ASSISTANT G-1 (CIVILIAN PERSONNEL POLICY)

CAREER PROGRAM 10 (CP-10)

CIVILIAN HUMAN RESOURCE MANAGEMENT

JOB GRADING 

GUIDANCE & TEMPLATES

1.  BACKGROUND  

The Army transformation of installation management and the Human Resources Integrated Process Team (HR IPT) review decisions (e.g., realignment of CPACs to CPOCMA), prompted the AG-1 (CPP) to require an Army-wide review to assess the impact of these major transfers of functions on CP-10 positions.  This guidance with job-grading templates was developed to ensure Army-wide consistency, classification accuracy and grade alignment of these positions. 

2.  PURPOSE 

This Department of Army supplemental guidance is to be used in the classification of all Army GS-201 CP-10 positions.  It supplements and is to be used in conjunction with the Office of Personnel Management (OPM) Job Family Position Classification Standard (JFS) for Administrative Work in the Human Resources Management Group, GS-0200, Dec. 2000; General Schedule Leader Grade Evaluation Guide (GSLGEG), June 1998; General Schedule Supervisory Guide (GSSG), June 1998; DOD Supplementary Guidance for the GSSG, 

TS-123, April 1993 and all applicable OPM and DOD appeal decisions and opinions.  

This guidance includes job-grading templates (JGT) for typical nonsupervisory, leader and supervisory CP-10 positions.  The templates are intended to match the complexity, scope of responsibilities and intent of the GS-201 JFS, GSLGEG and the GSSG.

3.  DEFINITIONS 

 
All definitions contained in the GSSG and the DOD Supplementary Guidance for the GSSG, are applicable to this supplemental guidance.

4.  NONSUPERVISORY POSITIONS

The JFS for Administrative Work in the Human Resources Management Group,

 Human Resources Management, GS-201 is to be used in classifying all nonsupervisory work in the GS-201 series.  The following chart illustrates typical factor level patterns for nonsupervisory positions at different levels in the Army Civilian Human Resources Management (CHRM) hierarchy.



Factor 1, Knowledge Required by the Position.  Factor Level 1-8 (1550 Points) requires a mastery of advanced HRM principles, concepts, regulations, and practices, analytical methods and techniques, and seasoned consultative skill sufficient to resolve HRM problems not susceptible to treatment by standard methods.  Within Army, work at this level involves highly complex Army-wide or equivalent issues and is typically found in staff positions at Headquarters, Department of the Army (HQDA), Major Army Commands (MACOMs) and other very large/complex Major Subordinate Commands (MSCs), Direct Reporting Units (DRUs) and Field Operating Activities (FOAs).  

The criteria for Large/Complex Multimission Military Installations, as defined in the GSSG and DOD Supplemental guidance for the GSSG, are to be used in conjunction with the JGT 1 for defining Large/Complex Organizations requisite for crediting factor levels annotated with a double asterisk (**).  Staff level positions meeting these levels are found in organizations of comparable magnitude.

5. TEAM LEADER POSITIONS (TWO GRADE INTERVAL)

Part II of the GSLGEG is to be used for classifying CP-10 two-grade interval team leader positions.  In order to meet the coverage of this guide the primary purpose of the position must be to lead a team; team leader duties must be regular and recurring; and team leader positions must lead a team of other General Schedule (GS) employees in accomplishing two-grade interval work at the GS-09 level and above at least 25% of their duty time.  The following chart illustrates typical base and grade level patterns for team leader positions at different levels in the Army CHRM hierarchy.




  Within Army, it has been determined a team leader must lead 3 or more two-grade interval positions at the GS-09 level and above in order to meet the “25% of their duty time” requirement.

The criteria for Large/Complex Multimission Military Installations, as defined in the GSSG and DOD Supplemental guidance for the GSSG, are to be used in conjunction with the JGT 2 for defining Large/Complex Organizations required for classification at grade levels annotated with a double asterisk (**).  MSC, DRU and FOA staff level positions meeting these levels are found in organizations of comparable magnitude.

Other supplemental guidance to be used in classifying two-grade interval team leader positions is the Department of Defense (DoD) Civilian Personnel Management Service (CPMS), Field Advisory Services (FAS) Classification Appeals Adjudication Section, Adjudicators Guide for Applying Part II of the General Schedule Leader Grade Evaluation Guide, June 1998.  (See also OPM Digest of Significant Class Decisions & Opinions, December 2001, Article No. 27-06).

6.  SUPERVISORY POSITIONS


The GSSG and the DOD Supplementary Guidance for the GSSG, is to be used in classifying all supervisory positions engaged in staff level work in the GS-201 series.  The following charts illustrate typical factor level patterns for supervisory positions at different levels in the Army CHRM hierarchy (staff and operations).


Factor 1 – Program Scope and Effect.  Factor Level 1-4 is credited when the work of the organization involves the development of major aspects of critical agency (Army) programs, i.e., the overall policies, goals and objectives, program plans, and directives; and the work impacts an agency’s headquarters operations or most of an agency’s entire field establishment.  Within Army, Factor Level 1-4 is not met for CP-10 supervisory positions at echelons below HQDA level. (Reference OPM Digest of Significant Classification Decisions and Opinions, August 1994, No. 19-03). (See also OPM Digest of Significant Classification Decisions and Opinions, August 1994, Article No. 19-05 and October 1997, Article No 20-02).

Factor 4 – Personal Contacts.  Subfactor Level 4A-4 is the highest level described in the GSSG for Subfactor 4A and is reserved for employees who frequently engage in the most difficult and demanding contacts required by supervisory and managerial work.  All of the contacts at Level 4A-4 refer to heads of bureaus and higher level organizations in other Federal agencies.  Within Army, this level of contact for CP-10 positions as a rule would not be met below HQDA level. (Reference OPM Digest of Significant Classification Decisions and Opinions, August 1994, Article No. 19-07).

Subfactor Level 4B-4.  The purpose of Subfactor Level 4B-4 is to influence, motivate, or persuade persons or groups to accept opinions or take actions related to advancing the fundamental goals and objectives of the program or segments directed, or involving the commitment or distribution of major resources, when intense opposition or resistance is encountered due to significant organizational or philosophical conflict, competing objectives, major resource limitations or reduction, or comparable issues.  Within Army, this subfactor level for CP-10 positions also as a rule would not be met at echelons below HQDA level.

Within Army, Factor Levels 1-3, 3-4, 5-8 and 6-6 would only be met at MACOMs, and large/complex MSCs, DRUs and FOAs as defined by the GSSG.


Factor 1 – Program Scope and Effect.  Factor Level 1-3 is to be credited when the personnel services support and directly affect the operations of a MACOM, a large or complex multimission military installation; an organization of similar magnitude, or a group of organizations which, as a whole, are comparable. 

Within Army GS-15 level CPAC supervisory work is found only at the largest most complex Army installations with sufficient staff to support multiple subordinate supervisors/team leaders and reports to a SES or equivalent.  

7.  CPAC SIZING SCALE

Within Army, the following serviced populations will be used to define small, medium and large CPACs (to include NAF and LN employees).  The definition and illustrations of “total serviced or supported employee-equivalent population” in the GSSG and DOD Supplement to the GSSG are to be used in determining serviced population.  “Large” and “complex” as defined in the GSSG are to be used when determining the size and complexity of serviced organizations.  Complex organizations would not be found in a small serviced population.

· Small CPAC = Serviced population of 100 – 1600 (+/- 5%)

· Medium CPAC = Serviced population of 1700 – 3800 (+/- 5%)

· Large CPAC = Serviced population of 4000+

A CPAC must have at least four (4) employees servicing the installation NAF population to establish a separate NAF Team or Branch and must have a NAF serviced population of approximately 350+.

8.  GRADE LEVEL DETERMINATION:

To reach a final grade level determination, apply all criteria in the GS-200 JFS, GSLGEG, and/or GSSG, DOD Supplement to the GSSG, and this supplemental guidance.
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