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i
' CHAPTER 1

GENERAL PROVISIONS

1-1, Purpose, This establishes a local policy for pay setting where adminis-
trative discretion is permitted to ensure consistent local application of pay

setting laws and regulations,

1-2, Applicability, This applies to all civilian employees pald from appro-
priated funds and assigned to activities serviced by the Rock Island Arsenal

(RIA) Directorate of Personnel and Community Activities (SMCRI-PC).

1-3. Responsibilities.

a. The RIA Commander will ensure that a local policy establishes how pay
will be set in instances where administrative discretion is permitted and that
this policy is available for review by affected employees, potential employ-
ees, and supervisors, : .

b, The Classification and Placement Divisilon (SMCRI-PCR), establishes
local pay policy and sets pay in accordance with local policy, regulations,

and pay schedules,

"¢. Managers and supervisors uniformly apply provisions for application
of granting maximum payable rate/highest previous rate,

1-4, Explanation of Terms,

a, Chapge to Lower Grade is the change of an employee, while continuous-
1y employed, to a lower grade when both the old and the new positions are
under the same pay schedule; i.e.,, General schedule or Federal Wage System, or
the change is to a position with a lower representative rate when the new

position is in a different pay schedule,

. b. Conversion Action is movement of an employee to another appointment
in the same agency without a break in service.

c¢. Existing Rate of Pay is the rate recelved immediately before the
effective date of a transfer, promotilon, demotion, reassignment, conversion
action, or within grade increase.

d. Highest Previous Rate is the highest actual basic rate of pay previ-
ously received by an individual while employed in a position in a branch of
the Federal Govérnment, Government Corporation, the United States Postal
Service, the Postal Rate Commission, or the Government of the District of
Columbia, without regard to whether the position was subject to the General
Schedule; or the actual rate of basic pay for the highest grade and step
previously held by an individual while employed in a position subject to the

General Schedule.

1-1
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e. Maximum Payable Rate is the highest rate of pay that may be paid an
employee,

f. New Appointment is the first appointment, regardless of tenure, as an
employee.

g. ZPromotion is the change of an employee while continuously employed,
to a higher grade when both the old and the new positions are under the same
wage or pay schedule, or the change to a position with a higher representative

rate when the new position i1s in a different pay schedule,

h. Rate of Basic Pay (6S) or Schedule Rate of Pay (WG) is the rate of
pay fixed by law or administrative action for the position held by an employee
before any deductions and exclusive of additional pay of any kind; i,e., night
or environmental differential/hazard paY.

i, Reaggignment is the change of an employee, while continuously em-
ployed, from one position to another without promotion or change to lower

grade,

3. Reegglozment includes reinstatement, or any other type of appoint~
ment, after a break in service of at least one full work day,

k. Representative Rate is the rate used to determine the nature of the
job change; i.e., promotion or change to lower grade, where different kinds of
pay schedules are involved, It is the second step of the grade of the Federal
Wage System position and the fourth step of the General Schedule.

l. Grade Retention permits an employee to retain the grade from which
they were involuntarily reduced for two years for pay and benefits purposes.

m. Pay Retention permits an employee to retain, under certain
clrcumstances, a rate of basic pay which is higher than the maximum of the

grade for the position which they occupy.

1-5. QGenseral,

8. Any exceptions to the provisions of this policy mus£ be approved by
SMCRI-PC, fully documented, and made a part of the employee's Official Person-

nel Folder,

b, In all cases where this policy is silent regarding pay setting,
applicable regulations of Department of the Army (DA) and/or the Office of
Personnel Management will be applied; e.g,, Reduction-in-Force (RIF) classifi-

cation actions,

¢, Career (lead in) promotions will be made on the earliest possible
date, When management determines that the employee is able to perform at the
higher level and SMCRI-PCR determines that the employee meets the legal and
regulatory requirements, the employee will be promoted, Inadvertent delay in
initiating or processing the SF 52 (Request for Personnel Action) will not
delay promotion and the promotion will be processed retroactively if neces-

-

sary. "Rettin o (lieol (n o OFA AN - O
4
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CHAPTER 2
DETERMINING RATE OF BASIC PAY
2-1, New Appointment., A new appointment is made at the minimum rate of the
grade to which the employee has been appointed., Exceptions to the foregoing

are defined in FPM 531 S$2-3, FPM Supplement 990-2 Book 531 §2-3, FPM Supple-
ment 531 $8-3, and FPM 338, subchapter 6.

2-2, Conversion Actions and Transfers, The rate of basic pay is determined
by the nature of the employee's movement from one grade to another. If the
employee moves to a higher grade, it is a promotion for pay setting purposes.
If the employee moves to a lower grade, it is a change to lower grade for pay
setting purposes. When movement occurs betwéen pay schedules, representative
rates will be used to determine Lf the change is a promotion or change to
lower grade. The nature of action, "conversion to ..." or "transfer' as
required by FPM Supplement 296-33, does not reflect the type of action; i.e.,
promotion, change to lower grade, or reassignment, upon which local pay set-

ting is determined,

2-3, Maximum Payable Rate Rule for General Schedule Employees,

a, Computation of a General Schedule employee’'s maximum payable rate is
made as follows: : ' '

(1) Compare the employee's highest previous rate (expressed as an
annual rate) with the rates of basic pay in effect at the time the -highest
previous rate was earned for the grade in which pay is currently being fixed,
Identify the lowest step for which the rate of baslc pay was equal to or
greater than the employee's highest previous rate. '

(2) Identify the current rate of basic pay for the step identified
above. This rate Is the maximum rate of basic pay that may be pald the em-

ployee,
b. The following provisions also apply:

(1) Consideration of maximum payable rate is made when setting pay
for transfer, reemployment, reassignment, promotion, or conversion actions.

' (2) When granting benefit of maximum payable rate rule, péy may be
set at any step of the rate range that does not exceed the maximum payable

rate.

(3) A determination must be made by the personnel staffing special-
ist/assistant that the employee's or former employee's qualifications and
known or presumed proficiency justify affording some maximum payable rate
benefit, Additionally, the selecting supervisor must make a determination
that the benefit afforded the employese or former employee based upon maximum

};payable rate does not place the employee at a higher rate of pay than other

’
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employees of equal or superior proficiency serving in similar or identical
positions within the organizational entity,

(4) Determination of highest previous rate:

(a) The highest previous rate is based on a regular tour of duty at
that rate for a continuous period of not less than 120 daye regardless of type

of appointment.

(b) The highest previous rate will not be based upon & temporary
promotion,

(c) The highest previous rate may not be based upon a rate received
for an appointment as an expert or consultant.

(d) The highest previous rate may not be based on a rate received in
a position from which the employee was reassigned or reduced in grade for
failure to satisfactorily complete .a probationary period as a supervisor/

manager,

' (e) A special rate established under 5 USC 5303, or other legal
authority; e.g., engineers, may be used as employee's highest previous rate

upon reassignment to a non-special rate position under the General “§shedule
within the same agency; i.e., Army, provided the special rate of pay is the
employee's current rate of basic pay, SMCRI-PC will approve using the employ-
ee’'s speclal rate as the highest previous rate on a8 case by case basis. The
Justification must show that the need for the services of the employee, and

their contribution to the program, will be greater in the position to which

they are being reassigned. The justification and approval must be documented .

S LA NS

in writing.and.filed with the SF.52 effecting the action. ¢

(f) In the case of an employee who has recelved or is recelving a
special rate established under 5 USC 5303 or other legal authority, who is
placed in a position in which a special rate does not apply, and for whom the
special rate is not used as the highest previous rate; the highest previous
rate will be based on the rate of basic pay for the step in the regular rate
range that corresponds to the employee'’s existing step in the special rate
range for the employee's current grade, For—exampler—Empltoyee—isat~Step 5™
inmthewapeeial”salﬁry”rate“ﬁéhedule:“whiﬁh“corresponds»to«bhe«rate~ofmpay~of~
Stepw@w&nwtheMregularwpayw%chedule;qumployeetsﬂDav~would be~set'at"3t§p“4“in'

the.regular-pay..schedules .=~ -

) (5) "The persodnel staffing specidlist/assistant’ will document ra-
tionale for the pay fixing decision on the SF 52. Rationale should include in
what posltion the highest previous rate was earned, when 1t was earned, the
name of the selecting supervisor who concurred in granting maximum payable
rate benefit, date of the concurrence, and reasons for granting maximum pay-

able rate benefit,

(6) if‘a decision is made to grantvan employee or former employee
maximum payable rate benefit but it is not possible to obtain verification of
the highest previous rate prior to effecting the action, the action may be

2-2
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When either of the apgggwﬁg;;%petweén two‘stggglﬂthemhighgn“gpep will be
,QQLQQLQQ‘g§”§§§fﬁéﬁffatemwapqggbigng““THIE action terminates pay reténtion.
When the ‘existing rate of basic pay exceeds the maximum rate of the new grade,

the employee will continue to receive pay retention.

c. When an employee who is receiving a apgpial rate is promoted, the
special rateé pay &schedule is uséd to determine th

e the two step entitlement. Pay
is then set at the lowest step of the higher grade, but not more than the
maximum step of the higher grade, that exceeds the entitlement on the appro-

pria;e pay schedule,

d., When an employee is promoted from a regular pay schedule to & posi-
tion ‘covered by a special pay schedule, the regular pay schedule is used to
determine the two step entitlement., The lowest step of the higher grade, but
not more than the maximum step of the higher grade, that exceeds the entitle-
ment on the regular pay schedule is determined, Pay 1s then set at that same

‘higher grade step on the special pay schedule.

2-7. Determination of Nature of Job Change Involving Different Wage/Pay
Schedules or Wage Areas, To determine the nature of & job change; i.e.,
promotion, reassignment, or change to lower grade, between different pay
schedules or different wage areas, a comparison is made of representative
rates for the jobs or grades between which the employee is being changed. The
nature of the job change is not to be confused with the nature of action
definitions in FPM Supplement 296-33., When the change is between different
wage areas, all determinations concerning representative rates are based on
the schedule rates for the jobs/grades involved which are in effect on the
date of the change in the local wage area to which the employee is being

changed,
2-8. Promotion Within the Federal Wage System,

a, Upon promotion, an employee is entitled to be paid at the lowest
scheduled rate of the grade to which promoted which exceeds their existing
scheduled rate of pay by at least 4 percent of the representative rate of the
grade from which promoted, This rule also applies to an employee promoted
from a single-rate job under a special schedule to a multi-raté job under the’
regular schedule. If benefit of highest previous rate is higher, it may be

afforded as specified in paragraph 2-4 above.

b. If, upon promotion, there is no rate of the grade to which promoted
which meets the above requirement, the employee shall be paid:

(1) The maximum scheduled rate of the grade to which promoted,

(2) Their existing scheduled rate of pay, if that rate is the higher. - -

This rule also applies to promotions from a multi-rate Jjob under the regular
schedule to a single-rate job under a special schedule, including promotions

into an apprentice or shop trainee program.

2-4
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'processed at the minimum step of the grade with a provision for upward adjust-
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ment upon receipt of verification, SF 50 (Notification of Personnel Action)
will be documented to reflect the provision for retroactive pay adjustment.

(7) When a decision is made that maximum payable rate was considered
but not granted, or not granted to the maximum benefit, the employee will be
informed of the reasons and the SF 52 will be documented to show that consid-
eration was given but not granted/fully granted and the reasons for any action

taken.

L 2~4, Apglication of Highest Previous Rate Rule ig; Fedaral Wage System Posi-

tions.

a. Consideration of highest previous rate will be made whenever trans-
fer, reemployment, reassignment, promotion, or conversion actions occur.
Computation of highest previous rate for application to Federal Wage System

positions will be as follows:

(1) If the highest previous rate was earned in a Federal Wage System
position, it is the current rate of the grade and step of the former job on
the same type of wage schedule in the wage area in which employee is being
employed, or the actual earned rate, whichever is higher.

1]
v

(2) If the employee's former scheduled rate was earned on a General
Schedule or other statutory pay schedule job, the highest previeus rate is the
current statutory rate for the same grade and step rate of the schedules,

(3) If the maximum benefit of highest previous rate is granted and
such rate falls between two steps of the new grade, the pay will be set to the

_higher step,
b, The provisions of paragraph 2-3b (1) through (7) above also-apply.

2~-5, Reemployment, When an emplo&ee is reemployed, the pay is set at the
minimum rate of the grade or at the appropriate step based on consideration of

maximum payable rate/highest previous rate benefit.

2-6., Promotion Within the General Schedules.

a&. Upon promotion the employee is entitled to basic pay at the lowest
step, but not more than the maximum step, of the higher grade that exceeds
thelr existing rate of basic pay by not less than two step increasés of the
existing grade, If benefit of maximum payable rate is‘'higher, it may be

afforded in accordance with paragraph 2-3 above,

b. An employee on pay retention is entitled to have the greater benefit
of: T T

(1) Two steps above the step 10 of the position from which promoted.

(2) The exlsting rate of basic pay.
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¢. VWhen a promotion is to a posltion in a different wage area, the
employee's pay entitlement will be determined as if there were two pay ac-
tions; i.e,, a promotion and & reassignment, and be processed in the order
which gives the employee the maximum benefit., In other’ words, the employee's
pay entitlement shall be determined as if the employee were promoted under the
old wage schedule and then reassigned to the new wage area or reassigned to
the new wage area under the new wage schedule and then promoted under the new

schedule, whichever provides the greater benefit,

2-9, Reassignment Within the Same Pay System, When an employee is reas--

slgned, the pay 1is set at the same step from which reassigned. If benefit of
maximum payable rate/highest previous rate rule is higher, it may be afforded
as speclfied in paragraph 2-3 for General Schedule employees and paragraph 2-4

for Federal Wage System.employees,

2-10. GChange to Lower Grade,

. a, When an employee 1s changed to lower grade to a position with known
promotion potential, but where pay retention is not authorized, pay will be
gset which, upon repromotion (as socn as merit promotion rules allow), will
place the employee in the rate which they would have attained had they
remained in that grade. Beneflt of maximum payable rate rule/highest previous
rate, if that rate is higher, will not be applied.

b. When an employee ls changed to lower grade to a full performance
position (no known promotion potential) the basic rate of pay will be set at
the maximum rate that does not exceed their existing rate of pay. Benefit of
maximum payable rate rule/highest previous rate, i1f that rate is higher, will

not be applied.

¢, When an employee is changed to lower grade where pay retention is
authorized and pay can be set within the step range of the lower grade, pay
will be set to the higher rate if the.existing rate of pay falls between two
steps of the lower grade, This is an exception to the rules discussed above,

d, When an employee is changed to lower grade for failure to satisfacto-
rily complete a supervisory/managerial probationary period, pay will be set at
that rate which they would have attained had they remained at the lower grade,

2-11. Promotion From Federal Wage System to General Schedule, Rate of basic
pay will be set at the minimum step of the new grade that exceeds the employ-
ee's current rate of basic pay. If benefit of maximum payable rate is higher,
it may be afforded in accordance with paragraph 2~3 above,

2-12, Promotion From General Schedule to Federal Wage System,

a. Rate of baslc pay will be set at a step in the Federal Wage System
that exceeds their existing scheduled rate of pay by at least 4 percent of the
representative rate (GS grade, step 4) of the grade from which promoted, If
benefit of highest previous rate is higher, it may be afforded as specified in
paragraph 2-4 above. If the rate falls between two steps, the higher rate

will be used,.

2-5
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b, If upon promotlon there is no rate of pay in the grade to which
promoted that meets the reéequirement of 4 percent higher than the
representative rate of the grade from which promoted the employee shall be

pald:

(1) The maximum scheduled rate .of the grade to which promoted,

(2) Thelr existing scheduled rate of pay if that rate is higher.

2-13, Resssignment Between Pay Systems,

a., When .an employee is reassigned between pay systems to a position with
no known promotion potential, pay is set at the maximum step that does not
exceed the existing rate of basic pay. If benefit of maximum payable
rate/highest previous rate is higher, it may be afforded ae specified in
paragraphs 2-3 and 2-4 above, as appropriate,

b, VWhen an employee is reassigned to a pesition with known promotion
potential, pay will be set as follows:

(1) If pay retention is authorized, pay will be set at the minimum
step of the new grade that exceeds thelr existing rate of basic pay or that
rate determined if benefit of maximum payable rate/highest previous rate was
granted in accordance with paragraphs 2-3 and 2-4 above. ,

(2) If pay retention is not authorized, pay 1s set at the maximum
step that does not exceed the ekisting rate of basic pay, If benefit of
maximum payable rate is higher, it may be afforded as speclfied in paragraphs
2-3 and 2-4 above,

2-14, Changes Between Pay Systems - Equivalent Increase Determinations,

oy

a., In processing changes between pay systems, a determination should be
made whether the change results in an equivalent increase. If it does not,
the employes’s time since their last equivalent increase 1s credited toward
the waiting period for the next within grade step increase of the new grade.
In some cases, the time since the last equivalent increase will complete the
walting period for the next step in the new grade, In this case, the employ-
ee's pay wlll be advanced one step, granting the within grade increase on the

effective datq of the action.

b, An equivalent increase in the wage schedule is 4 percent of the
representative rate for the grade in which the employee is placed,

¢. An equivalent increase in the General Schedule is the amount of the
within grade increase in the grade which the employee is placed.

2-15, Effects of Temporary Promotion.

a8, When an employee is changed to lower grade following a temporary
promotion, the pay is set at the step from which the employee was promoted,

2-6
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unless the employee became eligible for a within grade increase under the
permanent grade while on temporary promotion. In this case, pay will be sat,
at the step the employee would have earned had they not been temporarily
prompted., Benefit of maximum payable rate/highest previous rate will not be

applied.

b. MWhen an employee’s temporary promotion is made permanent, the pay
will remain the same as that received or to which entitled under the temporary
promotion. There is no provision for adjusting the pay based on a within
grade increase the employee would have earned had they not been temporarily

promoted.

2-16. Sequence of Dual Pay Actions. When two pay actions occur at the same
time, the actions will be processed in the order that gives the employee the

maximum benefit.

2-17. Consideration of Within Grade Step Increase on Pay Action.

a. When processing pay actions, a determination should be made as to
when the employee’s next step in their current grade is due, and if a
reasaonable delay in the effective date would result in a higher rate of pay
for the employee. When a reasonable delay will result in a higher rate of
pay, the gaining supervisor will be asked if they would agree to the delay.

b. The gaining supervisor's decision to delay or not to delay the effec—
tive date of the pay action will be documented on the SF 52 and the employee
will be informed of the reasons for the decision,
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CHAPTER 3

MERIT PAY ACTIONS

3-1. General. SMCRI-PCR determines basic rate of pay for Performance Manage-
ment and Recognition System (PMRS), actions on promotion, reassignment, change
to lower grade, etc, Pay increases resulting from annual performance rating
and comparability increases will be administered by the Technical Services

Division (SMCRI-PCS),

3-2, Maximum Pavable Rate,

8, Computation of maximum rate is made as follows:

(1) Compare the employee’s highest previous rate (expressed as an
annual rate) with the minimum and maximum rates of basic pay in effect at the
time the highest previous rate was earned for the grade in which pay ls cur-

rently being set,

(2) Subtract the minimum rate of the former rate range of the grade
in which pay is currently being set from the employee’s highest previous rate,

(3) Subtract the minimum rate from the maximum rate of that former
rate range,

7%@5 (4) Divide the results of (2) above by the results of (3) above;
carry the result to the seventh decimal place, and cut off rather than round

the result,

(5) Subtract the minimum rate from the maximum rate of the current
rate range of the grade in which pay 1is being set,

(6) Multiply the result of (4) above by (5),

(7) Add the result of (6) above, to the minimum rate of the current
rate range of the grade in which pay is being set and round to the next whole

higher dollar,
(8) The result is the maximum payable rate,

b. Below 18 an example to illustrate maximum payable rate computation in
the March. 1991 reinstatement of an employee previously employed as a GS-13
step 6, $34,270, in November 1979;

(1) Locate the pay schedule in effect at the time the highest previ-
ous rate was earned: October 1979 pay schedule, Identify the minimum and
maximum rate for thée GS-13 grade: $29,375, minimum, and $38,186, maximum,

(2) Subtract the minimum rate from the highest previous rate (stated
in annual salary):

3-1
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$34,270 HPR

~29,375 Mini Rate
8 4,895

(3) Subtract the minimum rate from the maximum rate:

$38,186 Max Rate

~-29,375 Minl Rate

$ 8,811
(4) Divide $4,895 by §8,811 = ,5555555,

(5) B8ubtract the minimum from the maximum rate currently paild for

G5-131+
857,650 Max Rate
~44,348 Mini Rate
813,302

(6) Multiply $13,302 by ,5555555 = §7,389,99
(7) Add the computed figure in (6) above to the minimum rate:

$44,348,00 Mini Rate

+. 7,389,99
$51,737,99

(8) Round off the next higher dollar value: §51,738 is the maximum
payable rate.

¢, Maximum payable rate will be considered and/or afforded in the same
manner as for non-merlt pay employees, as specifiled in chapter 2.

3-3,. Promotion Actions,

a. When an employee is promoted to a GM position from a position not
covered by PMRS, the basic rate of pay will be adjusted as though they were
being promoted to a General Schedule position,

b, Within PMRS (promotion from one GM position to another GM position),
the employee’s rate of basic pay will increase by 6 percent or to the minimum
rate of the corresponding General Schedule grade, if that (rounded up) is
higher, 1In no case will the pay exceed the maximum rate of the corresponding
General Schedule grade., If benefit of maximum payable rate is higher it may
be afforded as specified in chapter 2 and paragraph 3-2.

¢, - When a GM employee is promoted to a non-PMRS position, the employee's
rate of basic pay will be increased by 6 percent and then set at the lowest
step of the new grade that equals or exceeds that rate, If benefit of maximum

payable rate is higher, it may be afforded as specified in chapter 2 and °
paragraph 3-2,

3-2
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3.4, 'Tranafers and Converslons to Other Appointment Actions, The rate of
basic pay is determined by the nature of the employee's movement from one
grade to another, If the employee moves to a higher grade, it ls a promotion
for pay setting purposes, Likewise, if the employee moves to a lower grade,
it is a change to lower grade for pay setting purposes. When movement occurs
between pay schedules, representative rates will be used to determine if the
change is a promotion or change to lower grade, The nature of action, "con-
verslon to,.." or "transfer" as required by FPM Supplement 296-33, does not
reflect the action; i.e., promotion, change to lower grade, or reassignment,

upon which the pay was determined.

3.5, Reassignment and "Conversionsg to Merit Pay" Actions.

a., When a GS employee is reassigned to a positlon covered by PMRS the
basic rate of pay remains unchanged, ’

b, When an employee covered by PMRS is reassigned or converted to a
position not covered by PMRS, the rate of basic pay is the lowest rate of the
grade that is equal to or greater than their existing rate of basic pay under

PMRS,

3-6, GChange to Lower Grade Actions.

a, When.a GS employee is changed to lower grade to a position in PMRS,
or when a GM employee is changed to lower grade to a GS position, the basic
rate of pay will be,determined in accordance with chapter 2, paragraph 2-10,

" b. When an employee is changed to lower grade from another PMRS posi-
tion, pay will be set as follows:

(1) Change to lower grade from a permanent higher grade position.
The basic rate of pay will be the same as the existing rate of pay or the
maximum rate (step 10) of the corresponding General Schedule grade of the
position in which the employee is being placed, whichever is the lesser rate,
Exception to this would be where pay retention is authorized.

(2) Change to lower grade following a temporary promotion. The
basic rate of pay is the same rate as that from which promoted except when
there has been a new PMRS merit increase and/or, a comparability increase., In
these cases, the personnel staffing specialist/assistant should request pay
setting assistance from SMCRI-PCS, Such assistance 1s necessary to ensure
appropriate considerations and pay determinations consistent with current

authorities.

(3) GChange to lower grade following failure to satisfactorily com-
plete a supervisor/managerial probationary period, The basic rate of pay will
be the same as that from which promoted except when there has been a new PMRS
increase and/or comparability increase, In these cases, pay will be set as in
(2) above. The personnel staffing specialist/assisant should request pay

setting assistance from SMCRI-PCS3,
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CHAPTER &
PAY RETENTION

4-1. General.

a. Pay retention will be granted to-an employee whose pay would other-
wise be reduced as a result ofs

(1) Expiration of the two-year period of grade retention.

(2) RIF or reclassification when the employee does not meet the
eligibility requirements for grade retention,

' (3) A reduction or elimination of special rates,
(4) Placement in a different pay schedule,

(5) Placement in a formal employee development program generally
utilized government-wide; e,g.,, an upward mobility program, a career intern
program, or an apprenticeship program,

b. Pay retention 1s also authorilzed by Department of Defense (DOD) in
the following situations:

(1) When an employeé¢ would otherwise be granted grade retention
under AR 690-990-2, Book 536 8-3-16(1)(a) or (b), but does not meet the time
requirement specified in 5 USC 5362,

(2) When an employee accepts a lower graded position designated in
advance by the activity as being hard-to-fill under criteris similar to those
used for extending special rates under FPM chapter 530, subchapter 3,

{3) When an employee is reduced in grade upon return from an over-
seas assignment in accordance with the terms of a preestablished agreement,
This includes employees who are released from the period of service specified
in their current transportation agreement due to & management initlated ac-

tion.

(4) When an employee declines an offer to transfer with thelr func-
tion to a locatien outside the commuting area and is placed on a lower grade
at the losing activity,

(5) When an employee actepted a lower grade position by the activity
for nondisciplinary reasons of i1l health uider criteris similar to those used
in meeting the responsibilities for selective placement in lieu of disability
retirement, as described in FPM chapter 306, subchapter 9,

(6) When an employee occupying a position under Schedule C appoint~
ment is placed, other than for cause or at the employee's request, in a posi-
~tion at a lower grade in the competitive service or another Schedule C posi-

tion.
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(7) An employee occupying an Army or Air Force reserve technician
position who has or is scheduled to lose eligibility through no fault of their
ownj i.e,, "status quo" employee, and who accepts placement in a lower grade
nonreserve techniclan position,

- (8) When an employee occupying a National Guard technician position
loses military status through no fault of their own and accepts placement in a
lower graded competitive service position.

(9) When an employee not serving under a ﬁobility agreement whose
Job is abolished declines an offer within the competitive area but outside the
commuting area and is placed in a lower graded position in the commuting area.

(10) An employee coming from a non-DOD agency and who, while in
receipt of pay retention, transfers to DA, is entitled to have their pay
retentlon continued unless they meét the conditions for termination (see FPM

Supplement 990-2, Book 536, 85-1a (2)).

¢, Pay retention may be granted in other cases not specifically excluded
when approved by DA,

4-2, xclusdons, An action is not covered by pay retention if the employee
at the time of the action is already entitled to pay retention under 5 USC
5363 or Part 536 of Title 5, Code of Federal Regulations., If the employee 1is
recelving a retained rate under another authority; e.g., 5 CFR 539.203, at the
same time they are affected by an action covered by pay retention, the employ-
ee 1s entitled to both simultaneously, and will receive the greater of the two -

entitlements,

4-3, Application.

a. An employee is excluded by FPM 536.2-3 from grade or pay retention if
they are reduced in grade for personal cause or at the employee's request, An
action is considered at the employee's request when:

(1) It is initiated by the employee for their benefit, convenience,
or personal advantage, including consent to a demotion in lieu of one for
personal cause,

(2) It is not caused or influenced byfmanagement's action (a vacancy
announcement ls management’s action),

b. All other provisions, including determining rate of basic pay, ef-
fecting of temporary promotions/reassignments, and termination of pay reten-
tion entitlements, etc.,, will be in accordance with FPM 536 and FPM Supplement

990-2, Book 536,
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| CHAPTER 5
PAY ADJUSTMENT FOR SUPERVISORS

5-1, Authority, This chapter authorizes a speclal adjustmenit In the pay of a
gsupervisor in a General Schedule position who regularly has responsibility for
supervision (including supervision over the technical aspects of the work
concerned) over one or more Federal Wage System employees. NOTE: Where prac-
ticable and consistent with good management, work assignments should be made
so a8 to avold situations where GS employees supervise WG employees recelving
a higher rate of basic pay, Before adjusting the pay of a GS supervisor under
this authority, management must consider changes in organization or work
agsignment that would eliminate the necessity for such an adjustment,

5-2, Granting Pay Adjustments.

a, SMCRI-PCR 1s responsible for ensuring that all provisions of FPM
Supplement 990-2, Book 531, 83-3 and AR 690-990-2, Book 531, 83 have been met

before pay adjustments will be granted.

b. Supervisors are responsible for identifying positions within their
organization which meet the requirements for pay adjustment and to which this
chapter is applicable and for ensuring that the positions are established’
applying sound position management. SF 528 will contain in the remarks column
the statement, "Thls GS position requires technical supervision of Federal

Wage System employees,”

¢. SMCRI-PCR is responsible for determining the actual rate of the pay
adjustment., Pay will be set at the nearest rate of the GS supervisor’s grade
which is above the highest rate of basic pay being pald to any wage employee

they supervise,

5-3, Change in Pay Adjustment. Supervisors will submit a SF 52 to SMCRI-PC
for review and follow-up adjustment when the Federal Wage System employee's
pay rate increases,

5-4, Effective Dates, The pay adjustment (granting and updating) will be
effective the beginning of the first pay period following SMCRI-PC representa-
tive determination that 'all regulatory provisions have been met,
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' APPENDIX A
PAY REGULATIONS
A-1, GENERAL PAY REGULATIONS.

a. CFR 5 Code of Federal Regulations (CFR5),

b, AR 690-990-2 Book 550, Pay Administration (General).

c. FPM 550, Pay Administration (General).

d, FPM 530, Pay Rate and Systems (Generai).

A-2. GENERAL SCHEDULE REGULATIONS.

a. AR 690-990-2, Book 531, Pay Under the General Schedule,
b, FPM 531, Pay Under the General Schedule,
A-3, PREVAILING RATE SYSTEMS, FPM 532-1-88, Pay Administration.
A~4, GRADE AND PAY RETENTION
a, AR 690-990-2, Book 536, Grade and Pay Retentlon,

b, FPM 536, Grade and Pay Retention,

c. FPM 532-1-89, Grade and Pay Retention Under the Federal Wage System,
d, FPM 530-3-3, Pay Retention for Hard to Fill Vacancles,

A-5. MERIT PAY SYSTEM, AR 690-500, Chapter 540, 85-1, Performance Management
and Recognitlion System, :
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