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From the Commander:

“The legitimate object of government, is to do for a community of people, whatever they need to have done, but cannot do, at all, or cannot, so well do, for themselves—in their separate, and individual capacities.”  

July 1, 1854 President Abraham Lincoln
These words help inspire me and help me understand that no matter the time, our government is a tool of the needs of our people.  Our Air Force is slowing down an already lethargic process of hiring personnel, however it’s not out of desire, it is out of necessity.  Many commanders and concerned personnel, including myself have all shook our head in amazement and asked ourselves, “really, is this what we need.”  It may not be what we immediately need, but it is our job to figure out what are the legitimate needs of our taxpayers.  

Our professionals within our Ramstein Civilian Personnel Office will do everything within our power to assist you during this hiring control.  Within the rules of engagement, we might be able to mitigate work shortage crisis, and help you solve manpower needs.
Thanks & Sincerely, 

Todd R. Alcott

86 FSS/CC 
From the Flight Chief:

Good morning, 

This month's edition is based on keeping you informed.  The APF Civilian Hiring Controls that were implemented on 12 May 11 is a top concern and we will share information as soon as it is received.  
New information includes: AFMA provided an advisory outlining their legal requirements when classifying positions; new transition updates are included for DCIPS and NSPS employees; and Air Force released the newest version of AFMAN 36-606 Civilian Career Field Management and Development.
Sincerely,
Christine Murray

HR Flight Chief

Your comments are important to us. Click here to submit your comments to ICE.  Civilian Personnel Website and Newsletters
WHAT’S NEW?
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http://www.af.mil/news/story.asp?id=123255638
Civilian Hiring Controls 
The Air Force released a publication notice regarding civilian hiring controls. On 12 May 2011, the following memorandum was issued regarding hiring controls and exemptions.
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What happens next? As a supervisor/manger you can review your employee rosters/UMD and prioritize your vacancies.  You can also review your workforce succession plan by checking DEROS dates, employee extension eligibility, employee retirement plans, etc. If you have questions or need information, please contact your servicing personnel specialist - we are here to help.  As new information becomes available we will send it to you.
HR Advisory 2011-27:  Airmen Development Plan Roll-Out for Civilians

The purpose of this HR Advisory is to announce that the Air Force will begin using the Airmen Development Plan (ADP) system for civilians who wish to be considered for certain developmental opportunities.  Civilians can use ADP to create development plans and send them to AFPC.  This HR Advisory also provides a marketing package for this initiative.

HR Advisory
HR Advisory Website
Training/Development:
Sub: Airmen Development Plan (ADP) and Civilian Development

ADP use by civilians and supervisors begins as each Career Field Team announces their Developmental Team (DT) vectoring calls.  The application is currently available on the Air Force Personnel Services website under the "Secure Apps" link at the top right of the screen.  

Civilians and supervisors can familiarize themselves with the application through tutorials, manuals, and FAQs that are available on the AFPC ADP webpage.  You may also search on keywords ADP, Airmen Development Plan, or 8987

(the knowledge article number).   

ADP now provides the Air Force with one total force process for both military and civilians who wish to be considered for developmental opportunities.  The Career Development Teams will also have a streamlined and simplified method to conduct development vectoring and ranking events that involve both military and civilian members. Prior to this change there was no consistent method across Career Fields or between military and civilian members to be considered for developmental opportunities. 

If you have questions regarding ADP, contact the Total Force Service Center - San Antonio (TFSC-SA) at 1-800-525-0102; select option 2, and then option 3.  TFSC-SA counselors are available Sunday 3 p.m. to 11 p.m.; Monday through Thursday, 7 a.m. to 11 p.m.; and Friday 7 a.m. to 6 p.m. (Central Standard Time).

HR Advisory 2011-26:  Mandatory Use of Valid Manpower Position Control Numbers (MPCNs)

The purpose of this advisory is to provide guidance concerning mandatory use of valid manpower position control numbers (MPCNs).  This is an Air

Force-wide initiative to increase the accuracy of position data in the Defense Civilian Personnel Data System (DCPDS) as compared to unit manpower documents (UMDs).

HR Advisory
USAJOBSRecruit
The U.S. Office of Personnel Management (OPM) has launched USAJOBSRecruit, a one-stop recruiting website for human resources professionals, managers, and Federal employees interested in recruiting.  USAJOBSRecruit provides information, tools, and guidance on all things recruiting.  It also offers discussion forums, chats, and blogs to foster learning and collaboration. If you are a Federal employee with a .gov, .mil, .fed.us, or si.edu email address, we encourage you to join us! Register today at www.usajobsrecruit.gov
Guide to Telework in the Federal Government
This update includes information on The Telework Enhancement Act of 2010. 

Executive Order—Streamlining Service Delivery and Improving Customer Service

On 27 April 2011, President Obama signed Executive Order 12862 in order to improve the quality of service to the public by the Federal Government. To view the entire Executive Order; click here.

Disaster Information

This webpage provides information and guidance to assist Department of Defense (DoD) civilians in preparation for and response to natural and man-made disasters.  Information regarding civilian benefits and allowances that may be authorized for or affect DoD employees as a result of an emergency situations will be posted or linked from this site.  This site will be updated to ensure ready access to emerging information as it becomes available.

AFI Highlights
New Release: May 2011

AFMAN 36-606 CIVILIAN CAREER FIELD MANAGEMENT AND DEVELOPMENT

This Manual implements Air Force Policy Directive 36-6, Civilian Force Development, and interfaces with Air Force Instruction 36-2640, Executing Total Force Development and outlines procedures and criteria for civilian career field management and force development (FD). The Air Force manages the careers of officer-equivalent civilians through a series of functionally-oriented Career Field Management Programs (CFMPs); day-to-day operations of each program are carried out by a corresponding series of Career Field Teams (CFTs). This Manual applies to CFMPs, CFTs, supervisors, managers, and employees (including members of the Air Force Reserve Officer Air Reserve Technician program); civilian personnel staffs; and civilian employees at joint service organizations where Air Force is the executive agent and to other Federal civilian employees and reinstatement eligibles.

AFI 36-809 CIVILIAN SURVIVOR ASSISTANCE

The survivor assistance program aims to reduce the trauma on the deceased’s survivors. Each person handling the personal affairs of the deceased employee must act with thoughtfulness and on a confidential basis. As civilian employees are called on, in greater numbers, to help continue to meet our mission needs, and total force accountability becomes a necessity; we must also plan to provide NOK notification for AF civilian deaths/casualties with compassion and professionalism.

AFI 36-105 CIVILIAN PERSONNEL SERVICING ARRANGEMENTS

There are two basic types of civilian personnel servicing arrangements. These are intra-Air Force and inter-agency arrangements. Only the inter-agency arrangements require a written personnel servicing agreement. 

AFPAM 36-106 Supervisor’s Records, outlines the responsibilities for employee work folders.

RABI 51-901, CIVILIAN AND FAMILY MEMBER MISCONDUCT

This instruction implements AFPD 51-9, Civil Law for Individuals, by providing guidance by establishing policy and procedures in dealing with cases of civilian and family member misconduct.

USAFEI 36-725 USAFE CIVILIAN SERVICE PROGRAM - GERMANY

This instruction implements Air Force Policy Directive (AFPD) 36-7, Employee and Labor-Management Relations, prescribes policy and procedures governing employment, administration, and logistic support of Non-United States (US) Citizen personnel employed under the terms of Appendix Z of the Collective Tariff Agreement (CTA II) or individual employment agreements related to it.

AFI 36-2706 EQUAL OPPORTUNITY PROGRAM MILITARY AND CIVILIAN

This instruction implements Air Force Policy Directive (AFPD) 36-27, Equal Opportunity, 22 May 2009. It prohibits unlawful discrimination and harassment, and reprisal. It establishes the requirements for the Air Force Military Equal Opportunity (MEO) Program and the Civilian Equal Employment Opportunity (EEO) Program. This publication applies to all military and civilian Air Force (AF) personnel, including Air Force Reserve Command (AFRC) Units.

The Wright Stuff
Keep informed; the current issue of The Air University's The Wright Stuff (Vol 6, Issue 10, dated 12 May 2011) can be accessed here.

TDY Information

AF Lodging officials announce new payment procedures

By Erin Tindell

Air Force Personnel, Services and Manpower Public Affairs SAN ANTONIO – As part of the Air Force’s recent implementation of the new Citibank controlled spend account travel cards, funding for lodging costs will be pre-loaded on the card once authorization is approved in the Defense Travel System. As a result of the CSA travel card implementation, Air Force Inns guests paying with the new CSA travel card will be charged the total room charges up to a long-term stay of 30 days upon check-in. Guests staying longer than 30 days will have their credit card charged on day 31 to cover previous miscellaneous charges and room charges to cover up to another 30 day stay.  According to Capt. Bruce Staufer, chief of lodging at the Air Force Services Agency, the new payment procedure will help avoid card declines for insufficient funds and ensure lodging officials capture the funds authorized for the traveler’s lodging stay. “Previously, all travelers were charged for their stay upon checkout or every 15 days for long-term guests, whichever came first,” said Captain Staufer. “There always was the opportunity to pay up front at the guests’ discretion, but no requirement. With the change to the new CSA card for official travelers, only funds for authorized travel expenses are loaded on a traveler's card.” 

An added benefit to this new procedure is it eliminates the need to preauthorize charges, only to return at the end of your stay to pay your bill, so it speeds check-out times, Captain Staufer said. For more information about Air Force lodging and other quality of life programs, visit www.usafservices.com
Keeping Informed
The following list server links are provided to help keep you informed:
AF List Server
OPM List Server
HR Specialist
HR Advisory
List Server
Federal Long Term Care Insurance Program Open Season
The Federal long Term Care Insurance Program (FLTCIP) Open Season is from April 4, 2011 through June 24, 2011. During this time, abbreviated underwriting (applicants answer fewer health questions) is available for actively at work Federal and U.S. postal Service employees (civilian workforce members) and their spouses/same-sex domestic partners and active members of the uniformed services and their spouses who are not currently enrolled in the FLTCIP.

http://www.opm.gov/insure/ltc/index.asp
For more information on the FLTCIP Open Season

Visit www.LTCFEDS.com or call 1-800-LTC-FEDS (1-800-582-3337) TTY 1-800-843-3557

USB Memory Device Policy
86 AW has released the policy on use of External USB Memory Devices.
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Retirement Readiness NOW 

Tips May 17 2011

Are you meeting your savings goal?

The Federal Ballpark E$timate: developed by OPM is a savings goal worksheet.  You can use the Federal Ballpark E$timate to automatically calculate estimates of future Civil Service Retirement System (CSRS) or Federal Employees Retirement System (FERS) retirement benefits and Thrift Savings Plan(TSP) account balances.  It will help you quickly identify approximately how much you need to save to fund a comfortable retirement and how well you are doing in meeting your savings goal.

Retirement Readiness NOW is not just about saving money and not just something you do just before retiring. Money is very important, but that’s not all. There’s a lot more to planning for your future than putting aside income out of each paycheck for retirement.  

What else is there?  Happiness, both today and in your future years, is based on your total well-being. So, when planning for your future, you also need to consider your total retirement well-being that encompasses the following: 

Networking - What are you doing today that will allow you to be engaged, challenged and fulfilled in retirement?

Overall Health - What are you doing to stay healthy so that you can enjoy your retirement years?

Wealth - How well are you managing your income and investing for your future so that you will be able to support your desired lifestyle in retirement? 

Retirement Services; Quality Benefits for the Federal Family
The Benefits Administration Information list provides information on the administration of the Federal retirement and insurance systems. Subscribers receive all Benefits Administration Letters, weekly Retirement Readiness NOW Tips, and updates on FERCCA. While the primary audience for the Benefits Administration Information list is Federal human resource professionals, anyone can subscribe.

Pipeline Program

The Pipeline Program initiative (a transitional return to work strategy) is a collaborative initiative designed to assist agencies in recognizing and capturing the contributions of skilled employees recovering from on the job injuries.  Additionally, it promotes a work environment that motivates and drives commitment, resulting in a contribution of value to the organization's stakeholders.  

Pipeline Program
Civilian Drug Testing Program

Supervisors and civilians; there is a new Air Force Instruction regarding Civilian Drug Testing. What does this mean?  It means that more civilians in a variety of positions are eligible for random drug testing.  Notification letters were sent to supervisors on 13 May.  These letters need to be presented to the employees, signed, and returned to the Civilian Personnel Office.  If you have any questions, please contact your servicing personnel specialist.
Reference: AFI 44-107
Drug-Free Workplace

The use of illegal drugs by Federal employees, whether on or off the job, cannot be tolerated. Employees who use illegal drugs have three to four times more accidents while at work. Federal workers have a right to a safe and secure workplace, and all American citizens who depend on the work of the Federal government for their health, safety, and security have a right to a reliable and productive Federal workforce.  
Since 1986, the Federal government has mandated a comprehensive drug-free workplace program for all Federal Executive Branch workers. Executive Order 12564 (Drug-Free Federal Workplace, 1986) established a condition of employment for all Federal employees to refrain from using illegal drugs on or off-duty.
Reference: OPM Drug Free Workplace
The White House Office of National Drug Control Policy (ONDCP), a component of the Executive Office of the President, was established by the Anti-Drug Abuse Act of 1988.

Office of National Drug Control Policy
NAF NEWS
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NAF provides Force Support activities for uniformed Military Personnel, Civilian, Military Retirees and their families. The NAF organizations contribute to the financial support of various FSS programs. Persons employed by NAF organizations are compensated by NAF funds which are derived from revenue earned by the various producing activities.
Looking for Employment?

There are numerous NAF positions available on Ramstein and the surrounding communities.  If interested please visit www.nafjobs.org and view the listing of opportunities. 
Civilian wellness...

Civilian Wellness Helpful Websites

The Office of Personnel Management offers Federal Worksite Wellness Resources.  The link below provides information on Policy and Guidance for Program Planning, General Research and Background Information, Tools, and Resources and Research Related to the Four Pillars of Healthier Feds
http://www.opm.gov/Employment_and_Benefits/WorkLife/HealthWellness/wellnessresources/
USDA Guide to Healthy Eating
Healthy Food tips from DeCA

“It's Your Choice, Make it Healthy” – at your commissary!

Shape Your Future...Your Weigh!

Welcome to the Shape Your Future...Your Weigh! ™ (SYFYW) community tool kit! Inside this innovative weight gain prevention website, you will find an ever-growing compilation of self-help tools, including self-assessment links, quick tips, articles, handouts and other resources. The site is designed for all Air Force beneficiaries to learn more about the impact of "weight creep" and overweight and how to prevent it through healthy diet, behavior and physical activity.  

Air Force Marathon

Sign up now for the 15th Annual Air Force Marathon, 17 Sep 11, in Dayton, Ohio - Be a part of history!

Financial Fitness

Saving for Your Life Stages 

Financial fitness isn’t just about retirement. It’s about preparing for each phase of your life. Whether you’re young or older, the information in this section will help you map out your journey, set your direction, anticipate meaningful milestones, and stay on track toward achieving your individual financial goals.

National Skin Cancer Awareness Month

Take a few minutes to review summer skin safety during National Skin Cancer Awareness Month 

As the weather warms up, you want to spend more time outdoors – the pool, the garden and the jogging path await. But at this time of year, it’s also especially important to protect yourself from the sun’s harmful rays.

Skin cancer is the most common form of cancer in the United States. People with fair skin are at greater risk for skin cancer and should be particularly mindful to protect themselves. However, even though it’s less common among African Americans, people of color are still at some risk and should take the same precautions.

So go ahead and have some fun in the sun – just follow these simple steps to protect yourself:



* Slather on sunscreen. Use a broad-spectrum (UVA/UVB) sunscreen with an SPF of 15 or higher anytime you go outdoors. 



* Dress smart. Dark clothes help protect you from the sun better than light-colored clothes. 



* Protect your head and eyes. Wear a hat with a 3- to 4-inch brim and UV-blocking sunglasses, which protect against cancer and cataracts.

Don’t forget the kids! Apply sunscreen to babies 6 months and older.

You’ll find more information here.

sAVING TIME...

Planning current and future workforce requirements
When planning to fill a position, contact your servicing personnel specialist for information on various hiring options and incentives.
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Hiring reform...
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Hiring Manager's Checklist
Tips for Hiring Managers
Shaping Early Experiences: New Employee Checklist
Shape Early Experiences

Make sure that your new employee feels welcome from their first workday. Provide instructions, facility tours, contact lists, and substantive work as a part of their first experiences to make that person feel welcomed and a valuable asset to the organization.

Shape Early Experiences
NSPS... [image: image9.png]ONSPS




NSPS Connect
Your gateway to NSPS information... 

http://www.cpms.osd.mil/nsps/nspsconnect/
NSPS Transition – by the Numbers

As of May 20, 2011: 199,530 employees have transitioned out of NSPS.

Next NSPS Transition
Attached is a memo signed by Mr. James establishing the latest date to transition out of NSPS as November 20, 2011.  This will allow time to review actions and ensure all employees are out of the statutory deadline of December 31, 2011.
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New Beginnings II Design Teams Complete Third Work Session
The three design teams for the NDAA 2010 personnel initiatives concluded their third working session in Rosslyn, VA on April 21. Each team continued their research and analysis activities consistent with separate plans of action and milestones. 
The enterprise Performance Management (PM) design team is focusing on five key areas: organizational culture (as it relates to performance); employee/supervisor engagement; rewards/recognition and compensation; the performance appraisal system; and training and development. The team concluded their work on organizational culture with the development of a foundational document that identifies the values and attributes reflective of high performance within DoD. 

New Beginnings
AFMA...

For information on classification reviews, appeals or how to update your education and experience, please click here to visit the AFMA Portal site. The site also included the Standardized Core Position Description library. 

Classification Advisory on Classification 
The purpose of this advisory is to provide some clarification on the federal civilian classification system.  The information below may be of assistance to managers and supervisors as you receive questions and concerns about classification issues.  Also attached is guidance on the Merit Systems Principles.  

There are nine Merit Systems Principles, 5 USC Section 2301(b), which provide guidance on how managers and supervisors should manage our human resources and how human resources staff should provide oversight of these principles.  Failure to follow the Merit System Principles may result in a Prohibited Personnel Practice, 5 USC Section 2302(b).  

Merit Systems Principle #3, "Provide equal pay for equal work and reward excellent performance."  The classification standards program managed by the Office of Personnel Management (OPM) ensures agencies provide equal pay for substantially equal work.  As such, positions must be classified in accordance with the OPM standards.  The supervisor is responsible for identifying duties required and performed on a regular and recurring basis for the position to ensure equal pay for equal work.  The classifier is then responsible to apply the appropriate OPM classification standards to determine the proper pay plan, series, grade and title.

There are eight other merit principles and, in total, they help ensure equitable treatment of all employees.

As you know, a Core Personnel Document (CPD)/Position Description (PD) is a fiduciary document that is obligating government funds for work assigned and performed by the position.  A CPD/PD is written based on the organization's mission and requirement, not for an individual person.  When supervisors sign a CPD/PD they certify that the document is accurate and that it is necessary to carry out government functions.  Supervisors also certify the document with the knowledge that it will be used for statutory purposes relating to appointment and payment of funds.

The classification system helps ensure the "tax payers" money is spent appropriately for work performed.  It is imperative that we (supervisors and classifiers) continue to do everything we can to ensure government funds entrusted to our management are spent wisely.  A supervisor would never sign off on a voucher for a trip that he/she knew the employee did not take.  The same level of diligence/integrity also applies to PDs/CPDs, which should accurately describe the work performed and should be classified in accordance with the standards.  Once the classifier has determined the classification then the CPD/PD should be submitted to AFPC for staffing. The classification is based on the requirement of the position and does not always reflect the employee's skills and knowledge because the position is classified, not the person.  The employee always has the right to appeal to Department of Defense or OPM if he/she disagrees with the classification.
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EMR...
Revised Leave Fact Sheets
Eight revised leave fact sheets have been posted on OPM's website. 
-  Sick Leave (General Information)

-  Sick Leave for Personal Medical Needs 

-  Sick Leave for Family Care or Bereavement Purposes 

-  Sick Leave to Care for a Family Member with a Serious Health

Condition 

-  Sick Leave for Adoption 

-  Emergency Leave Transfer Program  

-  Voluntary Leave Bank Program

-  Voluntary Leave Transfer Program 

OPM has also posted three new fact sheets: 

-  Advanced Sick Leave

-   Definitions Related to Family Member and Immediate Relative  

-  Leave for Funerals and Bereavement

All of the fact sheets can be found in OPM's leave fact sheet index here.

TRAINING..
Career Field Roadmaps
To assist you with the identification and validation of training requirements career field roadmaps have been posted to My DP. They are listed alphabetically by Career Field title and are published in one file in the Library.  Document title is Career Field FD Roadmaps.  Like CFETP's

(which can be used for civilians on similar positions), career field roadmaps can provide a path or checklist in identifying and vectoring force development requirements.

There are various sources of information available that can support the identification and validation of training requirements.  Each source has unique design and administrative advantages and disadvantages.  To be credible the assessment of training needs must be based on reliable information.  Career field roadmaps can provide management and training program managers with this kind of data.  To be used effectively they must be translated into a language that can be understood in education and training.  The goal is translate the language of actions and inputs of the roadmaps to the language of training data, which will enable training program managers to identify occupational /functional training requirements to their servicing FDF.  

A five step process has been developed to link career field roadmaps to the identification of training requirements.  See attached guidance that captures utilizing career field roadmaps into a needs assessment process. The success of this process hinges on the involvement of managers at all levels in the organization.  Many MAJCOMs, FDFs, and functional communities search for effective tools to identify and vector valid civilian training requirements and desire to evolve away from a managing an "open call for training requirements".  Career field roadmaps are another step in providing additional resources to assist you and our field-level force development partners in providing strategic advice to better identify requirements.  
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Dcpds...

DCPDS Training

POC:  Position Control 480-2744
Defense Civilian Personnel Data Systems (DCPDS) Training is available for managers, liaisons, and anyone else creating Request for Personnel (RPA) actions.  Prior to training, the RPA creator will need a DCPDS account to initiate RPAs.  Contact DCPDS Data section at DSN 480-2138 or send an email to their group email 86fss.fspc-d@ramstein.af.mil to establish an account. 

For DCPDS training or a refresher appointment, call position control at DSN 480-2744, or send an email to the group email at:  86fss.dpccustomerservice@ramstein.af.mil .   
Training Dates throughout 2011 are:  21 Jun 2011, 15 Jul 2011, 15 Aug 2011, 15 Sep 2011, 19 Jul 2011, 15 Nov 2011 and 15 Dec 2011. If Email is not available please call DSN 480-2744 for assistance.  Training is in Room 326, from 0800-1100.  Training is limited to 12 individuals per session.   Please ensure you have a current DCPDS account and you have logged on, to the civilian inbox, at least once, prior to the class.  

DCIPS..
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Keep up-to-date with the latest information and upcoming changes to the Defense Civilian Intelligence Personnel System at:

http://dcips.dtic.mil/
FAQs
The Frequently Asked Questions chapter of the Transition Guidance provided FAQ’s as of March 15, 2011 and updates were posted 22 Apr 11. This is a living document. Throughout the DCIPS transition period, they will continue to add new FAQ’s as they are identified by the date they are posted here.
Monetary Incentive Awards for Air Force DCIPS Employees

SIO’s and Senior Leaders:

The following Air Force DCIPS guidance is provided regarding monetary incentive awards in recognizing achievements of our civilian employees.

As detailed in DoDI 1400.25, Volume 2008 (DCIPS Awards and Recognition), and AFI 36-1004 (The Air Force Civilian Recognition Program), awards and recognition programs create a positive work environment fostering mission accomplishment by recognizing excellence in its civilian employees and motivating them to high levels of performance and service.

Per DCIPS Policy Volume 2008, a monetary award paid to a DCIPS employee shall not exceed $2,000 without an exception to policy approved by the Head of the DoD Component with DCIPS positions.  As the Head of the Air Force DCIPS Component, I approve the use of Monetary Incentive Awards above $2,000 and less than $10,000 for recognition of DCIPS employees as prescribed in Chapter 3 of AFI 36-1004.  

For further information or questions, please contact Sharon McMahon, HQ USAF/A2DF, DSN 224-6482/Comm (703) 614-6482.

LARRY D. JAMES, Lt Gen, USAF

DCS, Intelligence, Surveillance & Reconnaissance

DCIPS Transition Update for the AF

Senior ISR Leaders,

Air Force Intelligence Civilians have weathered a great deal of change over the last two years as the DoD Intelligence Community (IC) migrated to the Defense Civilian Intelligence Personnel System (DCIPS).  Although difficult, this move was necessary to integrate the DoD IC under an unified personnel system founded in a performance culture.  Our immediate challenges involve the transition from DCIPS bands to DCIPS grades and the acclimatization of performance management activities into our daily routine.  

As a result of SECDEF’s decision in August 2010 to abandon pursuing pay-for-performance as part of the DCIPS compensation structure, a majority of DCIPS components (including the Air Force's) will transition out of pay bands and migrate to DCIPS grades.  The tentative date for AF transition to DCIPS grades is 23 October 2011.

This transition to DCIPS grades affects two areas: 1) Transition from DCIPS pay-banded positions and DCIPS employees in the IA pay plan to DCIPS grades in the GG pay plan; and 2) Alignment of DCIPS graded positions with the DCIPS occupational structure.  To facilitate this AF-wide transition, a task force has been convened to bring together the various related entities across the AF to collaborate on transition advisement, planning, design, and development.  The AF DCIPS community can expect an announcement soon from the task force with detailed information pertaining to transition activities and timelines.

DCIPS is founded on the belief that Intelligence successes are a direct result of a dedicated and collaborative workforce.  Individual performance enhances organizational performance and directly impacts mission success which is paramount to our national security.  Therefore, the DCIPS performance management process is a key contributor to the success of the Air Force ISR mission, enabling our civilian workforce to link their individual performance objectives to organization goals.

Within the AF, we still have much work remaining to harmonize DCIPS and to incorporate strategic changes in the personnel system design.  I am asking for a commitment from every leader, manager and supervisor to support our transition efforts and performance management processes.  I need your assistance in ensuring that approved performance plans are in place for all civilians that require one and that midpoint reviews are completed within established timeframes of the 2011 DCIPS Performance Management Cycle.   

Should you have any questions, please contact Sharon McMahon, AF/A2DF, at DSN 224-6482/Comm (703) 614-6482.

LARRY D. JAMES, Lt Gen, USAF

DCS, Intelligence, Surveillance and Reconnaissance

Message to Leadership on 

DCIPS Way Ahead

Please be advised that new information has been posted to the DCIPS home page. The information can be found under the "What's Happening Now?" section of the home page.  You can also find guidance on Transition to Grades and a statement from the new Under Secretary of Defense for Intelligence, The Honorable, Dr. Michael G. Vickers.

OUSD(I) DCIPS Home Page
STAFFING...

[image: image15.emf]
Air Force Civilian Service (AFCS)

You can earn far more than just a paycheck.  Over 180,000 men and women working in virtually every profession you can imagine and serving a common purpose. A commitment to something greater than the bottom line. Something greater than self.

Welcome to AFCS, the Air Force Civilian Service. We provide administrative, operations, and technical support to the United States Air Force in the defense of our nation. No matter what your background, education, or experience, chances are that a career unlike any other awaits you at AFCS.
See more at: http://www.afciviliancareers.com/ or view http://www.afciviliancareers.com/community/locations/ and click on Germany and click on Current Job Listing. 
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.  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 your self-nomination status.  If you’d like more information on the process the AFPC home page has more information under the “civilian” tab. 
HR Advisory 2011-28:  Pay Retention for Former NSPS Employees

The purpose of this HR Advisory is to advise that the Office of Personnel Management (OPM) has posted a fact sheet entitled "Pay Retention for Former Employees of the Department of Defense National Security Personnel System (NSPS)" on its website.  This fact sheet provides guidance on pay retention for former NSPS employees upon transfer, promotion, or movement to another Federal agency.

HR Advisory
HR Advisory Website
Ramstein Civilian Pay Hours of Operation

The Ramstein Civilian Pay section will provide PCS in-processing Mon, Wed, Fri for limited hours and Thur by appointment. Please see the attached memorandum for full details.


[image: image16.emf]Civ Pay  Inprocessing.pdf


Federal Wage System

The Federal Wage System (FWS) is a uniform pay-setting system that covers Federal appropriated fund and nonappropriated fund blue-collar employees who are paid by the hour.  The system's goal is to make sure that Federal trade, craft, and laboring employees within a local wage area who perform the same duties receive the same rate of pay.  The FWS includes 132 appropriated fund and 125 nonappropriated fund local wage areas. 
NON-U.S. PROGRAMS

Annual Appraisals: 15 May

The annual appraisal cycle for Non-US employees ends on 15 May 2011.  

The Non-US appraisal information and award bogey amounts were sent to the group commanders and USAFE directorates in mid April; this information also muincluded the SSPA Worksheet and the SSPA Justification example.

Appraisal information and reminders are announced in our newsletter and is perpetually on our website at: http://www.ramstein.af.mil/ramsteincivilianpersonnelflight.asp
To locate Non-US appraisal information, click on the link provided, review the information under the heading 'Non-US Program Information' (in the middle column) and select Item 5. Performance Evaluation/Recognition and Awards, and Item 6. 2011 LN Performance Program.   

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
May 2011
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Hiring Options & Hiring Incentives Matrix
DoD encourages managers to consider the various hiring options and hiring incentives available when filling their vacancies. Please note: This is not an all-
inclusive list; rather, it is a list of the most common hiring options and incentives for you to discuss with your HR professional. 


INTERNAL


EXTERNAL NOT current  
federal employees


current  
federal employees


OPTIONS                INCENTIVES Compensation Paid Travel


Merit Promotion
• Retention Incentive
• Relocation Incentive


• Permanent Change of Station (PCS) –  
mandatory under PPP


• Student Loan Repayment
• Telework
• Alternative Work Schedule


Military/Civilian 
Spouses  


or Family Members


• Superior Qualifications Appointments
• Recruitment Incentive
• Highest Previous Rate


• First-duty station travel • Student Loan Repayment
• Credit for nonfederal and uniformed 
   service for determining annual leave
• Telework
• Alternative Work Schedule


People with 
Disabilities


• Recruitment Incentive
• Highest Previous Rate
• Superior Qualifications Appointments


• First-duty station travel • Student Loan Repayment
• Credit for nonfederal and uniformed 
   service for determining annual leave
• Telework
• Alternative Work Schedule


Students


• Superior Academic Achievement 
• Superior Qualifications Appointments


• First-duty station travel • Student Loan Repayment
• Credit for nonfederal and uniformed 
   service for determining annual leave
• Telework
• Alternative Work Schedule


Veterans


• Superior Qualifications Appointments
• Recruitment Incentive
• Highest Previous Rate


• First-duty station travel
• Permanent Change of Station (PCS)
 


• Student Loan Repayment
• Credit for nonfederal and uniformed 
   service for determining annual leave
• Telework
• Alternative Work Schedule


Examples:  
Delegated Examining, 


Reinstatement, Interchange 
Agreements, etc.


• Superior Qualifications Appointments
• Recruitment Incentive
• Highest Previous Rate


• First-duty station travel
• Permanent Change of Station (PCS)


• Student Loan Repayment
• Credit for nonfederal and uniformed 
   service for determining annual leave
• Telework
• Alternative Work Schedule


Direct Hire 
 (includes Medical, IT & 
Acquisition communities)


• Superior Qualifications Appointments
• Recruitment Incentive
• Highest Previous Rate
• Head Nurse Pay (Medical)


• First-duty station travel • Student Loan Repayment
• Telework
• Alternative Work Schedule
• Credit for nonfederal and uniformed 
   service for determining annual leave


SPECIA
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U.S. Department of Justice 
Justice Management Division 
Personnel Staff 
Web Site: htt?://www.usdoi.gov/imd/ps 


Washington,D.C 20530 
SEP2 8 2007 


MEMORANDUM FOR COMPONE~Mft...N.RES~OURCES OFFICERS 
FROM: ~~liarin~~ 


Director, Personnel Staff 


SUBJECT: Merit System Principles and Prohibited Personnel Practices 


The fundamental under girding of the entire Federal Human Resources Management system is the 
Merit System Principles. We need to reemphasize the importance of following these principles and 
guarding against prohibited personnel practices given this era in which the Department is operating 
with a smaller number of human resources professionals to provide assistance to our managers and 
supervisors. Managers and supervisors have been given more authority to make personnel decisions, 
but have fewer resources upon which to draw for advice and guidance. The Department's Human 
Capital Accountability Program focuses significant attention on how human capital decisions are 
made. To that end, it is critical that we continuously remind ourselves about the merit system 
principles and prohibited personnel practices. 


The Merit System Principles can be described as the core values that should be expressed in every 
human resources decision. There are nine Merit System Principles, which can be found in Section 
230l(b) of title 5, U.S.C. These Merit System Principles provide guidance on how managers and 
supervisors should manage our human resources and how human resources staff should provide 
oversight of our core values. These nine principles are the expected outcomes of good management. 
Please see the attached list of Merit System Principles that have been adapted by OPM. 


There are twelve Prohibited Personnel Practices that can be found in Section 2302 (b) of title 5, U.S.c. 
Please see the attached adapted version of Prohibited Personnel Practices. These practices are those 
actions that should never occur as they are the results or outcomes of poor management practices. 
However, Prohibited Personnel Practices can and often do occur unintentionally. They can happen 
when managers and supervisors make decisions without exploring all the possible avenues that can be 
used to solve a human resources-related problem or address a concern. Unfortunately, ignorance and 
good intentions are not excuses for acting against the law. 


As human resources officers and staff members, we all serve as guardians over the core values of the 
merit system. Be mindful of all of these principles as you advise managers and supervisors. Failure to 
uphold the merit principles will derogate our civil service and may lead to individual punitive actions. 


Should you desire to learn more about the Merit System Principles, OPM has developed a free one-
hour online course through GoLearn (www.t!olearn.t!ov). 


Attachment 







MERIT SYSTEM PRINCIPLES
 


Adapted from § 2301 (b) of title 5 D.S.C.
 


I. Recruit, select, and advance on merit after fair and open competition. 
2. Treat employees and applicants fairly and equitably. 
3. Provide equal pay for equal work and reward excellent performance. 
4. Maintain high standards of integrity, conduct, and concern for the public interest. 
5. Manage employees efficiently and effectively. 
6. Retain or separate employees on the basis of their performance. 
7. Educate and train employees if it will result in better organizational or individual performance. 
8. Protect employees from improper political influence. 
9. Protect employees against reprisal for the lawful disclosure of information in "whistleblower" 
situations. 


PROHIBITED PERSONNEL PRACTICES
 
Adapted from § 2302 (b) of title 5 D.S.C.
 


I. Illegally discriminate for or against any employee/applicant. 
2. Solicit or consider improper employment recommendations. 
3. Coerce an employee's political activity. 
4. Obstruct a person's right to compete for employment. 
5. Influence any person to withdraw from competition for a position. 
6. Give unauthorized preference or improper advantage. 
7. Employ or promote a relative. 
8. Retaliate against a whistleblower, whether an employee or applicant. 
9. Retaliate against employees or applicants for filing an appeal. 
10. Unlawfully discriminate for off duty conduct. 
II. Knowingly violate veterans' preference requirements. 
12. Violate any law, rule, or regulation which implements or directly concerns the merit principles. 










LINKING CAREER FIELD ROADMAPS TO IDENTIFYING TRAINING REQUIREMENTS



Purpose:  Provide guidance on linking career field roadmaps to the identification of training requirements.  The goal is translate the language of actions and inputs of career field roadmaps to the language of training and development, which will enable training program managers to identify occupational/functional training requirements.



Step 1 – Identifying Areas for Training and Development:



During this phase you need to focus on the functions the organization must perform.  You will need to perform both an environmental scanning and organizational analysis.  An environmental scanning is the process of examining external trends to obtain a better understanding of what is happening in the environment the organization operates.  An organizational analysis should include such internal factors such as strategic objectives, business functions and technology.  The goal is identify critical occupations/functions.



Consider:



1. What work is vital to the success of the organization accomplishing its mission?

1. What product (s) or service (s) does the organization provide?

1. Will the organization remain stable or is there growth, downsizing or reorganizations planned?

1. What new technology/processes are planned and when will they come on line?

1. Are modernization initiatives planned? Will they create major changes or just minor modifications in the way the organization does business?

1. Are there any current and/or anticipated regulations or laws that may impact the organization?



Step 2 – Identify Relevant Roadmaps



During this phase of the process you will be gathering the amount and kind of data that management needs to make a well informed decision about workforce training and development. When identifying and collecting data, a key question is “What data do agency decision makers need in order to make informed decisions regarding prioritizing needs and spending?”



Consider:



1. Identifying roadmaps that are relevant to the role/mission of the organization

1. Once the relevant roadmap and/or sets of roadmaps have been identified systematically go through the list of items identified on the roadmaps.  Using them as a checklist to select those items that are relevant to the critical occupations/functions identified in step 1. 





Step 3 – Assessing Competence



During this phase of the process you will be focusing on the specifics of the existing working force and projecting future workforce needs. It may be beneficial to break the analysis by occupational/functional group.  This step may provide one of the greatest benefits to the organization because it offers management an opportunity to re-examine long-standing assumptions about the workforce.  Occupations should be viewed within the context of the strategic goals of the organization in order to ensure growth within established roadmaps. 



Consider:



1. What competencies and characteristics are required for occupational groups critical to accomplishing the job and/or organizational mission?  

1. Focusing on the specific knowledge, skills, and abilities required by each mission critical occupational/functional group (s)  

1. Level of performance required

1. Products or services resulting from the work

1. Equipment, materials and tools used in performing the work



Step 4 – Gap Analysis



During this phase of the process you will be comparing information identified on the roadmaps to identify the gaps in the current workforce occupational/functional competencies and the competency sets required by the future workforce.  Gap analysis identifies situations in which the number of personnel or competencies in the current and future workforce will not meet the identified mission requirements.  You will need to explore the differences between required and current performance levels.  Additionally, you need to focus on occupational groups affected by organizational performance issues and opportunities for change and innovation. 



Consider:



1. What should people know and do to be successful?

1. What are employee’s present skills, knowledge, and abilities related to identified career field roadmaps?

1. What are the specific skills, knowledge, and abilities required by affected occupational groups to move toward a new direction (s)?

1. What mission critical occupations will be affected?

1. Problems or weaknesses in the organization that need to be strengthened.

1. Identifying discrepancies or gaps.

1. If there is a discrepancy or gap, what is the cause?

1. How might the discrepancy or gap be closed?







Step 5 – Building a Business Case



During this phase of the process you will be building a business case for your requirements using information identified in steps 1-4.  You will need to project costs and benefits to the Air Force for its training investment.  The process results are inputs to the budgetary formulation and resource allocation decisions.  You will need to address the cost of not training the workforce by identifying how your people, products, and services will be impacted if the required training is not funded. 





Consider:



1. Are the projected benefits consistent with the strategic plan of the organization?

2. What is the value added from closing the competency gap?

3. What are the consequences if training did not occur?

4. Do the potential benefits outweigh the costs?

5. What command/program requirements will not be met?



The following questions might also be helpful in building your business case.



1. What is the discrepancy?

2. What is the difference between what is being done and what is expected?

3. What is the evidence?

4. How reliable is the evidence

5. Is the discrepancy important? Why?
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DEPARTMENT OF THE AIR FORCE 
86TH AIRLIFT WING (USAFE) 


 


 


 


 
MEMORANDUM FOR  ALL RAMSTEIN AIR BASE COMPUTER USERS 


 


FROM:  86 AW/CC 


 


SUBJECT:  Policy on Use of External USB Memory Devices 


 


1.  Due to increased availability and affordability, the use of external USB memory devices has increased 


dramatically.  These devices include external hard drives, memory sticks, thumb drives, smart phones, MP3/4 


players, digital cameras, and any other USB devices capable of storing information.  These devices pose serious 


information assurance security risks such as exposing the Ramstein Enterprise Network to possible damage or the 


theft or accidental release of sensitive information by circumvention of network perimeter defenses. 


 


2.  Connection of any external USB memory device to Ramstein AB computer systems is hereby prohibited unless 


the particular device has been specifically approved by the unit Information Assurance Officer.  Furthermore, 


approved devices may only be attached to Ramstein AB computer systems by individual users who have been 


approved by their commander to connect external USB memory devices.  These restrictions apply to all Ramstein 


AB computer systems regardless of whether or not the computer system is connected to the Ramstein Enterprise 


Network and regardless of where the computer system is physically located.   


 


3.  I direct all Ramstein AB computer system users to refrain from using any external USB memory devices on 


Ramstein AB computer systems until further notice except where authorized in accordance with paragraph 2 above.  


I have directed the 86th Communication Squadron to monitor compliance with this order by actively scanning the 


network for unauthorized USB memory devices.  When an unauthorized USB memory device is connected, the 


computer records the USB memory device’s serial number and tracks what user was logged in to that computer at 


that time. 


 


4.  Users who violate this policy: (1) will be reported to the 86 AW/CC, (2) will have their network account 


temporarily disabled, (3) will re-accomplish annual Information Assurance training, (4) will have the first O-6 in 


their chain of command report to 86 AW/CC a synopsis of corrective actions in order to have network access 


restored, (5) and, if currently approved for use of approved USB devices, will have USB device privileges 


suspended for a 6 month period.  I expect commanders to take appropriate administrative or punitive action against 


those who disobey this order.     


 


5.  This policy memorandum supersedes my previous policy memorandum with subject “Prohibition on Use of Flash 


Media Devices” dated 10 March 2010.  Please direct questions concerning this matter to the 86th Communication 


Squadron at DSN 480-3438. 


 


5/11/2011


X


 
MARK C. DILLON 


                                   Brigadier General, USAF 


                                       Commander 
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TITLE DESCRIPTION
1. Career Ladder A position that is filled at the entry level that allows an employee to develop through training to the full performance level.
2. Change To Lower Grade Permanent assignment at a lower level. Competition may be required if the position has promotion potential to a higher level.
3. Detail Temporary assignment to a position at the same grade with no greater promotion potential with no change in pay or requirement to 


be qualified. Done in 120 increments up to 1 year.
4. Modification to 
Qualification Standards


Experience requirements may be modified for certain noncompetitive actions such as reassignments and changes-to-lower grade. 
This flexibility allows managers to select candidates who clearly show the capability to perform the major task requirements of the 
position based on closely related experience. Requirements for education, professional certifications and licenses may not be waived.


5. Noncompetitive 
Promotion


An employee who has previously held a position on a permanent basis under career or career-conditional appointment at or above 
the full performance level of the position to be filled may be noncompetitively selected. 


6. Merit Promotion Placement, promotion, transfer, reassignment, and other  movement of competitive service employees.
7. Promotion Temporary, term, or permanent assignment to a position at a higher level. Competitive temporary promotions may be made w/o 


competition up to 120 days in a 12 month period.
8. Reassignment Assignment to a position at the same grade. Competition may be required for reassignment if it is > 120 days in a 12 month period 


and has promotion potential to a higher level.
9. Transfer Movement to your organization to/from another DoD or federal agency (e.g., Navy to DLA, Army to EPA).


TITLE DESCRIPTION
10. 30% or More Disabled 
Veterans


Veterans who have a current notice of a Service-connected compensatable disability of 30% or more from the Veterans 
Administration may be appointed at any level and without competition. The disabled veteran is appointed to a temporary position 
lasting longer than 60 days or to a term position. The employee may then be converted w/o competition to a career or career 
conditional appointment during his or her temporary or term appointment.


11. Direct Hire Option 
Under the DoD FY09 
Appropriation Act


Medical Occupations covered under this option are Physicians, Dentists, Podiatrists, Optometrists, Nurses, Physicians Assistants, 
Expanded-Function Dental Auxiliaries, Chiropractors, Pharmacists, Audiologists, Psychologists, Social Workers, Orthotists, 
Prothetists, Occupational Therapists, Physical Therapists, Rehabilitation Therapists, Respiratory Therapists, Speech Pathologists, 
Dieticians, Nutritionists, Industrial Hygienists, Psychology Technicians, Social Services Assistants, Practical Nurses, Nursing 
Assistants, and Dental Hygienists.


12. Experts and 
Consultants


May be appointed to perform work that is temporary or intermittent. Appointments may be made for a maximum of two years. An 
expert is someone who is specially qualified by education and experience to perform difficult and challenging tasks beyond the usual 
range of achievement of competent persons in that field. A consultant is a person who can provide valuable and pertinent advice 
drawn from a high degree of broad administrative, professional, or technical knowledge or expertise.


13. Former Overseas 
Employees


In order to be eligible, the employee must be a family member accompanying a sponsor officially assigned to an overseas area who 
had at least 52 weeks of at least fully successful service in an appropriated fund position. Eligibility is limited to three years following 
the date of return from overseas to the U.S. to resume residence.


14. Former Peace Corps 
Staff


Agencies may noncompetitively appoint an individual who has completed at least 36 months of continuous, satisfactory service with 
the Peace Corps (as a staff member, not volunteer).  The individual must have a certification from the Director of the Peace Corps 
that his/her service was satisfactory, and be appointed by the agency within three years after separation from the Peace Corps. 


NONCOMPETITIVE APPOINTMENTS


INTERNAL HIRING OPTIONS
TOP DOD HIRING OPTIONS AND APPOINTMENT AUTHORITIES (non-inclusive)







15. Former Peace Corps 
VISTA/Volunteers


Individuals who have satisfactorily served in the Peace Corps as a volunteer may be noncompetitively appointed to the Federal 
service within a one year period after completing his/her volunteer service.  The one year period may be extended up to two more 
years for limited reasons.


16. Governmentwide 
Critical Hiring Need


Information Technology Management (Info Security) GS-2210 Positions at or above the GS-9 level in support to carry out the 
requirements of the Government Information Security Reform Act and the Federal Information Security Management Act.


17. Governmentwide 
Severe Shortage of 
Candidates


Medical Occupations covered under this option are Diagnostic Radiologic Technologist, GS-648; Medical Officer, GS-602; Nurse, GS-
610 and GS-620; and Pharmacist, GS-660.


18. National Defense 
Science and Engineering 
Graduate Fellowship 


For individuals pursuing PhDs in 15 STEM disciplines, this authority creates the availability of research positions in DoD. More 
information can be found at http://ndseg.asee.org.


19. National Security 
Education Program (NSEP)


This program, born out of post-mortem analysis from Desert Storm, was designed to represent a post-Cold War investment in vital 
expertise in languages and cultures critical to U.S. national security. The purpose of the NSEP is to enhance the national security of 
the U.S. by increasing our national capacity to deal effectively with foreign cultures and languages. Boren Scholarships and 
Fellowships provide unique funding opportunities for U.S. undergraduate and graduate students to add an important international and 
language component to their educations. The focus is on geographic areas, languages, and fields of study that are critical to U.S. 
national security, broadly defined, and underrepresented in study abroad.  The program also offers non-competitive eligibility for 
conversion to a permanent position upon successful completion of the academic program.  In 2010, 137 Boren Scholarships were 
awarded. 


20. Noncompetitive 
Appointment of Certain 
Military Spouses


A military spouse may be noncompetitively appointed to a temporary, term, or permanent position providing he or she meets certain 
eligibility criteria. Eligibility is limited to a maximum of two years from the date of documented eligibility and to the geographical area 
indicated on the servicemember's PCS orders. However, the geographic restriction does not apply to unmarried widows/widowers. 
Additionally, the spouse must have been married to the servicemember at the time the servicemember received their orders to 
relocate, became 100% disabled, or was killed.


21. Operation Warfighter Coordinates temporary assignment/internship program for Service members that are being treated in medical facilities in the National 
Capital Region. Operation Warfighter is designed to provide recuperating service members w/ meaningful activity that assists in their 
wellness and offers a formal means of transition back to the military or civilian workforce. The average length of an assignment is 3 
months at 20 hours per week. There is no promise of permanent employment w/ an agency upon the completion of an OWF 
assignment.


22. People w/ Disabilities 
Employment Program


May be hired through the traditional competitive hiring process or, if they qualify, noncompetitively through the use of excepted 
service appointing options. Candidates must be fully qualified and be able to perform the essential functions of the position with or 
without reasonable accommodation.


23. Presidential 
Management Fellows (PMF) 
Program


An Office of Personnel Management administered program that recruits outstanding graduate students (Master’s and doctoral-level) 
from a wide variety of academic disciplines who have an interest in and commitment to a career in the analysis and management of 
public policies and programs.  Agencies may appoint Presidential Management Fellows at the GS-9, GS-11 or GS-12 level (or 
equivalent).  


24. Re-Employed 
Annuitants


An annuitant under either the Civil Service Retirement System (CSRS) or Federal Employees Retirement System (FERS) may be 
employed in any position for which he or she is qualified. With prior approval, re-employed annuitants may be hired on a temporary or 
indefinite basis. In some situations, an annuitant whose retirement was not based upon disability will continue to receive his or her full 
retirement annuity and salary during re-employment. Some restrictions apply to rehiring civilian employees who received DoD 
separation incentives.







25. Reinstatement Eligibles Re-employment of former federal government employees may be noncompetitively placed in positions at grades or pay bands equal 
to or lower than the grade or pay band previously held. Reinstatement eligibles may also compete with merit promotion candidates for 
positions at higher grades or pay bands than they previously held.


26. Schedule A Cyber 
Security Hiring Authority


This hiring authority is for GS-9-15 positions – to include the following: security, intel, computer analyst, electronics engineers, 
operations research, computer scientists, criminal investigators, telecommunications specialists, and IT specialists. This authority is 
set to expire on December 31, 2012.


27. Schedule C Political 
Appointees


Upon specific authorization by the Office of Personnel Management, agencies may appoint individuals to positions of confidential or 
policy-determining nature. These positions are excepted from the competitive service.


28. Science, Mathematics 
And Research for 
Transformation (SMART) 
Scholarship for Service 
Program


This program has been established by the Department of Defense (DoD) to support undergraduate and graduate students pursuing 
degrees in Science, Technology, Engineering and Mathematics (STEM) disciplines.  In FY 2010, 700 scholarships were funded as of 
December 31, 2010.  This program offers non-competitive eligibility for conversion to a permanent position upon successful 
completion of the academic program.


29. Veterans' Recruitment 
Appointment (VRA)


A special option by which agencies can appoint an eligible veteran w/o competition. The candidate does not have to be on a list of 
eligibles but must meet the basic qualification requirements for the position. The VRA is an excepted appointment to a competitive 
position up to the GS-11 level or equivalent. After two years of satisfactory service, the veteran is converted to a career-conditional 
appointment.


30. Workforce Recruitment 
Program (WRP)


The WRP is a recruitment and referral program that connects federal sector employers nationwide with highly motivated 
postsecondary students and recent graduates w/ disabilities who are eager to prove their abilities in the workplace through summer 
or permanent jobs. Annually, trained WRP recruiters from federal agencies conduct personal interviews w/ interested students on 
college and university campuses across the country. Students represent all majors, and range from college freshmen to graduate 
students and law students. Information from these student interviews is compiled in a searchable database that is available through 
this website to federal HR Specialists, Equal Employment Opportunity Specialists, and other hiring officials in federal agencies. 
Employers in the federal government can request a password on https://wrp.gov/ to gain access to the database. This can be used to 
hire students under STEP and SCEP.


31. Wounded Warriors May be appointed under the provisions of the 30% or more Disabled Veterans, VEOA, VRA, or people with disabilities.


TITLE DESCRIPTION
32. Administrative Careers 
with America (ACWA) 
Option


Recruitment source or examination program available through OPM. Program provides for entry-level hiring at the GS-5 and GS-7 
level and can only be used for specific series and job titles.


33. Delegated Examining Allows you to fill temporary, term, or permanent vacancies where the source of applicants is generally candidates who are non-
federal or not appointable under any other method. Candidates are certified in score order or by category, with veterans receiving 
additional points. Generally, a veteran with the same or higher score of a nonveteran or in the same category as a nonveteran must 
be selected over a nonveteran.


34. Expedited Hiring Option Acquisition Positions - These are at GS-09 through GS-15 and comparable levels in the following Defense Acquisition Workforce 
Improvement Act (DAWIA) career fields: Auditing (AUD); Business, Cost Estimating, Financial Management (BCEFM); Contracting 
(CON); Facilities Engineering (FE); Information Technology (IT); Life Cycle Logistics (LCL); Production, Quality and Manufacturing 
(PQM); Program Management (PM); Quality Control and Assurance (QA); Science and Technology Management (S&T); System 
Planning, Research, Development, Engineering and Testing (SPRDE); and Test and Evaluation (T&E).


EXTERNAL COMPETITIVE APPOINTMENTS







35. Information Assurance 
Scholarship Program


c. Under this program, the DoD is working with universities across the country, known as National Centers of Academic Excellence in 
Information Assurance, often referred to as CAEs, to develop and expand IA–related curricula and to offer programs of study for 
future IA professionals at the undergraduate and graduate level. Eligibility for this program requires current enrollment at, or accepted 
for enrollment, at a National CAE; or enrolled at an institution selected by a CAE as a collaborative partner for these purposes; pursuit 
of a course of study and/or have a declared major with an IA concentration in one of the scientific, technical or managerial disciplines 
related to computer and network security; and for graduate applicants, they must be eligible to begin the first or second year of a 
master’s degree program; pursue doctoral studies; or complete a graduate IA certificate program. GPA must be at least 3.5 on a 4.0 
scale (or an analogous rank based on a comparable scale).  The program leads to non-competitive eligibility for appointment 
following successful completion of a National CAE Education or Research.  For FY-2010, 452 DoD IASP awards were provided—292 
recruitment scholarships and 160 retention scholarships.


36. Interchange 
Agreements


Agreements exist between agencies to allow employees to move from the excepted service to the competitive service. Interchange 
agreements exist with: Certain Foreign Service employees; Postal Career Service employees; Administrative Office of the US Court 
employees; DoD Non-Appropriated Fund; DHS, TSA (expires 1/31/13); Veterans Health Administration of the Dept of VA; FAA 
(expires 12/31/11); Tennessee Valley Authority; Nuclear Regulatory Commission; Corp for National and Community Service (expires 
7/28/12).


37. Office of Personnel 
Management (OPM) Shared 
Case Examining


Services provided by OPM, paid for by the manager, and used to fill temporary, term, or permanent positions through vacancy 
announcements which are open the general public.


38. Science and 
Technology Reinvention 
Laboratories (STRL)


Received through legislation in NDAA 2009, section 1108 as amended by NDAA 2011, section 1101, this is a direct hire authority for 
candidates possessing advanced degrees to scientific and engineering positions.  This direct hire authority provides that the authority 
may be exercised in a calendar year for a number of candidates not exceeding 5% of the number of filled scientific and engineering 
positions at the end of the fiscal year prior to the start of such calendar year.  (NOTE:  We are working on number of hires made.)


39. Senior Executive 
Service


Agency heads are authorized to establish Senior Executive Service (SES) positions within the number of slots and appointment 
authorities by the Office of Personnel Management.
Types of Senior Executive Service Appointments
Career: An individual whose appointment is based on approval by the Office of Personnel Management.
Limited Term: An individual appointed under a nonrenewable appointment for a term of 3 years or less.
Limited Emergency: An individual appointed under a nonrenewable appointment, not to exceed 18 months, to meet a bona fide, 
unanticipated, urgent need.
Non-career: An individual who is not a career appointee, a limited term appointee, or a limited emergency appointee.
Scientific or Professional: Scientific or Professional (ST) positions are classified above the GS-15 level and involve high-level 
research and development in the physical, biological, medical, or engineering sciences, or a closely-related field.
Senior Biomedical Research Service: The Senior Biomedical Research Service (SBRS) was created for scientists actively 
engaged in peer-reviewed, original, biomedical research, and who are considered by their peers to be outstanding in his/her work.
Senior Level: Senior Level (SL) positions were established by the Federal Employee Pay Comparability Act of 1990 to replace GS-
16, 17, and 18 of the General Schedule. Examples of Senior Level positions may include a high level special assistant or a senior 
attorney in a highly specialist field who is not a manager, supervisor, or policy advisor.


40. Spouse of Relocating 
DoD Civilian


May apply to vacancy announcements regardless of the Area of Consideration, during the 30 days preceding through the six months 
following his or her sponsor's relocation to the continuing area.







41. Student Career 
Experience Program 
(SCEP)


SCEP is available to all levels of students: high school, vocational, technical, associate degree, baccalaureate degree, graduate 
degree, and professional degree students. The program offers students valuable work experience directly related to his/her academic 
field of study. Students are potentially entitled to federal benefits and may be noncompetitively converted to a career, career 
conditional, or term appointment following completion of their academic work and work experience requirements (at least 640 hours 
of work experience).


42. Student Temporary 
Employment Program 
(STEP)


SCEP is available to all levels of students: high school, vocational, technical, associate degree, baccalaureate degree, graduate 
degree, and professional degree students. Provides temporary flexibility to appoint students (up to one year) to jobs that may or may 
not be related to the student's academic field. Appointments may be extended in one year increments as long as the individual meets 
the definition of a student.


43. Temporary 
Appointment


Usually for meeting a temporary workload peak, completing a project, or meeting a staffing need that is going to be terminated by 
contracting out or abolishment. Temporary appointments extended beyond a total of two years must be approved by OPM.


44. Term Appointment Work of a project nature, where there is uncertainty of future funding, or where a function is scheduled for contracting out or 
abolishment. An individual may be hired to perform work that is expected to last for more than one year, but no longer than four years 
(under GS and FWS).


45. Veterans' Employment 
Opportunity Act (VEOA)


Allows eligible veterans to compete for certain vacancies under merit promotion procedures when vacancies are open to status 
candidates outside of DoD. Veterans who are selected may be appointed at any level and are given career conditional appointments 
in the competitive Service.
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Salary information can be obtained from the Civilian Personnel Management Service (CPMS) Field Advisory Services (FAS) site at 
http://www.cpms.osd.mil/fas/classification/pay_pay_tables.aspx
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