

Performance Appraisal
System (PAA)

Element 1 — Salary Contribution Rating Increase (CRI)
Element 3 — Bonus Contribution Award (CA)
Rating Level (5,4,3,2 0r 1) |Overall Contribution Score (OCS)

CAS2Net/CCAS Form

Rate Range Increase General Pay Increase

Local Market Supplement |Locality Pay

This chart shows a crosswalk of Performance Management terminology from NSPS to
AcgDemo. The architecture of AcqDemo is simplified and designed specific to the acquisition
workforce.
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* Not a Provision of AcqDemo

- Accelerated Compensation for Developmental Positions
(ACDP)

(NOTE: Determine, prior to transition, if any
developmental employees are eligible for promotion to a
target grade or for an ACDP increase.)

- Reassignment Pay Increase (up to 5%)
- Target Local Market Supplement (Special Salary Rate)

» No Prorated Within-in Grade Increase Buy-in
(WIGI Buy-in) will occur at transition

» By exception, there is no change in salary upon
transition to AcgDemo
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NSPS to
Type of Pay GS/AcqDemo References
Overtime — FLSA Change (5 U.S.C. 5541, 5542, 6123(a)(1); 5
Exempt 9 CFR 550.114)
Night Pay Change (5 U.S.C. 5545(a); 5 CFR 550.121-
122)

Sunday Pay Change (5 U.S.C. 5546; 5 CFR 550.171)
Holiday Pay Change (5 U.S.C. 5546; 5 CFR 550.131)
Standby Duty Pay Different (5 U.S.C. 5545; 5 CFR 550.141)
Administratively X
e Change (5 U.S.C. 5545; 5 CFR 550.151)
Compensatory Time Off
for Religious Change (5 CFR part 550, subpart J)

Observances

Air Traffic Controller
Differential

Different all of 5 U.S.C. 5546a applies

Overtime-FLSA Exempt

NSPS

* Employees in pay band 3 of the YA, YD, YH, and YK pay schedules, pay band 4 of the YL pay
schedule, and pay bands 2 and 3 of the supervisor/manager pay schedules receive an overtime
rate equal to their hourly adjusted rate.

* All others receive an overtime rate equal to 1 ¥ times their hourly adjusted rate.

» Comp time may be authorized in lieu of overtime. (5 CFR 9901.362(b))

GS/AcqDemo

» Employees whose basic pay is equal to or less than GS-10, step 1, are paid an overtime rate of
1 % times their hourly rate of basic pay.

* Employees whose basic pay exceeds GS-10, step 1, are paid an overtime rate equal to the
greater of (a) 1 % times the GS-10, step 1, rate or (b) their hourly rate of basic pay.

» Comp time may only be authorized in lieu of irregular or occasional overtime unless the
employee is covered by a flexible work schedule. (5 U.S.C. 5541, 5542, 6123(a)(1); 5 CFR
550.114)

Night Pay

NSPS

* NSPS employees can be paid Night Pay for irregular or occasional overtime work in the same
manner it is payable for regularly scheduled work.

* NSPS Night Pay is not payable during paid absences, except for a period of court leave,
military leave, time off awarded under 5 U.S.C. 4502(e), compensatory time off during religious
observances, or when excused from duty on a holiday.

(5 CFR 9901.362(c))

GS/AcgDemo



» GS/AcqDemo Night Pay is payable for regularly scheduled work performed by an employee
between the hours of 6 p.m. and 6 a.m.

» Under GS/AcqDemo, an employee is entitled to Night Pay for a period of paid leave only when
the total amount of that leave in a pay period, including both night and day hours, is less than 8
hours. (5 U.S.C. 5545(a); 5 CFR 550.121-122)

Sunday Pay

NSPS

NSPS Sunday pay is similar to that paid to GS employees except NSPS employees can only be
paid Sunday Pay for hours actually worked on Sunday. (5 CFR 9901.362(d))

GS/AcgDemo

GS/AcgDemo Sunday pay is paid for actual work hours performed during an employee’s
regularly scheduled daily tour of duty. When such tour includes hours on a Sunday, the employee
receives Sunday pay for each hour associated with the daily tour whether or not worked on
Sunday. (5 U.S.C. 5546; 5 CFR 550.171)

Holiday Pay

NSPS

* Holiday premium pay is paid at twice an employee’s adjusted salary hourly rate;

» Paid for each hour (including overtime hours) an employee is ordered or approved to work on a
holiday.

(5 CFR 9901.362(¢))

GS/AcgDemo

* Limited to 8 hours, does not include overtime hours;

* Overtime hours paid at overtime rate;

* Employee receives basic rate plus a rate equal to their basic rate.
(5 U.S.C. 5546; 5 CFR 550.131)

Standby Duty Pay

NSPS

NSPS standby duty pay is similar to that paid to GS employees except as described in NSPS
regulations

(5 CFR 9901.362(f)):

1) NSPS standby pay is limited to firefighters classified to the 0081 occupation who are not
eligible for coverage under 5 U.S.C. 5545(b) and emergency medical technicians not involved in
fire protection activities;

2) The Secretary may approve other occupations for coverage, but no additional occupations
have been approved as of the date of this guide.

GS/AcgDemo

May be paid to an employee in a position requiring him or her to regularly remain at, or within
the confines of, his or her duty station for more than 40 hours per week in a standby status rather
than performing work.

(5 U.S.C. 5545; 5 CFR 550.141). Standby pay under GS rules is not limited to specific
occupations.



Administratively Uncontrollable Overtime

NSPS - Not paid under NSPS.

May be paid to an employee in a position for which the hours of duty cannot be controlled
administratively and which requires substantial amounts of irregular or occasional overtime
work.

(5 U.S.C. 5545; 5 CFR 550.151)

Compensatory Time Off for Religious Observances

NSPS

* Before religious compensatory time can be scheduled, the hours required to cover the absence
must also be scheduled. (5 CFR 9901.362(k)(1))

 Payment for unused religious compensatory time is prohibited under any circumstances. (5
CFR 9901.362(k)(2)) GS/AcgDemo

OPM regulations do not require advanced scheduling of hours to cover religious compensatory
time. Also unused religious compensatory time may be paid (at the basic hourly rate in effect
when the time was worked) when an employee separates, dies, or transfers to another DoD
Component. (5 CFR part 550, subpart J)

Air Traffic Controller Differential

NSPS - Paid to employees in YA-2 or YA-3 who meet certain criteria (5 CFR 9901.362(1)).
Under NSPS, only subsections (a)(1) and (d) of 5 U.S.C. 5546a are applicable.

GS/AcgDemo -A similar pay is authorized for employees at the GS-9 and above level/AcqDemo
broadband level assigned (part NH-2, NH-3,NH-4, NJ-3, NJ-4, and NK-3) — criteria are slightly
different(5 U.S.C. 5546a) Under GS/AcqDemo, all of 5 U.S.C. 5546a applies
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Type of Pay G S?IASCZSDEno References

Premium Pay for Health

Different 5 USC, Chap 55 and 38 USC
Care Personnel

Foreign Language

Proficiency Pay Change 10 USC 1596 and 1596a

Foreign Differentials and
Allowances, including
Living Quarters
Allowance

Dept State Stand Regs (DSSR), Sect
Change 134.14c (Modified for Transition From
NSPS to AcqDemo/GS)




Slide 55

Acqm Contribution & Compensation
i

| Transition Related Pay Situations
EDema

* Indefinite Pay Retention under AcqDemo
-5 CFR, Chapter 5, Part 536 GRADE AND PAY RETENTION applies

* 3Rs In Connection with Retained Pay - Employees
who transition with retained pay and are receiving
installments for recruitment, relocation or retention
incentives will have their incentive payments
calculated on the basis of their retained pay
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» Title VI - The Civil Service Reform Act, Title 5 U.S.C. 4703
(1978)

* The National Defense Authorization Act for FYs
1996/1998/2003/2010/2011

» Federal Register (Jan. 8, 1999) with 5 Amendments
(May 2001, Apr 2002, Jul 2002, Oct 2002, and Oct 2006)
» Operating Procedures

As part of the Fiscal Year (FY) 1996 and 1998 National Defense Authorization Acts, the
Department of Defense, in cooperation with the Office of Personnel Management announced its
intent to conduct the Department’s Civilian Acquisition Workforce Personnel Demonstration
Project.

Fiscal Year (FY) 2003 National Defense Authorization Act extended the Demo to 30 Sep 2012,
and Fiscal Year (FY) 2010 repealed NSPS, returning organizations to the system they were in
prior to NSPS. NDAA Fiscal Year (FY) 2011 which was signed 7 Jan 2011 extended the Demo
until 30 Sep 2017.

Notice of intent to implement the Demonstration Project was published on March 24, 1998, with
a second notice further defining the project on January 8, 1999. The notices describe the Title 5
initiative in detail. 5 FR Amendments have been published since the Demo’s beginning, refining
many of the initiatives or program aspects originally outlined in the 1999 FR publication. The
Demo program office recognizes that the Demo is and should be updated using best practices
from other Federal pay systems while maintaining the original intent of the Demo for the DoD
Civilian Acquisition community.

DoD also published operating procedures for implementing the project. The procedures outline
the project and detail its procedures from a DoD level. They also begin to provide insight into
how to implement the many changes to the Human Resource Management System. These
procedural changes are then further defined in the Service-specific operating procedures which
most Services published after the DoD document.
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Increased Quality of the
AT&L Workforce and the

Increased Organizational
Effectiveness and
Customer Satisfaction

Products It/ Acquires

(Increased Employee

Contribution)

A High-quality, Well-
Trained AT&L Workforce J
= for the 21st Century|
\——‘\

Increased Retention Improved Timeliness
Rates of and Rewards / of Key Personnel

for Excellent Processes

Contributors

The establishment of a highly-capable, qualified workforce.

58

The centerpiece of our expected outcomes is “the development of a highly-qualified, well-
trainedacquisition workforce for the 21st century.” This goal is a direct reflection of the Under
Secretary of Defense for Acquisition, Technology and Logistics’ (AT&L'’s) #2 department goal, which
is to revitalize the quality and morale of the DoD AT&L workforce. To gauge our success at achieving
that goal, the AcqDemo program has identified four key outcomes, with metrics, which are:

» First, we desire to improve the key personnel processes. If you've paid attention to the status of the
American workforce lately, then you know that at the end of 2001, the average Federal workers was
46.3 years old. Because of the age of our workforce, they are expected to be retiring in record
numbers over the next 12 years, as the baby boomers reach retirement age. Within the Federal
Government, the negative impact of this reality is heightened by the realization that some 400,000
personnel left federal service during the 1990’s downsizing. This number included some 200,000 mid-
level managers who might have filled the leadership vacancies we’ll face. Therefore, to offset this
reality, we've got to design and implement effective personnel processes that will allow us to fill the
pending shortages with qualified personnel; next

» Once we identify and hire these individuals, we must seek to retain them. One way of doing that is to
appropriately recognize and reward them for their contributions to the fulfillment of their organization’s
mission. (HHS study of 2001 — Average age 38, six years of Federal Service); These first two pieces
then lead to

* Increased organization effectiveness. Here, the increase in effectiveness is expected as a direct
result of the effectiveness of the processes that our workforce uses, and their satisfaction with a
system that seeks to reward their contribution to their organization’s mission. Together, these three
pieces lead to our overarching desire, which is:

» The establishment of a highly-capable and qualified workforce, challenged to successfully acquire the
systems required to provide for our National Defense.

Now, let’s take a look at the initiatives that we’ll use to achieve these outcomes...(advance)
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Determine Cancel Existing Establish New
Activity Closeout Employee Position Po_smon
Timetable ) Appraisals > Career Path Descriptions > Requirements
& Broadband (PD) Documents (PRD)
l T
Flow I 1 1 - SF 52
R L, v
1
i Special Considerations 1 Move Employee
| -Pay Retention ! Into AcgDemo
1 -Temporary Promotions/ ! (Reassignment /
| Details | Buy-In)
| -Absentees H
1 - Priority Clearances __ !
Conversion
Document
Generated
- SF 50

This is a visual flow of the conversion process that the activity will go through to become part of
AcgDemo.

We will break down each step in this process as we go along in this presentation so you will
have a better understanding of what to expect.
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« Activity Will establish a timeline for conversion

» Close Out Appraisal Process

» Determine Career Path & Broadband

The timeline is established when an activity determines a date for conversion to AcqDemo.

The AcqDemo program off maintains a series of Readiness Checklist for conversion and all
culminate with the date of conversion. Each are adjusted accordingly by work areas such as IT,
Performance Management, Communications and HR to name a few.
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Contracting Specialist, 1102, GS11
NH NJ NK
Business and
Technical Mgmt | Technical Mgmt | Administrative
Broadband  Professional Support Support
| GS1-4 GS1-4 GS1-4
] GS5-11 GS5-8 GS5-7
]} GS12-13 GS9-11 GS8-10
v GS14-15 GS12-13

= OPM Job Series Apply: Therefore, 1102 = 1102
= Career Path: Reference Table 2, Jan ‘99 Federal Register

First, a few words about the career paths and broadband levels.

As depicted here, there are 3 Career Paths and 4 BBs.

Grades shown here are purely for reference purposes because all GS Grades were collapsed
into BBs based on current grade and salary at the time of Buy In.



Slide 63

Ac-q= Career Path Table
MDemo

BUSINESS MANAGEMENT & TECHNICAL MANAGEMENT PROFESSIONAL (NH)
SERIES NUMBER SERIES TITLE

0011 BOND SALES PROMOTION

0018 SAFETY AND OCCUPATIONAL HEALTH MANAGEMENT

0020 COMMUNITY PLANNING SERIES

0023 OUTDOOR RECREATION PLANNING

0025 PARK RANGER

TECHNICAL MANAGEMENT SUPPORT (NJ)

SERIES NUMBER SERIES TITLE
0019 SAFETY TECHNICIAN
0021 COMMUNITY PLANNING TECHNICIAN
0102 SOCIAL SCIENCE AIDE
0181 PSYCHOLOGY AIDE AND TECHNICIAN

Excerpts from Table 2, January 8, 1999 Federal Register, p. 1445

This is an excerpt from Table 2 of the Jan 1999 AcqDemo Federal Register. This table lists all
Occ Series that are eligible to participate in the Demo.

Due to the many changes to OPM Occ Series (and OCC titles) over the last 11 years, the
AcgDemo has determined that to encompass all the new, consolidated or deleted occupations,
we will use the current list of OPM Occ Series and titles until as such time as a new FedReg
amendment can be written.

Will this mean that any Occ Series may be included in AcqgDemo? No, as other criteria will
apply such as the requirement;

(i) at least one-third of the workforce participating in the demonstration project consists of
members of the acquisition workforce; and

*“(ii) at least two-thirds of the workforce participating in the demonstration project consists of
members of the acquisition workforce and supporting personnel assigned to work directly with
the acquisition workforce;

Let’s take a closer look at this table as it is the first step in conversion into the Demonstration
project. Take a look for your Occ Series and what Career Path you would belong in.
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Contracting Specialist, 1102, GS11
NH NJ NK
Business and
Technical Mgmt | Technical Mgmt | Administrative
Broadband| Professional Support Support

| GS1-4 GS1-4 GS1-4
] GS5-11 GS5-8 GS5-7
]} GS12-13 GS9-11 GS8-10
v GS14-15 GS12-13

= OPM Job Series Apply: Therefore, 1102 = 1102
= Career Path: Reference Table 2, Jan ‘99 Federal Register, 1102 = NH
= Broadband: Reference Table Above*, GS 11 = NH Il

* January 1999 Federal Register, p. 1455

Now, in determining a person’s AcqDemo career path and broadband level, I’ll use the example
of a Contracting Specialist in

the 1102 job series. As we discuss this process, you’ll notice that three things must be taken
into consideration: (advance)

*First, OPM Job Series remain the same under the AcqDemo. Therefore, the 1102 job series
that applied to our Contracting Specialist under the GS system also applies to him under the
AcgDemo; (advance)

2. Next, an employee’s new career path is determined by identifying their job series number in
the appropriate career path section of the January 99 Federal Register, Table 2 reference chart.
Here the 1102 Job series presently within the AcqDemo are listed under the appropriate career
path to which they will be assigned. In reference to our example, the Federal Register shows
that the 1102 job series falls under the Business and Technical Management career path, also
known as NH ; finally (advance)

3. Refer to this table, also located within the Federal Register, to determine the broadband
level, based upon the employee’s previously held GS grade. In completing our example, a GS
11 will change to a broadband level Il or Il depending on the career path where the job series is
assigned. Since 1102 falls within the NH career path, our Specialist becomes an NH 1.
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* Activity Will establish a timeline for conversion
» Closing Out Appraisal Reports

» Determine Career Path & Broadband

» Conversion Process
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* Move employee into AcqDemo position
- Based on occupational series & current GS grade

» Employees on Grade and/or Pay retention
- Placed in Broadband based on current GS grade

* Employees on Temporary Promotions/Details
- Returned to position of record before entering the Demo

«  Written notification to absent employees
- Notification to employees on extended leave or absences

e Clearance of internal and external priorities
- No clearances required

» Conversion documentation
- Prepare SF-52 (Salary Change/Reassignment)

In our conversion process to AcqDemo, there are many different situations that will require our
attention.

Conversion to AcgDemo is mostly an automated process however, there is, like any system, a
degree of preparation required.

AcgDemo provides HR with a Readiness Checklist to address those preparation areas.

This list is but a few items that you’ll find on the checklist.
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* Activity Will establish a timeline for conversion
» Closing Out Appraisal Reports
* Determine Career Path & Broadband

» Conversion Process

e Step Buy-In
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e Buy-in Full Employee Protection Approach

* Locality Adjustment—Added After Base Salary Is
Computed

e Formula for Buy-In:
1. Determine Employee’s Base Salary
2. Determine Value of Within-Grade Increase; then

[(time in step / time between steps) x step increase] +
current salary = new AcqDemo base salary

Let’s move on to employee buy-in, or conversion, procedures.

Under this project, automatic within-grade increases inherent in the General Schedule system
are discontinued.

You will be compensated equitably, however, as of the time of transition.

Your base salary will be adjusted for any step increase and non-competitive career ladder
promotions. These adjustments will be computed at the demonstration implementation date.

The computation will be based on a prorated share. The share is computed based on the
number of weeks you have completed toward the next higher step or grade. A week is
considered to be in effect at 0001 hours on each Sunday. (Ref DoD OP 2.3 Employee Buy-in)

As under the current system, supervisors will be able to withhold these partial increases—or
steps—for employees who are on a performance improvement plan, or PIP. Employees who are
on a PIP at the time of conversion will not be converted into the demonstration project until
successful completion of that PIP.

A career ladder promotion buy-in may cause an employee’s rate of basic pay under the
demonstration to exceed the top of the broadband corresponding to the employee’s pre-
demonstration permanent grade. In this case, the employee is converted into the next higher
broadband.
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¢ Entering demonstration—GS-11/step 4, Series 1102
(Contracting Specialist)

* Nominal time between step 4 and 5 = 104 weeks.

« Assume employee has been a Step 4 for 90 of the 104 weeks
for a within grade increase. The process to compute the
employee’s new salary is:

GS-11/Step 4 base rate of $55,315

GS-11 within grade increase is $1,676

90/104th (or .8654) of $1,676 is $1,450

$55,315 + $1,450 = $56,765 then add Locality Pay

(This example uses the 2011 General Schedule Salary Table w/o Locality.)

Here’s an example using the Calendar Year 2010 GS pay rates:

An Contracting Specialist enters the demonstration as a GS-11/step 4.

The nominal time between steps 4 and 5 is 104 weeks.

At the implementation time, the employee has earned 90/104ths of a within grade increase.
The GS-11/step 4 base rate is $55,315.

The new salary will be 90 divided by 104, times the $1,676 WGI, plus the GS11/step 4 base rate
or $56,765.
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] Step Buy-In Exercise

EDemo
* Implementation/Conversion date - 30 Aug, 2011

« Entering demonstration - GS-12/step 5, Series 1102
+ Placed in NH _Career Path, broadband level,_ Il (NH-1102-111)

« Date of last WIGI/DELI — 3 Jan 2010

* Number of weeks the employee has been at step 5__86

e GS-12/Step 5 base rate is _$68,310

* Number of weeks between steps 5 & 6__ 104
¢ GS-12 within grade increase is__$2009
« (time in step / time between steps) x step increase = Buy-in amount

86 / 104 =(.8269) x _$2,009 = _$1,661
« Current base salary + Buy-in amount = New AcgDemo salary
$68,310 + $1,661 = $69,971 then add Locality Pay

(This example uses the 2011 General Schedule Salary Table w/o Locality.) 70

Using the hand-outs provided:

- Employee information that contains their current Grade/Step, Occ Series and Title
- Current GS Salary Table Without Locality

Let’s take a few minutes to complete this exercise.
If everyone is completed, lets review the answer together.

- First you’ll want to determine the correct Career Path and Broadband level the employee will
be placed

- Determine the number of weeks the employee will be pro-rated for the Buy-in

- Determine the current base salary (GS Salary Table)

- Number of weeks between steps

- Determine the value of the WiGI (GS Salary Table)

- divide the number of weeks served by the number of weeks to the next step (expressed as a
percentage)

- Multiply that percentage by the value of the WiGlI for that Grade

- Add the base salary to the pro-rated amount previously determined for the New AcgDemo
Salary

- Add Locality for New AcqDemo total pay.
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MDemo

AG.II= Conversion Tool for WIGI Buy-in

AcgDemo Conversion Tool
Please populate the information in the yellow shaded areas:

Name (optional):
Occupational Series (4 digits): 1102 Listing
Occupation Description: [conTRACTING

Locality Rate-% (optional): Listing

Month (1-12) Day (1-31) Year (XXxx)

30

Effective Date of Conversionis: | 7

Last Within-Grade-Increase : 1 3

Current Grade (1-15)
Current Step  (1-10)
Current Base Salary: $68,310

[based on 2011 GS Pay Tables]

[employees on retained pay
are not eligible for a buy-in]

AcqDemo Conversion Information:

Career Path:
Broadband: lI'

Base Salary Before Conversion: $68,310

Locality Percentage: [ 1416 ]Amount:

Time-Between-Steps: weeks
Step Increase:
Time-in-Step: weeks
Buy-In Amount: $1,661.28
New Base Salary:

New Total Salary:

This is a look at the conversion tool that may be found at the AcqDemo website. This tool
maybe used by AcqDemo participant to determine their WiGI buy-in and New AcgDemo total

salary.
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Acqm
|
MDemo

Other Buy-in Scenarios

Many employees may have been under NSPS and converted back to the General Schedule and
due to the repeal requirements, have placed them in situations that create scenarios outside of
normal processes or producers.

In any of these cases, the AcgDemo Conversion tool (Buy-in tool) cannot be used to determine
Buy-in amounts.

Let’s take a look at a few examples of how to address these special situations.
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Ac'q= Special Salary Rate Step Buy-In Example

MDemo

- Entering Demonstration:
$55,743 Special Salary Rate (GS-11/5)
Locality Payment of 9.08%

- Assume Employee Has Earned WGI Buy-In of $1639

- This Employee’s New Salary Will Include:
Special Rate Divided by Locality Payment % for
Demonstration Base Rate: $55,743/1.0908 = $51,103

Add WGI Buy-In to Demonstration Base Rate for the New
Demonstration Base Salary: $1639 + $51,103 = $52,742

- Multiply New Base Salary by Locality Payment, then add the sum
to the New Base Salary for New Total

- Salary: ($52,742*0.0908) + $52,742 = $57,531

(This example uses the 2011 General Schedule Salary Table.)

73
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Quality Step Increase (QSI)

Acqm
[ Situation 1

||
MDemo

& & -
gsistep] 1 | 2 | 3| ¢ ] s e 7] 89| n|

Percentof 52 Wks™ 52 Wks®52 Wks 8§ 104 Wks 8104 Wks# 104 WksB 156 Wks 8 156 Wks8 156 Wks

e GS-7 Step 5

* 104 Weeks to Step 6

e GS-7 Step Increase $1,133

* Within-Grade-Increase to Step 5: January 3, 2010

* Quality Step Increase (QSI) to Step 6: October 1, 2010.
* Convert to AcqDemo: May 22, 2011

How many weeks in Step?
OR I ANSWER I

Convert to AcqDemo May 22, 2011 Convert to AcqDemo May 22, 2011

QSI: October 1, 2010 QSI: October 1, 2010

33 weeks / 104 weeks * $1,133 = Last Regular WIGI: January 3, 2010

$363 72 weeks / 104 weeks * $1,133 =
$782

Review the scenario and answer choices with class to determine consensus...

The Answer is: (Advance)

First, we must remember that a QSI does not re-start the Date of Last Equivalent Increase
(DLEI).

That said, we would determine the WiGI buy-in using the date of the last WiGI (DLEI).

As a reminder, in AcqDemo we use the number of weeks an employee has completed towards
the next higher step or grade. A week is considered to be in effect at 0001 hours on each

Sunday.

(Ref: DoD OP 2.3 Employee Buy-in)



Slide 75

Acom Quality Step Increase (QSI)
| Situation 2
EDema
& &

Gisten| 1 | 2 | 3 ] 4 s e s e ]|
Percentof 52 Wks® 52 WksB)52 Wks B 104 Wks 8104 WksH 104 WksB 156 Wks B 156 WksB 156 Wks

e GS-7 Step 6

* 104 weeks to Step 7 156 Weeks Years to Step 8

e GS-7 Step Increase $1,133

* Within-Grade-Increase to Step 6: January 3, 2010

* Quality Step Increase (QSI) to Step 7: October 1, 2010.
* Convert to AcqDemo: May 22, 2011

OR | ANSWER |

How many weeks in Step?

Convert to AcqDemo May 22, 2011  |Convert to AcqDemo May 22, 2011

QSI: October 1, 2010 QSI: October 1, 2010

33 weeks / 156 weeks * $1,113 = Last Regular WIGI: January 3, 2010

$238 72 weeks / 156 weeks * $1,113 =
$521

Review the scenario and answer choices with class to determine consensus...
The Answer is: (Advance)

Again, we must remember that a QSI does not re-start the Date of Last Equivalent Increase
(DLEI).

Additionally, a QSI does not affect the timing of an employee's next regular WGI unless the QSI
places the employee in step 4 or step 7 of his or her grade. Here the employee received a QSI
that placed them at Step 7.

In these cases, the employee becomes subject to the full waiting period for the new step--i.e.,
104 weeks (Step 4) or 156 weeks (Step), respectively — and the time an employee has already
waited counts towards the next increase.

That means the employee receives the full benefit of receiving a WGI at an earlier date and has
not lost any time creditable towards his or her next WGI.

(Reference: Q&A on General Schedule Within-grade Increases, Q7;
http://www.opm.gov/oca/pay/html.wgiga.asp)
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Acom Retained Grade and Retained Pay
[

[ ] Situation 1
MDemo

* No Buy-in for Individuals on Retained Pay
- Salary exceeds maximum salary for broadband level
» Example
- GS-14 Step 5 with base salary of $95,989
- RIF'd / Involuntary Reassignment to GS-13 position
- Maximum base salary for GS-13 Step 10 is $93,175
- Retained Pay is $95,989
- Retained Grade of GS-14
- Existing Grade/Step is GS-13 Step 10

e Convert to AcqDemo as NH-III
- NH-IIl with Retained Pay of $95,989 plus Locality

- No buy-in because maximum salary for NH-IIl is $93,175
76

In AcgDemo, if an employee who is converting into the Demo has a base salary that exceeds
Step-10 of the highest grade of the broadband level assigned to, then that employee will:

- Not receive a WiGI “buy-in” as that employee is already receiving more than the broadband
allows

-Will remain on Retained Pay until the salary ranges (with Locality) of the broadband
encompasses the employee’s current salary (with Locality)
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Acom Retained Grade and Retained Pay
- Situation 2
MDemo

e Buy-in for individuals on Retained Grade

- Salary does not exceed maximum salary for broadband
level for existing grade

* Example
- GS-14 Step 2 with base salary of $87,520
- RIF'd /Involuntary Reassignment to GS-13 position
- Maximum base salary for GS-13 Step 10 is $93,175
- $87,520 btwn GS-13/Step 6 $86,008 and 13/Step 7 $88,937
- Retained Pay NOT APPLICABLE
- Retained Grade of GS-14
- Existing Grade/Step is GS-13 Step 7 at $88,937

e Convert to AcqDemo as NH-III
- Receive the Buy-in

An Exception to an employee on Pay Retention is illustrated here.

Here we have an employee who is placed on retained pay due to their involuntary movement
out of their position of record (GS-14/Step2)

Because the employee’s current salary is encompassed within the salary range of the
broadband level they are assigned to, the employee is no longer on retained pay and we now
need to determine what the starting salary should be.

Looking at the 2011 GS Pay Table, we see that the employee is between steps. Here we would
assign the employee to the higher step — Step 7, in this case.

Lastly, the WiGI “buy-in” may occur using the DLEI of the employee’s change to GS-14/Step 2
and the prorated amount of time (52 weeks) that was accured between Steps 2 and 3.
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Acqm Conversion Steps
|

| |
MDemo

* Activity Will establish a timeline for conversion
» Closing Out Appraisal Reports

* Determine Career Path & Broadband

» Conversion Process

» Step Buy-In

* DCPDS Conversion
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DCPDS Conversion Process

Salary Adjust
Step

NOA 890
Misc Pay Adjustment
Conversion

ent (NOA 721)
to new position
eer Path/Broadband)

Conversion into AcqDemo is a Dual Action process.

First is the change to salary for those eligible for a WiGI buy-in and second will be a
reassignment to the employees new Career Path and Broadband level.
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Mass Conversion Process

o

Build Positions
in DCPDS

Run
Mass
Conversion in
DCPDS

« Calculates new
Salary (buy-in)

«Includes new
position number
and sequence

Complete
Conversion
Worksheet

Generate Mass
Upload File

for each employee

* Changes employee’s
salary and places
them on new
position

« NPAs Generated
(SF-50)

« Contains new salary,
and new position
information

The mass conversion process is used to bring organizations that have identified themselves as
wanting to participate in AcqDemao.

Upon creation and classification of the PRD, the Personnel Servicing Center will build new
positions in DCPDS based on the PRD.

A Conversion Worksheet will be submitted for each employee that contains among other
information, the new adjusted salary, the PRD number, the Career Path and broadband level
assigned.

A general mass upload file will be loaded into DCPDS and from there a mass conversion will
that place. Once completed SF-50s will automatically be created for each conversion action
within the upload file.
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Administering

The AcqDemo initie
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Broadbanding & Classific
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Aﬂ.q= Broadbanding & Classification

EDema
« Objectives:

- Simplify the assignment process by allowing managers
maximum flexibility in assigning employees within broad
descriptions

- Simplify/automate the classification process with the use of
a Position Requirements Document (PRD)

¢ Benefits:

— Provide management the ability to set pay commensurate with
the candidates’ skills and responsibilities

— Duty assignments may be realigned among people within an
organization, not constituting a position change

— Broader latitude in assignments lead to greater retention of
quality employee

The complexity of the current system and various hiring restrictions create delays; hamper
management’s ability to hire, develop, realign, and retain a quality workforce and inhibit a quick
response to economic and population changes. Today’s environment of downsizing and
workforce transition mandates that the organization have maximum flexibility to assign
individuals.

The use of broadbanding provides a stronger link between pay and contribution to the mission
of the organization.

Broadbanding enables the organization to have the maximum flexibility to assign an employee
within broad descriptions, consistent with the needs of the organization and the individual’s
gualifications. Assignments may be accomplished as realignments and do not constitute a
position change.
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Acqm Contribution Factors
B |
EDema
Problem Solving Leadership/Supervision
Teamwork/Cooperation Communication
Customer Relations Resource Management

» Each Factor has Descriptors for classifying duties and
responsibilities

» Standard across DoD and may not be changed

e Career Path, Factors, Descriptors, and Discriminators
constitute grading criteria for determining appropriate
broadband level

Classification factors are the only grade controlling information on the position requirements
document (PRD). These eliminate the need for the use of any other grading criteria. These
factors will determine the appropriate broadband level.

These same six factors will be used later to set expectations within the contribution plan and
used to assess levels of contribution at the end of the cycle.
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A Career Path: Business Management & Technical
c.q= Management Professional (NH)
Factor 4: Leadership / Supervision

MDema
LEVEL DESCRIPTORS DISCRIMINATORS

LEVEL Il
« Actively contributes as a team member/leader; provides insight and Leadership Role
recommends changes or solutions to problems.
« Proactively guides, coordinate, and consults with others to accomplish Breadth of Influence
projects.
« Identifies and pursues individual/team development opportunities. Mentoring / Employee

Development

LEVEL Il

« Provides guidance to individuals/teams; resolves conflicts. Considered a Leadership Role
functional/technical expert by others in the organization; is regularly sought out
by others for advice and assistance.

« Defines, organizes, and assigns activities to accomplish projects/programs Breadth of Influence
goals. Guides, motivates, and oversees the activities of individuals and teams
with focus on projects/programs goals.

« Fosters individual/team development by mentoring. Pursues or creates Mentoring / Employee
training development programs for self and others. Development

For ease of viewing, we have taken out level | and IV for this factor.
Note:

Level Il calls for the employee to “Actively Contribute as a team member/leader.”
whereas at Level Il it states employee “Provides guidance to individuals, Resolves
conflicts. Considered a functional/technical expert by others in the organization; is
regularly sought out by others for advice and assistance.”
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CLASSIFICATION & STAFFING
Example: NH-03 Descriptors

[r———— . o
i PR 1 e TR | Technical Management Professional (NH)

e 3 e Nios
65371 | 60274 | -] 93175 | 84697 | -] 129517

Classification Factors:

. Problem Solving

. Teamwork/Cooperation
. Customer Relations

. Leadership/Supervision
. Communication

. Resource Management

oA WNE

s maskicte especta e Goats s
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Aﬂ-q= Simplified Classification System

MDemo

¢ OPM classification standards
» Determine Career Path via Federal Register, Table 2

* GS/GM Grade or Factor broadband level descriptors
used for broadband level determination

» Classification authority delegated to commanders (or
equivalent) by the Federal Register, may re-delegate
to subordinate level

* For Example:
— First-Level Supervisor Develops PRD
— Second-Level Supervisor Approves PRD
— HRM Specialist Reviews and Processes PRD

The present General Schedule classification system has 400+ occupational series that are
divided into 23 occupational groups. The present OPM classification standards will be used for
identification of proper series and occupational titles of positions within the demonstration
project.

The acquisition personnel demonstration project currently covers numerous series within the 23
occupational groups, and these occupational series will be maintained throughout the
demonstration project.

Under the demonstration, commanders (or equivalent) will have delegated classification
authority by the Federal Register and may re-delegate this authority to subordinate
management levels.

Re-delegated classification approval must be exercised at least one management level above
the first-line supervisor of the position under review, except in the case of those employees
reporting directly to the commander or equivalent.

First-line supervisors will provide classification recommendations.

Personnel specialists will provide on-going consultation and guidance to managers and
supervisors throughout the classification process.
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Acqm Broadbanding
m
HMDemao
Busi M it and Technical M. Prof i 1 (NH)
NH-01 | NH-02 NH-03 NH-04
§17,803 | - [ $31,871 | $27,431 | - | $65,371 | $60,274 | - | $93,175 | $84,607 | - [$129.517
G5-01 to GS-04 | G5-051t0 GS-11 GE-12t0 G513 GE-14t0 GS-15

Technical Management Support (NJ)

NJ-01 | NJ-02 NJ-03 NJ-04
$17,803] - [331,871|327,431] - [$48,917|341,563] - [$65,371|560,274] - [$93,175
G5-01 to GS-04 G5-05 to GS-08 G5-09 to GS-11 GS-12 to G5-13
Administrative Support (NK)

NK-01 [ NK-02 NK-03
$17,803] - [$31,871527,431] - |$44,176|$37,631] - |$59,505
GS-011t0GS-04 | GS-05 to GS-07 GS-08 to GS-10

Salary Tatios an of January 1, 2010

» Generic Position Requirements Document (PRD) written at top
of the broadband level

« Candidates qualify (at a minimum) at bottom of broadband level

*Salaries based on 2011 GS Pay Tables

As the figure indicates, the GS grades banded in each level define the minimum and maximum
salaries of each broadband level.

No employee will be paid less than the rate of pay of step 1 of the lowest grade in their level nor
more than step 10 of the highest grade in their level.

The only exceptions? Employees on retained pay or otherwise excepted. Employees on
retained pay will only receive half of the General Schedule pay increase.

Since these minimums and maximums are based upon the GS Pay Scale, they increase
annually commensurate with the General Schedule Pay Increase.
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Simplified Classification System cons
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* New Position Requirement Document (PRD)
— Elements

We also see the use of the Classification intervention during the Buy-In period, in the
construction of the PRD.

First level supervisors are responsible for determining position requirements using the PRDs,
and for providing classification recommendations to the classification authority.
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e Position Information

» Organization Information

- Mission
» Duties
* Factors
- Problem Solving - Leadership/Supervision
- Teamwork/Cooperation - Communications
- Customers Relations - Resource Management

Staffing KSA’s (component determination)
* Supplemental Items

We see some similarities in what information resides on a PRD as we’ve had on a former PD.

The major difference is the fact that we have a different relationships for the classification of work in the
AcqgDemo system.

Under previous systems we classified work at a specific grade level using the points of Factor Evaluation
System (FES) standards.

Under AcgDemo, classification of levels of work are based on the Factor Descriptors at the appropriate
broadband level. This means that the six contribution factors become critical elements of the PRD.

The PRD format includes a summary of major duties with estimated percentages of time. As under FES,
the percentage of time will determine the BBL level of work.

Factors that describe the type and level of work at the appropriate level using the Broadband Level
descriptors. The summary written is not a re-hash of the major duties. Instead it’s a description of work
products or outcomes deemed necessary and expected at that level.

Supplemental items may be added such as certification requirements, estimated amount of travel, or
security clearance levels.

Lastly, any additional special Knowledge, Skills or Abilities that may be needed.
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Acom Simplified Classification System o
HEDema

* New Position Requirement Document (PRD)
— Elements
— PRD Automated Development Process
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Army Automated PRD

Acqm
“ Army Development Process
EDema u
1stLevel 1st Level 2 Level
Supervisor L Supervisor ) Supervisor
may view or drafts new Approves PRD
retrieve PRD or modifies
in FASCLASS PRD l
Flow HRO or CPAC
— Reviews and
Submits PRD for
verification in
FASCLASS

(Content & Format)
-Written at the high end of the broadband. Keep generic, but PRD must
satisfy that series by broadband level.
-Qualified at the minimum of the broadband (lowest grade of the band)
-Classified by Management. CPAC verifies content and format.

92
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The Army Automated PRD development process is very similar under AcgDemo as other pay systems.

We begin with the Manager or Supervisor creating a new or revising a current PRD. In Army we use
FASCLASS as a tool to assist in that development.

Keep in mind that in AcqDemo, Management classifies each position using the Factor Descriptors in the
Fed Regs, Sect lll, D. 1.

As we’ve learned earlier in the presentation Managers, using the Occ Series and Titles established by
OPM, will determine the appropriate Career Path as per Table 2 of the FedRegs. This determination will
in-turn establish the appropriate pay schedule (NH, NJ, and NK). Lastly, Management will then determine
the level of work required for the position (GS equivalency for the position.)

Example: If the work is to be at the full-performance level of GS-12/GS-13, the position will be classified
as a NH-IIl.

Once the DRAFT PRD is complete, it is reviewed and approved by a second level review. The approval
is captured using the PRD Coversheet.

The approved PRD is then submitted to HR/CPAC for entry into FASCLASS for verification of content and
format.
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Acqm Army PRD Format Example

PRD Position PRD Organizational PRD 6 Factors PRD PRD
Information Information and & BBL Knowledge Supplemental
Position Duties Determination Skills Information
Abilities

93

This is an example of what the PRD will look like after printing it form FASCLASS.
Over the next few slides, we will be walking through the process of “How to”;
- Get into FASCLASS

- Retrieve a PD/PRD from FASCLASS and
- Enter a PRD into FASCLASS for content and format verification



Slide 94

Viewing or Retrieving an AcqDemo

| | . .
Ao.q. Army  Position Requirements Document (PRD)
HDema J

! = [F it
R
1st Level PPN, rommpmge B9y Tk s v
- 7 b gt

Supervisor
may view or o b1 "
retrieve PRD  |owbd 5
in FASCLASS

CAC Employee
Login

For those that are new to FASCLASS you’ll need to keep in mind that if you do not have access
today to submit PDs in FASCLASS, you will not have that access in AcqDemo for PRDs.

Access to FASCLASS have be given to you by your local CPAC after submitting a SANAR
Form requesting access.

Once the SANAR is approved, you will then be required to establish your account in FASCLASS
via the FASCLASS registration screen.

All Army employees will have access to view the FASCLASS database via CPOL.
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Viewing or Retrieving an AcqDemo

| | . .
mm A~ Position Requirements Document (PRD)
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Acqm

Viewing or Retrieving an AcqDemo

Position Requirements Document (PRD)

L]
Select a Tab such as;

Ay
'HDema
15t Level (o p——
Supervisor L L o
may view or
retrieve PRD [
in FASCLASS

= | €<— | - HR Specialist

- Manager’s

T e

[ TR e

96
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Acqm Viewing or Retrieving an AcqDemo

mm A~ Position Requirements Document (PRD)
| _MDema

15t Level i
Supervisor  [Timsem I B
may view or [ s s
retrieve PRD oot rmepee: sor e o R R et it
in FASCLASS 2]

L o

| R o

Emplaymant

Cpponunities
Around the
World

References & Toots | Empicyee Potal  »

| Select
a References &
e “| Tools
T ——

T T ik [ ik [ ¥
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| | . .
mm A~ Position Requirements Document (PRD)

1st Level
Supervisor
may view or
retrieve PRD
in FASCLASS

. | MDemo |
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- 2esix| B
e
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Viewing or Retrieving an AcqDemo




Slide 99

Viewing or Retrieving an AcqDemo

Ao.q= Army — Position Requirements Document (PRD)

. MDemao
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Viewing or Retrieving an AcqDemo
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Acqm
] Army
. MDemo

Supervisor
may view or

in FASCLASS

retrieve PRD s

Viewing or Retrieving an AcqDemo

Position Requirements Document (PRD)

Click on
Search

Position
Data

e
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Acom
Army

in FASCLASS

retrieve PRD RS e bebus oo

There are a variety
options when
searching for
PRD/PD
information.

The most common
approach are to
use either a known
PRD/PD number or
by Pay Plan.

Viewing or Retrieving

an AcqgbDemo

Position Requirements Document (PRD)

Search by Position Data
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Acqm Creating an AcqDemo
mm A™ Position Requirements Document (PRD)
EDemao d

1%t Level
Supervisor
drafts new
or modifies

PRD

LA EVALUATION DUTLINE

FASCLARS 108 MubIER: ASLS6H1
3000 ChOC REGIDN: NE.
Mgy MACOM

PR Asts0s1

Servicing CPAC: FORT

‘1 Managers or Supervisors will draft
new PRD elements or modify existing ones

P Library PD: 0
COREDOC PD: 10

Classified By: oF
Classitiad Date: 97107

PD Status: VERIFIED
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Managers, Supervisors or the HR Specialist may draft or modify any aspect of the PRD as they
deem necessary for the requirements of the position.

Now for the most important part of the AcqgDemo PRD is the differences between NSPS and
AcqDemo Factors.
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Acom Drafting or Modifying an AcqDemo
mm A Position Requirements Document (PRD)

HEDemao ——

1st Level
Supervisor
drafts new
or modifies
PRD

Notice that the PRD Factor
summary is the same as the
AcgDemo Factor
Descriptors from the FedReg

Unlike the requirements of the Factor Evaluation System (FES), AcqDemo differs in many ways:

-FES PD uses 9 factors at various levels to describe/summarize levels of work for each factor
-AcgDemo PRD uses the same 6 factors to both describe levels of work and to rate an employee’s level
of contribution (we’ll talk more about “rating” later)

-FES PD requires that a summary of the type of work at the appropriate level is described.

-AcgDemo PRD requires that the Expected Performance Criteria and Level descriptors are use for the
factor at the appropriate broadband level.

(NOTE: This means that PRD for a NH-0201-03 Human Resources Specialist and NH-0301-03 Program
Analyst will have the same factor summary for each factor on both PRDs.)

-FES PD points, based on the level used to summarize the level of work for each factor, equates to a
General Schedule grade.
-AcgDemo PRD has no specific grade associated with it only a broadband level.

In AcqDemo the PRD is written at the highest grade of the broadband. In our example here we are using
BBL Il for our Business Management and Technical Management Professional (NH pay schedule). BBL
has both GS-12 and GS-13 within that band. To be QUALIFED any broadband, an employee has only to
be minimally qualified at the lowest GS grade of that broadband.

The key under AcqDemo is that unlike other pay systems, AcqDemo provides Management and the HR
Specialist factor information that has been in the past, the most frustrating to draft.
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Acqm Creating an AcqDemo

Bm "™ Position Requirements Document (PRD)
~MDemao l
|
2nd Level E_h—mh —_—

Supervisor
Approves PRD

Once Approved, the PRD is ready
should be submitted using a for submission into FASCLASS

PRD Cover Sheet

Some activities may choose to use a PRD cover sheet to capture position information and
approvals depending on local activity policy.

There are many templates of the PRD coversheet being used and this is an example of two of
these.

Nothing about the PRD coversheets are to be entered into FASCLASS.
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Entering an AcqDemo Position Requirements

Ao.q. Army Document (PRD) in FASCLASS
' HDema J
HRO or CPAC [ T & Lor1cil )

e
submits PRD -
for verification [

Return to the FASCLASS
Welcome Screen
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Acq
] Army

Entering an AcqDemo Position Requirements
Document (PRD) in FASCLASS
u

HRO or CPAC
reviews and

submits PRD
for verification

S|

Select Login
for FASCLASS
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Entering an AcqDemo Position Requirements
Y Document (PRD) in FASCLASS
HDemao

= —
HRO or CPAC = A eixif 2
reviews and

submits PRD - ‘- -

for verification " ] ~

T

Activilient
@ T e
== — <—| Type in PIN and
o] e Select “ OK”

Note: To submit PRD in FASCLASS it will require access through an
Authorized account established via CPAC. Contact your local CPAC for
the requirements for access to FASCLASS.
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Army

HRO or CPAC
reviews and

submits PRD  fasasss

for verification

Entering an AcqDemo Position Requirements
Document (PRD) in FASCLASS
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Create AcqDemo PRD |i

To bogin, cheasr the rparapriale mene burton

L ST —

. s —
L e e =r 171 Wit | e e i1 [
e I L T o [l S S | e vy CISNT DT




Slide 110

Acqm Entering an AcqDemo Position Requirements
Document (PRD) in FASCLASS

|
o i
— 5- o
HRO or CPAC Complete position
reviews and | I [ R T L .
submits PRD e — ~+ |information
for verification 3 ==

Add Duties of

the position -
| T 4

~| Add Factors and

| Supplemental Info of

the position

I e
Select Create Position when done LI/> B e e
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Entering an AcqDemo Position Requirements
Y Document (PRD) in FASCLASS
MDemao 1

HRO or CPAC
reviews and |-
submits PRD

for verification =
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-

Action Notify
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| Select:

= Reviewing Source
CPAC Personnelist
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- Entering an AcqDemo Position Requirements
Y Document (PRD) in FASCLASS
“/MDema 1

R

| B e b e v

i B e s mar,

i Depending on the Role selected,
1| choose the person from the list
who has been assigned to complete
the action fro your organization.
Example: Heidi Barber
Z-_:l s - IE ™ .;';Jmulm_?-ww niAh e
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Army

Entering an AcqDemo Position Requirements

Document (PRD) in FASCLASS

HRO or CPAC -

reviews and
submits PRD

for verification |2

i

Once choices have been made,
there is the capability to submit

i amessage about the PRD if

Required. It will be sent via
email to the person selected.
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m Classification Appeals

HDemo
* May Appeal at any time
- Occupational Series
- Title
- Broadband Level

* An employee may not appeal;
- Accuracy of the position requirements document,
- Demonstration project classification criteria,

- Pay-setting criteria;
- Propriety of a salary schedule; or

- Matters grievable under an administrative or negotiated
grievance procedure or an alternative dispute resolution
procedure.

An employee may appeal the occupational series, title, or broadband level of his or her own
position at any time.

An employee must formally raise the areas of concern to supervisors in the immediate chain of
command, either verbally or in writing.

If an employee is not satisfied with the supervisory response, he or she may then appeal to the
DoD appellate level.

If an employee is not satisfied with the DoD response, he or she may appeal to the Office of
Personnel Management only after DoD has rendered a decision under the provisions of the
demonstration project.

Appellate decisions from OPM are final and binding on all administrative, certifying, payroll,
disbursing, and accounting officials of the Government. Time periods for case processing under
5 CFR 511.605 apply.
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Hiring & Appointment Authority

Initiatives

In this section, we’ll look at two major areas:

Delegated Examining Authority and Scholastic Achievement Authority. Current delegation will
remain the same for Army.

Under this demo project, competitive examining authority for the hiring and appointment of
candidates into permanent and non-permanent positions is delegated to the components who
may, in turn, re-delegate to lower levels.
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At‘.'q. .o
m External Hiring

MDemo

e Objectives:
- Improve recruitment through greater flexibility in pay
setting, and reduced hiring process times
- Increase the quality of new hires

* Benefits:
— Greater involvement of management in the hiring process.

— Provides a more realistic timetable in which to hire quality
candidates

To compete with the private sector for the best talent available and be able to make expeditious
job offers, managers need a process that is streamlined, easy to administer, and allows for
timely job offers.

Specifically, this part of the demonstration project will provide simplified, accelerated hiring that
allows participating organizations more rapidly to appoint individuals to positions. Appropriate
recruitment methods and sources will include those that are likely to yield quality candidates
with the knowledge, skills, and abilities necessary to perform the duties of the position.

The project provides a flexible system that can reduce, restructure, or renew the workforce
quickly to meet diverse mission needs, respond to workload exigencies, and contribute to
guality products, people, and workplaces.
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At‘.'q. -
m External Hiring

MDemo

* Delegated Examining
» Scholastic Achievement
e Appointment Authority

As part of the delegated examining process, each candidate’s application will be reviewed for
minimum qualifications, as determined by OPM Operation Manual for Qualifications Standards
for General Schedule Positions and DAWAI requirements, as needed.

Candidates who meet basic (minimum) qualifications will be further evaluated, based on
knowledge, skills and abilities that are directly linked to the position to be filled.

Managers are responsible for establishing, prior to the recruitment process, the appropriate job-
related criteria (PRD) used to assign the tentative rating scores of 70, 80 or 90.
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| |
MDemo

Hiring Process

FLOW

- Internal/Agency-wide

- Federal Govt-wide

- Use Normal Process

Position Vacant

Supervisor Decides

!

Supervisor Decides
To Fill Competitively

/\

-Scholastic
Achievement

- Modified Term

- And Other
Authorities

Selecting Official

Human Resources

To Fill
Non-Competitively

- Use Normal Process

External

Delegated Examining
Authority

- Component Level
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Acom External Delegated Examining

q .
mm Amy Authority
EDema J
e Competitive examining authority is delegated to the
Components

* Applies to all AcqDemo positions, but excludes:
- Wage Grade
- STEP's/SCEP (students, summer-hires)
- Firefighters and Law Enforcement Personnel
- Administrative Law Judges,
- Senior Executive Service,
- Executive Assignment System,
- Senior Level Positions and

- Any positions that require an examining process covered
by court order.

In Army, current delegation will remain the same. The ASA (M&RA) (CHRA) will
obtain from OPM any required delegated examining authority for the CONUS CPACs,
overseas commands, and for the independent Civilian Personnel Offices.

119
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This demonstration project establishes a streamlined examining process.
There are however certain exclusions to this authority.

An applicant’s basic eligibility will be determined using OPM’s Operating Manual “Qualifications
Standards for General Schedule Positions” and DAWIA requirements as needed. Minimum
eligibility requirements will be those at the lowest equivalent GS grade of the appropriate
broadband level.
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Acqm External-Delegated Examining Process
B |
EDema

* Candidates

- Candidates who meet basic qualifications at the lowest equivalent
grade of the broadband level for the position will be further evaluated
for knowledge, skills, and abilities directly linked to the position.

- Are assigned to one-of-three quality groups: basically qualified, highly
qualified, or superior

- Candidates will be given numerical scores of 70, 80, or 90 or above
for this evaluation

- Eliminates “Rule of Three”

e Veterans have 5 or 10 pts. added to scores, annotated and
listed ahead of others having the same numerical score.

» Selecting officials receive a reasonable number of
candidates. All in highest group are certified.

Management retains the ability to determine the best method of recruitment to best meet mission needs.

Delegated Examining Authority may be used to fill any position in the AcqDemo. This flexibility allows for
recruitment from many sources.

Candidates who meet the basic or minimum qualifications will be further evaluated, based on the
knowledge skills and abilities, which are selected by management when the Position Requirements
Document is developed. Management is responsible for establishing, prior to the recruitment process,
the appropriate job-related criteria to be used. This criteria will be used to assign scores and to place
candidates in the appropriate quality group.

There are three Quality Groups and candidates will be in one of the three based on their final scores.
They are:

- Basically Qualified (score of 70 to 79);

- Highly Qualified (score of 80 to 89); and

- Superior (score of 90 and above)

The names of preference eligible's will be listed at the top of each category.

Those with veterans preference will receive an additional five or ten points, depending on their preference
eligibility. Additional points will be added to the scores. The names of preference eligible's will be entered
on the referral list ahead of others who have the same numerical score and their veterans preference will

be annotated.

Passing over any preference eligible(s) to select a non-preference eligible requires approval under
current pass-over or objection procedures.
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AG.II= Example of Rank Order
MDemao
No Positive Positive Education
Candidate Evaluation
Requirsment
Assign List By Mumerlcal Score -
Applicants | Further Quality Assign Quality Group [vg)aat" candidates - Refer According to
Eal'g'bl'"')' .y Group Vet Final Score 299'[1“'“:_"" Refer According to |Local Palicy
(Based on ased o aved on Fimal N (G54 and Above,
Guaks) Ksas | Seores Score) Local Palicy Schontfie
f0.5, 1 Englnosting & Professlonals)

X X an |CPS) 10pts| CPS.100 CPS-100 CPS-100

X X 90 Spts TP-95 Quality Group CP5-80 T-95

X X a0 CP5-90 90 & above CPSE0 CPS-480

X X a0 N80 e T.45 HG0

X, X, a0 N-30 (Superior) N80 N-a0

X X a0 ha0 NS0 N80

X X an N80 IS0 M40

X X an HCP3] 10pts| Moves to QOGS0 | Quality Group

X W, a0 5 pts TP-85 a0 T-85 T.85

X X 80 CPS-B0 [0GED) Finated fo QG0 CPS-B0

X ¥ 0 N0 [Highty E Q]

X X &0 H-E0 Qualified) 130 .80

X X it} HCPS] 10pts| Moves to QGED | Quality Group

X Es T S pls TP-75 TO TP-75 TP-75

X, X, 70 M0 (@ET0) N7 N-10

X X it} M0 i N-70 N-TO

H ¥ it} K70 Cualified) NT0 MTO

*Each applicant’s basic eligibility will be determined using OPM’s “Qualifications Standards for
General Schedule Positions”.

* Minimum eligibility requirements will be to the lowest equivalent GS grade of the Broadband of the
position.

» Candidates who meet the basic or minimum qualifications will be further evaluated, based on the
knowledge skills and abilities that are directly linked to the position to be filled.

» Once the candidates are placed in the categorical group, candidates with veterans’ preference will
receive an additional 5 or 10 points, depending on their preference eligibility. The additional points
will then be added to the candidates’ overall score for further placement.

For Positions with no Educational Requirement (all others): Applicants entitled to 5 or 10 point
veterans’ preference (other than those with a compensable service-connected disability of 10% or more)
are ranked (listed) in the order of their numerical rating. Qualified preference eligible's who have a
service-connected disability of 10% or more will float to the top the list in their quality group.

For Scientific and Professional positions Equivalent to GS-9 or higher: Applicants are ranked
(listed) in the order of their numerical rating, augmented by their veterans’ preference points, if any.
Compensable-disabled preference eligible's do not automatically float to the top of their quality group.

The names of preference eligible's will be listed ahead of others having the same numerical
score.

When a preference eligible is listed above a non-preference eligible on any referral list, the
preference eligible cannot be passed over to select a non-preference eligible without
administering the approval process under current pass-over or objection procedures.

QG = Quality Group

CP = compensable service-connected disability of 10% but less than 30%
CPS = compensable service-connected disability of 30% or more

TP =5 point preference



N = non-veteran
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Scholastic Achievement Aut
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Ac.q= Scholastic Achievement Authority
HMDemao

e Given to the AcqDemo project to permit the appointment
of candidates with degrees to positions in broadband level
1.

* New hires may be paid at a higher level on the basis of
their scholastic achievements.

- Managers have the authority to set pay for new hires
- HR Specialist advises the Manager on pay setting options

This authority allows for the appointment of candidates with degrees to positions in broadband
level 1l with positive education requirements.
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Ac.q= Scholastic Achievement Appointments
HDemo

« Allows for Appointment of Degreed
Candidates if:
- Meet OPM minimum qualifications
- Occupation has positive education requirement
- GPA = 3.5 in Occupational Field of Study; and
Overall =2 3.0
- Appointment into Pay Level < Top Step GS-7

- For Appointments at GS-9 - GS-11 equivalent,
GPA = 3.7 GPA (Graduate) in Occupational Field
of Study

* Veterans’ Preference will apply when selecting
candidates under this authority

Let’s look at the Scholastic Achievement Authority, which allows for the appointment of
candidates with degrees to positions in broadband level Il with positive education requirements.
Candidates may be appointed under this procedure if they meet the following requirements:

* They meet the OPM and DAWIA requirements, plus any previously
established selective placement factors identified for the position per OPM Qualification
Standards;

(2) The occupation has a positive education requirement (requires a degree in a specialized
field of study);

(3) For those with undergraduate degrees, the appointment is at a pay level lower than the top
step of GS-7; and

(4) The candidate has a cumulative grade point average (GPA) of 3.5 or better (on a 4.0 scale)
in the courses in those fields of study specified in the Qualification Standards for the
occupational series and an overall undergraduate GPA of at least 3.0 on a 4.0 scale;

Vet Preference applies under this authority.
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Acqm i iti
“m Appointment Authorities

MDemo

* Permanent

- Same as Existing Career and Career-Conditional Appointments
e Temporary

- Same as Existing Temporary Authority
* Modified Term

- Added option

» Based on Existing Term Appointments
> 5+ 1 Years

» May become PERM without further competition after 2 years if stated in
the vacancy announcement

— Conversion to Career Conditional

The Project will have three appointment options: permanent, temporary limited, and modified
term appointments.

Nothing in this demonstration project precludes the use of existing appointment authorities such
as Veterans Readjustment Appointments (VRA), Veterans Employment Opportunity Act
(VEOA), EHAAP, Disability Appointments, etc.

The permanent appointment corresponds to the existing career and career-conditional
appointments.

The modified term is a new appointment authority that is based on the existing term
appointment, but may extend up to five years with a one year locally approved extension.

Employees hired under the modified term appointment authority are in a temporary status but

may be eligible for conversion to career-conditional appointments if:

» Was selected for the term position under competitive procedures, with the announcement
specifically stating that the individual(s) selected for the term positions(s) may be eligible for
conversion to career-conditional appointment at a later date;

* Has served two years of continuous service in the TERM position.

» Be selected under merit promotion procedures for the PERM position or be converted to a
permanent position in the same broadband level and OCC family as the modified TERM
position.
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Voluntary Emeritus Program

Under the demonstration project, Commanders/Directors have the authority to offer retired or
separated individuals voluntary assignments in their activities and to accept the gratuitous
services of those individuals.

Voluntary Emeritus Program assignments are not considered employment by the Federal
Government.
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Ac.q= Voluntary Emeritus Program
BMDema

e Objectives:
- Ensure continued availability of acquisition
employees
- Provide mentoring to less experienced
employees

- Create continuing source of corporate knowledge

Such assignments do not affect an employee’s entitlement to buy-outs or severance payments
based on earlier separation from Federal Service.
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Ac.q= Voluntary Emeritus Program

HDemo

» Permits retired individuals to be assigned to voluntary
assignments

* Voluntary position is not considered employment in the
Federal Government

» Applicant must be recommended by one or more acquisition
managers

* Applicant must submit a written request to supervisor

» Written agreement will be established among the volunteer,
the decision-making authority, and the Human Resources
Office

» Local responsibility to select, implement, and administer
rests with Commander/Executive Director

This program may not be used to replace or substitute for work performed by civilian employees
occupying regular positions required to perform the mission of the command.

An agreement will be established among the volunteer, the decision-making authority, and the
Civilian Personnel/Human Resources Office. The agreement must be finalized before the
assumption of duties and shall include:

* a statement that the service provided is gratuitous,

» does not constitute an appointment in the Civil Service,

» is without compensation or other benefits except as provided for in the agreement itself, and

» that, except as provided in the agreement regarding work-related injury compensation, any
and all claims against the Government because of the service are waived by the volunteer;
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Acqm Voluntary Emeritus Program

W Army
HDema |

Eligibility.

* Employee must be recommended by one or more
acquisition managers/ supervisors

* No one is entitled to a voluntary emeritus assignment

* Federal retirement pay (whether military or civilian) or buy-
out or severance payment based on earlier separation from

» Federal Service will not be affected

* Program not use to replace or substitute for work
performed by civilian employees occupying regular positions

129
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Eligibility.

To be selected for a voluntary emeritus assignment

An employee must be recommended to the decision-making authority by one or more
acquisition managers/ supervisors.

No one who applies is entitled to a voluntary emeritus assignment.

To encourage participation, the volunteer’s Federal retirement pay (whether military or civilian)
or buy-out or severance payment based on earlier separation from Federal Service will not be
affected while the volunteer is serving in emeritus status.

This program may not be used to replace or substitute for work performed by civilian employees
occupying regular positions required to perform the mission of the command.
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Acqm Voluntary Emeritus Program

W Army
HDema |

Implementation Procedures.

« Local authority to implement rests with the Commander,
Executive Director, or equivalent, or his/her designee.

« Any funding and administration, including designation of
any local constraints and procedures for selection of
volunteers, will be the responsibility of this local authority

« Local procedures should address security clearance

requirements for performance of voluntary emeritus
assignments

130

Implementation Procedures.

Local authority to implement this initiative rests with the Commander, Executive Director, or
equivalent, or his/her designee.

Any funding and administration, including designation of any local constraints and procedures
for selection of volunteers, will be the responsibility of this local authority.

Among other issues, these local procedures should address security clearance requirements for
performance of voluntary emeritus assignments (e.g., if a selectee would require a security
clearance for such an assignment, the clearance should be obtained while the selectee is still a
Federal employee.)
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Acqm Voluntary Emeritus Program
W Army
EDemo

Application to Participate.

- Submit a written request to the appropriate supervisor to
include

- Reasons for wanting to volunteer
- What he/she hopes to contribute to the mission, and

- A brief statement of relevant experience.

Application to Participate.

An individual interested in applying for a volunteer emeritus assignment must submit a written
request to the appropriate supervisor to include

Reasons for wanting to volunteer

What he/she hopes to contribute to the mission, and

A brief statement of relevant experience.
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Acqm Voluntary Emeritus Program
W Army
EDemo 1

Approval.

« Supervisor will review the package and indicate
recommendation to approve or disapprove, including the
justification for the position taken

« Supervisor's recommendation will be forwarded to the local
authority for final consideration and decision

« If the recommendation is approved, a volunteer work
agreement will be formalized.

Approval.

The supervisor will review the package and indicate recommendation to approve or disapprove,
including the justification for the position taken.

The supervisor’s recommendation will be forwarded to the local authority for final consideration
and decision.

If the recommendation is approved, a volunteer work agreement will be formalized.
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Acom Voluntary Emeritus Program
W Army
MDema
Authorization.
* After reviewing the request, the local authority will inform the
applicant of the decision.

« If unfavorable, the applicant will be informed in writing of the
reasons for non-selection.

« If favorable, the local authority will sign the volunteer work
agreement and return it to the supervisor.

» The applicant will be notified in writing of his/her selection for the
Voluntary Emeritus Program.

« All documentation of the selection decision process for each
applicant (whether accepted or rejected) must be in writing and be
retained throughout the assignment.

» Documentation of rejections will be maintained for at least two
years after the date of decision.

Authorization.

After reviewing the request, the local authority will inform the applicant of the decision.

If unfavorable, the applicant will be informed in writing of the reasons for non-selection.

If favorable, the local authority will sign the volunteer work agreement and return it to the
supervisor.

The applicant will be notified in writing of his/her selection for the Voluntary Emeritus Program.
All documentation of the selection decision process for each applicant (whether accepted or
rejected) must be in writing and be retained throughout the assignment.

Documentation of rejections will be maintained for at least two years after the date of decision.
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Acqm Voluntary Emeritus Program
W Army
EDemo 1

Written Agreement.

* An agreement will be established among the volunteer, the
decision- making authority, and the Civilian
Personnel/Human Resources Office

» Agreement must be finalized before the assumption of
duties and shall include a statement of understanding
between the parties
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Written Agreement.

An agreement will be established among the volunteer, the decision- making authority, and the
Civilian Personnel/Human Resources Office.

The agreement must be finalized before the assumption of duties and shall include a statement
of understanding between the parties.
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Probationary Period Interve

The demonstration project extends the probationary period.

The purpose? Allow supervisors sufficient time to properly, objectively, and completely evaluate
an employee’s contribution and conduct within the acquisition workplace environment.
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Aﬂ-q= Flexible Probationary Period

MDemo

* Provides supervisors sufficient time to properly,
objectively, and completely evaluate NH employees

e Training or education: Probation may be extended to
length of educational or training assignment for
employees in the Business Management and
Technical Management Professional career path.

« Employee informed in advance in writing

One rationale is that newly hired demonstration project employees entering into the Federal
workforce for the first time in the Business Management and Technical Management
Professional career path need to demonstrate adequate contribution during all cycles of the
acquisition process.

Additional training that takes the employee away from the normal line of supervision could
minimize the time available for the supervisor to determine whether the employee should be
retained beyond the probationary period.

The extended period is the only feature that differs from the existing probationary period. This
includes the ability to remove an employee without providing the full substantive and procedural
rights afforded a non-probationary employee.

Personnel assigned to modified term appointments are not placed on a probationary period
since they serve on a trial period. Employees appointed to the Federal Service before the
implementation date of the acquisition demonstration project, or who previously successfully
completed a probationary period, will not be affected by this provision.
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Contribution-Based Compensatio

and Appraisal System (CCA

The purpose of the Contribution-based Compensation and Appraisal System (CCAS) is to
provide an equitable and flexible method for appraising and compensating the DoD acquisition
workforce.
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Acqm Contribution-based Compensation and
B | Appraisal System (CCAS)
EDemao

* Objectives:

- Provide equitable/flexible method for appraising and
compensating the DoD AT&L workforce.

- Correlate individual compensation to contribution to the
organization’s mission.

¢ Benefits:

— Increased employee involvement in the contribution-based
appraisal process.

— Increased communication between supervisors and employees.

— Promote a clear accountability of contribution by each employee.

— Provide an understandable basis for salary changes

CCAS is a contribution-based appraisal system that goes beyond a performance-based rating
system. That is, it measures the employee’s contribution to the mission and goals of the
organization, rather than how well the employee performed a job as defined by a performance
plan.

CCAS allows for more employee involvement in the performance appraisal process, increases
communication between supervisors and employees, promotes a clear accountability of
contribution by each employee, facilitates employee progression tied to organizational
contribution, and provides an understandable basis for salary changes.
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Aﬂ.q= Pay Adjustment References
BMDema
GS/Title 5 AcgDemo
_ General Pay Increase (GPI) - General Pay Increase (GPI)

o ) Contribution Rating Increase (CRI)
- Within-grade increases (i.e., base pay increase)
- Quality-step increases - 2.4% floor 15t year for new conversions

. ) - 2.0% floor subsequent years
- Promotions (equivalent to

grades within broadband levels)

- Locality Pay - Locality Pay

Contribution Awards (CA)
- 1.3% floor 15t year for new conversions
-- 1.0% floor subsequent years

- Performance Awards

- Incentive Awards - Incentive Awards

This illustration compares funding sources for salaries and bonuses between the GS system
and AcqDemao.

The General Pay Increase (GPI) IS a part of both pay systems, however in AcqDemo some or
all of the may be at risk depending on an employees final rating.

Locality is the same in both systems and is never “at risk”
Performance Awards are part of both systems

Chapter 45 Incentive awards programs may still be given through out the year.
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A‘“I= Annual Pay Adjustment
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NEW PAY i - Lump Sum 140

Under CCAS, 3 types of money impacts new pay.

—The general pay increase, or GPI, is the percentage increase to the General Schedule
announced each year by the President based on the Cost of Labor...this is not COLA. Under
CCAS, the GPI is at risk based on your Overall Contribution Score (OCS) and the local payout
polices established for your Pay Pool.

—The Contribution Rating Increase, or CRI, is a base salary increase based on an individual’s
contribution to the mission of the organization (OCS).

—Locality pay is not affected by CCAS.

—You may also be eligible to receive a Contribution Award, referred to as CA, under CCAS.
This is a one time monetary award and does not affect base salary.
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Aﬂ.q= Army CCAS Cycle
HEDema
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 Assessment T Self-Assessment

New Cycle Begins
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—The CCAS assessment cycle begins 1 Oct and ends 30 Sep.

—At the beginning of the cycle, you’ll have a meeting with your supervisor to discuss how you
plan to contribute to the organization’s mission during the assessment year. Some
organizations require (and we recommend) you put this plan in writing in the form of a
Contribution Objective Plan.

—You’ll have a mid-year meeting with your supervisor to discuss your progress. Other
requirements for the mid-year review will be discussed during the presentation titled,
“Communicating CCAS.”

—With CCAS, you have the opportunity to submit a written account of your contributions to
include in your assessment package. Toward the end of the cycle, your supervisor will ask you
to complete this self-assessment.

—Your supervisor will also assess your contributions for the year.

—This written product is submitted to the pay pool panel...

—...who will then assign final scores.
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A Career Path: Business Management & Technical
c.q= Management Professional (NH)
Factor 4: Leadership / Supervision

MDemo
LEVEL DESCRIPTORS DISCRIMINATORS
LEVEL Il

Actively contributes as a team member/leader; provides insight and

. Leadership Role
recommends changes or solutions to problems.

Proactively guides, coordinate, and consults with others to accomplish

. Breadth of Influence
projects.

Mentoring / Employee

Identifies and pursues individual/team development opportunities.
Development

LEVEL Il

Provides guidance to individuals/teams; resolves conflicts. Considered a
functional/technical expert by others in the organization; is regularly sought Leadership Role
out by others for advice and assistance.

Defines, organizes, and assigns activities to accomplish projects/programs
goals. Guides, motivates, and oversees the activities of individuals and Breadth of Influence
teams with focus on projects/programs goals.

Fosters individual/team development by mentoring. Pursues or creates Mentoring / Employee
training development programs for self and others. Development

For ease of viewing, we have taken out level Il and Il for this factor.
Note:

Level Il calls for the employee to “Actively Contribute as a team member/leader.” whereas at
Level Il it states employee “Provides guidance to individuals, Resolves conflicts. Considered a
functional/technical expert by others in the organization; is regularly sought out by others for
advice and assistance.”

Please keep in mind that employees at each level are contributing to the mission...and mission
success is achieved when employees at all levels excel.

In this example, as the contribution under the Leadership/Supervision factor is considered, the
evaluator must consider the Leadership role played, the amount or degree of influence of the
action and if the action presented an employee development opportunity.
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AG.II= Expected Contribution Range Calculator
HDemo

At the following website, you will find a calculator that will calculate
your expected contribution range (ECR) for this year.

Expected Contribution Range Calculator

Base Salary Only Expected Contribution Range

Upper Rail SPL Lower Rail

Enter Base

Expected Contribution
Salary 74 78 82

$83,000 Range =

http://asc.army.mil/organization/acqdemo/acgdemo_ccas.cfm
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Acqm
N |
MDemo

Normal Pay Range

and Standard Pay Line Chart

NH-1I 0 | ypperral | S| Lowerrai
Base Sal ary |S $83’000 69 75611 70010 64409
70 77126 71413 65700
To find Expected Contribution n reor2 7284 S0%7
72 80249 74304 68360

Range:

. 73 81857 75794 69730
1. Go dpwn the Upper Rail coll{mn 4 = poy p——, E-
and find closest value to Joe’s 3 = — E o
base Salaw -2 76 86878 80443 74008
2. Next go down the SPL column 1 = 53620 52055 oao
and find closest value to Joe's 0 7 90396 53700 77008
base Salaw +1 79 92208 85377 78547
3. Next go down the Lower Rail +2 %0 Py pem— prop
column and find closest value to +3 P 95941 58834 s1727
Joe’s base salary +4 82 97864 90615 83365
" - - - 83 99825 92431 85036
:ta:r\]r;/ gge;rinilil g}zm SPL to either ralil " 01626 04283 P
85 103867 96173 88479

OCS differential from SPL to either rail
at any Salary = ~* 4 points

*Salaries in SPL associated with 2011 GS Pay Tables
144
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Acom Base Salary and
| Expected Contribution Range (ECR)
EDema

G515 Step 10 41.08 * 1.020043

Normal Pay Rang

+0.92 * 1.020043

Basic Pay

$60,000

$40,000

1

1

1

$20,000 :
cs1sp1

1S 1

T

63000 Fmmmmmmmm 02200 -
1
1
1
1
1
1
1
1
1
e
1

cale

N N T
o Overall Contribution Score i 100

74 75 76 77 78 79 80 81 82
ECR
Expected Contribution Range

Salary is consistent with contributions if OCS is 74 - 82

145

For example, a GS-13, with a salary of $83,000, who enters the demonstration project at the
broadband level Il of the Business Management and Technical Management Professional
career path and receives an Expected Contribution Range of 74 to 82 with an expected OCS of
78. Here the employee will be considered appropriately compensated.

She/he does not need to score the maximum of 83, but does need to demonstrate contribution
(a minimum OCS of 79 ), commensurate with his or her present salary.

The NPR is increased in accordance with the annual General Schedule Pay Increase.
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Acqm Categorical Scores & Numerical Scores
B - € e Administrative
Profe Support
1 o1m ange Point Range

¥ Very

Eligia 115 95 70

T High 96-100 79-83 2

Med 84-95 67-78
“Low 79-83 61-66
I High 79-83 62-66 57-61
[ Med 67-78 52-61 47-56
" Low 61-66 43-51 38-46

High 62-66 47-51 42-46
"M-H 51-61 a41-46

11\ Med 41-50 36-40 30-41

| M-L 30-40 30-35
“Low 22-29 22-29 22-29
Feigh 24-29 24-29 24-29

Med 6-23 6-23 6-23
“Low 0-5 0-5 0-5

—
Table 4. Point Ranges
146

Before | explain the numbers, | would like to point out features of this chart.
The first column on the left represents the band levels

The second column from the left is the rating category assigned to the point ranges for each
band level. You might note that band Il has more categories. This is because this band is
made up of the largest group of employees...what used to be grades 5 -11 for Business &
Technical Management and grades 5 — 8 for Technical Support.

The 3 career paths are named at the top of the chart

There are expected scores based on your career path and band level.
—A person in the Business and Technical Management career path assigned to band level Il is

expected to score anywhere from 22 — 66 points if he or she is contributing at the expected
level. Of course, he or she may score lower or higher than the expected level.
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Acom CCAS Scoring
BMDema

Factor — Leadership / Supervision NH Very High 115 Numerical Score each FACTOR

LEVEL IV - LEADERSHIP/SUPERVISION i N

“Establishes andor loads teams (0 carry ot complex High 96-100 o Problem Solving 3M 78
5 Resalves conficts. Creates cimat .

Whire empoweiment ana eatvty thrive. Recogriced 2 a Medium aa-0s |* Teamwork/Cooperation  3H 81

techricalfunctonal auth i i

Ceacs, defins, manages, and megrate aforts of several Customer Relations 3H 80

groups or teams. Ensures organizational mission and (A% o Leadershiplsuper\/ision 3M 78

program success L[t

+Fosters the development of other team members by Low 70.83 |© Communication _.» 3H 78

providing guidance or sharing expertise. Directs
assignments to encourage employee development and
cross-functional growth to meet organizational needs.
Pursues personal professional development.

LEVEL 111 - LEADERSHIP/SUPERVISION

+Provides guidance to individuals/teams; resolves conflicts. o High 79-83
Considered & funconaltechnica expert by others 1 the - X
organization; is gffularly sought out by others for advice and » Medium 67-78
Rincaoflie:, mamsnn nmmnasmaminlp G
ojects Wforams goals. Guides, motivates, and oversees Overall Contribution Score
e actes of in
o LY BYILAN SESTe Low 61-66
Fosters ndvidual/team development by menioring. Pursues 478/ 6 = 80
o crates raning development programs for sl and
others
High 62-66
LEVEL 11 - LEADERSHIP/SUPERVISION - -
+Actively contributes as a team member/leader; provides Medium-High 51-61
insight and recommends changes or soluons o problems " ea pree
“Proactively quide, coorcinates, and consuls with othrs 1o edium g * )
accomplh project : All AcgDemo employees
*Identifies and pursues individual/team development Medium-Low 30-40 " .
opportunites o 25| contributions are measured
Figh a0 | @gainst the same six factors (ni

LEVEL | - LEADERSHIP/SUPERVISION g .
“Tkes initative in accomplihing assigned tasks | Mediom s2s | modification)

+Provides inputs to others in own technical/functional area.

+Seeks and takes advantage of developmental opportunities. Low 05
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Acom Base Salary and
|

| Expected Contribution Range (ECR)
HMDemao
AbOVE the Rails: GS-15 Step 10 %1.08 * 1.020043
Compensation ABOVE contribution
$130,000 ~

Normal Pay Rapgé
$100,000 -|

$83,000

+0.92 * 1.020043

$80,000"

$60,000

Basic Pay

$40,000

&= Gs-1,step1

‘0 Overall Contribution Score

74 75 76 77 78 79 80 81 82

OCS of 73 or lower ECH

Expected Contribution Range

Contribution Rating Increase

Rail Positions General Pay Increase (Salary Increase)

Contribution Award | Locality

Inappropriately

Can by duced
Compensated - & an be reduce Ho Ho Yes

(Above the Upper Rail)

or denied

If | receive a overall contribution score less than 74, my Compensation is more than my
contribution level and that means I’m above the rail in the Compensation Above Contribution
zone.
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Acom Base Salary and
B | Expected Contribution Range (ECR)
HMDema
Between the Rails:
Compensation CONSISTENT with contribution

$130,000

G515 Step 10 41.08 * 1.020043

Normal Pay Rani

$100,000

$83,000

$80,000 = == = i i e

+0.92 * 1.020043

$60,000

Basic Pay

$40,000

GS-1,Step 1

‘0 Overall Contribution Score

Not o cale

1
1
! i
1
! 1
1
1
1
1
1
: L
z
1 P 00
74 75 76 77 78 79 80 81 82

ECR

OCS Of 74 - 82 Expected Contribution Range

Contribution Rating Increase

Rail Positions | General Pay Increase (Salary Increase} Contribution Award | Locality ‘
Appropriately
Compensated - C Yes Yes,upto 6% Yes Yes
(Between the Rails)

If | receive a overall contribution score less that is between 74 and 82, my Compensation is equal
to my contribution level, that means I’m between the rails in the Compensation Consistent with
Contribution zone.
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Base Salary and

Acqm
B | Expected Contribution Range (ECR)
HMDemao
BeIOW the Ra”S: GS-15 Step 10 %1.08 * 1.020043
Compensation BELOW contribution
$130,000 Normal Pay Rapgé

$83,000

10+ 0.92 * 1.0200)

Basic Pay

. N T T
Overall Contribution Score o scae 100
74 75 76 77 78 79 80 81 82

ECR

OCS Of 83 and hlg her Expected Contribution Range

Rail Positions General Pay Increase Contribution Rating Increase Contribution Award Locality
(Salary Increase)

Inappropriatehy

Compensated - B Yes

(Below the Lower Rail) 0
5

Yes, up to 20% Yes Yes

If | receive a overall contribution score more than 82, my contribution level is more than my
compensation and that means I’m below the rails in the Contribution Below Compensation zone.
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CCAS
Special Situations
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e In AcgDemo at least 90 days on September 30 to be eligible for a
rating (NLT July 2);

e Less than 90 days on September 30 not eligible for CCAS
distribution (but will receive full “G”);

« Away from normal duties for an extended period of time, (i.e.,
temporary promotion outside the parent organization or outside the
demo, long-term full-time training, call to active duty, extended sick
leave, leave without pay,etc.), then the rating official has two
options:
> Presumes that employee would have contributed consistently with

employee’s expected level and will be given a expected rating;
> Re-certifies employee’s last contribution appraisal.
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Acom CCAS Special Situations
] Army Actions Before 30 September

HEDema
*« Army 6.4.d (was Army 6.4b) Rating Official Leaves Prior to the End of
the Appraisal Period. There are no minimum periods for a rating official since
the final rating is the result of a pay pool evaluation and not an individual's
evaluation. When the supervisor/rating official leaves before the end of the
appraisal period, the departing supervisor/rating official will complete an
interim Supervisor Assessment (Part Il Supervisor Assessment of the CCAS
Salary Appraisal Form), discuss the interim appraisal with the employee and
provide copies to the employee and pay pool manager.

* Army 6.4.(3)b) (was Army 6.4c) Annual CCAS Appraisal Period.
AcgDemo employees who leave before the end of the rating period (before
September 30), will not receive a "close out" CCAS appraisal and will not be
eligible for compensation from the pay pool. The employee, however, may be
recommended for a special act award.

* Army AcqDemo employees who depart for another army AcqDemo position
will be rated in by that new Supervisor.

153
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A CCAS Special Situations

c.q= Army Leaving After 30 September and Before the January Payout

~ HDema 1
] ) ing Additional
Approved By Computed CRI | Computed CA
Pay By The Pay By The
Leave to Another Army | i bay pool  Gaining AcgDemo  Gaining AcgDemo NA
AcgDemo Pay Pool
Pay Pool Pay Pool

Memo and MIPR
Award to Gaining

Federal Agency
Memo and MIPR
Award to Gaining

Federal Agency
Memo and MIPR
Award to Gaining

Leave AcqDemo for
GS

Carry Over CRI and CRI + CAas

s dlgavicel Add to CA Award

Leave AcqDemo to
STRL Demo

. Carry Over CRI and CRI + CAas
seidlgadicel Add to CA Award
Leave AcqDemo to

Another Federal Losing Pay Pool Gy @izl CR v CRl - CAEs

Agency atuiolcs Quas Federal Agency

Complete a SF
Retire Losing Pay Pool Gy @zl CIR v Gl CAEs 1034 and Forward

Add to CA Award
to DFAS
Resign from Federal .
Service Losing Pay Pool NA NA NA
Pay Pools will take every effort to get the payout to former employees.
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A“.q= Annual Pay Adjustment Process
HDemo
Post Cycle Activity
Pay Pool Upload CAS2NET Data Service HR MDCPDS
Panel Payout Spreadsheet Data Staged for Upload Centers Process Updates
Decision | 7| ToCASNet ||  ntoModem | ?|  Pay Upload ¥ oees
DCPDS by CPOC Transactions (DFAS)
Flow
v v
Print / Share Part | CIP > cIp No N File Payout
With Employee  feseseceee - - eoeed]
Eligible Initiated? MFR
- SF 50
Yes S
h 4
File Part | HR_M
in Official Assists
Performance Rater
File (OPF)




Slide 156

CONTRIBUTION & COMPENSATION

CCAS Results — Part | Form

Identifying
info

Partl: CCAS Salary Appraisal Form
o el

Signatures

OCS & rall
positions

OCS plotted
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CONTRIBUTION & COMPENSATION
CCAS Results — Part | Form

Upper Rl 0CS &3
SPLOCS

Employes Contribation Pay Comparison Chart

The rash plts Me Erplryes Aopransl reatie 1o e Slasdand say
e [2L] and rats. The s and betlem ines are Me Upger and

Lower fails. Ths uie ine i Me SFL The peit s e
Empliyrs Appranal

$47.567 Cument Rabe of Base Pay

G Incrmase 0%

« % 1550 CRiincreass 5.25%
= $T1A37 New Hate of Basic Pay

- $17.230 Locaity Pay R
= SBU.366 Now Tolal Salary

Lower Riad 08 il
Compensation Detal \]—E&lﬁf

§ LTI Commnitumon Awaid

WlBe BN BaLAT 04 Tha Sein 81 I Fadars]
Goveenmant prior in the paya

If on Pay Retention or Top of the Broadband.

$67,587 Current Rate of Base Pay

G Increase 0.0%
+$ 0_CRI Increase 0.0%
=$67,587 New Rate of Basic Pay
+$16,370 Locality Pay 24.22%

$83,957 New Total Salary

$ $5,281 Contribution Award
(of which $3,550 was CRI Carryover)
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Acqm
W

| |
MDemo

CONTRIBUTION & COMPENSATION
CCAS Results — Part | Form

Individual Factor Scores

Partl: CCAS Salary Appralsal Form Page 2
Name: Joe Confribulor Series: {Ix]T:) Appraisal Period:
CASZMetI: 92393 Uroadband Levet: 0 From -0y
Onyamiralion: 1 Retained Pay:  No To: 30-Sap-10
Career Path: NH F Hang
T T —T

Problam Sohing m 75

Teamwork ™ 7

Customer Relations: E 75

Leadushp m T3

Comemunicahons ™ n

Resource Management M T

0cs [£]

Dulla OC3 6

Ralalive Score 1308
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Ac‘q= Contribution Improvement Plans
EDema

e Contribution Improvement Plans (CIP’s) should be
considered in the case of employees whose contributions to
mission accomplishment are inadequate

* When are CIP’s mandatory vs. optional? How are they
initiated?

» Basically, there are two cases of inadequate contribution
that could call for a CIP:
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Ac'q= Contribution Improvement Plans o
EDema

« In the first case, when an employee’s contribution in any
factor is numerically at or less than the midpoint of the
next lower broadband level (for NH broadband level Il
employee, a score of 44 in any factor), there is no
supervisory discretion: a CIP must be issued.

- This is true regardless of where the employee's OCS
falls as a result of the pay pool process (i.e. Category A, B,
or C).
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Acqm Inadequate Contribution
N |
BMDema
Broadband Level Point Ranges
BroLaed vt::nd Bu_?;n;snfclé\::agraog::g?g;;nd Technical Support Adminsitrative Support
115 Mid-Point 95 Mid-Point 70 Mid-Point
96-100 79-83
v 84-95 67-78
79-83 61-66
79-83 62-66 57-61
@ 67-78 72 52-61 55 47-56
61-66 43-51 38-46
62-66 47-51 42-46
51-61 41-46
] 41-50 36-40 37 30-41 34
30-40 30-35
22-29 22-29 22-29
24-29 0-29 0-29
| 6-23 15 6-23 15 6-23 15
0-5 0-5 0-5

¢ All factors are critical

» Factor score at or below the numerical midpoint of the next lower level

* Review example

* NH-II, factor score of 15 or below
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Mandatory CIP Scenario
Inadequate Contribution

NH IIl Employee Score Sheet

FACTORS

Problem Teamwork/ Customer Leadership/ Resource
Commun.
Solving Cooperation Relations Supervision Mgt

INK-II 44

What about these two scores.

Keeping mind that we just learned that if any score for any factor is at or below the mid-point
there is no supervisory discretion: a CIP must be issued.

Is the 29 at or below the mid-point for our NH-IIl employee? What about the 467
Since the mid-point for a NH-Ill is 44, the score of 29 for Teamwork/Cooperation is well below
the mid-point and the 46, while not a great score for the Communications Factor, it is still

acceptable.

This employee would be required to be placed on a mandatory CIP for Teamwork/Cooperation.
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Ac.q= Contribution Improvement Plans o

HMDemao
* Inthe second case, when the overall contribution score falls in
the “A” region, the CIP is Optional, therefore the rating official
has two options:

1. The supervisor may decide not to issue a CIP. This
decision must be documented by the rating official in a
memorandum for record, and a copy of the memo provided
to the employee and to higher management; or

s 00
L= Above the Rail

| Compensation above

contribution

g E

Basic Pay
£ 0§

]

oy

Ovarall Contribution Scora

Comtr Rustion Eating bncr ease

agpe oprisinhy I
s Lr—
AEows he Upper Rady

In the second case, the Supervisor has two options:

The first is to not put the employee on a CIP. In this case, the Supervisor will use a
memorandum for the record to document that a CIP is not warranted however, it may be used at
a later time if contribution does not improve. Copies will go to the employee as well as senior

management.
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Ac.q= Contribution Improvement Plans o

BMDema
* Inthe second case, when the overall contribution score falls in

the “A” region, the CIP is Optional, therefore the rating official
has two options:

2. The supervisor may decide to issue a CIP, notifying the
employee in writing that unless the contribution increases
to—and is sustained at—a higher level, the employee may
be reduced in pay, reassigned, changed to a lower
broadband level, or removed

A= Abave the Rail
Compensation above
contribution

. Overall Contribution Score

l Con e redced

The second option is to place the employee of the CIP. In doing so, the Supervisor must follow
AcgDemo requirements as stated in Chapter 7 of the AcqDemo Operating Procedures (OP).
Sample templates for all appropriate documentation for the CIP may be found in Appendix M of

the OP.
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Ac.q= Contribution Improvement Plans o
EDema
¢ We Advise Supervisors to Contact HR for Assistance!

« Process starts with notification in writing to the employee

¢ CIP must contain:

— Specific areas in which the employee is inadequately
contributing, and required improvements

— Standards for adequate contribution

— Actions required of the employee

— Time in which contribution improvement must be accomplished
— Assistance from the service or agency

— Consequences of failure to improve

Sample notifications may be found in Appendix M of the
AcgDemo Operating Procedures

Supervisors and Managers will be advised to seek HR support in the CIP process and
procedures.

Chapter 7 lays out the requirements that must be met when using the CIP and Appendix M
contains samples of the notifications letter that is required for CIP.
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Acom CCAS Grievance Process

W Army
HDema |

* Employee may grieve:
» Overall Contribution Score / Factor Score(s)
v' General Pay Increase (GPI)
v’ Contribution Rating Increase (CRI)
v’ Contribution Award (CA)
> Narrative

» Bargaining Unit employees follow negotiated
agreement, if any; if not

» Non-Bargaining Unit employees follow established
administrative procedures, with supplemental
instructions.

166
e —

Under CCAS, employees may grieve their end-of-cycle appraisal if they feel they did not receive
an appropriate OCS.

The employee may grieve:

Overall Contribution Score

The amount of General Pay Increase received
The amount of CRI or CA received, and

The Narrative
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Acqm Grievance Process
mm Amy Administrative Procedures
EDemao

Employee Supervisor Makes

R Pay Pool
Decides P Recommendation

Panel Rules

EIEPLZZ? Revise
g Personnel
-SF-52 Action

to Grieve to Pay Pool Panel ithi
y Vznhln 30 TSF50
ays of
Within 15 days of Within 10 days of Date Date of : Employee
Receipt of CCAS Part |, of Grievance, Forward  Grievance, ¥ Disagrees
SuGbr!ut Written Reconémendatlon and [\)Nn_ttt_en Appeals to
rievance rievance ecision Next Higher
e : Official Above
. Within 15 days of Receipt
Calendanibays of Written Decision, Pay Pool
Submit Request for Manager

Reconsideration

Within 60 days of Date
of Request for Final Change Revise
Reconsideration, Ruling Aossseeeseeee » rPartl
Written Decision

No Change l SF-52
h 4

Revise
Personnel
Action

Inform
Employee | gfE.50 -
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* The employee submits the grievance first to the rating official within 15 days from
receiving their CCAS appraisal information (CCAS Part I)

* Within 10 days of the date of the grievance, the Supervisor will review and submit a
recommendation to the pay pool panel.

* Within 30 days of the date of the grievance, the pay pool panel will provide the employee
the decision in writing.

- The pay pool panel may accept the rating official's recommendation or reach an
independent decision.

- The pay pool panel in conducting its fact finding may solicit additional relevant information
from the grievant or rating official as it deems appropriate to reach their decision.

- In the event that the pay pool panel's decision is different from the rating official's
recommendation, appropriate justification will be provided to the rating official.

(d) The pay pool panel's decision is final unless the employee requests reconsideration by the
next higher official to the pay pool manager. That official would then render the final decision
on the grievance.

Any changes to the official appraisals and/or resulting compensation (GPI, CRI, or CA) will be
documented on the CCAS Salary Appraisal Form and entered into all appropriate records.
Copies of all corrections will be provided to the employee.
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Reduction-In-Force (RIF)
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Ac'q= Modified Reduction-in-Force
MDemo
« Objectives:

- Prevent loss of high-contributing employees with
needed skills

- Simplifies displacement procedures to reduce
disruption and costs to components and
organizations (Single Round Process)

e Benefits:
- Increase retention of high-contributing employees

- Streamline the RIF administration process
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Ac.q= Army Acquisition Demonstration RIF

EDema J
¢ In Accordance with 5 CFR 351 Except:
— Master Retention List—Covers All in Competitive Area
— Demonstration Employees—in Their Own Competitive Area
— Retention Register Factors

— Displacement (Single Round Process); Move Down to the next
lower Broadband (*Exception: May move down 2 Broadband
levels for Veterans with Compensable Service-Connected
Disability of 30% or more)

¢ Current Pay Retention and Appeal Procedures Apply
- As specified in 5 CFR 536.104 and 351.901

In Army, those employees for whom RIF actions are covered by a negotiated
grievance procedures (NGP) must grieve through their NGP, not the MSPB.

170
e —

Prior to running a RIF, the activity, in coordination with servicing HRO/CPAC, establishes; master
retention lists for both the competitive and the excepted service positions Establish Competitive Areas
for Demo employee. The lists are established by the type of work schedule and (for excepted service
retention registers) the appointing authority.

AcgDemo has eliminated “bump and retreat” under the RIF procedures. Demo uses a single round of
displacement. Employees will be ranked in order of their retention standing, beginning with the most
senior employee. These employees may displace an employee of lower retention standing occupying a
position that is at the same or lower broadband level and is in a series for which the senior employee is
fully qualified. (This includes a series in a different career path from the one the employee currently
occupies, if that employee is fully qualified.)

Displacement rights are normally limited to one broadband level below the employee’s present position.
However, a preference-eligible employee with a compensable service-connected disability of 30 percent
or more may displace up to the two broadband levels below the employee’s present position (or the
equivalent of five General Schedule grades) below the employee’s present level.

The displaced employee must be appointed under the same authority, if excepted service, and in the
same work schedule. Offer of assignment shall be to the position that requires no reduction or the least
possible reduction in broadband. Where more than one such position exists, the employee must be
offered the position encumbered by the employee with the lowest retention standing.

Under the demonstration project, all employees affected by a reduction-in-force action, other than a
reassignment, maintain the right to appeal to the Merit Systems Protection Board (MSPB) if they believe
the process/procedures were not properly applied.

In a few moments we will walk through the RIF process under Demo procedures using an example of a
Master Retention List. However before we do that, let’s take a look at the Retention Factors that are used
in the Demo.
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Aﬂ.q= RIF Retention Register Factors
HMDemao

Retention Standing refers to an employee’s standings on a
retention register based on three factors:

« Tenure — which determines the retention group:
- Group | — Career employees (3+ yrs govt. service)
- Group Il — Career-conditional employees (<3 yrs govt. service)
- Group Il — Term / indefinite appointments

« Veterans’ Preference — which determines the retention subgroup:
- AD - Veterans’' compensable preference (230% disability)
- A —Veterans’ non-compensable preference (all others)
- B - Employees not eligible for Veterans’ preference

« Length of Service — as adjusted by contribution credit to produce a
Retention Service Credit

Within the groups, competing employees are listed on the master retention list in descending
order as determined by their adjusted service computation date.

The adjusted service computation date is defined by tenure group, veteran’s preference, length
of service, and OCS (rating of record based on contribution.)

Employees are listed as follows:

1. Tenure group I, group Il, group IlI; (Career, Career-Conditional and Term/Indefinite
appointments)

2. Within each of these groups, employees are further broken down:

--by veterans’ preference subgroup AD (preference eligible employees with a compensable
service-connected disability of 30 percent or more)

--subgroup A (other preference eligible employees)

--subgroup B (non-preference eligible employees); and,

3. Length of Service
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* The demonstration project does not use summary level designators.

RETENTION SERVICE CREDIT APPRAISAL RATING LEVEL
12 Fully Successful or equivalent, Level 3
0 Unsuccessful, Level 1

* There are three possible scenarios for determining retention
service credit:

-Employee has three current annual ratings
(Actual ratings divided by three)

-Employee has at least one but fewer than three annual ratings
(Actual ratings divided by # of ratings received)
-Employee has no current annual ratings

(Determine average rating for the employees in individual’'s BB level
within competitive area affected by RIF)

AcgDemo differs from non-demonstration appraisal systems and programs established under 5
U.S.C Chapter 43 and 5 CFR part 430.

In CCAS, translation of Retention Service Credit, employees with ratings of record at or above
Fully Successful or equivalent (Level 3) shall receive 12 additional years, while those with lower
ratings of record shall not receive any additional years.

The following rules will be used to determine the number of years for a given annual placement.

Rule 1—Employees whose annual OCS places them above the upper rail in category A shall
not receive any additional years.

Exception to Rule 1—Category A employees on retained pay may have lacked the opportunity
to contribute at the level of their retained pay. Therefore, they shall receive 12 additional years.

Rule 2—Employees whose OCS places them in categories B or C shall receive 12 additional
years.

Rule 3—Substitute the annual performance rating of record under the previous performance
management

system for one or more CCAS process results if, before the issuance of RIF notices, (1) three
complete CCAS cycles have not yet occurred or (2) an individual has not completed three
cycles to obtain three CCAS process results.
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Single Pattern Example

e 2010 - CCAS - Fully Successful 12 Years
e 2009 - CCAS - Fully Successful 12 Years
e 2008 - CCAS - Fully Successful 12 Years
e 2007 - CCAS — Fully Successful 12 Years

Retention Service Credit
will be based on the
employee’s three most
recent annual overall
contribution scores
(OCSs) of record

Employees with three
OCS or performance
ratings shall receive
credit for performance
on the basis of the
value of the actual

12 years for 2010
+ 12 Years for 2009
+ 12 Years for 2008
=36 Years
Divided by 3

received during the four- =12 Credit Years
year period prior to the
issuance of RIF notices.

ratings of record
divided by three.

This is an example of a Single Pattern for determining Retention Service Credit.
By applying the requirement of using the last 3 ratings of the last 4 years, we apply:

- Adding the years of Retention Service Credit (in this case, because each rating was at least
Fully Successful (in region C or B) we add 12 years for each rating, then
- Divide by the number of ratings (no more than the last 3 ratings)

After including both CCAS results and previous ratings of record, employees who only have
received one or two shall receive credit for performance on the basis of adding the value (years)
and dividing by the number of CCAS results and/or ratings of record actually received.
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.. Example (con't)
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Multiple Pattern Example (Most Likely Situation) 12 years for 2011
e 2011- CCAS - Fully Successful 12 Years + 20 Years for 2010
e 2010- NSPS - Outstanding 20 Years + 16 Years for 2009
« 2009 - NSPS - Exceeds 16 Years =48 Years
« 2008- GS - Outstanding 20 Years Divided by 3

= 16 Credit Years

Employees with three OCS or performance ratings shall receive
credit for performance on the basis of the value of the actual ratings
of record divided by three.

* Employees who have no performance ratings shall receive
12 years of Retention Service Credit.

Because of NSPS, most individuals who could experience a RIF over the next few years will
probably have some mixture of ratings from different pay systems being used to determine their
Retention Service Credit.

To calculate the number of additional years of retention service credit, average the number of
additional years received for the employees’ three most recent annual placements during the 4-
year period before the issuance of RIF notices.

After including both CCAS results and previous ratings of record, employees who still have only
received one or two of these shall receive credit for performance on the basis of adding the
value and dividing by the number of CCAS results and/or ratings of record actually received.

In cases where an individual employee has no annual OCS or performance rating of record, an
average OCS or performance rating will be assigned and used to determine the additional
service credit for that individual. (The average rating is derived from the current ratings of
record for the employees in the individual’s career path and broadband level within the
competitive area affected by the given RIF).

This process will result receiving 12 additional years of Retention Service Credit.
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Here’s an example of the RIF process.

Acqgm E
xample of RIF Process
B |
MDemo
Annotated Master Retention List
Tenure& RIF Career Path & . Placement/
Subgroup SCD Broadband Classification RIF Impact Employee Separation
1AD 06-02-52 | Bus Mgy/Tech Mgt Prof IIl_| NH-2003 Supply Prgm Mgr Brown, Samuel
1AD 05-03-53 | Bus Mg/Tech Mgt Prof II_| NH-1102 Contract Negotiator | _Position abolished White, Bryan | Displaces Gates
1AD 07-26-55 | Tech Mgt Support IV NJ-802 Engineering Tech Armold, Joseph
1A 11-07-53 | Bus Mgy/Tech Mgt Prof IIl_| NH-346 Logistics Mgt Spec | _Position abolished | Thomas, Franklin | Displaces Lowe
1A 020554 | Bus Mg/Tech Mgt Prof Il NH-201 Pers Mgt Spec Smith, Jonathan
1A 0207-54 | Bus Mgt/Tech Mgt Prof I NH-2001 Supply Spec Ludy, Andrew
1A 021054 | Bus Mgy/Tech Mgt Prof II_| NH-1102 Contract Specialist Waters, Edward
1A 04-22-54 Admin Support I NK-326 Ofc ion Clk Richards, Ralph
1A 050954 | Bus Mgt/Tech Mgt Prof I | NH-346 Logistics Mgt Spec Goode, Vincent
1A 100854 | Bus Mgt/Tech Mgt Prof II_|  NH-346 Logistics Mgt Spec Sugg, Steven
1B 1-17-51 Admin Support I NK-326 Ofc Automation Clk Price, Jane
1B 03-07-53 | Bus Mgy/Tech Mgt Prof IIl_| NH-2003 Supply Prgm Mgr Jones, Rose
1B 07-07-53 | Bus Mgt/Tech Mgt Prof Il NH-2001 Supply Spec Franc, Lizette
1B 071753 | Bus Mgt/Tech Mgt Prof IV NH-201 Pers Mgt Spec Worth, Jean
1B 120153 | Bus Mgt/Tech Mgt Prof I | NH-2003 Supply Prgm Mgr King, Elizabeth
1B 10-31-54 Tech Mgt Support IT NJ-856 ics Tech Hart, Carole
1B 11-08-54 Tech Mgt Support IT NJ-802 ing Tech Ross, Barbara
1B 011055 | Bus Mgt/Tech Mgt Prof II_| NH-2003 Supply Prgm Mgr Dante, Michele
IAD | 06-08-51 | Bus Mgy/Tech Mgt Prof I1I NH-201 Pers Mgt Spec Displaced by Thomas | Lowe, Lydia__| Displaces Higgs
A 022051 | Bus Mgt/Tech Mgt Prof I_| NH-1102 Contract Specialist_| Displaced by White | _Gates, Lionel Separated
A | 070152 | BusMgt/Tech Mgt Prof I Pw:’a;";pu Displaces by Lowe | Higgs, Sylvia Separated
175

First, note that White’s position is abolished. Review of his personnel records shows that he is
fully qualified only for positions in the 1102 series; there is no employee in White’s current
broadband and the 1102 series; thus, he displaces Gates, who is in that series and the next

lower broadband.

Gates, in turn, is separated because there is no one else with a lower retention standing who
holds a position for which Gates is fully qualified.

Second, note that Thomas’ position is abolished.

Thomas displaces Lowe because Thomas is fully qualified for 201 positions, this offer of
assignment requires no reduction in broadband, and Lowe is the employee of lowest retention

standing.

Lowe, in turn, displaces Higgs. As a 30 percent disabled veteran (subgroup AD), Lowe can be
placed up to the equivalent of five GS grades below her present position; thus, she can go from
the NH-III to the NH-I broadband in RIF.

Finally, Higgs is separated.
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Special Pay Situation:

To assist in your understanding of how pay setting works in AcqDemo, we will begin with
acquainting you with certain terms and definitions. Followed by the provisions for those
definitions.
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Special Pay Situations

Acom . o
W Promotion Definitions

||
HMDemao
e Promotion under AcqDemo has two definitions:

» Federal Employee (Within the Demo): The movement of
an employee to a higher broadband level within the same
career path (e.g. NK Il to NK 111) or a different career path
and level in which the new broadband level has a higher
maximum salary rate than the broadband level from which
the employee is being moved (NK Il to NH II).

» Federal Employee (Entering from Outside of the
Demo): A current Federal employee selected to an
Acquisition Demo position with a higher salary range than
currently held or previously held.

Promotion is normally a competitive action.

AcgDemo uses two definitions for promotions which are applied differently depending on the
current status of the employee being promoted.
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Acqm Special Pay Situations
B | Promotion Definitions como

HMDemao

Federal Employee (Within the Demo):

e Promotion is normally a competitive action.

2010 Base Salary Table Business Management and Technical Management
Professional (NH)

NH-01 NH-02 NH-03 NH-04
17803 - 31871 | 27431 - 65371 | 60274 - 93176 I B4G9T - 120517
G5-01 to G504 G35-05to GS-11 G5-12 to G513 G5-14 to G5-15

* The movement of an employee to a higher broadband level
within the same career path (e.g. NH Il to NH V)

2010 AcqgDemo Salary Tables

NH-01 NH-02 NH-03 NH-04
17803 - 31871 | 27431 - 65371 74 - 93175 | 84697 - 129517
GS-01 to GS-04 GS-05 to GS-1. GS-12 to G§-13 GS-14 to GS-15
NJ-01 NJ-02 NJ-03 NJ-04

17803 - 31871 | 27431 - 48917 | 41563 - 65371 | 60274 - 93175
GS-01 to GS-04 GS-05 to GS-08 GS-09 to GS-11 GS-12 to G5-13

* Movement to a different career path and level in which the
new broadband level has a higher maximum salary rate

178

Promotion is normally a competitive action.

As we remember from our review of the definitions,

Promotion in this scenario is defined as:

- the movement of an employee to a higher broadband level within the same career path (e.g.
NK Ito NK II) or

- a different career path and level in which the new broadband level has a higher maximum
salary rate than the broadband level from which the employee is being moved (NK Il to NH II).
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Pay Setting for Federal Employee (Within the Demo)

» Salary after promotion shall be at least 6 to 20% greater than the
employee's current salary; however,

* May receive greater than a 20% increase if needed to reach minimum
rate of new pay band.

2010 Base Salary Table Business Management and Technical Management
Professional (NH)

NH-01 NH-02 he-03 NH-04
17803 - 31871 | 27431 - 66371 | 60274 - 93TE ] B4697 - 120817
G501 to G504 G5-05to G5-11 G5 G513 G5-14 to G515
I
For example -

65,852
- NH-IV salary range is $84,697 to $129,517

— NH-Ill selectee’s salary is $65,852
— NH-IV minimum is $84,697 or approx 28.63%

* The employee's salary shall not exceed the salary range of the new
broadband level. 179

Salary after promotion shall be at least six percent, but not more than 20 percent greater than
the employee's current salary; however,

If the minimum rate of the new broadband level is more than 20 percent greater than the

employee's current salary, then the minimum rate of the new broadband level is the new salary.
For example -

For example -
- NH-IV salary range is $84,697 to $129,517
- NH-Ill selectee’s salary is $65,852
- NH-IV minimum is $84,697 or approx 28.63%

The employee's salary shall not exceed the salary range of the new broadband level.
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Federal Employee (Entering from Outside of the Demo)

« Promotion is normally a competitive action

Nstep 1 | Step2 | Stap 3 | Stepd | Step5 | Step | Step7 | Step | Step |Step 10
JLzi674| 74.083] TeAS2| Tesd| a1.230] s3s1e| senos| 88.397| sn.7es| 93,175
~— —

2010 Base Salary Table Business Management and 1euin..22! Management " rofessicnal (NH)
NH-01 NH-02 NH-03 r NH-04

[ 17803 - 31871 | 27431 - 65371 | 60274 - 93175 | 84697 —- 129517 |

[ GS01t0GS04 | GS05t0GS-11 | GS-12t0GS13 | GS-14to GS-15__ |

* Movement of an employee to a higher salary range (e.g. GS-
13 to NH-1V or GS-14 to NH-1V)

» Ahigher broadband level is one with a higher maximum rate of
pay than the employee’s current broadband level.

Non-AcgDemo Employee
Promotion is defined as
the movement of an employee to a higher salary range (e.g. GS-13 to NH-IV or GS-14 to

NH-1V)

A higher salary range is one with a higher maximum rate of pay than the employee’s current
grade level.
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Federal Employee (Entering from Outside of the Demo)

 Initial pay will be set at a level consistent with the individual's
qualifications and the expected contribution of the position.

« Employees will enter the demonstration project at
- their existing rate of pay,
- the minimum salary for the broadband level, or
- arate determined by management.
< Hiring official will determine the starting salary based upon

- available labor market considerations relative to special
qualifications requirements,

- scarcity of qualified applicants,
- programmatic urgency, and
- education/experience of the new candidates.

Pay Setting for Federal Employee (Entering from Outside of the Demo)

Initial pay will be set at a level consistent with the individual's qualifications and the expected
contribution of the position.
Employees will enter the demonstration project at
their existing rate of pay,
the minimum salary for the broadband level, or
a rate determined by management.
Hiring official will determine the starting salary based upon
available labor market considerations relative to special qualifications requirements,
scarcity of qualified applicants,
programmatic urgency, and
education/experience of the new candidates.
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Pay Setting for Federal Employee (Entering from Outside of
the Demo)

For example, in 2011
- A GS-13 has a base salary range of $71,674 to $93,175
- NH-IV has a salary range of $84,697 to $129,517
Grade | Step1 | Step2 | Step3 | Stepd | Step5 | Step | Step7 | Step | Step | Step 0
130 TA6T4] TA063| TEABZ TEAH 31.230| 51519 EEM| B8.397) 90.786) 9347

2010 Base Salary Table Business Management and Technical Management Professional (NH)

NH-01 NH-02 NH-03 1 NH-04
17803 - 31871 | 27431 - 65371 | GO274 - 83175 | B4GRT - {20517

G501 to G5-04 G5-06 to G5-11 G5-12 to G513 G5-14 to G5-16

H_/

Set anywhere
within the range

« The employee's salary shall not exceed the salary range of the
new broadband level.

Using the criteria the Managers consider when setting pay for those coming into the Demo from
outside of the Demo),

Pay may be set anywhere with the salary range for the broadband.
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Pay Setting for AcqDemo Employee on Retained Pay

* When an employee on retained pay is promoted to a higher
broadband level, at a minimum, the employee’s salary upon
promotion will be set in the higher broadband level

- (1) at six percent higher than the maximum rate of the
employee’s existing broadband level, or

- (2) at the employee’s existing retained rate, whichever is
greater.

Pay Setting for AcqDemo Employee on Retained Pay

When a employee on retained pay is promoted to a higher broadband level, at a minimum, the
employee’s salary upon promotion will be set in the higher broadband level

(1) at six percent higher than the maximum rate of the employee’s existing broadband
level, or

(2) at the employee’s existing retained rate, whichever is greater.
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B | Setting Pay for Temporary Promotions
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AcgDemo Employee
« Temporary promotions are only to positions at higher BB level

* Temporary promotion pay is computed based on position of
record

« Rating is based on contributions in position of record

« Activity may insure employee is equitably treated

Salary after temporary promotion shall be at least six percent, but not more than 20 percent
greater than the employee's current salary; however,

If the minimum rate of the new broadband level is more than 20 percent greater than the
employee's current salary, then the minimum rate of the new broadband level is the new salary.

The employee's temporary promotion base salary shall not exceed the salary range of the new
broadband level.

Temp Promotions:
120 days of less, non-competitive
120 days or more, must be competitive

Not to exceed 5 years.

(REF CFR 335.102)
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| Reassignment Definitions

||
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e Reassignment under AcqDemo has two definitions:

» Federal Employee (Within the Demo): The change of an
employee from one position to another position within the same
broadband level in the same career path or to a position in
another career path and level in which the new broadband level
has the same maximum salary rate than the broad band level from
which the employee is being moved (e.g. NJI to NHI). There is
no change in salary for employees within the Demo.

\7

Federal Employee (Entering from Outside of the Demo):
Change of an employee from one competitive service
position in any other pay system to an Acquisition Demo
position without promotion or change to lower broadband.
Buy-in applies.

AcgDemo uses two definitions for reassignments which are applied differently depending on
the current status of the employee being reassigned.



Slide 186

Acqm _Special Pay Situafcions
- Setting Pay for Reassignments
HDemo

Federal Employee (Entering from Outside of the Demo):

From the definition, a employee who is reassigned from GS or
another Pay system (after converting to GS) will be placed in an
appropriate broadband based on their GS grade.

Buy-in procedures will apply:

= Entering demonstration—GS-11/step 4, Series 1102
(Contracting Specialist)

+ Nominal time between step 4 and 5 = 104 weeks,

= Assume employee has been a Step 4 for 90 of the 104 weeks for a
within grade increase. The process to compute the employee’s new
salary is:

G5-11/5tep 4 base rate of $55,315

G5-11 within grade increase is $1,676

90/104th (or .8654) of 51,676 is 51,450

555,315 + 51,450 = 556,765 then add Locality Pay

Change of an employee from one competitive service position in any other pay system to an
Acquisition Demo position without promotion or change to lower broadband.

In this scenario, the WiGI Buy-in will apply. As we remember from earlier in the presentation,
the Buy-in process will pay the employee for the pro-rated portion on the time worked towards
the next step.
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The following actions are exceptions to competitive
procedures:

(a) Re-promotion to a position which is in the same broadband
level (toinclude positions previously held outside of the
broadbanding system) as the employee previously held on a
permanent basis within the competitive service.

(b) A general schedule (GS) employee entering a broadband
which includes his/her present grade or a grade previously held.
(e.g. GS-343-12 may enter career path NH, broadband level IlI
without competition, since the GS grade is encompassed in the
broadband)

The following actions are exceptions to competitive procedures:

(a) Re-promotion to a position which is in the same broadband level (to include positions
previously held outside of the broadbanding system) as the employee previously held on a
permanent basis within the competitive service.

(b) A general schedule (GS) employee entering a broadband which includes his/her present
grade or a grade previously held. (e.g. GS-343-12 may enter career path NH, broadband level
Il without competition, since the GS grade is encompassed in the broadband)
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¢ (c) Reassignment, change to a lower broadband level, transfer,
or reinstatement to a position having promotion potential no
greater than the potential of a position an employee currently
holds or previously held on a permanent basis in the
competitive service.

¢ (d) A position change permitted by demonstration project
reduction-in-force procedures.

« (e) Promotion without current competition when the employee
was appointed through competitive procedures to a position
with a documented career ladder (upward mobility, interns,
etc.).

(c) Promaotion, reassignment, change to a lower broadband level, transfer, or reinstatement to a
position having promotion potential no greater than the potential of a position an employee
currently holds or previously held on a permanent basis in the competitive service.

(d) A position change permitted by demonstration project reduction-in-force procedures.
(e) Promotion without current competition when the employee was appointed through

competitive procedures to a position with a documented career ladder (upward mobility, interns,
etc.).
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(f) A temporary promotion or detail to a position in a higher
broadband level for up to 120 days.

(g) Consideration of a candidate not given proper consideration in a
prior competitive promotion action under the demonstration
project.

(h) Conversion of an employee from a modified Term appointment
to a Perm appointment in the same broadband level and Occ
Series as the Modified Term Position

(i) Any other non-competitive action as determined by the
Components.

(f) A temporary promotion or detail to a position in a higher broadband level for up to 120 days.

(g) Consideration of a candidate not given proper consideration in a prior competitive promotion
action under the demonstration project.

(h) Conversion of the Modified Term to Perm in the same broadband level and Occ Series as
the Modified Term position appointed to.

* Any other non-competitive action as determined by the Component.
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(k) Accretion of Duties - The justification for the increase from a
Broadband Level to a higher Broadband Level must be substantive
and clear. Not only should the supervisor be able to demonstrate
that the promotion was due to an accretion of duties, but the duties
themselves should be explained in sufficient detail to fully support
classification at that higher level. This documentation should be
able to withstand later review by an independent authority.

Army (k) The justification for the increase from a Broadband Level to a higher Broadband Level
must be substantive and clear. Not only should the supervisor be able to demonstrate that the
promotion was due to an accretion of duties, but the duties themselves should be explained in
sufficient detail to fully support classification at that higher level. This documentation should be
able to withstand later review by an independent authority.
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Voluntary Change to Lower Broadband Level/Change in Career
Path (except RIF).

* When an employee accepts a voluntary change to lower
broadband level or a different career path, salary may be set at any
point within the broadband level to which appointed, except that the
new salary will not exceed the employee’s current salary or the
maximum salary of the broadband level to which assigned,
whichever is lower.

* An employee’s request for voluntary change to a lower broadband
level or different career path should provide a reason(s) for the
request. All actions shall be documented by use of an official
personnel action and appropriately filed.

Voluntary Change to Lower Broadband Level/Change in Career Path (except RIF).

When an employee accepts a voluntary change to lower broadband level or a different career
path, salary may be set at any point within the broadband level to which appointed, except that
the new salary will not exceed the employee’s current salary or the maximum salary of the
broadband level to which assigned, whichever is lower.

An employee’s request for voluntary change to a lower broadband level or different career
path should provide a reason(s) for the request. All actions shall be documented by use of an
official personnel action and appropriately filed.
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Involuntary Change to a Lower Broadband Level Without
Reduction in Pay Due to Contribution-Based Action.

« Due to inadequate contribution, an employee may move to a
lower broadband level as a result of receiving partial or no general
pay increase. When an employee is changed to a lower broadband
level due to such a situation, it is not considered an adverse action.

« Supervisors shall initiate an involuntary change to lower
broadband level promptly after the pay pool manager approves the
annual pay out. An official personnel action will be prepared to
reflect this change.

« The employee’s rate of basic pay shall remain unchanged.

Involuntary Change to a Lower Broadband Level Without Reduction in Pay Due to
Contribution-Based Action.

Due to inadequate contribution, an employee may move to a lower broadband level as a result
of receiving partial or no general pay increase. When an employee is changed to a lower
broadband level due to such a situation, it is not considered an adverse action.

Supervisors shall initiate an involuntary change to lower broadband level promptly after the pay
pool manager approves the annual pay out. An official personnel action will be prepared to
reflect this change.

The employee’s rate of basic pay shall remain unchanged.
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Involuntary Reduction in Pay/Change to Lower Broadband
Level in a Same or Different Career Path Due to Contribution-
based Action.

* An employee may receive a reduction in pay within his/her
existing broadband level and career path; be changed to a lower
broadband level; and/or be moved to a new position in a different
career path due to a contribution based action.

« In these situations, the employee’s base salary will be reduced by
at least six percent, but will be set no lower than the minimum
salary of the broadband level to which assigned. Employees
placed into a lower broadband due to contribution based action are
not entitled to pay retention.

Involuntary Reduction in Pay/Change to Lower Broadband Level/Change in Career Path
Due to Contribution-based Action.

An employee may receive a reduction in pay within his/her existing broadband level and career
path; be changed to a lower broadband level; and/or be moved to a new position in a different
career path due to a contribution based action.

In these situations, the employee’s salary will be reduced by at least ??? percent, but will be set
no lower than the minimum salary of the broadband level to which assigned. Employees placed
into a lower broadband due to adverse or contribution based action are not entitled to pay
retention.
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Involuntary Reduction in Pay/Change to Lower Broadband
Level/Change in Career Path Due to Adverse Action.

* An employee may receive a reduction in pay within his/her
existing broadband level and career path; be changed to a lower
broadband level; and/or be moved to a new position in a different
career path due to an adverse action.

« In these situations, the employee’s salary will be reduced by at
least six percent, but will be set no lower than the minimum salary
of the broadband level to which assigned. Employees placed into a
lower broadband due to an adverse action are not entitled to pay
retention.

Involuntary Reduction in Pay/Change to Lower Broadband Level/Change in Career Path
Due to Adverse Action.

An employee may receive a reduction in pay within his/her existing broadband level and career
path; be changed to a lower broadband level; and/or be moved to a new position in a different
career path due to an adverse and/or contribution based action.

In these situations, the employee’s salary will be reduced by at least six percent, but will be set
no lower than the minimum salary of the broadband level to which assigned. Employees placed
into a lower broadband due to adverse or contribution based action are not entitled to pay
retention.
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Reduction-in-Force (RIF) Action (Including Employees Who
are Offered and Accept a Vacancy at a Lower Broadband Level
or in a Different Career Path).

e The employee is entitled to pay retention if all title 5 conditions
are met; 5 CFR §536.103 Coverage and applicability of grade
retention.

Reduction-in-Force (RIF) Action (Including Employees Who are Offered and Accept a
Vacancy at A Lower Broadband Level or in a Different Career Path).

5 CFR 8536.103 Coverage and applicability of grade retention provides the different conditions
for grade retention that must be met by the employee.
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Return to Limited or Light Duty from a Disability as a Result of
Occupational Injury to a Position in a Lower Broadband Level
or to a Career Path with Lower Salary Potential than Held Prior
to the Injury.

» The employee is entitled indefinitely to the salary held prior to the
injury and shall receive full general and locality pay increases.

Return to Limited or Light Duty from a Disability as a Result of Occupational Injury to a
Position in a Lower Broadband Level or to a Career Path with Lower Salary Potential than
Held Prior to the Injury.

The employee is entitled indefinitely to the salary held prior to the injury and shall receive full
general and locality pay increases.
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Retained Pay / Pay Retention.

» Employees on retained rate in the demonstration project will
receive pay adjustments in accordance with 5 U.S.C. 5363 and 5
CFR 536.

* An employee receiving a retained rate is not eligible for a
contribution rating increase, since such increases are limited by the
maximum salary rate for the employee’s broadband level.

» Depending upon the employee’s rating (Overall Contribution
Score, employees on retained pay may be eligible to receive CA.

Retained Pay / Pay Retention.

Employees on retained rate in the demonstration project will receive pay adjustments in
accordance with 5 U.S.C. 5363 and 5 CFR 536.

An employee receiving a retained rate is not eligible for a contribution rating increase, since
such increases are limited by the maximum salary rate for the employee’s broadband level.

Depending upon the employee’s rating (Overall Contribution Score, employees on retained
pay may be eligible to receive CA.
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Expanded Developme ‘

Opportunities

The purpose of this initiative is to facilitate continued training and development for employees
under. AcgDemo.
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Ac.q= Expanded Development Opportunities
HMDemao

« Objectives:

- Expands educational opportunities to a larger section of
the workforce

- Permits employees to engage in sabbaticals that
contribute to their development and effectiveness

* Benefits:

— Assists in the recruiting and retaining of personnel

— Provides opportunities for employees to acquire
knowledge and expertise that cannot be acquired in the
standard working environment

Trained and educated personnel are a critical resource in an acquisition organization, and
developing and maintaining their skills is essential.
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« DAWIA authorized degree and certification training for
acquisition-coded positions through the year 2012

¢ AcgDemo:
- Extended for the duration of the project
- Expanded coverage to all AcqDemo positions

e Authorizes local level approval
- Funding, and procedures
- Implementation—local responsibility

Currently, DAWIA authorizes degree and certificate training for acquisition-coded positions
through the year 2012.

The AcqDemo project extends that authority for the duration of the AcqDemo and expands its
coverage to the acquisition support positions identified in the AcqDemo project.

It also provides authorization at the local level to administer and pay for the degree and
certificate training programs. Funding for this training is the responsibility of the participating
organization.

Funds availability must be considered before approval is granted. Employees selected to
participate in this training may be required to sign continued service agreements when
necessary to protect significant government interests.
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AcqDemo

Sabbatical
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» Approval of a sabbatical application is subject to the following terms
and conditions:

-The Employee must have seven or more years of federal service
-The sabbatical must be part of the Employee’s IDP.

-The sabbatical must be at least three, but no longer than twelve months
in duration.

-The sabbatical must contribute to the mission, must result in a product,
service, report, or study that will benefit the acquisition community, and
must increase the Employee’s individual effectiveness.

-The Employee may only take one sabbatical every five years.
-Funds must be available to cover the costs associated with the sabbatical.

-The Employee must agree to provide a report summarizing the results of
the sabbatical.

Approval of a sabbatical application is subject to the following terms and conditions:
The Employee must have seven or more years of federal service
The sabbatical must be part of the Employee’s IDP.
The sabbatical must be at least three, but no longer than twelve months in duration.
The sabbatical must contribute to the mission, must result in a product, service, report,
or study that will benefit the acquisition community, and must increase the Employee’s
individual effectiveness.
The Employee may only take one sabbatical every five years.
Funds must be available to cover the costs associated with the sabbatical.
The Employee must agree to provide a report summarizing the results of the sabbatical.
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These procedures are for the activity’s Human Resource Office, not
the CPAC.

« Interested Employees will complete the application and forward it to his or
her Supervisor.

» The Supervisor will complete the Supervisory Recommendation portion of
the application and forward the package to HRO for further action.

* HRO will conduct an initial review the application to ensure the Employee
meets the terms and conditions for a sabbatical.

« If the Employee meets the conditions, the HRO will distribute the
application to each of the Pay Pool Panel Members.

« If the Employee does not meet the conditions described above, HRO will
return the application with a written explanation of why the application is
being rejected.

These procedures are for the activity’s Human Resource Office, not the CPAC.

Interested Employees will complete the application and forward it to his or her Supervisor.

The Supervisor will complete the Supervisory Recommendation portion of the application and
forward the package to HRO for further action.

HRO will conduct an initial review the application to ensure the Employee meets the terms and
conditions for a sabbatical.

If the Employee meets the conditions, the HRO will distribute the application to each of the Pay
Pool Panel Members.

If the Employee does not meet the conditions described above, HRO will return the application
with a written explanation of why the application is being rejected.
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« After reviewing the Employee’s request and the Supervisory recommendation,
each Pay Pool Panel Member will complete the Pay Pool Panel Member portion
of the application and return it to HRO for further action.

* HRO will summarize the recommendations of the Supervisor and the Pay Pool
Panel Members and forward the request to the Pay Pool Manager for final
decision.

*» The Pay Pool Manager will review application and post utilization assignment,
if any, and make decision, and return the application to HRO.

* HRO will be responsible for notifying the Employee and the Supervisor of
the results.

* Assuming the sabbatical is approved, the Employee will be required to
provide a written report summarizing the results of the sabbatical. This report
will include what was accomplished and the benefits derived for the Employee,
the organization, and the acquisition community.

After reviewing the Employee’s request and the Supervisory recommendation, each Pay Pool
Panel Member will complete the Pay Pool Panel Member portion of the application and return it
to HRO for further action.

HRO will summarize the recommendations of the Supervisor and the Pay Pool Panel Members
and forward the request to the Pay Pool Manager for final decision.

The Pay Pool Manager will review application and post utilization assignment, if any, and make
decision, and return the application to HRO.

HRO will be responsible for notifying the Employee and the Supervisor of the results.
Assuming the sabbatical is approved, the Employee will be required to provide a written report
summarizing the results of the sabbatical. This report will include what was accomplished and
the benefits derived for the Employee, the organization, and the acquisition community.
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Determining GS Equivaler

This section describes procedures for moving employees out of the demonstration project and
their conversion to a GS pay system.
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» Going to a Non-AcgDemo Position:

- Losing agency converts employee to GS grade
& step

- Pay setting is the responsibility of the gaining
agency

- Pay is determined prior to any other
simultaneous action

If a employee leaves the demonstration project, or if the project ends and each project
employee must be converted back to the GS system, the following procedure will be used to
convert an employee from a broadband level to a GS-equivalent grade.

The process (known as the “Step 4 Rule”) covers the conversion of the employee's
demonstration project rate of pay to a GS-equivalent step and rate of pay.

The converted GS grade and GS rate of pay must be determined before movement or
conversion out of the demonstration project and any accompanying geographic movement,
promotion, or other simultaneous action.

For conversions when the project terminates, and for lateral assignments, the converted GS
grade and rates will become the employee's actual GS grade and rate after leaving the
demonstration project (before any other action).
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» Step 4 rule - compare AcqgDemo salary to the highest
grade in the broadband level and Step 4 of that
highest grade.

e The Step 4 rule will be used anytime an employee is
seeking a position where a GS Equivalency is
needed.

- Equivalency determinations are always calculated
using the salary which includes Locality Rate.

The conversion process we’ve just described will be used for registration purposes in career
programs, the Priority Placement Program, and applications for centralized selection boards.
Since the Army area of consideration is worldwide, employees who did not convert may very
well be referable in some areas and not in others.

An employee in a pay band that corresponds to two or more grades is converted to one of the
grades in their current broadband level according to the following rules:

* The employee's adjusted rate of pay under the demonstration project, which includes any
locality pay, is compared with the step four rate in the highest applicable GS rate range. For
this purpose, a GS rate range is:

e arate range in the GS base schedule;

(2) the locality rate schedule for the locality pay area in which the position is located; or

(3) the appropriate special rate schedule for the employee's occupational series, whichever is

applicable. If the series is a two-grade interval series, only odd-numbered grades are
considered below GS-11.
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Ac.q= Example of an employee whose salary equals or exceeds Step 4

of the highest grade
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The individual is a Business Management & Technical Management
Professional Broadband 11l employee with a salary of $79,215, locality
of $19,186 (24.22%) for a total salary of $98,401. Highest grade in
NH Broadband Il is GS-13.

» Compare $98,401 to Step 4 of highest grade in the broadband:
GS-13, Step 4 (Base + Locality) = $97,936  $98,401 > $97,936
« Therefore, assign as GS-13

» $98,401, is between GS-13, Step 4 pay at $97,936 and Step 5
pay at $100,904

* Assign Step 5 = $100,904 (Base + locality)

* Convert out as GS-13, Step 5

*Salaries based on 2011 GS Pay with Locality Tables g

This is an example of an employee whose salary equals or exceeds Step 4 of the highest grade

in the broadband.

Let’s walk through the example.
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The individual is a Business Management & Technical Management
Professional Broadband 11l employee with a salary of $74,063,
locality of $17,938 (24.22%) for a total salary of $92,001. Highest
grade in NH Broadband Il is GS-13.

* Compare $92,001 to Step 4 of highest grade in the broadband:
GS-13, Step 4 = $97,936 (Base + Locality), Since $92,001 < $97,936
» Next compare $92,001 to GS-12, Step 4 pay at $82,359

* $92,001 > $82,359,

 Therefore, assign as GS-12

* $92,001 is btwn GS-12, Step 7 pay $89,846 & Step 8 pay $92,341
 Assign Step 8 = $92,341
» Convert out as GS-12, Step 8

*Salaries based on 2011 GS Pay with Locality Tables g

This is an example of an employee whose salary does not equal or exceed Step 4 of the highest
grade in the broadband.

Let’s walk through the example.
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The individual is a Business Management & Technical Management
Professional Broadband 11l employee with a salary of $78,552, locality
of $19,025 (24.22%) for a total salary of $97,577. Highest grade in
NH Broadband Il is GS-13.

» Compare $97,577 to Step 4 of highest grade in the broadband:GS-13,
Step 4 = $97,936

$97,577 < $97,936

 Assign as GS-12; but GS-12, Step 10 pay is $97,333

« Since $97,577 > $97,333, assign as GS-13

* $97,577 is btwn GS-13, Step 3 pay $94,969 and Step 4 pay $97,936
* Assign Step 4 = $97,936
« Convert out as GS-13, Step 4

Note: An employee will not be converted to a lower grade than the grade held by the
employee immediately preceding a conversion, lateral assignment, or lateral transfer into
the project, unless since that time the employee has undergone a reduction in broadband.
*Salaries based on 2011 GS Pay with Locality Tables 51

This is an example of an Exception to the Step 4 rule:

Let’s walk through the example.
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Acqm Summary of Human Resources Management
|

| (HRM) Training Program
EDema

» Create a high quality, well trained AT&L Workforce
for the 21st century.
- Attract, motivate, and retain a high-quality acquisition
workforce
» Develop a more flexible HRM system that:

- Allows greater managerial control over the HRM processes
and functions—at the lowest level,

- Provides an environment that motivates employees to
increase their contribution to the organization and its
mission.

« The HR Professional plays a critical role in implementing
the AcqDemo Project.
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= Questions? Contact your local transition team or submit to:

DoD AcgDemo Helpdesk Army AcqDemo Program Office
AcgDemo.Helpdesk@dau.mil - Jerry Lee, 703-805-5498 (PM)
jerold.a.lee@us.army.mil
- Tim Zeitler, 703-805-1098
tim.zeitler@us.army.mil
- Lori Branch, 703-805-1077
lori.branch@us.army.mil

= Visit DoD AcqDemo Website for latest transition information updates
- http://www.acg.osd.mil/dpap/ops/acqdemo.html

Upon the repeal of NSPS, OSD (ATL) revitalized the AcqDemo Program Office to provide
comprehensive training and support.



