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	NSPS Transition Managers’ 
Pay Pool Bulletin 07-10:

Movements between Pay Pools
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	Overview
	Employee movements between pay pools occurring after the end of the rating cycle but before the payout need to be tracked carefully.  Pay pool administrators need to keep track of employees who are leaving their organization during this period for another organization with a different pay pool (and different PRA).   


	Basic rules
	The two basic rules:
· The employee's actual location as of the last day of the rating cycle (either 30 Sep or 31 Oct) will govern which pay pool his/her rating is reconciled in.  

· The employee's actual location as of 6 Jan will govern which pay pool pays the employee.

This is based on the NSPS Implementing Issuances, SC1940.AP1.9:    
“Employees who change jobs after the last day of the appraisal period and before the effective date of the payout. Employees who are eligible for a recommended rating of record and who change jobs so that they fall under the authority of a different PRA shall be evaluated and assigned a rating of record by the rating official, pay pool panel and pay pool manager of record on the last day (normally September 30) of the appraisal period. This rating shall be the basis for the payout. The payout will be calculated and paid based on the pay pool funding and share valuation of the gaining pay pool.”


	Same PRA
	One key distinction is whether the new pay pool is part of the same PRA.  If so, the share and payout decisions are made by the losing pay pool.  
Within the CWB, no changes should be made to these employees.  Their CWB record should remain on the extract from the CWB that is uploaded to DCPDS, marked eligible for rating and eligible for payout.  Their payout will be processed with the rest of that pay pool.


	Movement between PRAs
	If the movement is from one PRA to another (or from one component to another), after the end of the rating period, the losing pay pool rates the employee.  The gaining pay pool determines the employee’s payout based upon their share value.  
These employees will (rightfully) have a record in the CWB of the losing pay pool.  They should be marked as eligible for a rating, but not eligible for a payout.  Once the ratings have been finalized, the losing pay pool needs to contact the gaining pay pool and provide the final rating so that the gaining pay pool can do the manual calculations and initiate personnel action(s) for the payout.  


	Calculation example
	An employee whose base salary is $100,000 receives a rating of 4 (based on an average rating of 4.20) from the losing pay pool and provides this information to the gaining pay pool.  
The gaining pay pool assigns the employee 4 shares based on their business rules, and a payout split of 60% to salary and 40% to bonus.  Any control points or other business rules in the gaining pay pool would also apply to that employee.  The gaining pay pool’s share value is 1.2%.  
Payout:

100,000 (base salary) X 4 (shares) X 0.012 (1.2% share value) = $4,800

Salary increase:  

4,800 (payout) X 0.6 (60% payout to salary increase) = $2,880

Bonus:

4,800 (payout) X 0.4 (40% payout to bonus) = $1,920


	Submitting the payout information
	Once the salary increase and bonus have been calculated as above, management should generate and submit two RPAs using the parameters shown below.  In order to meet payout processing deadlines, these RPAs should be submitted by 28 Dec 2007.
Salary Increase:  
Request for Personnel Action ( Salary Change ( Reg WRI / Reg Perf Pay.  
Include the following on the RPA:

Part A


Requesting Office information

Part B, item 1

Employee name

Part B, item 4

Effective date:  6-Jan-2008

Part D


Remarks by Requesting Office (dollar amount of the




salary increase)
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	Submitting the payout information, con’t
	Bonus:  

Request for Personnel Action ( Award / One-Time Payment.  

Include the following on the RPA:

Part A


Requesting Office information

Part B, item 1

Employee name

Part B, item 4

Effective date:  6-Jan-2008
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Award amount (bonus amount)


	Paying the bill
	There are concerns voiced about having to "pay the bill" for an employee moving to a different organization between the end of the rating cycle and the payout date based on a rating given by another organization.  

This may appear odd at first, but, under GS, when you hire someone for your organization late in the year, you expect to pay them the GPI in January.  This is the cost of doing business.  It is not a lot different under NSPS.  The amount of the salary increase may be more or less than the GPI, depending on the rating the employee receives from the losing pay pool.  And remember, the gaining organization’s pay pool rules will govern how many shares and how the payout of that new employee will be split between salary and bonus.  
Some have suggested that money should be transferred from the losing organization to the gaining, but this would quickly get out of hand.  On the one hand the losing organization might be willing to pay the gaining organization for the payout of their departing employee, but chances are the losing organization will in turn be hiring people from other pay pools; would they then be transferring money to you?  Where and when would it stop?  Should the losing organization cover the salary increase for one year?  Two years?  

As we gain experience in NSPS, we will begin to recognize that employee movements during this part of the year are going to come with a payout attached.  It should be gratifying to get a high performer – albeit at a higher cost – since this person presumably will be benefiting the new organization in the future and it vindicates the selection of that person.  


	CPOC instructions
	To calculate the new salary, add the increase to the base salary after the rate range adjustment has been run.  Example:

$101,250 (new salary after rate range adj of 1.25%) + $2,880 = $104,130
Check to make sure this does not exceed the top of the band; adjust downwards if necessary and add the overage to the bonus.  

Include on the RPAs before processing:

Salary Increase:

5A.
NOA code:  891 (Reg Perf Pay)

5C.  
Legal Authority:  Q3A – REG 9901.342(D)(4)
20A.  
Basic Pay – enter the new basic pay amount

Bonus:

5A.
NOA code:  885 (Lump Sum Performance Payment RB-ILPA

5C.
Legal Authority:  V3B – REG 9901.342(D)(4)
20.
Award (bonus) Amount


LeeAnn Eudaily
Acting Program Manager, NSPS

HQDA, Asst G-1 for Civilian Personnel
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