Assistant Secretary of the Army

(Manpower and Reserve Affairs)

SCIENCE AND TECHNOLOGY (S&T) REINVENTION LABORATORY POLICY 97-1

CLASSlFICATION, RECRUITMENT AND PAY POLICY FOR POSITIONS THAT EXCEED GS-i 5 CLASSIFICATION EQUIVALENCY

Effective Date: March 17, 1998
1. INTRODUCTION

1-1. References:

     a. Section 342, Public Law 103-337

     b. Title 5, United States Code, Section 4703

     c. Department of Defense (DOD) Regulation 1400.20-1-M, DOD Program for Stability of Civilian Employment, Chapter 4

    d. Title 5, Code of Federal Regulations, Section 330.305(c), Career Transition Assistance for Surplus and Displaced Federal Employees

    e.  Memorandum for the Secretary of the Army, Assistant Secretary of the Army (Manpower and Reserve Affairs), December 13, 1996, subject: Proposed Laboratory Personnel Demonstration (Demo) Projects

    f. Title 5, United States Code, Section 5307

    g. Army Regulation 25400-2, The Modern Army Recordkeeping System

1-2. Purpose: To establish policy, assign responsibilities and provide guidelines for the establishment and management of positions in pay bands that exceed GS-15 classification equivalency in the Department of Army's S&T Reinvention Laboratory Personnel Management Demonstration Projects.

1-3. Applicability: This policy applies to all Department of the Army S&T Reinvention Laboratories with personnel demonstrations approved under the authority of references 1-1a and b that include broadbanding with a band covering positions which exceed GS​15 classification equivalency and which meet the coverage of this policy outlined in paragraph 3-2 below.

 2. RESPONSIBILITIES:

2-1. Assistant Secretary of Defense (Force Management Policy) (ASD(FM P))

allocates the quotas to the Services that may be used for positions to be included in any band that exceeds GS-15 classification equivalency established as part of approved S&T Reinvention Laboratory Personnel Management Demonstration Projects.

2-2. Assistant Secretary of Army (Manpower and Reserve Affairs) (ASA(MRA)) will:

    a. Request and manage quotas from the ASD(FMP).

    b. Establish, classify, and abolish positions in any band that exceeds GS-15 equivalency.

    c. With the Assistant Secretary of Army (Research, Development and Acquisition) (ASA(RDA)), approve any exception to the “all sources" area of consideration (i.e., status and non-status applicants from within and outside the Federal government) for competitive recruitment.

   d. Review any proposed conversion of an established Senior Executive Service (S ES) or Scientific and Professional (ST) position to the band, in order to determine impact, if any, on SESIST resources. With the ASA(RDA), approve or disapprove conversion of the position based upon resource implications.

  e. With ASA(RDA), conduct post-audit review of personnel actions covered by this policy.

2-3. Assistant Secretary of Army (Research, Development and Acquisition) (ASA(RDA)) will:

   a. Review positions for inclusion in any band that exceeds GS-15 classification equivalency, recommending those which support inclusion in the band, and prioritizing them for quota support.

   b. With the ASA(MRA), approve any exception to the all sources' area of consideration for competitive recruitment.

   c. Approve screening panel members when vacancies are being competitively filled.

   d. Review any proposed conversion of an established SES or ST position to the band, in order to determine impact, if any, on SESIST resources. With the ASA(MRA), approve or disapprove conversion of the position based upon resource implications.

   e. With ASA(M RA), conduct post-audit review of personnel actions covered by this policy.

2-4. Directors/Commanders of designated S&T Reinvention Laboratories will:

   a. Recruit, select, appoint, set pay, appraise performance, and reassign individuals to positions within any band that exceeds GS-15 classification equivalency subject to the provisions of this policy and local demonstration authority. This authority may not be further delegated.

   b. Establish an outreach plan for any competitive recruitment outside the organization for the purpose of attracting well qualified minority and women applicants.

  c. Comply with merit principles and policies prohibiting discrimination for any non-merit reason such as race, color, religion, sex, national origin, political affiliation, marital status, age, membership or non-membership in any employee organization, or non-disqualifying physical handicap in the recruitment and selection of candidates for positions covered by this policy.

  d. Assure obligations to recognized labor organizations are fully met.

2-5. DA SES Office will:

  a. Provide technical and policy advice to the ASA(RDA), ASA(MRA), and the Secretary of the Army relative to the establishment, classification, abolishment, and management of positions in the band.

  b. Staff those personnel actions requiring ASA(RDA) and ASA(MRA) approval.

  c. Maintain all classification records for positions in any band which exceeds GS-15 classification equivalency.

3. ESTABLISHMENT OF A BAND THAT EXCEEDS GS-15 CLASSIFICATION EQUIVALENCY.

3-1. General Provisions. The broadbanding portion of approved laboratory personnel management demonstration projects as published in the Federal Register provides for the establishment of a pay band for Senior Scientific Technical Manager positions. These are positions which have characteristics of both SES and ST classifications, but are not classifiable in either one due to their mixed SESIST composition.

3-2. Coverage. Coverage in the pay band is restricted to positions which have characteristics of both SES and ST classifications. Incumbents will work primarily in their professional capacity on basic or applied research and secondarily perform managerial or supervisory duties. The primary position requirements are both knowledge of, and expertise in, the specific scientific and technology areas related to the mission of the organization, coupled with full managerial and supervisory authority. Positions will require selectees who are preeminent researchers and technical leaders in specialty fields who also possess substantial managerial and supervisory abilities.

4. Position Approval.

4-1. Positions proposed for inclusion in any band which exceeds GS-15 classification equivalency will be submitted through command channels for ASA(RDA) and ASA(MRA) approval. Submissions will include proposed job descriptions, proposed classifications with evaluation statements, organization charts, curriculum vitae of any incumbents, and justification documentation as determined by the ASA(RDA). Proposed classification will show the proposed series and that the position exceeds the GS-15 using appropriate Office of Personnel Management position classification standards; e.g., Handbook of Occupational Groups and Series, Research Grade Evaluation Guide General Schedule Supervisory Guide. The ASA(RDA) will establish a board to review the submissions and recommend in priority order those it determines support inclusion in this band. The ASA(RDA) will submit a request to the ASA(MRA) for official classification and forwarding to ASD(FMP) for allocation of quotas.

4-2. Approved positions will be reviewed periodically for continued need. Position descriptions will be revised or canceled as appropriate, and future requirements submitted as needed. Revised position descriptions, new requirements, and proposals for cancellation of existing positions will be submitted through command channels to the ASA(RDA) and ASA(MRA) for approval.

4-3. Positions in the band will be assigned protocol code 7.

5. Recruitment and Selection.

5-1. Current GS-15 employees will convert into the demonstration project at the pay band below that which exceeds GS-15 classification equivalency. Permanent incumbents of positions subsequently approved for inclusion in this band (i.e., position is assigned a quota), will be non-competitively promoted to the band if they have demonstrated experience as preeminent researchers and technical leaders who also possess substantial managerial and supervisory abilities.

5-2. The staffing of vacant positions will be through merit promotion procedures unless the individual being selected has held an equivalent or higher position in another pay system such as the SES or ST.

5-3. For competitive actions, the minimum area of consideration will be “all Sources" in order to attract a larger, more diverse pool of well qualified applicants. Any exception to this area of consideration must be approved by the ASA(RDA) and ASA(M RA).

5-4.  Candidates must meet the appropriate minimum requirements for the position as described by the Qualification Standards Handbook for General Schedule Positions and as otherwise required by law or regulation (e.g., Army Acquisition Corps), and evaluation criteria that measures both their professional stature in their field as it relates to the requirements of the position, as well as their managerial/supervisory skills. Professional stature will be measured using the criteria outlined in the Office of Personnel Management's Research Grade Evaluation Guide.

5-5. Directors/Commanders will create screening panels to assist in filling vacancies. Screening panels will be selected from the pool of SES members, ST employees, employees in this band, and an equal number of individuals of equivalent stature from outside the laboratory to ensure impartiality, breadth of technical expertise, and a rigorous and demanding review of candidates to determine those who are "Best Qualified." If the panel consists of an uneven number of panel members, the number of outsiders must exceed the number of members from within the laboratory. The ASA(RDA), or designated representative, will approve screening panel members.

5-6. The Director/Commander of the designated S&T Reinvention Laboratory will make selections and ensure that the merit promotion record is maintained for five years from a selector’s appointment for post-audit review. The merit promotion record will include the job description, crediting plan, outreach plan, vacancy announcement, basic qualification rating sheets, approval of screening panel members, screening panel results, applications with any required supplementary material, referral list, selection statement, and any other material determined locally to be important to the record.

5-7. In accordance with references 1-ic and d, fill of positions in a band that exceeds GS-15 classification equivalency is exempt from the Priority Placement Program and the Interagency Career Assistance Transition Program.

6. Compensation.

6-1. Basic pay for individuals in positions in this band will be set and adjusted in accordance with the applicable demonstration project as long as any permanent increase to basic pay does not exceed ES-4 basic pay equivalency.

6-2. In accordance with reference 1-if, aggregate compensation in any calendar year may not exceed Level 1 of the Executive Schedule at the end of the calendar year.

7. Supplementation. Major Army Command and Field Operating Agency Headquarters may supplement this guidance, but may not waive or delegate the responsibilities and accountability beyond that authorized by this document.

8. Suggested Improvements. The proponent for this document is Office of the Assistant Secretary of the Army (Manpower and Reserve Affairs). Suggested improvements should be submitted to Office of the Assistant Secretary of the Army (Manpower and Reserve Affairs), ATTN: SFCP-SES, 111 Army Pentagon, Washington, DC 20310-0111.

This policy was established jointly with the Office of the Assistant Secretary of the Army (Research, Development and Acquisition).

Jayson L. Spiegel

Acting Assistant Secretary of the Army

(Manpower and Reserve Affairs)
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