OPM Deci sion No. C-0510-12-01, dated 7/13/93

PH PVED: 93-5

PERSONAL

[ appel | ant’ s nane]

Fi nance and Accounting Oficer
Department of the Arny

[location] District, Corps of Engineers
[city, state]

Dear [appellant’s nane]:

This is our decision on the classification appeal filed with
our office, which we accepted under the authority contai ned
in Section 5112(b) of title 5, U. S. Code.

Thi s appell ate decision constitutes a certificate that is
mandat ory and bi nding on adm ni strative, certifying, payroll,

di sbursing and accounting offices of the Governnent. It is
the final admnistrative decision on the classification of
this position, and is not subject to further appeal. It is

subject to review only at the discretion of the

Cl assification Appeals Ofice in Washington, D.C., and only
under the limted conditions and tinme limts specified in the
Federal Personnel Mnual, Chapter 511, Subchapter 6-7. It
nmust be inplemented in accordance with the provisions
contained in 5 Code of Federal Regulations 511.612.

Position I nformation

Appel I ant s . [appel | ant’ s nane]
Current Cl assification : Accounting Oficer,

GS-510-12
Position Description No. : 3383-S

Requested O assification : A higher grade

OPM Deci si on : Accounting Oficer,



GS-510-12

Organi zati ona
| nf ormati on . Departnent of the Arny
[location] District, Corps
of Engi neers
Resour ce Managenent O fice
Fi nance and Accounting Branch

Anal vsi s and Deci Si on

In considering this appeal, we carefully reviewed all of the
information submtted by you or on your behalf; information
obtai ned during a tel ephone audit with you and an interview
Wi th your supervisor, [appellant’s supervisor], on April 14,
1993; additional information obtained by tel ephone from

[ appel | ant’ s supervisor] on April 15, 1993; and, other
pertinent classification information provided by your agency
at our request.

It is our decision that your position is classified properly
as Accounting O ficer, GS-510-12. Accordingly, your appeal is
deni ed.

In your letter of Cctober 21, 1992, you furnished a nmenorandum
dated June 20, 1992, which disagreed with your activity's
application of the Draft Grade Eval uation Guide for Wite
Col | ar Supervisors to your position for Factors 1, 3, 5 and 6.
You asserted that your position should be credited wth Level
1-3 (550 points), Level 3-4b (900 points), and Level 6-4a (975
points). You agreed with the crediting of your position with
Level 2-2 (250 points), Level 4A-3 (75 points), and Level 4B-3
(100 points). As a result, you requested upgradi ng of your
position to the GS-13 grade |evel.

Integral to your classification appeal rationale was your
citation of supplenental guidance issued by the U S. Arny
Corps of Engineers for applying the Guide. Al positions
subject to the Classification Law contained in title 5, U S
Code, nust be classified in conformance wi th published
position classification standards of the O fice of Personnel
Managenent. Hence, other nethods or factors of eval uation,
such as application of agency devel oped suppl enent al

cl assification guidance which has neither been reviewed by or
approved by OPM for use, nay elucidate the neaning of OPM
standards, but may not be used as a substitute for OPM



classification standards for classifying positions in the
cl assification appeal process.

During our tel ephone contact, both you and your supervisor
stressed the significance of the decisions that you make in
order to preclude statutory violations resulting in the over-
obligation and di sbursing of Federal funds. The
classification of a position is based on the duties and
responsibilities assigned to a position and performed properly
by the occupant of the position. This classification
principle is enunciated

in the Introduction to the Position G assification Standards,
Appendi x 3, Primary Standard, under Factor 5, Scope and
Effect, which states that "only the effect of properly
performed work" is to be considered in assigning a | evel of
that factor.

Under the provisions of 5 Code of Federal Regul ations
511.607(a) (1), appeals are adjudicated on the basis of the
actual duties and responsibilities assigned by nmanagenent

and perforned by the enployee. In evaluating supervisory
positions, those duties include the staff supervised by the
appel lant or, if vacancies exist, those vacancies that are
under active recruitnment or can be expected to be filled
within a reasonable period of time. There is no basis in |aw
or regulation to adjudicate appeals on the basis of projected
staff, such as the additional accountant positions that you
cited in your appeal, that have never been filled and are
unlikely to be filled because of continuing DOD downsi zi ng.
The cl assification appeal process is a de novo review which

i ncludes an official determnation as to the duties and
responsibilities assigned to your position and perfornmed by
you, and constitutes the proper application of published
position classification standards to those duties and
responsibilities.

Qur review and audit of your position found that your position
description (P.D.) of record accurately reflects the najor
duties and responsibilities that you perform You serve as
the Chief of the Accounting and Finance Branch of the
[location] District which is staffed with alnost 300 civilian
and mlitary enployees. The District perforns a variety of
traditional Corps of Engineers services ranging from
navigation to flood control and construction, throughout

[ several states]. These areas include [locations] rel ated
wat erways, and include advisory services, as requested, to

[ or gani zation].



Your programdeals with six major appropriations consisting
of: (1) Ceneral Investigation (e.g., studying beach erosion
and ot her proposals); (2) Construction, which has ranges up
to $45-$50 mllion in annual budget, frequently ranges from
$10 to $20 million, and which currently ranges from$8 to $10
mllion; (3) Operations and Mai ntenance (e.g., dredging
harbors); (4) Flood and Energency Operations (e.g., 20 people
were sent in response to Hurricane Andrew to nonitor and
survey storm damage); (5) Permts and Conpliance (e.g.,
reviews of proposed docks, proposed wetland buil ding reviews,
permts for pipelines); and, (6) Revolving Fund (e.g.,

rei nbursable work for the Federal Emergency Managenent

Agency, State and | ocal Governnents, the Environnental
Protection Agency). Information provided by your supervisor
reveal ed that each of these appropriations is further

subdi vided into as many as 30 different object classes each
of which is broken down into nunerous subgroups.

Your organi zation consists of the: (1) Accounts Payabl e
Section staffed by a Supervisory Voucher Exam ner, GS-540-7,
two Voucher Exam ners, GS-540-5 and one Voucher Exam ner
(Typing), GS-540-4; (2) Revolving Fund Section staffed by one
Operating Accountant, GS-510-11, one Operating Accountant,
GS-510-9, one Accounting Technician, GS-525-5/6, and one
Accounting Technician, GS-525-4; (3) Cvil Wrks Section
staffed by one Supervisory Accounting Technician, GS-525-10,
one Accounting Technician, GS-525-8, one Accounting
Techni ci an, GS-525-7, and one Accounting Technician, GS-525-
6; and, (4) Branch Staff staffed by your position, one Staff
Accountant, GS-510-11, one System Accountant, GS-510-9 and
one Accounting Technician (D sbursing), GS-525-6. W will
transl ate these positions to work | oad statistics in our
classification analysis of your position.

Your accounting programis operated locally within the
paraneters of Corps of Engineers centrally devel oped and
operated systens. For exanple, the Corps of Engi neers
Managenment | nformation System (COEM S) has been the primary
systemin use since 1972. Systens that support it include
Funds Control | and Il, the Cvilian Automated Paynment System
(CAPS), the Integrated Automated Travel System (IATS), the

Di sbursing Operating Procedures System (DOPS), and the Corps
of Engi neers Tinme and Attendance Labor (CETAL) system The
Corps began to devel op the CEFMS system approxi mately five



to six years ago which will interface with six or nore
systens, including CETAL, DOPS, etc., creating what you
described as a state-of-the-art financial managenent system
You participated in a three week test of the systemin 1990
at the Huntsville office that is developing CEFMS. In
operating the District program you nust be able to devel op
systeminquiries in systemquery |language (SQ.), assisted by
| ocal ADP personnel, in order to extract financial
information requested by District managenent. You al so
periodically work with | ocal ADP personnel to devel op and

i npl emrent off-line |ocal systenms to support your input to and
managenent of COEM S within the District. For exanple,
approxi mately ei ght

years ago you devel oped a subsystemto provi de Departnent of
the Treasury with nonthly reports on the check nunmbers and
anmount of the checks disbursed by your organization.

Series and Title Determ nation

Your agency has determ ned that your position is classified
properly to the Accounting Series, GS-510 and is titled
properly as Accounting O ficer in accordance with the titling
practices contained in the Accounting Series, GS-510 position
classification standard (PCS). You have not disagreed with

t hese determ nations, with which we concur. Accordingly,
your position is allocated properly as Accounting Oficer,

GS- 510.

G ade Level Determ nation

The primary purpose of your position is "supervising,
directing, and evaluating the overall accounting"” program
within the [location] District. Qur review of your position
of record reveal ed that the preponderance of your duties
entail program managenent through the direction of a
subordinate staff. Thus, we find that your position is

eval uated properly by application of the General Schedul e
Supervi sory Guide (GSSG. Advance copies of the GSSG were

i ssued in January 1993 and di spl aced the Draft G ade

Eval uation Guide for Wiite Collar Supervisors dated July 1991
whi ch your agency used to evaluate your PD and which fornmed
the basis of your appeal. The GSSG is used to grade
supervisory work and rel ated manageri al responsibilities that
requi re acconplishnment of work through the conbi ned techni cal
and adm nistrative direction of others; constitute a nmajor
duty occupying at |east 25 percent of the position's tineg;
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and, neet at |least the |owest |level of Factor 3 in the GSSG
based on supervising Federal civilian enpl oyees, Federal
mlitary or uniformed service enpl oyees, volunteers, or other
non-contractor personnel. Wrk performed by contractors is
considered in applying the grading criteria wthin each
factor provided the position first neets the coverage

requi renents above based on supervision of non-contractor
personnel .

GSSG instructions stipulate that supervisory duties are to be
eval uated by conparing themw th each factor. Points are
credited to a position for the highest factor |level which is
met in accordance with the instructions specific to each
factor level. |[If one level of the factor is exceeded, but
the next higher level is not nmet, credit is to be given for
the I ower level involved. The total points are accumul ated

under all factors and converted to a grade | evel based on
application of the Point-to-G ade Conversion Tabl e.

Factor 1 - Program Scope and Effect

This factor assesses the general conplexity, breadth, and

i npact of the programareas and work directed, including its
or gani zati onal and geographic coverage. It also assesses the
i npact of the work both within and outside the i mediate

or gani zati on.

In applying this factor, we nust consider all program areas,
projects, and work assi gnnents which the supervisor
technically and adm nistratively directs, including those
acconpl i shed through subordi nate General Schedul e enpl oyees,
FWS enpl oyees, mlitary personnel, contractors, volunteers,
and others. To assign a factor level, the criteria dealing
wi th both scope and effect nust be net. SCOPE addresses the
general conplexity and breadth of the program (or program
segnent) directed; and, the work directed, the products
produced, or the services delivered. The geographic and
organi zati onal coverage of the program (or program segnent)
within the agency structure is included under Scope. EFFECT
addresses the inpact of the work, the products, and/or the
prograns descri bed under "Scope" on the m ssion and prograns
of the custoner(s), the activity, other activities in or out
of governnent, the agency, other agencies, the general
public, or others.




At Level 1-2, the program segnment or work directed is

adm nistrative, technical, conplex clerical, or conparable in
nature. The functions, activities, or services provided have
l'imted geographic coverage and support nost of the
activities conprising a typical agency field office, an area
office, a small to nediummlitary installation, or
conparabl e activities within agency program segnents. At

Level 1-3, the supervisor directs a program segnent that
perfornms technical, adm nistrative, protective,

i nvestigative, or professional work. The program segnent and
work directed typically have coverage which enconpasses a
maj or netropolitan area, a State, or a small region of

several States; or, when npost of an area's taxpayers or

busi nesses are covered, coverage conparable to a small city.
Provi di ng conplex adm ni strative or technical or professional
services directly affecting a large or conplex nulti-mssion
mlitary installation also falls at this |evel.

Alarge mlitary installation is defined in the GSSG as a
mlitary base with one or a few m ssions or groups of
activities with a total serviced or enpl oyee-equival ent
popul ati on exceedi ng 4,000 personnel, and with a variety of
serviced technical functions. Federal civilian and mlitary
enpl oyees, estimated contractor personnel, volunteers, and
simlar personnel may be used to devise the population total.

A conplex, multi-mssion installation or a group of several
organi zations that includes four or nore of the follow ng:
(1) a garrison; (2) a nedical center or |arge hospital and
medi cal | aboratory conplex; (3) annual multi-mllion dollar
construction, civil works, or environnental cleanup projects;
(4) a test and evaluation center or research | aboratory of
noderate size; (5) an equi pnent or product devel opnment
center; (6) a service school; (7) a major command hi gher than
that at which the servicing position is |located or a
conparabl e tenant activity of noderate size; (8) a supply or
mai nt enance depot; or equivalent activities.

W find that the scope of your duties neets the criteria for
Level 1-2 in ternms of the breadth of the program segnment

di rect ed. The services that you provide are in support of
an organi zation that neets the definition of a small mlitary
installation in that it is staffed by fewer than 300

enpl oyees. The nunber of contractors who performwork for
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the District does not inpact your position in that you have
no technical or adm nistrative control over the work they
perform The processing of paynents to them does not
constitute supervision within the neaning of the GSSG  The
primary popul ation directly serviced by your position is the
District, whether it covers accounting support for funds
directly appropriated to the District or funds received from
ot her sources on a reinbursable basis. There is no provision
in the GSSGto consider the indirectly serviced popul ati on,
e.g., all potential menbers of the public affected by
District prograns. The Resource Managenment Programand its
subordi nate accounting function are staff functions as are,
for exanple, personnel adm nistration and | ogistics
managenent. These staff functions support the externally
oriented line programfunctions vested in the District which
af fect the general public and businesses in the District's
assi gned geographi c area.

The organi zation that you service al so does not neet the
definition of a conplex, multi-mssion installation. In
this determnation, we fully considered the variety of
District m ssion conponents you support, e.g., construction,
operations, engineering and planning, etc. Part of your
servi ced popul ation is geographically dispersed, but

t he geographically serviced popul ation at Level 1-3 is that
of the general public or a conparable large directly serviced
client base. The District neets a single aspect of
conplexity; i.e., its extensive construction and operations
functions, based on the dollar values you provided. Thus,
while one limted aspect of your position exceeds the scope
typi cal of Level 1-2, your position does not neet Level 1-3
fully and nust be evaluated to Level 1-2.

The position classification process requires that the ful
intent of position classification standards (PCS s) be

di scerned and applied. Care nust be exercised that portions
of published PCS' s are not taken out of context. Contrary
to your assertion, professional work is not automatically

i ndicative of Level 1-3. The GSSG states that work
"conparable in nature" to adm nistrative, technical, or
conplex clerical at a small to mediummlitary installation
is evaluated properly at Level 1-2. The illustrations cited
under Level 1-2 include directing library services; the

Li brarian Series, GS-1410 is a professional occupation.



At Level 1-2, the services or products support and
significantly affect installation |evel, area office |evel,
or field office operations and objectives, or conparable
program segnents; or provide services to a noderate, |ocal or
l[imted population of clients or users conparable to a nmajor
portion of a small city or rural county.

In contrast, at Level 1-3 the activities, functions, or

servi ces acconplished directly and significantly inpact a

w de range of agency activities, the work of other agencies,
or the operations of outside interests (e.g., a segnent of

a regul ated industry), or the general public. At the field
activity level involving |arge, conplex, multi-mssion

organi zati ons and/or very |large serviced popul ations, the
work directly involves or substantially inpacts the provision
of essential support operations to nunerous, varied, and
conpl ex technical, professional, and adm nistrative
functions, e.g., directing admnistrative services
(personnel, supply managenent, budget, facilities managenent,
or simlar) which support and directly affect the operations
of a bureau of a magjor mlitary command headquarters; a | arge
or conplex multi-mssion mlitary installation; an

organi zation of simlar magnitude, or a group of

organi zati ons which, as a whole, are conparable. Al though
accounting is a conpl ex professional occupation and affects
the delivery of two-grade interval engineering and rel ated
functions, the scope of the programis at Level 1-2 and thus,
under the above circunstances we nmust conclude that the
services provided do not have the |evel of inpact intended
for crediting Level 1-3. Accordingly, we find that the

ef fect of your position does not exceed Level 1-2 and that
this factor is evaluated correctly at Level 1-2 (350 points).

Factor 2 - Organi zational Setting

This factor considers the organizational situation of the
supervisory position in relation to higher |evels of
managenent. Your servicing personnel office credited your
position at Level 2-2 (250) points because your:

position reports, for direction and performance
apprai sal, to the Finance Manager who in turn
reports to the Deputy District Conmmander (DDC). As
the DDC is a full deputy, the Financial Mnager is
credited as if reporting to the Deputy's Chief
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(District Commander). This position neets Level 2-
2 as it reports to a position one reporting |evel
bel ow SES.

Your agency appeal decision also credited your position at
Level 2-2 because it "reports one |level below the District
Commander, who supervises G\ 15 | evel supervisors.”

The GSSG defines an SES equival ent as:

mlitary officers at, equivalent to, or above the
ranks of Rear Admral and Brigadier General and
al so commandi ng officers of the largest mlitary
installations, regardless of rank.

In further defining how to determ ne whether a position is an
SES equival ent, the GSSG st ates:

flag or general officer mlitary rank, or

equi val ent or higher level; or to a position
which directs a substantial GS/GW 15 or equival ent
wor kl oad; or to a position which directs work

t hrough GS/ G\t 15 equi val ent | evel subordinate
supervisors, officers, contractors, or others.

The District Commander is a Colonel, which is one | evel bel ow
Brigadi er General. The FY 92 Organi zation Chart provided to
this office indicates that two GwW 15 positions report to the
District Executive Ofice; i1.e., the District Counsel and the
Chi ef, Engineering and Planning Division. The eight staff
organi zati on heads who report to the Executive Ofice are

in positions classified fromthe GS-11 through the Gw 13
grade levels. The Program and Project Managenent Division
and the Construction-Operations Division are headed by GwW 14
positions. This staff structure does not reflect a
substantial GS/GW 15 or equival ent workl oad or an equi val ent
subordi nate GS/ G\t 15 supervi sory structure to support
treatnent of the District Commander position as equivalent to
an SES. This is further substantiated by the small staff of
the District which is not equivalent to one of the very
|argest mlitary installations.

Therefore, we find that your position is accountable to a
position, the Financial Manager, that "is two or nore |levels
below the first (i.e., lowest in the chain of command) SES,
flag or general officer, or equivalent or higher |evel
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position, in the direct supervisory chain" which is a direct
match to the GSSG definition of Level 2-1 (100 points).

Factor 3 - Supervisory and Managerial Authority Exercised

This factor covers the del egated supervi sory and manageri al
authorities which are exercised on a recurring basis. To be
credited with a | evel under this factor, a position nust neet
the authorities and responsibilities to the extent descri bed
for the specific level. Levels under this factor apply
equally to the direction of specialized program managenent
organi zations, line functions, staff functions, and operating
and support activities. Were authority is duplicated or not
significantly differentiated anong several organizational

| evels, a factor level may apply to positions at nore than
one organi zational |evel.

Your agency and activity credited this factor at Level 3-3b
because of your exercising the full range of supervisory
authorities typical of second |evel supervisors as defined in
the draft Guide. To neet Level 3-3 (775 points), a position
must neet paragraph a or b bel ow

a. Exercise del egated nanagerial authority to set a
series of annual, multi-year, or simlar types
of | ong-range work plans and schedul es for in-
service or contracted work. Assure inplenmentation
(by |l ower and subordi nate organi zati onal units or
ot hers) of the goals and objectives for the program
segnent (s) or function(s) they oversee. Determ ne
goal s and objectives that need additional enphasis;
determ ne the best approach or solution for
resol vi ng budget shortages; and plan for |ong range
staffing needs, including such matters as whet her
to contract out work. These positions are closely
involved with high level programofficials (or
conpar abl e agency | evel staff personnel) in the
devel opnent of overall goals and objectives for
assigned staff function(s), progran(s), or program
segnent (s). For exanple, they direct devel opnent
of data; provision of expertise and insights;
securing of |egal opinions; preparation of position
papers or | egislative proposals; and execution of
conparabl e activities which support devel opnent of
goal s and objectives related to high | evel s of
program managenent and devel opnent or fornul ation.



b. Exercise all or nearly all of the del egated
supervisory authorities and responsibilities
described at Level 3-2c of this factor and, in
addition, at least 8 of the follow ng:

1. Usi ng any of the following to direct,
coordi nate, or oversee work: supervisors,
| eaders, team chiefs, group coordinators,
commttee chairs, or conparabl e personnel
and/or providing simlar oversight of
contractors;

2. Exercising significant responsibilities in
dealing with officials of other units or
organi zations, or in advising mnagenent
of ficials of higher rank;

3. Assuring reasonable equity (anong units,
groups, teans, projects, etc.) of perfornance
standards and rating techni ques devel oped by
subordi nates or assuring conparable equity in
t he assessnent by subordi nates of the adequacy
of contractor capabilities or of contractor
conpl et ed worKk;

4. Direction of a program or major program
segnent with significant resources (e.g., one
at a nultimllion dollar |evel of annual

resources);

5. Maki ng deci sions on work problenms presented by
subordi nate supervisors, team | eaders, or
simlar personnel, or by contractors;

6. Eval uati ng subordi nate supervisors or |eaders
and serving as the review ng official on
eval uati ons of nonsupervi sory enpl oyees rated
by subordi nat e supervi sors;

7. Maki ng or approving sel ections for subordinate
nonsuper vi sory positions;

8. Recomrendi ng sel ections for subordinate
supervi sory positions and for work | eader,
group |l eader, or project director positions



responsi bl e for coordinating the work of
others, and simlar positions;

9. Hearing and resol ving group grievances or
serious enpl oyee conpl ai nts;

10. Revi ewi ng and approving serious disciplinary
actions (e.g., suspensions) involving
nonsuper vi sory subordi nat es;

11. Maki ng deci sions on nonroutine, costly, or
controversial training needs and training
requests related to enpl oyees of the unit;

12. Det er m ni ng whet her contractor perfornmed work
nmeet s standards of adequacy necessary for
aut hori zation of paynent;

13. Appr ovi ng expenses conparable to w thin-grade
i ncreases, extensive overtinme, and enpl oyee
travel

14. Recomrendi ng awards or bonuses for

nonsupervi sory personnel and changes in
position classification, subject to approval
by hi gher level officials, supervisors, or
ot hers;

15. Fi ndi ng and i npl ementing ways to elimnate or
reduce significant bottlenecks and barriers to
production, pronote team building, or inprove
busi ness practi ces.

In contrast, at Level 3-4 (900 points) in the GSSG a
position nust, in addition to del egated nmanagerial and
supervi sory authorities included at |ower levels of this
factor, neet paragraph a or b bel ow

a. Exercise delegated authority to oversee the
overall planning, direction and tinely
execution of a program several program
segnents (each of which is managed through
separate subordi nate organi zational units), or
conpar abl e staff functions, including
devel opnent, assignnent, and hi gher |evel

13.



The scope of program planning vested in your

cl earance of goals and objectives for
supervi sors and nmanagers of subordi nate
organi zational units or |ower organizationa
| evel s. Approve multi-year and |onger range
wor k pl ans devel oped by supervisors or
managers of subordi nate organi zational units
and subsequently manage the overall work to
enhance achi evenent of goals and objectives.
Oversee the revision of |ong range pl ans,
goal s, and objectives for the work directed.
Manage the devel opnent of policy changes in
| evel s of appropriations or other |egislated
changes. Manage organi zati onal changes

t hroughout the organi zation directed, or najor

change to the structure and content of the
program or program segnents directed
Exercise discretionary authority to approve
the allocation and distribution of funds in
t he organi zation's budget.

b. Exercise final authority for the ful
range of personnel actions and
or gani zati on desi gn proposals reconmmended
by subordi nate supervisors. This |eve
may be credited even if formal clearance
is required for a few actions, such as
removal s and incentive awards above set
dol | ar anounts.

substantially nore circunscri bed than that described at

3-4a.

controll ed by higher

Significant program goals and objectives are

position is

14.

| evel

I evel s within the Corps of Engineers,

e.g., the planning and inplenentation of CEFMS and the
systemw de managenment of COEM S, as well as by positions
above your

own in your local chain of command. For exanple, your

supervisor's position (PD # 3197-S, Financial Manager, Gw
505-13) is responsible for:

pl anni ng, devel opi ng, inplenenting, and

coordi nating a conprehensive financial managenent
program ... Ensures that execution of progranms is

wi thin established policies and procedures and that
the integrity of the Corps of Engi neers Managenent
I nformation, Finance and Accounting Subsystemis
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mai ntai ned....Directs and coordinates the
activities of the Branches within the Resource
Managenment O fice: Budget and Manpower Branch,

Fi nance and Accounting Branch, and Managenent

Anal ysi s Branch. Supervi ses these segnents by

i npl enenting | ocal and hi gher echelon policies

t hrough subordi nate but highly trai ned supervisors
and specialists in their fields by providing

gui dance fromtinme to time on questionable matters,
devi ations fromnormal courses of action and
installation of procedures that produce a materi al
i npact on the RMO and District, and by controlling
the size of the organization and working facilities
of the Branches. Interprets respective |aws,
policy and decisions; specifically this involves:
a. Supervision of appropriation and expenditure
accounting; conputation and proration of costs on
civil works projects; maintenance of general | edger
accounts; receipt and deposit of funds; control of
overhead and operating costs; standardi zation of
fiscal nmethods and procedures; collaboration with
contracting officer in making final paynments to
contractors.

Duties and responsibilities assigned to a position flow from
the m ssion assigned to the organization in which they are
| ocated. The positions that are created to performthat
assi gned m ssion nust be considered in relation to one
another; i.e., each position reflects a portion of the work
assigned to the organi zation. Therefore, the duties and
responsibilities assigned to your position and perfornmed by
you may not be considered in a vacuum As discussed
previously in this decision, the position classification
appeal process requires that the full neaning of a PCS nust
be discerned in order to apply it properly.

Contrary to your assertions, you do not have full authority
to direct your organization. Your work is subject to the
techni cal review and control of your supervisor based on the
authority vested in PD # 3197-S as described above. It is an
established classification principle (e.g., see Digest of
Significant Cassification Decisions and Opinions, Number 15,
Septenber 1991, page 8) that a supervisory position need not
have the full qualifications of sone of its subordinate
positions in order to credit the supervisory position with
exerci sing both adm nistrative and technical supervision over
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t hose subordinate positions. A position is creditable as
bei ng supervised if the supervisor eval uates perfornmance;

gi ves counsel and advice on coping with both work problens
and adm nistrative matters; and has inportant personnel
managenment responsibilities wth respect to a subordinate
position. The supervisory position needs sufficient
understanding of the work in order to plan, guide and control
it. The Financial Mnager, GW 505-13 exercises equival ent
controls over your position such that your position and your
program are considered to be under both the adm nistrative
and technical control of your supervisor's position.

| nformati on provided by your agency reveal ed that the basic
structure of your branch is controlled by Engi neering

Regul ation 10-1-3, Divisions in Districts, Chapter 1-23.
District responsibilities primarily are limted to

determ ning the nunber and types of specific positions

required
to staff those organizational structures. Your positionis
del egated authority to request staffing actions; i.e., SF 52

Request for Personnel Action, as are your subordinate
supervisors. These actions nust be approved by your

supervi sor

as well as the Deputy District Commander (DDC). Review by
the DDC has been in effect for several years due to billet
constraints. The District grievance process provides for
resolution at the | owest | evel possible; the process,
however, can be elevated to the DDC or District Commander
(DC) as the final level of action. You are authorized to
approve incentive awards for the occupants of positions for
whi ch you are the second | evel supervisor. Actions for the
occupants of positions who report directly to you nust be
approved at a | evel above your own. Enpl oyees who receive
awards two or nore years in a row nust be reviewed by the DC
[location] District Regulation No. 690-1-5, Decision Levels
on Disciplinary and Adverse Actions, dated June 1, 1991,
indicate that you are authorized to issue a witten
reprimand. All suspension notices as well as renoval and
reduction in grade or pay are signed by D vision or Ofice
Chiefs. Renoval during the probationary period or for
performance or conduct after appointnment are signed by the

i mredi at e supervisor with the concurrence of the second | evel
supervisor and Division or Ofice Chief. You have
substantial budget authority for actions within the Branch.
Thi s budget covers a single year and any nmaj or changes woul d
require O fice Chief approval.
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Thus, we find that your program managenent duties and
responsibilities do not exceed the annual planning and
schedul i ng of work found at Level 3-3a. As at that |evel,
you dea

wi th annual budget and rel ated resource issues and plan for
simlar staffing needs. As at Level 3-3a, you are involved
wi th higher level officials, e.g., your supervisor, in

devel opi ng overall objectives for your Branch and its
Sections, and provide expertise and insight on your technical
progr amns.

You do not have authority or responsibility for approving

mul ti-year and | onger work plans for the segnents of your
organi zation typical of Level 3-4a. Although you nust
respond to changes in appropriations and legislation within

t he accounting systemthat you maintain, the maj or changes
acconplished at Level 3-4a are vested at higher levels in the
Corps of Engineers that control and change automated
accounting systens to deal with these changes as well as
managenent | evels above your own in the District as discussed
previously in this decision. Thus, because your position
fails substantially in nmeeting the full intent of Level 3-4a,
that |l evel nmay not be credited to your position.

Based on the personnel authorities contained in your position
description of record and those discussed in greater detai
above, we find that your position neets a sufficient nunber
of authorities (e.g., bl, b2, b3, b5, b6, b7, b8, bl3, bl4)
to warrant crediting your position as neeting Level 3-3b.

The limtations on your authority in such matters as

di sci plinary and adverse actions, major changes in

organi zational structure, authorization for the establishing
and filling of positions, and the granting of incentive
awards preclude the crediting of Level 3-4b to your position.
In addition, the [imted workl oad that you supervise, as
reflected in the small nunber of staff years devoted to each
of the prograns segnents within your Branch, do not reflect

t he scope of resource decision nmaking or organizati onal
design responsibilities envisioned in Levels 3-4a or 3-4b.
Accordingly, this factor is evaluated at Level 3-3 (775

poi nts).

Factor 4 -- Personal Contacts

Subf actor 4A - Nature of Contacts
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Thi s subfactor covers the organizational rel ationships,
authority or influence |level, setting, and difficulty

of preparation associated wth maki ng personal contacts

i nvol ved in supervisory and nmanagerial work. To be credited,
the |l evel of contacts nust contribute to the successful
performance of the work, be a recurring requirenent, have a
denonstrabl e inpact on the difficulty and responsibility of
the position, and require direct contact.

At Level 4A-2 (50 points), the work entails frequent contacts
conparable to any of those listed below. Contacts are wth:

-- menbers of the business community or the general
public;

-- higher ranking managers, supervisors, and staff of
program adm nistrative, and other work units and
activities throughout the field activity,
installation, conmand (bel ow maj or conmand | evel or
maj or organi zation | evel of the agency);

-- representatives of public interest groups;
-- case workers in Congressional district offices;

-- technical or operating |evel enployees of State and
| ocal governnents;

-- reporters for local and other limted nedia outlets
reaching a small, general population.

Contacts may be informal, occur in conferences and neeti ngs,
or take place through tel ephone, televised, radio, or simlar
contact, and sonetines require non-routine or special
preparation.

In contrast, Level 4A-3 (75 points) entails frequent contacts
conparable to any of those listed below. Contacts are wth:

-- high ranking mlitary or civilian managers,
supervi sors, and technical staff at bureau and
maj or organi zational levels of the agency; wth
agency headquarters adm nistrative support staff;
or with conparable personnel in other Federal
agenci es;
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-- key staff of public interest groups (usually in
formal briefings) with significant political
i nfl uence or nedi a coverage;

-- journalists representing influential city or county
newspapers or conparable radio or television
cover age;

-- Congressional Commttee and Subcommittee staff
assi stants below staff director or chief counsel
| evel s;

-- contracting officials and high | evel technical
staff of large industrial firnms;

-- local officers of regional or national trade
associ ations, public action groups, or professional
organi zations; and/or State and | ocal governnent
manager s doi ng business with the agency.

Contacts include those which take place in neetings and
conferences and unpl anned contacts for which the enployee is
designated as a contact point by higher managenent. They
often require extensive preparation of briefing materials or
up-to-date technical famliarity with conplex subject matter.

Most of your contacts are with supervisors and managers
within the District; technical accounting and finance
personnel at the Division and ot her Corps of Engi neers
conponents; other Federal agencies including technical
programofficials at EPA and FEVA for which the District
perfornms reinbursable work, with GAO in response to their
audits of the District as well as requesting Conptroller
CGeneral Decisions, and DFAS. You contact technical program
officials in State and | ocal governnents concerni ng

rei mbursabl e work and equi val ent issues. Your contacts
occasionally require special preparation, e.g., iIntensive

di scussi on concerning operating problens including the
interpretation of pay and accounting regul ations. Your
contacts with high ranking mlitary and civilian managers at
HQ Corps of Engineers or equival ent organi zational |evels
are not frequent nor do they routinely take place at neetings
or conferences that require extensive preparation. Thus, we
find that although your contacts exceed in some respects
those typical of Level 4A-2, they do not fully meet Level A4A-



20.

3. Therefore, this aspect of your position is credited
properly at Level 4A-2 (50 points).

Subf actor 4B - Purpose of Contacts

Thi s subfactor covers the purpose of the personal contacts
credited in Subfactor 4A, including the advisory,
representational, and comm tnent making responsibilities
related to supervision and nmanagenent.

At Level 4B-2 (75 points), the purpose of contacts is to
ensure that information provided to outside parties is
accurate and consistent; to plan and coordinate the work
directed with others outside the subordi nate organi zati on;
and/or to resolve differences of opinion anong nmanagers,
supervi sors, enployees, contractors, or others. In contrast,
at Level 4B-3, the purpose of contacts is to justify, defend,
or negotiate in representing the project, program segnent(s),
or organi zational unit(s) directed, in obtaining or

comm tting resources, and in obtaining conpliance with
established policies, regulations, or contracts. Contacts at
this level usually involve active participation in

conf erences, neetings, hearings, or presentations involving
probl ens or issues of considerabl e consequence or inportance
to the program or program segnent(s) nmanaged.

The purpose of your contacts is primarily for resolving
techni cal issues, e.g., accounting and pay probl ens,
guestions concerning regulatory interpretation and
docunent ati on issues; coordinating work with serviced
District conmponents; and resolving operating and service
probl ens

wi th your subordinates as well as supervisors, nanagers,
and custonmers, e.g., Federal, State and | ocal agencies.

Al t hough you deal with inportant financial problens, such
as those regarding differences in opinion concerning the
all ocation of project costs, these differences of opinion
nost frequently revol ve around issues of fact. For exanpl e,
whet her raincoats coul d be purchased using Federal funds,
and interpretations as to whether sufficient docunmentation
exi sts on conpleted work to disburse funds to a contractor.
They do not reflect the frequent need to justify, defend, or
negoti ate over policies and regulations or significant
resource questions in conferences, neetings, hearings or
presentations concerning these significant issues found at
Level 4B-3. Although you are viewed as an inportant
techni cal resource and occasionally attend conferences and
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deal with GAO on significant audit issues, both the frequency
of these neetings and the representational and comm t nent
authorities required for evaluation at Level 4B-3 are not
present fully in your position. Therefore, this aspect of
your position is credited properly at Level 4B-2 (75 points).

Factor 5 - Difficulty of Typical Wrk Directed

This factor nmeasures the difficulty and conplexity of the
basi ¢ work nost typical of the organization(s) directed, as
well as other line, staff, or contracted work for which the
supervi sor has technical or oversight responsibility, either
directly or through subordi nate supervisors, team/|eaders, or
ot hers.

For first level supervisors, the |level selected is the
hi ghest grade whi ch:

-- best characterizes the nature of the basic (m ssion
ori ented) nonsupervisory work perforned or overseen
by the organi zation directed; and

-- constitutes 25% or nore of the workl oad (not
positions or enployees) of the organization.

This neans that 25% or nore of the nonsupervisory duty hours
of subordi nates and others (based on estimtes derived from
position descriptions, supervisors, staffing studies, or
contract docunents) is expended on work at or above the base
| evel credited, or, where extensive contract work is
overseen, that 25% or nore of the dollars spent on human
services is for work at or above that level. It includes the
wor kl oad of General Schedul e subordi nates, Federal Wage
System enpl oyees, assigned mlitary, volunteers, student

trai nees or non-Federal workers, such as contractor

enpl oyees, State and | ocal workers, or sim/lar personnel.

In determ ning the highest |evel of work which constitutes at
| east 25% of workl oad or duty tinme, trainee, devel opnental,
or other work engineered to grades bel ow normal ful
performance levels is credited at full performance |evels.
Excl uded from consi deration are:

o the work of |ower level positions that primarily
support or facilitate the basic work of the unit;
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0 any subordinate work that is graded based on
criteriain this guide (i.e., supervisory duties)
or the Work Leader G ade-Eval uati on Gui de;

o work that is graded based on an extraordi nary
degree of independence from supervision, or
personal research acconplishnents, or adjust the
grades of such work - purposes of applying this
gui de - those appropriate for performance under
"normal " supervi sion;

o work for which the supervisor or a subordi nate does
not have the responsibilities defined under Factor
3.

Based on the full appeal file, we find that your subordinate
positions do include the GS-510-12 and GS-510-11 position

at the [location] District; these positions are not under
your technical and adm nistrative supervision within the
meani ng of the GSSG, e.g., you have no disciplinary or

per f ormance managenent authority over them Your appeal
rationale is based on the nunber of positions supervised at
specific grade levels which is a nmethodol ogy precluded by the
GSSG

Qur review of the position descriptions of your subordi nates
reveal ed that the Supervisory Accounting Technician, GS-525-
10 position (PD # 2953) is classified on the basis of
personal |y performed work, and that it spends over 50 percent
of its time on supervisory duties eval uable bel ow the GS-10
grade level. The Chief, Revolving Fund Section (Accountant,
GS-510- 11, PD # 03356) devotes over 15 percent of the tine to
supervi sory duties. The Chief, Accounts Payable Section
(Supervi sory Voucher Exam ner, GS-540-7, PD # 2471-S) is
classified to the GS-7 grade | evel based on its supervisory
functions. Based on established classification principles,
we conclude that it perforns supervisory work 25 percent or
nmore of the work tinme. Therefore, of the 15 staff years of
work present in the Branch supervised by your position,
approximately 14 staff years i s nonsupervisory.

Al'l of the nonsupervisory positions performthe m ssion

essential work; i.e., perform ng accounting system support,
voucher exam ni ng, and di sbursing functions. Less than two
staff years; i.e., less than 15 percent, of the

nonsupervi sory wor kl oad consists of GS-11 grade | evel work.
When conbined wth the two and one-half staff years of work
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at or above the GS-9 grade | evel (approximately 18 percent),
we find that the level of work creditable under this factor
for your position is GS-9. The alternative nethodol ogy for
second | evel supervisory positions would not yield a higher

base level. The two GS-11 accountant positions function
under substantial freedom from supervision which, in part,
supports their classification to the GS-11 grade |level. Wre

your position to devote 50 percent of its duty tinme to
supervi sing those positions, there would be a substanti al
negati ve inpact on the grade |evel worth of those positions.
Accordingly, your position is evaluated properly at Level 5-5
(650 points).

Factor 6 - G her Conditions

This factor nmeasures the extent to which various conditions
contribute to the difficulty/conplexity of carrying out
supervi sory duties, authorities, and responsibilities.

Condi tions affecting work for which the supervisor is
responsi bl e (whet her performed by Federal enpl oyees, assigned
mlitary, contractors, volunteers, or others) nay be
considered if they increase the difficulty of carrying out
assi gned supervisory or managerial duties and authorities.

In order to evaluate Factor 6, two steps are used. First,
t he highest level that a position neets fully is initially
credited. Then, if the level selected is either 6-1, 6-2,
or 6-3, the Special Situations |isted after the factor |evel

definitions are considered. |If a position neets three or
nore of the situations, then a single additional |evel is
added to the level selected in the first step. |If the |evel

selected in the first step is either 6-4, 6-5, or 6-6, the
Special Situations nmay not be considered in determ ning
whet her a higher factor level is creditable.

The factor level definitions in this factor have changed
materially fromthose contained in the previous draft GCuide.
Your agency eval uated your position at Level 6-3a (650
points) in the draft Guide for directing:

bot h technician and higher |evels requiring
continued efforts to assure that quality and
service standards are net....Substanti al
integration of subordinate supervisors of the |evel
described at Level 6-4 is not required.
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In your classification rationale, you asserted that your
position involves substantial coordinating and integrating of
wor k:

over program segnents [that] require substanti al
coordination...The coordination is not limted to
the F&A O fice but requires constant input from
program proj ect managers....The Accounti ng

requi renents have increased twofold due to
potential lawsuits with the cleanup of toxic waste.
Al l Financial decisions have an inpact on the work
of the District and consequently there is
significant demands on the Finance Oficer. Once
the decision is made the Finance Oficer is
Financially Liable for the decision if

m si nt er pr et ed.

As di scussed previously in this decision, the classification
process is based on assunption that work is perforned
properly. Thus, your financial liability for errors has no

i npact on the classification of your position. The inpact of
your program was eval uated under Factor 1. These issues are
not germane to Factor 6.

As di scussed under Factor 5, we find that your position
supervi sors subordi nate positions that do not exceed the
GS-11 grade level. Those subordinate positions are sup
ported at that grade level in their participation with

you in perform ng accounting program devel opnent and
i npl enmentati on functions.

We considered Level 6-4a (1120 points) which, for first |evel
supervi ses covers work that requires substantial coordination
and integration of a nunber of major work assignnents,
projects, or program segnents of professional, scientific,
technical, or admnistrative work conparable in difficulty to
the GS-11 | evel. For exanple, such coordination may involve
wor k conparable to one of the foll ow ng:

-- identifying and integrating internal and
external programissues affecting the
i mredi at e organi zati on, such as those
i nvol ving technical, financial,
organi zational, and adm nistrative factors;
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-- integrating the work of a team or group where
each nmenber contributes a portion of the
anal yses, facts, information, proposed
actions, or recomnmendations; and/or ensuring
conpatibility and consi stency of
interpretation, judgnent, |ogic, and
application of policy;

-- recommendi ng resources to devote to particular
projects or to allocate anbng program
segnent s;

-- | eadership in devel opi ng, inplenenting,
eval uating, and inproving processes and
procedures to nonitor the effectiveness,
efficiency, and productivity of the program
segnent and/or organi zation directed,;

-- revi ewi ng and approving the substance of
reports, decisions, case docunents, contracts,
or other action docunents to assure that they
accurately reflect the policies and position
of the organi zation and the reviews of the
agency.

As di scussed previously in this decision, you supervise a
limted GS-11 workload; i.e., less than two staff years
consisting of |ess than 15 percent of the workload of the
Branch. Both these positions are supervised directly by you
as the first level supervisor. This workload does not neet
the intent of a "nunber of major work assignnents, projects,
or program segnents” required for the crediting of this

| evel .

Level 6-4b for second | evel supervisors is applicable to
positions that direct subordi nate supervisors and/or
contractors who each direct substantial workloads conparabl e
to GS-9 or GS5-10. Such base work requires coordination
simlar to that described at Level 6-3a for first line
supervi sors. The GS-9 base |evel of work credited to

your position considers work which you supervise as a first
and as a second | evel supervisor. One of your subordinate
supervi sors supervises a maxi numof a single staff year of
nonsupervi sory GS-9 work which, considering that Section
itself, is not a substantial workload wi thin the neaning of
t he GSSG
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Level 6-3a (975 points) covers supervision and oversi ght that
requires coordination, integration, or consolidation, as a
first level supervisor, of admnistrative, technical, or
conpl ex technician or other support work conparable to GS-9
or 10, or work at the GS-7 or 8 | evel where the supervisor
has full and final technical authority over the work. (Ful
and final technical authority neans that the supervisor is
responsi ble for all technical determnations arising fromthe
wor k, wi thout technical advice or assistance on even the nore
difficult and unusual problens, and w thout further review
except froman adm nistrative or program eval uation
standpoint. Credit for this should be limted to situations
i nvol ving an extraordinary degree of finality in technical
deci sion making.) Directing the work at this |level (cases,
reports, studies, regulations, advice to clients, etc.)

requi res consolidation or coordination simlar to that

descri bed at Factor Level 6-2a, but over a higher |evel of

wor K.

This level may al so be net when the work directed is

anal ytical, interpretive, judgnental, evaluative, or

creative. Such work places significant demands on the
supervisor to resolve conflicts and maintain conpatibility of
interpretation, judgnent, |ogic, and policy application,
because the basic facts, information, and circunstances often
vary substantially; guidelines are inconplete or do not
readily yield identical results; or differences in judgnents,
recommendat i ons,

interpretations, or decisions can have consequences or inpact
on the work of other subordinates. Such work also may be
acconplished by a team each nmenber of which contributes a
portion of the analyses, facts, information, proposed
actions, or recommendations, which are then integrated by the
supervi sor

Level 6-3b covers positions that direct subordinate
supervi sors over positions in grades GS-7 or GS-8 or the
equi val ent which requires consolidation or coordination
simlar to that described in Level 6-2a within or anong
subordinate units or with outside units.

Consi dering the total ampbunt of GS-9 through GS-11 workl oad
under your first and second | evel supervision as discussed
under Factor 5, and the coordination of additional limted
anmounts of GS-7 and GS-8 | evel technical work perforned in
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the Sections of the Branch, we find that your position fully
nmeets the intent of Level 6-3a (975 points).

Speci al Situations

1. Variety of Wrk

This situation is creditable when: (1) there is nore than
one kind of work; (2) each kind represents a requirenent for
a distinctly different additional body of know edge on the
supervisor; (3) both technical and adm nistrative supervision
are exercised over the work; and, (4) the grade |level of the
wor k cannot be nore than one grade bel ow t he base | evel
credited in Factor 5.

You have no positions above the base |level credited that are
classified to another series which neets these criteria; the
GS-9 and GS-11 positions are covered by the sane series;
i.e., G5510, or performwrk based on technical know edge
of that occupation and closely related work; i.e., GS 525
and GS-540. Therefore, this situation is not creditable to
your position.

2. Shift Operations

This situation is credited when the position supervises an
operation carried out on at least two fully staffed shifts.
Your do not supervise a shift operation. Therefore, this
situation is not credited to your position.

3. Fluctuating Wirkforce or Constantly Changi ng Deadl i nes

A fluctuating workforce is creditable when the workforce has
| arge fluctuations in size, e.g., when there are | arge
seasonal variations in staff and these fluctuations inpose
upon the supervisor a substantially greater responsibility
for training, adjusting assignnents, or maintaining a snooth
flow of work. Your workforce is stable as reflected in the
billet constraints discussed in your appeal subm ssion and
the information provided by your agency. Therefore, this
situation is not credited to your position.

Constantly changi ng deadlines is creditable when there are
frequent, abrupt, and unexpected changes in work assignnents,
goal s, and deadlines that require the supervisor to
constantly adjust operations under the pressure of continuing
changi ng and unpredictable conditions. The changes in
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program demands in the appeal record, e.g., responses to

rei nbursabl e custoners, dealing with the toxic waste program
do not reflect the frequent, abrupt changes or the ngjor
changes in operations to accommopdat e those changes, required
for crediting this situation. Therefore, this situation is
not credited to your position.

4. Physical Dispersion

This situation is creditable when a substantial portion of

t he workl oad for which the supervisor is responsible is
regularly carried out at one or nore | ocations which are
physically removed fromthe main unit (at different

bui |l di ngs, or widely dispersed |ocations in a | arge warehouse
or factory buil ding) under conditions which nmake day-t o-day
supervision difficult to adm nister. The appeal record does
not support the crediting of this situation to your position.

5. Special Staffing Situations

This situation is creditable when: (1) a substanti al
portion of the work force is regularly involved in special
enpl oynent prograns; or in simlar situations which require
i nvol venent with enpl oyee representatives to resol ve
difficult or conplex human resources managenent issues and
probl ens; (2) requirenents for counseling and notivati onal
activities are regular and recurring; and, (3) job
assignments, work tasks, working conditions, and/or training
must be tailored to fit the special circunstances.

Typical of staffing situations is the enploynent of a
substantial nunber of student-trainee, cooperative education,
or simlar prograns which have intensive training and
counsel i ng demands, or the special training, counseling,

and notivational demands of physically or nentally chall enged
enpl oyees. The appeal record does not support the crediting
of this situation to your position.

6. Inpact of Specialized Prograns

This situation is creditabl e when supervisors are responsible
for a significant technical and adm nistrative workload in
grades above the | evel of work crediting Factor 5, provided
the grades of this work are not based upon i ndependence of
action, freedom from supervision, or personal inpact on the
job. Level 5-5 which was credited to your position covers
GS-9 and GS-10 grade | evel work. You supervise a limted
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GS- 11 workload; i.e., approximately 1.85 staff years assum ng
the two subordinate GS-11 accountant positions perform GS-11
grade level work all of their nonsupervisory work tinme. This
does represent a significant technical and adm nistrative
wor kl oad which warrants crediting this situation to your

posi tion.

7. Changi ng Technol ogy

This situation is credited when work processes and procedures
vary constantly because of the inpact of changing technol ogy,
creating a requirenment for extensive training and gui dance of
t he subordinate staff. The planned multi-year mgration from
COEM S to CEFMS and the updating of COEM S and its rel ated
subsystens to deal with program and policy changes do not
reflect the extensive organizational and supervisory inpact
envisioned in this situation. Therefore, this situation is
not credited to your position.

8. Special Hazard and Safety Conditions

This situation is credited when the supervisory position is
regularly made nore difficult by the need to nmake provision
for significant unsafe or hazardous conditions occurring
during performance of the work of the organization, e.g., the
safety demands inherent in supervising a |aboratory using
hazardous chem cals and procedures. The appeal record does
not support the crediting of this situation to your position.

Therefore, we find that your position is creditable with one
si tuation.

As a result of the above analysis, your position is eval uated
properly at Level 6-3 (975 points).

In sunmary, we have credited your position with a total of
2975 points which falls wthin the G512 point range of 2755-
3150 points in the GSSG Point-to-G ade Conversion Chart.

The basis of your appeal was proper application of the draft
GQuide. The Introduction of the Position Cassification

St andards provides for evaluation of supervisory positions
by application of both an occupation specific PCS, such as
the Accounting Series, GS-510 PCS, and application of the
GSSG. W have eval uated your position by application of the
GS-510 PCS and find that your accounting program nmanagenent
duties and responsibilities would not exceed the grade |evel
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produced by application of the GSSG This conclusion is
based on the inpact of Division and Corps of Engi neers |evel
system devel opnent, mai ntenance and control authorities and
responsibilities, and the adm nistrative and technical
supervisory controls exercised over your position as

di scussed previously in this decision.

Sunmar y

In summary, we find that your position is evaluated properly
to the GS-12 grade | evel by application of the GSSG  Based
on the above analysis, it is our decision that your position
is classified properly as Accounting O ficer, GS-510-12.

Pl ease be assured that this decision is not intended to
reflect on your ability, qualifications, or the quality of
your performance. Rather, it reflects our evaluation of your
position based on a conparison of your duties and
responsibilities wwth the appropriate position classification
st andar d.

Si ncerely,

Frederick A Kistler
REG ONAL DI RECTOR

cc:
Personnel O ficer

Cor ps of Engineers

[city, state]

Chi ef, Enploynment & Cass. Ofice
(DAPE- CPE), Dept. of the Arny

Washi ngton, D.C. 20310

Dir., Cv. Pers. Mgn
U S. Total Arny Personnel Comrand
Al exandria, VA 22332

Chi ef of Personnel
Arny Corps of Engineers
Washi ngton, D.C. 20314

Chi ef, CAO
Washi ngton, D.C. 20415



