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CPO Newsbrief




From the CPO:

We have a full issue for you this month as we bid farewell to NSPS and join back into the General Schedule ranks.  Ramstein was included in the largest Air Force conversion action and we are working diligently with our MAJCOM, AFMA, managers, and employees. We thank you for your patience and understanding as we work through the discrepancies.  Information on classification appeals and position reviews were sent out and are also included in this newsletter.  My team of dedicated professionals is here to help; please contact your HR Specialist or my office if you have questions regarding the transition.  Fall is coming and its appraisal time for the NSPS annual appraisals, initiating GS appraisals, and the Wage Grade interim appraisals are due next month. We also have articles on events such as political activities and the Hatch Act, sick leave and the upcoming the flu season, and how to handle shift workers and Daylight Saving Time. 
Enjoy the fall weather!

Christine Murray

Civilian Personnel Officer

ICE Comments
WHAT’S NEW?
Daylight Savings Time Ends

Just a reminder that daylight savings time ends the last Sunday in October.  On 31 Oct 2010 at 0159, clocks will be set back one hour to 0100.  Therefore, employees working at 0159 Sunday morning will work an extra hour.  An employee who works this extra hour will be entitled to overtime provided they meet the overtime requirements (e.g., work in excess of eight hours in a day or 40 hours in a week).  Employees on leave for that shift will be charged eight hours of leave and will not be entitled to overtime. 

Civilian Force Development
The Civilian Force Development Program approved a new continuum card that better communicates AF institutional leadership development opportunities.

While the look has changed, the information and message have not. Approved by the Force Management and Development Council, the civilian development framework, tools, and programs are designed to help civilians focus on professional development within the Air Force. The Air Force developed materials and resources to provide a context for civilian development and explain the programs and tools available for civilians.

More information can be found at:

Civilian Force Development
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Expeditionary Combat Support System

Expeditionary Combat Support System (ECSS) is a major initiative to better support the War fighter by transforming the way the Air Force performs logistics business. ECSS is an AF-wide program that is expected to impact all personnel in the logistics arena which includes all our civilians; Local National and US.  Please visit the ECSS site to familiarize yourself with the program. Link to ECSS site:  https://www.ecss.wpafb.af.mil
DoD's "Leap Into Fall" Fitness Challenge

The purpose of this advisory is to provide notice to the workforce that DoD has announced the kick-off of their DoD "Leap into Fall" Fitness Challenge as part of the President's Fitness Challenge, to take place between August 16 - October 31, 2010.  The HR advisory will provide guidance for those employees who wish to participate. Link to HR Advisory:

Leap Into Fall
DoD Employee Satisfaction and Engagement Website

The Employee Satisfaction and Engagement Website provides monthly themes for managers to encourage employee engagement on a daily basis. It also contains guidance, tools, and resources that will help managers and leaders empower their organizations. This site is intended to provide the DoD workforce with an understanding of the concept of employee engagement and the personal and organizational rewards derived from an engaged workforce.  To find out more, click here.
Post Allowance (PA) and Living Quarters Allowance (LQA) Changes
With a recent change in State Department procedures the LQA and PA rates have been changing almost every pay period.  To get current information please visit the following website: http://aoprals.state.gov/.
User Tips:

PA and LQA applicable to Ramstein are listed under ‘Kaiserslautern Landkreis’ which also includes Sembach.

Post Allowance:  Based on current salary and number of family members if you are the sponsor, for all others one person table applies, percentage shown is not of the salary but the spendable income.  Check annual amount on linked table.
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LQA:  GS 1-9 are in quarters group 4, GS 10-13 in quarters group 3, for 2-3 family members add 10% to the ‘with family rate’, for 4-5 family members add 20% to ‘with family rate’.

For further information please call your allowances staff at 480-5774. 

2010 Health Benefits Open Season

The 2010 Health Benefits Open Season will be held from November 08, 2010 through December 13, 2010.  This is the time of year that appropriated funded federal employees can make changes to their benefits.  There are three separate programs participating  in this year’s Open Season:  The Federal Employees Health Benefits Program (FEHB; www.opm.gov/insure/health); the Federal FSA Program (FSAFEDS; www.FSAFEDS.com) and the new Federal Employees Dental and Vision Insurance Program (FEDVIP; www.opm.gov/insure/dentalvision ; www.BENEFEDS.com ).   

If you have questions concerning your eligibility; the types of plans offered; or the options available the Ramstein Civilian Personnel Office is conducting a “Federal Employees Health Benefits (FEHB) Fair” for US civilian employees on 27 October 2010 at, Bldg 2120 room 209, from 1230 to 1430 hours.  Representatives from BlueCross BlueShield, Foreign Service Benefit Plan and Mailhandlers will be available to provide information and answer questions about their benefit plans.   
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On the  12 October 2010 from 1330 to 1430 hours additional information regarding benefits may also be obtained from the American Foreign Service Protective Association (AFSA)at the USAFE Conference Center (flyer attached), Bldg 306-A Foulis Room.
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Supervisors are encouraged to allow employees to attend.   Please see the attached flyer for details or call the Ramstein Civilian Personnel Office Customer Service office at DSN:  480-5850/commercial:  06371-47-5850.  

NSPS...
NSPS Transition Schedule
Conversion Out Date:  12 Sep 10

NSPS employees and NSPS management officials, please review the transition schedule for important information and timelines.  Take note that the NSPS performance management cycle has been streamlined since there will be no shares, shares distribution, or share payout, for those transitioning to GS prior to 2 Jan 11.  It is very important for employees to receive their last rating of record. This rating can be used when considering employees for future positions. 
Sep 10:
3. 11 Sep 10: NSPS Appraisal Cycle End Date.

4.  12 Sep 10:  Effective date for Phase IV conversion out of NSPS. 

5. 12 Sep 10 – 31 Mar 11: GS performance Appraisal Period

6. 20 Sep 10:  SF-50s should be available for viewing in My Biz or e-OPF

Oct 10:
7. 12 Oct 10:  GS Performance Plan (86OA) in Place

8. 22 Oct 10:  NSPS Streamlined Pay Pool review and approval of Early Annual Recommend Rating of Record (EARRRs) must be completed to include: completing employee self-assessments; rater assessment & recommended EARRR; Higher level review official concurrence; pay pool manager approval & certification. 

9. 25-29 Oct 10:  Delivery of Final NSPS Ratings

10. 25 Oct – 9 Dec 10: Administrative Reconsideration Request processing, IAW DoD 1400.25-M, SC1940.13 and local pay pool procedures.

Dec 10:
11. 10 Dec 10: NSPS ratings effective date.

Jan 11:
12.  2 Jan 11: GS General Pay Increase 

Jun 11:
13. 1 Jun 11: GS Performance ratings and awards effective date.

My Workplace

Former NSPS supervisors now reclassified as non-supervisory GS many have lost the required access to “My Workplace” link as a result of the conversion.  Supervisors, who no longer have a “My Workplace” link, can contact the AFPC PSOCC Help Desk at DSN: 312-665-5004 to call in a trouble-ticket.  Please advise the Raters to request a “Civilian Rating Official” link from the Help Desk, and PSOCC will work it accordingly.  

Conversion Performance Awards Policy
Air Force will follow the guidance provide by the Office of the Secretary of Defense and will not conduct a separate/additional awards program nor allow local awards programs upon conversion; ensuring a consistent approach across the AF. The attached letters and NSPS Transitions Q&A's provide policy and information.  
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Pay Retention

The National Defense Authorization Act of 2010, Section 1113(c)(1), mandates that no employee will suffer a loss of or decrease in pay upon conversion from NSPS.   As a result, special salary provisions are available to protect salaries as employees' transition from NSPS to the General Schedule (GS) personnel system.  When the employees' NSPS adjusted salary exceeds the maximum step (i.e., step 10) of his or her new GS grade, the employee will be placed on pay retention to comply with Section 1113(c)(1) of NDAA 2010.  The attached Fact Sheet provides information and references.
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NSPS Out
This fact sheet/email is designed to provide you, the employee, with quick answers to some of the most asked and misunderstood FAQs about your conversion from the National Security Personnel System (NSPS) to the General Schedule (GS) pay system.  
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NSPS Transition Office Posts Fact Sheet on Exception of Healthcare Positions

The NSPS Transition Office has developed a fact sheet on the exemption of 30 healthcare positions from the NSPS transition. To learn more about these positions click here:

Healthcare Positions Fact Sheet 
AFMA...
AFMA Insight

The FY10 National Defense Authorization Act repealed the National Security Personnel System, resulting in the mandatory transition of more than 44,000 Air Force federal employees to other personnel and pay systems. Core documents describe the major duties, responsibilities and supervisory relationship of a position.  The attached letter with comments from Col Norman provides insight to the classification process.
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Organization Charts

An organization chart will be needed for all supervisory fill recruits, establish fills, and review action.  This will allow AFMA to review the structure of an organization.  If the chart is missing AFMA will return an RPA without action. 

Organization chart examples can also be found on the AFAM Portal site at: 

AFMA Portal.
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Getting Ready for Position Reviews
What can you do to get ready when the AFMA moratorium on position reviews is lifted? Supervisors can gather/initiate all necessary documentation required for a position review and have it ready to submit once the moratorium is lifted.   The attached classification checklist will help in compiling data and documents required by AFMA for position reviews.  Until the AF moratorium is lifted, no Request for Personnel Action (RPA) for an established position can be initiated or submitted.  To expedite the process, have everything ready and waiting to be attached to the RPA once AFMA gives the go ahead to submit.

All documents and checklists must be attached to the RPA or AFMA will not process the request and return the incomplete package. Consult your Manpower and Civilian Personnel offices for clarification or the gathering of required documentation.  The collection of data and documents can be an arduous task and must be taken seriously for a timely submission.  The intent of doing this in advance of lifting the classification moratorium is for supervisors to have submission packages 100% complete and ready to attach to the RPA.  Again, do not initiate the RPA until told to do so by your CPF/S to avoid having the action returned.
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Appeal Process
The employee may submit directly to us and we will send a courtesy email to the CPS to let them know we've received an appeal.  The complete package should contain hard copy, 'original' signatures on all documents requiring a signature, and should be mailed to the following address:

HQ AFMA/MAHS

ATTN:  Abbie Hayden

550 E Street East

Randolph AFB, TX 78150-4456

Once we verify that all required, original, hard copy documents are in the package, we will add our response to the package and mail the original package to DOD/OPM and send a courtesy copy to the employee.

Please note, all parties must agree that the duties of the PD are accurate and a fair representation of work performed.  A PD accuracy statement must be submitted with each package.   This statement is certifying the duties only.  The employee does not have to agree to the classification of the position.  That's what the higher level review (DoD, OPM) will determine.

The Appeal Process is located on the AFMA Portal site at:  AFMA Portal
If you wish to appeal to DOD, please visit the following website for detailed information as to what must be included in your package:

Classification Appeals
If you wish to appeal to OPM, please visit the following website for detailed information as to what must be included in your package:  OPM
AFMA Portal Site
The AFMA Portal site contains information on the Appeal Process, position review information and examples, templates for core documents in the SCPD Library, POC listings, updating personnel records and much more.  The site can be accessed at:  AFMA Portal
EMR...
Hatch Act & Political Do’s and Don’ts

(POC: 480-2019)

While most civilian employees may take an active part in political activities, the extent and nature of their participation is limited by the Hatch Act, related statutes, and implementing regulations.  Employees must ensure that their political activities do not create a real or apparent conflict of interest with the performance of their official duties.  Air Force personnel should also be aware of AFI 33-119, Air Force Messaging, para 3.9.1.17, which prohibits use of Government email for “political lobbying.” 
Employees can use on-line social networks like Facebook while at work, but have to be careful how it is used.  Under the Hatch Act, federal employees are prohibited from soliciting, accepting or receiving political contributions at any time.  The article linked below outlines what federal employees must look out for when using social media for political purposes.

Social Media and Politics
While exercising a right to vote is the duty of all Americans, military and civilian federal employees should understand the laws and regulations that outline what constitutes appropriate participation in the political process.

http://www.af.mil/news/story.asp?id=123221425
Flu Season & Sick Leave

(POC: 480-2019)

It is impossible to know in advance whether a particular influenza virus, such as the H1N1 influenza will lead to a human pandemic.  However, should such an outbreak occur it is a good idea to know in advance the type of leave options available to federal employees.  Employees who have been diagnosed with the flu may use accrued sick leave or annual leave, request advanced sick leave or annual leave, request donated leave under the agency’s voluntary leave transfer, use any earned compensatory time off, or earned credit hours.  Also, employees may invoke their entitlement to unpaid leave under the Family and Medical Leave Act (FMLA) and take a total of up to 12 weeks of leave without pay for a serious health condition.  In addition, employees may use a total of up to 104 hours (13 days) of sick leave each leave year to provide general medical care to a family member and up to 12 weeks (480 Hours) of sick leave to care for a family member who develops a serious health condition.  Additional information regarding preparations and planning for the flu season can be found on the Center for Disease Control and Prevention website at http://www.cdc.gov/flu/ and www.flu.gov.  For questions regarding leave options, please contact your servicing Employee Relations Specialists at 480-2019.
AFI 36-801 Uniforms for Civilian Employees
AFI 36-801, Uniforms for Civilian Employees, provides information on the wearing of uniforms and establishing uniform allowances.

AFI 36-801
AFI 36-802 Pay Setting

This instruction implements AFPD 36-8, Employee Benefits and Entitlements, by prescribing the Air Force policy for setting pay rates for appropriated fund civilian employees paid under the General Schedule (GS) or under the Federal Wage System (FWS).  This instruction also applies to Air National Guard Title 5, United States Code, employees.  The instruction also prescribes rules for handling overtime; and procedures for approving recruitment and relocation bonuses, retention allowances, and supervisory differentials.  It applies to all commanders, civilian personnel officers, staff officers, and supervisors of US civilian employees who are covered by the GS and FWS.

AFI 36-802
AFMAN 36-204 Developmental Opportunity Program/Training Plans
It is AF policy to design, administer, and support advancement opportunities for lower-grade level civilian employees throughout the DoD. This program is designed to help them reach their full potential and productivity and to fulfill the AF mission.  Responsibilities of Functional Managers and Supervisors include identifying positions which may be filled through the DOP while on line with the mission and needs of the installation, restructure positions to increase developmental opportunities, and provide periodic evaluation of trainees' performance and progression.

References:

AFMAN 36-203 Staffing Civilian Positions
For the latest news and information affecting Air Force Life and Careers please visit

http://www.afpc.randolph.af.mil/library/lifeandcareers.asp
Time In Grade

HR Advisory 2010-63R clarifies Time-in-Grade (TIG) Requirements associated with National Security Personnel System (NSPS) Transition and

Post-Transition.  The HR Advisory provides information on the blanket waiver of time-in-grade (TIG) restrictions, if needed, upon an NSPS employee's transition to the General Schedule (GS); and provides information on the crediting of NSPS service for TIG purposes for movement to GS positions that occur after the transition out of NSPS.  

Link to HR Advisory:  HR Advisory 2010-63R
Retirement

Considering Retirement?  The key to a successful retirement is preparation and early planning.  The Benefits and Entitlements Servicing Team (BEST) offer two online seminars, “Planning for Retirement” and “Financial Planning.”  In addition, employees who are within one year of retirement should contact a (BEST) benefits counselor for individual retirement counseling.  Some of the things the counselor will discuss are:  retirement eligibility requirements, setting a retirement date, creditable service for eligibility and annuity computation, civilian service for which retirement contributions were refunded, civilian service not covered by a retirement plan, military service, part-time service, survivor annuity elections, and retirement forms.  Details on how to access the seminars and additional retirement information can be obtained at Retirement Benefits and Information.

Award Nominations
POC:  (480-2741)
Air Force Association Outstanding Civilian of the Year (2010) Award:
The Air Force Association is currently looking for nominations for the Air Force Outstanding Civilian of the Year Award.   It is intended to recognize AF civilian employees without regard to career field or grade for exceptional achievements during calendar year 2010.  For further information on award criteria and format, please click here and follow the directions on the fact sheet.   Your nomination package, signed by your group/directorate commander should arrive at our office (86 MSS/DPCR) NLT 20 Nov 2010. 
2011 Joan Orr Award:

The Joan Orr Air Force Spouse of the Year Award nominations is soon approaching.  The award period is 1 Jan 2010 – 31 Dec 2010.  Sponsored by the Air Force Association (AFA), the award recognizes the significant contributions made by non-military spouses of Air Force military members.  The nominee’s husband/wife must be serving in the Air Force (active duty, Guard, or Reserve).  Please submit your nomination package to the 86 MSS/DPCR section NLT 1 April 2011
2011 O’Malley Award:

This award is named in honor of the late General and Mrs. Jerome F. O’Malley, former commander of Tactical Air Command.  It recognizes the wing commander and spouse team whose contributions to the nation, the Air Force, and the local community best exemplify the highest ideals and position.  The military member must have served as a wing commander at least six months during the award period and must have at least two years retainability to be eligible for consideration.  Please submit your nomination package to the 86 MSS/DPCR section NLT 1 Jan 2011.
Wage Grade Interim Appraisals Due

For Wage Grade Employees:  The appraisal period in the Air Force is 1 April through 31 March. The Air Force program requires written performance plans containing critical position performance elements and standards for evaluation of overall performance for the position. AF Form 860, Civilian Performance Plan or AF Form 1003, Core Personnel Document (CPD) are used for this purpose.   A discussion of the performance plan at the beginning of the appraisal period is required, as well as at least one progress review, normally at the midpoint of the appraisal period (AF Form 860B, Civilian Progress Review Worksheet, will be used). At the end of the appraisal period, employees are rated using the AF Form 860A, Civilian Rating of Record.

AFI 36-1001 Managing the Civilian Performance Program
AFPAM 36-1003 Civilian Appraisal Impact on Mission Accomplishment Statements
Air Force Civilian Drug Demand Reduction Program

Civilians in Testing Designated Positions are required to be randomly subjected to drug urinalysis testing as a condition of employment. First or second-level supervisors ensure written notifications for civilians selected for testing under the Air Force Civilian Drug Testing Program are hand delivered and acknowledge by the civilian with the civilian’s signature and date and time of delivery. The supervisor also signs and dates the notification letter.

AFI 44-107 AF Civilian Drug Demand Reduction Program
TRAINING..
Civilian Tuition Assistance (CTAP)

POC (480-2167)

CTAP is an AF Program that allows expenditure of AF appropriated funds to pay for employee’s degrees, if the degree is somehow related to the job being performed.  Payment of up to 75% of tuition cost is allowed.  However, the AF does not provide any funding for the program.  In addition, we have received clear guidance the civilian training funds may not be used to fund this program either.  Therefore, the only possible source left for funding CTAP are individual unit funds, if the commander so desires.  Please be aware, that CTAP still has to be requested and approved by the civilian training officer on an SF182, without regard to the funding source.   
DCIPS...
Keeping Current with DCIPS

In response to the National Academy of Public Administration’s (NAPA) report on the Defense Civilian Intelligence Personnel System (DCIPS), Secretary Gates advised the congressional oversight committees that he would not pursue implementation of the pay-for-performance elements of DCIPS affecting employee base pay outside of the National Geospatial-Intelligence Agency (NGA).  

To keep current with all the changes converting DCIPS back to GG, please review the DCIPS site, the AF DCIPS Portal, and the AFPC DCIPS site.

Performance Assessments
In response to (Mr. Clapper USD(I), Memorandum Streamlining Defense Civilian Personnel System (DCIPS) Performance Management Closeout for 2009 – 2010 Performance Cycle, 6 August 2010) the Air Force is providing the following options and guidance to assist in simplifying the year-end performance management and pay pool processes.
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Updated AF FAQs on the DCIPS CoP

The FAQs on the AF Portal DCIPS Community of Practice (CoP) have been updated.  The changes and updates made to the DCIPS CoP now have dates to make it easier to identify new information and material as it is posted. As a member of the DCIPS CoP, you can sign up for automatic alerts when FAQ material is added or changed.

AF DCIPS CoP
STAFFING...
Applying for a position at Ramstein AB?

POC (480-5850)

Interested in obtaining a new career path?  All internal self nominations for Ramstein AB are done by applying at www.USAjobs.gov by completing the assessment questionnaire and submitting your resume.  Many of you are already familiar with the process since USAFE bases became a test pilot on 22 Feb 2010 for this process.  By applying for a position using your resume you can highlight your skills, abilities and be a more equitable candidate.  The application manager allows you to have 5 resumes and track yourself nomination status on positions you have applied for.  Air Force has released phase II bases to participate in this test in hopes the single staffing tool will soon be used for all of Air Force civilian positions.  If you’d like more information on the process the AFPC home page has more information under the “civilian” tab at: http://gum.afpc.randolph.af.mil/cgi-bin/askafpc.cfg/php/enduser/home.php  

RPA and Advanced Recruitment

Submission of Request for Personnel Action (RPA) to Begin Advanced Recruitment

The purpose of AFPC's HR Advisory Number 2010-68 is to clarify the process for submission of RPAs for advanced recruitment. We have received numerous inquiries regarding advanced recruitment and the appropriate timelines for submission of "recruit/fill" RPAs. Currently, we do not have a time limit in place for submission of the RPA for advanced recruitment. Your RPA for recruitment should be submitted as far in advance as possible to meet your mission needs.  There are, however, a number of factors you should first consider prior to submission of the RPA. For example, upon receipt of your RPA at AFPC/DPI, the position must already be properly classified and funded. In addition, your vacancy may be subject to the Priority Placement Program (PPP) as well as other priority programs such as the Interagency Career Transition Assistance Plan (ICTAP) and the Reemployment Priority List (RPL). If a qualified priority candidate is identified and confirmed, you must be able to hire the priority candidate immediately, with few valid exceptions. The Office of Personnel Management has mandated an 80-day fill goal which must also be considered when advanced recruitment begins. Please consider these factors as you begin your recruitment planning and create your RPAs to initiate the recruitment process.

Link to HR Advisory:

https://gum.afpc.randolph.af.mil/cgi-bin/askafpc.cfg/php/enduser/ps_std_adp.php?p_faqid=14142
Special Emphasis Program Managers

(POC: 480-2033)
Ramstein AB currently has 4 vacancies for collateral duty Special Emphasis Program Managers (SEPM). The primary roles of these managers are to: 

1) Assist in the counseling minorities in career opportunities and encouraging self-development and continuing education. 

2) Communicate information that will enhance the employment of minorities. 

3) Publicize the objectives of the program to increase management’s awareness of the advantages of fully utilizing the talents of all employees. 

It is anticipated that SEPM’s will spend about 10% of their work time on this program.  Current vacancies are listed on SEPM Vacancy Announcement below. If you are interested in helping others learn about federal employment, please contact the Ramstein CPF, 480-2033. 
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Benefits of Working for the Federal Government

Air Force Civilian Service (AFCS) hires the best of the best, and we recognize the contributions of our team members in a variety of ways. One of the key components of our compensation program is an elite-in-class benefits package. As a Federal employee, you enjoy exceptional insurance and retirement programs, and as an AFCS employee, you also have access to a variety of on-installation programs and benefits.

- Affordable health and life insurance 

- Paid vacation and sick leave 

- Transferable retirement plan with government matching contributions 

- Flexible work environment 

- Paid employment related training and education 

- Bonuses, incentives, and awards as appropriate for the job 

- Annual pay increases and locality pay adjustments 

- Access to some installation services such as DoD lodging, physical fitness facilities, self help equipment rentals, and golf courses just to name a few. For more information, click here.
NON-US PROGRAMS

Revised Provisions on Job Interviews in the Non-US Recruitment Process
USAFE Instruction 36-713 mandated that selecting officials had to invite all candidates to an interview, if one candidate was interviewed. Due to the large number of candidates, such procedure is no longer feasible. 

The requirements therefore have been changed. If more than five candidates apply for an internal announcement, it is sufficient to interview five applicants. In an external recruitment process the selecting officials do not have to interview more than three applicants.

For more specific guidance, please see attached Memorandum from HQ USAFE/A1D
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Geänderte Vorschriften für Bewerbungsgespräche bei Non-US Einstellungen
Nach USAFE Dienstvorschrift 36-713 mussten die auswählenden Vorgesetzten entweder alle Bewerber zum Vorstellungsgespräch einladen, oder gar keinen. Aufgrund der hohen Anzahl von Bewerbern, ist dies jedoch nicht mehr durchführbar.

Die Anforderungen wurden deshalb geändert. Wenn sich bei einer internen Ausschreibung mehr als fünf Kandidaten bewerben, genügt es fünf Bewerber einzuladen. Bei einer externen Ausschreibung müssen die auswählenden Vorgesetzten nicht mehr als drei Bewerber interviewen. 

Weitere Details entnehmen sie bitte dem beigefügten Memorandum von HQ USAFE/A1D


[image: image16.emf]German 36-713.pdf


HELPFUL WEBSITES

Ramstein CPO Website  

http://www.ramstein.af.mil/ramsteincivilianpersonnelflight.asp
My Biz/My Workplace

http://ask.afpc.randolph.af.mil/MyBiz/default.asp?prods3=2469&prods2=264&prods1=44 

Air Force Personnel Center (AFPC) Employment Sites:

http://www.afpc.randolph.af.mil/afcivilianjobs/ - 


http://www.afpc.randolph.af.mil/library/airforcecivilianemployment.asp
http://www.afpc.randolph.af.mil/afcivilianjobs/howtoapply.asp
Benefits and Entitlements Service Team (BEST):

http://ask.afpc.randolph.af.mil/BEST/?prods3=272
DCIPS Information

Air Force Personnel Center (AFPC) http://ask.afpc.randolph.af.mil/
National Security Personnel System (NSPS) http://www.cpms.osd.mil/nsps/
AF National Security Personnel System (NSPS) http://ask.afpc.randolph.af.mil/nsps/
Office of Personnel Management (OPM) http://www.opm.gov
USA Jobs

http://www.usajobs.gov/
DFAS - MyPay

http://www.dfas.mil 

Office of Special Counsel (OSC)

http://www.osc.gov
September 2010





Ramstein Air Base, Germany





�





�





INSIDE THIS ISSUE


US PROGRAM


WHAT’S NEW?


Daylight Savings Time Ends


Civilian Force Development


Expeditionary Combat Support System


DoD’s “Leap Into Fall” Fitness Challenge


DoD Employee Satisfaction & Engagement Website


Post Allowance and Living Quarters Allowance Changes


2010 Health Benefits Open Season


NSPS


NSPS Transition Schedule


My Workplace


Conversion Performance Awards Policy


Pay Retention


NSPS Out


NSPS Transition Office Posts Fact Sheet on Exception of Healthcare Positions


AFMA


AFMA Insight


Organization Charts


Getting Ready for Position Review


Appeal Process


AFMA Portal Site


EMR


Hatch Act & Political Do’s and Don’ts


Flu Season & Sick Leave


AFI 36-801 Uniforms for Civilian Employees


AFI 36-802 Pay Setting


AFMAN 36-204 Developmental Opportunity Program/Training Plans


Time In Grade


Retirement


Award Nominations


Wage Grade Interim Appraisals Due


Air Force Civilian Drug Demand Reduction Program


TRAINING


Civilian Tuition Assistance (CTAP)





DCIPS


Keeping Current with DCIPS


Performance Assessments 


Updated AF FAQs on the DCIPS CoP


STAFFING


Applying for a Position at Ramstein AB?


RPA and Advanced Recruitment


Special Emphasis Program Managers





NON US PROGRAMS


New Policies Regarding Job Interviews











Page 11

_1347275025.ppt


ATTENTION

	

RAMSTEIN AREA CIVILIAN PERSONNEL



TALK DIRECTLY TO INSURANCE CARRIERS



COME DISCUSS HEALTH BENEFITS WITH REPRESENTATIVES FROM BLUECROSS BLUESHIELD, FOREIGN SERVICE BENEFIT PLAN AND MAILHANDLERS



PLEASE STOP BY ON THE DATE AND TIME BELOW

When:     October 27, 2010

	   12:30pm – 2:30pm



Where:	   Ramstein Air Base

	   Bldg. 2120 Room 209



POC:	   Bianca Kramer

DSN:	   480-2137

COMM:	   06371-47-2137








Fact Sheet

On

Pay Retention

Purpose

Explain pay retention and how it affects employees involved in the NSPS to GS Conversion. This fact sheet is only for those employees who will be identified as having pay retention. Employees who have step 00 in block 19 of the GS conversion SF 50 will be on pay retention.      

Policy

Air Force Instruction 36-802 is the authority used in setting pay rates for appropriated fund civilian employees paid under the General Schedule (GS) or under the Federal Wage System (FWS).  This instruction also applies to Air National Guard, Title 5, United States Code, employees. 

The Director, Civilian Personnel Operations, Air Force Personnel Center (AFPC) or civilian personnel officer, acts for the appointing authority.  

The National Defense Authorization Act of 2010, Section 1113(c)(1), mandates that no employee will suffer a loss of or decrease in pay upon conversion from NSPS.   As a result, special salary provisions are available to protect salaries as employees’ transition from NSPS to the General Schedule (GS) personnel system.  

Pay Retention 

1.  Eligibility - Pay retention has been authorized for all NSPS employees upon their conversion to the GS System however, not all employees will actually receive pay retention.  Employees must meet the conditions outlined in paragraph two to be eligible.  For more information concerning eligibility see http://www.cpms.osd.mil/nsps/transition/

2. Definition - Pay retention occurs when an employee continues to receive his or her existing rate of pay when that pay is higher than the maximum rate of the grade in which the employee is being placed.  Pay retention is also referred to as ‘save pay’. 

3. Duration - Pay retention will be given as long as the employee exceeds the maximum rate of the grade in which the employee is being placed unless one of the following occurs:

(1) The employee has a break in service of 1 workday or more;



(2) The employee's rate is equal to or lower than step 10 of the grade to which assigned.  Entitlement to a retained rate will not be terminated during a temporary promotion or temporary assignment; rather, it will be held in abeyance during that temporary period;



(3) The employee declines a reasonable offer of a position in which the pay would be equal to or greater than the employee's retained rate;



(4) The employee is reduced in grade for personal cause;



(5) The employee moves to a position not under a covered pay system (i.e., if moving outside the GS system, pay retention benefits may be terminated).



(6) Applies and is selected for a higher graded position for which their pay will fall into the rate of the grade in which the employee is being placed.



(7) Voluntarily applies for and is accepted for a voluntary change to lower graded position (to include moving to a different location).

4. Employee movement and Pay Retention – When an employee becomes entitled to pay retention, or moves to another position while receiving pay retention, the employees rate of basic pay immediately prior to eligibility or movement will be compared with the range of rates of basic pay for the position to be occupied by the employee.

	a. The employee is entitled to the lowest rate of basic pay which equals or exceeds his or her rate of basic pay immediately prior to the eligibility or movement.   

5. Annual Adjustments: An employee who, at the time of the annual pay increase, is receiving pay retention is entitled to 50 percent of the increase in the maximum rate of basic pay for their grade until such time that their retained rate of pay fits into the pay scale for their assigned grade.  At that point, they will be placed in the appropriate step of their grade and will begin receiving 100 percent of each annual general increase in GS pay rates.

6. Locality Pay upon Rotation back to the United States: Employees on retained pay who move to a different geographical location will have their pay set IAW 5CFR 536.303 Geographic Conversion. 

7.Salary Pay CAP: Normally, GS employees on pay retention have their salaries capped at 150% of step 10 for the GS grade of their position or their salaries are reduced to the Executive Schedule’s Level IV maximum rate limitation (currently $155,500 pa).  However, as a result of Section 1113(c)(1) of NDAA 2010, no salaries can be lowered as a result of an employee’s transition out of NSPS.  As such, these limitations will not apply when employees convert from NSPS on their base’s transition date.  

8. Set Your Pay Tool:  The following link can be accessed to calculate your pay under the conversion:   http://www.cpms.osd.mil/nsps/transition_simulator2010.html





OTHER RESOURCES:

For more information concerning Pay Retention please visit this websites: 



NSPS Transition website:  http://www.cpms.osd.mil/nsps/index.html






CLASSIFICATION CHECKLIST



DOCUMENTATION CHECKLIST FOR REVIEW OF ENCUMBERED POSITIONS AND/OR FOR NEWLY ESTABLISHED POSITIONS



Prior to RPA: 

_____Table 30/DFAS Table Built IAW HR Advisory 2009-70.



Attachments to RPA:  



_____Copy of the draft Core Personnel Document (CPD)/Standard Core Personnel Document (SCPD) in Microsoft Word format.  *SCPD usage is mandatory if applicable to position.  



Attachment title in RPA is: CPD_NEWMPCN (where MPCN is Unit Manning Document (UMD) Position Number or OVH if overhire)

		

_____Signed hard copy of the CPD/SCPD.

Attachment title in RPA is: COVER_MPCN ((where MPCN is UMD Position Number or OVH if overhire)



_____Request for Position Review Memorandum



Attachment title in RPA is: PRMEMO_MPCN (where MPCN is UMD Position Number or OVH if overhire)



_____Approved Organizational Chart IAW AFI 38-101 (must match UMD) 

           Must include: 

           PAS/OSC 

           UMD number and AFSC for all  

           Title and rank for military 

           Title, Pay Plan, Series, Grade  & PD number for US, Non-US Civilians, and Non-Appropriated Fund      

           (NAF). 



Attachment title in RPA is:  ORGCHART_MPCN (where MPCN is UMD Position Number or OVH if overhire)	

	

____If establishing a supervisory position, include position descriptions (PD or DM5 PD #) for all subordinate NAF and civilian positions and job description for subordinate military positions.  

Attachment title in RPA is: PD_MPCNSUB#.XXX (where MPCN is the UMD position number or OVH if for an overhire position and SUB#  is subordinate 1, 2, etc and XXX is any appropriate file format).  File name:  JD_MPCNSUB#.XXX (where MPCN is the UMD position number and SUB# is subordinate 1, 2, etc. and XXX is any appropriate file format).



_____Copies of current mission statement.



Attachment title in RPA is: MISSIONSTATEMENT_MPCN (where MPCN is UMD Position Number or OVH if overhire)	



_____UMD AND Servicing Manpower Concurrence



Attachment title in RPA is:  MANPOWRUMD_MPCN (where MPCN is UMD Position Number or OVH if overhire)	



_____ RPA Checklist

Attachment title in RPA is: CHECKLIST_MPCN (where MPCN is UMD Position Number or OVH if overhire)	






TEAM Ramstein WANTS YOU!!



SPECIAL EMPHASIS PROGRAM OPPORTUNITIES AVAILABLE

	

· Promote Affirmative Employment

· Experience personal growth and development

· Promote Job Fairs

· Advance partnerships with the community

· Reengineer programs to improve the use of civilian human resources, solve problems and enhance program effectiveness

· Negotiate solutions, changes and actions in order to effect positive Equal Opportunity Employment





This is a collateral duty – hence, as a TEAM Ramstein volunteer, you’ll be asked to dedicate 10 percent of your duty time to performing Special Emphasis Program duties.





The vacancies are for the following:



1. NATIVE AMERICAN’S PROGRAM MANAGER (PROJECTED VACANCY)

1. PEOPLE WITH DISABILITIES PROGRAM MANAGER

1. HISPANIC EMPLOYMENT PROGRAM MANAGER

1. FEDERAL EMPLOYEES WOMEN PROGRAM MANAGER



How to Apply:

In order to be considered under this announcement, please email Ms. Regina Vormstein,       86 MSS/DPCS-A by COB 31 Aug 2010.  In addition, the attached Supervisory Statement of Support must be submitted to Ms. Vormstein.





If you have any questions, please contact Ms. Regina Vormstein, 86 MSS/DPCS-A, at DSN 480-2033 or at Regina.Vormstein@ramstein.af.mil

































STATEMENT OF SUPERVISORY SUPPORT





Employee Name:_________________________________________________





If selected, I understand the employee listed above will be performing Special Emphasis Duties on a collateral basis.  



I understand this may involve the employee going TDY, as well as attending on-base and off-base functions.  



I understand the duties will involve no more than 20 percent of the employee’s duty time and that the employee’s workload related to regular duties will need to be adjusted.  



I fully support and will make the necessary accommodations so the employee listed above can perform the collateral duties assigned as a Special Emphasis Program Manager.





__________________________      			______________________

Supervisor’s Signature					Date







I understand that I will be responsible for performing my regular and recurring duties, in addition to the collateral duties assigned to me as a Special Emphasis Program Manager.  



I further understand that my supervisor will adjust the workload of my regular duties to accommodate my responsibility to perform as a Special Emphasis Program Manager during 20 percent of my duty time.





__________________________				______________________

Employee’s Signature					Date


_1347275036/English 36-713.pdf









_1347275037/German 36-713.pdf
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Streamlining

Performance Assessments 

And Pay Pools 

For FY2010

(Aug 2010)







Did you know . . .

In response to (Mr. Clapper USD(I), Memorandum Streamlining Defense Civilian Personnel System (DCIPS) Performance Management Closeout for 2009 – 2010 Performance Cycle, 6 August 2010) the Air Force is providing the following options and guidance to assist in simplifying the year-end performance management and pay pool processes. 

Streamlining Options for Assessments:

The MAJCOM PM PRA may decide to stay with the standard approach of writing an assessment for each individual objective and each individual performance element.  Alternatively, to streamline the process, the PM PRA may elect one of the following options for their MAJCOM/COCOM. The MAJCOM/COCOM PM PRA may opt to delegate this decision to the Pay Pool Manager. To maintain continuity and consistency throughout the pay pool, this is the lowest level the decision may be delegated.  

For instructions on carrying out performance management activities in the Performance Appraisal Application (PAA) please consult the “How Do I . . A Guide to Completing Key Actions in DCIPS PAA.”  (Guide).  The Guide sectioned by role and sub-sectioned by activity.  It is accessible from the AF DCIPS Community of Practice (CoP) via the following link: https://afkm.wpafb.af.mil/DocView.asp?DocID=8863312 .    

1. Compose a comprehensive assessment covering all objectives and all performance elements.

a. Follow the instructions in the Guide entitled “Create My Self-Assessment” and “Rate an Employee’s Performance?” under the Performance Evaluation sub-section.  

b. Employee populates the first objective with their comprehensive self-assessment in the “Employee Self Assessment” box.

c. Employee populates remaining objectives and performance element self-assessment boxes with “See Objective 1” then transfers the plan to their rating official.

d. Rating official accesses the first objective and populates his or her comprehensive assessment under the employee’s self-assessment in the “Rating Official Assessment” box. Then assigns a rating for just objective 1 in the “Performance Objective Rating” field underneath their assessment.

e. Rating official populates remaining objectives and performance element assessment boxes with “See Objective 1” and assigns a rating for the individual objective or performance element then transfers the plan to the reviewing official for review and approval.

2. Compose a comprehensive assessment covering all objectives and a separate comprehensive assessment covering all performance elements

a. Follow the instructions in the Guide entitled “Create My Self-Assessment” and “Rate an Employee’s Performance?” under the Performance Evaluation sub-section.  

b. Employee populates the first objective with their comprehensive objectives self-assessment in the “Employee Self Assessment” box.

c. Employee populates the first performance element with their comprehensive performance elements self-assessment in the “Employee Self Assessment” box.

d. Employee populates remaining objectives and performance element self-assessment boxes with “See Objective 1,” or “See PE 1” then transfers the plan to their rating official.

e. Rating official accesses the first objective and the first performance element and populates his or her comprehensive objective and performance element assessment under the employee’s self-assessment in the “Rating Official Assessment” box. Then assigns a rating for just objective 1 in the “Performance Objective Rating” and “Performance Element Rating” fields underneath their assessment.

f. Rating official populates remaining objectives and performance element assessment boxes with “See Objective 1,”  or “See PE 1” and assigns a rating for the individual objective or performance element then transfers the plan to the reviewing official for review and approval

3. Compose an individual assessment for each objective and a comprehensive assessment covering all performance elements

a. Follow the instructions in the Guide entitled, “Create My Self-Assessment” and “Rate an Employee’s Performance?” under the Performance Evaluation sub-section.

b. Employee populates the each objective with their individual objectives self-assessment in the “Employee Self Assessment” box.

c. Employee populates the first performance element with their comprehensive performance elements self-assessment in the “Employee Self Assessment” box. Then populates remaining performance element self-assessment boxes with “See PE 1” then transfers the plan to their rating official.

d. Rating official accesses the each objective and populates with his or her individual objective assessment under the employee’s self-assessment in the “Rating Official Assessment” box. Then assigns a rating for each objective in the “Performance Objective Rating” field underneath their assessment.

e. Rating official accesses the first performance element and populates with his or her comprehensive assessment under the employee’s self-assessment in the “Rating Official Assessment” box. Then assigns a rating for just performance element 1 in the “Performance Element Rating” fields underneath their assessment.

f. Rating official populates remaining performance element assessment boxes with “See PE 1” and assigns a rating for the individual performance element then transfers the plan to the reviewing official for review and approval

Streamlining Options for Conducting Pay Pools:

Convening a quorum to conduct the pay pool deliberation meeting is about participation not method.  MAJCOMS/COCOMS have the option to convene their meetings in a manner that best suits their needs.  This includes: 

1. VTC,

2. Audio Teleconference, 

3. DCO and teleconference, or 

4. In-person

Caveats and Considerations:

1. The options presented apply to both the employee self-report of accomplishments (self-assessment) and the rater assessment.

2. The MAJCOM/COCOM PM PRA or Pay Pool Manager decides which options apply across the MAJCOM or to their individual pay pool.

3. These are mechanical changes only.  No recoding of the PAA system will occur to accommodate these options from a functional perspective.  

4. Since these are mechanical changes only, all fields require characters.  Easy was to deal with this is to use the phrase, “See Above,” or “See Objective/PE 1,” 

5. An assessment may consist of either a narrative statement or bullets.  Bullets do not need to be in full sentences.

6. Character limits remain the same.  Each assessment box (self-assessment and rater assessment) has a limit of 2OOO characters. At 256 characters per line, that equates to 8 lines of text.

7. If you opt for bullet statements, be aware that spaces count as characters.

8. Regardless of how you choose to handle the assessments, each objective and each performance elements must be rated individually.
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NSPS positions assigned GS pay grades 



by April Rowden
Air Force Manpower Agency Public Affairs Office

7/12/2010 - RANDOLPH AIR FORCE BASE, Texas  -- With only weeks remaining to classify Air Force civilian jobs into the legacy General Schedule personnel system, Air Force classifiers are ensuring NSPS positions have a current GS title, series and grade before the NSPS conversion out date.

The Fiscal Year 2010 National Defense Authorization Act repealed the National Security Personnel System, resulting in the mandatory transition of more than 44,000 Air Force federal employees to other personnel and pay systems. 

Core documents are currently undergoing review and classification for those Air Force employees whose positions were created under NSPS. Core documents describe the major duties, responsibilities and supervisory relationship of a position.

"Classifiers are unbiased agents of the government and are held to very strict standards established by the Office of Personnel Management when assigning GS ratings to a position," said Col. Brian Norman, the Air Force Manpower Agency commander. "Our team renders a classification based solely upon the actual work performed and required in the position under review, not upon any person's qualifications or their previous military grade."

Classifying a position at the accurate grade for the assigned duties and responsibilities ensures balance of the organization and is vital toward maintaining classification accuracy across the Air Force.

"All of us are charged with being good stewards of government resources and taxpayers' dollars," Colonel Norman said. "If a position is classified a GS-15 when it's really a GS-14 or GS-13, we are doing an injustice to the other positions that are classified in accordance with OPM standards."

AFMA classification specialists have a proven track record of making the right decisions and appropriately applying the OPM Classification Standards and Guidelines. Since centralized classification began in 1996, all appealed classification decisions have been upheld by OPM and the Department of Defense in favor of AFMA's classifications.

"We properly classify positions based on standards given to us within the bounds legally established by the Office of Personnel Management," Colonel Norman said. "To do otherwise would put our agency at risk of losing its classification authority."

Employees whose positions were originally under GS will have the position classified based on the position description on file, also referred to as the "reach back PD." Other positions may have an applicable Standard Core Personnel Document that may be used. Many of these standard core documents are available for viewing on the Air Force Portal, keyword "SCPD library."

"We understand that a few positions have dramatically evolved in workload and responsibility since the initial conversion to NSPS. For those individuals, we will review the updated core documents as soon as possible," Colonel Norman said.

An employee who feels the classification does not accurately reflect his position's assigned duties and responsibilities may appeal the classification decision to the Department of Defense or OPM after the individual has transitioned into the GS personnel system. 

By law, employees will not lose pay upon conversion. These general guidelines will be followed when determining an employee's pay. If the employee's current pay:

- Fits within the rate range of the appropriate grade to which the employee is assigned, the employee will be placed at a step that equals or exceeds his existing pay. 

- Is below the rate range for the appropriate GS grade to which the employee is assigned, the employee will be placed on the first step of the GS grade upon conversion out.

- Is above the rate range for the appropriate GS grade to which the employee is assigned, the employee will be placed on pay retention to ensure he does not suffer any decrease in or loss of pay upon conversion.

In the meantime, Air Force classification teams are working efficiently and effectively to provide fair and accurate classification service.

"The Air Force demand for classification and staffing expertise is at an unprecedented level with NSPS-out, insourcing, rated-to-civilian conversions, Global Strike stand-up and other key initiatives ongoing simultaneously. I am very proud to say the Air Force team has performed with the utmost professionalism and care," said Colonel Norman. "We'll continue to work closely with all stakeholders through these challenges."

The first phase of the transition for Air Force employees began July 4. Phase II is scheduled to begin July 18. For more information on the transition schedule, click here. 

For more information on the NSPS transition, visit www.cpms.osd.mil/nsps/transition. For more on the classification process, visit http://www.opm.gov or AFPC's personnel services website, keyword "Classification Standards." Air Force employees may call the 24-hour Total Force Service Center at (800) 525-0102 or DSN 665-5000. 










SAMPLE ORGANIZATIONAL CHART (PAS: RJ09F7JB)



XX MSS/CC

36PX, 000053811, O-6











DPC Civilian Personnel 

Civ Psnl Officer, GS-0201-13, 0000153911, 36PX

Secretary (OA), GS-0318-05, 0000154011, 3D0X1





















                 DPCS Staffing Branch                                                         DPCC Classification Branch                                        DPCE Employee Relations Branch

* (1) Supv HR Spec (Staffing), GS-0201-XX, 36PX	  (1) Supv HR Spec (Class), GS-0201-12, 36PX	             (1) Supv HR Spec (EMR/LMR), GS-0201-12, 36PX

        0000154111,					       0000154211,				       	      0000154311, 

 (5) HR Spec (Staffing), GS-0201-11, 3U0X1		  (4) HR Spec (Class), GS-0201-11, 3U0X1	             (3) HR Spec (EMR), GS-0201-11, 3U0X1

       0000154411, 0000154511, 0000154611, 		       0000154911, 0000155011, 0000155111, 		     0000155311, 0000155411, 0000155511,	       

       0000154711, 0000154811      			       0000155211,      				   

  (
Org Chart must include
:
-One reporting level above position being established or reviewed
-Office Symbols of organization
-Pay Plan, Series, Grade, & Title of civilian positions
-Rank, Title, & AFSC of military
)(2) HR Technician (Staffing), GS-0203-09, 3U0X1             (2) HR Technician (Class), GS-0203-09, 3U0X1            (2) HR Technician (EMR), TSgt, 3U0X1

      0000155611, 0000155711      			        0000155811, 0000155911      			     0000156011, 0000156111      





* Position Being Established



Org Chart must:

   -  Include the organization & Office Symbol of at least one (two for supervisory) reporting level above the position being established or reviewed

   -  Be final and approved - hand written and proposed organizational charts are not acceptable

-  Organizational structure must comply with AFI 38-101, Air Force Organization.  

-  Include: PAS, Title, Pay Plan, Series, Grade, MPCN, and AFSC for civilians (including NAF employees)

-  Include Title, AFSC, Rank, MPCN for military

-  Be attached to the RPA using the file name:  ORGCHART_MPCN.DOC (where MPCN is the UMD position number).  If an ACN is attached, use file name: ACN_MPCN.XXX (where MPCN is the UMD position number or OVH if for an overhire position and XXX is any appropriate file format)



IMPORTANT:

Current UMD data must match the organization chart.  If the UMD does not match the org chart, an ACR must be submitted for the updates and the approved

ACN included in the package.  If an ACN is not included in the package, the RPA will be RWOA.


NSPS-to-GS Frequently Asked Questions (FAQ)



This fact sheet/email is designed to provide you, the employee, with quick answers to some of the most asked and misunderstood FAQs about your conversion from the National Security Personnel System (NSPS) to the General Schedule (GS) pay system.  



FAQ #1:  Will I lose any pay when I convert to the GS system?

ANS:  No.  The National Defense Authorization Act of 2010, Section 1113(c)(1), mandates that you will not suffer a loss of or decrease in pay upon conversion from NSPS.  When you transition from NSPS to GS, your salary is compared to the range of steps for your new GS grade.  This range is found in the locality salary table for your GS grade.  If your current salary is below step 1 of your new GS grade, you will be placed at step 1 for that grade at transition (a raise in pay).  If your salary is between 2 steps (i.e. between step 4 and step 5) of the grade of your new GS position, then the higher step will be selected and the employee’s salary will be adjusted upward to reflect the higher rate (a raise in pay).  Finally, if your current NSPS salary is above step 10 of the grade of your new GS position, then you will keep your current salary.  This is called “pay retention” and there is no established time limit for how long you can be on it but there are some things that you could do that would cause it to end.  Please read the information package you will receive upon conversion for details.  Remember, your pay will never be adjusted downward unless you have some type of adverse action (be bad).  By the way, “Save Pay” and “Retain Pay” are being used interchangeably so don’t let it confuse you!



FAQ#2:  What is a “reach-back” PD and how did I end up with it?

ANS:  A reach-back Position Description (PD) is normally a PD, or similar PD for your position that existed prior to your position being converted to NSPS.  The Air Force Rules-of-Engagement (ROE) require that a reach-back PD be used if available. The ROEs say that the "reach-back" PD may be:

	a. The last GS PD that applied to the position (called the legacy PD)

	b. A similar/identical previous GS PD

c. A GS PD within the organization in use prior to conversion to NSPS that accurately describes the work assigned to an NSPS position, even though the NSPS PD does not have a legacy GS PD



FAQ#3: Wow, I thought my new grade would be higher…what if I don’t agree with my new grade?

ANS:  There are a couple things you can do.  First, you can wait until the moratorium on Positions Reviews (PR) is lifted, and ask your supervisor to updated and submit your new PD for classification.  We do not know how long the moratorium will last nor do we know what kind of backlog to expect once it is lifted…but it will most likely be substantial.  You can also appeal the classification.  You can do this anytime you wish.  How do you appeal?  We typically ask you to contact your local CPS to get started in filing an appeal.  However, you don’t have to (the AFMA website has links to help you).  You, as a GS employee have the right to file your appeal to DoD and/or OPM.  We always suggest that you file initially with DoD and then if you are not satisfied with that decision, you have further appeal rights to OPM.  If you file with OPM first, that decision is a binding decision and there are no further appeal avenues.  The websites for DoD and OPM are provided below and they explain all of the information that is required in an appeal package.  There are some variances between the two, so an employee needs to be sure they

follow the requirements precisely.  All appeal packages must be sent through the "servicing" classification office since the appeal package requires information from both the employee

(appealant) and the "agency".  AFMA does not own the appeal process, and you would only go through them if they are your servicing classification office.  If you submit your package directly

to DoD they will return it and have it rerouted through the servicing office; OPM usually accepts it, but puts it on hold while they contact the servicing office for their portion of the package.  



You do not necessarily have to submit your package through the local CPS, but it does have to go through your servicing classification office! This is up to you!  You may submit directly to your servicing classification office and they will send a courtesy email to the CPS to let them know they’ve received an appeal.  The complete package needs to have hard copy, 'original' signatures on all documents requiring a signature, and must be submitted to the servicing classification office.



Once the classification office verifies that all required, original, hard copy documents are in the package, they add their response to the package and mail the original package to DOD/OPM and send a courtesy copy with all attachments to the you.



Please note, all parties must agree that the stated duties of the position that the employee is assigned are an accurate and a fair representation of work performed.  A PD accuracy statement must be submitted with each package.  This statement is certifying the duties only.  You do not have to agree to the classification of the position. That's what the higher level review (DoD, OPM) will determine.  However, if the employee and/or supervisor disagree with the accuracy of the PD then that must be resolved before you can go forward with the appeal package.



If you wish to appeal to DOD, please visit the following website for detailed information as to what must be included in your package:

http://www.cpms.osd.mil/fas/classification/class_filing_appeal.aspx

If you wish to appeal to OPM, please visit the following website for detailed information as to what must be included in your package:

http://www.opm.gov/classapp/info.asp



FAQ#4:  This conversion has created problems with our organization’s civilian grade structure…how and when is that going to get fixed?

ANS:  The conversion back to GS has uncovered quite a few organizational civilian grade issues.  This was caused by the fact that NSPS pay bands covered a wide range of GS pay grades.  Another factor was different rules apply to what constitutes an NSPS and GS “supervisory” position.  AFMA and AF/A1M are already looking at this problem and pursuing options to fix it.  We do not have a solution yet but will advertise it as soon as possible.  The main thing to know here is that under no circumstance will this problem cause you to lose pay!



FAQ#5:  Where can I go to find more answers?

ANS:  Please visit the AFMA, AFPC, and NSPS Conversion websites for additional information.  They each contain information specific to their area of expertise and links to other important sites.


_1347275027/Signed awards guidance package_09-17_2010.pdf





























FACT SHEET ON GS PAY RETENTION



Reference:

5CFR 536.301:  http://ecfr.gpoaccess.gov/cgi/t/text/text-idx?c=ecfr&tpl=/ecfrbrowse/Title05/5cfr536_main_02.tpl

“The entitlement to retained pay eases employees’ transition back to the General Schedule and ensures that they will not experience a precipitous drop in pay when they return to the General Schedule system.”          

· Testimony of MR. CHARLES D. GRIMES III, Deputy Associate Director for Employee Services,  U.S. Office of Personnel Management given before the U.S. Senate’s Subcommittee On Oversight Of Government Management on 9 June 2010



The National Defense Authorization Act of 2010, Section 1113(c)(1), mandates that no employee will suffer a loss of or decrease in pay upon conversion from NSPS.   As a result, special salary provisions are available to protect salaries as employees’ transition from NSPS to the General Schedule (GS) personnel system.  When the employees’ NSPS adjusted salary exceeds the maximum step (i.e., step 10) of his or her new GS grade, the employee will be placed on pay retention to comply with Section

1113(c)(1) of NDAA 2010.


Salary Determinations Under Transition Rules



Upon transition from NSPS to GS, an employee's salary is compared to the range of steps for their GS grade, as shown on the locality salary table for the GS position.  If his/her current salary is currently below step one of their GS grade, the employee will be placed at step 1 for that grade level at transition.  If their salary is between 2 steps of the grade of their GS position, then the higher step will be selected and the employee’s salary will be adjusted upward to reflect the higher rate.  If their salary is above step 10 of the grade of their GS position, then the employee will keep their current salary, be placed on step

00, and go on “pay retention” upon conversion.


Normally, GS employees on pay retention have their salaries capped at 150% of step 10 for the GS grade of their position or their salaries are reduced to the Executive Schedule’s Level IV maximum rate limitation (currently $155,500 pa).  However, as a result of Section 1113(c)(1) of NDAA 2010, no salaries can be lowered as a result of an employee’s transition out of NSPS.  As such, these limitations required in 5 CFR 536.304(b)(3) will not apply when employees convert from NSPS on their base’s transition date.  Those employees will retain their entire NSPS salary (basic pay plus locality) at the time of their conversion from NSPS to GS.

Adjusting Retained Rates



As stated in the law, when NSPS employees are placed in positions for which the maximum rate of pay is lower than their NSPS salary, they will continue to receive their NSPS salary. However, when GS pay rates are adjusted each January, employees receiving retained pay will receive 50 percent of the increase in the maximum rate of basic pay for their grade until that rate of pay rises to meet or
exceed their retained rate of pay. At that point, they will be placed in the appropriate step of their grade and will begin receiving 100 percent of each annual general increase in GS pay rates. 


Please Note:  An exception may occur when an employee’s salary is proximate to Level IV of the Executive Schedule (EX-IV), as follows: 


• Employees retaining a rate less than EX-IV will receive 50% of the GPI; however, this adjustment may not result in an amount exceeding EX-IV (which is currently $155,500). 


• Employees retaining a rate equal to EX-IV at the point of transition do not receive 50 % of the GPI except to maintain EX-IV pay.

Moving to a Different Locality Area While on Pay Retention

If the employee moves to another GS position in a geographic area that has a different pay schedule, the employee's existing retained salary will change.  A locality comparison will be made following a mathematical computation determined by the U.S.  Office of Personnel 
Management (OPM) as described in 5 CFR 536.303(b).  If the resulting comparison rate for the employee's position in the new location is higher than the employee’s retained rate, the employee's pay will be changed to that higher rate.  Pay retention will continue, provided the salary is still above step 10.  However, if the resulting comparison rate in the new locale is lower than the employee's retained rate, the employee's salary will be lowered to that comparison rate when s/he is assigned to the new locality area.  If the resulting comparison rate for the employee's position in the new location is still higher than step 10 of the new locality pay scale, despite the lowered rate, the employee will remain on retained pay.  If the salary is lower than step 10, then the employee’s rate will be set at the appropriate step and pay retention will terminate.

When Does Pay Retention End?



Pay retention stops if any of the following occurs:



(1) The employee has a break in service of 1 workday or more;



(2) The employee's rate is equal to or lower than step 10 of the grade to which assigned.  Entitlement to a retained rate will not be terminated during a temporary promotion or temporary assignment; rather, it will be held in abeyance during that temporary period;



(3) The employee declines a reasonable offer of a position in which the pay would be equal to or greater than the employee's retained rate (when applicable, must convert the employee‘s pay to the new locality schedule by applying the geographic conversion rule);



(4) The employee is reduced in grade for personal cause or moves to another job at a lower grade at the employee's request (to include moving to a different location)



(5) The employee moves to a position not under a covered pay system (i.e., if moving outside the GS system, pay retention benefits may very well be terminated).



(6) You are promoted to a position at a basic rate of pay higher than your retained salary.

The following excerpt is taken from the testimony of MR. CHARLES D. GRIMES III, Deputy Associate Director for Employee Services,  U.S. Office of Personnel Management given before the U.S. Senate’s Subcommittee On Oversight Of Government Management on 9 June 2010



“We recognize that there are many employees who earned salaries under NSPS that substantially exceed what they would be receiving had they remained under the General Schedule and never been covered by NSPS.  In some cases, this is attributable to the fact that some NSPS pay ranges are 5 percent higher than corresponding GS ranges. Also, NSPS created broad bands that encompassed multiple grades, which allowed some employees to reach pay levels beyond that for the GS grade level that would normally be assigned.  Future retirement benefits will be the same as or higher than it would have been if they had not been covered by NSPS, depending on whether the average salary used in the retirement computation was earned while they were in NSPS or receiving retained pay. Moreover, agency contributions under the Thrift Savings Plan are higher for these employees than they would have been had the employees never been in NSPS.” 

This Pay Retention example is an excerpt from MR. JOHN H. JAMES, JR., Director of DoD’s National Security Personnel System Transition Office in his testimony before the U.S. Senate’s Subcommittee On Oversight Of Government Management on 9 June 2010



“Let's say that an NSPS pay band YA-2 employee in Dayton, Ohio, with a base and locality salary of $97,725 transitions out of NSPS in 2010 as a GS-12.  Because her $97,725 salary exceeds Dayton’s GS-12 step 10 rate of $91,080, the employee is placed on retained pay, and her retained rate is $6,645 higher per year than a GS-12 step 10.  As the years pass, the employee continues to benefit from pay above step 10 of her grade, receiving 50 percent of the GPI each year until the rate for GS-12 step 10 is equal to or exceeds the employee's retained pay. At that point, pay would be set on an established step, and the entitlement to pay retention ends. This statutory safeguard is designed to protect both the employee and the GS system by equalizing pay at a gradual rate”.



 Mr James emphasized that retained pay is fully credited toward computing the retirement "high three" and other benefits, including Federal Employees' Group Life Insurance and Thrift Savings Plan. This statutory safeguard is designed to protect both the employee and the GS system by equalizing pay at a gradual rate.

Where Can I Find More Information About Pay Retention?



Additional information on pay retention is available from the OPM website:   http://www.opm.gov/oca/pay/HTML/pay_retention.asp



You are also welcome to read the provisions on pay retention in 5 CFR 536, Subpart C:

http://ecfr.gpoaccess.gov/cgi/t/text/text-idx?c=ecfr&sid=22c0247f0db38f9de8026f9cf1861d45&tpl=/ecfrbrowse/Title05/5cfr536_main_02.tpl

The DoD NSPS Transition Office has published guidance that includes frequently asked questions (FAQs) on classification, pay, staffing, and general information.  The Performance Management (PM) information is forthcoming in Chapter 5 and PM Frequently Asked Questions FAQs will soon be available as a revision in Chapter 6.  You can find FAQs on pay retention in Chapter 6, Section IIIC (Pay) of the DoD Transition Guidance, available at the following link:

http://www.cpms.osd.mil/nsps/docs/TransitionGuidanceChap6.pdf
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		POST ALLOWANCE PAYMENT TABLES (SIX TABLES)

		

		

		

		

		

		

		

		

		

		

		

		229.1



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		TABLE 1:  ONE PERSON



		POST CLASSIFICATION - ANNUAL RATES IN U.S. DOLLARS



		ANNUAL SALARY

		

		5%

		10%

		15%

		20%

		25%

		30%

		35%

		42%

		50%

		60%

		70%

		80%

		90%

		100%



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		 139,000 and over

		

		2150

		4300

		6450

		8600

		10750

		12900

		15050

		18060

		21500

		25800

		30100

		34400

		38700

		43000



		 132,000 - 138,999

		

		2045

		4090

		6135

		8180

		10225

		12270

		14315

		17178

		20450

		24540

		28630

		32720

		36810

		40900



		 125,000 - 131,999

		

		1980

		3960

		5940

		7920

		9900

		11880

		13860

		16632

		19800

		23760

		27720

		31680

		35640

		39600



		 118,000 - 124,999

		

		1915

		3830

		5745

		7660

		9575

		11490

		13405

		16086

		19150

		22980

		26810

		30640

		34470

		38300



		 112,000 - 117,999

		

		1850

		3700

		5550

		7400

		9250

		11100

		12950

		15540

		18500

		22200

		25900

		29600

		33300

		37000



		 106,000 - 111,999

		

		1790

		3580

		5370

		7160

		8950

		10740

		12530

		15036

		17900

		21480

		25060

		28640

		32220

		35800



		 100,000 - 105,999

		

		1725

		3450

		5175

		6900

		8625

		10350

		12075

		14490

		17250

		20700

		24150

		27600

		31050

		34500



		  95,000 - 99,999

		

		1665

		3330

		4995

		6660

		8325

		9990

		11655

		13986

		16650

		19980

		23310

		26640

		29970

		33300



		  90,000 - 94,999

		

		1610

		3220

		4830

		6440

		8050

		9660

		11270

		13524

		16100

		19320

		22540

		25760

		28980

		32200



		  85,000 - 89,999

		

		1550

		3100

		4650

		6200

		7750

		9300

		10850

		13020

		15500

		18600

		21700

		24800

		27900

		31000



		  80,000 - 84,999

		

		1490

		2980

		4470

		5960

		7450

		8940

		10430

		12516

		14900

		17880

		20860

		23840

		26820

		29800



		  75,000 - 79,999

		

		1430

		2860

		4290

		5720

		7150

		8580

		10010

		12012

		14300

		17160

		20020

		22880

		25740

		28600



		  71,000 - 74,999

		

		1375

		2750

		4125

		5500

		6875

		8250

		9625

		11550

		13750

		16500

		19250

		22000

		24750

		27500



		  67,000 - 70,999

		

		1330

		2660

		3990

		5320

		6650

		7980

		9310

		11172

		13300

		15960

		18620

		21280

		23940

		26600



		  63,000 - 66,999

		

		1275

		2550

		3825

		5100

		6375

		7650

		8925

		10710

		12750

		15300

		17850

		20400

		22950

		25500



		  59,000 - 62,999

		

		1225

		2450

		3675

		4900

		6125

		7350

		8575

		10290

		12250

		14700

		17150

		19600

		22050

		24500



		  55,000 - 58,999

		

		1170

		2340

		3510

		4680

		5850

		7020

		8190

		9828

		11700

		14040

		16380

		18720

		21060

		23400



		  51,000 - 54,999

		

		1115

		2230

		3345

		4460

		5575

		6690

		7805

		9366

		11150

		13380

		15610

		17840

		20070

		22300



		  48,000 - 50,999

		

		1070

		2140

		3210

		4280

		5350

		6420

		7490

		8988

		10700

		12840

		14980

		17120

		19260

		21400



		  45,000 - 47,999

		

		1025

		2050

		3075

		4100

		5125

		6150

		7175

		8610

		10250

		12300

		14350

		16400

		18450

		20500



		  42,000 - 44,999

		

		985

		1970

		2955

		3940

		4925

		5910

		6895

		8274

		9850

		11820

		13790

		15760

		17730

		19700



		  39,000 - 41,999

		

		940

		1880

		2820

		3760

		4700

		5640

		6580

		7896

		9400

		11280

		13160

		15040

		16920

		18800



		  36,000 - 38,999

		

		895

		1790

		2685

		3580

		4475

		5370

		6265

		7518

		8950

		10740

		12530

		14320

		16110

		17900



		  33,000 - 35,999

		

		850

		1700

		2550

		3400

		4250

		5100

		5950

		7140

		8500

		10200

		11900

		13600

		15300

		17000



		  30,000 - 32,999

		

		810

		1620

		2430

		3240

		4050

		4860

		5670

		6804

		8100

		9720

		11340

		12960

		14580

		16200



		  28,000 - 29,999

		

		770

		1540

		2310

		3080

		3850

		4620

		5390

		6468

		7700

		9240

		10780

		12320

		13860

		15400



		   Under 28,000

		

		740

		1480

		2220

		2960

		3700

		4440

		5180

		6216

		7400

		8880

		10360

		11840

		13320

		14800
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		TABLE 2:  TWO PERSONS



		POST CLASSIFICATION - ANNUAL RATES IN U.S. DOLLARS



		ANNUAL SALARY

		5%

		10%

		15%

		20%

		25%

		30%

		35%

		42%

		50%

		60%

		70%

		80%

		90%

		100%



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		 139,000 and over

		

		2415

		4830

		7245

		9660

		12075

		14490

		16905

		20286

		24150

		28980

		33810

		38640

		43470

		48300



		 132,000 - 138,999

		

		2300

		4600

		6900

		9200

		11500

		13800

		16100

		19320

		23000

		27600

		32200

		36800

		41400

		46000



		 125,000 - 131,999

		

		2230

		4460

		6690

		8920

		11150

		13380

		15610

		18732

		22300

		26760

		31220

		35680

		40140

		44600



		 118,000 - 124,999

		

		2155

		4310

		6465

		8620

		10775

		12930

		15085

		18102

		21550

		25860

		30170

		34480

		38790

		43100



		 112,000 - 117,999

		

		2085

		4170

		6255

		8340

		10425

		12510

		14595

		17514

		20850

		25020

		29190

		33360

		37530

		41700



		 106,000 - 111,999

		

		2010

		4020

		6030

		8040

		10050

		12060

		14070

		16884

		20100

		24120

		28140

		32160

		36180

		40200



		 100,000 - 105,999

		

		1940

		3880

		5820

		7760

		9700

		11640

		13580

		16296

		19400

		23280

		27160

		31040

		34920

		38800



		  95,000 - 99,999

		

		1870

		3740

		5610

		7480

		9350

		11220

		13090

		15708

		18700

		22440

		26180

		29920

		33660

		37400



		  90,000 - 94,999

		

		1810

		3620

		5430

		7240

		9050

		10860

		12670

		15204

		18100

		21720

		25340

		28960

		32580

		36200



		  85,000 - 89,999

		

		1745

		3490

		5235

		6980

		8725

		10470

		12215

		14658

		17450

		20940

		24430

		27920

		31410

		34900



		  80,000 - 84,999

		

		1680

		3360

		5040

		6720

		8400

		10080

		11760

		14112

		16800

		20160

		23520

		26880

		30240

		33600



		  75,000 - 79,999

		

		1610

		3220

		4830

		6440

		8050

		9660

		11270

		13524

		16100

		19320

		22540

		25760

		28980

		32200



		  71,000 - 74,999

		

		1550

		3100

		4650

		6200

		7750

		9300

		10850

		13020

		15500

		18600

		21700

		24800

		27900

		31000



		  67,000 - 70,999

		

		1495

		2990

		4485

		5980

		7475

		8970

		10465

		12558

		14950

		17940

		20930

		23920

		26910

		29900



		  63,000 - 66,999

		

		1435

		2870

		4305

		5740

		7175

		8610

		10045

		12054

		14350

		17220

		20090

		22960

		25830

		28700



		  59,000 - 62,999

		

		1375

		2750

		4125

		5500

		6875

		8250

		9625

		11550

		13750

		16500

		19250

		22000

		24750

		27500



		  55,000 - 58,999

		

		1315

		2630

		3945

		5260

		6575

		7890

		9205

		11046

		13150

		15780

		18410

		21040

		23670

		26300



		  51,000 - 54,999

		

		1255

		2510

		3765

		5020

		6275

		7530

		8785

		10542

		12550

		15060

		17570

		20080

		22590

		25100



		  48,000 - 50,999

		

		1200

		2400

		3600

		4800

		6000

		7200

		8400

		10080

		12000

		14400

		16800

		19200

		21600

		24000



		  45,000 - 47,999

		

		1150

		2300

		3450

		4600

		5750

		6900

		8050

		9660

		11500

		13800

		16100

		18400

		20700

		23000



		  42,000 - 44,999

		

		1105

		2210

		3315

		4420

		5525

		6630

		7735

		9282

		11050

		13260

		15470

		17680

		19890

		22100



		  39,000 - 41,999

		

		1060

		2120

		3180

		4240

		5300

		6360

		7420

		8904

		10600

		12720

		14840

		16960

		19080

		21200



		  36,000 - 38,999

		

		1010

		2020

		3030

		4040

		5050

		6060

		7070

		8484

		10100

		12120

		14140

		16160

		18180

		20200



		  33,000 - 35,999

		

		960

		1920

		2880

		3840

		4800

		5760

		6720

		8064

		9600

		11520

		13440

		15360

		17280

		19200



		  30,000 - 32,999

		

		910

		1820

		2730

		3640

		4550

		5460

		6370

		7644

		9100

		10920

		12740

		14560

		16380

		18200



		  28,000 - 29,999

		

		870

		1740

		2610

		3480

		4350

		5220

		6090

		7308

		8700

		10440

		12180

		13920

		15660

		17400



		  Under 28,000

		

		835

		1670

		2505

		3340

		4175

		5010

		5845

		7014

		8350

		10020

		11690

		13360

		15030

		16700
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		TABLE 3:  THREE PERSONS



		POST CLASSIFICATION - ANNUAL RATES IN U.S. DOLLARS



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		ANNUAL SALARY

		5%

		10%

		15%

		20%

		25%

		30%

		35%

		42%

		50%

		60%

		70%

		80%

		90%

		100%



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		 139,000 and over

		2680

		5360

		8040

		10720

		13400

		16080

		18760

		22512

		26800

		32160

		37520

		42880

		48240

		53600



		 132,000 - 138,999

		2555

		5110

		7665

		10220

		12775

		15330

		17885

		21462

		25550

		30660

		35770

		40880

		45990

		51100



		 125,000 - 131,999

		2475

		4950

		7425

		9900

		12375

		14850

		17325

		20790

		24750

		29700

		34650

		39600

		44550

		49500



		 118,000 - 124,999

		2395

		4790

		7185

		9580

		11975

		14370

		16765

		20118

		23950

		28740

		33530

		38320

		43110

		47900



		 112,000 - 117,999

		2315

		4630

		6945

		9260

		11575

		13890

		16205

		19446

		23150

		27780

		32410

		37040

		41670

		46300



		 106,000 - 111,999

		2235

		4470

		6705

		8940

		11175

		13410

		15645

		18774

		22350

		26820

		31290

		35760

		40230

		44700



		 100,000 - 105,999

		2155

		4310

		6465

		8620

		10775

		12930

		15085

		18102

		21550

		25860

		30170

		34480

		38790

		43100



		  95,000 - 99,999

		2080

		4160

		6240

		8320

		10400

		12480

		14560

		17472

		20800

		24960

		29120

		33280

		37440

		41600



		  90,000 - 94,999

		2010

		4020

		6030

		8040

		10050

		12060

		14070

		16884

		20100

		24120

		28140

		32160

		36180

		40200



		  85,000 - 89,999

		1940

		3880

		5820

		7760

		9700

		11640

		13580

		16296

		19400

		23280

		27160

		31040

		34920

		38800



		  80,000 - 84,999

		1865

		3730

		5595

		7460

		9325

		11190

		13055

		15666

		18650

		22380

		26110

		29840

		33570

		37300



		  75,000 - 79,999

		1790

		3580

		5370

		7160

		8950

		10740

		12530

		15036

		17900

		21480

		25060

		28640

		32220

		35800



		  71,000 - 74,999

		1720

		3440

		5160

		6880

		8600

		10320

		12040

		14448

		17200

		20640

		24080

		27520

		30960

		34400



		  67,000 - 70,999

		1660

		3320

		4980

		6640

		8300

		9960

		11620

		13944

		16600

		19920

		23240

		26560

		29880

		33200



		  63,000 - 66,999

		1595

		3190

		4785

		6380

		7975

		9570

		11165

		13398

		15950

		19140

		22330

		25520

		28710

		31900



		  59,000 - 62,999

		1530

		3060

		4590

		6120

		7650

		9180

		10710

		12852

		15300

		18360

		21420

		24480

		27540

		30600



		  55,000 - 58,999

		1460

		2920

		4380

		5840

		7300

		8760

		10220

		12264

		14600

		17520

		20440

		23360

		26280

		29200



		  51,000 - 54,999

		1395

		2790

		4185

		5580

		6975

		8370

		9765

		11718

		13950

		16740

		19530

		22320

		25110

		27900



		  48,000 - 50,999

		1335

		2670

		4005

		5340

		6675

		8010

		9345

		11214

		13350

		16020

		18690

		21360

		24030

		26700



		  45,000 - 47,999

		1280

		2560

		3840

		5120

		6400

		7680

		8960

		10752

		12800

		15360

		17920

		20480

		23040

		25600



		  42,000 - 44,999

		1230

		2460

		3690

		4920

		6150

		7380

		8610

		10332

		12300

		14760

		17220

		19680

		22140

		24600



		  39,000 - 41,999

		1175

		2350

		3525

		4700

		5875

		7050

		8225

		9870

		11750

		14100

		16450

		18800

		21150

		23500



		  36,000 - 38,999

		1120

		2240

		3360

		4480

		5600

		6720

		7840

		9408

		11200

		13440

		15680

		17920

		20160

		22400



		  33,000 - 35,999

		1065

		2130

		3195

		4260

		5325

		6390

		7455

		8946

		10650

		12780

		14910

		17040

		19170

		21300



		  30,000 - 32,999

		1010

		2020

		3030

		4040

		5050

		6060

		7070

		8484

		10100

		12120

		14140

		16160

		18180

		20200



		  28,000 - 29,999

		965

		1930

		2895

		3860

		4825

		5790

		6755

		8106

		9650

		11580

		13510

		15440

		17370

		19300



		 Under 28,000

		925

		1850

		2775

		3700

		4625

		5550

		6475

		7770

		9250

		11100

		12950

		14800

		16650

		18500



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		





		POST ALLOWANCE PAYMENT TABLES (SIX TABLES)

		

		

		

		

		

		

		

		

		

		229.1



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		TABLE 4:  FOUR PERSONS



		POST CLASSIFICATION - ANNUAL RATES IN U.S. DOLLARS



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		ANNUAL SALARY

		5%

		10%

		15%

		20%

		25%

		30%

		35%

		42%

		50%

		60%

		70%

		80%

		90%

		100%



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		 139,000 and over

		2820

		5640

		8460

		11280

		14100

		16920

		19740

		23688

		28200

		33840

		39480

		45120

		50760

		56400



		 132,000 - 138,999

		2685

		5370

		8055

		10740

		13425

		16110

		18795

		22554

		26850

		32220

		37590

		42960

		48330

		53700



		 125,000 - 131,999

		2600

		5200

		7800

		10400

		13000

		15600

		18200

		21840

		26000

		31200

		36400

		41600

		46800

		52000



		 118,000 - 124,999

		2515

		5030

		7545

		10060

		12575

		15090

		17605

		21126

		25150

		30180

		35210

		40240

		45270

		50300



		 112,000 - 117,999

		2430

		4860

		7290

		9720

		12150

		14580

		17010

		20412

		24300

		29160

		34020

		38880

		43740

		48600



		 106,000 - 111,999

		2345

		4690

		7035

		9380

		11725

		14070

		16415

		19698

		23450

		28140

		32830

		37520

		42210

		46900



		 100,000 - 105,999

		2265

		4530

		6795

		9060

		11325

		13590

		15855

		19026

		22650

		27180

		31710

		36240

		40770

		45300



		  95,000 - 99,999

		2185

		4370

		6555

		8740

		10925

		13110

		15295

		18354

		21850

		26220

		30590

		34960

		39330

		43700



		  90,000 - 94,999

		2110

		4220

		6330

		8440

		10550

		12660

		14770

		17724

		21100

		25320

		29540

		33760

		37980

		42200



		  85,000 - 89,999

		2035

		4070

		6105

		8140

		10175

		12210

		14245

		17094

		20350

		24420

		28490

		32560

		36630

		40700



		  80,000 - 84,999

		1960

		3920

		5880

		7840

		9800

		11760

		13720

		16464

		19600

		23520

		27440

		31360

		35280

		39200



		  75,000 - 79,999

		1880

		3760

		5640

		7520

		9400

		11280

		13160

		15792

		18800

		22560

		26320

		30080

		33840

		37600



		  71,000 - 74,999

		1805

		3610

		5415

		7220

		9025

		10830

		12635

		15162

		18050

		21660

		25270

		28880

		32490

		36100



		  67,000 - 70,999

		1745

		3490

		5235

		6980

		8725

		10470

		12215

		14658

		17450

		20940

		24430

		27920

		31410

		34900



		  63,000 - 66,999

		1675

		3350

		5025

		6700

		8375

		10050

		11725

		14070

		16750

		20100

		23450

		26800

		30150

		33500



		  59,000 - 62,999

		1605

		3210

		4815

		6420

		8025

		9630

		11235

		13482

		16050

		19260

		22470

		25680

		28890

		32100



		  55,000 - 58,999

		1535

		3070

		4605

		6140

		7675

		9210

		10745

		12894

		15350

		18420

		21490

		24560

		27630

		30700



		  51,000 - 54,999

		1465

		2930

		4395

		5860

		7325

		8790

		10255

		12306

		14650

		17580

		20510

		23440

		26370

		29300



		  48,000 - 50,999

		1400

		2800

		4200

		5600

		7000

		8400

		9800

		11760

		14000

		16800

		19600

		22400

		25200

		28000



		  45,000 - 47,999

		1345

		2690

		4035

		5380

		6725

		8070

		9415

		11298

		13450

		16140

		18830

		21520

		24210

		26900



		  42,000 - 44,999

		1290

		2580

		3870

		5160

		6450

		7740

		9030

		10836

		12900

		15480

		18060

		20640

		23220

		25800



		  39,000 - 41,999

		1235

		2470

		3705

		4940

		6175

		7410

		8645

		10374

		12350

		14820

		17290

		19760

		22230

		24700



		  36,000 - 38,999

		1175

		2350

		3525

		4700

		5875

		7050

		8225

		9870

		11750

		14100

		16450

		18800

		21150

		23500



		  33,000 - 35,999

		1120

		2240

		3360

		4480

		5600

		6720

		7840

		9408

		11200

		13440

		15680

		17920

		20160

		22400



		  30,000 - 32,999

		1060

		2120

		3180

		4240

		5300

		6360

		7420

		8904

		10600

		12720

		14840

		16960

		19080

		21200



		  28,000 - 29,999

		1015

		2030

		3045

		4060

		5075

		6090

		7105

		8526

		10150

		12180

		14210

		16240

		18270

		20300



		  Under 28,000

		970

		1940

		2910

		3880

		4850

		5820

		6790

		8148

		9700

		11640

		13580

		15520

		17460

		19400



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		





		POST ALLOWANCE PAYMENT TABLES (SIX TABLES)

		

		

		

		

		

		

		229.1



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		TABLE 5:  FIVE PERSONS



		POST CLASSIFICATION - ANNUAL RATES IN U.S. DOLLARS



		ANNUAL SALARY

		5%

		10%

		15%

		20%

		25%

		30%

		35%

		42%

		50%

		60%

		70%

		80%

		90%

		100%



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		 139,000 and over

		3085

		6170

		9255

		12340

		15425

		18510

		21595

		25914

		30850

		37020

		43190

		49360

		55530

		61700



		 132,000 - 138,999

		2940

		5880

		8820

		11760

		14700

		17640

		20580

		24696

		29400

		35280

		41160

		47040

		52920

		58800



		 125,000 - 131,999

		2845

		5690

		8535

		11380

		14225

		17070

		19915

		23898

		28450

		34140

		39830

		45520

		51210

		56900



		 118,000 - 124,999

		2755

		5510

		8265

		11020

		13775

		16530

		19285

		23142

		27550

		33060

		38570

		44080

		49590

		55100



		 112,000 - 117,999

		2660

		5320

		7980

		10640

		13300

		15960

		18620

		22344

		26600

		31920

		37240

		42560

		47880

		53200



		 106,000 - 111,999

		2570

		5140

		7710

		10280

		12850

		15420

		17990

		21588

		25700

		30840

		35980

		41120

		46260

		51400



		 100,000 - 105,999

		2480

		4960

		7440

		9920

		12400

		14880

		17360

		20832

		24800

		29760

		34720

		39680

		44640

		49600



		  95,000 - 99,999

		2390

		4780

		7170

		9560

		11950

		14340

		16730

		20076

		23900

		28680

		33460

		38240

		43020

		47800



		  90,000 - 94,999

		2310

		4620

		6930

		9240

		11550

		13860

		16170

		19404

		23100

		27720

		32340

		36960

		41580

		46200



		  85,000 - 89,999

		2230

		4460

		6690

		8920

		11150

		13380

		15610

		18732

		22300

		26760

		31220

		35680

		40140

		44600



		  80,000 - 84,999

		2145

		4290

		6435

		8580

		10725

		12870

		15015

		18018

		21450

		25740

		30030

		34320

		38610

		42900



		  75,000 - 79,999

		2060

		4120

		6180

		8240

		10300

		12360

		14420

		17304

		20600

		24720

		28840

		32960

		37080

		41200



		  71,000 - 74,999

		1980

		3960

		5940

		7920

		9900

		11880

		13860

		16632

		19800

		23760

		27720

		31680

		35640

		39600



		  67,000 - 70,999

		1910

		3820

		5730

		7640

		9550

		11460

		13370

		16044

		19100

		22920

		26740

		30560

		34380

		38200



		  63,000 - 66,999

		1835

		3670

		5505

		7340

		9175

		11010

		12845

		15414

		18350

		22020

		25690

		29360

		33030

		36700



		  59,000 - 62,999

		1760

		3520

		5280

		7040

		8800

		10560

		12320

		14784

		17600

		21120

		24640

		28160

		31680

		35200



		  55,000 - 58,999

		1680

		3360

		5040

		6720

		8400

		10080

		11760

		14112

		16800

		20160

		23520

		26880

		30240

		33600



		  51,000 - 54,999

		1605

		3210

		4815

		6420

		8025

		9630

		11235

		13482

		16050

		19260

		22470

		25680

		28890

		32100



		  48,000 - 50,999

		1535

		3070

		4605

		6140

		7675

		9210

		10745

		12894

		15350

		18420

		21490

		24560

		27630

		30700



		  45,000 - 47,999

		1470

		2940

		4410

		5880

		7350

		8820

		10290

		12348

		14700

		17640

		20580

		23520

		26460

		29400



		  42,000 - 44,999

		1415

		2830

		4245

		5660

		7075

		8490

		9905

		11886

		14150

		16980

		19810

		22640

		25470

		28300



		  39,000 - 41,999

		1350

		2700

		4050

		5400

		6750

		8100

		9450

		11340

		13500

		16200

		18900

		21600

		24300

		27000



		  36,000 - 38,999

		1290

		2580

		3870

		5160

		6450

		7740

		9030

		10836

		12900

		15480

		18060

		20640

		23220

		25800



		  33,000 - 35,999

		1225

		2450

		3675

		4900

		6125

		7350

		8575

		10290

		12250

		14700

		17150

		19600

		22050

		24500



		  30,000 - 32,999

		1160

		2320

		3480

		4640

		5800

		6960

		8120

		9744

		11600

		13920

		16240

		18560

		20880

		23200



		  28,000 - 29,999

		1110

		2220

		3330

		4440

		5550

		6660

		7770

		9324

		11100

		13320

		15540

		17760

		19980

		22200



		  Under 28,000

		1065

		2130

		3195

		4260

		5325

		6390

		7455

		8946

		10650

		12780

		14910

		17040

		19170

		21300



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		





		POST ALLOWANCE PAYMENT TABLES (SIX TABLES)
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		TABLE 6:  SIX PERSONS



		POST CLASSIFICATION - ANNUAL RATES IN U.S. DOLLARS



		ANNUAL SALARY

		5%

		10%

		15%

		20%

		25%

		30%

		35%

		42%

		50%

		60%

		70%

		80%

		90%

		100%



		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		 139,000 and over

		3220

		6440

		9660

		12880

		16100

		19320

		22540

		27048

		32200

		38640

		45080

		51520

		57960

		64400



		 132,000 - 138,999

		3065

		6130

		9195

		12260

		15325

		18390

		21455

		25746

		30650

		36780

		42910

		49040

		55170

		61300



		 125,000 - 131,999

		2970

		5940

		8910

		11880

		14850

		17820

		20790

		24948

		29700

		35640

		41580

		47520

		53460

		59400



		 118,000 - 124,999

		2875

		5750

		8625

		11500

		14375

		17250

		20125

		24150

		28750

		34500

		40250

		46000

		51750

		57500



		 112,000 - 117,999

		2780

		5560

		8340

		11120

		13900

		16680

		19460

		23352

		27800

		33360

		38920

		44480

		50040

		55600



		 106,000 - 111,999

		2680

		5360

		8040

		10720

		13400

		16080

		18760

		22512

		26800

		32160

		37520

		42880

		48240

		53600



		 100,000 - 105,999

		2585

		5170

		7755

		10340

		12925

		15510

		18095

		21714

		25850

		31020

		36190

		41360

		46530

		51700



		  95,000 - 99,999

		2495

		4990

		7485

		9980

		12475

		14970

		17465

		20958

		24950

		29940

		34930

		39920

		44910

		49900



		  90,000 - 94,999

		2410

		4820

		7230

		9640

		12050

		14460

		16870

		20244

		24100

		28920

		33740

		38560

		43380

		48200



		  85,000 - 89,999

		2330

		4660

		6990

		9320

		11650

		13980

		16310

		19572

		23300

		27960

		32620

		37280

		41940

		46600



		  80,000 - 84,999

		2240

		4480

		6720

		8960

		11200

		13440

		15680

		18816

		22400

		26880

		31360

		35840

		40320

		44800



		  75,000 - 79,999

		2150

		4300

		6450

		8600

		10750

		12900

		15050

		18060

		21500

		25800

		30100

		34400

		38700

		43000



		  71,000 - 74,999

		2065

		4130

		6195

		8260

		10325

		12390

		14455

		17346

		20650

		24780

		28910

		33040

		37170

		41300



		  67,000 - 70,999

		1990

		3980

		5970

		7960

		9950

		11940

		13930

		16716

		19900

		23880

		27860

		31840

		35820

		39800



		  63,000 - 66,999

		1915

		3830

		5745

		7660

		9575

		11490

		13405

		16086

		19150

		22980

		26810

		30640

		34470

		38300



		  59,000 - 62,999

		1835

		3670

		5505

		7340

		9175

		11010

		12845

		15414

		18350

		22020

		25690

		29360

		33030

		36700



		  55,000 - 58,999

		1750

		3500

		5250

		7000

		8750

		10500

		12250

		14700

		17500

		21000

		24500

		28000

		31500

		35000



		  51,000 - 54,999

		1675

		3350

		5025

		6700

		8375

		10050

		11725

		14070

		16750

		20100

		23450

		26800

		30150

		33500



		  48,000 - 50,999

		1600

		3200

		4800

		6400

		8000

		9600

		11200

		13440

		16000

		19200

		22400

		25600

		28800

		32000



		  45,000 - 47,999

		1535

		3070

		4605

		6140

		7675

		9210

		10745

		12894

		15350

		18420

		21490

		24560

		27630

		30700



		  42,000 - 44,999

		1475

		2950

		4425

		5900

		7375

		8850

		10325

		12390

		14750

		17700

		20650

		23600

		26550

		29500



		  39,000 - 41,999

		1410

		2820

		4230

		5640

		7050

		8460

		9870

		11844

		14100

		16920

		19740

		22560

		25380

		28200



		  36,000 - 38,999

		1345

		2690

		4035

		5380

		6725

		8070

		9415

		11298

		13450

		16140

		18830

		21520

		24210

		26900



		  33,000 - 35,999

		1280

		2560

		3840

		5120

		6400

		7680

		8960

		10752

		12800

		15360

		17920

		20480

		23040

		25600



		  30,000 - 32,999

		1210

		2420

		3630

		4840

		6050

		7260

		8470

		10164

		12100

		14520

		16940

		19360

		21780

		24200



		  28,000 - 29,999

		1160

		2320

		3480

		4640

		5800

		6960

		8120

		9744

		11600

		13920

		16240

		18560

		20880

		23200



		  Under 28,000

		1110

		2220

		3330

		4440

		5550

		6660

		7770

		9324

		11100

		13320

		15540

		17760

		19980

		22200
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