Redstone Arsenal 







Regulation 690-5






Civilian Personnel 







Laboratory







Personnel







Management







Demonstration







Project







Nov 4, 2004
 







Headquarters







US Army Garrison - Redstone







Redstone Arsenal, AL  35898-5000

UNCLASSIFIED

Redstone Arsenal Regulation 690-5, C1
US Army Garrison - Redstone

Redstone Arsenal, AL  35898-5000

Redstone Arsenal REGULATION 690-5, C1





      Nov 4, 2004
Civilian Personnel

Laboratory Personnel Management Demonstration Project

OFFICIAL:

//s//
Robert J. Devlin

COL, OD

Garrison Commander

HISTORY.  This is the first change to be applied to the original AMCOMR 690-5 dated 21 May 2002.  This change will re-designate this AMCOM regulation as a Redstone Arsenal regulation.

APPLICABILITY.  This regulation is applicable to all organizations serviced by the Redstone Civilian Personnel Advisory Center (CPAC), and any new or renamed Commands or activities, except where serviced Command or activity regulations/policies, or subsequent union agreements provide for different procedures.

PROPONENT AND EXCEPTION AUTHORITY.  The proponent of this regulation is the 

Redstone Arsenal Civilian Personnel Advisory Center.  The proponent has the authority to approve exceptions to this regulation.

MANAGEMENT CONTROL PROGRAM.  This regulation does not contain Management 

Control provisions as outlined in the Management Control Evaluation Process.
SUPPLEMENTATION.  Further supplementation is prohibited without prior approval of the Redstone Arsenal Civilian Personnel Advisory Center, ATTN:  PECP-SCR-E, Redstone Arsenal, AL 35898-5000.

SUGGESTED IMPROVEMENTS.  Users are invited to send comments and suggested 

improvements on DA Form 2028 (Recommended Changes to Publications) to 

Commander, US Army AMCOM, ATTN: AMSAM-PT-CP, Redstone Arsenal, AL 

35898-5000.

DISTRIBUTION STATEMENT.  This publication has been approved for public release, 

distribution unlimited.

TABLE OF CONTENTS

Page

CHAPTER 1
INTRODUCTION
 4

CHAPTER 2
PERSONNEL MANAGEMENT BOARD
 6

CHAPTER 3
POSITION CLASSIFICATION
 8

CHAPTER 4
STAFFING

12


SECTION I - GENERAL


12


SECTION II - 
HIRING AND APPOINTMENT AUTHORITIES
14


SECTION III - INTERNAL PLACEMENT AND RETENTION
17

CHAPTER 5
PAY FOR PERFORMANCE MANAGEMENT SYSTEM
20


SECTION I - 
GENERAL
20


SECTION II - 
PERFORMANCE EVALUATION SYSTEM
23


SECTION III - COMPENSATION
31

CHAPTER 6
CONVERSION
41

CHAPTER 7
EMPLOYEE DEVELOPMENT
46

CHAPTER 8
REDUCTION IN FORCE
48

APPENDIX A
-
OCCUPATIONAL SERIES BY OCCUPATIONAL FAMILY 




AND PAYBANDS
   50

APPENDIX B
-
BENCHMARK POSITION DESCRIPTIONS
   55

APPENDIX C
-
SPECIALTY CODES
   84

APPENDIX D
-
FUNCTIONAL CODES
 142

APPENDIX E
-
FAIR LABOR STANDARDS ACT COVERAGE
 147

APPENDIX F
-
INSTRUCTIONS FOR COMPLETION OF BENCHMARK 

           


POSITION DESCRIPTION COVER SHEET
 153

APPENDIX G
 -
INSTRUCTIONS FOR COMPLETION, DISTRIBUTION,




AND SUBMISSION OF PERFORMANCE-RELATED FORMS    156

APPENDIX H
 -
SAMPLE PROBATIONARY AND TRIAL PERIOD LETTER
 163

APPENDIX I -
POINT-RANGES AND PERFORMANCE ELEMENT 




BENCHMARKS
 164

APPENDIX J -
EXAMPLES OF CALCULATIONS FOR COMPENSATION 




AND CONVERSION
 166

APPENDIX K
-
EXPANDED DEVELOPMENTAL OPPORTUNITY PROGRAM
 177

APPENDIX L
-
TEMPORARY SUPERVISORY DUTIES WITHIN-BAND
 178

APPENDIX M -
VOLUNTARY EMERITUS PROGRAM WORK AGREEMENT
 179

APPENDIX N -
TEMPORARY SUPERVISORY DUTIES ACROSS-BAND
 182

APPENDIX O -
PERSONNEL DEMONSTRATION EVENTS
 183

APPENDIX P-
EXTRAORDINARY PAY INCREASE REQUEST FORMAT
 184

APPENDIX Q
-
DELEGATED EXAMINING/REFERRAL PROCEDURE FOR




PERSONNEL MANAGEMENT DEMONSTRATION PROJECT
 187

APPENDIX R
-
STUDENT COOP EVALUATION FORM
 190

APPENDIX S
-
STUDENT CAREER EXPERIENCE PROGRAM (SCEP)
 193




WORKING AGREEMENT

APPENDIX T
-
PAY ADMINISTRATION
 199

GLOSSARY

               202

ACRONYMS

               206

CHAPTER 1

INTRODUCTION

1-1.  PURPOSE.  This regulation establishes policies, procedures, and proponent responsibilities for the implementation of the Science and Technology Reinvention Laboratory Personnel Demonstration Project, hereafter referred to as "the demo project" or "the project."  This regulation is to be used in conjunction with the references listed below, though some frequently used portions of the references have been included as appendices to the regulation to assist managers in their day-to-day responsibilities.  Also, those provisions of reference 1-2.b. most relevant to day-to-day operations have been incorporated into the appropriate chapters and sections of this regulation.  Other personnel management laws and regulations which are not specifically waived by reference 1-2.b., nor addressed specifically herein, remain applicable to employees in the demo project. 

1-2.  REFERENCES.

         a.  National Defense Authorization Act, Public Law 103-337, October 5, 1994.

         b.  Federal Registers:

          (1)  Vol. 62, No. 124, Part IV, June 27, 1997

          (2)  Vol. 64, No. 47, Amendment to AVRDEC, ERDC, and MRDEC Federal Registers, March 11, 1999 

          (3)  Vol. 65, No. 170, Science and Technology (S&T) Reinvention Laboratory Personnel Demonstration Project, Department of the Army, Aviation Research, Development, and Engineering Center (AVRDEC) and Missile Research, Development, and Engineering Center (MRDEC); Notice, August 31, 2000.

         c.  Title 5, United States Code (5 USC.)

         d.  Title 5, Code of Federal Regulations (5 C.F.R.)

         e.  Office of Personnel Management (OPM) Handbook of Occupational Groups and Series

         f.  OPM Position Classification Standards

         g.  DOD Directive 5500.7R, Standards of Conduct

         h.  DOD 5000.52M, Defense Acquisition, Education, Training, and Career Development Program

         i.  Science and Technology (S&T) Reinvention Laboratory Policy 97-1, Classification, 

Recruitment and Pay Policy for Positions that Exceed GS-15 Classification Equivalency

         j.  OPM Qualification Standards Handbook for General Schedule Positions

        k.  Army Regulation (AR) 672-20, Incentive Awards, Decorations, Awards and Honors 

        l.  Memorandum, Office of the Secretary of the Army (Manpower & Reserve Affairs), 

17 Nov 97, subject:  Delegation of Position Classification Authority

       m.  Office of the Assistant Secretary of the Army (Manpower & Reserve Affairs) 

(OASA(M&RA) memorandum, subject:  Delegation of Position Classification Authority, 

17 Nov 97. 

1-3.  EXPLANATION OF TERMS.   Special terms used in the regulation are explained in the Glossary.  Acronyms are defined at the list of Acronyms.

1-4.  PROJECT COVERAGE.  The project includes AMRDEC civilian appropriated funded employees in the competitive and excepted service who, if not covered by the demo project, would be paid under the General Schedule (GS) pay systems.  Scientific and Technical (ST) employees are included for employee development, performance appraisal, and award provisions only; their classification, staffing, and compensation, however, does not change.  Senior Executive Service employees, Federal Wage System employees, employees in the Defense Civilian Intelligence Personnel System (DCIPS), and employees in the Quality Assurance Specialist (Ammunition Surveillance) (QASAS) career program are not covered in the demo project.  Department of Army 

(DA) interns assigned to the AMRDEC are not covered by the project until they complete their intern program and are assigned to US Army Aviation and Missile Command (AMCOM) rolls.  Personnel added to the AMRDEC in like positions covered by the project (either through appointment, promotion, reassignment, change to a lower grade or where their functions and positions have been transferred into the AMRDEC) will be converted to the project.

1-5.  EXPERIMENTATION AND REVISION.  Many aspects of a demonstration project are experimental.  Upon written request by management or the union to the other party, modifications may be negotiated at any time as experience is gained, results are analyzed, and conclusions are reached on how the system is working.  The AMRDEC will make minor modifications, such as changes in the occupational series in an occupational family without further notice.  Major changes, such as changes in occupational positions and a change in the number of occupational families, will be negotiated with union officials and published in the Federal Register.

CHAPTER 2

PERSONNEL MANAGEMENT BOARD

2-1.  BOARD MEMBERSHIP.  The AMRDEC Director will delegate management and oversight of the demo project to a Personnel Management Board (PMB) whose members, Chairperson, and staff (other than union representative(s) and Equal Employment Office members) will be appointed by the Executive Director.  Permanent union representative(s) on the PMB will be selected by union officials.  The Equal Employment Opportunity (EEO) Office will have permanent membership in the PMB and their representative will be selected by the EEO Office.  The establishment of the Board will not affect the authority of any management official in the exercise of their management rights set forth in 5 USC. 7106. 

2-2.  RESPONSIBILITIES.  The PMB will:

         a.  Oversee the civilian pay budget.

         b.  Determine the composition of the pay-for-performance pay pools in accordance with this regulation.

         c.  Administer funds allocation to pay pool managers.

         d.  Review operation of the AMRDEC pay pools.

         e.  Review hiring and promotion salaries as well as exceptions to pay-for-performance salary increases to include extraordinary performance and retention pay increases.

         f.  Provide guidance to pay pool managers.

         g.  Monitor award pool distribution by organization or any other special categorization.

         h.  Select participants for the Expanded Developmental Opportunity Program, long-term training, degree payment, and any special developmental assignments.

         i.  Address in-house budget neutrality issues to include tracking of average salaries.

         j.  Assess the need for changes to demonstration procedures and policies.

         k.  Adjudicate perceived compensation injuries to demonstration employees that may be due to demonstration interventions or processes.

2-3.  METHOD OF OPERATION.  It is understood by the AMRDEC's management officials, union officials, and the EEO Office that the PMB will operate on a consensus basis where consensus is defined basically as agreement by all parties involved in any Board decision or action.  Consensus occurs only after deliberation and discussion of pros and cons of the issues, and when all (not a majority) of the members are in agreement.  Each member of the Board must be satisfied as to the ultimate course of action to be taken.  Likewise, every member of the PMB will have access to the same information on any issue brought before the PMB.

CHAPTER 3

POSITION CLASSIFICATION

3-1.  GENERAL POLICY.

         a.  The demo project position classification system combines OPM General Schedule (GS) occupational series and grade levels into broad occupational families and paybands (Appendix A).  Benchmark position descriptions (Appendix B) are used to document position classification decisions in all occupational families and paybands except those bands covering positions that exceed the GS-15 level.  Positions that exceed the GS-15 level will be classified in accordance with Science and Technology (S&T) Reinvention Laboratory Policy 97-1, Classification, Recruitment and Pay Policy for Positions that Exceed GS-15 Classification Equivalency. 

         b.  The Director, AMRDEC, has been delegated position classification authority from the AMCOM Commander in accordance with referenced SAMR-CPP civilian personnel policy.  The Director may redelegate this authority to supervisors only for positions under their direct supervisory control.  Classification authority will not be delegated to someone on temporary assignment or detail.  Redelegations must follow the chain-of-command and must be kept accurate.  If the Director does not redelegate the authority or withdraws it from a subordinate manager, the authority to classify civilian positions will be exercised by the Director.  The Deputy Director or one of the Associate Directors will classify positions established in the Office of the AMRDEC Director.  Otherwise, authority to classify positions is currently limited to Directorates and Office Chiefs.  Managers do not have authority to classify their own positions.  Classification of subordinate positions that will result in an upgrade of line supervisors or managers in the chain-of-command must be approved at a level in the chain-of-command that is beyond the possible impact.

         c.  The Director, AMRDEC, will delegate classification authority in writing and assure that official files are maintained in the Center.  Delegation letters must identify each supervisor by title and specify the classification statutory and regulatory responsibilities.  The performance standards of military support form of managers who are delegated classification authority will be modified to reflect responsibility for executing position classification authority consistent with the DA standard of adequacy (90 percent accuracy rate for position classification and job description accuracy).

3-2.  POSITION CLASSIFICATION PROCESS.

         a.  Demo project managers with delegated classification authority will:

          (1)  Identify the OPM occupational series and demo project occupational family through comparison of a position's duties and responsibilities to the OPM Handbook of Occupational Groups and Series.

          (2)  Select the benchmark position description which most closely matches the level of regular and recurring work assigned to the position.  To be credited at a higher level, a position must considerably exceed the level of work described in lower level benchmark description, and must be regular and recurring.  Actual duties and responsibilities that are not regular and recurring in a position may exceed the stated criteria in a given benchmark position description but not warrant selection of a position description at a higher level.

          (3)  Assign the position title using those prescribed in current OPM Position Classification Standards.  For example, Electronics Engineer is the title for the 855 occupational series; Budget Analyst is the title for the 560 occupational series, etc.

              (a)  A supervisory prefix is used only in situations where a benchmark position description is selected that depicts the continuous assignment of both technical and administrative supervisory duties.

              (b)  A team leader prefix is used only in situations where a benchmark position description is selected that depicts the continuous assignment of team leader duties in accordance with the OPM General Schedule Leader Grade Evaluation Guide.

           (4)  Assign the occupational series, specialty code (Appendix C), confidential financial disclosure report (SF-450) indicator, and acquisition position indicator.

           (5)  Assign the appropriate OPM functional code (Appendix D) to positions in the Engineers and Scientists occupational family.

           (6)  Determine whether the position is exempt or nonexempt from the provisions of the  Fair Labor Standards Act consistent with criteria in 5 CFR part 551 (Appendix E).  The manager will re-evaluate FLSA status when demo employees are elevated within a payband or promoted to a higher payband.  If FLSA status changes, the manager will submit a Request for Personnel Action (RPA) through the CPAC to the CPOC requesting a change of FLSA.

           (7)  Document classification decisions on the Benchmark Position Description Cover Sheet (Appendix F) and submit the position description and completed cover sheet to the CPAC with a request for personnel action.

           (8)  Evaluate any position management or classification concerns and recommendations from the CPAC or the CPOC, and where deemed necessary, revise and resubmit the Benchmark Position Description Cover Sheet and the requested personnel action in accordance with CPAC or CPOC recommendations.  The final position classification decision will be made by demo project managers with delegated classification authority.

      (9)  Develop new benchmark position descriptions and specialty codes based only on substantive and significant differences.  As described in 8-2b, separate competitive levels will be established for positions filled on a full-time, part-time, intermittent, seasonal, or on-call basis.  Although existing benchmark position descriptions will be used, different competitive levels should be annotated on the job description of record (i.e., Full-time CL 001, Part-time CL 002, etc.) where there are other than full-time employees assigned to the position.

      b.  The CPAC will:

         (1)  Advise and assist demo project managers in choosing or developing benchmark position descriptions and specialty codes, and completing the Benchmark Position Description Cover Sheet.

         (2)  Advise the managers of any position management concerns, e.g., supervisory layering, functional overlap/duplication, etc., and provide recommended alternatives to address these concerns.

         (3)  Submit final classification actions to the CPOC for execution.

         (4)  Assure current position classification guidance (benchmark descriptions, specialty codes, occupational series, etc.,) is provided to the AMRDEC managers and maintained in this regulation.

      c.  The CPOC will:

        (1)  Review classification decisions made by demo project managers.

        (2)  Concur or nonconcur with the manager's classification decision.  If the CPOC concurs with the decision, they will assign or validate the benchmark position description cover sheet number and competitive level (see Chapter 8 and Appendix F), and execute the requested personnel action.  If the CPOC does not concur with the classification decision, they will provide written rationale for nonconcurrence and recommended alternatives to the demo project manager.  Following receipt of the manager's final written classification decision, the CPOC will execute the requested personnel action.

        (3)  Concur with classification of new benchmark position descriptions prior to inclusion in Appendix B.

3-3.  CLASSIFICATION APPEALS.

         a.  An employee may appeal the occupational family, occupational series, or payband level of his or her position at any time.  The appeal can only be initiated if the employee is officially assigned to the position in question.  The appeal process is outlined below:

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

          (2)  If the employee is not satisfied with the supervisory response, the employee may then appeal to the DOD appellate level.

          (3)  If the employee is not satisfied with the DOD response, he/she may appeal to the Office of Personnel Management, but 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 in Title 5 USC. will apply.

          b.  An employee may not appeal the accuracy of the benchmark position description, the demonstration project classification criteria, the pay-setting criteria, the assignment of occupational series to an occupational family, the title of a position, the propriety of a salary schedule, matters grievable under an administrative or negotiated grievance procedure, or an alternative dispute resolution procedure.

          c.  The evaluation of a classification appeal is based on the demo project classification system.  CPAC and CPOC representatives will assist managers in responding to employee appeals and requests for data from appellate reviewers, and, upon request, will assist employees in submitting appeals through proper channels to DOD and/or OPM.  Case files will be forwarded for adjudication through the CPAC and the CPOC, and will include copies of appropriate demonstration project criteria.

CHAPTER 4

STAFFING

SECTION I – GENERAL

4-1.  SIMPLIFIED ASSIGNMENT PROCESS.

         a.  Using benchmark position descriptions and specialty codes, managers will assign an employee, without pay change, within broad descriptions consistent with the needs of the organization, and the individual's qualifications and payband level.  Subsequent assignments to projects, tasks, or functions anywhere within the organization requiring the same payband level, area of expertise, and qualifications will be documented with a memorandum, without processing a personnel action.  For instance, a technical expert will be assigned to any project, task, or function requiring similar technical expertise.  Similarly, a manager will be assigned to manage any similar function or organization consistent with that individual's qualifications.

         b.  Demo project managers with delegated classification authority will:

          (1)  Initiate and sign a memorandum for record to identify or change an employee's assignment and/or rating chain under the simplified assignment process.

          (2)  Provide a copy of the memorandum to the affected employee and those in the employee's official rating chain.

          (3)  Maintain a copy of the memorandum as an audit trail.

         c.  All vacancies will be treated on a case-by-case basis.  A vacancy is a mission requirement that cannot be filled through the simplified assignment process.  Managers have the option of choosing one or a combination of the demo project staffing options after consideration has been given to the DOD Priority Placement Program and other mandatory placement systems.  Competitive fill of demo project positions which are at payband levels equivalent to mandatory career referral levels will continue to be from designated sources, e.g., Army Civilian Career Evaluation System (ACCES).

4-2.  IMPACT OF PAYBANDS.

         a.  A candidate's basic eligibility for assignment to a payband will be determined using Office of Personnel Management's (OPM) Qualification Standards Handbook for General Schedule Positions.  Recruitment announcements will state that candidates must meet the minimum standards for entry into the payband, and will describe that level.  For example, if the payband includes positions in grades GS-5 and GS-7, the candidate must meet the qualifications for positions at GS-5 level.  Announcements will further state that if one exceeds the minimum qualifications, placement salary may be adjusted higher, commensurate with qualifications.

         b.  Ordinarily, an individual will be hired at the lowest salary in a payband.  Various factors may cause the entry salary to be above the minimum level, for example:

          (1)  Current salary in the federal sector in a nondemonstration project position.

          (2)  Existence of a special salary rate for positions in this series.

          (3)  Comparability to highest previous rate provisions.

          (4)  Matching salary of mandatory placements via DOD or local priority systems.

          (5)  Matching the previous salary upon exercise of return rights from an overseas tour.

        c.  Candidates with superior qualifications for the position being filled and selectees for positions with hard-to-fill skills may also be paid at a higher entrance rate.  In these instances, managers must document the rationale for paying the higher salary.  This documentation must include:

          (1)  the superior qualifications of the individual or the hard-to-fill skills that justified paying a salary above the entrance level, such as specific courses/advanced degrees and/or related/exceptional specialized experience, AND

          (2)  the factors considered in determining the individual's existing pay (including documentation from the current/prospective employer) and the reason for setting pay at a rate higher than that needed to match existing/prospective pay, AND

          (3)  the reasons for authorizing the higher pay instead of, or in addition to, a recruitment bonus.

       d.  Selective placement factors will be established in accordance with the OPM Qualification Standards Handbook, when judged to be critical to successful job performance.  These factors will be communicated to all candidates for particular position vacancies and must be met for basic eligibility.  Under the demonstration authority, AMRDEC will modify qualification standards only as authorized in the OPM Qualification Standards Handbook, Section II, General Policies and Instructions, Part E, paragraph 8.

4-3.  RESPONSIBILITIES.

         a.  AMRDEC managers will exercise hiring and appointment authorities consistent with the Merit System Principles and without regard to race, color, religion, sex, age, national origin, partisan political affiliation, or other nonmerit grounds.

         b.  The CPAC will provide advice and assistance to AMRDEC managers in determination of hiring strategies and job analysis to determine job requirements and selective placement factors.

         c.  The CPOC will administer internal placement and external recruitment programs. 

SECTION II - HIRING AND APPOINTMENT AUTHORITIES

4-4.  TYPES OF APPOINTMENTS.

         a.  Under the demo project, there will continue to be career and career conditional appointments and temporary appointments not to exceed one year, using existing authorities and entitlements.

         b.  Nonpermanent positions (exceeding one year) needed to meet fluctuating or uncertain workload requirements will be filled using a contingent employee appointment authority.

          (1)  Employees hired for more than one year, under the contingent employee appointment authority, are given term appointments in the competitive service for no longer than five years.  The AMRDEC Director is authorized to extend an employee's contingent appointment one additional year.  These employees are entitled to the same rights and benefits as term employees and will serve a one-year trial period.  The Pay-for-Performance Management System described in Chapter 5 applies to contingent employees.

          (2)  Appointments will be made under the same appointment authorities and processes as regular term appointments, but recruitment bulletins must indicate that there is a potential for conversion to permanent employment.

          (3)  Employees hired under the contingent employee authority may be eligible for conversion to career conditional appointments.  To be converted, the employee must (a) have been selected for the term position under competitive procedures, with the announcement specifically stating that the individual(s) selected for the term position(s) may be eligible for conversion to career conditional appointment at a later date, (b) served two years of substantially continuous service in the term position, (c) be selected under merit promotion procedures for the permanent position, and (d) have a current rating of B or better.

          (4)  Employees serving under regular term appointments at the time of conversion to the demo project will be converted to the new contingent employee appointments provided they were hired for their current positions under competitive procedures.  These employees will be eligible for conversion to career conditional appointment if they have a current rating of B or better (or one of the top two ratings on the current evaluation system), and are selected under merit promotion procedures for their permanent position after having completed two years of continuous service. Time served in term positions prior to conversion to the contingent employee appointment is creditable to the requirement for two years of continuous service stated above, provided the service was continuous.

4-5.  COMPETITIVE EXAMINING AUTHORITY.

         a.  Competitive examining authority for the hiring and appointment of candidates into permanent and non-permanent positions is delegated to the Director, AMRDEC.  In addition, to provide for a more streamlined and responsive hiring system, this provides for the grouping of eligible candidates into three quality groups using numerical scores and the elimination of consideration according to the "rule of three."  This process was authorized by Federal Register Notice Vol. 64, No. 47, March 11, 1999, and includes the coordination of recruitment and public notices, the administration of the examining process, the administration of veterans' preference, the certification of candidates, and selection and appointment consistent with merit principles.

         b.  The primary change in the examining process to be demonstrated is the grouping of eligible candidates into three quality groups using numerical scores and the elimination of consideration according to the "rule of three."  Application of veterans' preference still applies where preference eligibles meeting basic (minimum) qualifications will receive an additional 5 or 10 points (depending on their preference eligibility) which is added to the minimum scores identified.  Specific procedures used for Competitive Examining Authority are provided at Appendix R.

        c.  The CPAC and CPOC are responsible for providing public notice of the opportunity to compete for positions filled under the examining authority.  As required under 5 USC 3327 and 3330, all positions must be listed in the Federal Jobs database.  Determination of appropriate public notice areas and length of open periods for receipt of applications are made by considering the nature of the positions covered by the examination, their career potential, and the characteristics of the labor market.  As a minimum, announcements will be open for a minimum of 10 workdays.

4-6.  DISTINGUISHED SCHOLASTIC ACHIEVEMENT APPOINTMENT.

         a.  This authority allows for the competitive appointment of undergraduates and graduates through the doctoral level to professional positions.  These positions may be at the equivalent of GS-7 through GS-11 and at the GS-12 level for those positions involved in research.

         b.  At the undergraduate level, candidates may be appointed to positions at a payband no greater than the equivalent GS-7 step 10 provided they may meet the minimum standards for the position as published in OPM's operating manual, "Qualification Standards for General Schedule Positions," plus any selective placement factors stated in the vacancy announcement; the occupation has a positive education requirement; and the candidate has a cumulative grade point average of 3.5 or better (on a 4.0 scale) in the courses in the field of study that are specified in the Qualification Standards for the occupational series being filled.

         c.  Appointments may also be made at the equivalent of GS-9 through GS-12 on the basis of graduate education and/or experience for those candidates with a grade point average of 3.5 or better (on a 4.0 scale) for graduate level courses in the field of study required for the occupation.

         d.  Veterans Preference procedures will apply when selecting candidates under this authority.  Any preference eligible who meets the above criteria will be considered ahead of nonpreference eligibles.  In making selections, to pass over any preference eligible(s) to select a nonpreference eligible requires approval under objection procedures outlined in 5 CFR Part 332.406.

         e.  Priority must be given to displaced employees as specified in OPM and DoD regulations.

         f.  The CPAC and CPOC are responsible for providing public notices of the opportunity to compete for appointments made under this authority, to include publishing and posting announcements.

4-7.  VOLUNTARY EMERITUS PROGRAM.

         a.  Under the demonstration project, the AMRDEC Director will have the authority to offer voluntary assignments in the AMRDEC to engineers and scientists (E&Ss) who have retired or separated from federal service.  Voluntary Emeritus Program assignments are not considered "employment" by the Federal Government (except for purposes of injury compensation).  Thus, such assignments do not affect an employee's entitlement to buyouts or severance payments based on an earlier separation from federal service.  The Voluntary Emeritus Program will ensure continued quality research while reducing the overall salary line by allowing higher paid individuals to accept retirement incentives with the opportunity to retain a presence in the scientific 

community.  The program will be of most benefit during manpower reductions as senior E&Ss could accept retirement and return to provide valuable on-the-job training or mentoring to less experienced employees.  Voluntary service will not be used to replace any employee or interfere with career opportunities of employees.

         b.  To be accepted into the emeritus program, a volunteer must be recommended by AMRDEC managers to the Director.  Everyone who applies is not entitled to a voluntary assignment.  The Director must clearly document the decision process for each applicant (whether accepted or rejected) and retain the documentation throughout the assignment.  Documentation of rejections will be maintained for two years.

         c.  To ensure success and encourage participation, the volunteer's federal retirement pay (whether military or civilian) will not be affected while serving in a voluntary capacity.  Retired or separated federal employees may accept an emeritus position without a break or mandatory waiting period.

         d.  Volunteers will not be permitted to monitor contracts on behalf of the Government or to participate on any contracts or solicitations where a conflict of interest exists.  The same rules that currently apply to source selection members will apply to volunteers.

         e.  An agreement will be established between the volunteer, the Director, and the CPAC Director.  The agreement will be reviewed by the AMCOM Legal Office for ethics determinations under the Joint Ethics Regulation.  The agreement must be finalized before the assumption of duties.  Additionally, the agreement will be reviewed by the AMCOM Intelligence and Security Directorate for security clearance requirements and actions.

         f.  The Voluntary Emeritus Program Work Agreement is at Appendix M.

SECTION III - INTERNAL PLACEMENT AND RETENTION

4-8.  PROMOTIONS.

        a.  A promotion is a move of an employee to (1) a higher payband in the same occupational family, or (2) a payband in another occupational family in combination with an increase in the employee's salary.  Positions with known promotion potential to a specific band within an occupational family will be identified when they are filled, i.e., at the time recruitment is initiated.  Not all positions in an occupational family will have promotion potential to the same band.  Movement from one occupational family to another will depend upon individual knowledge, skills, and abilities, and needs of the organization.

        b.  Upon promotion, an employee will be entitled to a 6% pay increase or to the lowest level in the payband to which promoted, whichever is greater.  Highest previous rate also may be considered in setting pay upon promotion, under rules similar to the highest previous rate rules in 5 CFR 531.203(c) and (d).

        c.  Local interns are provided promotion and pay raises in accordance with their Intern plan and the provisions of paragraph 5-2.  The plan's provisions will be generally in accordance with those of DA interns.  Local interns must be rated C or better on their performance appraisal to receive their pay raise/promotion.

4-9.  PROBATIONARY PERIOD.

         a.  The current one-year probationary period will be extended to two years for all newly hired employees in the Engineers and Scientists (DB) and Technical and Business Support (DE) occupational families.  The purpose of extending the probationary period is to allow supervisors an adequate period of time to fully evaluate an employee's ability to complete a cycle of work (such as research, program development and execution, and technology transfer) and to fully evaluate an 

employee's contribution and conduct.  Employees in the General Support occupational family will serve a one-year probationary period.  Aside from extending the time period, all other features of the current probationary period are retained including the potential to remove an employee without providing the full substantive and procedural rights afforded a non-probationary employee.  Any employee appointed prior to the implementation date will not be affected.  The two-year probation will apply to new hires or those who do not have reemployment rights or reinstatement privileges.

         b.  Probationary employees will be terminated when the employee fails to demonstrate proper conduct, technical competency, and/or adequate contribution for continued employment.  When AMRDEC management decides to terminate an employee serving a probationary period because his/her work performance or conduct during this period fails to demonstrate their fitness or qualifications for continued employment, the employee will receive written notification of the reasons for separation and the effective date of the action.  The information in the notice as to why the employee is being terminated will, as a minimum, consist of the manager's conclusions as to the inadequacies of performance or conduct.  See Appendix H.

4-10.  SUPERVISORY PROBATIONARY PERIODS.

          a.  Supervisory probationary periods will be made consistent with 5 CFR part 315, Subchapter 315.901.  Employees who have successfully completed the initial probationary period will be required to complete an additional one-year probationary period for the initial appointment to a supervisory position. 

          b.  If, during the probationary period, the decision is made to return the employee to a nonsupervisory position for reasons solely related to supervisory performance, the employee will be returned to a comparable position of no lower payband and pay than the position from which they were promoted.  Although formal notice and opportunity to improve are not required, supervisors should provide enough information so the employee understands specific deficiencies in time to try to make corrections.  Return to a nonsupervisory/nonmanagerial position is not an adverse action nor is it considered unsatisfactory performance.

4-11.  MERIT PLACEMENT.

           a.  The placement of an employee into a higher payband in the same occupational family or to another occupational family with a higher salary will be accomplished through local merit promotion procedures.  The only changes will be that references to grade will refer to level (payband) in the demonstration project, and selection of employees through competitive procedures will require a current performance rating of B or better, or equivalent under a different performance management system.

           b.  The following actions are excepted from competitive procedures:

            (1)  Repromotion to a position which is in the same payband and occupational family as the employee previously held on a permanent basis within the competitive service.

            (2)  Promotion, reassignment, demotion, 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.

            (3)  A position change permitted by reduction in force procedures.

            (4)  Promotion without current competition when the employee was appointed through competitive procedures to a position with a documented career ladder.

            (5)  A temporary promotion, or detail to a position in a higher payband, of 180 days or less.

            (6)  Reclassification to a higher payband because of additional duties and responsibilities.

            (7)  A promotion resulting from the correction of an initial classification error or the issuance of a new classification standard.

            (8)  Consideration of a candidate not given proper consideration in a competitive promotion action.

            (9)  Impact of person on the job and Factor IV process (application of the Research Grade Evaluation Guide, Equipment Development Grade Evaluation Guide, Part III, or similar guides) promotions.

         c.  To be promoted noncompetitively from one band to the next, an employee must meet the minimum qualifications for the job and have a current performance rating of B or better or the equivalent under a different performance management system.

CHAPTER 5

PAY FOR PERFORMANCE MANAGEMENT SYSTEM (PPMS)

SECTION I - GENERAL

5-1.  RESPONSIBILITIES.  Performance management is an inherent responsibility for all those in positions of leadership.  Those being rated also have significant roles and responsibilities. Specifically,

        a.  The AMRDEC Director is responsible for the success of the PPMS and will:

         (1)  Ensure fair and consistent application of this regulation in compliance with governing laws, rules, and regulations.

         (2)  Develop and communicate the AMRDEC's' vision, goals, and priorities to assist in developing individual and/or group goals and expectations.

         (3)  Ensure that employees are informed of the individuals in their rating chains and of their rating period.

         (4)  Ensure that all civilian supervisors, military supervisors who rate civilians, union representatives, and employees receive adequate training or orientation concerning the PPMS.

         (5)  Ensure timely preparation of performance objectives and completion of performance appraisals.

         (6)  Monitor the PPMS.

        b.  Pay pool managers are responsible for the fair and comparable distribution of performance based shares based upon employees' performance and contributions to the accomplishment of the AMRDEC's' missions.  Pay pool managers must certify to the Director via memorandum that all performance appraisals have been completed by 31 August of each performance period.  This will ensure that payouts from performance pay pools can be calculated and submitted no later than established annual suspense each year to the Civilian Personnel Advisory Center.  Additionally, pay pool managers may request approval from the Personnel Management Board to grant a performance pay increase to an employee that is higher than the compensation formula to recognize 

extraordinary achievement or to provide accelerated compensation for local interns.

        c.  Senior raters are responsible for communicating organizational goals.  They are responsible for assessing individual contributions in the broader perspective of overall mission accomplishment.  In fulfilling these responsibilities, they will submit senior rater comments and approve performance appraisals in a timely manner, assuring accuracy and compliance with requirements.  They will:

        (1)  Resolve disagreements between supervisors and employees or among team members when a teaming method is used.

        (2)  Consider performance appraisals and ratings when making personnel management and pay decisions.

       d.  Rating supervisors are responsible for assigning work and for working with employees in establishing job-related performance objectives for employees.  They provide information to and obtain feedback from employees on goals and priorities, performance, and professional development plans.  To accomplish their responsibilities, supervisors will:

        (1)  Identify the performance rating chains to their employees.  Explain if and how any individuals who are not in the official supervisory chain, but who assign work and/or monitor the employee's performance, (e.g., Project Manager, EEO Officer, Safety Officer, Team Leader) will be involved in rating the employee's performance.  If any individuals, other than the official supervisory chain, are involved in rating the employee's performance, the input will be given based on result(s) of tasking(s).

        (2)  Communicate organizational goals and priorities to employees at the beginning of each rating period, at the midpoint in the rating period, and throughout the rating period.

        (3)  Develop performance objectives for each rating period, and work with employees in establishing individual performance and professional development goals and expectations that should be attainable and that reflect organizational needs.

        (4)  Establish with each employee the appropriate weight for each performance element in accordance with Section II of this chapter.  Decisions about element weights will be recorded on the reverse side of the Performance Objectives Worksheet at Appendix G, Attachment 1.

        (5)  Conduct formal performance-related discussions at the midpoint of each rating period and at any other time that the need arises.  Provide informal feedback and get employee input on performance expectations and accomplishments throughout the rating period.

        (6)  Prepare timely written performance appraisals that accurately assess the employee's performance when measured against generic performance elements.

        (7)  Use performance appraisals and ratings to assist them in making sound, equitable personnel decisions.

       e.  Employees are responsible for understanding organizational expectations, for discussing their ideas about the work and professional development goals with the supervisor, and for providing feedback on supervisor's performance.  They are responsible, as well, for performing to the best of their abilities.  In fulfilling these responsibilities, employees will:

        (1)  Take appropriate roles in developing their performance and professional development objectives.

        (2)  Perform assigned tasks and inform their supervisor when they have questions and/or needs, when problems occur, or when they believe work processes could be improved.

        (3)  Provide their supervisor with timely feedback on their accomplishments that the supervisor can use in preparing performance appraisals. 

        (4)  Provide feedback on supervisor's performance so that the Director can assess the quality of supervision provided.

      f.  The CPAC is responsible for supporting the AMRDEC in implementing and administering a viable and constructive PPMS.  In fulfilling this responsibility, they will:

       (1)  Advise and assist supervisors in executing their daily performance management responsibilities and keep the AMRDEC Director informed of program status and program improvements that are needed.

       (2)  Train or arrange training for supervisors and disseminate information to employees concerning the PPMS.

     g.  The CPOC will input performance rating data into computerized database and file performance appraisals in employees' Official Personnel Folder.

5-2.  LOCAL INTERNS.

        a.  The career development and compensation for local interns will be in consonance with their individual Intern Plans.  A local intern is defined to be an employee hired at an entrance salary equivalent to a GS-9, Step 7 or less.  Employees hired at an entrance salary of GS-11, step 1 or greater, will not be considered to be a local intern.  The provisions of local intern plans will be generally in accordance with those of DA interns.  Local interns must be rated C or better on their performance appraisals to receive pay raises and/or promotions.

        b.  Local interns will receive performance evaluations in accordance with the pay-for-performance management system described herein.  However, local interns (engineers and scientists) will not participate in the pay-for-performance process until they receive a salary equivalent to GS-11, step 1 or greater.  For non E&S interns, participation in the pay for performance process will occur when the intern receives a salary equivalent to a GS-9, step 1 or greater.  At the six month point in each individual intern's rating cycle (cycle begins with the hiring date of an intern), in conjunction with the in-progress review, local interns will be given a special performance appraisal.  This special appraisal will be used to determine their eligibility for a pay raise and/or promotion in accordance with their Intern Plan, regulatory and qualification requirements.  The rating nearest to 30 June of each year will be the rating of record.  The following intern salary benchmark will be used as a guide for setting pay so that the intern will be receiving at least the same salary that he/she would have made under the pre-demo process.


Pre-Demo
Demo






Percent Increase


GS-XXX-5
DB/DE-XXX-II (not part of PFP system)




Raise #1
11.9


GS-XXX-7
Raise #2
11.9



Raise #3
11.1


GS-XXX-9
Raise #4, FPL Series, enter PFP System
11.1



Raise #5
10.5


GS-XXX-11
Raise #6, E&S, Enter PFP System
10.5

      c.  Pay pool managers may request approval from the Personnel Management Board or its designee to grant a performance pay increase to an intern.  This will permit accelerated compensation within pay bands and is a management tool to attract and retain quality local interns.

      d.  Intern promotions are not automatic.  Promotions must be earned by satisfactory completion of all requirements for the target level of the position for which the intern was hired.  These requirements must be documented in the intern training plan.

      e.  Supervisors are responsible for developing intern plans, assigning appropriate levels and amounts of work to the interns, and initiating the appropriate method of requesting intern salary increases at least 10 working days prior to the proposed effective date.

SECTION II - PERFORMANCE EVALUATION SYSTEM 

5-3.  PERFORMANCE OBJECTIVES.  Employees and supervisors will jointly develop performance objectives.  These objectives will be based on and reflect the types of duties and responsibilities expected at the respective payband.

        a.  The performance objectives, representing joint efforts of employees and their rating chains, should be in place within 30 days after the beginning of each rating period.

        b.  The objectives must be reviewed and approved by the rater at least at the beginning of the

rating period and at any other time that objectives change significantly.

        c.  Performance objectives are recorded on the form at Appendix G, Attachment 1 and become effective on the date the rater initials.

5-4.  PERFORMANCE ELEMENTS.  Performance elements are generic attributes of job performance, such as technical competence, that an employee exhibits in performing job responsibilities and associated performance objectives.  Each performance element is assigned a weight, in multiples of five, between a specified range.  The total weight of all elements is 100 points.  The supervisor, in concert with the employee, assigns each element some portion of the 100 points in accordance with its importance for mission attainment.  As a general rule, essentially identical positions will have the same critical elements and the same weight.  These weights will be 

developed along with employee performance objectives and recorded on the reverse side of the form at Appendix G, Attachment 1.  All employees will be rated against at least the five generic performance elements listed through e. below.  Technical competence is a mandatory critical element.  Other elements may be identified as critical by agreement between the rater and the employee.  In case of disagreements, the decision of the rater will prevail.  Generally, any performance element weighted 25 or higher should be critical.  However, only those employees whose duties require manager/leader responsibilities will be rated on element f.  Supervisors will be rated against an additional critical performance element, listed at g. below:

         a.  Technical Competence.  Exhibits and maintains current technical knowledge, skills, and abilities to produce timely and quality work with the appropriate level of supervision.  Makes prompt, technically sound decisions and recommendations that add value to mission priorities and needs.  For appropriate occupational families, seeks and accepts developmental and/or special assignments.  Adaptive to technological change. (Weight range: 15 to 50)

         b.  Working Relationships.  Accepts personal responsibility for assigned tasks.  Considerate of others' views and open to compromise on areas of difference, if allowed by technology, scope, budget, or direction.  Exercises tact and diplomacy and maintains effective relationships, particularly in immediate work environment and teaming situations.  Always willing to give assistance.  Shows appropriate respect and courtesy.  (Weight Range: 5 to 15)

         c.  Communications.  Provides or exchanges oral/written ideas and information in a manner that is timely, accurate, and cogent.  Listens effectively so that resultant actions show understanding of what was said.  Coordinates so that all relevant individuals and functions are included in, and informed of, decisions and actions.  (Weight Range: 5 to 15)

        d.  Resource Management.  Meets schedules and deadlines and accomplishes work in order of priority; generates and accepts new ideas and methods for increasing work efficiency; effectively utilizes and properly controls available resources; supports organization's resource development and conservation goals.  (Weight Range: 15 to 50)

        e.  Customer Relations.  Demonstrates care for customers through respectful, courteous, reliable, and conscientious actions.  Seeks out and develops solid working relationships with customers to identify their needs, quantifies those needs, and develops practical solutions.  Keeps customer informed and prevents surprises.  Within the scope of job responsibility, seeks out and develops new programs and/or reimbursable customer work.  (Weight Range: 10 to 50)

        f.  Management/Leadership.  Actively furthers the mission of the organization.  As appropriate, participates in the development and implementation of strategic and operational plans of the organization.  Develops and implements tactical plans.  Exercises leadership skills within the environment.  Mentors junior personnel in career development, technical competence, and interpersonal skills.  Exercises due responsibility of technical/acquisition/organizational positions assigned to them.  (Weight Range: 0 to 50)

       g.  Supervision/EEO.  Works toward recruiting, developing, motivating, and retaining quality team members; takes timely/appropriate personnel actions; applies EEO/merit principles; communicates mission and organizational goals; by example, creates a positive, safe, and challenging work environment; distributes work and empowers team members.  (Weight Range: 15 to 50)

5-5.  MID-YEAR REVIEW.  A midyear review between a supervisor and employee will be held to determine whether objectives are being met and whether ratings on performance elements are above an unsatisfactory level.  Supervisors will not assign performance scores or performance ratings at this time.  Performance objectives should be modified as necessary to reflect changes in planning, workload, and resource allocation.  The weights assigned to performance elements may be changed if necessary.  Additional reviews may be held as deemed necessary by the supervisor or 

requested by the employee.  The supervisor will provide periodic feedback to the employee on their level of performance.  If the supervisor determines that the employee is not performing at an acceptable level on one or more elements, the supervisor must alert the employee and document the problem(s).  This feedback will be provided at any time during the rating cycle.  Verification that the midyear review has taken place is documented by the rater and ratee by initials on the reverse side of the form at Appendix G, Attachment 1.

5-6.  PERFORMANCE APPRAISALS.

        a.  A performance appraisal will be scheduled annually although an individual performance appraisal may be conducted at any time after the minimum appraisal period of 120 days is met.  The performance appraisal process brings supervisors and employees together for formal discussions on performance and results in (1) written appraisals, (2) performance ratings, (3) performance scores, and (4) other individual performance-related actions as appropriate.  A performance appraisal shall consist of two meetings held between employee and supervisor; the performance review meeting and the evaluation feedback meeting.  

       b.  A performance appraisal with overall performance ratings assigned will be completed and recorded on the form at Appendix G, Attachment 2, within 30 days after the end of the rating period. 

       c.  Employees will provide information to the supervisor for consideration within one week after the completion of the rating period and before a rating is issued.  Supervisors will consider the employee's input and may also consider input from any other appropriate source. 

       d.  Based on this information, the rater designates a rating for each element.  Selection of the weighted points to assign to an employee's performance is assisted by use of the benchmark performance standards provided in Appendix I.   See instructions in Appendix G.

       e.  The overall score is the sum of individual performance element scores.  Employees will receive an academic-type rating of A, B, C, or U depending upon the score attained.  This rating will become the rating of record, and only those employees rated C or higher will receive general increases, performance pay increases (i.e., basic pay increases), and/or performance bonuses.  A rating of A will be assigned for scores from 85 to 100 points, B for scores from 70 to 84, C for scores from 50 to 69, and U for scores from 0 to 49 or a failure to achieve at the 50% level of any critical element.  The academic-type ratings will be used to determine performance payouts and to award additional RIF retention years. 

5-7.  PERFORMANCE REVIEW MEETING BETWEEN EMPLOYEE AND 

SUPERVISOR.  The review meeting is to discuss job performance and accomplishments.  Supervisors will not assign performance scores or performance ratings at this meeting.  The supervisor notifies the employee of the review meeting in time to allow the employee to prepare a list of accomplishments.  Employees will be given an opportunity at the meeting to give a personal performance assessment and describe accomplishments.  The supervisor and employee will discuss job performance and accomplishments in relation to the performance elements, objectives, and planned activities. 

5-8.  EVALUATION FEEDBACK MEETING BETWEEN EMPLOYEE AND 

SUPERVISOR.  In this second meeting between employee and supervisor, the supervisor informs the employee of management's appraisal of the employee's performance on performance objectives and the employee's performance score and rating on performance elements.  During this second meeting, the supervisor and employee will discuss and document performance objectives and weighted performance elements for the next rating period.

5-9.  MINIMUM RATING PERIOD.  The minimum rating period is 120 days.  Employees cannot be rated until they perform under approved performance objectives and weighted performance elements for at least 120 days.

5-10.  ANNUAL RATING PERIODS.

          a.  All employees are rated for a 12-month period, beginning 1 July and ending 30 June of the subsequent year.

          b.  Local interns are appraised in accordance with the provisions of paragraph 5-2.

          c.  Employees who move into a different position within the demonstration, 120 days or less prior to the end of the rating period, will be rated at the time of their move based upon their performance in the old position.  Employees who leave their positions to accept other Federal positions after completing at least 120 days under approved performance objectives and performance elements should receive special appraisals to provide to their gaining supervisor.

         d.  Employees newly hired in the AMRDEC with less than 120 days to the end of the rating period will not be rated that year but will receive the full amount of any General Increase.

         e.  Raters who leave their positions may issue special appraisals for all ratees under their supervision who have been under approved performance objectives and performance elements for at least 120 days.  They will issue annual appraisals for those ratees who have 120 days or less remaining in their current rating period.

5-11.  OFFICIAL RATING CHAIN.  Each employee will have an identified rating chain consisting of at least a rater and a senior rater. 

5-12.  EMPLOYEES FEEDBACK ON SUPERVISORS' PERFORMANCE.  The demo will include a process for employees to provide feedback on supervisors' performance in a non-threatening and not-for-attribution environment.  The employee feedback will be for information only, and will not be a factor in determining annual ratings of record.  The feedback on individual supervisors will be summarized for the Director's use in assessing the quality of supervision provided and to identify supervisory training and development needs.  This process was developed and implemented in April 1998.

5-13.  SPECIAL REQUIREMENTS.

           a.  Required Performance Objectives.  Some positions include specific requirements for which clearly defined performance objectives should be developed for each rating period.  Among these requirements are Supervision and Diversity/Equal Employment Opportunity planned efforts for all supervisors and managers, plans to increase competition and achieve cost savings in contracting, individual efforts to eliminate wasteful practices and achieve cost savings in inventory management (Section 323 of Public Law 101-510) and discharge of security, internal control, safety, and other relevant responsibilities of the position. 

           b.  Ratings for Temporary Promotions and Details.  Temporary promotions and details for 120 days or more require performance objectives and weighted performance elements and ratings are normally documented by special appraisals.  Information provided in the special appraisal should be considered in preparing the annual appraisal.

            (1)  The exception to preparing a special rating involves temporary promotions which are ongoing at the end of the employee's annual rating period.  A temporarily promoted employee officially occupies the position to which promoted.  Therefore, if the employee's scheduled annual rating period ends while on a temporary promotion which has lasted at least 120 days and the employee has performed under approved performance objectives and weighted performance elements for at least 120 days, the supervisor of the position to which temporarily promoted prepares the annual appraisal. 

             (2)  Conversely, an employee who is detailed continues to occupy the position from which detailed for official purposes.  Thus, the supervisor of the detailed position prepares a special appraisal if the employee's annual rating period ends during the detail.  The supervisor for the position from which the employee is detailed may either attach the special appraisal to the annual appraisal he/she prepares or, if the detail lasted for most of the rating period, adopt the special appraisal as the annual appraisal. 

            c.  Long-Term Training.  Long term training (LTT) falls into two categories: classroom and developmental (on the job) training:

             (1)  LTT Developmental Assignments should be treated as any other temporary assignment that continues for 120 days or more.  Performance objectives and weighted performance elements are established and the employee receives a special or an annual rating upon completion.

             (2)  LTT Classroom.  If the training covers most or all of the rating period, two options exist:

                (a)  Render a rating as soon as the employee returns to the position and completes 120 days under performance objectives and weighted performance elements.  The employee receives an annual rating based on performance during the extended minimum rating period.

                (b)  Render a rating for the LTT classroom.  If the supervisor and employee can establish written performance objectives and weighted performance elements for the classroom LTT, based upon study objectives either developed locally or set forth by the educational institution, the employee may be rated for the school period.  Such ratings should be carefully rendered to meet current evaluation requirements, especially since the rating chain will have no opportunity to observe the individual's performance and must depend on information provided by the educational institution.

       d.  Reconsideration Processes.  Employees who are dissatisfied with their performance appraisals and cannot resolve the problem informally may request formal reconsideration.  The formal request for reconsideration should be submitted in the form of a grievance, either through a negotiated procedure or through AMCOM grievance and appeal procedures, whichever is applicable.

       e.  Performance Which Fails to Meet Expectations:  The process to deal with poor performers may start at any time during the rating period, not necessarily at the end of an appraisal period.  "Poor performer" is defined as one who has a performance deficiency(ies) which would cause the level of performance to be at the U (unsatisfactory) level based on a composite score that is less than 50 for all elements, or a score on any critical element of less than 50 percent of the possible points for that particular element.  Employees who are poor performers must be so informed in writing, provided guidance and assistance, and given a reasonable opportunity to improve performance.   Performance-based actions will not be initiated in the absence of such performance reviews.  There are three steps in dealing with poor performers:

        (1)  Change in Assignment--Because it is recognized that employees may be assigned to a position for which they are not suited, an attempt will be made to place poor performers in a position better suited to their skills and capabilities.  The offer of change in assignment will be contingent upon the employee's concurrence and will be either within the same band or in the next lower payband.  If reassigned within the same payband, the employee will receive written notification that they will be given a reasonable opportunity period of no less than 30 calendar days in length, to demonstrate performance at a level that is at least equal to that of a summary level C 

rating.  The period of time considered to be reasonable will be determined, in part, by whether the employee's reassignment is to a substantially similar or the same position under a different supervisor, or in a different office, or in a substantially different position.  Essential training and mentoring will be provided and documented as appropriate during this opportunity period.  Failure to achieve a level of performance that is at least equal to that of a summary level C rating (following the above-referenced opportunity period) will place the employee in Step 3 of this process.  There will be no further opportunity period.

        (2)  Performance Improvement Plan (PIP)--If the employee does not accept an offer of change in assignment, or if there is no appropriate, available position to assign an employee, the supervisor will develop a PIP that will be monitored for a reasonable period of time (no less than 30 calendar days).  When an employee is placed in a PIP, the employee will be informed in writing, that unless the level of performance improves to and is sustained at a level at least equal to that of a summary level C rating, the employee may be removed from the position (change in assignment, reduction in pay, or removal from the Federal service).  If, during or at the conclusion of the PIP, the employee's level of performance improves to a level at least equal to that of a summary level C rating and is again determined to deteriorate to below level C in any area during one year from the beginning of the PIP, the AMRDEC may initiate action to remove the employee from the position with no additional opportunity to improve.  An employee whose level of performance improves to a level at least equal to that of a summary level C rating for one year from the beginning of the PIP, and then deteriorates to below level C again, in any area, during succeeding rating periods, will be placed in a second PIP before initiating action to remove the employee from the position.  If and when performance improves during the period in which the employee is otherwise ineligible for the General Increase, then the General Increase shall be restored.  Such restoration is not retroactive and is separate and apart from incentive (i.e., performance-based) pay.

        (3)  Removal--If the employee fails to demonstrate a level of performance at least equal to that of a summary level C rating after completing either Step 1 or Step 2, the employee will be given a written notice of proposed removal from the position.  The notice period will be a minimum of 30 calendar days and the employee will have a reasonable period of time in which to reply.  The employee will be given a written notice of decision to include all applicable grievance and appeal rights.

NOTE:  Performance-based adverse actions may be taken under 5 USC., Chapter 75, rather than Chapter 43. 

        (4)  A decision to remove an employee for poor performance may be based only on those instances of poor performance that occurred during the opportunity period (Step 1) or during the one-year period ending on the date of proposed removal (Step 2).  The notice of decision will specify the instances of poor performance on which the action is based and will be given to the employee at or before the time the action will be effective.

        (5)  The AMRDEC will preserve all relevant documentation concerning an action taken for poor performance and make it available to review by the affected employee or designated representative.  At a minimum, the record will consist of a copy of the notice of proposed action; the employee's written reply, if provided, or a summary if the employee makes an oral reply.  Additionally, the record will contain the written notice of decision and the reasons therefore, along with any supporting material including documentation regarding the opportunity afforded the employee to demonstrate improved performance.  An employee who sustains performance at a level at least equal to a summary level C rating for one year, will have all relevant documentation 

removed from the record.

      f.  Inability to Rate - When an annual rating cannot be prepared at the end of the scheduled annual performance cycle (e.g., extended illness of the employee), the rating period is extended for the time necessary to meet the minimum 120-day requirement, at which time an annual rating will be prepared.  Until a current rating can be prepared, a rating of B is assumed for use in all personnel actions (e.g., promotion considerations) or pay actions (e.g., annual general increase) requiring a rating of record.  An assumed rating due to an inability to rate does not entitle an employee to participate in the pay-for-performance process, which results from the current annual rating cycle. 

5-14.  FORCED DISTRIBUTION.  Activities may not prescribe a distribution of rating levels. Employees must be rated against their weighted performance elements and not ranked relative to other employees.

SECTION III - COMPENSATON

5-15.  GENERAL.

           a.  Pay is composed of basic pay and locality pay. All covered employees will be given the full amount of locality pay adjustments when they occur regardless of performance.  Additionally, all covered employees who have a rating of record of C or higher will receive a full General Increase.  Basic pay is established within paybands to compensate employees for their performance.  However, pay is linked to the GS pay scales and adjusted by the percentage specified when General Increases are authorized by Congress or the President.

           b.  A pay pool manager is accountable for staying within pay pool limits.  The pay pool manager assigns performance pay increases and/or performance bonuses to individuals on the basis of an academic-type rating, the value of the performance pay pool resources available, and the individual's current basic rate of pay within a given payband.  A pay pool manager may request approval from the Personnel Management Board (PMB) or its designee to grant a performance pay increase to an employee that is higher than the compensation formula for that employee to recognize extraordinary achievement or to provide accelerated compensation for local interns.  Performance payouts will be calculated for each individual based upon a performance pay pool value that will be initially 3 percent (e.g., 2.0% performance pay + 1.0% performance bonus) of the combined basic rates of pay of the assigned employees.  First year performance payouts are expected to occur with the first pay period beginning in FY 99 (October 1998).  Future pay adjustments will be effective at the beginning of the first full pay period of subsequent fiscal years.  The payout factor (F) will be reexamined at the end of the first assessment period to determine if a pay-out factor of 2% was maintained by revised labor rates.  If not, then the factor F must be adjusted prior to the first year payments to compensate for the early payment of step increases which would have been used to form the full robust value of this factor.  This percentage, a payout factor, will be adjusted as necessary to compensate for changing employee demographics which impact the elements used in the GS system, such as the amount of step raises, quality step increases, and promotions.  Performance payouts will be calculated so that a pay pool manager will not exceed the resources that are available in the pay pool.

         c.  The performance pay pool is composed of a base pay fund and a bonus pay fund.  The payouts made to employees from the performance pay pool will be a mix of base pay increases and bonus payments, subject to the amounts available in the respective funds.  The funding for the base pay fund is composed of money previously available for within-grade increases, quality step increases, and promotions between grades that are banded under the demonstration project.  The bonus pay fund is separately funded within the constraints of the organization's overall performance award budget.  Some portion of the performance award budget will be reserved for special ad hoc awards--e.g., suggestion awards or special act awards--and will not be included as part of the performance pay pool.

         d.  The budget office, in consultation with the represented union, will calculate the total performance pay pool funds and allocate pay pools to major organizational units or teams as determined by the AMRDEC Director.  The basic rate of pay used in computing the pay pool and performance payouts excludes locality pay.

         e.  No performance pay increases will be granted to employees at the top of their payband.  In this case, share values earned as a function of performance will be paid as a performance bonus.  Also, for employees receiving retained rates above the applicable payband maximum, the entire performance payout will be in the form of a bonus payment.  Performance bonuses are cash payments and are not part of the basic pay for any purposes (e.g., lump sum payments of annual leave on separation, life insurance, and retirement).

         f.  Pay increases for employees receiving retained rates will be determined in accordance with 5 USC. 5363, except that those with a U rating will receive no pay increase.

5-16.  PERFORMANCE PAY INCREASES AND/OR PERFORMANCE BONUSES.

          a.  Performance pay increases or performance bonuses are granted by pay pool managers based on the employee's performance rating.  The overall score is the sum of individual performance element scores.  Employees will receive an academic-type rating of A, B, C, or U depending upon the score attained.  This rating will become the rating of record, and only those employees rated C or higher will receive General Increases, performance pay increases (i.e., basic pay increases), and/or performance bonuses.  A rating of A will be assigned for scores from 85 to 100 points, B for scores from 70 to 84, C for scores from 50 to 69, and U for scores from 0 to 49 or a failure to achieve at the 50% level of any critical element.  The academic-type ratings will be used to determine performance payouts and to award additional RIF retention years as follows:

   RATING
COMPENSATION

RIF RETENTION YEARS ADDED


A
   4 shares + c*

10 


B
   2 shares + c


 7 


C
   1 share  + c


 3 


U
   0 shares


0

* c is the GS General Increase (Title 5, Section 5303).

         b.  A share will be calculated so that a pay pool manager will not exceed the resources that are available in the pay pool.  The share value for an individual will be determined by a relationship that considers the individual's current salary with respect to the maximum salary in the respective payband.  An employee's performance payout is computed as follows: 

           Performance Payout  =  (Pool Value * SAL * N)  ?  SUM (SALj * Nj); j = 1 to n

           Where:

           Pool Value  =  F * SUM (SALk); k = 1 to n

           n =  Number of employees in pay pool

           N = Number of shares earned by an employee based on the performance rating    


       (0 to 4)

           SAL  = An individual's basic rate of pay

           SUM = The summation of the entities in parenthesis over the range indicated

           F = Payout Factor

        c.  Once the individual performance payout amounts have been determined, the next step is to determine what portion of each payout will be in the form of a base pay increase as opposed to a bonus payment.  A base pay share factor is derived by dividing the amount of the base pay fund by the amount of the total performance pay pool.  This factor is multiplied by the individual performance payout amounts to derive each individual's projected base pay increase.  Certain employees will not be able to receive the projected base pay increase due to base pay caps.  Base pay is capped when an employee reaches the maximum rate of pay in an assigned payband, when the midpoint principle applies (see paragraph e. below), or when the 50 percent rule applies 

(see paragraph f. below).

        d.  If the organization determines it is appropriate, it may reallocate a portion (up to the maximum possible amount) of the unexpended base pay funds for capped employees to uncapped employees.  This reallocation must be made on a proportional basis so that all uncapped employees receive the same percentage increase in their base pay share (unless the reallocation adjustment is limited by a pay cap).  Any dollar increase in an employee's projected base pay increase will be offset, dollar for dollar, by an accompanying reduction in the employee's projected bonus payment.  Thus, the employee's total performance payout is unchanged.

        e.  A midpoint principle will be used to determine performance pay increases.  This principle is that employees in all paybands must receive a B rating or higher to advance in base pay beyond the midpoint dollar threshold of their respective payband.  If the performance payout formula yields a basic pay increase for a C-rated employee that would increase their basic rate of pay beyond the midpoint dollar threshold, then their basic rate of pay will be adjusted to the midpoint dollar threshold and the balance converted to a performance bonus.  Once an employee has progressed beyond the mid point threshold, future performance pay increases will require a B rating or greater.  If an employee receives a C rating and is beyond the midpoint threshold, incentive (i.e., performance-based) pay increases will be restricted to performance bonuses only.  See Appendix J for a numerical example.

         f.  Annual performance pay increases will be limited to 50 percent of the difference between the particular maximum band rate and the employee's current basic rate of pay, or the projected performance pay increase, whichever is less, with the balance converted to a performance bonus.  This rule will not apply when an employee's current basic rate of pay is within $100 of the maximum band rate.  This means that employees whose pay has reached the upper limits of a particular payband will receive most performance incentives as a performance bonus.  See Appendix J for a numerical example.

5-17.
PERFORMANCE PAY INCREASES DUE TO EXTRAORDINARY 

PERFORMANCE

            a.  The Personnel Management Board (PMB) will consider requests from pay pool managers for performance pay increases (base pay) of employees whose performance has been determined to be extraordinary and has clearly exceeded the value of the Performance Pay Pool compensation formula.  Requests must meet the requirement that the demonstration be "in-house budget neutral," document recommended employees earned an "A" rating during the most recent rating period, and clearly set forth the extraordinary attributes of the recommended employee.

            b.  Managers must submit individual requests to the appropriate pay pool manager NLT 30 September of each year.  Pay pool managers will consolidate requests, reconcile any budget neutrality issues within the pay pool, and present a single pay pool package to the PMB during the first week of October of each year.  The results of PMB deliberations on each individual request will be available during the last week of October of each year.

           c.  Managers must anticipate and budget for every performance pay increase based on extraordinary performance.  Increases will not be funded from the pay pool.  To demonstrate "in-house budget neutrality", the Center will manage extraordinary performance pay increases NTE 0.5% of the combined basic rates of pay of assigned employees.  Therefore, each request for an extraordinary performance increase will provide at least the following data:  (a) status of the requesting manager's budget with regard to the 0.5% requirement if this request is approved; (b) a summary of the total requests from all managers within a particular pay pool and the status of the 0.5% requirement if all requests were approved; (c) the extraordinary attributes of the employee to include the most recent rating of record and performance numerical score; and (d) the employee's current base salary (excluding locality pay) and requested target salary (excluding locality adjustments).  A sample format for submitting necessary data is provided at APPENDIX P.

5-18.  AWARDS.

          a.  On-the-spot, special act (within or outside assigned job responsibilities), and other internal awards (both monetary and nonmonetary) will continue under the project, and may be modified or expanded as appropriate.  MACOM, DA, and DoD awards and other honorary noncash awards will be retained.

          b.  Teams may distribute an award pool among themselves where appropriate.  Thus, a team leader or supervisor may recommend allocation of a sum of money (in accordance with AR 672-20), and if approved, the team may decide the individual distribution of the total dollars among themselves.

         c.  The AMRDEC Director will have the authority to grant awards to covered employees of up to $10,000 for a special act.  The scale of the award will be determined using criteria in AR 672-20.  Union officials will be notified and provided an opportunity to comment on proposed special act awards for bargaining unit employees before the effective date of the award.  In accordance with the privacy act, the name of proposed special act awardees will not be released to the union.

        d.  Title 5 USC. 3104 (ST) employees will be eligible for cash awards.

        e.  Unless covered by negotiated grievance procedures, employees may not grieve or appeal the decision to grant an award or the amount of an award.

5-19.  IMPACT OF PROMOTIONS ON PERFORMANCE INCREASES/BONUSES.

          a.  Employee's base pay will be adjusted based on the performance pay increase effective the first full pay period in October.  Specifically, the promotion salary will be recalculated to incorporate the performance pay increase.  This applies to employees on temporary promotions and employees receiving permanent promotions prior to the effective date of the performance pay increase.  This provision is applicable to employees promoted within the personnel demonstration only.  Employees promoted outside of the personnel demonstration are not subject to this policy.

         b.  For employees due a performance bonus, with or without a performance increase, the bonus will be paid irrespective of the promotion.

5-20.  SUPERVISORY PAY ADJUSTMENTS.

          a.  Supervisory pay adjustments may be used, at the discretion of the Director, to compensate employees assuming positions entailing supervisory responsibilities.  Supervisory pay adjustments are increases to the supervisor's basic rate of pay, ranging up to 10 percent of that pay rate, subject to the constraint that the adjustment may not cause the employee's basic rate of pay to exceed the payband maximum rate. Only employees in supervisory positions with formal supervisory authority meeting that required for coverage under the OPM GS Supervisory Guide may be considered for the supervisory pay adjustment. Criteria to be considered in determining the pay increase percentage include the following organizational and individual employee factors:

          (1)  Needs of the organization to attract, retain, and motivate high quality supervisors;

          (2)  budgetary constraints;

          (3)  years of supervisory experience;

          (4)  amount of supervisory training received;

          (5)  performance appraisals and experience as a group or team leader;

          (6)  their organizational level of supervision; and

          (7)  managerial impact on the organization.

NOTE:  The supervisory pay adjustment will not apply to 5 USC. 3104 (ST) positions or to employees in Payband V of the E&S occupational family.

      b.  Conditions, after the date of conversion into the demonstration project, under which the application of a supervisory pay adjustment may be considered are as follows:

        (1)  New hires into supervisory positions will have their initial rate of basic pay set at the supervisor's discretion within the pay range of the applicable payband.  This rate of pay may include a supervisory pay adjustment determined using the ranges and criteria outlined above.

        (2)  A career employee selected for a supervisory position that is within the employee's current payband may also be considered for a supervisory pay adjustment.  If a supervisor is already authorized a supervisory pay adjustment and is subsequently selected for another supervisory position, within the same payband, then the supervisory pay adjustment will be redetermined.

      c.  Within the demonstration project rating system, the performance element "Supervision/EEO" is identified as a critical element.  Changes in the rating value for this 

element awarded to a supervisor with a supervisory pay adjustment may generate a review of the adjustment and may result in an increase or decrease to that adjustment.  Decrease to a supervisory pay adjustment is not an adverse action if this action results from changes in supervisory duties or supervisory ratings.

      d.  Supervisors, upon initial conversion into the demonstration project into the same or substantially similar position, will be converted at their existing basic rate of pay and will not be offered a supervisory pay adjustment.

      e.  The initial dollar amount of the adjustment will be removed when the employee voluntarily leaves the supervisory position.  The cancellation of the adjustment under these circumstances is not an adverse action and is not appealable.  If an employee is removed from a supervisory position for personal cause (performance or conduct), the adjustment will be removed under adverse action procedures.  However, if an employee is removed from a nonprobationary supervisory position for conditions other than voluntary or for personal cause, then the pay retention provisions of 5 CFR part 536 will prevail.  Any employee who receives a supervisory adjustment will sign a statement of understanding to acknowledge the conditions and entitlements cited in this paragraph.

      f.  Supervisory adjustments will not be funded from performance pay pools.

5-21.  SUPERVISORY PAY DIFFERENTIALS (See Appendices L & N)

           a.  Supervisory differentials may be used, at the discretion of the Director, as an incentive and to reward supervisors in paybands III or IV of the E&S occupational family or in paybands III, IV or V of the Technical and Business Support occupational family.   To be eligible, the supervisor must have formal authority which meets that required for coverage under the OPM GS Supervisory Guide.  A supervisory pay differential is a cash incentive that may range up to 10 percent of the supervisor's basic rate of pay.  It is paid on a pay period basis and is not included as part of the supervisor's basic rate of pay.  Criteria to be considered in determining the amount of this supervisory pay differential includes those identified for Supervisory Pay Adjustments.

           b.  The supervisory pay differential may be considered, either during conversion into or after initiation of the demonstration project, if the supervisor has subordinate employees in the same payband.  The differential must be terminated  when the employee no longer meets the established eligibility criteria, or if the employee is removed from the supervisory position, regardless of cause.

           c.  After initiation of the demonstration project, all personnel actions involving a supervisory differential will require a statement of understanding signed by the employee acknowledging that the differential may be terminated or reduced at the Director's discretion.  The termination or reduction of the differential is not an adverse action and is not subject to appeal.

           d.  Details to supervisory positions (both within-band details and across-band details) are useful management tools.  Guidance on supervisory pay differentials is provided at Appendices L and N.

           e.  Supervisory differentials will not be funded from performance pay pools.

5-22.  PAY AND COMPENSATION CEILINGS.

          a.  An employee's total monetary compensation paid in a calendar year may not exceed the basic rate of pay paid in level I of the Executive Schedule consistent with 5 USC. 5307 and 5 CFR part 530, subpart B.  In addition, each payband will have its own pay ceiling, just as grades do in the current system.  Pay rates for the various paybands will be directly keyed to the GS rates.  Except for retained rates, basic pay will be limited to the maximum rates payable for each payband.

         b.  Pay and compensation policies for positions in payband V of the Engineer and Scientist (E&S) occupational family will be developed in accordance with criteria to be established jointly by the Assistant Secretary of the Army (Manpower and Reserve Affairs) and the Office, Assistant Secretary of the Army (Research, Development and Acquisition).  The proposed salary range is a minimum of 120% of the minimum rate of basic pay for GS-15 with a maximum rate of basic pay established at the rate of basic pay (excluding locality pay) for SES level 4 (ES-4).

5-23.  STUDENT TRAINEES.

          a.  General.  This section applies to all AMRDEC student trainees in the Student Educational Employment Program (5 CFR Parts 213 and 338).  This includes students in both the Student Temporary Employment Program and the Student Career Experience Program.  A student trainee is an individual who is enrolled or accepted for enrollment as a degree-seeking student and is taking at least a half-time academic/vocational/or technical course load.  This course load can be in an accredited high school, technical or vocational school, 2 year or 4 year college or university, graduate or professional school.

           (1)  The Student Temporary Employment Program provides student trainees with flexible, temporary employment to enable them to earn a salary while continuing their studies.  The Student Career Experience program provides student trainees with career related employment, which enriches students' academic experience and offers them valuable work experience in their career field. Employees on CREST (Career Related Experience in Science and Technology) positions are excluded since they are not on AMCOM TDA spaces.

          (2)  Eligibility and selection requirements for prospective Schedule B student trainees can be obtained by contacting your supporting personnelist.  Specific questions and answers are described at http://www.opm.gov/employee/students/qs&as.htm.  Salary progressions within a pay band and/or noncompetitive promotions are warranted based on the successful completion of education and work experience requirements.  The pay level or salary progression will depend on the academic degree being pursued, and will either apply to pay band I, below the salary equivalent of a GS-4, step 10, or apply to pay band II, below the salary equivalent of GS-11, step 10.  Student trainee pay for initial appointment shall be set at a salary equivalent to the GS grades and levels of 

education and experience shown in the OPM Qualification Standards Handbook for "Group Coverage Qualification Standard for Schedule B Student Trainee Positions." 

       b.  Salary Determinations.  The salary of student trainees may be adjusted based on the successful completion of education and work experience requirements.  This adjustment will be at least the same salary that he/she would have received under the General Schedule (GS) system.  This adjustment is achieved by calculating first the amount a student would have received in a GS system promotion (GS-1 to GS-2, GS-2 to GS-3, GS-3 to GS-4, GS-4 to GS-5, GS-5 to GS-7, GS-7 to GS-9, or GS-9 to GS-11).  Finally, the salary adjustment is determined by awarding the appropriate amount upon successful completion of the education and work experience requirements, as stipulated in the OPM qualification handbook.  The salary adjustment will be accomplished either as a noncompetitive promotion or as a pay adjustment, depending on advancement with respect to the corresponding GS grade levels. An example salary adjustment is provided below.

     EXAMPLE:  Pay increases will occur only if the student trainee fully complies with all of the requirements of the specific Student Educational Employment Program to include the requirements specified in any written agreement between the educational institute, AMRDEC and the student.  Student trainees will still receive general pay increases and locality pay increases as provided by law and Presidential authority, independent of the performance evaluation process.    

?
Employee begins as a DB-8XX-I, salary equivalent to a GS-830-4.

?
Noncompetitive Promotion to DB-8XX-II (GS-8XX-5) upon successful completion of three academic years of study leading to a BS or higher and one period of GS-4 student trainee work experience. 

?
Salary adjustment within DB-II (GS-8XX-7) upon successful completion of four academic years of study (or all the requirements) leading to a BS or higher and one period of GS-5 student trainee work experience.  The student trainee may be noncompetitively converted to Career-Conditional Appointment if all conversion requirements are met.

?
Salary adjustment within DB-II (GS-8XX-9) upon successful completion of one full year of graduate level study and one period of GS-7 student trainee work experience.

?
Salary adjustment (noncompetitively) within DB-II (GS-8XX-11) upon successful completion of two full years of graduate level study and one period of GS-9 student trainee work experience.  The student trainee may be career or career conditionally converted to AMRDEC (if not previously converted).  The student trainee will enter the AMRDEC Pay-for-Performance system.  

?


      c.  Pay-for-Performance (PFP) Process.

        (1)  Student trainees shall receive performance evaluations following each work term (quarterly). Copies of all evaluations will be provided to the CPAC and to the university/college involved.  Student trainees shall not be assigned to a specific pay pool, and not participate in PFP payouts.  Salary adjustments will be funded outside of the pay pools.  (See Appendix S)

        (2)  Student trainees will be placed into the PFP system for pay out purposes when they successfully complete the Student Career Experience Program and are converted to AMRDEC on a career or career conditional appointment.  Appointments of participants who have met all the requirements of the program may be non-competitively converted to career or career conditional appointments in accordance with Federal Register Vol. 59, No. 241, Friday, December 16, 1994, Student Educational Employment Program. 

      d.  Responsibilities.

        (1)  Supervisors are responsible for initiating written agreements (with CPAC assistance) between the educational institute, AMCOM, and the student. (See Appendix T)  Responsibilities also include developing student training plans, assigning appropriate levels and amounts of work to the student trainees, and initiating the request for personnel action to promote/adjust pay at least two pay periods prior to the proposed effective date. 

        (2)  Student trainees are responsible for reading, understanding and signing a required agreement.  Additionally, student trainees are responsible for making satisfactory progress through their training program and meeting all requirements of their assigned job responsibilities.

        (3)  The Civilian Personnel Advisory Center (CPAC) is responsible for providing any requested advice to participants in the Student Educational Employment Program.  CPAC personnel will review requested salary increases submitted by supervisors and forward those requests to the Civilian Personnel Operations Center (CPOC).

        (4)  CPOC is responsible for processing the requested salary increases to completion.

CHAPTER 6

CONVERSION

6-1.  CONVERSION TO THE DEMONSTRATION PROJECT FROM A GENERAL 

SCHEDULE POSITION.

         a.  Initial entry into the demonstration project will be accomplished through a full employee protection approach that ensures each employee an initial place in the appropriate payband without loss of pay.  Employees serving under regular term appointments at the time of the implementation of the demonstration project will be converted to the contingent employee appointment.  Position announcement, etc. will not be required for these contingent employee appointments.  An automatic conversion from current GS/GM grade and pay into the new broadband system will be accomplished.  Each employee's initial total salary under the demonstration project will equal the total salary received immediately before conversion.  Employees who enter the demonstration project later by lateral reassignment or transfer will be subject to parallel pay conversion rules, to include Within-Grade Increase equity buyout in accordance with reference 1-2b, FRN, paragraph V.e., Conversion; and/or salary adjustment based on managerial determination.  If conversion into the demonstration project is accompanied by a geographic move, the employee's GS pay entitlements in the new geographic area must be determined before performing the pay conversion.

         b.  Employees who are on temporary promotions at the time of conversion will be converted to a payband commensurate with the grade of the position to which promoted.  At the conclusion of the temporary promotion, the employee will revert to the payband which corresponds to the grade of record.  When a temporary promotion is terminated, the employee's pay entitlements will be determined based on the employee's position of record, with appropriate adjustments to reflect pay events during the temporary promotion.

          (1)  For temporary promotion with not to exceed (NTE) date of less than one year:  at  initial conversion (effective date no later than 9 November 1997), employees will be converted at the existing salary of the temporary promotion.  Upon termination of the temporary promotion (either at the not to exceed date or earlier), a pay adjustment will be made.  The employee's pay entitlement will be determined based on the pay events that would have occurred in the permanent position of record.  The employee's pay entitlement will include calculation of the within grade increase buy-in that would have occurred at initial conversion if not for the temporary promotion.

          (2)  For temporary promotion of one year or more:  at initial conversion (effective date no later than 9 November 1997), employees will be awarded that portion of the waiting period for the next higher step of the temporary promotion they have completed prior to the date of implementation.  Upon termination of the temporary promotion, the employee will revert to the payband which corresponds to the permanent position of record.  The highest actual rate of basic pay, received from the temporary promotion of one year or more, will be used to set the basic rate of pay for those employees converted into the Laboratory Demonstration Project on a temporary promotion of one year or more OR for those temporary promotions of one year or more initiated after implementation of the demonstration project. 

        c.  In no case may those adjustments increase the pay for the position of record beyond the applicable pay range maximum rate.  The only exception will be if the original competitive promotion announcement stipulated that the promotion could be made permanent; in these cases actions to make the temporary promotion permanent will be considered, and if implemented, will be subject to all existing priority placement programs.

        d.  Employees who are covered by special salary rates, prior to and after entrance into the demonstration project, will no longer be considered a special rate employee under the Demonstration Project.  These employees will, therefore, be eligible for full locality pay.  The adjusted salaries of these employees will not change.  Rather, the employees will receive a new basic pay rate computed by dividing their adjusted basic pay (higher of special rate or locality rate) by the locality pay factor for their area.  A full locality adjustment will then be added to the new basic pay rate.  Adverse action and pay retention provisions will not apply to the conversion process as there will be no change in total salary.  See Appendix J for numerical examples.

        e.  During the first 12 months following conversion, employees will receive pay increases for noncompetitive promotion equivalents when the grade level of the promotion is encompassed within the same broad band, if the employee's performance warrants the promotion and promotions would have otherwise occurred during that period.  Employees who receive an in-level promotion at the time of conversion will not receive a prorated step increase equivalent as defined below.

        f.  Under the General Schedule (GS) pay structure, employees progress through their assigned grade in step increments.  

         (1)  Since the GS structure has been replaced under the demonstration project, employees will be awarded that portion of the next higher step based upon the portion of the waiting period they have completed prior to the date of implementation.  As under the GS system, supervisors will be able to withhold these partial step increases if the employee's performance falls below fully successful.  Rules governing Within-Grade Increases (WGI) under the standard Army performance plan will continue in effect until the implementation date.  Adjustments to the employee's base salary for WGI equity will be computed effective the date of implementation to coincide with the beginning of the first formal pay for performance (PFP) assessment cycle.  WGI equity will be 

acknowledged by increasing base salaries by a prorated share based upon the number of weeks an employee has completed towards the next higher step.  Payment will equal the current value of the employee's next WGI times the proportion of the waiting period completed (weeks completed in waiting period/weeks in the waiting period) at the time of conversion.  Employees at step 10, or receiving retained rates, on the date of implementation will not be eligible for WGI equity adjustments since they are already at or above the top of the step scale.  See Appendix J for a numerical example.

         (2)  Employees being converted into the demonstration after implementation will be awarded that portion of the next higher step based upon the portion of the waiting period they have completed prior to the date of conversion.

       g.  New hires, including employees transferring from other Federal activities, will be converted into the demonstration project in the occupational family and at the pay band level and pay consistent with the duties and responsibilities of the position and individual qualifications.  In all cases, the final adjusted rate of pay will contain a locality pay component.

6-2.  CONVERSION TO THE DEMONSTRATION PROJECT FROM OTHER THAN A 

GENERAL SCHEDULE POSITION.  Employees converting to the demonstration project from other than a General Schedule position will have their salary set, based on managerial determination, within the payband that encompasses the position to which they are being assigned.  Employees not currently receiving locality pay will have locality pay computed after their initial basic pay has been determined, unless covered by special salary rate provisions, IAW reference 1-2b, FRN, paragraph V.c.

6-3.  CONVERSION OR MOVEMENT FROM A PROJECT POSITION TO A GENERAL 

SCHEDULE POSITION.

         a.  Policy.  If a demonstration project employee is moving to a General Schedule (GS) position not under the demonstration project, or if the project ends and each project employee must be converted back to the GS system, the following procedures will be used to convert the employee's project payband to a GS-equivalent grade and the employee's project rate of pay to GS equivalent 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 upon termination of the project and for lateral reassignments, the converted GS grade and rate will become the employee's actual GS grade and rate after leaving the demonstration project (before any other action).  For transfers, promotions, and other actions, the converted GS grade and rate will be used in applying any GS pay administration rules applicable in connection with the employee's movement out of the project (e.g., promotion rules, highest previous rate rules, pay retention rules), as if the GS converted grade and rate were actually in effect immediately before the employee left the demonstration project.

         b.  Grade-Setting Provisions. An employee in a payband corresponding to a single GS grade is converted to that grade.  An employee in a payband corresponding to two or more grades is converted to one of those grades according to the following rules (numerical examples are provided in Appendix J):

          (1)  The employee's adjusted rate of basic pay under the demonstration project (including any locality payment) is compared with step 4 rates in the highest applicable GS rate range.  (For this purpose, a "GS rate range" includes a rate in (1) 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, as applicable.)  If the series is a two-grade interval series, only odd-numbered grades are considered below GS-11.

          (2)  If the employee's adjusted project rate equals or exceeds the applicable step 4 rate of the highest GS grade in the band, the employee is converted to that grade.

          (3)  If the employee's adjusted project rate is lower than the applicable step 4 rate of the highest grade, the adjusted rate is compared with the step 4 rate of the second highest grade in the employee's payband.  If the employee's adjusted rate equals or exceeds step 4 rate of the second highest grade, the employee is converted to that grade.

          (4)  This process is repeated for each successively lower grade in the band until a grade is found in which the employee's adjusted project rate equals or exceeds the applicable step 4 rate of the grade.  The employee is then converted at that grade.  If the employee's adjusted rate is below the step 4 rate of the lowest grade in the band, the employee is converted to the lowest grade.

          (5)  Exception: If the employee's adjusted project rate exceeds the maximum rate of the grade assigned under the above-described "step 4" rule but fits in the rate range for the next higher applicable grade (i.e., between step 1 and step 4), then the employee shall be converted to that next higher applicable grade.

          (6)  Exception: An employee will not be converted to a lower grade than the grade held by the employee immediately preceding a conversion, lateral reassignment, or lateral transfer into the project, unless since that time the employee has undergone a reduction in band.

       c.  Pay-Setting Provisions. An employee's pay within the converted GS grade is set by converting the employee's demonstration project rate of pay to GS rate of pay in accordance with the following rules:

         (1)  The pay conversion is done before any geographic movement or other pay-related action that coincides with the employee's movement or conversion out of the demonstration project.

         (2)  An employee's adjusted rate of basic pay under the project (including any locality payment) is converted to a GS adjusted rate on the highest applicable rate range for the converted GS grade.  (For this purpose, a "GS rate range" includes a rate range in (1) the GS base schedule, (2) an applicable locality rate schedule, or (3) an applicable special rate schedule.)

         (3)  If the highest applicable GS rate range is a locality pay rate range, the employee's adjusted project rate is converted to a GS locality rate of pay.  If this rate falls between two steps in the locality-adjusted schedule, the rate must be set at the higher step.  The converted GS unadjusted rate of basic pay would be the GS base rate corresponding to the converted GS locality rate (i.e., same step position).  (If  this employee is also covered by a special rate schedule as a GS employee, the converted special rate will be determined based on the GS step position.  This underlying special rate will be basic pay for certain purposes for which the employee's higher locality rate 

is not basic pay.)

         (4)  If the highest applicable GS rate range is a special rate range, the employee's adjusted project rate is converted to a special rate.  If this rate falls between two steps in the special rate schedule, the rate must be set at the higher step.  The converted GS unadjusted rate of basic pay will be the GS rate corresponding to the converted special rate (i.e., same step position).

       d.  E&S Payband V Employees.  An employee in Payband V of the E&S occupational family will convert out of the demonstration project at the GS-15 level.  The AMRDEC, in consultation with the CPAC, will develop a procedure to ensure that employees entering Payband V understand that if they leave the demonstration project and their adjusted pay exceeds GS-15, step 10 rate, there is no entitlement to retained pay; their GS-equivalent rate will be deemed to be the rate for GS-15, step 10.  For those Payband V employees paid below the adjusted GS-15, step 10 rate, the converted rates will be set in accordance with paragraph 6-3c.

       e.  Employees with Band or Pay Retention.

         (1)  If an employee is retaining a band level under the demonstration project, apply the procedures in paragraphs 6-3b. and c., using the grades encompassed in the employee's retained band to determine the employee's GS-equivalent retained grade and pay rate.  The time in a retained band under the demonstration project counts toward the 2-year limit on grade retention in 5 USC. 5362.

         (2)  If an employee is retaining rate under the demonstration project, the employee's GS-equivalent grade is the highest grade encompassed in his or her band level.  The AMRDEC will coordinate through higher headquarters with OPM to prescribe a procedure for determining the GS-equivalent pay rate for an employee retaining a rate under the demonstration project.

        f.  Within-Grade Increase -- Equivalent Increase Determinations.  Service under the demonstration project is creditable for within-grade increase purposes upon conversion back to the GS pay system.  Performance pay increases (including a zero increase) under the demonstration project are equivalent increases for the purpose of determining the commencement of a within-grade increase waiting period under 5 CFR 531.405(b).

CHAPTER 7

EMPLOYEE DEVELOPMENT

7-1.  PROFESSIONAL DEVELOPMENT.  Planning for professional development is an integral part of the performance management process.  Along with meaningful performance-related discussions that assist employees in reinforcing strengths and correcting weaknesses, professional development opportunities may include sabbaticals, classroom training, on-the-job training, mentoring, special developmental assignments, participation in professional and civic organizations, and writing professional articles for publication.  Rating supervisors should encourage employees to seek professional development opportunities and reward them appropriately (e.g.; through awards, challenging work assignments, and promotions) when they succeed in enhancing their value to the organization.

7-2.  EXPANDED DEVELOPMENTAL OPPORTUNITY PROGRAM.

         a.  The Expanded Developmental Opportunity Program, commonly known as sabbaticals, will be funded by the AMRDEC.  It will cover all demonstration project employees in the Engineers and Scientists and the Technical and Business Support occupational families.  An expanded developmental opportunity (sabbatical) complements existing developmental opportunities such as:

          (1)  long-term training, 

          (2)  one-year work experiences in an industrial setting via the Relations With Industry Program, 

          (3)  one-year work experiences in laboratories of allied nations via the Science and Engineer Exchange Program, 

          (4)  rotational job assignments within the AMRDEC, 

          (5)  up to one year developmental assignments in higher headquarters within the Army and Department of Defense, and 

          (6)  self-directed study via correspondence courses and local colleges and universities.

        b.  Each developmental opportunity period will benefit the AMRDEC, as well as increase the employee's individual effectiveness.  Various learning or uncompensated developmental work experiences may be considered, such as advanced academic teaching or research, or on-the-job work experience with public or nonprofit organizations.  Employees will be eligible for sabbaticals after completion of seven years of Federal service.  Final approval authority will rest with the AMRDEC Director.  Selection of an employee to be granted an expanded developmental opportunity will be on a competitive basis.  An expanded developmental opportunity period will not result in loss of (or reduction in) basic pay, leave to which the employee is otherwise entitled, or credit for time or service.  Employees accepting an expanded developmental opportunity do not have to sign a continued service agreement cited in 5 USC. 4108.

        c.  The opportunity to participate in the Expanded Developmental Opportunity Program will be announced annually.  Instructions for application and the selection criteria will be included in the announcement.  Final selection for participation in the program will be made by the Personnel Management Board.  The position of employees on an expanded developmental opportunity may be backfilled either temporarily or permanently.  However, that position or its equivalent will be made available to the employee returning from the expanded developmental opportunity.  The process for application for Expanded Developmental Opportunity Program is at Appendix K.

       d.  Training for local interns will be determined by the requirements of their training plans.

7-3.  TRAINING FOR DEGREES.

        a.  Degree training is an essential component of an organization that requires continuous attainment of advanced and specialized knowledge.  Degree training in the academic environment of laboratories is also a critical tool for recruiting and retaining employees with or requiring critical skills.  Under the demo project, AMRDEC have expanded authority to provide degree payment for purposes of meeting critical skill requirements, to ensure continuous acquisition of advanced and specialized knowledge essential to the organization, and to recruit and retain personnel critical to the present and future requirements of the organization.  Degree payment may not be authorized 

where it would result in a tax liability for the employee without the employee's express and written consent.  The degree payment authority will be used primarily and largely for advanced degrees, except where an undergraduate program is necessary to the attainment of an advanced degree or credits.  Any variance from this policy must be rigorously determined and documented.

       b.  The AMRDEC will have annual announcements of degree opportunities for positions needing critical skills with selections by the Personnel Management Board and final approval by the Director.

CHAPTER 8

REDUCTION IN FORCE

8-1.  INTRODUCTION.  Modifications to RIF procedures include limiting competitive area to employees in the demo project and increasing the emphasis on performance in the RIF process.  Retention criteria are in the following order:  tenure, veteran preference, service credit adjusted by a sum of the last three performance ratings. Current reduction in force regulations/procedures have been adjusted in the context of the occupational family and payband classification system.

8-2.  COMPETITION AREAS AND COMPETITIVE LEVELS (CLs).

         a.  All positions included in the Demonstration Project at a specific geographic location will be considered a separate competitive area (exception: positions at Ft Eustis and Hampton (NASA-Langley), Virginia, will be combined into one competitive area).  Bumps and retreats will occur only within the competitive area and only to positions for which the employee is qualified. 

         b.  Competitive levels will be established based on the payband, classification series, and where responsibilities are similar enough in duties, qualification requirements, pay schedules, and working conditions so that an employee may be reassigned to any of the other positions within the level without requiring significant training or causing undue interruption.  Separate competitive levels will be established for positions in the competitive and excepted service; for positions filled on a full-time, part-time, intermittent, seasonal, or on-call basis; and separate levels will be established for positions filled by an employee in a formally designated trainee or developmental 

program.

8-3.  RETENTION.  Competing employees are listed on a retention register in the following order:

        a.  By Tenure Group (group I is career employees, group II is career-conditional employees, group III is contingent employees).

        b.  Within each Tenure Group, by one of three subgroups (subgroup AD is 30% or higher compensable veterans, subgroup A is other veterans, subgroup B is nonveterans).

        c.  Within each subgroup, by years of service adjusted to include performance credit.

8-4.  BUMP AND RETREAT RIGHTS.

         a.  In the Demonstration Project an employee can bump to a position held by another employee in a lower subgroup or tenure group; the position may be no lower than the equivalent of three GS grades (or appropriate grade intervals) below the minimum GS grade level of his/her current band.

         b.  An employee can retreat to a position held by another employee in the same subgroup who has a lower adjusted RIF service computation date; the position may be no lower than the equivalent of three GS grades (or appropriate grade intervals) below the minimum GS grade level of his/her current band.

        c.  A preference eligible employee with a compensable service-connected disability of 30 percent or more may retreat to positions equivalent to five GS grades (or appropriate grade intervals) below the minimum grade level of his/her current band.

        d.  An employee with a current annual performance rating of U has assignment rights only to a position held by another employee who has a U rating.  An employee who has been given a written decision of removal because of unacceptable performance will be placed at the bottom of the retention register for his/her competitive level.

8-5.  LINK BETWEEN PERFORMANCE AND RETENTION.

        a.  An employee will have additional years of service added to the service computation date for retention purposes.  This credit is applied for each of the last three annual performance ratings of record, received over the last four years, for a potential credit of 30 years.  Annual credits are applied as follows:

         (1)  Rating A adds 10 years

         (2)  Rating B adds 7 years

         (3)  Rating C adds 3 years

         (4) Rating U adds no credit for retention

       b.  If the employee has less than three annual performance ratings of record, then for each missing rating, an average of the ratings received over the past four years will be used.  Ratings given under systems other than the AMCOM laboratory demo systems will be converted to the laboratory demo system rating scheme and employees will be provided the equivalent rating credit.  Ratings will be converted using the summary level table in 5 CFR 430.208(d)(1).

8-6.  GRADE AND PAY RETENTION.  Except where waived or modified in the waivers section of reference 1-2b(1), grade and pay retention will follow current law and regulations.

APPENDIX A

OCCUPATIONAL SERIES BY OCCUPATIONAL FAMILY AND PAYBANDS

A-1.  OCCUPATIONAL FAMILY DEFINITIONS. There are three occupational families in the demo project:

         a.  Engineers and Scientists (E&S): This occupational family includes all technical professional positions such as engineers, physicists, chemists, metallurgists, mathematicians, and computer scientists.  Predominantly, specific course work or educational degrees are required for these occupations.  Positions in this occupational family are coded as pay schedule DB.

         b.  Technical and Business Support:  This occupational family contains positions that directly support the E&S mission.  It includes specialized functions in such fields as technical information management, librarians, equipment specialists, quality assurance, finance, procurement, accounting, administrative computing, management analysis and engineering and electronics technicians.  Employees in these jobs may or may not require college course work.  Analytical ability and specialized knowledge in administrative fields are required for business support positions.  Knowledge of and training in the various electrical, mechanical, chemical, or computer principles, methods, and techniques are generally required for technical support positions.  Positions in this occupational family are coded as pay schedule DE.

        c.  General Support:  This occupational family is composed of positions for which minimal formal education is needed, but for which special skills, such as office automation or shorthand, are usually required.  Clerical work usually involves the processing and maintenance of records.  Assistant work requires knowledge of methods and procedures within a specific administrative area.  Other support functions include the work of secretaries, guards, and mail clerks.  Positions in this occupational family are coded as pay schedule DK.

A-2.  PAYBANDS AND OCCUPATIONAL FAMILIES:

Figure 1.  Paybands and Occupational Families

Occupational Families

Bands Corresponding

GS Grades                         

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Above GS-15

Engineers & Scientists         

DB

I

N

II

*

III

*

IV

E

V

E

Technical & Business Support                              

DE

I

N

II

*

III

*

IV

E

V

E

General Support

DK

I

N

II

*

III

*

IV

*

FLSA CODES:  N - Nonexempt       

                           E - Exempt        

* - Nonexempt or Exempt

Note:  Although typical exemption status under the various paybands is shown in the above table, actual FLSA exemption determinations are made on a case-by-case basis.

A-3.  OCCUPATIONAL SERIES BY OCCUPATIONAL FAMILY:

          a.  DB - Engineers & Scientists

    
0180 Engineering Research Psychologist, Engineering Psychologist

    
0801 General Engineer, Human Factors Engineer, Value Analysis Engineer

    
0806 Materials Engineer

    
0808 Architect

    
0810 Civil Engineer

    
0819 Environmental Engineer

    
0830 Mechanical Engineer

    
0850 Electrical Engineer

    
0854 Computer Engineer

    
0855 Electronics Engineer

    
0861 Aerospace Engineer; Senior Research Scientist

    
0892 Ceramics Engineer

    
0893 Chemical Engineer

    
0896 Industrial Engineer

    
0899 Student Trainee (Engineering)

    
1301 Physical Scientist

    
1310 Physicist

    
1320 Chemist

    
1321 Metallurgist

    
1515 Operations Research Analyst

    
1520 Mathematician

    
1529 Mathematician Statistician

    
1550 Computer Scientist

          b.  DE - TECHNICAL AND BUSINESS SUPPORT

    
0018 Safety & Occupational Specialist        


0028 Environmental Protection Specialist


0301 Data & Configuration Management, Standardization

            0301 Miscellaneous Administrative & Program Specialist

    
0340 Program Manager

    
0341 Administrative Officer

    
0342 Support Services Specialist/Assistant

    
0343 Management/Program Analyst

    
0346 Logistics Management Specialist

    
0391 Telecommunications Specialist

    
0510 Operating Accountant

    
0560 Budget Analyst

    
0802 Engineering Technician, Aerospace Engineering Technician

    
0809 Construction Representative

    
0856 Electronics Technician

    
0905 Attorney Advisor    

    
1001 General Arts & Information Specialist

    
1035 Public Affairs Officer      

    
1040 Language Specialist

    
1060 Photographer

    
1071 TV Production Specialist

    
1082 Technical Information Writer

    
1083 Technical Writer/Editor

    
1084 Visual Information Specialist

    
1102 Contract Specialist

    
1103 Industrial Property Management Specialist

    
1150 Industrial Specialist

    
1176 Building Manager

    
1311 Physical Sciences Technician

    
1410 Librarian (Physical Sciences & Engineering)

    
1412 Technical Information Specialist

    
1499 Student Trainee (Library and Archival Science)

    
1515 Operations Research Analyst (Cost)

    
1521 Mathematics Technician      

    
1601 Maintenance Program Analyst, Equipment Manager

    
1670 Equipment Specialist

    
1910 Quality Assurance Specialist

    
2001 General Supply Specialist

    
2184 Aircraft Pilot

    
2210 Information Technology Specialist

         c.  DK - GENERAL SUPPORT

   
0085 Guard

    
0302 Messenger

    
0303 Miscellaneous Clerk and Assistant

    
0305 Mail Clerk

    
0312 Clerk-Stenographer

    
0318 Secretary

    
0326 Office Automation Clerk and Assistant

    
0344 Management Clerk and Assistant

    
0525 Accounting Clerk and Technician

    
0561 Budget Clerk and Assistant

    
1105 Purchasing Agent

    
1106 Procurement Assistant, Procurement Technician

    
1411 Library Aide and Technician

   
2005 Supply Clerk and Technician

    
2134 Shipping Clerk

APPENDIX B

BENCHMARK POSITION DESCRIPTIONS

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Sub-professional or Student Trainee

B.  OCCUPATIONAL FAMILY:  DB (Engineers & Scientists)

C.  PAYBAND LEVEL:  I

D.  FLSA:  All employees properly covered by this benchmark description are nonexempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This level represents employees involved in learning basic methods, techniques, and procedures along with the performance of work of limited scope and complexity.  Students/trainees on work-study programs in an engineering and scientific area are at this level.

     2.  The employee develops basic understanding of engineering and scientific principles and becomes familiar with performing such assignments as analyzing, presenting, and extracting data from a variety of non-standard sources, recognizing errors which are readily apparent in documents and performing a variety of standardized tests.  The employee provides assistance to higher level personnel and becomes familiar with the operation, design characteristics, and maintenance procedures and standards of equipment.

     3.  Works under close supervision receiving explicit instructions on non-routine assignments, 

carrying out tasks as directed.  Supervision is frequently of a tutorial nature for acceptability and conformance in progress, and upon completion, for conformance to established requirements and standards.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Developmental (From Intern to Sub-journeyman) Engineer or Scientific 

Professional

B.  OCCUPATIONAL FAMILY:  DB (Engineers & Scientists)

C.  PAYBAND LEVEL:  II

D.  FLSA:  Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark, and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  This represents employees who range from entry level interns to those who perform lower level independent engineering and/or scientific work requiring a basic knowledge of engineering and/or scientific fundamentals usually obtained through a bachelors degree program.  Assignments range from specific, often unrelated tasks that relieve experienced employees of detailed but simple work to those requiring the application and adaptation of a variety of subject matter principles, guidelines, and practices to conventional assignments.

    2.  Work at the higher level normally covers independent portions of a larger project.  These employees investigate and recommend new ways of accomplishing the technical objectives specified.

    3.  The supervisor gives entry level interns detailed instructions on new assignments, and checks the completed work.  The supervisor indicates major objectives to be obtained and provides background information on lower level independent work assignments.  Work is reviewed for technical adequacy and conformance with objectives.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Engineering or Scientific Professional - Independent Assignment Or Full-fledged Team Member Involved in Design, Development, Test, and/or Evaluation

B.  OCCUPATIONAL FAMILY:  DB (Engineers & Scientists)

C.  PAYBAND LEVEL:  III

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This is the full performance level of work for engineers and scientists engaged in design, development, test and/or evaluation functions relative to defense systems.  Work includes performing independent studies or assignments, and/or participating as full-fledged members of teams assigned to complex programs or projects. 

     2.  The incumbent is the technical specialist responsible for the application of advanced theories, concepts, principles, and process for assigned area of responsibility (i.e., subject matter, function, and/or equipment).  The work may include design, development, testing, and/or monitoring contractors.  Frequently assignments involve developing concepts for which limited applied research has been previously accomplished.  There is a continuing need for compromises between the most desirable application of engineering or scientific principles and the exigencies of costs, priorities, schedules, and other factors.

     3.  The supervisor provides assignments in terms of general objectives.  Completed work is 

reviewed for feasibility in relation to requirements, and for conformance with overall policy and program objectives.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Engineering or Scientific Professional Personally Performing Research and/or Experimental Development 

B.  OCCUPATIONAL FAMILY:  DB (Engineers & Scientists)

C.  PAYBAND LEVEL:  III

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This is the full performance level of work for engineers and scientists personally performing research and/or experimental development work related to defense systems.

     2.  Employees performing experimental development work (personally performing experimentation and investigative duties to develop new/improved equipment requiring formulating hypotheses, performing theoretical analyses, experimenting to validate hypotheses, etc.) are responsible for a problem of considerable scope in a specialty area.  Regularly produces publications describing the application of theories, design concepts, etc., and routinely obtains patents.  Technical guidelines and precedents are inadequate and contain critical gaps.  The supervisor provides assignments which are broad in scope, and completed work is reviewed for feasibility and conformance with overall policy and program objectives.

     3.  Employees performing regularly and recurring research work (personally performing research primarily for the purpose of gaining knowledge and understanding where the work has 

a broad application and/or is generic in a sense and assignments require formulating hypotheses, performs theoretical analysis, experimenting to validate the hypotheses, etc.) are responsible for assignments of considerable scope where the objectives are to seek solutions to important problems presenting unprecedented and/or novel aspects.  Regularly authors publications and may obtain patents of considerable interest and importance as evidenced by favorable reviews.  The incumbent is sought out for consultation by colleagues who are, themselves, professionally mature researchers.  The supervisor assigns a broad problem area; the incumbent is allowed substantial freedom in identifying, defining and selecting specific problems for study and is responsible for determining what appear to be the most fruitful investigations. 

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  First Level Supervision Over Engineers and Scientists Functions

B.  OCCUPATIONAL FAMILY:  DB (Engineers and Scientists)

C.  PAYBAND LEVEL:  III

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This level represents employees who serve as first line supervisor over functions assigned to engineers and scientists employees and technical and/or business support employees.  Supervisors at this level typically direct an organizational unit where at least 25% of subordinate employees are at payband level II or higher of the DB (Engineers and Scientists) occupational family.  Supervision at this level requires substantial coordination and integration of a number of major work assignments, projects, or program segments.  The position is typically located two or more organizational levels below a Senior Executive Service employee.

     2.  Duties include typical first-level supervisory responsibilities to plan organizational structure 

and staffing needs, determine and assign types of jobs/duties needed, request personnel actions, make selections for appointments, promotions, etc., advise and counsel employees relative to work and administrative matters, assist employees in career planning, develop work performance standards and periodically evaluate employee performance, approve and disapprove requests for leave.  Duties may extend to some managerial responsibilities to plan and establish objectives for major program areas, establish guidelines for subordinates (including subordinate supervisor or team leaders), determine resource allocations, and direct overall accomplishment of program areas by making necessary adjustments, modifications, and revisions to meet objectives.

     3.  Contacts are usually informal and take place in meetings or conferences and sometimes 

require non-routine or special preparation.  Contacts are usually for the purpose of ensuring consistency, resolving differences of opinions, and/or planning and coordinating the work directed with others outside the organization.  

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Senior Engineering or Scientific Professional Personally Performing 

Research and/or Experimental Development - May Include Supervisory Or Managerial 

Responsibilities

B.  OCCUPATIONAL FAMILY:  DB (Engineers & Scientists)

C.  PAYBAND LEVEL:  IV

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act. 

E.  DESCRIPTION:

     1.  This is the senior level of work for engineers and scientists who personally perform research and/or experimental development functions for defense systems.  The level may also include a range of supervisory or managerial responsibilities.

     2.  Employee who performs experimental development work (personally performing experimentation and investigative duties to develop new/improved equipment requiring formulating hypotheses, performing theoretical analyses, experimenting to validate hypotheses, etc.) is responsible for a broad or intensive area of specialization requiring subdivision into separate phases and typically serves as a team leader.  Regularly produces important publications describing the broad application of theories, design concepts, etc., and may obtain patents.  Technical guidelines and precedents are inadequate and contain critical gaps.  The incumbent is recognized by others as an expert in his/her field, and his/her advice is sought by other individuals.  Results of the work are reviewed primarily in terms of attainment of objectives and impact on the overall project.

     3.  Employee who performs regular and recurring research work (personally performing research primarily for the purpose of gaining knowledge and understanding where the work has a broad application and/or is generic in a sense and assignments require formulating hypotheses, performs theoretical analysis, experimenting to validate the hypotheses, etc.) is responsible for research where the problems have been recognized as critical obstacles to programs and the solution would represent a major advance, opening the way for extensive related development.  Project could also be so extensive that it requires responsibility as a team leader for attacking problems of such scope and complexity as to require subdivision into separate phases of which each phase would exceed considerable scope.  Regularly authors important publications and may obtain patents of considerable interest and importance as evidenced by some having major advances. The incumbent is sought out for consultation by colleagues who are, themselves, professionally mature researchers.  Supervision received is nominal and consultative in nature, and is generally limited to approval of staffing, funds, broad agency policies, etc.

BENCHMARK POSITION DESCRIPTION-continued

Senior Engineering or Scientific Professional Personally Performing Research and/or Experimental Development - May Include Supervisory Or Managerial Responsibilities 

DB(ENGINEERS & SCIENTIST) - LEVEL IV

4.  Supervisory and managerial duties, if assigned, range from:

     a.  First-level supervisory responsibilities to plan organizational structure and staffing needs, determine and assign types of jobs/duties needed, request personnel actions, make selections for appointments, promotions, etc., advise and counsel employees relative to work and administrative matters, assist employees in career planning, develop work performance standards and periodically evaluate employee performance, approve and disapprove requests for leave.  

     b.  Second-level supervisory (or above) or managerial responsibilities to plan and establish objectives for major program areas, establish guidelines for subordinates (including subordinate supervisors or team leaders), determine resource allocations, and direct overall accomplishment of program areas by making necessary adjustments, modifications, and revisions to meet objectives, and include authority to approve or disapprove requests for leave.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Senior Engineering or Scientific Professional With Program Or Team 

Leader Responsibility in Design, Development, Test and/or Evaluation - May Include 

Supervisory or Managerial Responsibilities

B.  OCCUPATIONAL FAMILY:  DB (Engineers & Scientists)

C.  PAYBAND LEVEL:  IV

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act. 

E.  DESCRIPTION:

     1.  This is the senior level of work for engineers and scientists who have program responsibility or team leader authority relative to design, development, test and/or evaluation functions for defense systems.  The level may also include a range of supervisory or managerial responsibilities.

     2.  Employee typically serves as expert advisor ranging from being responsible for extensive 

development efforts of two or more broad program areas to being responsible for conceiving, 

planning and conducting work of outstanding scope, difficulty and complexity in achieving new 

equipment with previous unattainable capabilities that have major impact on Army's programs.  

Due to the above, typical assignments require serving as a team leader, supervisor, or manager.

     3.  Assignments involving project management range from being responsible for two or more 

major elements of a defense system to being responsible for the overall development effort.  

The projects have no closely related precedents and full reliance is placed on the employee as 

a recognized authority. There is typically a technical and managerial situation that results in a 

substantial element of uncertainty and risk as to the foreseeable outcome of the development effort including the possibility that the total development effort could be in jeopardy due to exceptionally difficult and complex factors.  Level of responsibility ranges from having authority to start and stop programs to being recognized as final technical authority.

    4.  Supervisory and managerial duties, if assigned, range from:  Senior Engineering or Scientific 

Professional with Program or Team Leader Responsibility in Design, Development, Test and/or 

Evaluation - May Include Supervisory or Managerial Responsibilities.

         a.  First-level supervisory responsibilities to plan organizational structure and staffing needs, 

determine and assign types of jobs/duties needed, request personnel actions, make selections for appointments, promotions, etc., advise and counsel employees relative to work and administrative matters, assist employees in career planning, develop work performance standards and periodically evaluate employee performance, approve and disapprove requests for leave.

BENCHMARK POSITION DESCRIPTION-continued

Senior Engineering or Scientific Professional with Program or Team Leader Responsibility in 

Design, Development, Test and/or Evaluation - May Include Supervisory or Managerial 

Responsibilities DB (ENGINEERS & SCIENTIST) - LEVEL IV

         b.  Second-level supervisory (or above) or managerial responsibilities to plan and establish objectives for major program areas, establish guidelines for subordinates (including subordinate supervisors or team leaders), determine resource allocations, and direct overall accomplishment of program areas by making necessary adjustments, modifications, and revisions to meet objectives, and include authority to approve or disapprove requests for leave.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Technician Trainee or Technical/Business Support Student-Trainee

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: I

D.  FLSA:  All employees properly covered by this benchmark description are nonexempt from 

the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This level represents technician trainees or student trainees in business, administrative, or technical support functions.  Technician trainees receive extensive formal and on-the-job training.  Student trainees are on work-study programs which, upon completion, will satisfy the specific educational requirements for an entry-level position in the assigned business, administrative, or technical support occupation.

     2.  The technical support trainee begins with exposure to the basic methods, techniques, and procedures of the technical specialization or area of assignment in order to perform the simplest 

tasks and ultimately exercises a limited background of knowledge in the methods and practices 

of the technical specialization or area of assignment to carry out a wider variety of standardized 

or prescribed operations.

     3.  Student trainees in business, administrative, or technical support functions develop a basic 

understanding of practices and procedures to perform parts of very basic areas of their occupation series or specialty.

     4.  Both student trainees and technical support employees assist higher level personnel.  They 

work under close supervision receiving explicit instructions on nonroutine assignments, carrying 

out tasks as directed.  Supervision is for acceptability and conformance in progress, and upon completion, for conformance to established requirements and standards.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK: Journeyman Level Engineering or Scientific Technician

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: II

D.  FLSA:  Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  Engineering and scientific technicians at this level range from a) those who plan and conduct a block of work which is a complete project of relatively conventional limited scope or a portion of a large project with diverse components to b) those who are independently responsible for a block of work which is a complete project of relative limited scope/portion of a larger more diverse project.  The technician considers numerous precedents and makes some adaptation of previous plans and techniques.

     2.  At the lower range of this level, the supervisor makes nonstandard work assignments in terms of objectives to be achieved and without explicit instructions as to work methods. Completed work is reviewed.  At the higher range of this level, the supervisor outlines requirements and furnishes general instructions.  A review of completed assignments is made for adequacy and conformance with established policies, precedents, etc.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Developmental (From Intern to Sub-Journeyman) Administrative, 

Analytical and/or Non-E&S Professional 

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: II

D.  FLSA:  Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  This level covers employees engaged in technical and business support work where duties range from the level of a basic trainee (intern) up through the lowest independent level of work in an administrative field such as budget analysis or program analysis, a technical field such as computer programming, telecommunications, or data management, or a non-E&S professional field such as librarian.

     2.  The work requires a basic knowledge of the field and of its basic methods and techniques.  

Assignments range from specific, often unrelated tasks that relieve experienced employees of detailed but simple work to those that require independent performance of routine, continuing assignments.  The higher level assignments require the application and adaptation of the basic principles, guidelines, methods, and practices of the field to conventional assignments. 

     3.  At the lowest level, assignments are made in specific terms, with detailed instructions on how to accomplish tasks.  The work is reviewed in progress and upon completion.  Some assignments are specifically chosen for their training and developmental value.  As knowledge and experience are gained, supervision becomes more general.

    4.  At the higher level, the employee has continuing responsibility for a specific area of less complex work or for portions of a larger project in the field.  The supervisor makes the assignments and sets priorities and deadlines.  The employee independently plans, coordinates, and carries out the successive steps to complete the work.  The supervisor or a higher grade employee provides assistance on controversial issues and on the application of complex methods and procedures.  Completed work is reviewed for soundness of judgment and conformance to policy and requirements.

   5.  Guidelines at the higher level consist of policies, precedents, and regulations that are not completely applicable to the work or have gaps in specificity.  The employee must use judgment 

in interpreting, adapting, and applying guidelines to the work at hand.

BENCHMARK POSITION DESCRIPTION-continued 

Developmental (From Intern to Sub-Journeyman) Administrative, Analytical and/or Non-E&S 

Professional

DE (TECHNICAL AND BUSINESS SUPPORT) - LEVEL II

   6.  In the course of the work at the higher level, the employee contacts other employees, supervisors and managers as necessary. The employee must have the tact and skill to influence others to accept recommendations or decisions.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Journeyman Administrative, Analytical and/or Non-E&S Professional 

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: III

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act. 

E.  DESCRIPTION:

     1.  The employee independently performs duties consisting of continuing assignments in an administrative field such as budget analysis or program analysis, a technical field such as computer programming, telecommunications, or data management, or a non-E&S professional field such as librarian.

     2.  The work requires knowledge and skill in the specialized methods and techniques of the field; knowledge of pertinent laws, regulations, policies, and precedents; and knowledge of the major issues, program goals and objectives, and work processes.

     3.  The employee works independently within a framework of priorities, funding, and overall objectives.  The employee participates in definition of assignments, including identification of work to be done and deadlines for completion; plans and organizes the work; interprets regulations; applies new methods; and coordinates with others as necessary.  Completed work is generally reviewed by the supervisor for compatibility with goals and for effectiveness in meeting objectives.

     4.  Guidelines consist of general policies and frequently require adaptation and interpretation.  

The employee may refine or develop guidelines for use by others in the organization.

     5.  In the course of the work, the employee contacts others as necessary, both within and outside the Department of the Army and must have the tact and skill to influence others to accept recommendations or decisions in cases of resistance due to issues such as organizational conflict, competing objectives, etc.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Senior Level Engineering or Scientific Technician

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: III

D.  FLSA:  Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark, and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  Engineering and scientific technicians at this level are senior employees whose assignments involve work of such broad scope and complexity that it requires application of specialized engineering or scientific principles, guidelines and precedents, along with knowledge of scientific or engineering fields related to the original area of specialization.  In some instances, project complexity may be comparable to that of professional engineering and scientific assignments, requiring considerable knowledge of specialized engineering or scientific fields.  Assignments frequently involve a variety of complicating and interacting factors where precedents and guidelines are often lacking.

    2.  Supervisory controls allow the employee considerable freedom in carrying out assignments.  Completed work is reviewed for general adequacy, conformity to the purpose of the assignment, and application of sound judgment.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  First Level Supervision over Technical and/or Business Support Functions

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: III

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act. 

E.  DESCRIPTION:

     1.  This level represents employees who serve as first line supervisor over functions assigned to technical and/or business support employees.  Supervisors at this level typically direct an organizational unit where at least 25% of subordinate employees are at payband level II or higher of the DE (Technical and Business Support) occupational family.  Supervision at this level requires substantial coordination and integration of a number of major work assignments, projects, or program segments.  The position is typically located two or more organizational levels below a Senior Executive Service employee.

    2.  Duties include typical first-level supervisory responsibilities to plan organizational structure and staffing needs, determine and assign types of jobs/duties needed, request personnel actions, make selections for appointments, promotions, etc., advise and counsel employees relative to work and administrative matters, assist employees in career planning, develop work performance standards and periodically evaluate employee performance, approve and disapprove requests for leave, but may extend to some managerial responsibilities to plan and establish objectives for major program areas, establish guidelines for subordinates (including subordinate supervisors or team leaders), determine resource allocations, and direct overall accomplishment of program areas by making necessary adjustments, modifications, and revisions to meet objectives.

    3.  Contacts are usually informal and take place in meetings or conferences and sometimes require non-routine or special preparation.  Contacts are usually for the purpose of resolving differences of opinions.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  First or Second Level Supervision over Technical and/or Business 

Support Functions - May Include Some Managerial Responsibility

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: IV

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This level represents employees who serve as first or second line supervisor over functions assigned to technical and/or business support employees.  Responsibilities may include some managerial functions as well.  Employees at this level typically direct an organizational unit where at least 25% of subordinate employees are at payband level III or higher of the DE (Technical and Business Support) occupational family.  Supervision at this level requires substantial coordination and integration of a number of major work assignments, projects, or program segments.  The position is typically located one, but no more than two, organizational levels below a Senior Executive Service employee. 

     2.  Supervisory and managerial duties range from 

          a.  First-level supervisory responsibilities to plan organizational structure and staffing needs, 

determine and assign types of jobs/duties needed, request personnel actions, make selections for appointments, promotions, etc., advise and counsel employees relative to work and administrative matters, assist employees in career planning, develop work performance standards and periodically evaluate employee performance, approve and disapprove requests for leave.

          b.  Second-level supervisory or managerial responsibilities to plan and establish objectives for major program areas, establish guidelines for subordinates (including subordinate supervisors 

or team leaders), determine resource allocations, and direct overall accomplishment of program areas by making necessary adjustments, modifications, and revisions to meet objectives, and include authority to approve or disapprove requests for leave.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Recognized Expert/Master of an Administrative, Analytical and/or Non-

E&S Professional Occupation

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: IV

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This level represents the employee who is a recognized expert, and must exercise mastery of an administrative field such as budget analysis or program analysis, a technical field such as computer programming, telecommunications, or data management, or a non-E&S professional field such as librarian.

     2.  This level requires a comprehensive knowledge of the full range of specialized methods and techniques of the field or profession; of the pertinent laws, regulations, policies, and precedents; and of the major issues, program goals and objectives, and work processes of the organizations supported, as well as relationships with other programs within Department of the Army.  The employee advises top managers of substantive Army programs on unusual problems characterized by their breadth, importance, or severity; plans, organizes, and directs the work of teams or task forces conducting comprehensive management studies or projects; and negotiates effectively with management to accept recommendations involving substantial resources, requiring extensive changes, or conflicting with the desires of others.  Assignments are without precedent, of long duration, and of such scope that they require a team effort.

     3.  As a recognized authority in the field, the employee is subject only to administrative and 

policy direction concerning overall priorities and objectives.  The employee is delegated complete responsibility to plan, schedule, and carry out the work.  Completed work and recommendations are normally reviewed by management officials only for potential influence on broad policy objectives and program goals.  Guidelines consist of broad national policies and goals, basic administrative policy statements, legislation, and the like.  The employee is a recognized authority on the development and interpretation of guidelines in their administrative/technical field or profession.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Team Leader for a Team of Technical and/or Business Support 

Employees.

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL:  IV

D.  FLSA: Employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act. 

E.  DESCRIPTION:

     1.  This level represents employees who serve as a team leader of technical and/or business support employees. Employees led are at payband level III or higher of the DE (Technical and 

Business Support) occupational family, performing duties in an administrative field such as budget analysis or program analysis, a technical field such as computer programming, telecommunications, or data management, or a non-E&S professional field such as librarian.  Team Leaders at this level typically lead a team of employees as a regular and recurring part of their assignment at least 25% of their duty time. 

     2.  Team leader duties involve working with team members to achieve specific tasks, produce work products and services to meet program and production goals. Team Leaders are responsible to their supervisors or managers for assuring that the work of their assigned team is carried out by performing a range of coordinating and supportive duties and responsibilities, utilizing a variety of coordinating, coaching, facilitating, consensus-building and planning techniques. The Team Leader usually participates in the work of the team by performing work of same kind.  

     3.  The work requires knowledge and skill in the specialized methods and techniques of the field; knowledge of pertinent laws, regulations, policies, and precedents; and knowledge of the major issues, program goals and objectives, and work processes. Completed work is generally reviewed by the supervisor for compatibility with goals and for effectiveness in meeting objectives.

     4.  Guidelines consist of general policies and frequently require adaptation and interpretation. 

The employee may refine or develop guidelines for use by the team and others in the organization.

     5.  In the course of the work, the employee contacts others as necessary, both within and outside the Department of the Army and must have the tact and skill to influence others to accept recommendations or decisions in cases of resistance due to issues such as organizational conflict, competing objectives, etc. 

Performs other duties as assigned. 

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Top Advisor to Director and Overall Manager on Key Technical or Business Management Functions

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: V

D.  FLSA: All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Labor Standards Act.  

E.  DESCRIPTION:

     1.  This level is the top advisor for and overall manager of key technical or business management functions.  An employee at this level directs an organization, through two or more subordinate supervisors, where at least 25% of the nonsupervisory employees are at payband level III or higher in the technical and business support occupational family.  Technical/business management at this level requires significant and extensive coordination and integration of a number of important projects.  Major recommendations are made which have a direct and substantial affect on the organization such as significant internal and external program and policy issues that affect the overall organization; restructuring immediate and long range goals; determining what projects to be initiated, curtailed or dropped; changes in organizational structure; resources to devote to a particular program; and policy formulation.  The position is directly accountable to a member of the Senior Executive Service.

     2.  Contacts are with high ranking military/civilian managers. Exercises significant responsibilities in dealing with officials of other organizations including advising management officials of higher rank.  Contacts also take place in meetings and conferences and employee is designated as contact point by higher management.  The purpose of contacts is to influence and persuade persons to accept opinions and/or take action where the persons contacted are skeptical or uncooperative. 

     3.  Plans and executes organizational structure and staffing needs.  Provides advice and counsel to supervisors relative to work and administrative matters.  Assists employees in preparing career plans.  Develops, or participates in the development of work performance standards.  Periodically evaluates supervisors to include assuring equity in performance of subordinate organizations.  Approves and disapproves requests for leave.  Effects disciplinary measures.  Hears and reviews complaints from employees, including group grievances and more serious complaints. 

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Top Management Advisor - Recognized Expert, and Master of an 

Administrative, Analytical and/or Non-E&S Professional Occupation 

B.  OCCUPATIONAL FAMILY:  DE (Technical and Business Support)

C.  PAYBAND LEVEL: V

D.  FLSA:  All employees properly covered by this benchmark description are exempt from the overtime provisions of the Fair Lab or Standards act.

E.  DESCRIPTION:

     1.  This level is the top management advisor and recognized expert in an administrative, technical or non-E&S professional field.  Incumbent exercises mastery of their field or occupation in the execution of advisory duties at the very highest level of the organization.

     2.  This level requires an expert knowledge of the full range of specialized methods and techniques of the field; of the pertinent laws, regulations, policies and procedures; and of the critical major issues, program goals and objectives and work process of the organizations supported as well as those of other programs within the Department of the Army and other agencies.  The employee advises top management of substantive Army  programs on major problems characterized by their breadth, importance or severity; plans, organizes and directs the work of teams or task forces conducting major comprehensive projects that are without precedent, of long duration and large scope; and negotiates effectively with management of Army and other agencies to accept recommendations involving substantial resources, requiring extensive changes, or conflicting with the desires of others.  Knowledge is also applied in evaluating the content of new or modified legislation for projected impact upon the program and its resources; and translating legislation into program goals and actions.

     3.  As a recognized authority in the field, the employee is subject only to administrative and policy direction concerning overall priorities and objectives.  The employee is delegated overall complete responsibility to plan, schedule and carry out the work.  Completed work and recommendations are normally reviewed by management officials only for potential influence on very broad policy objectives and program goals.  Guidelines consist of broad national policies and goals, including those of other agencies, basic administrative policy statements, legislation, and the like.  The employee is a recognized authority on the development and interpretation of guidelines in their field.  The purpose of the work is to perform very broad and extensive assignments which are of significant interest to Congress relative to Army systems and strongly influence a number of agencies.  Contacts are with high ranking officials to settle matters involving significant and controversial issues such as dealing with substantial expenditures.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Simple/Repetitive/Standardized Clerical, Technical or Administrative 

Support 

B.  OCCUPATIONAL FAMILY:  DK (General Support)

C.  PAYBAND LEVEL: I

D.  FLSA:  All employees properly covered by this benchmark description are nonexempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:  

     1.  The level represents a range of the least complex type of general support work, performed within a framework of procedures, precedents, or instructions.

     2.  At the lowest range of this level, the employee performs simple, routine, or repetitive tasks, requiring little or no subject- matter knowledge.  This employee works under immediate supervision with little or no latitude for the exercise of independent judgment.  The instructions are clear, and the employee follows them exactly.

     3.  At the highest range of this level, the employee performs a full range of standard work and 

resolves recurring problems.  The work consists of related steps, processes, or methods which require the employee to identify and recognize differences among a variety of recurring situations. Actions to be taken or responses to be made differ in nature and sequence because of the differences in the particular characteristics of each transaction or situation.  In addition to knowledge of how to carry out procedures, the work requires some knowledge of an organization's programs, of a type of practice, or of a body of standardized rules, processes, or operations.

     4.  At the highest range of this level, work is assigned in terms of methods to follow and results expected, typically in certain recurring assignments.  The employee works independently in carrying out assignments of a continuing or recurring nature according to accepted practices.  

Procedures for doing the work have been established but the employee must use judgment in locating and selecting the most appropriate guidelines, references, and procedures.  The employee makes minor deviations to adapt the guidelines in specific cases.  The supervisor or a higher graded employee is available to provide advice or assistance in unusual situations.  

Performs other duties as assigned. 

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Clerical, Technical, or Administrative Support Involving a Wide Variety of 

Interrelated or Nonstandard Procedures 

B.  OCCUPATIONAL FAMILY:  DK (General Support)

C.  PAYBAND LEVEL: II

D.  FLSA:  All employees properly covered by this benchmark description are nonexempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  This level represents employees who perform either clerical or technical support work, within a framework of procedures, precedents, or instructions, where there is considerable variation in processes and procedures, and evaluative judgment must be applied.

     2.  The clerical work typically entails processing a wide variety of transactions for more than one type of assigned activity or functional specialization.  The assignments are subject to different 

sets of rules, regulations, and procedures, and the work requires comprehensive knowledge of the rules, regulations, and other guidelines related to the program area assigned.  This knowledge is usually attained through extensive, increasingly difficult, and practical experience in the subject matter field. The supervisor reviews completed work for conformance with policy and requirements.  The employee is recognized as an authority on processing transactions or completing assignments within a framework of established procedures and guidelines, often where there are no clear precedents.  This recognition typically extends beyond the immediate office or work unit to the overall organization.  The employee is regarded as an expert source of information on regulatory requirements for the various transactions, and is frequently called upon to provide accurate information on short notice.  

     3.  The technical assistance work requires considerable evaluative judgment within well-defined, 

commonly occurring aspects of a program or function.  The work may involve providing direct assistance to specialists or analysts by performing a segment of their work, or it may involve direct responsibility for a stream of products or continuing processes based on direct application of established policies, practices, and criteria.  This work typically involves identifying issues, problems, or conditions and seeking alternative solutions based on evaluation of the intent of applicable rules, regulations, and procedures.  Assignments requiring evaluative judgment are narrowly focused, are relatively clear cut, and usually deal with problems or situations that remain stable and resemble past problems or situations.  The assignments often involve situations where there is not one absolutely correct solution, only a best or most appropriate one.  The work requires a practical knowledge of guidelines and precedent case actions equal to that acquired through considerable work experience or specialized training.  The work also requires skill to recognize the dimensions of a problem and express ideas in writing.  The supervisor assists with precedent assignments by providing an interpretation of policy or the concepts and theories of the occupation.  

BENCHMARK POSITION DESCRIPTION-continued

Guidelines such as regulations, instructions, Clerical, Technical, or Administrative Support Involving a Wide Variety of Interrelated or Nonstandard Procedures

DK(GENERAL SUPPORT) - LEVEL II evaluation criteria and prior case files are available, but they are often not completely applicable to the assignment or have gaps in specificity.  The employee uses judgment in interpreting and adapting guidelines for application to specific cases or problems and bases decisions and recommendations on facts and conventional interpretations of guidelines rather than on theory or opinion.  Completed work is evaluated for appropriateness and effectiveness in meeting goals.

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  First Level Supervision over General Support Occupations (Minimum 

Level of Supervisory Responsibility)

B.  OCCUPATIONAL FAMILY:  DK (General Support)

C.  PAYBAND LEVEL:  II

D.  FLSA:  Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark, and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  This level represents employees who serve as first line supervisors over functions assigned to employees in the General Support occupational family.  Supervisors at this level typically direct an organizational unit where at least 25% of subordinate employees are at payband level I of the DK (General Support) occupational family.  Supervision at this level requires coordination within the unit to ensure that procedures, quality and quantity standards are met in individual cases.  The position is typically located two or more organizational levels below a Senior Executive Service employee.

     2.  Duties are at the minimum level of responsibility for first-line supervisors.  They consist of assigning and reviewing work, assuring that production and accuracy requirements are met, approving leave, and recommending performance standards and ratings.

     3.  Contacts are usually informal and occur in person at the work place of those contacted, in routine meetings, or by telephone.  Contacts are usually for the purpose of exchanging factual information.

Performs other duties as assigned.  

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Senior Technical Support or Senior Administrative Support  

B.  OCCUPATIONAL FAMILY:  DK (General Support)

C.  PAYBAND LEVEL: III

D.  FLSA:  All employees properly covered by this benchmark description are nonexempt from the overtime provisions of the Fair Labor Standards Act.

E.  DESCRIPTION:

     1.  The employee performs technical or administrative support work at the highest level below that of a journeyman in an administrative or technical field or non-E&S profession.

     2.  The employee plans and carries out work based on extensive (i.e., many years) experience and supplemental on-the-job training.  The work requires a high level of practical knowledge of the purpose, operations, procedures, techniques, and guidelines of the specific profession or administrative/technical field.  It does not, however, require specialized education or the type of skills (analysis, research, writing, judgment) typically gained through college level education.

    3.  Assignments at this level may overlap those of the lower levels of professional or administrative employees and may appear to require the same knowledge of the field.  These positions, however, require an extensive practical knowledge but do not require a knowledge of the principles, concepts, and theories underlying a professional field or a comprehensive knowledge of the functions, processes, theories, and principles of management of an administrative occupation.

   4.  At this level, the work is typically assigned as an area, project, or portion of a project for which the employee has on-going responsibility.  The employee works for significant lengths of time with considerable independence in planning and carrying out successive steps, resolving problems and deviations, coordinating with others, interpreting and adapting general guidelines, and so forth. The overall work, however, is typically in a narrow or highly specialized area of the overall occupation and is planned, managed, and approved by professional or administrative employees. 

Performs other duties as assigned.

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Supervision of General Support Occupations

B.  OCCUPATIONAL FAMILY:  DK (General Support)

C.  PAYBAND LEVEL: III

D.  FLSA: Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark, and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  This level is for supervisors over positions in the General Support occupational family.  The employee directs an organizational unit comprised of at least 25% of employees at General Support payband level I or  II.  The position typically is accountable to a position that is two or more levels below a member of the Senior Executive Service.

     2.  Responsibilities require coordination within the unit to ensure that timeliness, form, procedure, accuracy, quality, and quantity standards are met.  Personal contacts include higher ranking managers, supervisors, and staff of activities throughout the organization.  Contacts are usually informal, may take place in meetings or conferences, and sometimes require non-routine or special preparation.  Contacts are for the purpose of ensuring that information provided to outside parties is accurate and consistent and for planning and coordinating the work directed with that of others outside the subordinate organization.

     3.  The employee plans organizational structure and staffing needs.  Determines and assigns types of jobs/duties needed, requests recruitment and/or in-service placement assistance, interviews applicants referred and makes selections for appointments, promotions, etc.  Provides advice and counsel to employees relative to work and administrative matters.  Assists employees in preparing career plans.  Develops, or participates in the development of work performance standards.  Observes workers' performance and periodically evaluates employees.  Identifies developmental and training needs of employees.  Effects minor disciplinary measures.  Hears and reviews complaints from employees, referring group grievances and more serious unresolved complaints to a higher lever supervisor.  Approves or disapproves requests for leave.

Performs other duties as assigned. 

BENCHMARK POSITION DESCRIPTION

A.  TYPE OF WORK:  Director Secretarial Support  

B.  OCCUPATIONAL FAMILY:  DK (General Support)

C.  PAYBAND LEVEL:  IV

D.  FLSA:  Employees properly covered by this benchmark description may be either exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act.  Manager with delegated position classification authority must make the determination for each employee assigned to this benchmark, and document the decision on the employee's benchmark position description cover sheet.

E.  DESCRIPTION:

     1.  The secretary at this level serves as the principal support position to the Director of the research, development and engineering activity, which is organized into many subordinate directorates.  The staff is directed through intermediate SES deputies and managers.  The subordinate groups differ substantially from each other, and are augmented by many various staff administration specialists.  The overall program is directly affected and interlocked with the programs of other DOD and non-DOD organizations on a continuing basis, requiring constant attention and extensive procedural controls.

     2.  The work requires a basic foundation of administrative concepts and practices in order to foresee administrative problems and requirements sufficient to enable the incumbent to recommend changes in overall organization administrative policies, and devise and install procedures and office practices affecting subordinate directorates.  Guidelines consist of regularly using a large body of unwritten policies, precedents and practices relating to judgment.  In numerous cases there is a complete absence of guidelines requiring the incumbent to use own judgment in determining a course of action.

     3.  The employee independently plans and coordinates the work of the office, ensures the smooth flow of correspondence, arranges conferences, follows up to ensure that required actions are completed, handles organization/office emergencies, and resolves situations requiring initiative in determining methods to use and approach to be taken.  The supervisor sets the overall objectives of the work and completed assignments are reviewed only general effectiveness.  

Performs other duties as assigned. 

APPENDIX C

SPECIALTY CODES AND SPECIALTY CODE DEFINITIONS

C-1.  Specialty Codes.

Code            Specialty

  1                Project Engineering

  2                Project/Product Management

  3                Contract Management

  4                RF Technology

  5                Electro-Optics/Optical/Infrared Technology

  6                Missile Guidance Systems

  7                Missile Guidance Autotracker Technology

  8                Electromagnetic Radiation Spectrum Management

  9                Weapon Systems Data Link Technology

 10               Technical Management Staff

 11               System Design and Development

 12               General Communications

 13               Computer Technology

 14               Computer Security Coordinator

 15               Battlefield Automation Systems

 16               Command, Control and Communications (CCC) Systems

 17               Information Science

 18               All-Digital Analytic Modeling and Simulation for Weapon System    

                    Support

 19               Hardware-in-the-Loop Modeling and Simulation for Weapon System

                    Support
     

 20               Modeling and Simulation for Large-Scale Warfighting Simulations

 21               Acoustic Deception and Jamming

 22               General Electronic Warfare

 23               Electronic Intercept and Direction Finding

 24               Mines and Mine Countermeasures

 25               Navigation and Control

 26               Weapon Launchers, Robotics and Ground Support Equipment

 27               Conventional Warhead Design and Development

 28               Safe and Arm Device Design and Development

 29               Technical Data Management

 30               Cost and Schedule Analysis

 31               Human Factors Engineering

 32               Industrial Operations 

 33               Production Methods

 34               High-Energy Lasers 

 35               Low-Energy Lasers

 36               Theoretical or Applied Mathematics

 37               Operations Research Techniques and Applications 

Code/Specialty - continued

 38              Environmental Investigation, Atmospheric

 39              Optics

 40              Photonics

 41              Aerodynamics

 42              Computational Fluid Dynamics

 43              Propulsion Engineering

 44              Simulation and Modeling 

 45              Composite Structures

 46              Materials

 47              Microwave Components and Devices

 48              Integrated Circuit Devices and Circuitry

 49              Product Assurance Engineering

 50              Quality Assurance

 51              Solid State Components and Devices

 52              Aviation Airworthiness Turboshaft Engines and Integration 

 53              Aviation Airworthiness Propulsion Subsystems and Technology 

 54              Structural  Analysis

 55              Systems Engineering 

 56
       Systems Concept and Requirements Development

 57
       Materials Engineering for Development, Qualification, 


       Airworthiness Determination and Field Support of Rotary Wing and 


       Fixed Wing Manned Aircraft

 58              Aviation Structural Integrity Engineering

 59              Test and Evaluation, General

 60              Test Facility Development/Management

 61              Facilities Management

 62              Aeromechanics for Development, Qualification, Airworthiness 

         
       Determination and Field Support of Rotary Wing and Fixed Wing 

                   Manned Aircraft 

 63              Research, Development and Engineering

 64              Technical Management Staff (Aviation) 

 65              Weapon Systems Failure Analysis

 66              Automatic/Built-In Test Equipment

 67              Packaging (Electronics)

 68              Packaging (Mechanical)

 69              Electronic Material Science

 70              Mechanical Engineering Design

 71              Electronic Engineering Design

 72              Electromechanical Engineering Design

 73              Power Electronics 

 74              Risk Analysis

 75              Weapon Systems Vulnerability

 76              Weapon Systems Analysis

 77              Targets

Code/Specialty – continued

 78              Instrumentation, General

 79              Flight Controls 

 80              Computer Systems (General)

 81              Aerospace and Electronics Engineering Technical Support 

 82              Nuclear Effects

 83              Physical Science

 84              Information Transfer Technology and Systems

 85              Materiel Release

 86              Chemical Technology Support

 87              Propellant Chemistry

 88              Materials Chemistry

 89              Environmental Science

 90              Software Engineering 

 91              Infrared and Electro-Optical Sensors

 92              Fluid Mechanics 

 93              Rotorcraft Dynamics

 94              Administrative Program Analysis

 95              Fiscal Program Analysis

 96              Administrative and Fiscal Program Analysis

 97              Electromagnetic Environmental Effects (E3) Analysis

 98
       - Reserved - 

 99              Other 

 100
       - Reserved -

 101            Stenography    

 102            Office Automation

 103            Stenography and Office Automation

 104            Sensor Integration for Rotary Wing Aircraft

 105            Armament Integration for Rotary Wing Aircraft

 106            Avionics Integration for Rotary Wing Aircraft

 107            Controls and Displays Integration for Rotary Wing Aircraft

 108            Aircrew Integration for Rotary Wing Aircraft

 109            Electronic Instrumentation

 110            Aerospace Engineering Design

 111            Contracting and Acquisition

 112            Procurement Law

 113            Visual Information   

 114
       - Reserved -

 800            AD Radar ID

 801            AD Radar Fushion

 802            MMW Seeker Characterization

 803            AD Radar Techniques

 804            RF and  MMW Sensors

 805            MMW Sensors

805 RF Fuze and Seeker Technology

Code/Specialty – continued

  806          AD Radar Seeker Technology

  807          RF Guidance Research

  808          MMW Guidance Technology

  809          AD Radar Processing Research

  810          Land Combat RF Seeker Technology

  811          Target Acquisition Technology

  812          Multispectral Signature Analysis and Modeling

  813          Weapons Guidance and Control Technology

  814          Missile Guidance and Control Technology

815 Target Acquisition and Optical Sensor Technology

816          RF Antenna Technology

  817          Digital Electronics for Autotrackers

  818          Advanced RF Sensor Design and Development

  819          Advanced RF System Development

  820          Advanced RF Sensor Technology 

  821          Advanced RF Technology Exploration

  822
      Advanced RF Adaptive Digital Processing

  823
      Adaptive Computing

  824          Real Time Embedded Systems

  825
      - Reserved - 

  826          Robotic Systems

  827          Processors

  828          Real Time Interactive Software

  829          Real-Time, Computer-Based Trainers

  830          Infrared Sensor Physics

  831          Infrared System Engineering

  832          Infrared Target and Background Signature Physics

  833          Infrared Seeker System Development

  834          Infrared Seeker Design

  835          Infrared Sensor Signal Processing

  836          Infrared Sensor System Engineering Development

  837          Missile Guidance Systems - Technology

  838          Missile Guidance Systems - Analysis of Guided Missile Systems

  839          Missile Guidance Systems - Simulation, Analysis, Design and Development

  840          Missile Guidance Systems - System Synthesis

  841          Missile Guidance Systems - Digital Guidance and Control

  842          Inertial and GPS Navigation

  843          Control Force Generation Technology

  844
      Control Systems Technology

  845
      Fiber Optics Winding/Payout

  846          Fiber Optic Technology Leadership

  847          Navigation Systems Development 

  848          Navigation System Integration

849 Control Systems Development Leadership

Code/Specialty – continued  

   850
       - Reserved - 

   851          Optical Sensors/Imaging Seekers Technology

   852          Electro-Optical Guidance/Signal Processing Technology 

   853          Electro-Optical Guidance/Sensor Development Technology

   854          Optical Sensors/Imaging Payloads Technology

   855          Electro-Optical Missile Guidance Technology

   856          Laser Technology

   857          Electro-Optical Sensors/Laser Guidance Systems Technology

   861          Composite Structures

   862          Advanced Composite Materials

   863          Metallurgy

   864          Propulsion Materials

   866          Structural Simulation Development

   867          Structural Dynamics

   868          Dynamics Science

   869          Thermal Analyst

   870          Mechanical Engineering Thermal Analysis

   871          Missile System Engineering and Integration

   872          Electrical Engineer (Applied Technology)

   873          Experimental Development of Lethal  Mechanisms, Countermeasures, 


       Vehicle Protection Systems, Guided Weapon Systems 

   874          Special Weapons Developer

   875          Anti-Armor Missile Warhead Developer

   876          Kinetic Energy Missile Experimental Developer

   877          Foreign Missile/Warhead Exploitation

   878          Advanced Missile Concept System Integration

   879          Propulsion Mechanics Theory

   880          Propulsion NDE & IM

   881          Propulsion Composites

   882          Propulsion Aging

   883          Propulsion Mechanics Analysis

   884          Propulsion Systems

   885          Propulsion System Design

   886          Propulsion Structural Analysis

   887          Propulsion Ballistics Analysis

   888          Propulsion Ignition Technology

   889          Research Physicist (Propulsion Systems)

   890          Motor Signature  Characterization

   891          Airbreathing Propulsion Technology

   892          Propulsion Data Acquisition and Analysis

   893          Free Flight Rocket Propulsion Technology

   894          Propulsion Design

   895          Controllable Thrust Technology

896 Materials Characterization

Code/Specialty – continued

    897         Chemical Analysis and Service Life Predication (Chemical)

    898         Solid Propellant Chemistry

    899         Gel Propellant Chemistry

    900         Solid Propellant Research

    901         Analytical Chemistry

    902         Gel Propulsion Systems

    903         Research Chemist (Materials Processing)

    904         Energetics Demilitarization and Reutilization

    905         Propellant Formulation and Ingredient Synthesis

    906         Propellant Characterization

    907         Solid Propulsion Systems (Chemistry)

    908         Energetics Reclamation and Recycling

    911         Integrated Optics

    912         Quantum Opto-Electronics

    913         Micro-Optics

    914         Optical Engineering, Analysis, and Systems Applications

    915         Optical Materials Measurements, Analysis, and Applications

916 Nanostructure Devices

    917         Nonlinear and Quantum Optics of Multi-Component Media and 


       Semiconductor Materials

    918         Characterization and Control of Nonlinear Spatio Temporal  


       Dynamical Systems

    919         RF Weapons Technology Management

    920         RF Weapons Technology Development

    921         RF  Weapons Sources Technology

    922         RF Weapons Effects Technology

    923         Physical Sciences for Weapons Systems

    924         Advanced Technology Integration

    925         Nonlinear Optical Filtering Systems

    926         Electro-Optics/Polarimetry/Spectral Seeker Technology

    927         High Energy Laser Weapons Technology

    928         Electronic Design for Weapons Concepts

    929         Optical Information Processing

    930         Tunable Laser Technology

    931         Opto-Electronic Design for ATR

    932         Filters for Optical Computing

    936         Modeling and Simulation for All-Digital and Distributed 


       Simulations and Facilities

    937         Hardware-in-the-Loop Modeling & Simulation for Microwave Radar


       Guided Missile System Development

    938         Conventional Warhead Design & Analysis and System Vulnerabiity

    939         Hardware-in-the-Loop Modeling and Simulation for Millimeter Wave 


       Guided Missile System Development 

    940         Applied Aerodynamics of Air Vehicles

    941          All-Digital Analytic Modeling and Simulation for Hit to Kill Systems

    942          Modeling and Simulation for Large Scale Warfighting Simulations

    943          Modeling and Simulation for Distributed Simulations and Facilities

    944          Computational Fluid Dynamics Research

    945          Weapon System Modeling, Simulation, and Analysis

    946          Computational Aerodynamic/Propulsion Research

    947          Hardware-in-the-Loop Modeling and Simulation for Imaging 


        Infrared Guided Missile System Development

    948          Future Weapons Systems Engineering Management, and Analysis

    949          Targets & Modeling & Simulation for Large-Scale Warfighting 


        Simulations

    951          Applied Aerodynamics of Tactical Missiles Research 

C-2.  Specialty Code Definitions.

         1 - Project Engineering.  Work involves the ability to formulate a plan of resources, schedules 

and funding to meet a specific scientific and technical objective.  Work involves the ability to coordinate interdisciplinary elements of a plan to achieve a balanced technical program.  Skills include the ability to follow through during the execution and reporting phase, resolving problems and redirecting or replanning as required.

         2 - Project/Product Management.  Work involves managing a project/product management 

office and obtaining cooperation of managers and peers in other activities (such as R&D Labs, other commands, contracting facilities, and private industry).  Skills are required to resolve issues and differences on such matters as development planning, programming, scheduling, contingency planning, production costs, manpower requirements, contract compliance, production schedules, and long-range programming of production facilities and resources.

         3 - Contract Management.  Work involves the ability to technically manage all aspects of a 

contract which involves the development of hardware, software, or technology.  Skills are required to estimate budget requirements, prepare procurement requirements, evaluate technical proposals, direct contractor efforts, evaluate contractor performance, and incorporate results into mission activities to accomplish full life cycle management of a contract.

         4 - RF Technology.  Work involves research, development, design, and characterization of 

microwave and millimeter wave radars, seekers, and sensors and the application of these devices to military weapons, platforms, and equipment.  A fundamental knowledge of radar theory is required.  This includes the generation, propagation, and the reception and processing of RF signals.  Knowledge and skill in relevant areas, such as electromagnetic theory, information theory, statistical communication theory is required.  Specific knowledge and skills in one or more of the following areas is also required:  RF circuits; antennas; digital and analog signal processing; modeling and analysis of RF devices, environments, and targets; CM/CCM techniques; microwave and millimeter wave phenomenology; and RF laboratory and field testing/experimentation.  General knowledge of weapons and platform capabilities and the ability to relate these capabilities to sensor performance and sensor technology requirements is needed.

         5 - Electro-Optics/Optical/Infrared Technology.  Work involves research, development, design, and characterization of electro-optical sensors and seekers.  This includes both passive and active equipment operating in the frequency band from infrared through ultraviolet.  These devices may have application to military weapon systems and integration of systems with launch platform.  A fundamental knowledge of electro-optical, optical, and infrared sensors, coherent and non-coherent emitters, electro-optical materials, and image processing is required.  Specific knowledge in one or more of the following relevant areas is required:  infrared sensors and focal plane arrays; lasers and laser receivers; image and non-imaging seekers; CM/CCM techniques; laboratory and field testing/experimental methods; and propagation theory.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.

         6 - Missile Guidance Systems.  Work involves the synthesis of an overall missile guidance system including control force generation devices, inertial sensing elements, flight environment sensors, interaction with fire control and platform and launch control system, and overall guidance system performance under field operating conditions.  A fundamental knowledge of inertial instruments, servo and control theory, navigation theory and techniques, systems accuracy analysis, test and evaluation, is required.  A general knowledge of fire control systems, weapon platform and launcher interactions and their influence on guidance systems design and performance is required.  Specific knowledge in one or more of the following relevant areas is required:  hydraulic and gas actuators; electromagnetic actuators and associated circuits; global positioning sensors and systems; or guidance system accuracy analysis.

         7 - Missile Guidance Autotracker Technology.  Work involves missile guidance target acquisition and autotracker algorithm and processor technology.  A fundamental knowledge of digital image and signal processing theory related to RF and EO/IR target acquisition and missile guidance is essential.  Special knowledge requirements include design, development, simulating and testing of automatic target recognition (ATR) and autotracker algorithms, processors, and guidance systems.  Specific knowledge and skills are required in autotracker and ATR algorithm and software development, weapon system requirements, seeker interfaces, multi-spectral fusion, advanced image processing, system integration, and missile guidance techniques.

        8 -  Electromagnetic Radiation Spectrum Management.  Work requires skills and knowledge necessary to coordinate and manage the use of frequency spectrum in a high density instrumentation environment.  Allocation and assignment of frequencies within a specific geographical area from HF to infrared and within the established DOD world wide frequency management network requires knowledge of electronic equipment theory, electro-magnetic propagation, radio frequency interference measurements and analysis, and of electrical radiating devices. 

        9 - Weapon Systems Data Link Technology.  Work involves the special knowledge and skills associated with the unique data link requirements and related technologies for weapon systems fire control and weapon delivery.  This includes theory and application of information and signal processing techniques, design and development expertise in optical and RF data link subsystems and component technology, the understanding of particular requirements, parametric relationships and tradeoffs, test techniques and data link modeling and simulations for development and assessment of effectiveness in realistic battlefield environments.  Fundamental knowledge pertaining to transmitters, receivers, antennas, modulation, encoding, decoding, multiplexing, security, compression, propagation theory and general knowledge of weapons, platforms and unmanned vehicle capabilities related to data links is needed.

      10 - Technical Management Staff.  Assists Technical Manager in providing overall direction, coordination, and management of all facets and functions of a major technical program or several closely related programs or specific technology areas.  Duties include planning, directing, scheduling, establishing priorities, and monitoring expenditures on those technical efforts.  Duties may also include arrangement for support of the program or technology by other Center units, managing controversial issues and furnishing policy guidance to other personnel or outside organizations.  Extensive continuing contacts may be required with outside organizations including headquarters, sponsors and government contracting officers, universities, or private industry.

      11 - System Design and Development.  Work involves the design and development of a weapon system or component of a system, working to a general specification or control document.  Tasks include interpreting specifications in the light of system needs, user requirements, and established procedures.  Skills and knowledge include the ability to perform, direct, or to coordinate work in such areas as statistics, structures, mechanics, electrical components and circuits, controls, sensors, propulsion, robotics, environmental protection, air conditioning, safety, human engineering, materials fabrication, and finishing methods and techniques, system simulation and testing procedures.  A working knowledge in technical documentation, standards or specifications is required.

      12 - General Communications.  Work involves the integrated or combined use of acoustic, electromagnetic, or optical techniques to effect communications between or among surface, air, or space platforms.  Special knowledge requirements include communications and information theory; performance characteristics of a wide variety of communication equipment, systems, and techniques; network design; and system modeling.

     13 - Computer Technology.  Work involves research, development, design, and evaluation of computers and associated subsystems for the application of embedded signal/information processing within and interface to weapon systems.  A fundamental knowledge of computer theory and practices, to include algorithmic formation and mapping, hardware and software architectures, and processing requirements and performance, is required.  Specific knowledge and skills in one or more of the following areas are also required:  1) digital/analog logic design for computers and peripherals; 2) software development employing computer-based tools and methodologies; 3) signal processing and display techniques for filtering and visual presentation of real-time data; and 4) integration of computers, peripheral equipment, sensors, data links, and operators.  A general knowledge of weapons and platform capabilities and the ability to relate these to computer/processor performance and technology requirements is needed.

    14 - Computer Security Coordinator.  Work involves implementation and administration of computer security regulations applicable to automated data processing (ADP), word processing, scientific computing, data/files management, and facility operations.  Skills are required to establish, review, and coordinate standard operating procedures for specific aspects of utilization, operation, and protection of computer system hardware and software.  Also, skills are required to develop and then to coordinate and gain approval of capability requirements documentation.

     15 - Battlefield Automation Systems.  Work involves research, technology assessment/ application, concept definition, design, development and post deployment sustainment of computer and signal processing hardware and software and their related system interfaces for the application of embedded computer resources to systems.  Work includes computer-based tools operating systems/tools and methodologies which facilitate requirements definition, design, program generation, software system tests, configuration management, interoperability analysis and testing, and project management during the system life cycle.  Work involves the integration of computer, peripheral equipment, and communication links to meet Communication, Command and Control (C3) and system requirements.  Specialized knowledge requirements include computer system concepts and architecture, design methodologies, programming environments/ languages; test facilities; integration methodologies; performance modeling techniques; and performance characteristics of real-time computer systems, peripheral equipment, communications, information processing and display, intelligence processing systems, man-machine interactions, system modeling and simulation, and systems engineering.  Work involves extensive interaction with other government activities and contractors and requires the ability to technically manage all phases of a mission critical embedded computer system, to include the management of contractual efforts, and generation of budgetary requirements.

     16 - Command, Control and Communications (CCC) Systems.  Work involves the integration of computer, peripheral equipment, sensors, communication links, operators, and command personnel info systems to meet CCC requirements.  Special knowledge requirements include Army CCC requirements, structure, and operating procedures; performance characteristics of real-time computer systems, peripheral equipment, communications, information processing and display, intelligence processing systems, man-machine interactions, system modeling and simulation, and systems engineering.

     17 - Information Science.  Work involves the creation, use and management of information in all its forms.  Special knowledge requirements include identification and application of a wide variety of open and closed information sources, subject matter expertise in missile, rocket, space, and aviation information resources, translations of information into English, the application of electronic tools to expand access to this information and in-depth knowledge of behavioral characteristics of customers utilizing this information.

     18 - All-Digital Analytic Modeling and Simulation for Weapon System Support.  Work under this heading includes the development and use of weapon system models and simulations in support of system acquisition.  Types of models and simulations shall include all-digital, engineering analysis simulations of weapon system operation and performance including missile 6 degree-of-freedom (6 DoF) flyout trajectories, fuze operation, and target kill probability analysis in scenarios involving a single missile/submunition versus a single or multiple targets.  Skills, expertise, and specialized knowledge required to perform these tasks include:  mathematical modeling of physical systems; application of statistical techniques; control system analysis; software development in non-real-time applications; guidance, control, and fuzing technology; modeling of target signatures and scenario backgrounds; estimation of warhead effects and calculation of target kill probabilities; application of simulation verification and validation procedures; systems engineering and overall simulation project leadership.

     19 - Hardware-in-the-Loop Modeling and Simulation for Weapon System Support.  Work under this heading includes the development and use of weapon system models and simulations in support of system acquisition.  Types of models and simulations shall include hardware-in-the-loop (HWIL) simulations of missile and submunition systems against specific threats analysis in scenarios involving a single missile/submunition versus a single or multiple targets.  Simulation implementation includes the design, specification, and development of HWIL simulation facilities to produce real-time generation and radiation of necessary guidance signals and the interfaces for connecting actual guidance, fuzing, and electronic countermeasure components to HWIL simulation facilities.  Skills, expertise, and specialized knowledge exercised required to perform these tasks include:  mathematical modeling of physical systems; digital and analog control system analysis; guidance, control, and fuzing technology; digital and analog electronic design for interfacing missile and submunition signals to computers and special-purpose signal generation equipment; software development in real-time and non-real-time applications; mathematical modeling of target signatures and scenario backgrounds for real-time simulation applications; missile and sub-munition flight test support and flight test data analysis; application of simulation verification and validation procedures to real-time HWIL simulations; systems engineering and overall HWIL simulation project leadership.

      20 - Modeling and Simulation for Large-Scale Warfighting Simulations.  Work under this heading includes the development and use of weapon system and maneuvering forces models and simulations in support of system acquisition.  Types of models and simulations shall include multiple weapons-multiple targets and force-on-force large-scale battlefield simulations in realistically modeled synthetic environments, including distributed interactive simulations (DS) under High Level Architecture (HLA) compliance formats.  Skills, expertise, and specialized knowledge required to perform these tasks include:  mathematical modeling of physical systems; statistical techniques; software development; knowledge DIS and HLA protocols, structures, and networking requirements; implementation of large-scale force-on-force battlefield simulations in live, constructive and virtual configurations for DIS/HLA-based warfighting studies; virtual prototype development; analysis and simulation of battle management, command, communication, and control structures and protocols; application of verification and validation procedures to large-scale synthetic battlefield simulations; systems engineering and overall project leadership.

      21 - Acoustic Deception and Jamming.  Essentially the same as specialty code 18 except that acoustic techniques and systems are primarily involved and the work is directed toward nullifying the effectiveness of enemy active and passive acoustic detection systems, and mines.

      22 - General Electronic Warfare.  Work involves the integrated use of a wide variety of systems, equipment, and techniques to degrade the performance of enemy systems and to enhance the performance of our systems in the face of enemy countermeasures.  Techniques and systems used may be electromagnetic, optical, and acoustic.  Special knowledge requirements include a broad understanding of electronic warfare principles and practices; performance and design characteristics of US and foreign surveillance, communications, command control, and weapon systems; system modeling and simulation; and overall systems engineering.

      23 - Electronic Intercept and Direction Finding.  Work involves the detection, analysis and position location of enemy electromagnetic radiation.  Special knowledge requirements include electromagnetic sensor technology, signal processing, pattern recognition techniques, and propagation characteristics.

      24 - Mines and Mine Countermeasures.  Work includes systems and components for use in mine and mine countermeasures; analysis of existing mine systems and development of improved systems or modifications and their evolution through operational evaluation and subsequent logistic support; and use of existing and future mine technologies in the formulation and development of effective countermeasure systems.  Specialized knowledge requirements include acoustic and magnetic signature characteristics of mines; radiation characteristics of unmanned, remote-controlled countermeasure vehicles; and corresponding command and control technologies and weapon platform interfaces.

      25 - Navigation and Control.  Work involves (1) control force generation systems such as control surface activators, reaction and thrust vector control systems, (2) fire control systems including weapon system/launcher/platform interfaces and digital image processing (3) fiber optics applications to such devices as inertial instruments, photonic sensing and integrated optics, and (4) navigation systems including such devices as gyros, accelerometers, rate sensors, and global positioning sensors.  Skills include the ability to analyze the various subsystems and components and synthesize a design of navigation and control systems.  Knowledge required include inertial instruments, gimbal systems, strapdown system, digital computers/circuits, servo system theory, control hardware design, and system accuracy analysis.

      26 - Weapon Launchers, Robotics, and Ground Support Equipment.  Work involves the research, development, design, and test and evaluation of launcher systems, robotic systems, and ground support equipment.  Special knowledge requirements include launch dynamics, platform and weapon interface technology, missile handling equipment, generators, shelters, containers, and weapon system installation techniques; mechanical, hydraulic pneumatic, electrical, and electronic design and development to provide an integrated design compatible with the weapon, launch platform, robotic payload control, and weapon control; and environmental factors such as shock, vibration, temperature, icing, dynamic interaction of both manned and robotic platforms, and dynamics of weapons.  An ability to interface with fire control technology for both robotics and manned systems is highly desirable.

      27 - Conventional Warhead Design and Development.  Work involves applying knowledge and skills to relate the relationships among desired lethality of the missile, the ballistic protection of the target, the methods by which the lethal mechanism delivers the desired damage, physical design of the lethal mechanism and the integration and operation of the warhead when integrated into the structure of the missile.  Requires knowledge in the areas of penetration mechanics, metal and explosive interactions, missile airframe structural design and analysis at both high and low loading rates, computer simulation and modeling of explosive metal components, static and dynamic warhead test methods and instrumentation, explosive initiation systems, tandem warhead interactions and submunition dispersal mechanism design and analysis.

      28 - Safe and Arm Device Design and Development.  Work involves an understanding of the relationship between top level system requirements, the integration and operation of the safe and arm device when integrated into the structure of the missile and the specified or implied requirements on mechanical, electrical or hybrid safe and arm devices.  Tasks require knowledge in the areas of electronic circuit design and analysis, target detection devices, electronic test and measurement, pyrotechnic explosive devices, explosive initiation techniques, and safety requirements associated with rocket and missile systems.

      29 - Technical Data Management.  Work includes the skill, knowledge, and ability to develop and manage the technical data management program for weapon systems life cycle program phases.  Functional tasks include configuration management and automated status accounting, as well as the data management and standardization programs for the command.

      30 - Cost and Schedule Analysis.  Work involves the development of contract cost and schedule data reporting requirements and their application to overall contract statusing.  Tasks include analyzing contractor cost and schedule reports and quantifying the results of such analyses in terms of progress against planned/required goals and objectives.  Skills and knowledge are required in cost analysis principles and methodologies, theory and practice of operations research techniques, and technical knowledge of weapon system components.

      31 - Human Factors Engineering.  Work involves determining the effect of the environment, both natural and induced, on human performance, health, and safety.  Tasks include definition of mission profiles, mission scenarios, functional flow diagrams, operational sequence diagrams, task/workload descriptions, correlation matrices and link analyses.  Knowledge include the ability to design experiments, apply test instrumentation, assess the interaction of displays and controls on human performance, and develop human performance measures and design criteria.

      32 - Industrial Operations.  Work involves the development of Data Packages for large scale production or effectively and efficiently evaluating and analyzing such areas as fabrication, assembly, inspection, and test.  Knowledge required includes the ability to conduct industrial engineering studies involving plant layout, and manufacturing and industrial operations.  This effort includes the work to review existing capability and weapon system documentation to determine the adequacy of such information for producibility by the industrial base.  Also included are skills to determine new and replacement part capability when existing designs experience obsolescence.  Work also applies Value Engineering techniques and methodologies to reduce life cycle costs.

      33 - Production Methods.  Work involves the application of industrial engineering skills to determine the producibility and manufacturability of weapon system hardware.  Skills include the ability to conduct special studies of manufacturing problems, independent cost estimates, and failure analyses.  Knowledge required includes techniques for production forming, machining, production surface preparation/finishing, joining and other techniques such as heat treating hot and cold working.  A working knowledge of the Value Engineering process is required.

      34 - High-Energy Lasers.  Work involves the application of skills and knowledge in the field of high energy laser technology leading to the development of high energy laser components and systems.  Tasks include the understanding of and the solution of problems associated with atomic and molecular excitation processes, resonator theory, atmospheric propagation of laser beams, interaction of laser beams with matter, and damage characteristics of optical materials.  Knowledge required includes laser physics, mathematical modeling of laser systems, and the ability to apply laser technology to weapon systems applications.

      35 – Reserved.

      36 – Theoretical or Applied Mathematics.  Work involves the application of knowledge and skills in the field of theoretical or applied mathematics.  This includes the ability to apply a variety of standard mathematical methods from such areas as differential and integral calculus, vector analysis, complex analysis, and matrix theory.  Tasks may require the application of knowledge and skills in the field of theoretical mathematical statistics or in the field of statistical inference and hypothesis.

      37 – Operations Research Techniques and Applications.  Work involves the knowledge of and the ability to apply the proper techniques of operation research.  This includes such things as linear programming, queuing theory, game theory, probability and statistics, Markov analysis, sensitivity analysis, optimization, stochastic processes, or skills in management structures.  These techniques may be applied to the analysis of weapon systems, the analysis of logistic support systems and processes, and cost effectiveness determinations.  Skills required include experimental design theory, simulation, and parametric trade-off techniques.

      38 – Environmental Investigation, Atmospheric.  Work involves electromagnetic and electro-optical systems whose propagation characteristics are affected by geophysical phenomena or which are used for sensing of the geophysical environment; design of antennas; transmission experiments; digital and analog circuitry; use, interpolation, and specialized modification of meteorological and other geophysical sensors; application of channel characterization methods employing channel transfer functions and/or impulse response; and optimization, in the presence of noise, of systems such as communications, navigation, and radar.  Propagation criteria important to these systems must be established using both theoretical and experimental techniques.  The work requires a thorough understanding of many aspects of the geophysical environment (such as meteorology, tropospheric phenomena, ionospheric-magnetospheric phenomena, solar effects on the earth's environment) and how all such environmental phenomena affect the performance of electromagnetic and electro-optical systems.

      39 – Optics.  Work involves the research, design, development, and testing of optical components and devices in the fields of geometrical and physical optics for potential use in a variety of weapons systems.  Skills and knowledge include such things as light generation and modification, detection of light and infrared radiation, instrumentation and instrument design, applied optics, optical testing, holographic optics, diffractive optics production of holographically-formed optical components, Fourier optics and optical correlation, Vander Lugt filtering techniques, apodization aberration analysis, ray tracing, atmospheric optics, properties of optical materials, spectroscopy, laser optics, and resonant cavities. 

      40 - Photonics.  Work concerns the application of electro-optical, nonlinear, and quantum optics technology to the development of semiconductor and solid state lasers and laser arrays, laser detection devices and integrated optical elements for use in optical communications and optical data processing systems and for a variety of weapons systems.  Skills and knowledge are required in the areas of photo-detection, nonlinear nanoscale and quantum confined effect optical elements and devices, operational laser physics, nonlinear active and passive resonant cavities, photoelectric transformations, pyro-electric technology, p-i-n detectors, avalanche integrated optical elements fabrication, and imagining and image conversion processes.

      41 - Aerodynamics.  Knowledge is required of experimental and theoretical aerodynamics sufficient to analyze external configurations of flight vehicles to determine aerodynamic forces and moments, stability and control parameters, and air load distribution of the total vehicle and component parts.  Work involves performing configuration trade studies to develop configurations which meet various systems requirements including maneuverability, seeker, packaging and other constraints.  Tasks require an understanding of the interaction of inertial and aerodynamic forces as applied to flight trajectories.  Skills require the ability to plan and perform aerodynamic testing such as wind tunnel testing, sled testing and ballistic range testing to provide aerodynamic coefficients and/or to verify prediction methodologies.  Aerodynamic data is analyzed from theoretical and experimental sources and high-fidelity, non-linear aerodynamic models are developed that support simulation studies.

      42 - Computational Fluid Dynamics.  Knowledge and skills are required to solve fluid dynamics problems related to air vehicles, launchers and components utilizing state-of-the-art, non-linear, arbitrary bodies moving through a fluid medium; internal flow fields such as occur in nozzles, wind tunnels, chemical and gas dynamic lasers and ejectors; plumes and wakes including derivative problems addressing signatures, heating, signal attenuations and interaction effects; shear flow typified by boundary layers, mixing regions, turbulence etc.; and the interaction resulting from complex combinations such as launcher/missile interaction, missile staging and helicopter downwash/propulsion interaction.  Tasks include developing complex grids required to model flowfields and understand the limitations and applicability of various flow solving techniques.

      43 - Propulsion Engineering.  Work involves the application of engineering principles in the design and development of propulsion systems.  Knowledge of chemical propulsion is required for the design of solid, liquid, hybrid, or airbreathing devices for propulsion required for future missile systems.  Work involves performing configuration trade studies to develop the most optimum design that achieves the missile system requirements and includes determining the propulsion cycle, configuration and components, performance predictions, structural and thermal analyses, ignition devices, nozzles, materials, thrust vector control, or other control devices such as on-demand chemical gas generators.  Knowledge of propulsion mechanics required to perform measurements and analysis of propellant mechanical properties, liners, insulation, and adhesives to determine the environmental effects on the propulsion system for service life predictions and life cycle cost analysis.  Skills require the ability to perform experimental data collection and interpretation.  Skills are required to evaluate fabrication and processing as it relates to system survivability and safety.

      44 - Simulation and Modeling Weapons.  Work concerns the systems and/or models and techniques employed in simulation of weapon systems.  Specialized knowledge requirements include weapons characteristics, target characteristics, weapons-related signatures, and high speed computer and modeling techniques.

      45 - Composite Structures.  Work involves composite structures development with applications toward weapon systems.  A working knowledge of matrix and fiber formulation and processing, composite fabrication techniques, testing, design, development, or analysis is required.  Work includes studies into suitability of composite materials for weapons systems applications, environmental and life cycle evaluation.  Skills are required to plan and execute programs expanding research into critical areas of composite structures or materials.

      46 - Materials.  Work involves materials for structural, mechanical, electrical, and optical components in weapon systems.  Analytical and experimental studies are performed to match the physical, optical, and electrical properties of materials to unique operational performance requirements of system components.  Develops an understanding of specifications and standards for the composition, fabrication, and applications of these materials to weapon systems.  The work requires general knowledge of mechanical, chemical, and materials engineering with specialized knowledge in areas such as fractures, coatings ceramics, finishes, corrosion, welding, adhesives, and plating.  Develop plans and implement programs for pollution prevention in current and future weapon systems.

      47 - Microwave Components and Devices.  Work involves the design, development, and testing of microwave devices for use in a wide variety of electronic systems or equipment.  Special knowledge requirements include solid state physics and chemistry, microwave theory and techniques, microwave test equipment, wave-guide and integrated circuit design, and computer-aided circuit design.

      48 - Integrated Circuit Devices .   Work involves the design, development, testing and analysis of analog or digital integrated devices and circuitry circuits for potential use in a wide variety of electronic systems or requirements.  Special knowledge requirements include solid state physics and chemistry, integrated circuit design, computer-aided design, and application of mathematical models.

      49 - Product Assurance Engineering.  Work involves the development and application of Quality Engineering, and/or Reliability, Availability, and Maintainability (RAM) Engineering, and/or System Assessment skills to the development, manufacturing, and/or sustainment of weapon systems.  Skills include the ability to conduct special studies, stockpile reliability programs, RAM programs, to prepare and implement quality assurance programs, and to analyze weapon system concepts to determine the optimum quality processes and/or RAM requirements.  Knowledge required includes inspection and test methods; metrology programs/ quality activities relating to the research, development, production, or fielding of weapon systems; mathematical modeling; stockpile assessment; reliability and maintainability predictions and allocations; trade-off analysis; requirements generation; failure analysis, effects, and predictions; circuit design, analysis, and parts selections; qualification requirements; and manufacturing processes.

      50 - Quality Assurance.  Work involves the ability to plan, develop and manage a comprehensive product assurance program which includes establishing essential quality standards and controls.  Develops and executes plans that focus on quality of design, quality of conformance, and fitness for use.  Develops policies, procedures and test provisions, and quality requirements in specifications, standards, and solicitations.  Tasks require the evaluation of quality assurance during the acquisition process such as in design reviews, functional and physical configuration audits, production readiness reviews, and the milestone reviews supporting the milestone decision authority.  Skills required include the design of experiments, determining test adequacy, clarity of requirements, and performing measurements to demonstrate quality process capability and compliance.  Accepts and fields material for US and foreign customers.

      51 - Solid State Components and Devices.  Work involves the design, development, and testing of devices in which electrical, electronic, and electromagnetic interactions with bulk surfaces, and interfaces of solids are the significant parameters which control the performance, frequency, spectral range, and response characteristics of the devices.  Special knowledge requirement includes solid state physics and chemistry, and electronic engineering design principles.

      52 - Aviation Airworthiness Turboshaft Engines and Integration.  Work involves the application of propulsion engineering principles in the design, development, and airworthiness qualification of turboshaft engines and auxiliary/secondary power units.  Must have specific knowledge of integration of the engine into the air vehicle, performance/operability (to include inlet/inlet particle separators and exhaust effects), qualification/testing requirements, and the latest commercial certification requirements.  Work also involves providing engineering support to the spares parts program and considering safety-of-flight and airworthiness impact of spares when establishing technical requirements.  Engineering skills are required to conduct analysis to substantiate the adequacy of contractor design concepts, proposed design changes, and evaluate contractor test plans and results.  Support of customer problems from fielded units and PM/WSM offices is a major job requirement.

      53 - Aviation Airworthiness Propulsion Subsystems and Technology.  Work involves the application of engineering principles in the design and development of aerospace propulsion systems.  Specific knowledge of control systems (including embedded software), compressors, combustors, turbines, transmissions, gears, lubrication systems, shafting, torsional stability, hydraulics, crashworthy fuel lines and tanks, fire control and extinguishing systems, and environmental systems is required.  Work involves performing design and trade-off studies, to develop the optimum design that achieves the system specification and airworthiness qualification requirements.  Responsible for the structural integrity of all Army rotary wing and fixed wing propulsion systems.  Performs life analysis in the area of heat transfer, low-cycle fatigue and stress rupture, vibration and risk assessments in order to ensure the airworthiness of propulsion systems.

      54 - Mechanical Engineering Analysis.  Work involves the application of engineering and mathematical principles to the design, develop, and test of missile systems, launchers, and ground support equipment.  Specialized knowledge requirements include the ability to analyze and solve problems in the areas of solid mechanics, thermodynamics, structural dynamics, heat transfer, fluid dynamics, and hydraulics.  The work requires the ability to employ state-of-the-art computer aided engineering (CAE) tools such as finite element techniques in formulating the solution.  Problems are often of a complex and unique nature, requiring the engineer to derive and program mathematical algorithms to obtain appropriate solutions.  A working knowledge of mechanical engineering design principles is also required.

      55 - Systems Engineering.  Work involves the ability to translate user requirements into technical objectives pursuant to the design, development, airworthiness qualification and field support of fixed and rotary wing aircraft throughout the weapon system life cycle.  Work involves the ability to function in an interdisciplinary environment to coordinate the definition, planning and execution of system requirements to achieve a balanced technical solution.  Products and services include the preparation and coordination of technical portions of Requests for Proposal to include source selection evaluation criteria; Source Approval Requests; Flight Safety Parts Program and ground support equipment; Airworthiness and Contractor Flight Releases; Interim and Final Statements of Airworthiness Qualification; safety-of-flight messages; interfacing with Program, Project and Product Managers during program planning and execution while adjusting resources, schedules and objectives to achieve program requirements.

      56 - Systems Concept and Requirements Development.  Work involves a broad knowledge of rockets, missiles, unmanned vehicles, guns and or directed energy systems to synthesize weapon concepts and requirements.  Knowledge is required of the interaction of tactics and doctrine, requirements, concepts and technology, mission area analyses, battlefield deficiencies and the overall process whereby requirements are translated into systems.  Tasks require the application of multiple discipline such as warhead mechanics, terminal ballistics, aerodynamics, propulsion, fire control systems, conflict simulation, optimization, game theory, multiple sensor acquisition, command and control/netting, system effectiveness, and various other disciplines which span military art, science, and engineering.

      57 - Materials Engineering for Development, Qualification, Airworthiness Determination, and Field Support of Rotary Wing and Fixed Wing Manned Aircraft.  Work involves using knowledge of aerospace materials and processes and their application in rotary and fixed wing aircraft primary and secondary structures, engines, and transmissions to successfully develop, qualify, field, and support airworthy manned rotary and fixed wing aircraft.  Engineering knowledge and skills are required to develop and understand specifications and standards for the composition, manufacture and fabrication, and application of aerospace materials in support of all phases of Army aviation weapon systems.

     58 - Aviation Structural Integrity Engineering.  Work involves the application of structural engineering principles and state of the art practices to successfully design, develop, qualify, field, and support airworthy manned rotary wing and fixed wing aircraft.  Engineering knowledge and skills required include structural design criteria, stress and loads analysis, fatigue analysis, fracture mechanics, finite element modeling, and statistical analysis techniques.  Experience is required in defining and conducting ground and flight tests including fatigue, crack growth, static strength, flight loads survey, structural demonstration, and weapons firing.  Work requires the ability to provide support to field units including input and review of airworthiness releases, evaluation and resolution of fielded system structural problems, and investigation of field incidents.

     59 – Test and Evaluation, General.  Work involves test and evaluation of mechanical and electronic components and systems including all the hardware, firmware, software, and operating procedures associated with a given system.  This includes all phases of test and evaluation from the development stage to operational evaluation dependent upon program needs including test definition, planning, generation of test procedures, data gathering and reduction as well as correlation of that data with component/system specifications.  Work may include extensive interface with other Government activities or contractors developing and/or testing the component/system.

      60 – Test Facility Development/Management.  Work involves development, operation, and/or management of test facilities.  The work requires a knowledge of the type of systems to be tested on the facility being developed and the techniques which can be used to conduct the test.  An understanding of instrumentation systems, safety, and test procedures is also required.  The management aspects of this position require planning and projecting future test loads and resource requirements. 

      61 -  Facilities Management.  Work involves real property facilities maintenance and development, energy conservation, space utilization, and minor construction.  Skills are required in the conduct of studies, surveys, and analyses relative to facilities management.  Knowledge required includes facility engineering categories of effort, and regulatory provisions and operation and maintenance standards applicable to real property facilities.

      62 – Aeromechanics for Development, Qualification, Airworthiness Determination, and Field Support of Rotary Wing and Fixed Wing Manned Aircraft.  Work in this area includes using handling qualities/flight controls, dynamics, and aerodynamics expertise to successfully develop, qualify, field, and support capable, airworthy manned rotary and fixed wing aircraft.

      63 – Research, Development and Engineering.   Work involves the ability to plan and execute research, development, test, and engineering projects to meet scientific and technical objectives considering a variety of technical disciplines to include structures, manufacturing technology, power systems, mission equipment, survivability, safety, reliability, maintainability, and systems integration related to rotary wing vehicles.  Knowledge of rotary wing vehicle design, operation, and sustainment is required to support both in-house and acquisition projects to develop new and innovative aviation component, sub-system, and system designs to support unique rotary wing vehicle requirements.  Work involves the ability to coordinate interdisciplinary elements of a plan to achieve a balanced technical program.  Technical, acquisition, and personal skills are required to identify and resolve technical issues/problems, redirecting or replanning as required, manage cost, schedule, and performance risk, perform trade-offs to achieve optimal design within weight, cost, and performance constraints. 

     64 - Technical Management Staff (Aviation).  Work involves providing overall direction, coordination, and management of all facets and functions for Rotary Wing programs.  Duties include long range planning, concept formulation, technology generation, and transition, to include International Cooperative Activities, directing, scheduling, establishing priorities, and monitoring expenditures on those technical efforts.  Duties may also include arrangement for support of the program or technology by other Aviation AMRDEC organizations, managing controversial issues, and furnishing policy guidance to other personnel or outside organizations.  Extensive, continuing contacts may be required with outside organizations including headquarters, sponsors, and government contracting officers, universities, international agencies, or private industry.

      65 - Weapon Systems Failure Analysis.  Work requires knowledge and skills in all phases of failure analysis.  This includes such things as definition of problem areas, design, and implementation of experiments to isolate problem, conduct of experiments to duplicate failure, and experimental demonstration of corrective action.  Knowledge is required in failure theory.

      66 - Automatic/Built-in Test Equipment.  Work concerns application of automation concepts to the testing of systems including both hardware and software aspects both during initial design and for retrofit.  Specialized knowledge requirements include testing principles, automatic test concepts, logistics, high order languages, and electronic circuit design.  Tasks include generation of test procedures, design of adapters for interfacing test hardware with the Automatic Test Equipment, and the generation of software.

      67 - Packaging (Electronics).  Work concerns the arrangement, mounting, and protection of the circuit elements of an electronic system.  Specialized knowledge requirements include electronic design principles, equipment environmental constraints, and mechanical manufacturing techniques.

      68 - Packaging (Mechanical).  Work concerns the arrangement, mounting, and protection of the mechanical elements of a system.  Specialized knowledge requirements include mechanical design principles, equipment environment constraints, and mechanical manufacturing techniques.

      69 - Electronic Material Science.  Work concerns the application of physical and engineering principles to the use of materials in electronic circuitry elements.  Specialized knowledge requirements include solid state physics, electronic design principles, and electronic manufacturing technology.

      70 - Mechanical Engineering Design.  Work involves application of principles of mechanical engineering, with special emphasis on computer aided machine design, to the design of military hardware systems.  In general, a working knowledge gained from experience must be combined with the application of principles for a senior level position.  The specialty includes the development of a mechanical design on either a system or component level.  Techniques of many engineering disciplines must be interfaced to arrive at a practical solution.  These include structural mechanics, materials, hydro or fluid mechanics, and often electromechanical engineering.  The work can often involve the development of specifications for procurement of the design or operating procedures for its incorporation into the field environment.

      71 - Electronic Engineering Design.  Work concerns the application of electronic design principles to meet specified functional performance requirements of electronic systems.  Specialized knowledge requirements include electronic components, military electronic environmental constraints, and computer technology.

      72 - Electromechanical Engineering Design.  Work concerns the application of electromechanical design principles to meet specified functional performance requirements of electromechanical systems.  Specialized knowledge requirements include military electromechanical environmental constraints, servomechanisms, and electromechanical techniques.

      73 - Power Electronics.  Power electronics is defined as the field of electrical engineering where significant power passes through or is controlled by electronic devices.  Specialized knowledge requirements include characteristics of solid state, magnetic, and other power devices; control theory as applied to nonlinear and discrete time systems; general circuit theory, circuit theory as used in static and rotating power conversion equipment; knowledge of special electromagnetic interference suppression techniques; thermal design techniques; and packaging techniques used for power electronic circuits.

      74 - Acoustics.  Work involves experimental and analytical research to define the physical behavior of aerodynamically generated rotor noise.  Work requires familiarity with acoustic rotary-wing aerodynamics and a broad knowledge of experimental techniques, data analysis, and rotor system operation.

      75 - Weapon Systems Vulnerability.  Work involves the design, execution, and evaluation of experiments which stimulate the vulnerability of missile systems to high energy lasers, electromagnetic radiation, high velocity projectiles and other weapon systems.  Working knowledge is required in such areas as simulation techniques, trajectory analysis, missile system performance, damage analyses, and missile dynamics.

      76 - Weapon Systems Analysis.  Theoretical skills are required in the field of weapon systems and work requires the ability to examine the basic principles associated with weapons systems.  This includes such things as the ability to develop and apply mathematical models which are extrapolated from existing system experimentations.  Tasks include such things as the ability to design, conduct, and complete weapon systems experiments involving contemporary technology and skills especially in those areas of significance for missile and weapons applications.  Skills include the ability to conduct research studies to examine performance or effectiveness of a particular system in an experimental, tactical situation; or to analyze a total system or major system element to determine performance design characteristics required to meet system objectives.

      77 - Targets.  Work involves determining target requirements and providing for targets needed in the development of a database for the evaluation of weapon system performance.  Skills and knowledge include the ability to conduct requirement definition studies, design and fabricate targets, and prepare tests.  Tasks include determining launch system requirements for targets and conducting studies and evaluation to determine the most cost/effective delivery system.

      78 - Instrumentation, General.  Work requires general knowledge in the field of instrumentation as applied to strategic and tactical weapons system testing.  Ability is required to interpret and infer testing requirements, plan and implement overall test programs and evaluate data obtained to determine performance of instrumentation used.  Requires working knowledge of instrumentation which may be outside specific area of technical expertise and includes detailed knowledge of test equipment.

      79 - Flight Controls.  Responsible for planning and conducting applied research, exploratory development and advanced development phases of flight control technology for rotary winged aircraft.  Conducts simulator and flight investigations of the dynamics and handling qualities of rotary wing aircraft to improve the precision of flight and reducing pilot workload in critical low altitude military missions.  Knowledge required includes such areas as (1) advanced concepts of digital flight control, (2) fly-by-wire multivariable control theory, (3) interactive factors of handling qualities with control system design, and (4) ground-based simulation and flight testing techniques.

      80 - Computer Systems (General).  Work involves the employment of computers as processing devices.  Special knowledge requirements include automated systems theory, computer architecture, functional partitioning, interface specifications, software system design and implementation, operating systems, data base systems, computer languages, programming techniques, numerical methods for solution of mathematical problems, job control, scheduling, software quality control, and system design and evaluation.

      81 - Aerospace and Electronics Engineering Technical Support.  Work involves conduct and/or support of testing of rotorcraft materials, components, subsystems, and complete aircraft in laboratory, flight test, training, and operational settings.  Applied knowledge is required in the fields of aircraft systems, test hardware, control, and instrumentation and data reduction.  Specific skills are required to interpret testing requirements, plan and conduct development projects from stated requirements, prepare and present data obtained, and support research by application of established experimental and empirical methods and techniques.  Special knowledge and skills in one or more of the following areas are also required:  (1) test equipment apparatus; (2)instrumentation; (3) interfacing of electronic and computer systems with test equipment; and (4) data processing.  Work includes extensive interface with other government activities or contractors to support development and/or testing for current and future Army Aviation aircraft.  Addresses environmental compliance issues related to the efficient and safe operation of the test facility.

      82 - Nuclear Effects.  Work concerns sensors and systems for detecting, classifying, and processing of ionizing radiation. Special knowledge requirements include nuclear physics, properties of nuclear interactions with materials, transport of elementary particles through matter, digital and analog electronics, mathematical modeling, biological effects of ionizing reaction, techniques of statistical analysis and data processing and safe handling of nuclear material. Tasks include the conduct of nuclear effects studies, surveys and analyses.

      83 - Physical Science.  Work involves positions which apply basic principles of physics to the modeling, analysis testing, and design of sensors and systems from conceptual stages through analytical and experimental phases to final products.  Specialized knowledge requirements include a broad foundation in physics, mathematics, and electronics.

      84 - Information Transfer Technology and Systems.  Work involves acquisition, transmission, switching, distribution, and equipment readiness of computers, peripheral equipment, sensors, weapons, and internal communication systems into systems that meet command and control requirements.  It includes development and application of multiplexing, data bus systems, analog/digital conversion techniques, switching systems, network control, information processing/reduction, signal security, fiber optics, distributed processing, and automatic/built-in test equipment providing monitoring status and command readiness.

      85 - Materiel Release.   Work involves developing, planning and managing the Department of 

Army Materiel Release for Issue Program.  This includes developing policy; furnishing technical consultant services; developing training programs; providing program planning, execution and assessment of the command's role in the Department of Army Materiel Release for Issue Program; and coordination of efforts by contractors and government employees to assure the establishment and adequate evaluation of all materiel release prerequisites to assure that all program objectives are attained.  Requires knowledge and familiarity with engineering process and procedures; requires expert knowledge of the US Army Materiel Acquisition and Release processes and supporting documentation, and requires skill in applying analytical and evaluative methods.

      86 - Chemical Technology Support.  Work supports Army programs which involve chemical problems and provides the Army with new technology in fields such as energy, detection, and surveillance.  It includes development of drag reducing systems, batteries, sensors and detectors, and efficiency studies of antifouling coatings.  Specialized knowledge requirements include analytical chemistry, electrochemistry, biochemistry, organic chemistry, polymer chemistry, and physical chemistry.

      87 - Propellant Chemistry.  Work involves the application of principles and operations of chemistry to investigate propellants and propulsion components.  Tasks involve the ability to formulate and optimize propellant formulations including the synthesis of new ingredients.  Skills and knowledge are required in the techniques used and experimental interpretation for the characterization of the physical and ballistic properties of propellants.  The ability to predict, measure, evaluate, and characterize exhaust products from chemical propulsion devices and relate these data to missile system performance as well as the ability to select, modify, evaluate propellant compositions to suppress or minimize motor exhaust plumes.  Knowledge and skill is required in propellant processing and manufacturing as well as the design and operation of pilot plants.  Knowledge of insulation and liner materials and their compatibility with various propellants is required to determine the environmental effects on the propellant and components during the life cycle of a missile system.

      88 - Materials Chemistry.  Work involves the application of principles and operations of chemistry to the study of and the investigation of materials.  Tasks require a familiarization with the preparation, characterization, and use of materials.  Tasks require the ability to solve problems dealing with various classes of materials such as metallic, ceramic, organic and composite.

      89 - Environmental Science.  Work supports Army programs in environmental protection and management including research and development of systems, methods, techniques, and procedures for assessing environmental quality.  Specialized knowledge requirements include ecology, field survey techniques, environmental laws and regulations, environmental cleanup, environmental pollution and containment, and environmental protection.

      90 - Software Engineering.  Work involves the investigation and application of techniques which are used during the development, verification and validation, deployment, and maintenance of embedded computer system software.  The work requires research, development, acquisition, and transition into common use of computer-based tools and methodologies which facilitate requirement definition, design, program generation, software system tests, configuration management, and project management.  Specialized knowledge requirements are design methodologies; programming environments; test facilities; integration methodologies; performance modeling techniques; and new methodology training, application, and transitions.

      91 - Infrared and Electro-Optical Sensors.  Work involves the ability to conduct infrared and electro-optical systems and subsystems studies, surveys, and analyses.  Skills and knowledge are required in the field of infrared and electro-optical subsystems and component development and the combination of component and subsystems in a system configuration.  Tasks include the development and application of mathematical models, the design and conduct of experiments, the conduct of trade-off analyses, the establishment of interface requirements or specifications, and selecting and documenting final configuration for infrared and electro-optical systems and subsystems.

      92 - Fluid Mechanics.  Plans and conducts both theoretical and experimental investigations of novel and unresolved technical problems connected with advanced and complex rotary wing aerodynamics. Identifies technological limiting rotor aeromechanics concepts, and designs and conducts theoretical and experimental fluid mechanics research programs to provide the required improved technology. Develops mathematical analyses and experimental techniques to understand the basic aerodynamic performance characteristics in various operating levels.

      93 - Rotorcraft Dynamics.  Responsible for the development of theoretical and empirical methods for the analysis of vertical take-off/landing and rotorcraft dynamics, particularly structural dynamics, loads, and vibrations. Identifies requirements for specific theoretical analyses of rotorcraft dynamics, carries out development of sophisticated analyses using advanced techniques in mathematics and structural analysis. 

      94 - Administrative Program Analysis.  Work involves analysis, evaluation and execution of programs which provide for administrative support (personnel management, mail management, reports and forms control, records management, training, travel, security, etc.,) and/or evaluation of the effectiveness of programs, policies and procedures.  Work requires a knowledge of administrative and managerial regulations, policies, and practices; the ability to analyze and evaluate the effectiveness of program development or execution, and the ability to formulate and implement guidance in the area of administration, administrative support, or management.  Work requires skill in factfinding and investigative techniques, skill in oral and written communications and the development of presentations and reports.

      95 - Fiscal Program Analysis.  Work involves developing objectives and policies for resource management, planning, and balance of resources within and between programs.  Work requires knowledge of the techniques and procedures for conducting reviews and analyses to include functional reviews, in-depth reviews, corporate type reviews, and special studies or quick reaction type reviews; also requires knowledge of evaluation techniques used to assess validity of program objectives and the ability to formulate and present recommendations on plans.  Work requires ability to develop fiscal planning and programming documents (e.g., POM, Appropriation Budgets, PBG, Business Plans, etc.) to support efficiency, economy, and balance in the development and execution of programs which are translated into investment and operating program budgets.  Work requires skill in researching, assembling, organizing, and analyzing data.

      96 - Administrative and Fiscal Program Analysis.  This represents a combination of specialty codes 94 and 95.

      97 - Electromagnetic Environmental Effects (E3) Analysis.  E3 work involves Radiation 

Hazard (RADHAX), Electromagnetic Compatibility (EMC), Electromagnetic Interference (EMI), 

MIL-STD 461, Electromagnetic Vulnerability (EMV), Electromagnetic Pulse (EMP) analysis and testing, RF Spectrum Management and RF noise surveys.  Work is conducted both in the field and in the laboratory.  Work requires a knowledge of EM field theory, computer programming capability, an in-depth knowledge of RF safety standards and EMC test standards, the ability to operate a wide variety of test equipment including the set-up of automated test systems, the ability to prepare a test plan, and the capability to analyze test data and predictive values to determine if safety and EMC standards are met.  Must be able to provide recommendations for the correction of any problems identified.

      98 - Reserved.

      99 - Other.  Work not covered by other specialty codes.

      100 - Reserved.

      101 - Stenography.  Requires regular and recurring performance of stenography/shorthand work as dictated by individuals in the work group.  Implied in stenography positions is the skill requirement for a qualified typist to transcribe the material into final form.  Level of stenographic proficiency is that required for competitive appointment to a stenographer position.

      102 - Office Automation.  Requires regular and recurring performance of office automation work which includes word processing performed in the context of general office clerical support.  Position requires:  (1) knowledge of general office automation software, practices, and procedures; (2) competitive level proficiency in typing; and (3) ability to apply these knowledge and skills in the performance of general office support work.

     103 - Stenography and Office Automation.  This represents a combination of specialty codes 101 and 102.

     104 - Sensor Integration for Rotary Wing Aircraft.  Works in the areas of performance and integration of electro-optical, radar, and Aircraft Survivability Equipment (ASE) systems in Army aircraft.  Special skills involve the ability to conduct infrared and electro-optical and radar systems and subsystems studies, surveys, and analyses.  Specific skills and knowledge are required in the field of infrared and electro-optical subsystems and component development and the combination of component and subsystems in a system configuration, and/or of ASE performance and interrelations with Army aircraft as well as knowledge of associated technologies related to ASE performance (electro-optics, radar, radar cross section).  General knowledge in the qualification of electro-optical, radar, and ASE systems as it relates to airworthiness/ safety-of-flight for Army Aircraft is essential.

      105 - Armament Integration for Rotary Wing Aircraft.  Works in the integration of missiles, rockets, and gun systems into Army aircraft.  Plans, establishes, monitors and/or carries out to completion difficult or complex engineering studies, analyses and evaluations in the areas of integration of missiles and missile control systems, rockets and rocket control systems, gun systems, mine systems, weapons fire control, ballistics, seekers, guidance and fire control and weapons effects.  General knowledge in the qualification of missile, rocket, and gun systems as it relates to airworthiness/safety-of-flight for Army Aircraft is essential.

      106 - Avionics Integration for Rotary Wing Aircraft.  Works in the area of avionics systems integration and/or aviation systems architecture for Army Aircraft. Plans, establishes, monitors and/or carries out to completion difficult or complex engineering studies, analyses and evaluations in the areas of integration of all avionics, to include communications systems; navigation systems; electrical power generation, control and distribution systems; aircraft architecture design; electronic control systems; aircraft flight test instrumentation, electrical/electronic training devices and data recorders; and Electromagnetic Environmental Effects (E3).  General knowledge in the qualification of avionics systems as it relates to air-worthiness/safety-of-flight for Army aircraft is required.

      107 - Controls and Displays Integration for Rotary Wing Aircraft.  Works in the area of man-machine interface on Army aircraft. Plans, establishes, monitors and/or carries out to completion difficult or complex engineering studies, analyses and evaluations in the areas of performance and integration of controls and displays; Aviation Life Support Equipment; lighting; and furnishings and equipment.  General knowledge in the qualification of the above man-machine interfaces as they relate to airworthiness/safety-of-flight for Army aircraft is required.

      108 - Aircrew Integration for Rotary Wing Aircraft.  Works in the areas of correlation and reference of human capability reference models with automation paradigms such that mode and state awareness, feedback, and workload are balanced for Army aircrew operating modern "glass cockpit" attack and other category aircraft.  Skills and knowledge are required in the areas of situation awareness, spatial disorientation, crew workload, automation dependencies and skill retention.  Serves in qualification of systems with human-computer interface on Army aircraft. Plans, establishes, monitors and/or carries out to completion complex engineering studies, analyses, and evaluations in the areas of situation awareness, threat avoidance, meteorological environment effects, and other factors which impact aircrew ability to plan and safely execute a mission. General knowledge in qualification of mission planning and real-time flight management systems as it relates to airworthiness/safety-of-flight for Army aircraft is required.  Extensive knowledge of aviation individual and collective training, full-motion and part-task simulators and training devices, and cost-benefit ratios of various levels of trainer fidelity is also required.

      109 - Electronic Instrumentation.  Work requires fundamental knowledge in the field of instrumentation as applied to strategic and tactical weapons system testing.  Ability is required to interpret and infer testing requirements, plan and implement overall test programs and evaluate data obtained to determine performance of instrumentation used.  Specific knowledge in one or more of the following areas is also required:  (1) ability to integrate new test equipment into operational systems, repair or modify electronic equipment using complex signal conditioning encoders, decoders, recording devices, and radio telemetry equipment; (2) calibration and validation of mechanical and electrical equipment, monitor periodic calibration of laboratory standards, test and measurement equipment, analysis of calibration data, and accuracy tolerances; (3) photo instrumentation, still photos, video, motion picture, high-speed motion picture, high-speed video, digital cameras, film and picture processors, and video-editing equipment.

      110 - Aerospace Engineering Design.  Work involves providing technical support for exploratory and advanced development programs for Army air mobile systems.  Fundamental aviation design knowledge is required to support both in-house investigations and procured development projects such as:  testing of new structural concepts for potential applications to airframes and aircraft subsystems, appraising new concepts for enhancing safety and improving survivability of aircraft and personnel, developing research data pertaining to the fabrication, construction, and testing of aviation materiel.  Special knowledge and skills are required to provide new and creative aviation system designs to support unique special mission user requirements.

      111 - Contracting and Acquisition.  Work involves a variety of contracting and acquisition functions to support the Army Aviation research and development mission.  Functions include contract award using the negotiation method, price and/or cost analysis, post-award contract management and close-out, and contract termination.  The work requires a knowledge of the legislation, regulations, and policies/procedures used in acquisition, cost and price analysis principles and techniques, and of business and industry practices.  Skills covering the range of contract life cycle, from acquisition strategy development to close-out, are required, specifically acquisition planning, solicitation, cost/price analysis, negotiation, administration, termination, and close-out.  Ability to interpret statutory, regulatory, or policy requirements; to analyze data and apply economic, statistical, accounting, and financial analysis principles and techniques; to communicate orally and in writing; and to evaluate various courses of action and take sound business approaches to problem resolution is required.

      112 - Procurement Law.  Work involves serving as procurement law attorney providing cradle to grave legal advice on highly complex procurement actions for a research and development laboratory, to include drafting, negotiating, or excising contracts or other legal documents.  Skill is required to solve complex and unprecedented or quasi-legal problems which develop during the life cycle of a contract.

      113 - Visual Information.  Work involves using fundamental knowledge and skills in visually interpreting conceptual versions of Army aviation research and development systems to prepare finished art work for the organization, as well as other customers in support of presentations, printed material, technical publications, exhibits, and other new and unique visual representation projects.  Specific knowledge and skill are required in the use of advanced computer graphics programs, and associated computer scanners, printers, plotters, laminators, and display makers.

      114 – Reserved.

      800 - AD Radar ID.   Work involves experimental development in the area of air defense radar technology, with specialization in air target identification and the characterization of advanced air defense radar techniques and processes.  A broad knowledge of modern radar theory, and in depth knowledge of radar hardware and radar instrumentation, and demonstrated expertise and skill in the planning, conduct, and assessment of radar identification experiments/tests are required.  Specific knowledges and skills are also required in the areas of radar signature modulation, passive radar signature detection, and high range resolution technologies.  In addition must have a general knowledge of air defense radars and the ability to relate technology opportunities to projected air defense radar requirements.

      801 - AD Radar Fusion.  Work involves experimental development in the area of air defense radar technology, with specialization in RF sensor fusion and optical technology for radar processing and control.  A broad knowledge of modern radar theory, an in depth knowledge of radar hardware and radar instrumentation, and demonstrated expertise and skill in the planning, conduct, and assessment of RF sensor fusion experiments/tests are required.  Specific knowledge and skill are also required in the areas of electro-optical and photonic components, techniques, and processes and in the areas of feature selection and fusion processing.  In addition, must have a general knowledge of air defense radars and the ability to relate technology opportunities to projected air defense radar requirements.

      802 - MMW Seeker Characterization.  Work involves experimental development in the area of millimeter wave seeker technology, with specialization in the empirical characterization of millimeter wave seeker techniques, processes, and performance.  A fundamental knowledge of radar theory, an in depth knowledge of millimeter wave seeker hardware and seeker instrumentation, and demonstrated expertise and skill in planning, conduct, and assessment of laboratory and captive flight tests/experiments are required.  Specific knowledges and skills are also required in the areas of millimeter wave seeker CM/CCMJ, and in the modeling and analysis of this class of seekers.  In addition, must have a general knowledge of land combat missile weapons utilizing millimeter wave seekers and the ability to relate technology opportunities to projected weapon requirements.

      803 - AD Radar Techniques.  Work involves applied research and development in the area of air defense radar technology, with emphasis on creating and validating models and simulation of postulated/advanced air defense radar techniques and processes.  The general purpose of this research is to provide a sound technical basis for predicting effectiveness of projected radar developments.  Knowledge of modern radar theory, radar phenomenology, and radar subsystems/components is required.   Expertise is required in the areas of microwave propagation and clutter effects, target characterization, and radar processing strategies.  Must have demonstrated ability to forecast future radar needs/trends and skill in modeling/simulating these in terms of advanced radar processes, such as radar surveillance, classification, discrimination, and identification.

      804 - RF and MMW Senors.  Work involves applied research and development in the area of 

RF and millimeter wave sensors.  Utilizing advanced simulation and modeling techniques, research is directed at enhancing the understanding of the relationships between sensor performance and weapon capability.  Fundamental knowledge of radar theory, RF and millimeter wave hardware, RF and millimeter wave phenomenology, CM/CCM, and missile dynamics is required.  Experience in analyzing data from sensor and weapon experiments/tests is considered important.  Must also have knowledge and skill in the development of detailed digital missile simulations, and the demonstrated ability to utilize these simulations to relate sensor to weapon performance.

      805 - RF Fuze and Seeker Technology.  Work involves applied research and development in the areas of RF fuzes and RF seekers.  Research is directed at concepting and verifying signal processing strategies that improve fuzing performance and target acquisition/tracking performance in high clutter/ECM environments.  Knowledge of radar theory, statistical and deterministic signal processing, and digital simulation techniques is required.  Must also have a general knowledge of air defense weapons, an in depth knowledge of RF fuzes and seekers used in these weapons, demonstrated knowledge and skill in developing/extending fuze and seeker models, and the ability to evaluate potential performance as a function of processing strategies.

      806 - AD Radar Seeker Technology.  Work involves research and development of electromagnetic radio frequency technologies for defense applications in the area of guided missiles, with specialization on AD seekers for countering advanced threats.  Requires knowledge of modern radar theory, RF phenomenology, and threat characteristics.  Also requires skills at defining, implementing, and conducting measurements and experiments to further the knowledge of fundamental electromagnetic phenomenology and demonstrates technologies of RF and millimeter wave sensor and seeker guidance concepts for countering advanced threats in roles of land combat and air defense.  Must have demonstrated ability to lead technology development activities by defining required activities and tasking, participating in technology development programs, conducting research to define environmental conditions, and enhancing laboratory capabilities.

      807 - RF Guidance Research.  Work involves research in the fields of millimeter and microwave fire control and guidance sensors.  Research concentrated in the areas of the analysis and design of anti-radiation homing guidance seekers, the development of RF countermeasures to active protection systems, the exploitation of threat radars, and the design and development of test bed radars.  Requires knowledge in the areas of radar, electromagnetic theory, microwave techniques, antenna theory, analog and digital circuit design, and digital communications, plus skill in designing, testing, analyzing, and modeling millimeter & microwave sensors, subsystems, and components.  Also requires the ability to identify RF guidance issues, to conceptualize technical approaches and to demonstrate solutions, with research goals directed at creating and establishing millimeter and microwave sensor technologies, techniques, and processes that provide a basis for expanding weapon capabilities and performance boundaries.

      808 - MMW Guidance Technology.  Work involves experimental development in the area of MMW guidance technology, with emphasis on advancing guidance accuracy and operation in adverse environments.  Requires ability to create radar/seeker guidance concepts, identify technology issues critical to implementation, theoretically assesses issues, and develop approaches to issue resolution.  Requires knowledge of radar theory, MMW devices, components, and instrumentation, and skill in planning, organizing, conducting, and directing MMW laboratory and field tests and experiments.  Must have expertise in the areas of MMW radar/seeker target acquisition and target tracking performance in the presence of interference (clutter, multipath, and jamming), and have the demonstrated ability to model MMW hardware, signal processing, and MMW signal propagation phenomenology.  Must have a general knowledge of performance requirements to MMW technology opportunities.

      809  - AD Radar Processing Research.  Work involves theoretical and applied research in the are of air defense radar technology and the application of research results to developing radar systems.  Research concentrated in the area of air defense radar signal and data processing.  A knowledge of modern radar theory, statistical communications theory, super resolution techniques, and information theory is required.  Also required is a knowledge of radar hardware/techniques, such as low noise exciters, high speed A/D converters, transmitter power modules, digital beam forming techniques.  Expertise in the analysis of receivers, algorithms, and digital signal processors is required.  The ability to plan, organize, conduct, direct, and evaluate radar verification experiments/tests is deemed important.  Knowledge of air defense radar capabilities and the ability to relate these capabilities to technology advances is needed.

      810 - Land Combat RF Seeker Technology.  Work involves applied research and development in the area of microwave and millimeter wave radio frequency (RF) guidance technology, with research emphasizing future RF sensors applicable to land combat missile weapon systems.  Requires and in-depth knowledge of radar theory, applied physics, mathematics, electromagnetics, propagation, and analog and digital signal processing.  Also requires knowledge of the effectiveness of countermeasures and counter-countermeasures related to developing RF guidance techniques.  Demonstrated ability to plan, direct, and conduct filed and laboratory research tests and experiments; demonstrated skill at developing advanced ADP hardware and software tools needed for analyzing complex RF sensor measurements; and demonstrated ability to relate land combat missile weapon capabilities to RF sensor performance and sensor research requirements.

      811  - Target Acquisition Technology.  Work involves missile guidance target acquisition and processor technology.  An in-depth knowledge of digital image and signal processing, theory related to EO/IR and RF target acquisition and missile guidance is essential.  Special knowledge requirements include design, development, simulation, and testing of automatic target recognition (ATR) algorithms, processors, with their associated guidance systems.  Specific knowledge and skills are required in ATR algorithms and software development, weapon systems requirements, seeker interfaces, multi-spectral fusion, advanced image processing, system integration, and missile guidance techniques.   In addition, specific in depth knowledge is required in computer technology and electronic packaging and design for embedded signal processors.

      812 - Multispectral Signature Analysis and Modeling.  Work involves modeling and analysis of multispectral signature phenomena associated with tactical ground and air targets in natural and urban clutter.  A fundamental knowledge of millimeter-wave (MMW), lidar, ultraviolet (UV), visible, acoustic, and infrared sensor technology is required.  Special knowledge requirements include digital image and signal processing theory related to RF and EO/IR target acquisition and track.  Additional knowledge requirements include computer generated graphics design and scene generation technology.

      813 - Weapons Guidance and Control Technology.   Work covers the broad area of missile guidance and control technology applied to conventional weapons, including the application of sensors, computational capability and specific force generation capability that allow a weapon to engage both fixed and moving targets in a controlled and predictable manner.  General knowledge is required in the areas of radiation guidance; image and signal processing; guidance, navigation and control components; and software/simulation.  The ability to serve as a technical expert representing in the Army's interest in these Fundamental knowledge of signal processing theory and control theory related target acquisition, tracking, and missile guidance, and the ability to apply this knowledge using analytical, experimental and simulation techniques is required.  Specific and detailed knowledge and skills are required in the application of RF, IR, and/or LADAR seekers for the guidance and control of conventional weapons.

      814 - Missile Guidance Autotracker Technology.  Work involves research, development, design, and simulation of imaging autotracker and missile guidance techniques and processor technology.  A fundamental knowledge of digital image and signal processing theory related to EO/IR target tracking and missile guidance is essential.  Special knowledge requirements include design, development, weapon system requirements, seeker interfaces, multispectral fusion, advanced image processing, system integration, and missile guidance techniques.

      815 - Target Acquisition and Optical Sensor Technology.  Work involves applied research and analysis of algorithms and processor technology for missile guidance target acquisition.  An in-depth knowledge of digital image and signal processing theory related to RF and EO/IR target acquisition and missile guidance is essential.  Special knowledge requirements include ability to formulate algorithms, perform theoretical analyses, and perform experimental validation of algorithms to support the design, development, simulation and testing of automatic target recognition (ATR) systems, moving target indication (MTI) systems, and software development, advanced image processing.  Specific knowledge and skills are also required in lasers and laser receivers, image and non-imaging seekers, CM/CCM techniques, laboratory and field testing/experimental methods, and propagation theory.

      816 - RF Antenna Technology.   Work involves research, design, development, and characterization of microwave and millimeter-wave antennas and the integration of the antenna into an RF data link subsystem for application to a battlefield environment.  This work requires special knowledge in antenna theory, radar theory, wireless telecommunication concepts, and RF data link subsystem and component technology.  Also expert capabilities are required in establishing antenna parametric relationships and tradeoffs and performing data link modeling.  Fundamental knowledge pertaining to transceivers, antennas, modulation techniques, encoding, decoding multiplexing, encrytion, and propagation theory as it applies to RF transmissions is needed.

      817 - Digital Electronics for Autotrackers.  Work involves missile guidance autotracker algorithm and processor technology with a fundamental knowledge of digital image and signal processing theory, related to EO/IR systems.  Fundamental knowledge requirements include design, development, simulation, and testing of autotracker algorithms and processors as applied in guidance systems.  Special knowledges and skills are required in applying digital electronics to implement real time embedded autotracking compute engines as applied in missile and fire control weapon systems.  Duties include design and development of processing architectures, image storage subsystems, image bus interfaces, and imaging filtering in the creation of real tie autotracking platforms.

      818 - Advanced RF Sensor System Design and Development.  Serves as an Experimental 

Developer and/or project leader responsible for developing and testing advanced RF sensor systems and subsystems in multiple disciplines including microwave and digital components, signal processing, and software.  Work involves assignments with broadly stated objectives characterized by novel problems associated with advanced RF sensor technology for which individual must determine the specific technical requirements and formulate a development plan which includes estimates of the type and kind of effort, costs, facilities, test equipment, and time schedule.  The individual is responsible for coordinating the work with that o others, including other services and government agencies, to give adequate consideration for interlocking requirements and compatibility of aims.  Tasks include performing and directing filed tests of radar systems and subsystems to determine system performance in an operational environment.  This includes developing test plans, designing and building special purpose electronic, RF and digital hardware to interface test equipment to the radar under test, conducting tests, collecting and analyzing test data, critically evaluating and documenting performance, and comparing data with theoretical estimates.  Expertise of individual is well recognized within technical community with advice and findings accepted as authoritative.

      819 - Advanced RF Systems Development.  Serves as an Experimental Developer for experimental design, development, test and evaluation of advanced air defense sensor systems or system components.  Work involves complex assignments, performed independently or as key team approaches, sophisticated experimental development techniques, and whose solution is frequently the key for related developments.  Draws upon a fundamental knowledge of radar theory with a strong background in both antenna and statistical communication theory to define and design system interface components required for test and evaluation of major system components.  Individual requires specific, detailed knowledge in the areas of electromagnetic wave propagation and reflectivity phenomenology, military and commercial communication links and interfaces, and system simulation and testing procedures.  Responsible for design and conduction of tests, analysis of results, and evaluation and comparison with theoretical projections.  Expertise of individual is well recognized within technical community with advice and opinions accepted as significant inputs.

      820 -  Advanced RF Sensor Technology.  Serves as an Experimental Developer for supporting technology associated with advanced air defense missile system radar.  Work involves assignments, which are complex in nature and for which theoretical, analytical, or the technology base is scarce or inadequate.  Develops test plans, performs pre-test analysis, and evaluates experimental results.  Conducts mathematical analysis of antenna beamforming and pattern characteristics.  Performs analysis of and completes designs of adaptive arrays.   Designs antennas, transmitters, and receivers used in radar systems.  Requires extensive knowledge of RF designs and test equipment to design and evaluate system and subsystem performance of radars.  Develops computer simulations for the evaluation of designs and test results.  Evaluates results of assigned studies and projects using complex theoretical experimental and investigative techniques which requires remaining current on new emerging technologies.  Expertise of individual is well recognized within technical community with advice and opinions accepted as significant inputs.

      821 - Advanced RF Technology Exploration.  Serves as a Researcher and project leader of a team of engineers responsible for the development and evaluation of advanced radar systems.  Work involves problems which hare typically difficult to define, require unconventional or novel approaches, and sophisticated research techniques.  Projects are of exceptional interest and solutions represent major advances which frequently open the technical path for related development and new military systems.  Individual develops system requirements, threat requirements, and Contractual statements of work, exercising sound professional judgment, technical leadership, creativity, and tenacity to design and complete assigned research projects.  Aggressively controls developments costs and technical risks to remain within allocated resources.  Performs original research in advanced radar technology including propagation phenomena, clutter characterization, and advanced signal processing algorithms.  Position also entails serving as principle investigator for research in digital signal processing including algorithms and processor architecture development.  Researches state-of-the-art commercial and developmental signal processing hardware technology for possible application in military systems.  Provides technical consultation to AMCOM, DARPA, various Program Executive Offices, tri-service committees, and private industry.  Serves on international signal processing research and technical exchange committees.  Expertise of individual is well recognized throughout technical community and speaks with authority regarding assigned field in contacts within and outside the Government.

      822 - Advanced RF Adaptive Digital Processing.  Serves as a Experimental Developer performing test plan development and data analysis for advanced technology programs.  Work involves performing detailed analysis on field test data in the areas of advanced adaptive digital processing algorithms, antenna and electromagnetic field theory, and RF component design and specification.  Develops and participates in field tests characterizing the performance of advanced development hardware.  Develops computer codes and analysis techniques to characterize unique features and performance limitations associated with advanced development hardware.  Simulates subsystem performance and hardware errors and compares to actual test results and hardware reality.  The majority of the analysis has limited exposure in the open and must therefore apply a high degree of ingenuity, which results in new improvements to existing technology.  Expertise of individual is well recognized within technical community.  Critically evaluates contractor activities in his specialty area.

      823 - Adaptive Computing.  Work involves applied research and development and the associated design and evaluation of computers and associated subsystems for the application of signal/software processing within and interface to weapon systems.  An extensive knowledge of computer theory and practices, to include algorithmic formulation and mapping, hardware and software architectures, and processing requirements and performance, is required.  Specific, unique expertise in the following areas is required:  1) adaptive and reconfigurable software for very high speed applications, 2) operating systems and task managers for advanced embedded systems, 3) fault tolerant software, hardware, and systems for tightly-coupled, low-failure acceptance, time-critical computations, and 4) special purpose development.  Knowledge of weapons and platform capabilities and the ability to relate these to computer/processor performance and technology requirements is also needed.

      824 - Real Time Embedded Systems.  Work involves experimental development and the associated design and evaluation of real-time information processing systems/subsystems characterized by embedded digital and analog computation elements.  A fundamental knowledge of computer and information theory and practices, to include algorithmic formulation and mapping, coding/modulation theory, hardware and software architectures, information transfer theory and methods, and processing requirements and performance is required.  Specific and unique knowledge and expertise in the following areas is required: 1) information theory approach to data transfer within system computational elements, 2) time and space optimization of algorithms to fit specific hardware platforms, 3) computational system interfaces, both inter and intra system, and 4) detailed knowledge of hardware and comprehensive knowledge of system considerations (i.e. noise, thermal considerations, size, power) applicable to the computational elements is also required.

      825 – Reserved.


      826  - Robotic Systems. Work involves experimental development and the associated design and analysis of robotic architectures, systems, subsystems, and software for use in prototype, demonstration, and fielded systems.  A fundamental knowledge of computer theory and practices, hardware and software architectures, and electronics design is required.  Specific, unique expertise for robotics in the following areas is required: 1) embedded processing, 2) distributed control, 3) servomechanical actuation, and 4) seeker/sensor sensing is required: 1) embedded microprocessor application and implementation, 2) motion sensing and control systems design, 3) low and high-level language software development, and 4) familiarity with disparate subsystems, such as navigation, sensing, communication, and user interface.

      827 - Processors.  Work involves the research and development of processors for the application within and interface to technology demonstration weapon systems.  An extensive knowledge of computer theory and practices, to include algorithmic formulation and mapping, hardware and software architectures, and processing requirements and performance, is required.  Specific, unique expertise in the following areas is required:  1) software debugging techniques, 2) future program/throughput expansion strategies, and 3) reliability  and longevity (mil-spec availability) procedures - for the associated real-time software implementation of embedded weapons systems.  Employs detailed knowledge of software debug tools, logic analyzers, and bus analyzers to evaluate system performance and to diagnose embedded system software problems.  Researches boot-up techniques, and designs, develops, and implements software to create bootable embedded systems.

      828 - Real-Time Interactive Software.  Work involves experimental development and the associated design and evaluation of embedded software for real-time user interactive simulation of weapon/target engagement scenarios.  Specific, unique expertise in the following areas is required:  1) 3-D software graphics for real-time presentation of data, 2) mathematical models and algorithms representing physical systems for real-time simulations, and 3) extensive analytical investigations followed by application of experimental techniques for verification of theoretical models and algorithms.  Detailed knowledge is also required of:  1) missile systems an guidance techniques for use in the experimental development o models ad simulations, 2) hardware/software integration for real-time test programs used to verify system performance and validate software development, and 3) test plan development to verify software performance.

      829 - Real-Time, Computer-Based Trainers.  Work involves experimental development and the associated design, and evaluation of real-time interactive, computer-based trainers for weapons systems.  A fundamental knowledge of computer theory and practices, including algorithm formulation and execution, modeling from the human factors' perspective, software partitioning, and real-time processing requirements is required.  Unique skills and in-depth knowledge in the following areas is required; 1) High level architectures for training simulations, which must interact with both the human operators and other trainers in remote locations, 2) Distributed Interactive Simulation (DIS) protocols and their use in real-time trainers, 3) Artificial Intelligence (AI) applications for computer systems, 4) Computerized data base tools for generating scenarios, targets, and terrain data bases for use in interactive trainers, and  5) Models of human cognitive and motor processes.  General knowledge of a broad range of weapons and platform capabilities and the interaction of the operator with the platforms is also needed.

      830 - Infrared Sensor Physics.  Work involves research in the broad area of infrared sensor physics as applied to the development of advanced infrared missile systems.  Typical tasks include the formulation and guidance of research efforts solving problems dealing with the generation, collection, and processing of infrared sensory signals; and the analysis and modeling of infrared sensors and sensor systems which accomplish such functions as target detection, discrimination, acquisition, tracking, and missile guidance.  A fundamental knowledge of eletro-optics, optical systems, and infrared sensors, electro-optical materials, and image processing is required.  Specific knowledge in the following is required:  infrared sensors and laboratory and field testing/experimental methods, and propagation theory.  A general knowledge of weapon and platform capabilities and technology requirements is required.

      831 - Infrared System Engineering.  Work involves experimental development of advanced infrared missile systems.  Typical problems involve design, development, experimentation, and evaluation in the broad area of infrared sensors and seeker systems of missile application and the ability to conduct infrared and electro-optical systems and subsystems studies, surveys, and analyses.  Skills and knowledges are required in the field of infrared and electro-optical subsystems and component development, the combination of component and subsystems in a system configuration as well as electronic hardware and software design.  Tasks include the development and application of mathematical models, the design and conduct of experiments, the conduct of trade-off analyses, the establishment of interface requirements or specifications, and selecting and documenting final configuration for infrared systems and subsystems.

      832 - Infrared Target and Background Signature Physics.  Work involves research in the broad areas of infrared target and background measurements; modeling; analysis; and understanding of the basic physics associated with the generation, propagation, and reception of infrared signal emanating from military target in battlefield environments.  A fundamental knowledge of electro-optics, optic systems, and infrared sensors; electro-optical materials; and image processing is required.  Specific knowledge in one or more of the following relevant areas is required:  infrared radiometric sensors, measurement devices, and calibration techniques; laboratory and field testing/experimental methods; and propagation theory.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.

      833 - Infrared Seeker System Development.  Work involves experimental development of advanced infrared seeker systems for missile application.  Typical problems involve the design, development, and evaluation of infrared seeker systems for air defense missile use and the ability to conduct infrared and electro-optical systems and subsystems studies, surveys, and analyses.  Skills and knowledges are required in the field of infrared and electro-optical subsystems and component development and the combination of component and subsystems in a seeker system configuration as well as knowledge in electronic hardware and software design.  Tasks include the development and application of mathematical models, the design and conduct of trade-off analyses, the establishment of interface requirements or specifications, and selecting and documenting final configuration for infrared seeker systems.

      834 - Infrared Seeker Design.  Work involves the detail, design, and development of infrared seekers for missile system applications.  Typical tasks involve the experimental development of state-of-the-art infrared seekers for land combat applications including the design of the optics, focal plane array, and electronic signal processing.  A fundamental knowledge of electro-optics, optical systems, infrared sensors, electro-optical materials, image processing, and signal processing is required.  Specific knowledge in one or more of the following relevant areas is required:  infrared sensors and focal plane arrays, image and non-imaging seekers, electronic hardware and software design, CM/CCM techniques, laboratory and field testing/experimental methods, and propagation theory.  A general knowledge of weapon and platform capabilities and the ability to relate these to seeker capabilities and technology requirements is required.

      835 - Infrared Sensor Signal Processing.    Work involves experimental development of advanced electronic signal processing technique for incorporation into advanced infrared sensors and seekers.  Tasks include the development of focal plane array non-uniformity connection techniques, automatic gain and level control, advanced image based autotrackers, and techniques to counter enemy IRCM threats.  A fundamental knowledge of electro-optics, optical systems, infrared sensors, electro-optical materials, and image processing is required.  Specific knowledge in one or more of the following relevant areas is require:  infrared sensors and focal plane arrays; image and non-imaging seekers, electronic hardware and software design, CM/CCM techniques, laboratory and field testing/experimental methods, and propagation theory.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.

      836 - Infrared Sensor System Engineering.  Work involves the experimental development of specialized electronic technique to support the operation and evaluation of advanced infrared sensing systems.  This includes development of unique experimental subsystems to measure and evaluate state-of-the-art infrared sensor systems including such functions as:  data formatting and recording, closed loop tracking, non-uniformity connection, automatic gain and offset, CM/CCM effects, and specialize system measurements.  A fundamental knowledge of electro-optics, optic systems, infrared sensors, electro-optical materials, signal and data processing, and image processing is required.  Specific knowledge in one or more of the following relevant areas is required:  infrared sensors and focal plan arrays, electronic hardware and software design, image and non-imaging seekers, CM/CCM techniques, laboratory and field testing/experimental methods, and propagation theory.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.

      837 - Missile Guidance Systems.  Technology Development Work involves conceiving, planning, directing, and executing experimental and investigative activities to develop new and improved guidance and control systems for guided missiles.  Fundamental knowledge of control theory, navigation theory and techniques, guidance and control systems accuracy analysis, inertial measurement systems, and techniques for characterizing and simulating guidance and control systems is required.  A general knowledge of fire control systems, weapon platform and launcher interactions and their influence on guidance system design and performance, field operating conditions for guided missile systems, and guidance and control systems test and evaluation methods is required.  Specific knowledge in one or more of the following relevant areas is required:  seeker platform stabilization systems; autotrackers; control surface actuators; or Global Positioning System sensors and techniques for integration with inertial sensors.

      838 - Missile Guidance Systems.  Work involves:  analysis and synthesis of guided missile systems; conception, initiation, planning and execution of basic and applied research tasks concerned with requirements of advanced weapon systems as related in broad terms to guidance and control system concepts and mechanizations; leading, directing, and performing theoretical research and exploratory development in missile technology on demanding and complex weapon system and directed primarily to fielding guidance, computation, control, and navigation subsystems for broad classes of weapon systems; leading, directing, and performing missile system design and analysis for advanced guided missiles such as the Advanced Kinetic Energy Missile, the Compact Kinetic Energy Missile, and the Low Cost Precision Kill Scatterider Missile; planning, leading, and directing integration testing of guidance and control flight hardware and software subsystems in support of flight testing of advanced guided missile concepts.  A deep knowledge of, and experience with, control theory; analytical mechanics; aerodynamics and flight dynamics; navigation, guidance, and control techniques; guided missile subsystems; missile system accuracy analysis; advanced mathematics; and digital simulation techniques is required.

      839 - Missile Guidance Systems - Simulation, Analysis, Design and Development.  Work involves the design development, and evaluation of missile guidance systems.  A detailed knowledge of simulation and modeling techniques, flight dynamics, inertial instruments, inertial measurement system prelaunch calibration and alignment, missile autopilot design and evaluation, control theory, navigation/guidance theory and techniques, system accuracy analysis including error covariance and Monte Carlo techniques, Kalman filter design and implementation, software algorithm development and evaluation and inertial aiding using the global position system (GPS) is required.  A general knowledge of fire control systems, weapon system design and performance is required.

      840 - Missile Guidance Systems.  Performs experimental development work related to the synthesis of overall missile guidance systems for new and existing close combat/precision delivery missile systems such as:  Low Cost Precision Kill, Extended Range STINGER, and HELLFIRE.  Considers problems in terms of overall system relationships and how the hardware can be best integrated to meet the system objectives, as contrasted to individual hardware subsystems.  Conducts complex engineering analyses utilizing detailed knowledge of trajectory dynamics, aerodynamics, thrust profiles, control systems, and guidance concepts, to predict the guidance system accuracy in all-digital simulations, and tests the resulting missile and subsystems in hardware-in-the-loop and field tests.  Plans and conducts system tests such that comparisons between telemetered data obtained in flight and hardware-in-the-loop tests, and six degree-of-freedom simulations are valid.  Develops and performs complex experimental engineering analyses using six degree-of-freedom simulations and guidance hardware-in-the-loop simulations to evaluate the effectiveness of various guidance concepts such as; semi-active laser terminal homing, line-of-sight guidance, and inertial navigation for specific applications.  Develops all-digital and real-time hardware-in-the-loop guidance simulations accounting for the effects of hardware/software interfaces, computation rates, error sources, instrumentation and computational errors.  Evaluates the performance/cost trade-offs and feasibility of hardware/software implementations used in various government and contractor guidance concepts.

      841 - Missile Guidance Systems.  Work involves experimental development, design, and implementation of digital guidance and control systems, tactical missile systems and subsystems, high-speed fiber optic data communication links, and digital electronic hardware and software as applied to guidance and control technology for newly emerging missile systems.  Serves as team leader and top technical expert in the Command on state-of-the-art digital guidance and control circuits and exercises an extensive knowledge of missile electronic systems design, analysis, integration, modeling and development.  Directs efforts in solving problems that are recognized as critical overall development obstacles in which engineering precedents are lacking.  Programs are concerned with exploring and solving exceptionally hard to analyze problems which require original thinking and creativity in the solution process.  Develops innovative techniques for designing and implementing electronic missile circuitry which may be commercially unavailable.  Work requires general knowledge of electronic phenomena, and the principles, techniques, and practices of electronic and electro-optical engineering.  Specific knowledge of the interplay of the missile electronics and data link systems with other functions such as state-of-the-art imaging sensors, digital signal processors, fire control systems, autopilot and navigation computers, propulsion systems, attitude and rate sensors, Global Positioning Systems (GPS), data acquisition systems, telemetry systems, and instrumentation interfaces is required.  Assignments require the application o advanced mathematics, application specific integrated circuit (ASIC) development, microprocessor hardware and software development, automatic control theory, sampled data theory and communications theory.

      842 - Inertial and GPS Navigation.  Work involves advanced navigation systems including such devices as gyros, accelerometers, rate sensors, and global positioning sensors (GPS).  Knowledge required includes inertial instruments, gimbal systems, strapdown systems, and the integration of these components with GPS receivers to produce advanced integrated GPS/Inertial Navigation Systems for future missiles.

      843 - Control Force Generation Technology.  Work involves developments and analysis of advanced control systems hardware including pneumatic and electro-mechanical control surface actuators, reaction and thrust vector control systems, analysis of dynamic behavior of control surface fins, and the integration of control force generation systems to future missiles.

      844 - Control Systems Technology.  Work involves classical control systems analysis, control systems design, and the design and integration of electronic driving circuits for control actuators.  Also included is the design and integration offering circuits and ground stations for firing future missiles.

      845 - Fiber Optics Winding/Payout.  Work involves the very specialized research, design and development and analysis of fiber optic winding and payout systems for optical guided missiles.  This includes bend loss analysis, dynamic modeling of high speed payout within small volumes.

      846 – Fiber Optic Technology Leadership.  Work involves the very specialized research, development, design and analysis of fiber optic payout systems, fiber optic inertial instruments, and the leadership of teams performing such work.  This work is especially oriented toward the development of winding techniques for ultra high performance fiber optic gyros, and the development and implementation of these gyros into inertial measurement units.

      847  - Navigation Systems Development.  Work involves advanced navigation systems including such devices as gyros, accelerometers, rate sensors, and global positioning sensors (GPS).  Skills include the ability to analyze the various subsystems and components and snythesize a design of navigation systems.  Knowledge required includes the design of inertial instruments, GPS, and the integration of these components into complete inertial navigation systems.

      848 – Navigation System Integration.  Work involves advanced navigation systems including such devices as gyros, accelerometers, rate sensors, and global positioning sensors (GPS), and their applications to missile guidance.  Skills include the ability to analyze the various subsystems and components with special emphasis on the integration of GPS with low cost inertial systems to advance the state of the art in low cost, long range navigation packages.

      849 – Control Systems Development Leadership.  Work involves the design, development and analysis of advanced control systems hardware including pneumatic and electro-mechanical control surface actuators, reaction and thrust vector control systems, analysis of dynamic behavior of control systems, and the leadership of teams performing such work.  Skills include classical control systems analysis, fluid mechanics, electronic driving circuit design and analysis, and the integration of control mechanizations into missile systems.

      850 – Reserved.

      851 - Optical Sensors/Imaging Seekers Technology.  Plans, directs, or conducts analytical and experimental research on innovative concepts and emerging technology for optical and imaging sensor/seeker detection, acquisition, guidance, and control systems.  Performs detailed analysis to specify the requirements and designs for IR and EO trackers, detection systems, sensors and seekers.  Performs research, design, modeling, characterization, fabrication, and testing of electro-optical sensors and seekers in the imaging seekers technology area.  A fundamental knowledge of electro-optical, optical, and infrared sensors, coherent and non-coherent emitters, electro-optical materials, and image processing is required.  Specific knowledge in one or more of the following relevant areas is required:  infrared and optical sensors; lasers and laser receivers; imaging and non-imaging seekers; laboratory and field testing/experimental methods.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.  Unique/Advanced capability established by SES Research/Experimental Developer Panel effective 9/18/94.

      852 - Electro-Optical Guidance/Signal Processing Technology.  Plans, conducts, or directs analytical and experimental development of target sensors, missile trackers, laser warning receivers, laser radar, and optical guidance links leading to technology improvements to meet defined systems requirements.  A fundamental knowledge of electro-magnetic radiation, electro-optical, optical, and IR components and environmental effects, and signal processing is required.  Devises analytical and experimental methods, including computer simulation, for evaluation of emerging technologies and development of new missile guidance concepts.  A general knowledge of weapon and platform capabilities and the ability to relate these the sensor capabilities and technology requirements is required.  Unique/Advanced capability established by SES Research/Experimental Developer Panel effective 4/7/85.

      853 - Electro-Optical Guidance/Sensor Development Technology.  Plans and conducts engineering and scientific work assignments related to the design, fabrication techniques and processes, prototype modeling, and lab and field testing of electro-optical sensors, processors, and advanced missile guidance concepts.  A fundamental knowledge of high-speed processing, optical, electro-optical, and infrared components and materials, coherent and incoherent emitters, and adverse natural and tactical environments is required.  Develops and fabricates electronic hardware, plans and conducts tests, evaluates alternative processing techniques, and performs data reduction and analysis oriented to missile systems utilizing laser and electro-optical guidance.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.  Unique/Advanced capability established by SES Research/Experimental developer Panel effective 4/5/95.

      854 - Optical Sensors/Imaging Payloads Technology.   Plans, directs, or conducts engineering and scientific work assignments related to the design, evaluation, simulation, and operations of imaging sensors and complete video systems for unmanned aerial vehicles and advanced missiles systems.  Work involves research, development, design, evaluation, and characterization of electro-optical sensors, video links, and video displays in the imaging payload technology area.  A fundamental knowledge of electro-optical, optical, and infrared sensors, coherent and non-coherent emitters, electro-optical materials, video technology, image processing and the operational use of imaging sensors is required.  Specific knowledge in one or more of the following areas is required:  EO sensors, infrared sensors, laser receivers, imaging payloads, TV systems, video display technology, and laboratory and field testing/experimental methods.  A general knowledge of weapon and sensor capabilities and technology requirements is required.  Unique/Advanced capability established by SES Research/Experimental Developer Panel effective 5/8/88.

      855 - Electro-Optical Missile Guidance Technology.  Plans, directs, or conducts analytical and experimental research on innovative concepts and emerging technology for optical missile guidance.  A fundamental knowledge of electro-magnetic radiation, electro-optical, optical, and 

IR components and materials, coherent and incoherent emitters, countermeasures, environmental effects, and signal processing is required.  Typical technologies include missile and target tracking, laser beamrider, ladar, and command data links.  Tasks include creation and definition of new concepts, system analysis, sensor/data link analysis, optical analysis, and analysis of experimental results.  Devises analytical techniques, including computer simulation, for evaluation in the area of generation, atmospheric propagation, detection, and signal processing of optical and IR radiation.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.  Unique/Advanced capability established by SES Research/Experimental Developer Panel effective 7/23/78.

      856 - Laser Technology.  Plans, directs, or conducts research, development, and engineering investigations in laser technology and related electro-optical sensors and systems.  Typical sensors under investigation may include laser designators, rangefinders, laser radar  (ladar and lidar) , and related optical and infrared sources, detectors and materials.  Analysis of guidance techniques, signal processing, atmospheric propagation, computer simulation, and other investigations of active laser sensors are conducted.  Supports laser technology programs, as well as production and fielded military laser systems, in areas for which scientific or engineering investigations are required.  Acts as a focal point for military laser technology on Army, DoD, and NATO committees.  Unique/Advanced capability established by SES Research/Experimental Developer Panel effective 10/9/86.

      857 - Electro-Optical Sensors/laser Guidance Systems Technology.  Originates, plans, directs, and conducts analytical and experimental research on innovative concepts and emerging technology for electro-optical sensors for avionics payloads and laser guidance systems for precision-guided munitions.  These concepts have specific applications to military weapon systems and/or integration of electro-optical systems with aircraft or missile launch platforms.  A fundamental knowledge of electro-optical, optical, and infrared sensors, coherent and incoherent emitters, optical/IR detection phenomena, signal processing and target discrimination logic, electro-optical materials, and image processing is required.   Tasks include creation and definition of new guidance concepts, system analysis, sensor/payload analysis, optical analysis, electro-optical countermeasure analysis, and planning and conducting experiments to validate concepts.  Devises analytical techniques, including computer simulation, for evaluation in the area of generation, propagation, detection, and signal processing of optical and IR radiation.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements is required.  Unique/Advanced capability established by SES Research/Experimental Developer Panel effective 8/12/84.

      861 - Composites Structures.  Incumbent performs research related to development of methods for the design and fabrication of impact tolerant composite structures.  This research includes experimental determination of the composite system's impact response mechanisms, damage resistance properties and residual strength capabilities.  Evaluates contributions of manufacturing process, i.e., filament winding, braiding, and/or hybrid fabrication.  Investigates use of passive/active sensor technology as it relates to health monitoring of the composite system.

      862 - Advanced Composite Materials.  Performs research and development tasks in the area of advanced composite materials.  Develops and applies new, and innovative analysis techniques for studies of material properties, failure, impact damage and residual strength of composite materials utilizing analytical, and finite element numerical methods.  Performs verification of analysis methods by comparison to experimental results.  Applies these innovative analysis techniques to the design and development of new, and improved composite material systems.

      863 - Metallurgy.  Principal research metallurgist involved with the characterization and application of new, and standard aerospace metals and alloys for advanced missile structures, and airframes.  Responsible for metallurgical research projects and analysis that require the application, and interpretation of current and experimental metallurgical techniques involving mechanical testing, fracture toughness, microstructural analysis, x-ray residual stress analysis, x-ray microanalysis, heat treatment kinetics, scanning electron microscopy, and metallography.  These projects are regularly in unexplored/little known technological areas of physical metallurgy and metallurgical processes for application in advanced development of new missile systems, and support structures.  Routinely involved in special investigative teams to research special problem areas involving the investigative teams to research special problem areas involving the metallurgical aspects of missile structure research and development.

      864 - Propulsion Materials.  Conducts research and development on propulsion structures and materials, evaluates new materials, and develops new application and techniques.  Analyzes structural capability of solid rocket motors.  Plans and executes programs to develop aging and structural integrity experiments on propulsion components and applies results to analytical models for predicting aging and structural degradation under field conditions.

      866 - Structural Simulation Development.  Work involves development and validation of computer simulations in the fields of elastic and rigid body dynamic behavior, bearing hydrodynamics, and elastroplastic metallic deformation.  The phenomena modeled include modal and rigid body behavior of missile and launcher components, nonlinear stiffness and damping response of elastomeric materials to time dependent loadings, plastic deformation of metallic structures in response to blast loadings, and frictional bearing effects as a function of lubrication, speed, temperature, and loading.  Specialized knowledge is required in the fields of structural dynamics, numerical algorithm development, viscoelastic behavior of elastomeric materials, hydrodynamic lubrication, and elastroplastic metallic behavior.  The work requires the ability to develop in-house structural analysis software to model unique problems that cannot be addressed using off-the-shelf tools.

      867 - Structural Dynamics.  The work involves the determination of the response missile structures and equipment due to the effects of shock and vibration.  Specialized knowledge is required in the area of modal analysis to include intimate understanding of structural mode shapes, instrumentation, data acquisition, fourier transforms, and mathematical algorithms to estimate modes shapes and damping.  The work requires the use of specialized modal analysis techniques to develop body bending transfer functions for autopilot design.  Specialized knowledge is required to develop and exercise in-house codes to perform shock response spectrum (SRS) analysis.  A working knowledge of shock and vibration specification development for missile systems is required.  The work requires the ability to create code which will simulate dynamic multi-degree of freedom systems to predict structural loads, mal-launch, and launcher response.  Work requires the design, development, and testing of prototype missile structures.

      868 - Dynamics Science.  Work requires expertise on missile launcher pointing and tracking systems dynamics.  Work involves developing and maintaining in-house model and simulation codes to include PATS (Pointing and Tracking Systems), DCFILMS (Discreetly Controlled Flexible Improved Launcher Mechanical System), M270A1 Baseline Model and Simulation, and M77 MLRS Guided Submunition Model and Simulation, for predicting interaction and coupled response between rigid/flexible bodies, hydraulic, electrical, and controller subsystems.  Skills are applied to develop in-house subroutines to solve complex nonlinear problems involving hertzian contact, coulomb friction, and hysteresis.  Work also involves applying in-house codes for research to optimize controller algorithms, study system problems, and perform sensitivity studies.

      869 - Thermal Analyst. Work involves the application of mathematical principles to perform research, analysis, design, and experimentation of engineering systems.  Specialized knowledge requirements include thermal analysis, design, and experimentation of missile radomes, IR windows, and airframes at supersonic and hypersonic environments.  These tasks require an advanced understanding of ablation, sublimation, thermochemical decomposition, and rain erosion/impact damage phenomena.  Use of the existing software Ideal Gas Heat Transfer to Structures (IGHTS), as well as the development of analytical software, to define aerothermal boundary conditions, nozzle reactive flow boundary conditions, and orthotropic thermostructural behavior is required.  Unique techniques of thermally analyzing and optimizing state of the art electronic component system designs are developed.  Development of software to quantify the effects of diurnal solar heating, internal mass transfer and convection, cavity radiation, and complex conduction phenomena is required.   Complex knowledge in the design and analysis techniques of heating, ventilation, and air conditioning systems, heat exchanger systems, and cryogenic sensor conditioning systems are necessary in the design of missile systems and ground support equipment.

      870 - Mechanical Engineering Thermal Analysis.  Work involves the development and application of IGHTS (in-house aerothermal code), computational fluid dynamics (CFD), and other in-house codes to the design, develop, and test of missile thermal protection, launcherment thermal designs, and ground support equipment thermal designs.  Specialized modeling and simulation requirements include the ability to analyze and solve problems in the areas of thermodynamics, heat transfer, and fluid dynamics.  The work requires the ability to develop boundary conditions for complex three-dimensional geometry, and to determine the thermal response of the subject system including the candidate thermal protection.  Problems are often complex due to: ablation of the aeroheated surface, mixing of the free stream and exhaust stream, solar diurnal loads, long wave-length and short wave-length radiation balances, acceleration field induced convection, and unique energy management systems.  These complications require the thermal analyst to derive and to program mathematical algorithms to obtain appropriate solutions.  Sound professional judgment is required when the thermal analyst is called as a subject matter expert to verify or to refute the work of others and ultimately to resolve any problems that exist.  The ability to import and adapt existing computer aided design (CAD) models is also required.  Thermal analysis and associated applied research results in important changes in the solution of critical technical problems. Paramount skill requirement is in the specialized discipline of mechanical engineering.

      871 - Missile System Engineering and Integration.  Work involves allocation of system requirements down to component functional specifications from among which performance trade studies are executed to synthesize advanced missile system designs.  Skills and knowledge include understanding of all missile subsystems and ground support equipment (launchers, fire control systems) and ability to employ ultra-density micro-packaging of components which has application to miniature electromechanical systems (MEMS).  Tasks include coupling of component specifications such as semi-active laser detector sensitivity to guidance and navigation laws which are coupled by aerodynamic-induced missile body flexibility which determines maneuverability performance.  A working knowledge of missile/launcher transient interactions (such as plume impingement and exhaust gas management) is required to establish launch-induced guidance errors and navigation initial conditions to determine overall missile system performance and effectiveness.

      872 - Electrical Engineer (Applied Technology).  The work involves the development and application of computer simulation codes to analyze laser with radio frequency combat and target identification system concepts integrated into fielded laser warning devices and ground and air platforms.  Work further involves the design and build of the onboard combat identification hardware and operating software for non-line-of-sight missiles.  Work requires the development of specialized simulation software which is specific to a proposed design to analyze laser systems and components for design and scientific feasibility.  The software models electrical, thermal, and optical energy management, population inversion, optical component design and material effects, and overall system performance to yield a scientifically based level of confidence in the laser design for recommendation of funding or further government involvement.  Work requires unique skills in the design of electrical and inertial guidance components for severe shock and vibration missile environments using lasers and emerging micro-electromechanical techniques.

      873 -  Experimental Development of Lethal Mechanisms, Countermeasures, Vehicle Protection Systems, Guided Weapon Systems.  Plans, directs, or conducts research and experimental development on innovative concepts and emerging warhead technology, missile lethal mechanisms, guidance fuzing techniques, technology for countering air or ground target protection systems, and guided weapon system technology.  Tasks include concept definition, system analysis, lethality analysis, design of lethality experiments, development of missile countermeasure technology, and analysis of experimental results to characterize performance.  Establishes requirements and evaluates performance in normal, adverse, and countermeasure environments.  Devises analytical and experimental techniques, including computer simulation, for evaluating missile system lethality, vulnerability, warhead performance, target interaction, guidance fuzing performance, and ability of missile systems to penetrate or defeat ground vehicle or air target protection systems.  

      874 - Special Weapons Developer. Duties include applying technologies to support (provide lethal/incapacitative capabilities against personnel) military operations on urbanized terrain (MOUT), provide capabilities to destroy petroleum, oils and lubricant (POL) targets, provide breaching capabilities for field fortifications, evaluate foreign shoulder-fired, man-portable weapons systems, and apply defense technologies through dual use applications to private industry/law enforcement.  Other duties include coordinating explosive safety training, providing oversight and consultation to failure investigations, provide consultation to issues associated with man-rating, type classifying man-fired weapon systems and providing consultation to processes associated with explosive ordnance disposal and render safe procedures for new/ developmental weapon systems and explosive/hazardous components.  Requires knowledge of missile system integration, weapon system developmental life cycle and associated acquisition processes.

      875 - Anti-Armor Missile Warhead Developer. Conducts experimental development investigations of guided and free flight missile warheads as well as their interactions in the destruction of advanced armor targets.  Warhead applications include Explosively Formed Penetrator unitary and tandem shaped charge warheads for the defeat of tanks and other vehicle targets.  System evaluations include warhead design trades and integration studies, lethality trade studies, performance and risk assessment for missile system effectiveness.

      876 - Kinetic Energy Missile Experimental Developer.  Conducts experimental development investigations related to penetration mechanics, hypervelocity missile launch and flight dynamics, and kinetic energy penetrator lethal mechanisms.  Conceives, plans, and performs studies of hypervelocity missile structures and their components complex in geometry relative to dynamic loading, vibration, penetration mechanics, and mechanical loading configurations.  Evaluates the results of assigned studies and projects using complex theoretical, analytical, experimental, and investigative techniques and methods requiring use of empirical and advanced studies to remain abreast of new and emerging technology in assigned area.

      877 - Foreign Missile/Warhead Exploitation.  Conducts experimental development investigations related to the exploitation of foreign rockets and missile warheads.  Develops novel methods, approaches, or techniques for use in the exploitation of foreign warheads, to include the fuzing systems.  Develops and applies a thorough knowledge of foreign explosives, metals, and explosive ordnance techniques to exploitation and performance estimate analysis.  Employee conceives how foreign warhead characteristics can be adapted, modified, and integrated into other missile/rocket designs.  Also develops the link between warhead performance and system performance characteristics.  Plans, coordinates, and conducts static, rocket sled and flight tests of foreign warheads.  Evaluates the results of assigned studies and project using complex theoretical, experimental and investigative techniques.  

      878 - Advanced Missile Concept System Integration.  Duties include conducting experimental development investigations to demonstrate the integration of multiple subsystems and components which are advancements to the state-of-the-art for current and future missile and rocket systems.  Usually works as project leader of a multi-discipline team of scientists and engineers concerned with exploring and solving complex, unconventional problems dealing with rocket/missile system design which are usually difficult to define.  Develops new testing and fabrication methods and techniques to implement affordable advanced technology into missile and rocket components.  Develops techniques and performs studies to demonstrate subsystem performance under launch and flight shock and vibration loading and evaluates the effects of subsystem performance on the overall weapon system.

      879 – Propulsion Mechanics Theory.   Performs experimental and theoretical research to develop new mathematical models to simulate the behavior of composite and viscoelastic materials used in propulsion system designs.  Develops experimental plans, identifies instrumentation requirements, designs experimental hardware, oversees testing, and analyzes the resulting data in the context of the model under development.  Correlates component failure behavior with fielded conditions from experimental data for the purpose of service life prediction and motor crack propagation behavior. 

      880 – Propulsion NDE & IM.   Performs experimental and theoretical research to develop new methodologies for nondestructive evaluation of propulsion systems for the purpose of predicting service life.  Performs research to develop test specimens and methods to evaluate insensitive munition (IM) behavior for propulsion systems.  Conducts analysis of test results to characterize system response to unplanned stimuli.  Plans and executes programs to develop surveillance and service life experiments on solid propellants and components and applies results to analytical models for predicting useful life under field conditions.  

      881 – Propulsion Composites.   Performs research to develop and/or determine materials to be used in manufacturing structural components for full scale missile motors.  Research encompasses studies into the nature of plane stress fracture to characterize small flaw behavior, studies of composite materials, such as graphite, kevlar, etc., for application in rocket motor design.  Develops and executes experiments to determine aging of new and/or novel materials for future missile systems.  

      882 – Propulsion Aging.  Develops, performs and manages subscale accelerated aging experiments to determine the validity of current service life failure theories and shelf life estimates of full scale missile rocket motors.  Designs and implements experimental techniques to evaluate the response and failure properties of various rocket motor materials under simulated rocket motor loading environments.    Develops and executes experimental procedures to investigate areas of propellant dilatation and bondline behavior which could impact predicted service life. 

      883 – Propulsion Mechanics Analysis.   Performs research to develop test procedures and analysis methods for investigation of material response and failure properties to evaluate structural capability and integrity in solid rocket motor composite cases and nozzles.  Plans and executes programs to develop aging and structural integrity experiments on propulsion components and applies results to analytical models for predicting aging and structural degradation under field conditions.  Analyzes data and develops/improves analytical models.  

      884 – Propulsion Systems.   Performs research to develop propulsion systems.  Work includes conducting structural, stress, and failure analysis of propulsion systems and components.  Investigates methods for increasing operating efficiency of motors by minimizing heat loss, improving efficiency, and increasing mass ratio.  Evaluates impact of changes in materials or ingredients on component producibility and performance.  Analyses propulsion systems designs for advanced materials requirements.  Manages a 100+ user Novell network, e-mail system (desktop and dial-in) Windows NT Servers including the hardware and software required for digital electronic communications within and outside the command.  

      885 – Propulsion System Design.   Conducts analytical and experimental research in the creation and evaluation of solid, liquid, hybrid, air breathing or non-combustion propulsion system conceptual design for application to future missile systems.  Performs analysis of configuration, performance, reliability, cost or other operational characteristics to achieve most nearly optimum propulsion systems for free and guided rockets.  Performs analyses such as heat transfer, internal ballistics and thrust modulation for design or functional solutions for propulsion systems.  

      886 – Propulsion Structural Analysis.   Plans and conducts research and development on flight propulsion structures and materials.  Extends knowledge and understanding in engineering mechanics, structural analysis, stress analysis and scientific computer programming as applied to design and analysis of propulsion structures.  Develops analysis methods to evaluate simultaneous thermo/structural effects of propellant grains.  Develops analysis methods and establishes test procedures to evaluate experimental propulsion systems and to evaluate structural integrity in solid rocket motor composite cases and nozzles.   

      887 – Propulsion Ballistics Analysis.    Performs analytical and experimental research to develop propulsion for future missile systems.  Work includes design and evaluation of pintle motors to control pressure and thrust using conventional and experimental propellants.  Adapts or designs propulsion components for missile ballistic requirements.  Conducts internal ballistic analyses and performs solid propellant grain designs using ballistics codes for solid rocket motor performance prediction.  

      888 – Propulsion Ignition Technology.  Responsible for all ignition related endeavors associated with rocket motor development performed by the Propulsion/Structures Directorate.  Formulate and guide experimental research projects in the broad area of ignition systems for rocket motors.  Participates in concept formulation studies, evaluation groups and study teams at the DOD and Army level where technology applications, limitations and trade-offs are made.  Provide technical direction in such areas as electrostatic discharge.  Provides technical direction to a group of professional engineers and technicians.  Briefs Government agencies and Industry on area pertaining to ignition, and ignition systems.

      889 – Research Physicist (Propulsion Systems). Develops technical planning to accomplish selected research objectives. Accountable for familiarity with current state-of-the-science.  Responsible for generating and interpreting data and advancing the scientific knowledge which is applicable to the field of propulsion.  Work as a team leader in attacking problems that typically are difficult to resolve.  Combine sound professional judgment, a broad background of experience, and in-depth knowledge of theory into a unified solution to problems.  Develop design options that achieve higher performance from propulsion systems operating under constraints such as geometry, mass, or impulsive noise.  Conceive approaches to solution of difficult problems in propulsion.  Conduct studies of new propulsion systems to meet future missile needs.  Determine configuration, material capability, functioning, and performance potential for advanced components or techniques.  Evaluate results and prepare or direct the preparation of reports and publications.

      890 – Motor Signature Characterization.  Manages signature characterization facility and signature portion of the static test stand.  Knowledge of electronic engineering, chemical propulsion, propulsion emissions and smoke transmission signature and composition, sensitivity, and vulnerability.  Conceives plans, formulates theories, performs research, designs experiments and simulations, coordinates tests, analyzes results, prepares reports and publications.  Presents and defends results to high level personnel and at technical conferences.  Performs signature and smoke composition evaluation of current and new missile systems as well as evaluation of propellant changes in established systems.

      891 – Airbreathing Propulsion Technology.   Manages airbreathing propulsion projects from conception to flight tests.  Knowledge of mechanical engineering, chemical propulsion, propulsion mechanics and airbreathing propulsion systems.  Skills require the ability to perform experimental data collection and interpretation with the ability to perform analysis on a variety of airbreathing propulsion systems and cycles, as well as conduct comparison trade studies and cost effectiveness analysis.  In depth knowledge of current engineering and software techniques used to analyze and predict performance of various cycles, including operating parameters and performance characteristics.  Manage visible and high-level airbreathing propulsion projects by being responsible for the performance of employee team members in the conduction of tests, scheduling of deliverables, reporting and explanation of final results.  Able to present and defend results to top level personnel, as well as report results at technical conferences. 

      892 – Propulsion Data Acquisition and Analysis.  Work involves developing data acquisition, analysis and control systems for static and flight testing of air breathing propulsion systems.  Knowledge of air breathing propulsion device operations and theory, electrical engineering, data acquisition hardware and software, real time programming, and instrumentation techniques and theory is required.  Work includes developing and implementing imbedded engine control software for automatic engine ignition and throttling.  Knowledge of standard control techniques and theory is required.  Work also includes developing test procedures, directing test operations, predicting and evaluating test results.

      893 – Free Flight Rocket Propulsion Technology.   Work consists of being the propulsion technical lead for the HYDRA 70 2.75 rocket system, shoulder launched missile systems such as DRAGON-SUPER DRAGON, JAVELIN missile systems, and future hypervelocity 2.75 -inch rocket systems, as well as Chief Engineer for 2.75 NDI HYDRA 70.  Maintain expertise of propulsion system design, manufacturing, production, cost, operation, and testing for new and existing systems.  Skills require the ability to perform experimental development, testing, data collection, interpretation, and presentations to government and contractor meetings and conferences.  Provide technical support to program offices, other AMCOM agencies, services, and contractor organizations.  Maintain user interfaces at other Army/Navy/foreign government agencies for fielded and future Army systems.

      894 – Propulsion Design.   Work involves the application of engineering principles for the design and development of propulsion systems.  Skills require the ability to conduct performance analyses, design, and numerically model gel, liquid, and solid propulsion systems.  Work involves performing parametric investigations on the impact of propulsion system design on missile trajectory, and determining the influence of various propulsion system components on entire propulsion system.  Skills require the ability to perform internal ballistic analysis of solid rocket motor grains and trajectory analysis of entire missile systems. Work involves developing mathematical models, experimental correlations, and computer programs to optimize the design of these components.  Skills are required to perform experimental data collection and interpretation.

      895 – Controllable Thrust Technology.   Serves as Army expert in design and development of liquid and gel propulsion systems and components. Develops solid, liquid, and gel warm gas system for tank pressurization, missile controls, small thrusters, and divert and control applications for interceptor missiles.  Utilizes his broad experience in liquid, gel, solid, hybrid, and air breathing propulsion to provide consultation for design development, manufacture, and failure assessment of all propulsion systems and components.  Provides expertise in design and analysis of high pressure liquid, gel, and gas flow systems.  Provides design and implements the evaluation of all propulsion systems, components and related subsystems.  Provides new concepts and innovative approaches to operation, evaluation and manufacture of propulsion systems and components.  Provides approaches to the solution of problems that result in maximum utilization of limited resources.

      896 – Materials Characterization.  Employee performs experimental and theoretical research and development of new and/or improved techniques of analysis of military systems and components, and is responsible for validation and documentation of advancements made.  Employee maintains proficiency through professional development and interaction and consultation with other professionals in the chemical field.  Employee coordinates interdisciplinary analysis efforts to maximize efficiency and accuracy of information provided to the customer.  Employee demonstrates and maintains unique expertise in a broad range of standard and non-standard analysis techniques, including wet chemical analyses, which are critical to mission requirements and impact research and development timelines.  Employee applies unique knowledge and experience in assessment, performance and documentation of proper analytical approaches for both novel and routine problems. 

      897 – Chemical Analysis and Service Life Prediction (chemical).  Work involves application of principles and operations of propellant chemistry.  Tasks involve chemical characterization of solid propellant systems and determination of remaining shelf life of propellants.  Incumbent leads a team of professional analytical chemists and performs analyses of solid propellant systems.  Incumbent is required to formulate new research programs in the chemical characterization of solid propellants.  Requires an academic background with postgraduate degree and a thorough understanding of organic chemistry and propellant analysis procedures.  The incumbent must be well published and have numerous presentations to national organizations regarding the analysis of solid propellants and the determination of chemical shelf life for minimum signature and double base propellants.  Incumbent must be an internationally recognized expert in ballistic modifiers and minimum signature stabilizer decomposition mechanisms.  Must be a referenced authority on the chemical analysis of solid propellants and the identification of foreign solid propellant ingredients.  Extensive knowledge of early double base and composite PVC, CTPB, and HTPB based solid propellants and their chemical analysis is required.

      898 – Solid Propellant Chemistry.  Work involves the application of principles and operations of propulsion chemistry to develop and investigate propellants and propulsion systems.  Tasks involve the ability to modify the propellants through formulation of existing ingredients and synthesis of new materials.  Skills, knowledge, and experience required include (1) chemical and thermochemical analysis of propellant candidates; (2) statistical analysis to design experimental matrices, clarify data, and interpret results; (3) physical, rheological, stability, and performance characterization of gelled propellants; (4) development, modeling, and testing of gel propulsion system components; (5) development and testing of gas generators for laser, hybrid, and air-breathing systems; (6) application of the knowledge of propulsion systems to support specific projects and demonstration programs; (7) preparation of proposals, planning, managing, and reporting research/development programs; and (8) leading a group of researchers in the development of gelled propellants and gas generators.  

      899 – Gel Propellant Chemistry.  Formulates, characterizes, optimizes rocket propellants, principally gel systems.  Ballistics, physical properties, (and if required, motor plume signature) included in characterization work.  Determines parameters affecting gel engine performance and plume signature.  Data used to develop an empirical performance signature model. Determines corrosion rates of IRFNA gel in contact with various metals.  Performs research on inert components such as metals, seals, and insulations for gel systems.  Performs literature searches when necessary to determine what has been accomplished in the past of problem area assignment.  Analytical tools such as DSC, DTA, infrared, gas chromatography may be employed to further enhance research in problem area.  

      900 – Solid Propellant Research.  Utilizes specific knowledge of solid rocket propellant elements including bonding agents, new and traditional oxidizers, and energetic and non-energetic polymer systems to develop propellant formulations to meet specific goals.  Typically, propellant formulations include composite, minimum signature, hybrid, and ducted rocket engine gas generator formulations.  Employs instrumental skills in particle size analyses, differential scanning calorimetry, viscosity measurements, oxidizer grinding, and propellant mixer operation.  Reviews, evaluates, and incorporates developing technology reported by other propellant research organizations.  Supports customer by applying knowledge of rocket propellant systems to evaluate production problems and offer and assess possible solutions.

      901 – Analytical Chemistry.  The incumbent develops new techniques and improves existing procedures for the analysis of missile propellants and propellant ingredients utilizing recent advances in instrumentation and technology.  The incumbent utilizes skill in the operation and application of a wide variety of analytical instruments, and interpretation of the data generated, and applies these instrumental techniques to control propellant quality and as an aid to solve difficult propellant problems that arise.  Typical instrumental methods used are:  gas chromatography, gas chromatography/mass spectrometry, high performance liquid chromatography, (infrared, near infrared, visible, & ultraviolet) spectrophotometry, atomic absorption spectrometry, X-ray fluorescence spectrometry, X-ray diffractometry, nuclear magnetic resonance spectrometry, differential thermal analysis, thermogravimetric analysis, elemental analysis, and particle size distribution analysis.  The incumbent is highly skilled in the use of computers, computer software, computer networking, network administration, and laboratory automation systems for the control of laboratory instrumentation, the processing of technical data, and the reporting of research results.  Develops computer programs for the automation of analytical instruments, and the analysis and reduction of data generated by the instruments.  The incumbent has a basic knowledge of electronics to effectively troubleshoot modern analytical instrumentation and make on-site repairs and/or modifications; and adept at mechanically modifying analytical instrumentation to improve performance for specific research projects.

      902 – Gel Propulsion Systems.  Performs scientific research, experimental development, and engineering concerned with propulsion systems, components, and concepts related to current and future missile systems.  Knowledge and ability to work with and understand liquid and gel systems is essential.  Typically, research pertains to problems of considerable scope in next-generation propellant formulation, development, processing, and characterization, developing new techniques and processes to establish and maintain quality control standards.  Regularly produces publications describing the application of theories, design concepts, engineering data, and propulsion improvements; for which patents are regularly obtained.  The supervisor provides assignments or areas of research that are broad in their scope and usually novel in nature (without technical guidelines nor precedents) and the incumbent is allowed substantial freedom in identifying, defining, and selecting specific problems for study and their experimental solutions.  Colleagues who are professionally mature researchers seek out the incumbent for consultation.

      903 - Research Chemist  (Materials Processing).  Incumbent plans, manages, and conducts exploratory research and development of advanced technologies over the complete life cycle of Army weapon systems. Incumbent performs improved design modifications, investigation, and development of new technologies to provide comminuted energetic oxidizers for next generation propellant formulations. Incumbent develops new or improved methods and technologies for safe weapons demilitarization requirements to minimize hazardous waste and maximize recovery of missile system ingredients and components. New technologies are explored to develop environmentally safe alternatives to OB/OD of any missile components.  Analytical analysis of compounds produced in performance of these investigations requires an expertise in all areas of spectral analysis.  Due to the broad expertise needed in physics math and chemistry, an advance degree in physical chemistry is required.

      904 – Energetics Demilitarization and Reutilization.  Incumbent plans, manages, and conducts research and exploratory development of advanced technologies for meeting Army missile system mission and life cycle requirements.  Incumbent serves in a leadership position and provides scientific and technical support to the AMRDEC and the Joint Service Demilitarization Technology Office for environmentally acceptable demilitarization and recycling technologies.  As Program Manager for the AMCOM Missile System Recycling Program, incumbent is responsible for acquiring major program funding support from the Office of the Secretary of Defense and the AMCOM Missile System Project Offices.  Incumbent serves as research group leader and directs RDT&E in several specialized areas.  Example areas of technical responsibility include (a) demonstrations of rocket motor propellant recycling technology ranging from laboratory scale to full scale pilot plant operations, (b) industrial applications of liquefied gas solvents for energetic ingredient recovery and for industrial materials cleaning processes, and (c) recycle demonstrations of recovered missile system components into reusable commercial and military products.  Incumbent is responsible for developing and executing programmatic plans for Cooperative Research and Development Agreements (CRDA's) and transferring Army developed recycling technology to the private sector.  Incumbent must possess advanced degrees in chemistry and have extensive working knowledge of Army rocket propellant formulations, solid propulsion ingredients and warhead explosives. 

      905 – Propellant Formulation and Ingredient Synthesis.  Work involves the application of principles and operations of chemistry to investigate propellants and propulsion components.  Tasks involve the ability to formulate and optimize propellant formulations including the synthesis of new ingredients.  Skills and knowledge required include (1) chemical and thermochemical analysis of propellant candidates; (2) knowledge of state-of-the-art gelling agent and rheological additive technology; (3) understanding of bipropellant hypergolic reaction mechanisms, development of improved ingredients, and formulation of hypergolic propellants; (4) physical, rheological, stability and performance characterization of liquid/gel propellants; (5) gel/liquid injector modeling and design using gel rheological data; (6) development of liquid/solid gas generators for pressurization or airbreathing propulsion systems; (7) preparation of proposals, planning, managing and reporting research/development programs.

      906 – Propellant Characterization.  Work involves the application of principles and operations of chemistry to investigate propellants, propulsion components and materials. Tasks involve the ability to formulate and optimize propellant formulations including the synthesis of new ingredients, and the ability to solve problems dealing with various classes of materials such as metallic, ceramic, organic and composite.  Skills and knowledge are required in the techniques used and experimental interpretation for the characterization of the physical and ballistic properties of propellants. The ability to predict, measure, evaluate, and characterize exhaust products from chemical propulsion devices and relate these data to missile system performance as well as the ability to select, modify, evaluate propellant compositions to suppress or minimize motor exhaust plumes. Knowledge and skill is required in propellant processing and manufacturing. Knowledge of insulation and liner materials and their compatibility with various propellants is required to determine the environmental effects on the propellant and components during the life cycle of a missile system. 

      907 – Solid Propulsion Systems (Chemistry).  Employee performs research-related work concerned with propulsion systems, components, and concepts relating to both existing and future missile systems in the specialized disciplines of chemistry and/or chemical engineering.  Employee may work independently or as a team member performing experimentation and investigative duties utilizing his specialized skills to develop research approaches, methods or techniques and to interpret and relate these results to other research.  Employee's research emphasizes solid propellant.  Employee selects and evaluates ingredients for propellant formulation studies using specialized computer codes, specialized equipment such as particle size analyzer, and interpreting the results from specialized tests and equipment such as friction tests, impact tests and strand burn rates.  Employee may perform or be involved in various aspects of the processing and evaluation of selected propellant formulations in their desired test configurations for research efforts.  Employee complies with safety and other related requirements in the area of handling hazardous materials and wastes, especially with those containing explosives or Class V materials.

      908 –  Energetics Reclamation and Recycling.  Incumbent performs chemical research with rocket motor propulsion systems and components in support of Army missile system life cycle requirements.  Incumbent possesses extensive expertise in the areas of missile system ingredient reclamation and recycling.  Incumbent develops dry machining methods and techniques for demonstrating the safe and efficient removal of propellants from full scale Army rocket motors.  Incumbent possesses extensive knowledge in areas of energetic ingredient extraction and reclamation from missile system propellants, warheads, and related explosive materials.  Incumbent tests and demonstrates the conversion of recovered energetic ingredients into recycled commercial and military products.  Incumbent explores and develops environmentally friendly processing methods using liquefied gas solvents for a wide range of Army applications including the comminution of energetic propellant ingredients and chemical cleaning/degreasing.  Performs investigations using analytical tools such as complex chemical instrumentation, including differential scanning calorimeter computer programs, and bench scale test apparatuses to evaluate pertinent areas of rocket motor propulsion and related high energy materials.  Incumbent conducts extensive thermal analyses of chemical ingredients, propellant formulations, and related chemical propulsion components.

      911 -  Integrated Optics.  Work involves the performance and management of research and/or development concerned with the area of optical science.  The work involves the formulation of experimental and theoretical research projects directed toward the development of new and expanded scientific knowledge in the areas of optics, nonlinear optics, electro-magnetic wave propagation, and the interactions with condensed matter.  Specific knowledge and skills in the areas of integrated optics, signal processing, pulse compression, complex signal processing, pattern recognition, optical waveguides, binary optics, electro-optic transducers are typical of the technologies.  

      912 - Quantum Opto-Electronics.  Work involves technical tasks related to the performance of basic research in quantum optics and quantum electronics for device applications in areas of photonic integrated circuits, fiber optic networks, laser science, nanotechnology, and solid state technology.  Research areas include linear and nonlinear effects related to propagation of electromagnetic radiation in the atmosphere, photonic band gap crystals, nanocomposites, waveguides, semiconductors, glasses, and polymers.  Research goal is to obtain fundamental understanding of basic physical phenomena in devices related to the mission requirements of the US Army.  Exploratory photonic devices are investigated for next generation Army systems as well as devices which can be implemented to upgrade current and near term systems.  Position requires interaction in the national and international community of basic research related to physics, optics, and electronics to insure the US Army a strategic lead in warfighting capabilities.

      913 - Micro-Optics. Work involves technical tasks related to the design, analysis, and fabrication of micro-optical systems such as micro-lenses and diffractive optics.  A fundamental knowledge of diffraction theory and lithographic processes is required.  Specific knowledge and skill are required in the areas of computer control of lithographic fabrication equipment, numerical simulation of optical systems, computer design and generation of pattern files for micro-optical systems, and optical test bench procedures for validation of optical products.

      914 - Optical Engineering, Analysis, and Systems Applications.  Work involves the research, design, development, and testing of optical components and devices in the fields of geometrical, physical, and Fourier optics for potential use in a variety of weapons systems.  Skills and knowledge are required in the area of bulk and surface micromachining for MicroOpticalElectroMechanical Systems (MOEMS) and MicroElectroMechanical Systems (MEMS), applied optics, optical engineering, optical testing, liquid crystal display technology, magneto optics, acousto optics, holographic materials, holographic optical components, interferometry, diffractive optical elements, adaptive optics, optical correlation, Vander Lugt filtering techniques and Joint Transform correlation, composite filters for optical pattern recognition, properties of nonlinear optical materials, spatial light modulators, fiber optics, diode lasers, and vertical cavity surface emitting lasers.  This work requires a general knowledge of 

mechanical, electronics, and materials engineering with specialized knowledge in nonlinear optics, micro fabrication techniques, and the evaluation of optical component performance for current and future Army aviation and missile systems.

      915 - Optical Materials Measurements, Analysis and Applications.  Work involves applying basic principles of physics to the modeling, analysis, and experimental studies of devices and systems in which optical, electrical, and micro mechanical properties are the significant parameters which control the characteristics and performance.  Skills and knowledge include such things as bulk and surface micro machining, applied optics, optical testing, liquid crystals, holographic materials, holographic optical components, diffractive optics, adaptive optics, Fourier optics and optical correlation, Vander Lugt filtering techniques, properties of nonlinear optical materials, spatial light modulators, quantum well detectors, diode lasers, and vertical cavity surface emitting lasers.  This work requires general knowledge of mechanical, chemical, electronics, and materials engineering and mathematics with specialized knowledge in solid state physics, nonlinear optics, micro fabrication techniques, and the development of mathematical models.

      916 - Nanostructure Devices.  Work involves research, design, and characterization of quantum optical and electromagnetic properties of layered, composite, and nanostructure elements for novel device components in optical, millimeter, and microwave applications for signal and data processing, low observables, and communications, and ultra high performance computing for projected battle field and war fighter requirements. Skills required include design and performance characterization of photonic band gap materials to form novel integrated optical and millimeter wave components, low observables, and emissivity control devices; design and characterization of quantum confined nonlinearities in nanostructure architectures for quantum computing for ultra high performance computation, generation of quantum computing architectures and error correction codes, and quantum cryptographic architectures for applications in covert and secure communications.

      917 - Nonlinear and Quantum Optics of Multicomponent Media and Semiconductor Materials.  Work involves research, characterization, simulation, and modeling of nonlinear and quantum optical properties of semiconductor and condensed matter materials and multicomponent media, and applications to the design and analysis of novel nonlinear optical components for integrated and microstructured optical and signal processing systems for information dominance in digitization of the Army After Next. Skills required include many body condensed matter analysis of semiconductor and semiconductor laser materials and dynamics, physical and quantum optical characterization of multicomponent media and materials, and extensive and computationally complex simulations of electromagnetic field propagation and dynamics in such materials.

      918 - Characterization and Control of Nonlinear Spatio-Temporal Dynamical Systems.  Work involves research, characterization, analysis, simulation, and modeling of nonlinear dynamical systems, chaos and control, and spatio-temporal chaotic dynamics and synchronization for laser array power combining, low power and efficiency optimization for covert wireless communications, stabilization of solid state laser power sources for optical data processing, LIDAR and phased array optical elements, and control of spatio-temporal pattern dynamics for information dominance for warfare requirements into the next century. Skills required include analytic analysis and numerical simulation of nonlinear dynamical systems, characterization of temporal and spatio-temporal chaotic dynamics, development of accurate fast training neural network algorithms for characterization and control of temporal chaos and accurate determination of embedding dimension, development of robust control algorithms for temporal and spatio-temporal chaotic dynamical systems, formulation of dynamics and control algorithms for semiconductor lasers and semiconductor laser arrays.

      919 - RF Weapons Technology Management.  Work involves the application of RF technology to solving military problems by developing weapons using and based on RF technology.  Work involves directing a RF laboratory, identifying promising areas of technology, and applying resources to specific areas of technology to bring them to technological maturity, resulting in new and advanced RF weapons concepts.  A fundamental knowledge is required of RF and microwave seekers, sensors, sources; RF propagation theory (both atmospheric and exo-atmospheric); generation and reception of RF waves; the interaction of RF fields with electronic circuits and systems; RF antennas; RF chamber theory; CM/CCM techniques; and RF testing in the field and laboratory.  In addition, the abilities to manage a laboratory and team of scientists and engineers; to gain the cooperation of peers in other laboratories; to manage developmental programs to schedules and budgets; to perform long range planning of technical and administrative issues; and to develop and manage contracts in the appropriate technical areas are required.

      920 - RF Weapons Technology Development.  Work involves research, development, design, and characterization of RF countermeasure and counter-countermeasure devices and techniques for 

application against a wide variety of military weapons, platforms, and equipment operating in both atmospheric and exo-atmospheric environments.  A basic understanding of radar and communication theory is required including the generation, propagation, and the reception and processing of RF signals.  In particular, a working knowledge in wide band RF technology is required.  Specialized skills in both wide band and narrow band RF laboratory and field testing/experimentation and instrumentation for the determination of target effects/susceptibility/vulnerability at both the component and system level are required.  Knowledge and skill in relevant areas such as electromagnetic theory, information theory, and statistical communication theory is required.  Specific knowledge and skills are required in RF 

circuits, antennas, signal processing, RF wave phenomenology, environments and targets.    

      921 - RF Weapons Sources Technology.  Work involves research, development, design, and characterization of microwave and millimeter wave radars, seekers, sensors, and sources, and the application of these devices to military weapons, platforms, and equipment.  A fundamental knowledge of Radio Frequency and radar theory is required.  Knowledge and skill in relevant areas, such as electromagnetic theory, communication theory, the generation, propagation, and reception of RF waves, and the interaction of high RF fields with electronic equipment.  Specific knowledge and skills in one or more of the following areas is also required:  RF circuits; antennas; RF instrumentation; RF chamber theory; modeling and analysis of RF devices, systems, environments and targets; CM/CCM techniques; microwave phenomenology; and RF laboratory and field testing and experimentation.  General knowledge of weapons and platform capabilities and the ability to relate these capabilities to sensor performance and sensor technology requirements is needed.

      922 - RF Weapons Effects Technology.  Work involves research, development, design, and characterization of microwave radars, seekers, sensors, and sources, and the application of these devices to military weapons, platforms, and equipment.  Specific emphasis involves the application of relevant RF technology to the guidance and disruption of RF guided (active and passive) missiles.  A fundamental knowledge of Radio Frequency and radar theory is required.  Knowledge and skill in relevant areas, such as electromagnetic theory, the generation, propagation, and reception of RF waves, and the interaction of high RF fields with electronic equipment.  Specific knowledge and skills in one or more of the following areas is also required:  RF circuits; antennas; RF instrumentation; RF chamber theory; modeling and analysis of RF devices, systems, environments and targets; CM/CCM techniques; microwave phenomenology; missile sensor and guidance techniques; and RF laboratory and field testing and experimentation.  General knowledge of weapons and platform capabilities and the ability to relate these capabilities to sensor performance and sensor technology requirements is needed.  In addition, work involves the ability to assemble, manage, and direct teams of government and contractor scientists, engineers and technicians to accomplish technical work as described above; to plan and direct specific field and laboratory experiments, in cooperation with other agencies and activities; to report the results of technical activities and research to users and management; and to assist local technical and program management in financial, contractual, budgetary and programmatic activities which support the technical program.

      923 - Physical Sciences for Weapons Systems.  Work involves the application of a wide variety of skills, knowledge and expertise in the fields of electro-optics/infrared technology, battlefield automation systems, information science, theoretical and applied mathematics, atmospheric environmental investigation, optics, photonics, simulation and modeling, physical science, infrared and electro-optical sensors, biomimetics, autonomous systems, quantum computing, automatic target recognition, magnetic suspension systems and magnetics technology.  Applications include military research issues in near term, mid term, and far term time frames, civilian, academic and commercial spin-offs and technology assessments in accordance with the needs and mission of the Army's aviation and missile research and development community.  Independent assessment of the need for research, independent instigation and performance of required projects, supervision and management duties associated with specific project tasks, evaluation, reporting, documentation and promotion of applications of research products are essential aspects of the work.

      924 - Advanced Technology Integration.  Work involves the application of a wide variety of skills, knowledge and expertise in the fields of electro-optics /infrared technology, battlefield automation systems, information science, theoretical and applied mathematics, atmospheric environmental investigation, electronics, optics, photonics, simulation, modeling, directed energy technology, and other applied physical science. An understanding of field Army constraints, fielded Army systems, proposed systems, and existing Army mission needs is required.  Interface and effective communication with military personnel as well as civilian personnel is critical to job performance. Requirements include military research issues in near term, mid term, and far term time frames, and technology assessments in accordance with the needs and mission of the Army's aviation and missile research and development community. Leverage of civilian, academic and commercial spin-offs is an essential aspect of the work.

      925 - Nonlinear Optical Filtering Systems.  Work involves optical and digital signal processing, with emphasis on optical and hybrid implementations of morphological filters and neural networks for Automatic/ Aided Target Recognition. Determines feasibility and performance of particular system architectures. Advances state-of-the-art in architectures and filter optimization for these systems through numerical modeling and simulation.  Necessary skills and knowledge include applied optics, Fourier optics, Van Lugt filtering techniques, coherent spatial filtering system design and analysis, optical system modeling and simulation, analysis of artificial neural networks, nonlinear optimization techniques, Fourier analysis, digital filtering techniques, digital image processing, computer programming of image processing applications.

      926 - Electro-Optics/Polarimetry/Spectral Seeker Technology.  Work involves research, development, and characterization of spectro-polarmetric sensors and seekers.  This includes both active and passive systems encompassing the visible through infrared frequency bands.  A fundamental knowledge of electro-optical, acousto-optical, spectral, polarization, and image processing phenomenology is required.  Specific knowledge in one or more of the following relevant areas is required: multi/hyperspectral sensors, polarization, focal plane arrays, 

CM/CCM as well as (camouflage, concealment and deception)CCD techniques, lasers and laser receivers, ladar, laboratory and field testing/experimental methods, and propagation effects.  A general knowledge of weapon and platform capabilities and the ability to relate these to sensor capabilities and technology requirements are required. 

      927 -  High Energy Laser Weapons Technology.  Work involves research, development, and application of skills and knowledge in the field of high energy laser technology leading to the development, test, and evaluation of high energy laser components, subsystems, and systems.  

Tasks and research include the understanding of and the solution of problems associated with gain generator technology, nozzle development, system engineering, test and integration of components, subsystem, and systems, design of high energy laser devices, design and evaluation of manufacturing techniques, atomic and molecular excitation processes, resonator theory, resonator component design and test, atmospheric propagation of laser beams, interaction of laser beams with matter, damage characteristics of optical materials, and weapons system test and evaluation.  Knowledge required include laser engineering and physics, mathematical modeling of laser systems, mathematical modeling of laser subsystems, the interaction with other agencies for weapons development, and the ability to apply laser technology to weapon systems applications.

      928 - Electronic Design for Weapons Concepts.  Work involves original design and fabrication of electronic and opto-electronic circuits and sub-systems. Work requires specific knowledge in a broad range of areas such as, electronic design principles, optical and opto-electronic technology, analog technology, digital technology, military environmental constraints and system integration. The work often requires design and fabrication of circuits and systems for which there is no precedent.

      929 - Optical Information Processing. Work involves the research, design, development, and testing of optical components and devices in the fields of optical information processing and target recognition for a variety of military applications.  Work will involve application of electro-optical, nonlinear, and quantum optics devices and technologies such as spatial light modulators, detectors, lasers, and vertical cavity surface emitting lasers.  Skills and knowledge are required in the areas of information processing, target recognition, optical correlators, light generation and propagation, nonlinear nanoscale and quantum confined effect optical elements and devices, applied optics, Fourier optics, Vander Lugt and joint transform filter techniques, holographic optics, optical interconnects, image formation, and coherent light modulation.  Knowledge of and skills in hybrid optical and digital system design, integration, and testing are also required.

      930  - Tunable Laser Technology.  Work involves the application of skills and knowledge in the field of low to high energy tunable laser technology leading to the development of high energy laser components and systems.  Tasks include the understanding of and the solution of problems associated with atomic and molecular excitation processes, spectral analysis and design of tunable resonators, resonator theory, atmospheric propagation of laser beams, laser beam wavefront analysis and correction, laser beam interaction with matter, optical systems design, and effects of laser beams on optical systems. Knowledge required includes laser physics, mathematical modeling of laser systems and high voltage pulse forming networks, Fourier optics and matched filtering techniques, ray tracing, atmospheric optics, laser spectroscopy, holographic optics, and the ability to apply laser and optics technology to weapon systems applications and research.

      931 - Opto-electronic Design for ATR.  Work involves the research, design, development, and testing of optical and opto-electronic components and devices in the fields of geometrical and physical optics for use in a variety of weapons systems, especially hybrid optical / digital automatic target recognition systems.  Skills and knowledge include such things as acousto-optics, synthetic aperture radar imagery, spatial light modulators, liquid crystal arrays, polarization effects, light generation and modification, detection of light and infrared radiation, designing, modifying, and programming test equipment and instrumentation, applied optics -- including the construction of hybrid optical/digital test set-ups, optical testing, holographic optics, diffractive optics, production of holographically-formed optical components, and Fourier optics and optical correlation -- especially Vander Lugt filtering techniques.

      932 - Filters for Optical Computing.  Work involves the research, design, development, and testing of various image processing and automatic target recognition systems.   Work includes the generation of composite filters used to detect multiple targets and the optimization of the filters to specific correlator systems.  Skills and knowledge include such areas as pattern recognition, image processing, spatial light modulators, Vander Lugt filtering and filter encoding techniques, detection of light and infrared radiation, instrumentation and instrument design, applied optics, optical testing, holographic optics, Fourier optics and optical correlation, apodization aberration analysis, ray tracing, properties of optical materials, spectroscopy and laser optics.

      936 - Modeling and Simulation for All-Digital and Distributed Simulations and Facilities.  Work under this heading includes the development, evolution and improvement of simulations and facilities utilizing distributed interactive simulations (DS) under High Level Architecture (HLA) compliance formats as well as developing all-digital simulations to support the engineering requirements of weapon system program managers.  Work also includes integration of all-digital missile and aviation simulations into larger scale all-digital simulations and DS simulations and facilities.  Knowledge is required to upgrade DS facilities in the areas of ModSAF, Networks, Audio/Visual recording and display, DS Stealth and Data Recording to include common DS resources for conducting local and wide area DS exercises.  Skills, expertise, and specialized knowledge required to perform these tasks include mathematical modeling of physical systems (missile and aviation); statistical techniques; software development; knowledge of DIS HLA protocols, structures, and networking requirements; ability to conduct requirement definition studies for assessing the state-of-the-art of video/audio recording and display, networks.

      937 - Hardware-in-the-Loop Modeling and Simulation for Microwave Radar Guided Missile 

System Development.  Work under this heading includes the development and use of microwave guided missile system models and simulations in support of system development of acquisition.  Types of models shall include hardware-in-the-loop electronic countermeasure scenarios.  Simulation development shall include the design, specification, and application of HWIL simulation facilities to produce realtime generation and radiation of necessary guidance signals and also hardware/software interfaces for connecting actual missile guidance, fuzing, and electronic countermeasure component of this specialty.  Target and background signature modeling, analysis of simulation results, and documentation of all aspects of HWIL simulation facility development, operation, and use are also required.

      938 - Conventional Warhead Design and Analysis and System Vulnerability.  Theoretical skills are required in mathematical modeling concepts to analyze the design of conventional warheads against weapon system components.  Endgame simulations will be modified and utilized to assess the lethality of warheads against specific system components for various Missile System Project Management Offices.  Specializes in providing information to assist in the evaluation of ground attack missile warhead blast effects as well as fragmentation effects.  Researches impact shock induced reaction criteria for energetic and/or inert materials.  Prepares technical reports and submits manuscripts/articles for technical journals, technical conferences and symposiums.  Assists in work to standardize lethality prediction methodology within the Army to be compatible with the Navy and Air Force.

      939 - Hardware-in-the-Loop Modeling and Simulation for MillimeterWave Guided Missile 

System Development.  Work under this heading includes the development and use of MillimeterWave radar guided missile system models and simulations in support of system development and acquisition.  Types of models shall include hardware-in-the-loop (HWIL) simulations of missiles guided by active millimeter radar against specific targets and electronic countermeasures scenarios.  Simulation development shall include the design, specification, and application of HWIL simulation facilities to produce realtime generation and radiation of necessary guidance signals and also hardware/software interfaces for connecting actual missile guidance, fuzing, and electronic countermeasure components to HWIL simulations facilities.  Design, development and fabrication of special purpose equipment to support HWIL simulation facilities is an inherent component of this specialty.  Target and background signature modeling, analysis of simulation results and documentation of all aspects of HWIL simulation facility development, operation, and use are also required. 

      940 - Applied Aerodynamics of Air Vehicles.  Knowledge is required of experimental and theoretical aerodynamics sufficient to analyze external configurations of air vehicles such as target drones, helicopters and unmanned aerial vehicles to determine aerodynamic forces and moments, stability and control parameters, and air load distribution of the total vehicle and component parts.  Research is directed toward developing new aerodynamic stability, control and maneuvering devices and improving existing such devices for air vehicles, planning appropriate experiments to provide aerodynamic data on the devices, developing prediction and simulation methodologies using empirical and analytical techniques and performing validation of the methodologies.

      941 - All-Digital Analytic Modeling and Simulation for Hit to Kill Systems.   Integrates various simulations into a single all-digital simulation that incorporates the features of a surveillance simulation, 6 degree-of-freedom missile simulation and endgame simulation.  This simulation will be used to support acquisition decisions as well as being utilized as an engineering tool for an Integrated Product Team (IPT).  Performance results from field tests and hardware-in-the-loop tests will be implemented into the all-digital simulation.  A special version of the all-digital simulation will be maintained to support hardware-in-the-loop efforts.  Skills, expertise and specialized knowledge required to perform these tasks include:  mathematical modeling of physical systems; application of statistical techniques; control system analysis; software development in real-time and non-real-time applications; guidance, control and fuzing technology; modeling of complex target signatures and scenario backgrounds; estimation of hit to kill lethality effects and calculation of target kill probabilities; application of simulation verification and validation procedures; systems engineering and overall simulation project leadership.

      942 - Modeling and Simulation for Large-Scale Warfighting Simulations.  Work under this heading includes the development and use of weapon system and maneuvering forces models and simulations in support of system acquisition.  These models and simulations investigate the interaction between multiple weapons-multiple targets and force-on-force, large scale battlefield simulations in realistically modeled synthetic environments, including distributed interactive simulations (DIS) under High Level Architecture (HLA) compliance formats.  Skills, expertise, and specialized knowledge required to perform these tasks include:  mathematical modeling of physical systems; statistical techniques; software development; knowledge of DIS and HLA protocols, structures, and networking requirements; implementation of large-scale force-on-force battlefield simulations in live, constructive and virtual configurations for DIS/HLA-base warfighting studies; virtual prototype development; analysis and simulation of battle management, command, communication, and control structures and protocols; application of verification and validation procedures to large-scale synthetic battlefield simulations; systems engineering and overall project leadership.

      943 - Modeling and Simulation for Distributed Simulations and Facilities.   Work under this heading includes the development, evolution and improvement of simulations and facilities utilizing distributed interactive simulations (DS) under High Level Architecture (HLA) compliance formats.  Connectivity and working relationships between the AMCOM DS community and other distributed simulation sites will be evolved and maintained through appropriate equipment and facilities.  This includes integrating distributed simulation application into the local infrastructure and the world wide Defense Simulation Internet (DSI).  Knowledge is required to upgrade DS facilities in the areas of ModSAF, Networks, Audio/Visual recording and display, DS Stealth and Data Recording to include common DS resources for conducting local and wide area DS exercises. Skills, expertise and specialized knowledge required to perform these tasks include:  mathematical modeling of physical systems; statistical techniques; software development; knowledge of DIS HLA protocols, structures, and networking requirements; ability to conduct requirement definition studies for assessing the state-of-the-art of video/audio recording and display, networks.

      944 - Computational Fluid Dynamics Research. Knowledge and skills are required utilizing state-of-the-art methodologies, to solve fluid dynamics problems related to air vehicles, launchers and components; non-linear arbitrary bodies moving through a fluid medium; internal flow fields such as occur in nozzles, wind tunnels, chemical and gas dynamic lasers and ejectors; plumes and wakes including derivative problems addressing signatures, heating, signal attentuation and interaction effects; shear flow typified by boundary layers, mixing regions, turbulence, etc.  Special emphasis is directed toward the development of computational techniques for highly non-linear, viscous solutions of flowfields associated with air vehicles.  Tasks include developing complex grids required to model flowfields, understanding the limitations and applicability of various flow solving techniques and validating new methodologies through comparison with experimental data.

      945 - Weapon System Modeling, Simulation, and Analysis.  Theoretical skills are required in mathematical modeling concepts for weapon system components, evolution of concepts into models, and implementation of models into time based weapon system simulations.  Ability is required to analyze model and simulation behavior to determine validity of model design and simulation results.  Tasks require research on the quantitative prediction of weapon system kinematic and dynamic performance.  Predicts performance on both existing and conceptual weapon systems.  Explores and conducts research on development of weapon system fire control prototypes that consist of reconfigurable components such as image processing electronics, sensor interfaces, data link interfaces, and automatic control systems.  Executes performance studies to optimize design.

      946 - Computational Aerodynamic/Propulsion Research.  Knowledge and skills are required utilizing state-of-the-art methodologies, to solve fluid dynamics problems related to air vehicles, launchers and components; non-linear arbitrary bodies moving through a fluid medium; internal flow fields such as occur in nozzles, wind tunnels, chemical and gas dynamic lasers and ejectors; plumes and wakes including derivative problems addressing signatures, heating, signal attentuation and interaction effects; shear flow typified by boundary layers, mixing regions, turbulence, etc.  Special emphasis is directed toward developing methodologies for predicting the complex interaction of propulsion flowfields with air vehicles to provide forces and moments acting on the air vehicle, flowfield parameters such as pressure, temperature, and velocity and the infrared and ultraviolet signatures of the propulsion flowfield and the air vehicle body.  Knowledge of experimental testing to provide validation data is also required. 

      947 - Hardware-in-the-Loop Modeling and Simulation for Imaging Infrared Guided Missile 

System Development.  Work under this heading includes the development and use of imaging infrared guided missile system models and simulations in support of system development and acquisition.  Types of models shall include hardware-in-the-loop (HWIL) simulations of missiles guided by imaging infrared sensors against specific targets and countermeasured scenarios.  Simulation development shall include the design, specification, and application of HWIL simulation facilities to produce realtime generation and radiation of necessary guidance signals and also hardware/software interfaces for connecting actual missile guidance and electronic countermeasure components to HWIL simulation facilities.  Design, development and fabrication of special purpose equipment to support HWIL simulation facilities is an inherent component of this specialty.  Target and background signature modeling, analysis of simulation results and documentation of all aspects of HWIL simulation facility development, operation, and use are also required.

      948 - Future Weapons Systems Engineering, Management and Analysis.  Work involves technical leadership in a specialized field of experimental and/or future weapons system development.  Technical competence is required to gauge the extent to which the perimeters of the state-of-the-art can be pushed and to gauge the extent to which the technical gap can be bridged between imaginative and futuristic concepts taking into consideration practical material, hardware, and processes.  The work requires the ability to plan, organize, and bring to fruition a broad attack on complex problems.  Requirements are typically established for workers in other fields whose efforts must be integrated to solve problems that are interdisciplinary in scope.  The resolution of these problems results in clearly evidenced innovations which are of fundamental significance in advancing new technology and previously unattained developments.  The work required an employee who is recognized as an expert in his field and whose advice is sought by colleagues who are themselves specialists in the field on critical issues and interpretations.

      949 - Targets and Modeling and Simulation for Large-Scale Warfighting Simulations. Determines target requirements and provides for targets needed in the development of a database for the evaluation of weapon system performance.  Uses and develops weapon system and maneuvering forces models and simulations in support of system acquisition.  Types of models and simulations shall consist of multiple weapons-multiple targets and force-on-force large-scale battlefield simulations in realistically modeled synthetic environments.  These efforts will be applicable to distributed interactive simulations (DS) under High Level Architecture (HLA) compliance formats.  Skills, expertise and specialized knowledge required to perform these tasks include:  mathematical modeling of physical systems; statistical techniques; software development; knowledge of DIS HLA protocols, structures, and networking requirements; ability to conduct requirement definition studies, design and fabricate targets and prepare tests. 

      951 - Applied Aerodynamics of Tactical Missiles Research.  Knowledge is required of experimental and theoretical aerodynamics sufficient to analyze external configurations of tactical missiles to determine aerodynamic forces and moments, stability and control parameters, and air load distribution of the total vehicle and component parts.  Research is directed toward developing novel aerodynamic data on the devices, developing prediction methodologies using empirical and analytical techniques and performing validation of the methodologies.

APPENDIX D

FUNCTIONAL CODES

D-1.  DESCRIPTION.  The Office of Personnel Management requires all scientists and engineers in the occupational series below be assigned a functional code.  This information is used by the National Science Foundation and others to study the composition of the workforce engaged in certain kinds of activities.  The functional codes consist of functional categories plus a miscellaneous "Other - Not Elsewhere Classified" category.  Under the demo project, the appropriate code is shown in the designated block on the Benchmark Position Description 

Cover Sheet.

D-2.  DEMO PROJECT OCCUPATIONAL SERIES WHICH REQUIRE OPM 

FUNCTIONAL CODES.

      0180  Psychology

      0801  General Engineering

      0806  Materials Engineering

      0808  Architecture

      0810  Civil Engineering

      0819  Environmental Engineering

      0830  Mechanical Engineering

      0850  Electrical Engineering

      0854  Computer Engineering

      0855  Electronics Engineering

      0861  Aerospace Engineering

      0892  Ceramic Engineering

      0893  Chemical Engineering

      0896  Industrial Engineering

      1301  General Physical Science

      1310  Physics

      1320  Chemistry

      1321  Metallurgy

      1515  Operations Research

      1520  Mathematics

      1529  Mathematical Statistician

      1550  Computer Science

D-3.  OPM FUNCTIONAL CODES, CATEGORIES AND DEFINITIONS.

Code - Category:  Category Definition

11 -RESEARCH:  Systematic, critical, intensive investigation directed toward the development of new or fuller scientific knowledge of the subject studied.  It may be with or without reference to a specific application.  The work involves theoretical, taxonomic, and experimental investigations or simulation of experiments and conditions to:  (1) Determine the nature, magnitude, and interrelationships of natural and social phenomena and processes; (2) Create or develop theoretical or experimental means of investigating such phenomena or processes; and (3) Develop the principles, criteria, methods, and a body of data of general applicability for use by others.  Excluded from this category is work concerned primarily with the administrative and monitoring of research contracts and research grants.

12 –RESEARCH CONTRACT:  The administration and monitoring and grant of research contracts and administration research grants.

13 -DEVELOPMENT:  Systematic application of scientific knowledge directed toward the creation of new or substantially improved equipment, materials, instrumentation, devices, systems mathematical models, processes, techniques, and procedures which will perform a useful function or be suitable for a particular duty.  The work involves such activities as:  (1) Establishing requirements for technical objectives and characteristics; (2) Devising and evaluating concepts for design approaches: criteria, parameters, characteristics, and interrelationships; (3) Experimenting, investigating, and testing to produce new data, mathematical models, or methods to test concepts, formulate design criteria, and measure and predict natural and social phenomena and performance; (4) Designing and developing prototypes, breadboards, and engineering models including the direction of their fabrication as required; (5) developing standards and test plans to assure reliability; and (6) Managing specific developments being executed in-house or under contract. Development, like research, advances the state of art, but it is further characterized by the creation of specific end-items in the form of equipment or equipment systems ("hardware" development) and/or methodologies, mathematical models, procedures and techniques ("software" development).

14 –TEST AND EVALUATION:  The testing of equipment, materials, devices, components, systems and methodologies under controlled conditions and the systematic evaluation of test data to determine the degree of compliance of the test item with predetermined criteria and requirements.  This work is characterized by the development and application of test plans to be carried out in-house or under contract or grant utilizing one or more of the following kinds of tests:  Physical Measurement Techniques; Controlled Laboratory, Shop, and Field (demonstration) Trials; and Simulated Environmental Techniques.  This category includes:  (1) Development testing to determine the suitability of the test item for use in its environment; (2) Production and post-production testing to determine operational readiness; (3) Testing in regulatory programs to determine compliance with laws, regulations and standards; and (4) Testing in the social sciences using demonstration or experimental and control groups to determine the effectiveness of new methodologies or practices.

21 -DESIGN:  The planning, synthesis, and portrayals for purposes of fabrication or construction of structures, equipment, materials, facilities, devices, and processes which will perform a useful function or be suitable for a certain duty. The work involves such activities as:  (1) Investigating, analyzing, and determining needs and design considerations; (2) Planning, synthesizing, and proportioning the structure or mechanism so that the result is achieved with safety and economy; (3) Preparing design criteria, detailed designs, specifications, cost estimates, and operating instructions; and (4) Reviewing and evaluating design proposals and designs prepared by others including the management of architectural and engineering contracts.  For present purposes, design in a research and development organization is the application of the known state of the art in the form of standard guidelines and references to prepare the detailed working plans and data required for fabrication, assembly, and production.

23 -PRODUCTION:  The fabrication and manufacture of structures, equipment, materials, machines and devices.  The work involves surveillance and control of production operations carried out in-house or under contract through such activities as:  (1) Planning, directing, controlling, inspecting, and evaluating production processes, equipment, and facilities; (2) Refining designs to adapt them to production facilities and processes; and (3) Devising, applying, and monitoring procedures to measure and assure quality.

24 –INSTALLATION, OPERATIONS AND MAINTENANCE:  Includes installing, assembling, operating, integrating, and maintaining technical operation and functioning of systems, facilities, machinery, and equipment.  The work involves such activities as: (1) Analyzing operating and environmental conditions in order to provide design inputs and feedbacks and modifying designs as necessary to adapt them to actual environments; (2) Developing and determining logistic requirements, documentation, technical plans, procedures, controls and instructions; (3) Equipping, supplying, and commissioning facilities; (4) Analyzing performance and cost data and developing actual performance and cost data requirements; (5) Integrating equipment installation and operating schedules; (6) Managing on site an operating facility such as a power plant, test range, mission control center, irrigation station, data acquisition station, or flight control station; and (7) Managing installation, operations, or maintenance contracts. 

31 –DATA COLLECTION, PROCESSING AND ANALYSIS:  This category includes the analysis of general purpose scientific data describing natural and social phenomena.  General and purpose scientific data include newly gathered statistics, observations, instrument readings, measurements, specimens, and other facts obtained from such activities as statistical and field surveys, exploration, laboratory analyses, photogrammetry, and compilations of operating records for use by others.  The work involves such activities as:  (1) Determining data needs and data processing requirements; (2) Planning, directing, and evaluating collection activities performed in-house or under contract; (3) Designing overall processing plans and systems to handle, control, operate, manipulate, reduce, store, check, and retrieve data; (4) Analyzing raw and processed data for validity and subject-matter interpretation; (5) Providing analytic services such as chemical analyses; (6) Forecasting and projecting data and conditions; and (7) Summarizing and presenting data for general use.  Excluded from this category are collection and analysis of data only for research and development projects and internal operating or administrative purposes such as policy formulation and planning.

32 –SCIENTIFIC AND TECHNICAL INFORMATION:  Includes the processing and dissemination of published and unpublished technical documents and information on work in progress and completed work to facilitate information.  The work involves developing and implementing information systems through such activities as:  (1) Providing for the selection, acquisition, compilation, exchange, and storage of scientific and technical information; (2) Cataloging, abstracting, and indexing information for retrieval and dissemination; (3) Providing reference, literature search and bibliographic services for information users; (4) Interpreting, evaluating, and briefing on the significance and relevance of information; (5) Disseminating information through briefings, technical publications, and other communications media; and (6) 

Classifying and declassifying technical information where use must be controlled in the national 

interest.

41 –STANDARDS AND SPECIFICATIONS:  The preparation and determination of mandatory and/or voluntary standards including rules, regulations, and codes.  These standards are for purposes of:  (1) Government regulation and (2) Assuring the acceptability, quality, and/or standardization of products, materials, and parts as required for design, production, purchasing, logistics, and documentation.  The work involves the development of performance criteria, test and inspection methods, and data for the application of the standards to technological products and services.

42 –REGULATORY ENFORCEMENT AND LICENSING:  The application and enforcement of laws, rules, regulations, orders, licensing and governmental agreements through inspection, investigation, surveillance, licensing, certification, and similar activities. The work includes such activities as:  (1) Licensing power plants and radio stations; (2) Enforcing plant or animal disease eradication programs; (3) Examining applications for patents; (4) Inspecting operations for compliance with requirements; (5) Approving utility rates and services; (6) Investigating aircraft accidents; (7) Allocating radio frequencies; and (8) Determining compliance with engineering aspects of Federal tax laws.

81 –CLINICAL PRACTICE, COUNSELING, AND ANCILLARY MEDICAL SERVICES:  The provision of direct clinical and related services to patients and clients including examining, testing, diagnosis, treatment, therapy, casework, counseling, and disability evaluation, related patient care.

91 -PLANNING:  The study and projection of present and future needs and the formulation of 

alternative policies and ways of meeting these needs for the utilization of:  Land, Natural, Social, 

Industrial, Material and Manpower Resources; Physical Facilities; and Social and Economic Services and Programs.  The work involves:  (1) Gathering, compiling, analyzing, and evaluating data; (2) Projecting needs and establishing goals; (3) Developing single or alternative plans, policies, programs, and recommendations and measures of their economic, social, and political costs, benefits, and feasibility; and (4) Reevaluating progress to assure that plan objectives are realized in putting the plans into effect.  This category includes physical, economic, and social planning for land population centers and missions, policy, and program planning.

92 -MANAGEMENT:  The direction and control of scientific and engineering programs in any one or combination of functions in a line or staff capacity with responsibilities that have a direct and substantial effect on the organizations and programs managed. The work involves decisions, actions, and recommendations that establish the basic content and character of the programs directed in terms of program objectives and priorities, program initiation and content, funding, and allocation of organizational resources.  This category is not intended to cover those primarily engaged in the supervision or monitoring of work carried out through contracts and grants or in contracts and grants administration. Such positions are to be coded to the appropriate function.

93 –TEACHING AND TRAINING:  The teaching of scientific and technical subjects: the education and training of scientific and technical personnel in-house and through programs consisting of fellowships, traineeships, and training grants; and the development of curricula and training materials and aids.

94 –TECHNICAL ASSISTANCE AND CONSULTING:  The provision of scientific and technical expert assistance, consultation, and advice to other scientific personnel; foreign governments; government agencies at the Federal, State, or local level; private industry; organized groups, and individuals.  The work involves advising upon and promoting application of the results of research and specialized program knowledge.

99 –OTHER-NOT ELSEWHERE CLASSIFIED:  This category is to be used for:  (1) Positions with highly specialized activities which are not classified covered in any of the categories; (2) 

Positions of such generalized nature that a primary function cannot be identified; and (3) Trainee positions for which functional assignments have not been made.

APPENDIX E

FAIR LABOR STANDARDS ACT COVERAGE

E-1.  INTRODUCTION.  The Fair Labor Standards Act (FLSA) provides for minimum standards for both wages and overtime entitlements, and delineates administrative procedures by which covered worktime must be compensated.  The FLSA allows specified employees to be exempt from its overtime provisions.  In general, employees who are not exempt from the FLSA must be compensated for all hours of work beyond their regular tour of duty at a rate equal to one and one-half times their hourly regular rate of pay.  

E-2.  POLICY AND RESPONSIBILITIES.

         a.  As part of the position classification process, managers with delegated classification authority will make the determination whether assigned employees are exempt or nonexempt from the FLSA overtime provisions based on exemption criteria provided in 5 CFR part 551.  Employees in some paybands under the demo project are clearly exempt or nonexempt, as shown in the table in Appendix A.  However, there are six paybands (DB-II, DE-II, DE-III, DK-II, DK-III, and DK-IV) where employees can be either exempt or nonexempt.  For those six paybands, managers will make the FLSA determinations on a case-by-case basis by comparing duties and responsibilities assigned against the OPM position classification standards and the FLSA criteria under 5 CFR part 551, summarized below.

         b.  Exemption criteria will be narrowly construed to apply only to those employees who are clearly within the terms and spirit of the exemption.  The burden of proof rests with the manager that makes the determination.  All employees who clearly meet the criteria for exemption must be designated exempt.  If there is reasonable doubt as to whether an employee meets the criteria for exemption, the employee must be designated nonexempt.  

NOTE:  Reminder to Managers – DO NOT OVER-GENERALIZE.

E-3.  SUMMARY OF 5 CFR PART 551 CRITERIA AS IT APPLIES TO THE DEMO PROJECT 

CLASSIFICATION SYSTEM:

         a.  An "executive" employee is a supervisor or manager who manages and customarily and regularly directs the work of subordinate employees (excluding support employees) as their primary duty.  The executive has authority to make personnel changes that include, but are not limited to, selecting, removing, advancing in pay, or promoting subordinate employees, or has authority to suggest or recommend such actions with particular consideration given to these suggestions and recommendations.  Additionally, the executive customarily and regularly exercises discretion and independent judgment in such activities as work planning and organization; work assignment, direction, review, and evaluation; and other aspects of management of subordinates, including personnel administration.  In addition, for employees in DB-II, DE-II or DK-II who are equivalent to GS-5 or GS-6, 80 percent or more of the employees' worktime in a representative workweek must be spent on supervisory and closely related work.

         b.  An "administrative" employee is an advisor, assistant, or representative of management, or a specialist in a management or general business function or supporting service whose primary duty consisted of work that significantly affects the formulation or execution of management policies or programs or involves general management or business functions of supporting services of substantial importance to the organization serviced or involves substantial participation in the executive or administrative functions of a management official.  The employee must perform office or other predominantly nonmanual work which is intellectual and varied in nature or of a specialized or technical nature that requires considerable special training, experience, and knowledge.  The employee must frequently exercise discretion and independent judgment, under only general supervision, in performing the normal day to day work.  In addition, for employees in DB-II, DE-II or DK-II who are equivalent to GS-5 or GS-6, 80 percent or more of the employees' worktime in a representative workweek must be spent on administrative functions and work that is an essential part of those functions. 

         c.  A "professional" employee is one whose primary duty consists of work that requires knowledge in a field of science or learning customarily and characteristically acquired through education or training that meets the requirements for a bachelor's or higher degree, with major study in or pertinent to the specialized field as distinguished from general education; or is performing work, comparable to that performed by professional employees on the basis of specialized education or training and experience which has provided both theoretical and practical knowledge of the specialty, including knowledge of the specialty, including knowledge of related disciplines and of new development in the field.  The work must be predominantly intellectual and varied in nature, requiring creative, analytical, evaluative or interpretative thought process for satisfactory performance.  The employee must frequently exercise discretion and independent judgment, under only general supervision, in performing the normal day-to-day work.  In addition, for employees in DB-II, DE-II or DK-II who are equivalent to GS-5 or GS-6, 80 percent or more of the employees' worktime in a representative workweek must be spent in professional functions and work that is an essential part of those functions.

DELEGATED CLASSIFICATION AUTHORITY FLSA CHECKLIST

EVERY employee is considered to be non-exempt unless it is determined that the employee clearly falls within the definition of one or more of the following exemption categories.  If there is a reasonable doubt, the employee should be designated non-exempt.  

EXEMPTION CATEGORIES:

1.  Executive Exemption – 

  A)  Does employee have authority to make or effectively recommend personnel changes such as the following: selecting, removing, advancing in pay, or promoting? ____

AND

  B)  Regularly exercises discretion and independent judgment in work planning and organization; work assignment, direction, review, and evaluation? ___ 

AND, IF APPLICABLE

  C)  Does the employee spend 80% of his/her time:

        1)  Performing professional, administrative or supervisory duties as a GS-5 or 6 OR in a like position in a demonstration project with a comparable grade? (This would virtually never apply to DB & DJ paybands since at the grade level equivalents, duties would be developmental in nature.  This could be applicable to DK & DE payband 2.) ____  

        OR

        2)  If supervisory, in fire fighting or law enforcing positions, graded at the GS-7, 8, or 9 OR in a like position in a demonstration project with comparable grades and subject to 207(k)29USC?____ 

       OR 

       3)  Performing Wage Supervisor duties credited below Work Situation 3? ____

If no to A, B, and C, if applicable, continue to #2.  

If yes to A, B, and C, if applicable, the position is EXEMPT, STOP HERE. 

2  Professional Exemption – This covers work in the professional fields.  

  A)  The duties must meet one of the following primary duty criteria:

        1)  Does work require knowledge in a field that is customarily acquired through education or training that meet the requirements for a bachelor's or higher degree or comparable to that performed by professionals on the basis of special education or training and experience that provided both theoretical and practical knowledge of the specialty?  ____

 OR

        2)  Does employee work in a field of artistic endeavor where the results depend on the invention, imagination, or talent of the employee? ____

OR

        3)
 Does employee do work that requires theoretical & practical application of highly specialized knowledge in computer systems analysis, programming, and software engineering? ____

AND

   B)
Work is predominantly intellectual and varied in nature requiring creative, analytical, evaluative or interpretive thought processes. ____

AND

   C)
Does the employee, on a day-to-day basis:  Use discretion and independent judgment (i.e., comparing & evaluating possible courses of action, interpreting results, taking action independently.)  Decisions can include recommendations for actions.  If so, the work must meet all of the following three criteria:

1) Work is complex & varied outside of the standard techniques, procedures, and 

guidelines? ____ 

AND

2) Have authority to make determinations during the course of assignments? ___ 

AND

            3)  Make significant decisions that extend beyond procedural details AND conformance issues? ____ 

AND, IF APPLICABLE

    D)
Perform professional, administrative or supervisory duties as a GS-5 or 6 OR in a like position in a demonstration project with a comparable grade? (This would virtually never apply to DB & DJ paybands since at the grade level equivalents, duties would be developmental in nature.  This could be applicable to DK & DE payband 2.) ____.

If no to A, B, C, and D, if applicable, continue to #3.  

If yes to A, B, C, and D, if applicable, the position is EXEMPT, STOP HERE.

3.  Administrative Exemption –  

   A)  If employee performs duties as an advisor or assistant to management, represents management, or is a specialist in a management or general business function or supporting service, they must meet one of the following primary duty criteria:

         1)  Work significantly affects formulation or execution of program and policies such as; making policy decisions or recommending proposals, or obtaining compliance of policies, or accomplishing program objectives.  Typically this type of work involves planning, developing, promoting, coordinating, controlling or evaluating programs. ___

OR

         2)  Work involves business functions or support services of substantial importance to the organization such as; providing expert advise in a specialized area, or assuming some management functions (safety, personnel, or budget), or administering contracts or authorizing payments, or 

providing support such as automated data processing, communications, or supplies. ___

OR

         3)  Work that participates in portions of managerial or administrative functions of the supervisor.  Employee must be delegated the authority to act for the supervisor and take actions which significantly affect supervisor's effectiveness. ___

AND

   B)
Non-manual work test where the employee performs office or other predominantly non-manual work which meets one of the following criteria:

            1)  Work of an intellectual & varied nature, which requires perceptiveness, analytical reasoning, perspective and judgment or work that requires judgment based on considering, selecting, adapting and applying principles ____.

OR

             2)  Work of a specialized or technical nature where principles, techniques, practices, and procedures are applied to a complex subject. ____. 

AND

   C)
Does the employee, on a day-to-day basis; Use discretion and independent judgment (i.e., comparing & evaluating possible courses of action, interpreting results, taking action independently.)  Decisions can include recommendations for actions.  If so, the work must meet all of the following three criteria:

            1)  Work is complex & varied outside of the standard techniques, procedures, and guidelines? ____ 

AND

            2)  Have authority to make determinations during the course of assignments? ___ 

AND

            3)  Make significant decisions that extend beyond procedural details AND conformance issues? ____ 

AND, IF APPLICABLE

   D)
Perform professional, administrative or supervisory duties as a GS-5 or 6 OR in a like position in a demonstration project with a comparable grade? (This would virtually never apply to DB & DJ paybands since at the grade level equivalents, duties would be developmental in nature.  This could be applicable to DK & DE payband 2.) ____.

If no to A, B, C, and D, if applicable, continue to #4.

If yes to A, B, C, and D, if applicable, the position is EXEMPT, STOP HERE

4.  Foreign Exemption – Does employee spend all hours of work in a workweek in an area other than the following (a state in USA, DC, Virgin Is., Samoa, Guam, Midway, Wake Is., Johnston Is. & Palmyra)?

If yes position is exempt ____

CONCLUSION: 

If the criteria for one of the four categories were NOT FULLY met, the employee is NON-EXEMPT.  

If the criteria for one of the four categories were FULLY met, the employee is  EXEMPT.  

APPENDIX F

INSTRUCTIONS FOR COMPLETION OF BENCHMARK POSITION DESCRIPTION

COVER SHEET

F-1.  This appendix includes a sample benchmark position description cover sheet at page F-3.  An official demo project position description must include a completed, signed Benchmark Position Description Cover Sheet attached to an appropriate benchmark position description from Appendix B.  Neither the cover sheet nor the benchmark description can stand alone or serve as official documentation of a demo position classification decision.

F-2.  Completed position descriptions will be assessed by the CPOC and assigned position description numbers such that all positions which have identical classification characteristics (on the cover sheet) and identical job content (benchmark description from Appendix B) are assigned the same position description number.

F-3.  Instructions for completion of the cover sheet are as follows (for purposes of completing this form, the term "manager" below refers to AMRDEC managers who have written delegated position classification authority):

         a.  Block 1 - Position description number:  CPOC will enter the position description number in this block after the manager has completed classification action.  The position description will be filed in the FASCLASS II database using this number. 

         b.  Block 2 - Installation or headquarters office:  Manager will enter "US Army Aviation and Missile Command, Redstone Arsenal, AL, 35898" or appropriate successor organization in this block.

         c.  Block 3 - Organizational location:  As a minimum, manager will enter the name of the center and directorate where the position is located; lower organizational levels may be entered at manager's discretion.

         d.  Block 4 - Title:  Manager will enter the position's official title, using titling guidance in OPM position classification standards.

         e.  Block 5 - Occupational family and payband level:  Manager will enter occupational family (DB, DE, or DK) and the payband level, using Roman numeral, e.g., DK-II, DE-V, DB-IV.

         f.  Block 6 - Occupational series:  Manager will enter the occupational series, using 

OPM Handbook of Occupational Groups and Series.

         g.  Block 7 - Specialty code: Manager will enter a specialty code from Appendix C.

 h.  Block 8 - Functional code:  Manager will enter an OPM functional code from 

Appendix D.

         i.    Block 9 - Financial statement:  Manager will enter an "x" in the appropriate block to indicate the need for the incumbent to file a financial statement in accordance with criteria in DoD Directive 5500.7R, Standards of Conduct.

         j.    Block 10 - Fair Labor Standards Act:  Manager will enter an "x" in the appropriate block to indicate whether the incumbent of the position is exempt or nonexempt from the overtime provisions of the Fair Labor Standards Act, using guidelines in Appendix E.

         k.    Block 11 - Acquisition:  Manager will enter an "x" in the appropriate block to indicate the position's status against the criteria in DOD 5000.52M, Acquisition Career Development Program.

         l.    Block 12 - Competitive level:  CPOC will assess the position and assign an appropriate competitive level after the manager has completed classification action.

         m.    Block 13 - Evaluation approval:  Manager with delegated classification authority will sign and date this block after completing classification action, before forwarding the position description to CPAC/CPOC for review/concurrence.  In most instances, the immediate supervisor will sign block 14 before the manager signs here.

         n.    Block 14 - Job content approval:  Immediate supervisor (or higher level supervisor within the position's chain of command) will sign and date this block, usually before the manager with delegated classification authority signs in block 13.

         o.    Unnumbered Block -  Rationale for FLSA exemption: Manager will identify the paragraph from Appendix E, Fair Labor Standards Act Coverage which supports his/her determination that a position is exempt from the overtime provisions of the FLSA.

APPENDIX G

INSTRUCTIONS FOR COMPLETION, DISTRIBUTION, AND SUBMISSION

OF PERFORMANCE RELATED FORMS

G-1.  PERFORMANCE OBJECTIVES.  Performance objectives are recorded on the form at 

Page G4.  Both the supervisor and the employee should keep updated copies of the current performance objectives.

G-2.  IN-PROGRESS REVIEWS DOCUMENTATION.  Performance conferences held during the rating period should be documented on the reverse side of the form at Page G5.  If adequate space is not provided on this form, an additional page may be attached.

G-3.  PERFORMANCE APPRAISALS.  Annual or special performance appraisals will be prepared using the form at Pages G6 and G7.  The rater uses the generic performance elements, the mutually developed performance objectives, the employee's position description, information contained in performance conferences, and the employee-provided accomplishments, comparing them with the point ranges and performance element benchmarks (see Appendix I).   Generic levels of achievement are provided at Appendix I for four levels of achievement:  100%, 70%, 50%, and Unsatisfactory.  These levels are used by raters as a guide in determining the rating to be assigned on the performance appraisal form.  For example, assume the weight assigned to the Technical Competence performance element is 30.  A rater would select a number from the column headed by 30 in Appendix I that is within the span for the level of achievement at which the rater sees the person performing.  That means, if the employee's performance is at the full 70% level, then the rater selects 21 as the rating.  If the person is performing slightly under the benchmark description, the rater may choose 20 or 19.  This process is repeated for each rated performance element, the ratings are totaled, and the rater assigns the overall rating of A, B, C, or U according to the total rating points awarded.  See Figure G-1.

G-4.  DISTRIBUTION OF COMPLETED APPRAISALS.  Copies of completed appraisals should be distributed as follows: 

         a.  Annual appraisals.  Completed annual appraisals should be reproduced in an original and two copies:  the original going to the employee, one copy retained by the supervisor, and one copy submitted to the CPOC for entry into the computer system and filing.  Performance appraisals are retained for four years. 

         b.  Special appraisals.  Special appraisals should be completed in an original and two copies: the original going to the employee; one copy submitted to the supervisor of record to be attached to the annual appraisal; and one retained by the supervisor who completed the special appraisal.  Special appraisals do not go to the CPOC when completed.  They are attached to annual appraisals at the end of the rating period.

G-5.  CORRECTIONS TO APPRAISALS.  Discrepancies in appraisals should be corrected as soon as possible after they are discovered.  Discrepancies can result from causes such as clerical errors that unintentionally changed content; from grievances, appeals, or other complaint procedures; or because of new information which had enough impact on the completed appraisal that it changes the appraisal and/or the rating.  Corrective action should include the following: 

          a.  Preparation of a corrected performance appraisal using the form at Page G6, to 

include initials of the supervisor.

          b.  Destruction of official copies of the erroneous performance appraisal.

          c.  Appropriate distribution of the corrected appraisal.

          d.  Adjustment to personnel actions which were based on the erroneous overall performance rating.

G-6.  PERFORMANCE APPRAISAL CERTIFICATIONS.  To ensure performance appraisals are 

completed in a timely manner, the following procedures will be used.

         a.  Performance appraisals for all employees in each pay pool will be submitted to the pay pool manager not later than 15 August.  Performance pay increases, bonuses, and awards will be submitted by the pay pool managers not later than 1 September to the Civilian Personnel Operations Center (CPOC).  Awards will be processed and submitted to the servicing payroll office not later than 1 October.  General pay increases will be submitted to the servicing payroll office at the time the general increase is official, usually December or January. 

         b.  At the same time the ratings are sent, pay pool managers will submit a memorandum to the Director certifying the performance appraisals of all employees.

Figure G-1.  How to Complete a Performance Appraisal

How to Complete a Performance Appraisal

1.  Weighted Performance Elements (See G-5, e.g., Technical Competence

2.  Which objectives? e.g., review engineering change proposals change proposals

3.  How well were objectives accomplished:  Compare with point ranges and Performance element benchmarks (See I-2)

4. Annotate Rating on Performance Appraisal Form (See G-6)

5.  Repeat Process with all rated elements.

6.  Total Ratings and Check Appropriate Block

Ratings

A
85-100

B
70-84     C
50-69

U
0-4 

Performance Appraisal (REVISED May 2000)

PERFORMANCE APPRAISAL

PERIOD COVERED              

FROM: 

TO:

NAME

(Last,  First, MI)

SOCIAL SECURITY 

NUMBER

OCCUPATIONAL 

FAMILY/SERIES/BAND

PRINTED

ORGANIZATION

SIGNATURE

DATE

SENIOR RATER

RATER

RATEE

Technical Competence

Working Relationships

Communications

Resource Management

Customer Relations Mgmt/Leadership

Supv. EEO

WEIGHT RANGE

15-50

5-15

5-15

15-50

10-50

0-50

15-50

TOTAL

WEIGHT ASSIGNED

100

RATING

RATINGS

PAYOUT

A  85-100

B  70-84

New Adjusted Pay  Recommended*    

$

C   50-69

Unsatisfactory  0-49

Bonus Recommended*

$

Comments attached for unsatisfactory rating

*Includes Locality Pay

CIRCLE ALL CRITICAL ELEMENTS

1.  TECHNICAL COMPETENCE:  Exhibits and maintains current technical knowledge, skills, and abilities to produce timely and quality work with the appropriate level of supervision.  Makes prompt, technically sound decisions and recommendations that add value to mission priorities and needs.  For appropriate career paths, seeks and accepts developmental and/or special assignments.  Adaptive to technological change.  (Weight range:  15 to 50)

2.  WORKING RELATIONSHIPS:  Accepts personal responsibility for assigned tasks.  Considerate of others' views and open to compromise on areas of difference, if allowed by technology, scope, budget, or direction.  Exercises tact and diplomacy and maintains effective 

relationships, particularly in immediate work environment and teaming situations.  Always willing to give assistance.  Shows appropriate respect and courtesy.  (Weight range:  5 to 15)

3.  COMMUNICATIONS:  Provides or exchanges oral/written ideas and information in a manner that is timely, accurate and cogent.  Listens effectively so that resultant actions show understanding of what was said.  Coordinates so that all relevant individuals and functions are included in, and informed of, decisions and actions.  (Weight range:  5 to 15)

4.  RESOURCE MANAGEMENT:  Meets schedules and deadlines, and accomplishes work in order of priority; generates and accepts new ideas and methods for increasing work efficiency; effectively utilizes and properly controls available resources; supports organization's 

resource development and conservation goals.  (Weight range:  15 to 50)

5.  CUSTOMER RELATIONS:  Demonstrates care for customers through respectful, courteous, reliable and conscientious actions.  Seeks out and develops solid working relationships with customer to identify their needs, quantifies those needs, and develops practical solutions.  

Keeps customer informed and prevents surprises.  Within the scope of job responsibility, seeks out and develops new programs and/or reimbursable customer work.  (Weight Range:  10 to 50)

6.  MANAGEMENT/LEADERSHIP:  Actively furthers the mission of the organization.  As appropriate, participates in the development and implementation of strategic and operational plans of the organization.  Develops and implements tactical plans.  Exercises leadership skills within the environment.  Mentors junior personnel in career development, technical competence, and interpersonal skills.  Exercises due responsibility of technical/acquisition/organizational positions assigned to them.  (Weight range:  0 to 50)

7.  SUPERVISION/EEO:  Works toward recruiting, developing, motivating, and retaining quality team members; takes timely/appropriate personnel actions, applies EEO/merit principles; communicates mission and organizational goals; by example, creates a positive, safe, and challenging work environment; distributes work and empowers team members.  

(Weight range:  15 to 50)

See page 2

Performance Appraisal Form

(Page 2)

PERFORMANCE APRAISAL

(Continuation)

SENIOR RATER'S REMARKS

APPENDIX H

Sample

Probationary and Trial Period Letter

REPLY TO:  Director, Civilian Personnel Advisory Center 

SUBJECT:  Completion Of Probation/Trial Period 

TO:  Supervisor

( ) Mr. John G. Doe will complete his/her probationary/trial period of up to 2 years in his/her new position on ________________. 

( ) Mr. John G. Doe will complete his/her one year probationary period in his/her new supervisory position on _________________. 

As this individual's supervisor, you must certify whether conduct/performance are at a level to warrant retention of this person in his/her current position.  You may do so by checking the appropriate block below; providing yours and the employee's signature and the date on the form; and returning it to the Civilian Personnel Advisory Center within two weeks from the date of this transmission. 

FROM: Supervisor 

    I have held a counseling session with this probationary/trial employee/supervisor.  My decision is summarized below: 

a.  Successful performance:  (please check one of the two blocks)

    (  ) employee is successful in all elements of job performance and conduct and should be retained in his/her present position; or

    (  ) supervisor is successful in all supervisory/ managerial elements of the position and should be retained.

b.  Unsuccessful performance: 

    (  ) employee is not satisfactory in all elements of job performance and conduct.  I have discussed this with the servicing employee relations specialist and have initiated action to accomplish the following:

    (  )additional training    (  )reassignment    (  )demotion    (  )separation

SUPERVISOR SIGN AND DATE
                                 EMPLOYEE SIGN AND DATE 

APPENDIX I

POINT RANGES AND PERFORMANCE ELEMENT BENCHMARK

 Benchmark Performance Standards

ELEMENT POINT-RANGES AND PERFORMANCE STANDARDS 

THESE BENCHMARK PERFORMANCE STANDARDS ARE USED TO EVALUATE AND SCORE PERFORMANCE AGAINST THE WEIGHTED PERFORMANCE ELEMENTS.  THIS SHEET MUST BE USED IN CONJUNCTION WITH BENCHMARK JOB DESCRIPTION AND PERFORMANCE OBJECTIVESELEMENT WEIGHTS

100%  Performance elements were attained demonstrating exceptional initiative, versatility, originality, and creativity.  This individual demonstrates the ability to grasp, understand, 

organize, and convey complex issues to others and carry the job assignment to successful completion with minimum direct supervision.  Performance elements were effectively achieved 

utilizing cooperation, responsiveness, conflict avoidance, or conflict resolution.  Written and oral communications were appropriately demonstrated effectively and efficiently.  Performance elements were achieved with demonstrated leadership, integrity, competency, commitment, candor, and sense of duty.
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70%  Performance elements were attained effectively and efficiently with consistently high quality and quantity of work.  This individual has demonstrated the ability to complete the job assignments in an efficient, orderly sequence that culminated in results that were timely, correct, thorough and cost effective.  Performance elements were attained with consistently above average quality and reliability while effectively utilizing accepted procedures and resolving problems with skill and 

resourcefulness.  Performance elements were attained with consistently productive cooperative efforts and with clear, precise, and convincing written and oral communication.
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50%  Performance elements were accomplished, were mostly reliable, and delivered without unacceptable delays.  Procedures were minimally correct and problems were dealt with satisfactorily.  Attained performance elements, using work methodology that demonstrated a reasonable degree of cooperation with others with clear and concise written and oral communications.
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UNSATISFACTORY
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2

Performance elements were not successfully completed because of failure in quality, quantity, completeness, responsiveness, or timeliness of work.  Performance elements products were deficient, because they were contrary to direction or guidelines; did not meet minimum specifications; were inconsistent with organizational procedures; were significantly flawed or substandard in quality; demonstrated insufficient technical knowledge or skill; were incomplete; were unacceptably late; lacked essential cooperative involvement or support; or problems that arose during performance of performance elements activities were not satisfactory resolved.

APPENDIX J

EXAMPLE CALCULATIONS

Midpoint Principle Payout                               




176

50% Rule Payout                                         
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Step Buy-in Process                                     
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Special Rate:  Conversion in Process                    
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Special Rate Exceeds Locality Rate                      
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Locality Rate Exceeds Special Rate                      
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Conversion Out:  Salary Equals or Exceeds Step 4 of 

Highest Grade                                             
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Conversion Out:  Salary Does Not Equal or Exceed 

Step 4 of Highest Grade                                   
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Conversion Out:  Exception to Step 4 Rule                   
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Conversion Out:  Exception to Step 4 Rule                   



185

Calculations above are based on a hypothetical E&S paypool of 27 personnel using calendar year 96 data.  The employee in payband DB IV has a base salary of $80,298 and has received a C performance rating entitling the employee to 1 share of the performance paypool.  This calculates to $952 of which $635 is base pay increase and $317 is bonus pay.  However, the employee is impacted by the midpoint rule pay cap.  In order to receive a base pay increase beyond the midpoint of the payband, the employee must receive an A or B performance rating.  This employee is above the midpoint of the payband and received a C rating.  As a result, the employee will receive no base pay increase and all of the employee's performance pay will be paid in the form of bonus pay.

Calculations above are based on a hypothetical E&S paypool of 27 personnel using calendar year 96 data.  The employee in payband DB IV has a base salary of $89,607 and has received an A performance rating entitling the employee to 4 shares of the performance paypool.  This calculates to $4,251 of which $2,834 is base pay increase and $1,417 is bonus pay.  However, the employee is impacted by the 50% rule pay cap.  The top of the DB IV payband is $94,450 which is $4,843 higher than the employee's salary.  The 50% rule states that the employee's base pay increase cannot exceed 50% of the difference between the employee's salary and the payband ceiling.   In this case that calculates to a maximum base pay increase of $2,422; the balance $412 is added to the employee's bonus pay amount.

Upon implementation of paybanding, employees will be awarded a permanent salary increase commensurate with the number of weeks earned toward the next higher step through the effective date of implementation.  Employees at step 10 on the date of implementation will not be eligible for an adjustment since they are already at the top step of the grade.  The formula for calculating the value of the "earned" step is - the "weeks earned" divided by "weeks required" - times the value of the step increase for that grade.  The total salary received will be this new base salary plus the applicable geographic specific locality adjustment.  In the example above, as of 12 Oct 97, the employee had "earned" 79 weeks of the 104 weeks required for the next scheduled WGI.  Effective 12 Oct 97, this employee's adjustment would be $1,143 which, when added to the 1997 GS-12/step 4 base salary of $49,624, would yield a salary of $50,767.

After "buy-in" of the earned portion of the next step as described on the previous chart, a new base salary for employees on special rates must be determined.  The new base salary rate equals the current total salary (after "buy-in") divided by 1 plus the geographically specific locality pay factor.  To this new base salary rate is added a full measure of locality pay, which will be equal to the current total salary.  To illustrate this better, there are examples on the next two pages

In the case above, the employee's special rate base pay (after "buy-in") completely exceeds the 

GS salary plus locality pay.  Thus, the employee's prior total salary is all base pay, that is, this employee is currently receiving no locality pay.  In this case, the "new base pay rate" is determined by dividing the current total salary by(1+locality rate).  To this "new base pay rate" is added a full measure of locality pay, bringing the new demo total salary back to the same salary as the "prior total salary".  Neither adverse action nor pay retention provisions apply to the conversion process as there will be no change in total salary.

In the case above, the employee's prior special rate base pay (after "buy-in") does not completely exceed the GS salary plus locality pay for the same grade and step, that is, the employee is receiving some ($564) locality pay.  In this case, the total salary again is divided by (1+locality rate) to give the "new base pay rate".  Once again, a full measure of locality pay is added to the "new base pay rate" so that the "new demo total salary" is exactly the same as the "prior total salary".

In the example above, the DB III employee's salary of $63,000 is compared to step 4 pay of the highest grade in the payband.  

- GS-13, step 4 pay equals $59,009.  

- $63,000 is greater than or equal to $59,009.

Therefore, the employee is assigned a GS-13.  

Next, since $63,000 is between step 6 pay = $62,585 and step 7 pay = $64,373, the employee is assigned step 7 = $64,373.

In this example, the DB III employee's salary of $58,000 is compared to step 4 pay of the highest grade in the payband.

- GS-13, Step 4 pay equals $59,009.

- $58,000 is less than $59,009.

Next, compare $58,000 to GS-12, Step 4 pay = $49,624.

- $58,000 is greater than or equal to $49,624

Therefore, assign GS-12.

Since $58,000 is between GS-12, step 9 pay = $57,144 and step 10 pay = $58,648, the employee is assigned step 10 = $58,648.

Exception to Step 4 Rule:  If an employee's adjusted demonstration project rate exceeds the maximum rate of the grade assigned under the previously described "step 4" rule but fits in the rate range for the next higher applicable grade (i.e., between step 1 and step 4), then the employee shall be converted to that next higher applicable grade.  In calendar year 1997, this exception can only occur with GS-11 and GS-12 grades because maximum pay in all other GS grades exceeds the next higher GS grade, step 4 pay.  In this example, the DB III employee's salary of $59,000 is compared to Step 4 pay of the highest grade in the payband.  GS-13, Step 4 pay equals $59,009.  Since $59,000 is less than $59,009, the employee is assigned a GS-12.  But, GS-12, Step 10 pay equals $58,648 and $59,000 is greater than $58,648.  Therefore, the employee is assigned a GS-13.  Next, since $59,000 is between GS-13, Step 3 pay of $57,221 and Step 4 pay of $59,009, assign GS-13, Step 4 pay = $59,009.

In this example, the DE III employee's salary of $49,000 is compared to Step 4 pay of the highest grade in the payband.  GS-12, Step 4 pay equals $49,624.   Since $49,000 is less than $49,624, compare $49,000 with GS-11, Step 4 pay = $41,404, assign GS-11 since $49,000 is greater than $41,404.  But, GS-11, Step 10 pay equals $48,933 and $49,000 is greater than $48,933.  Therefore, the employee is assigned a GS-12.  Next, since $49,000 is between GS-12, Step 3 pay of $48,120 and Step 4 pay of $49,624, assign GS-12, Step 4 pay = $49,624.  Also, an employee will not be converted to a lower grade than the grade held by the employee immediately preceding a conversion, lateral reassignment, or lateral transfer into the project, unless since that time the employee has undergone a reduction in band.

APPENDIX K

APPLICATION PROCEDURES FOR EXPANDED DEVELOPMENTAL OPPORTUNITY 

(SABBATICAL)

STEP 1:  Applicant prepares a DD Form 1556 and two supplemental application forms (see attached), which can be downloaded from:



http://cpo1.army.mil/train/fy99cat/forms/pop_form1.cgi



http://cpo1.army.mil/train/fy99cat/forms/pop_form2.cgi

STEP 2:  Application submitted through supervisory channels, including the Activity Career Program Manager (if applicable), to the Chairperson, Personnel Management Board (PMB).  

STEP 3:  Applications will be reviewed, evaluated and endorsed by the PMB.  The Board will evaluate applications to determine which sabbaticals are most important to the successful accomplishment of the Center's present and future mission and can be funded within budgetary constraints.  The Chairperson of the PMB submits endorsed applications to the Center Director for final approval.  Employee is notified of final results and plans accordingly.

STEP 4:  Sabbaticals are not funded by centralized training funds of the Department of the 

Army, and limited funding is available on a year-by-year basis.  A sponsor will be helpful.  Examples of a sponsor include your Directorate, or a customer who may expect to benefit from your sabbatical work.  Funding for sabbaticals will be centralized and managed at the Management of Operations and Business Office.  Requesting organizations must submit a personnel action request (SF-52) documenting the sabbatical.

APPENDIX L

WITHIN-BAND DETAILS TO SUPERVISORY DUTIES

L-1.  Background.  Under the General Schedule personnel system, details or temporary promotions to a job requiring supervisory duties were useful tools for mission accomplishment, especially during periods of hiring constraints. For example, if a manager had a vacant supervisory position, and could not fill it on a permanent basis because the organization was over strength, a temporary promotion for an employee in the immediate work site or from another work site achieved management objectives.  

L-2.  In a paybanding personnel system, the use of temporary assignments either across or within paybands can still be a viable management tool.  However, paybands which encompass two or three former General Schedule grades eliminate the option to temporarily promote an employee to supervisory duties, although the option to detail the employee is retained.  For example, in payband DB IV which encompasses former GS-14s and GS-15s, the manager can detail but cannot temporarily promote an employee who is compensated in the GS-14 salary range to perform duties formerly classified in the GS-15 salary range.

L-3.  If additional compensation is needed as an incentive for assuming supervisory duties, and a temporary promotion is not an option, in many cases a detail can be combined with a supervisory differential to temporarily increase an employee's compensation.  A supervisory differential is a cash add-on to an employee's pay on a biweekly basis that may range up to 10% of the employee's basic rate of pay.  Supervisory differentials can be used for positions in paybands III or IV of the Engineering and Scientist occupational family, and III, IV or V of the Technical and Business Support occupational family.  A detail to a supervisory position when combined with a supervisory differential has the same effect as a temporary promotion.

L-4.  Details to supervisory duties combined with a pay differential will be accomplished by using a Request for Personnel Action, which identifies the position being filled, the employee, and the amount of the requested supervisory differential.  Like all requests for supervisory pay differentials, those which are associated with a detail must be approved by the Director either prior to or concurrent with the approval of the detail personnel action.  In addition, the requested personnel action must comply with the provisions of AMCOMR 690-5, Chapter 5, paragraph 5-20, to include a statement of understanding signed by the affected employee which acknowledges that the differential may be terminated or reduced at the AMRDEC Director's discretion.  It should be noted that termination or reduction of the differential is not an adverse action and is not subject to appeal.    

APPENDIX M

VOLUNTARY EMERITUS PROGRAM WORK AGREEMENT 

(AMCOMR 690-5, para 4-5; FRN  Vol. 62, No. 124, 27 June 1997)

Work agreement between the US Army Aviation and Missile Research, Development, and 

Engineering Center, __________________ Directorate, __________ project and________________ (volunteer's name).

STATEMENT OF UNDERSTANDING:

Voluntary assignment does not constitute an appointment in the civil service.

Volunteer service is to be uncompensated, gratuitous, and unconditionally given.

Volunteer will make no claim for compensation against the Government.

Volunteer waives any and all claims against the Government because of the voluntary assignment except for purposes of on-the-job injury compensation as provided in 5 USC. 8101(1)(B).

Volunteer's federal retirement pay (whether military or civilian) will not be affected while serving in this voluntary capacity.

Volunteer will receive no credit for service for such purposes as retirement, severance pay, or leave as a result of being a member of the Voluntary Emeritus Program.

Volunteer will not be permitted to monitor contracts on behalf of the Government.

Volunteer will not be permitted to participate on any contracts or solicitations where a conflict of interest exists.

Volunteer service will end _________________ (define by length of project or time defined by weeks, months, or years).

Support provided by the Center consists of: _____________________________

____________________________________________________________________________

__________________________ (indicate if travel will occur and how it will be funded, state 

administrative services, office space provided, supplies provided, etc.).

Attached is a one-page Statement of Duties and Experience (SDE) including level of security access required.  Any required security clearance will be managed by the Center while the volunteer is a member of the Voluntary Emeritus Program.

Current Federal policies regulating Government employees on patents and royalties will apply to the voluntary assignment (37CFR501).

THE VOLUNTEER AGREES TO:

Be responsible for ___ (number) of on-site hours per ________ (period).

The volunteer's work schedule will be _______________________________.

Be responsible to site supervisor for duration of volunteer service.

Comply with the regulations governing the site.

The volunteer further agrees to assign to the Government, on request by the Center and at no cost to the Government, all rights, title, and interest in and to any invention made or copyrightable work created by the volunteer during the course of or in the performance of the voluntary assignment.  The volunteer will be eligible to share in any royalties or other income received by the Army from the licensing or assignment of any invention which the volunteer assigns his or her rights to the Government, as provided in 15 USC. 3710C.


The volunteer is obligated to protect trade secret and other proprietary information from unauthorized disclosure and may be required to sign nondisclosure agreements as a condition of the voluntary assignment.

EITHER PARTY MAY VOID THIS AGREEMENT WITH 10 WORKING DAYS' WRITTEN 

NOTICE.

_____________________________________


_________________


(Volunteer)
(Date)

_____________________________________


_________________


(Supervisor)
(Date)

_____________________________________


_________________


(Center Director)
(Date)

_____________________________________


_________________


(CPAC Representative)







(Date)

_____________________________________


_________________

(Staff Judge Advocate Representative)
(Date)

________________________________________


_________________

(Intelligence & Security Representative)



            (Date)

AMSAM-RD  (380)

MEMORANDUM FOR PROVOST MARSHAL (AMSAM-RA-PM)

SUBJECT:  Badges for Participants in the Voluntary Emeritus Program

1.  References:

     a.  Federal Register Notice, Friday, June 27, 1997, Vol. 62, No. 124.

     b.  AMCOMR 690-5, 19 March 1998, Laboratory Personnel Management Demonstration Project.

     c.  E-mail message, 8 September 1999, Subject: RE: Badges, from Ms. LaRue Wisener to AMRDEC-LABDEMO.

2.  The Voluntary Emeritus Program was authorized by reference 1a, and procedures for control of this program are contained in Reference 1b. Request that (individual name) be issued a civilian status badge, as described in reference 1c, upon presentation of a signed badge card. 


3.  Point of contact for this action is (administrative point of contact, phone number).

_____________________________________ 

Director

XYZ Directorate

Aviation and Missile Research, Development, and Engineering Center

APPENDIX N

ACROSS-BAND DETAILS TO SUPERVISORY DUTIES

N-1.  Appendix L outlines the process for use of supervisory differentials with details to supervisory positions in the same pay band.  This appendix expands the use of supervisory differentials to details that cross pay bands.

N-2.  In a pay banding personnel system, the use of temporary assignments, either across or within pay bands, can still be a viable management tool.  However, details may still be used when temporary promotions are not authorized due to controls on filling positions in pay band DB IV, DE IV and DE V.  For example, a manager can detail but often cannot temporarily promote an employee (who is compensated in the DB III salary range) to perform duties formerly classified in the DB IV salary range.

N-3.  If additional compensation is needed as an incentive for assuming supervisory duties, and a temporary promotion is not an option, in many cases a detail can be combined with a supervisory differential to temporarily increase an employee's compensation.  To be considered for a supervisory differential in connection with a detail to a higher pay band, the employee must meet the applicable qualification requirements for the supervisory position to which he or she is detailed.  Additionally, competition is required for details to a higher pay band for more that 180 days.

N-4.  Details to supervisory duties combined with a pay differential will be accomplished by using a Request for Personnel Action, which identifies the position being filled, the employee, and the amount of the requested supervisory differential.  Like all requests for supervisory pay differentials, the AMRDEC Director either prior to or concurrent with the approval of the detail personnel action must approve those which are associated with a detail.  In addition, the requested personnel action must comply with the provisions of AMCOMR 690-5, Chapter 5, paragraph 5-20, to include a statement of understanding signed by the affected employee which acknowledges that the differential may be terminated or reduced at the AMRDEC Director's discretion.  It should be noted that termination or reduction of the differential is not an adverse action and is not subject to appeal.

APPENDIX O

PERSONNEL DEMO SCHEDULE OF EVENTS

         EVENT

 DATE

Mid-year performance reviews
December/January

Employee Input to Performance Appraisal
1st wk Jun-1st wk Jul

Validate Pay Pool Assignment,
Mid June

Salaries/Pay Band

Performance Review Meeting Between
Mid June-End June

Employee and Supervisor

Evaluation Feedback Meeting Between
End Jun-End Jul

Employee and Supervisor

Complete Assigned Ratings
1st wk August

and Calculate

Finalize/Print New Form with
2nd wk August

Payout Amounts (make 3 copies: 

1 set for Dir files, 1 set for 

MOB files, and 1 set for 

Non-collocated appraisals* for

MOB to forward to CPOC)

Pay Pool Results to CPOC
3rd wk August

and Copy of Appraisals to the CPOC

Initiate Personnel Requests to CPOC
4th wk August

Performance Bonus Payouts
Pay period ending


mid September

Performance Base Pay Increases
1st full pay period


in October

*Collocated Matrix appraisals will be collected and forwarded to CPOC by the appropriate Matrix 

Office

NOTE:  Specific dates will be identified each calendar year.

APPENDIX P

DATA REQUIREMENTS

FOR

EXTRAORDINARY PERFORMANCE PAY INCREASE

DATA REQUIREMENTS

For

Extraordinary Performance Pay Increase

__________________



(date)

1.  Nominee:  _____________________________

2.  Organization:  __________________________

3.  Immediate Supervisor:  _________________________

4.  Occupational Family / Payband:  __________________

        


    ___                         ___

     MIJ position:    Yes  /___/  
No    /___ /

5.  Current Salary (after annual performance calculations) (without locality pay):  ________________

6.  Requested new salary / % increase (without locality pay):  _______________

7.  Salary at the top of the employee's payband (without locality pay):_______________

8.  In-House Budget Neutral Data:

     a.  Allocation (0.5%):  (Total allocation at beginning of fiscal year)

     b.  Current allocation status:  (Remaining value of allocation)

     c.  Allocation status after this action:  (Remaining value of allocation, if this action is approved)

9.  Pay Pool Summary:

     a.  Total number of requests:  ________

     b.  Total value of allocation:  _________

     c.  Total value of requested increases:   ______

10.  Extraordinary attributes of nominee:(Cite current rating of record and performance numerical score)

       a.  Current rating and numerical score:  ______  /  ________

       b.  Justification (see attached one-page format.  The justification should address the extraordinary accomplishments and how they exceeded the performance objectives):

Note:  Do not submit statements that the employee's duties and accomplishments were performed above the employee's payband or at a higher-graded level.



Submitted by:  ______________________



(signature)



Pay Pool Manager:  __________________



(signature) 

RATIONALE FOR EXTRAORDINARY PERFORMANCE

COMPENSATION

1.  ATTRIBUTES OF EXTRAORDINARY PERFORMANCE:

2.  MOST SIGNIFICANT EXAMPLE OF EXCEPTIONAL INITIATIVE, VERSATILITY, 

ORIGINALITY, AND/OR CREATIVITY:

3.  AMRDEC MISSION IMPROVEMENT DUE TO EXTRAORDINARY PERFORMANCE:

NOTE:  This enclosure is limited to a single page, and should be 

       prepared in Courier New, 10-pitch font

APPENDIX Q

DELEGATED EXAMINING/REFERRAL PROCEDURE FOR

PERSONNEL MANAGEMENT DEMONSTRATION PROJECTS

Reference(s):

A.  Federal Register Notice, Vol. 62, No. 124, Part IV, Friday, June 27, 1997, Science and 

Technology Reinvention Laboratory Personnel Demonstration Project: Missile Research, Development, and Engineering Center (MRDEC)(established demonstration project).

B.  Federal Register Notice, Vol. 64, No. 47, Part II, Thursday, March 11,1999, Science and 

Technology Laboratory Personnel Management Demonstration Project: Army Engineer 

Research and Development Center (ERDEC; the Army Missile Research, Development, and 

Engineering Center (MRDEC); and the Army Aviation Research, Development, and Engineering 

Center (ARDEC) (amendment of three demonstration project plans to include competitive examining authority-eliminates rule of three, and Distinguished Scholastic Achievement Appointment authority).

C.  Federal Register Notice, Vol. 65, No. 170, Part III, Thursday, August 31, 2000, Science and Technology (S&T) Reinvention Laboratory Personnel Demonstration Project, Department of the Army, Aviation Research, Development, and Engineering Center (AVRDEC) and Missile Research, Development, and Engineering Center (MRDEC).

Purpose:  The above Federal Register notices provide for a new authority for referring external candidates under the Delegated Examining Authority.  The purpose of this procedure is to set forth specific requirements and procedures for referring the candidates for demonstration projects.

Positions Covered:  This examining authority is used to fill both permanent and contingency positions covered by the projects.  Positions in the Senior Executive Service and Executive 

Assignment System, other Senior Level (ST/SL) positions, Administrative Law Judge positions, as well as positions subject to an examining process covered by a court order are not covered by this procedure.

Procedure:  A candidate's basic eligibility will be determined using OPM's operating manual, 

"Qualification Standards Handbook for General Schedule (GS) Positions," and as required, by 

Defense Acquisition Workforce Improvement Act (DAWIA) requirements.

Minimum qualifications will be those for the lowest equivalent GS grade of the applicable pay band level.  Selective placement factors may be established in accordance with the OPM operating manual if critical to successful job performance.  Such factors will be communicated to applicants in the vacancy announcement and must be met for basic eligibility.

Candidates who meet the basic (minimum) qualifications will be further evaluated based on an approved examining plan (Knowledge, Skills, Abilities Based, Task Based, or Generic Based).  The evaluation procedure selected for the specific announcement will be listed in the vacancy announcement, and a crediting plan will be completed by management and approved by the CPAC/CPOC prior to the opening of the announcement.

Candidates will be assessed by reference to the crediting plan and receive a score of 70, 80, or 90.  No intermediate score will be granted except for candidates who are entitled to veterans' preference.  Preference eligibles will receive an additional 5 or 10 points depending on preference eligibility.

Candidates will be placed in one of three quality groups based on their score that includes any veterans' preference points:  Basically Qualified (70 and 75); High Qualified (80 and 85); or 

Superior (90, 95, or 100).  Example:  A 10 point veteran who scores 70 based on the crediting plan, has a total score of 80 and is placed in the Highly Qualified group, the highest applicable group for the individual.

Names of preference eligibles will be entered ahead of others with the same score.  Example:  

In the Highly Qualified group, any eligibles with a score, including preference points, of 80 are entered ahead of non-veterans with the same score of 80.

Candidate Referral:

?  Selecting officials should be provided with a reasonable number of candidates from which to select.  

?  Applicants with a compensable service-connected disability of 10 percent or more, who are listed at the top of a register of candidates, and all candidates in the highest quality group, should be referred as a minimum.

?  If there is an insufficient number of candidates in the highest group, additional candidates will be referred from lower rated groups until a selection is made or the pool is exhausted.  Each Delegated Examining Unit (DEU) will locally define what is meant by "insufficient" based on local hiring constraints, previous recruitment experience, local labor markets, etc. 

?  For all positions other than engineering, scientific, and professional positions equivalent to GS-9 and above, candidates with a compensable service-connected disability of 10 percent or more will be listed at (or float to) the top of the candidate register, regardless of the quality groupings.

?  The Superior group will be composed of candidates with scores at 100(10 point eligibles), 95(5 point eligibles), and 90(10 point eligibles and non-preference applicants), referred in ranked order (by score) with preference eligibles entered ahead of non-preference applicants with the same score.

?  The Highly Qualified group will be composed of candidates with scores at 85(5 point eligibles) and 80(10 point eligibles and non-preference applicants), referred in ranked order (by score) with preference eligibles entered ahead of non-preference applicants with the same score.

?  The Basically Qualified group will be composed of candidates with scores at 75(5-point eligibles) and 70(non-preference applicants) referred in ranked order by score.

?  When more than one group is referred, candidates will be identified by group (Superior, Highly Qualified, or Basically Qualified) in the order of their numerical scores, with preference eligibles listed above non-preference eligibles.

?  To pass over any preference eligible(s) to select a non-preference eligible requires specific justification and approval under current pass-over or objection procedures.  Within the DoD, the authority to approve objections to eligibles and pass over of preference candidates is delegated to the appointing authority except in situations where the OPM has retained final approval authority.  Questions regarding an eligible's suitability must be referred to the appropriate OPM Service Center for resolution.  Pass over of preference eligibles for medical reasons and objections based on qualifications which would result in the pass over of a compensable preference eligible with a disability of 30 percent or more must be adjudicated by OPM.  DEUs must also comply with 5 USC.3318(b)(2) for notification requirements to veterans regarding pass-over determinations.

COOPERATIVE STUDENT WORK REPORT

1.  NAME OF STUDENT

2.  MAJOR FIELD OF STUDY

3.  NAME OF COLLEGE OR UNIVERSITY

4.  INCLUSIVE DATES OF WORK PERIOD

5.  ORGANIZATION

6.  GRADE

7.  TOTAL EARNING DURING WORK PERIODS

8.  DUTY HOURS

9.  DRAFT STATUS

10.  NAME OF SUPERVISOR-INSTRUCTOR

11.  DATE OF INTENTION OF RETURNING TO DUTY

12.  DETAILED DESCRIPTION OF MAJOR DUTIES:

13.  DESCRIPTION OF ANY MINOR DUTIES:

(OVER)

AMSMI-J FORM 126, 1 AUG 85

COOPERATIVE STUDENT WORK REPORT (continued)

14.  ANY SIGNIFICANT EVENT OR EXPERIENCE NOT INCLUDED ABOVE:

15.  SIGNIFICANCE OF WORK EXPERIENCE AS RELATED TO COURSES IN SCHOOL:

___________________________

SIGNATURE OF STUDENT

Reverse of AMSAM-J Form 

APPENDIX S

STUDENT CAREER EXPERIENCE PROGRAM (SCEP) WORKING AGREEMENT BETWEEN:

US ARMY AVIATION AND MISSILE                      Appropriate College/University

RESEARCH, DEVELOPMENT &                                         and address

ENGINEERING CENTER (AMRDEC)                       

HUNTSVILLE, AL  35898

(Department of the Army Activity)          


(Educational Institution)

This agreement constitutes a basis of understanding between the above parties and students concerning their mutual responsibilities in the Student Career Experience Program (SCEP).  

This agreement provides a direct relationship with UAH, AMRDEC, and students in establishing the framework of the relationship.  In addition, this agreement sets forth the program's purpose and objectives and states requirement for attainment.

PROGRAM PURPOSE AND OBJECTIVES

PURPOSE

1.  To provide study-related work experience for individuals who are pursuing a Baccalaureate Degree, or Graduate Degree in subject matter fields useful to the AMRDEC and to the student's educational program and career goals.

2.  The Student Career Experience Program provides a resource for potential employment of student-trainees by the AMRDEC following the successful completion of the program and graduation.

OBJECTIVES

1.  To provide qualified college students with supervised, on-the-job learning experience in subject matter fields related to their academic majors.

2.  To make available a variety of occupational experiences designed to assist students in determining the professional fields for which they may be suited.
3.  To acquaint students with AMRDEC mission, program, and major projects in research, development, and professional administration.

4.  To provide learning and employment opportunities for qualified students regardless of race, sex, religion, or ethnic origin.

5.  To establish and strengthen the relationship between the AMRDEC and the academic community in order to ensure mutual reinforcement between college curricula and the world of work.

A.  Student Eligibility

A prospective Student must:

1.  Be at least 16 years old;

2.  Be a US citizen or national (permanent residence in absence of qualified citizen);

3.  Meet the agency's policy on nepotism;

4.  Meet security or fitness requirements;

5.  Meet the school's requirements;

6.  Maintain at least a 2.5 overall average on a 4.0 scale or the equivalent, a grade C, or above in all major fields of study at all times, and a record that is in all ways predictive of graduation.  Students with less than a 2.5 GPA for any two semesters are no longer eligible for the program.  Each program participant will submit his/her grade reports not later than 7 working days following scheduled issuance.  

7.  Be at least an Academic Sophomore

B.  Work Schedule

1.  Each work experience be planned consistent with the student's academic studies or career goals and be designed to meet the minimum study related hours required for conversion;

2.  Schedules may be:

- Full-time (Alternating)

- Part-time (Parallel)

- Combination of Both

3.  Part-time students must work a minimum of 20 hours per week with at least a 1/2 time academic course load;

4.  Alternating students are required to have at least two work experiences;

5.  Work schedules may not be confined to summer or vacation periods exclusively, unless covered under exceptions;

6.  Student's work schedule should not interfere with the student's academic schedule.

C.  Selection

The AMRDEC may appoint students who:

1.  Are enrolled in and recommended by the school's cooperative education program;

2.  Are in good academic standing;

3.  Meet qualification standards of the position.

D.  Appointment

A student is appointed under Schedule B213.3202(b) (Title 5, Code of Federal Regulations) 

Authority. Appointment may not extend 120 calendar days after satisfactory completion of educational and study related requirements.

E.  Pay and Benefits Information

1.  Students are paid in accordance with established pay schedule;

2.  Benefits for which students may be eligible include:

     a.  Retirement;

     b.  Life and Health Insurance;

     c.  Vacation, Sick, and Holiday Leave;

     d.  Tuition Assistance will be provided for all or part of the student's training expenses.  Prior to tuition payment, the SCEP student must sign a continued service agreement.  This agreement provides for employment for a period equal to the length of training.  It does not require the AMRDEC to provide employment to the student upon completion of degree requirements.  Students must successfully complete the requested training or reimburse the agency for all training costs associated with their attendance. Tuition assistance will not be provided until grade reports from the previous semester/quarter and proposed class schedules have been submitted to the student's AMRDEC supervisor.  Tuition will not be paid if students have not successfully completed courses in the prior semester/quarter or have failed to reimburse the agency for these courses.

     e.  Travel and Transportation Payment

F.  Performance Appraisal

1.  Performance appraisals are required for students consistent with the agency's appraisal system. Results should be shared with the respective institution;

2.  If the student's performance falls below Success Level III, he/she may be given an opportunity to improve or will be separated from the program;

3.  Remain in good academic standing.

G.  Appointments may be terminated at any time for the following reasons:

1.  Resignations;

2.  Change to a curriculum that will not qualify student for the position;

3.  Suspension, expulsion, or withdrawal from the educational institution;

4.  Unsatisfactory work performance or conduct;

5.  Failure to maintain academic standards;

6.  Failure to maintain physical fitness for duty;

7.  Inability of the agency for administrative reasons to retain the student in the job.

H.  Employment After Completion of Program Requirements

1.  Within 120 calendar days after completing educational requirements, the employing agency may non-competitively promote and convert a student to a career or career conditional appointment;

2.  Students must have satisfactorily completed study related work hour requirements of the 

Federal program, that is; 1,040 work hours for baccalaureate and associate degree students and 640 hours for all other students;

3.  Students must meet citizenship and employment of relatives' requirements by the date of conversion;

4.  Trainees disqualified from continuing in the program or not converted must be terminated.

Condition of Agreement

1.  The conditions of this agreement are in conformity with Title 5, Code of Federal Regulation 213.3202(b).  It is understood, however, that they at no time supersede, alter, or take the place of such regulations.  Any change required by new or revised law or regulation shall be automatically effective. Changes that are not required by new laws or regulations will be made only by mutual consent of this agency, student, and the institution.

2.  This agreement will remain in effect until such time any of the above parties terminate said agreement.

RESPONSIBILITIES


AMRDEC will:

1.  Designate a Program Manager to maintain liaison with the qualifying educational institution;

2.  Inform school of work experience opportunities and provide adequate job descriptions promptly;

3.  Establish work schedules consistent with the school's academic calendar that enable students to complete the program;

4.  Orient the student to AMRDEC's mission, policy and procedures;

5.  Select appointees referred by schools in accordance with EEO principles;

6.  Process all personnel actions and keep necessary records related to student employment;

7.  Provide quality work assignments related to the student's academic studies or career goals where they can learn and be productive.  Provide progressive and diversified experiences to prepare students for occupations in which they have an interest; 

8.  Conduct appraisals and counsel students regarding their performance, complete necessary forms, and share progress reports with the respective schools; 

9.  Notify school of any change in student's status.


The Educational Institution will:

1.  Designate a representative to work with the AMRDEC Program Manager;

2.  Inform eligible students of Federal Student Career Experience opportunities, identifying veterans discharged under honorable conditions;

3.  Refer interested and qualified candidates to agencies without discrimination, including veterans discharged under honorable conditions;

4.  Correlate work and study in a manner that will expand the student's educational developments;

5.  Furnish AMRDEC with requested information related to student 's field of study and academic standing;

6.  Monitor academic progress;

7.  Inform AMRDEC of any change in the student's progress and performance.


The Student will:

1.  Adhere to AMRDEC's work schedule, policies and procedures;

2.  Assume personal and professional responsibilities for actions and activities;

3.  Use a courteous, enthusiastic, and professional approach to policies and procedures within the organization;

4.  Meet academic, performance, and conduct standards set forth by the school and AMRDEC;

5.  Provide AMRDEC and school coordinators with periodic progress reports on the quality of work and study assignments;

6.  Submit grade reports through his/her immediate supervisor to Jerrel McCollum not later than seven working days following the scheduled issuance;

7.  Work effectively with peers and supervisors;

8.  Notify the school or AMRDEC of changes in status;

9.  Meet citizenship requirements prior to eligibility for conversion into the Federal career service.

SIGNED

Name of University/College: 

Address:, 

Area Code/Telephone Number 

Name/Title of Institution's Representative 

Signature ______________________________________Date Signed__________________

DIRECTORATE/OFFICE CHIEF

US Army Aviation and Missile Research,

Development & Engineering Center

(Organization),

Huntsville, AL  35898

Signature ______________________________________Date Signed__________________

Student's Name: _______________________________

Major: 

Signature _____________________________________Date Signed____________________

APPENDIX T

PAY ADMINISTRATION

T-1.  PURPOSE.  

The purpose of this paper is to provide information on the process for approving a base pay increase to recognize extraordinary achievement, and to compensate for a perceived pay injury due to demonstration procedures.  Additionally, information is provided on the process to approve a base pay increase and/or bonus to retain a high quality employee who may have an offer from an external entity.

T-2.  REFERENCES.

         a.  Federal Register notices for MAMRDEC and AVAMRDEC, Vol. 62, No. 124, Friday, June 27, 1997.

         b.  Memorandum, AMSMI-RD, Subject: Personnel Demonstration Policy Number 1: 

Performance Pay Increases Due to Extraordinary Performance, 1 June 1999.

         c.  E-mail (JLYNCH@alexandria-emh1.army.mil) dated 28 April 1998, Subject: Personnel Management Board Authorities, Headquarters AMC (Ms. Janice Lynch).

T-3.  BACKGROUND.  

         a.  Under the General Schedule personnel system, base pay increases could be obtained generally via periodic step increases, discretionary quality step increases, annual General Increases (Title 5, Section 5303), and promotions. Monetary compensation could also be obtained in the form of one-time cash payments for awards (either performance or special acts).  The approval authority at the Center level was limited to no more than $3,500.  Additionally, a retention allowance could be authorized for a biweekly cash payment of up to 25 percent of basic pay. 

         b.  In the personnel demonstration program, base pay increases and/or bonuses are obtained primarily via the pay-for-performance compensation formula on an annual basis.  However, performance-pay increases that are higher than the compensation formula may be obtained on an exception basis by the appeal of a pay pool manager to the Personnel Management Board.  These appeals must be due to recognized extraordinary achievement.

         c.  Pay adjustments for retention purposes are a legitimate goal of the demonstration project.  

Reference 2.a (page 34880, paragraph IIC and paragraph IIH) provides the foundations for a tailored human resource system that increases the retention of high quality employees. The responsibilities of the Personnel Management Board include reviewing hiring and promotion salaries as well as exceptions to pay-for-performance salary increases. AMC guidance has been provided (reference 2c) on the authority of the demonstration relative to retention actions.  In this context, a retention pay action may be in response to an external job offer or in response to a pay injury (perceived to be caused by demonstration procedures) that, if not corrected, would result in the loss from the Center of a high-quality employee.

T-4.  DISCUSSION. 

         a.  Extraordinary Performance Pay Increase.    

          (1)  At the end of each annual rating period (June 30), performance appraisals are prepared for employees covered by the demonstration who have been on performance objectives for at least 120 days.  These ratings are used to determine performance pay increases and/or performance bonuses.  These payouts from performance pay pools are calculated by using a compensation formula stated in the Federal Register notice (page 34887).  The results of pay pool calculations are generally available to pay pool managers in late August.  

          (2)  Base pay increases that are higher than the compensation formula may be obtained for selected employees.  Pay pool managers will submit requests for extraordinary performance pay increases in accordance with the provisions of reference 2b. 

          (3)  Extraordinary performance must be related to the most recent performance appraisal and the rating must not be less than an "A."  Extraordinary performers will usually be determined by managers on a relative basis with respect to their peers.  Every high achiever in a particular group will not necessarily be an extraordinary achiever.  This follows from the recognition that not all groups reach the same level of excellence.  The characteristics of extraordinary performance are usually associated with initiative, versatility, originality, and creativity.

          (4)  These base pay increases will not impact pay pool results, and the funds for such an increase must come from the internal operating budget of the requesting organization.  Each manager must decide whether extraordinary performance should be recognized via a performance pay increase or a special act cash award.  There are no salient characteristics of performance that can be used to help a manager to decide which incentive to use.  These decisions are purely a tradeoff between budget issues and time value of money issues.  These decisions are not easy but must be made.

         b.  Retention of High Quality Employees.

           (1)  An objective of the demonstration is to establish a pay system that will improve the ability of the project organizations to attract and retain quality employees (see reference 2a, page 34886, under the topic of Pay Administration).  The new system is a pay-for-performance system, and has resulted in a redistribution of pay resources based upon individual performance.  The pay-for-performance process has two components: performance pay increases and/or performance bonuses.

           (2)  In the vernacular of the demonstration the pay system is closely linked to a redistribution of pay resources in the form of performance pay increases and/or performance bonuses.  This intervention was purposely designed this way to be able to retain not only those at the low end of a pay band, but also those at or near the top of the particular pay band. Hence, any considerations for retention pay for a high-quality demonstration employee (and one that is truly a high performer) must consider the balance between a retention base pay increase and/or a retention bonus. 

          (3)  The Personnel Management Board should react quickly to prevent losing a quality employee who has an offer, from private industry or internal to government, in-hand or who has received a serious verbal offer for relocation that is associated with a base pay advancement.  The manager may consider an offer that is competitive with the offer being made to the employee as an incentive to retain the high-quality employee.  This offer may be any combination of base pay increase and/or bonus.  The retention bonus offer cannot exceed 25 percent of the employee's current base pay and is a one-time payment.  However, the amount of any base pay increase approved by the Board must be within the limits of the appropriate pay band.  Retention pay, either in the form of a base pay increase and/or a bonus count toward the Executive Level I aggregate limitation on pay consistent with 5 USC. 5307 and 5 CFR part 530, subpart B.    

          (4)  It is recognized that there will be offers that cannot be matched.  Thus, the retention offer must take into consideration the external offer, the need for individual skills, and the length of time and quality of performance at higher levels of performance.  In some cases quality of life issues and challenging work will offset salary offers that can't be matched.

          (5)  Prior to approving a retention offer, the Personnel Management Board must be provided documentation that clearly articulates the unusually high or unique qualification of the employee or the special need for the employee's services that makes it essential to retain the employee.  This documentation must assert that the employee would most likely leave the Center in the absence of a retention offer.  This documentation must clearly address the extent to which the employee's departure would affect the Center's ability to carry out its mission.  This documentation will become a part of the minutes of the Personnel Management Board.   

       c.  Perceived Pay Injury Due to Demonstration Processes.

         (1)  Initial entry into the demonstration project was accomplished through a full employee protection approach that ensured each employee an initial place in the appropriate payband without loss of pay.  Additionally, employees who enter the demonstration project later by lateral reassignment or transfer are subject to parallel pay conversion rules.  Thus, the Personnel Management Board has the authority to adjudicate a compensation issue that is associated with a perceived pay injury during conversion to the demonstration.  This authority was confirmed by the guidance provided at reference 2c.

         (2)  The Personnel Management Board will be presented with the documented facts pertaining to each case and consider the merit of the case and the recommended pay adjustment.  The minutes of the Personnel Management Board will reflect the considerations of the Board and their pay adjustment decision.  The nature of action code is 894-pay adjustment.  The basic authority is Z2U and the secondary authority is ZLM, with a manually entered narrative (up to 20 characters).          

GLOSSARY

TERMS:

ACCESSION - A personnel action that results in the addition of an employee to the rolls (staff) of the AMRDEC.

ACQUISITION POSITIONS - Civilian positions and military billets that are in the DOD acquisition system, have acquisition duties, and fall in an acquisition position category established by the Under Secretary of Defense for Acquisition and Technology (USD A&T).  While most frequently located in organizations having an acquisition mission, acquisition positions are also located in management headquarters (HQ) organizations, management support organizations, and other organizations.

ACQUISITION POSITION CATEGORIES - Functional subsets of acquisition positions.  There are 15 acquisition position categories; i.e., program management; communication-computer systems; contracting (including contracting for construction); purchasing and procurement technician; industrial and/or contract property management; business, cost estimating and financial management (BCE&FM); auditing; manufacturing and production; quality assurance (QA); acquisition logistics; systems planning, research, development and engineering (SPRDE); test and evaluation (T&E); program management oversight; education, training, and career development; and DLA multifunction management.  See referenced DOD Manual 5000.52M, Acquisition Career Development Program for additional information.  

BENCHMARK PERFORMANCE STANDARDS - Statements of the type of performance that correlate with levels of performance against generic performance elements.  Benchmarks are provided for performance levels of 100%, 70%, 50%, and Unsatisfactory.

BENCHMARK POSITION DESCRIPTIONS - General descriptions of duties within a given payband and occupational family that, when combined with a completed benchmark position description cover sheet, serve to document demo project position classification decisions.  Benchmark position descriptions usually cover a range of complexity in terms of duties and responsibilities within a given payband, up to and including the payband threshold.  A threshold is a maximum description of work that is in the band.  For example, a DB-III benchmark position description describes work at the GS-13 level even though the payband covers grades GS-12 and GS-13.  Appendix B depicts all the benchmark position descriptions approved for use with the demo project.

COMPETITIVE AREA - For reduction in force, that part of the AMRDEC or within which employees are in competition for retention.

COMPETITIVE LEVEL - A competitive level for reduction in force consists of all jobs in a competitive area which are so similar in all-important respects that the organization can readily move an employee from one to another without significant training and without loss of productivity.

CONFIDENTIAL FINANCIAL DISCLOSURE REPORT, SF-450 - Must be filed by DOD employees comparable to GS-15 or below when their official responsibilities require them to participate personally and substantially through decision or exercise of significant judgment in taking an official action for contracting or procurement, administering or monitoring grants, subsidies, licenses or other Federally conferred financial or operational benefits, regulating or auditing any non-Federal entity or other activities in which the final decision or action may have a direct and substantial economic impact on the interests of any non-Federal entity.  Managers make the determination as to whether any employee is required to file in accordance with criteria in DOD Directive 5500.7, Standards of Conduct.

FAIR LABOR STANDARDS ACT - See Appendix E.

FUNCTIONAL CODE - A broad designation of work in terms of overall characteristics, defined by the Office of Personnel Management (OPM).  Functional codes identify broad functional areas of effort such as research, development, test, evaluation, design, etc.; and are applicable to only the Engineers and Scientists Occupational Family.  Appendix D specifies the functional classification codes, categories, and category definitions.

LOCAL INTERN - An individual assigned to the AMRDEC in an entry-level career program position under a structured plan (Intern Plan).  These individuals are covered by the demo project, as opposed to interns hired on Department of Army or Army Materiel Command rolls under centralized recruitment programs.

NON-COMPETITIVE PROMOTION - The change of an employee to a position in a higher payband in the same occupational family or to another occupational family with a higher salary without competition.

OCCUPATIONAL FAMILY - A broad classification category containing groups of occupations which are sufficiently alike to warrant similar treatment in personnel and pay administration.  Appendix A describes each occupational family in the demo project and specifies which OPM occupations are included in each occupational family.

OCCUPATIONAL SERIES - The specific OPM numerical code (for example: 855 for Electronics 

Engineer, 560 for Budget Analyst) used for purposes of identification and personnel management.  Generally, an occupational series correlates to a specific occupational family under the demo project classification system.  Appendix A depicts a listing of occupational series and the occupational family to which each series has been assigned.  The United States Office of Personnel Management Handbook of Occupational Groups and Series, and the Position Classification Standards provide specific definitions of the occupational series.

OFFICIAL RATING CHAIN - The employee and the rating officials (i.e., rater and senior rater) involved in the appraisal process.

PAY POOL MANAGER - The official designated to manage a pay pool.  Pay pools will be established by the Personnel Management Board.

PAY SCHEDULES - Occupational family pay schedules which replace the current GS pay schedule, as follows:  DB - Engineers & Scientists, DE - Technical and Business Support, DK - 

General Support.

PAYBANDS (LEVELS) - Within an occupational family, discrete levels of pay which correspond to recognized advancement within the occupations.  Paybands in the demo project classification system replace grade levels in the GS Classification system.  Each payband covers the same pay range now covered by one or more grades.  Appendix A illustrates the paybands within each occupational family.

PERFORMANCE - An employee's accomplishment of assigned duties and responsibilities in accordance with generic performance elements.

PERFORMANCE APPRAISAL - Periodic evaluation of an employee's performance of duties and responsibilities as measured by expectations established by the weighted generic performance elements of the position.

PERFORMANCE ELEMENTS - Generic attributes of job performance, such as technical competence, that an employee exhibits in performing job responsibilities and associated performance objectives.

PERFORMANCE MANAGEMENT - The systematic process of integrating performance, pay, and the awards systems to improve individual and organizational effectiveness in the accomplishment of missions and goals.

PERFORMANCE OBJECTIVES - Performance objectives are statements of job responsibilities based on the work unit's mission, goals and supplemental benchmark position descriptions.

PERSONNEL MANAGEMENT BOARD (PMB) - A board with delegated management and oversight of the demo project whose members, Chairperson, and staff (other than union officials and Equal Employment Opportunity (EEO) Office members) will be appointed by the Director.  

Permanent union representatives on the PMB will be selected by union officials.  The EEO Office will have permanent membership on the PMB and their representative will be selected by the EEO Office.

POSITION CLASSIFICATION - The process by which a manager determines and assigns the appropriate occupation family, level, title, occupational series and, as appropriate, specialty and functional codes based on the duties officially required to be performed.

PROMOTION - The change of an employee to a position in a higher payband in the same occupational family or a payband in another occupational family in combination with any increase in the employee's salary.

RATING PERIOD - The period of time during which an employee's performance will be appraised.  This is normally one year, from 1 July to 30 June, for annual appraisals.  If a performance appraisal is postponed, the rating period includes the length of time covered by the postponement.

RATING SUPERVISOR - The person assigned responsibility for directing and appraising an employee's performance.  This is normally the employee's immediate supervisor who develops performance requirements, appraises an employee performance, and assigns a performance rating level.  For matrix employees, this may be a person within the supported organization.

REASSIGNMENT - The change of an employee from one position to another position, without a change in salary.  This definition covers changes in occupational families, as long as there is no change in salary.

RECRUITMENT BONUS - A one time payment of up to 25 percent of basic pay to an employee who is newly appointed to a hard-to-fill position.

RELOCATION BONUS - A one-time payment of up to 25 percent of basic pay to a current employee who relocated to take a hard-to-fill position.

RETENTION ALLOWANCE - The annual total dollar amount (up to 25 percent of basic pay) paid to an essential employee with unusually high qualifications or special skills in those cases where the AMRDEC Director determines that the employee would be likely to leave Federal employment if no allowance were paid.

SABBATICAL - An absence from duty, without charge to pay or leave, that the AMRDEC Director may grant to a career employee to engage in study or uncompensated work experience.

SENIOR RATER - The individual in the employee's performance appraisal chain who approves and finalizes performance appraisals, normally the rating supervisor's immediate supervisor.  

For matrix employees, this may be a person within the supported organization.

SHORTAGE CATEGORIES - Are defined as critical shortage occupations which are hard-to-fill, occupational series for which OPM pays a special pay rate, or series which requires essential job-specific skills that are in short supply.

SPECIALTY CODE - The type of work performed in terms of product line, technical specialty, or special skill requirement.  Appendix C depicts specialty codes and definitions.

TITLES - Those prescribed in current USOPM classification standards, e.g., Electronics Engineer is the title for the Occupation Series 855; Budget Analyst is the title for the Occupation Series 560, etc.

LIST OF ACRONYMS

5 C.F.R.

Title 5, Code of Federal Regulations 

5 USC. 

Title 5, United States Code

AFGE 1858

American Federation of Government Employees, Local1858

AMCOM

Aviation and Missile Command

AMRDEC

Aviation and Missile Research, Development, and Engineering Center

AR 


Army Regulation

AVRDEC

Aviation Research, Development, and Engineering Center

BS


Bachelor of Science

CA


Competitive Area 

CL 


Competitive Level 

CPAC 


Civilian Personnel Advisory Center

CPOC


Civilian Personnel Operations Center

CREST 

Career Related Experience in Science and Technology

DA


Department of Army

DB


Engineers & Scientist Occupational Family

DE 


Technical and Business Support Occupational Family

DEU


Delegated Examining Unit

DK 


General Support Occupational Family

DOD


Department of Defense 

DCIPS 

Defense Civilian Intelligence Personnel System

EEO


Equal Employment Opportunity Office

E&S


Engineers and Scientists

ERDEC

Engineer Research and Development Center 

FLSA


Fair Labor Standards Act

FRN


Federal Register Notice 

GS


General Schedule

IAW


In Accordance With

ICTAP 

Interagency Career Transition Assistance Placement

HQDA


Headquarters, Department of Army

LTT 


Long Term Training

MACOM

Major Command

MIJ


Man-in-the-Job 

MRDEC 

Missile Research, Development, and Engineering Center

NTE


Not to Exceed 

OPM 


Office of Personnel Management

PFP


Pay-for-Performance 

PIP 


Performance Improvement Plan 

PMB


Personnel Management Board

PPMS


Pay for Performance Management System 

PPP


Priority Placement Program 

QASAS 

Quality Assurance Specialist (Ammunition Surveillance)

RIF


Reduction in Force

SCEP


Student Career Experience Program

SES


Senior Executive Service

ST


Scientific and Technology Positions 

S&T 


Science and Technology

TDA


Tables of Distribution and Allowances

WGI


Within-Grade Increase 
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