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ABSTRACT

On November 5 1990, President Bush signed into law the
Federai Employees Pay Comparability Act of 1990 (FEPCA).
This law makes sweeping changes in the way pay is set for most
Federal employees. The law has many provisions dealing with
a wide range of pay issues—{rom how pay rates are adjusted
cach year. 1o paying recruitment bonuses for new employees, 10
granting paid time off as an incentive award. Although some of
the provisions of the FEPCA are not directly applicable to the
U.S. Nuclear Eepulatory Commission (NRC), the NRC has
adopted the major provisions of FEPCA for use at the NRC.

This guide will help the Federal manager understand the
FEPCA features that affect pay, such as the annual pay adjust-
ments FEPCA authorizes that are applicable to Federal em-
plovees across the nation or to those in a particular locality.

This guide also describes the many pay-related tools that
FEPCA provides 1 help the Federal manager, for example,
toals for recruiting and retaining the bést possible employees.
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1 BASIC PAY ADJUSTMENTS

Before the Federal Employees Pay Comparability Act of 1990
(FEPCA) was passed, the law required a single adjustment Lo the pay
prades annually. Each year the *President’s Pay Agent,” following an
established procedure for comparing average Federal pay to average
private sector pay, would recommend an adjustment to Gencral
Schedule (GS) pay 1o make Federal pay comparable with privaic
sector pay. Often, the President authorized a lower increase o, in
some cases, did not authorize an increase at all,

Once the President’s new GS has been approved and the Office of
Personnel Management (OPM) has published it, the Nuclear Regu-
latory Commission (NRC) determines whether to adopt it. The NRC
schedule i¢ then published in M 10.4), “Pay Administration™ (for-
merly Manua) Chapter 4130-C, Part VIII).

The pre-1994 pay adjustment process provided a single, nationwide
Federal pay scale for white collar positions. FEPCA recognizes that
the natonal cconomy 1s made up of many different local labor mar-
kets.

FEPCA changes the way Federul officials will compare the pay of
workers m the Federal Government with those in the private sector
I IW0 wWays:

1. Natonwide increases 1o the G8 payscale will generally continue
cach year, but these increases will be based on the national
averape rate of increase for the workers in the private seclor
rather than the amount of the difference between workers in the
private sector and the Federal Government.

2. In addition, pay adjustments will be based on the principle of
comparability with non-Federal salaries on the local level (local-
ity pay adjustments) 1o form the second part of the pay adjust-
ment Process.

Pay adjustments under FEPCA are based on data from prior years in
order to include them in the President’s budget. The President’s
budget proposal is prepared at the end of 1990 for the 1992 fiscal
year, at the end of 1991 for the 1993 fiscal year, and so on.

I NUREG/BR-0113
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FEPCA: A Guide Tor NRC Managers

L1 Nationwide Adjustments

The nationwide adjustment increases pay for all GS positions (and
NRC paositions il the NRC adopts the GS pay mcreases) across the
country cach January. These mcreases are based on the rate of
IMCICAsc in privaie sector salarics. The amount of the increase comes
from the Employment Cost Index (ECI)—a measure of labor costs
determined by Bureau of Labor Statistics SUIVeYys,

Private sector pay rosc 4.2 percent from September 1989 to Septem-
ber 1990, as measured by the ECL Based on this figure, the GS raise
in 1992, as adapted by the NRC, was 4.2 percent.

Private sector pay rose 3.7 percent from September 1990 10 Septem-
ber 1991, as measured by the ECi. Based on this figure, the General
Schedu'e raise in 1993 was 3.7 percent. The measurement period for
the Senior Exccutive Service (SES) runs from December 1o Decem-
ber. This resulted in a increase of 3.2 percent,

Pay for NRC Administrative J udges is set following the pay rates for
the SES.

Pay rates for NRC Senior Level System (SLS) employees are set
following the SES for SLS pay bands $1.-1C, SL-2, and SL-3. SLS
employecs who are paid at a rate below SL-1C are generally paid the
Same percentage increase as that provided 16 general grade (GG)
employees in grades GG-15 and below.

In 1994, the peneric nationwide adjustment formula will change 10
that of the ECI index minus one-half of one percentage point, when

the locality adjustments begin. This change is subject to modification
by Congress.

NUREG/BR-0113
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FEPCA: A Guide for NRC Managers

1.2 Locality Adjustments

Beginning in 1994, 45 corrently provided in law, if Federal Salaries in
your locality lag significantly behind not-Federal salaries, You and all
other NRC employees in your locality will be cligible fora locality pay
adjustment in addition to the nationwide raise. The Office of Person.
‘ nel Management (OPM) will provide Separate puidance for SIS
‘ Cmployees and Administrative 1 aw Judges. Pay for NRC Admuinis.

Here's how locality adyustments will work. Every employee {except |
those working overscas or in Hawaii, Alaska, Pueno Rico, the Virgin ‘
Istands, or Guam) will be located in one of several pay arcas. Fvery

year the Burcaw of Lahor Statistics will collect non-Federal salary
inlormation in cach paty arca. In each arca where Federal salaries lap
behind non-Federal safaries by mor. than § percent, Federal employ-
ces will receive pay increases called locality-based comparability pay-
ments,

Locality pay will be phased in over time. In all, it will take 9 years 1o

bring salaries for all Federal employees 10 within 5 percent of non-
Federal salaries in CVEry pay area across the country. The first round

The next year, locality payments witl eliminate an additiona! one.
tenth of the difference each year. You will get three-tenths of the

dilference in that vear, four-tenths of the difference in the foliowing
year, and 50 on.

The President has the authority to replace the comparability in-
creases (both the ECI-based nationwide annual increase and the
locality-based comparability increases) with an “alternative plan.”
Through 1994 however, FEPCA places special limitations on the
President’s authority to do so, subject 1o any subsequert chanpes by
Congress.

®  Mithe EClincrease is below 5 percent, the President may reduce
the adjustment only in the event of war or SEVEre economic con-
ditions, defined as two tonsecutive quarters of negalve pross
ational product (¢ sNP) growth.

3 NUREG/BR-0113 |
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1.3 Interim Geographic Adjustments

Because the new lncabity adjustment system will not be effective until
1994, the Presidenmt authorized a special 8-pereent “emergency™ pay
inerease in January 1991 for Federal workers in the New York, San
Vran 2sco, and Fos Angeles arcas. These increases are called imerim
B~ graphic adjusiments or IGA's. They do not apply to SES or 81.8
emplavees in those arcas wt the present ime.

Employees already receiving local special pay rates, such as many
Clenical workers, are rot provided the full adjustmeit because their
special pay rate already reflects the local cost of living. They receive
the difference between the jevel of the special pay rate and the
amount of the adjustment. Employees on national special pay ralcs,
such as thosc for engineers, receive the full adjustment because their
special pay rate is not based on the local cost of living.

The President can authorize interim geographic adjustments for
other localities with severe protlems up until Janvary 1994, when
locality-based comparability adjustments take effect, OPM deter-
mined thiat while many localities have pay gaps and staffing problems,
the pay pap and the critical recruitment and retention problemsin the
New York, San Francisco, and Los Angeles areas were the most
severe and required immediate attention. OPM does not plan to
implement any additiona) interim geographic adjustments before
beginning the locality adjustment system.

When the locality-based comparability adjusiments become effec-
tive, they will offset all imerim geopraphic adjustments.

5 NUREG/BR-0113
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2 RECRUITMENT AND RETENTION TOOLS

FEPCA mcludes many features designed o help Federal apencies
recruit and retain the employees they need. Otfer lepislation en-
acted at the same time as FEPCA provides additional featu:es.

Some of these features are eniircly new, while others expand features
of the current pay system. As a Federal manager, you now have a
broad range of compensation tools available 1o help you compere
with noa-Federal employers for the talent you need
Here are some examples of what's new in the Federal pay system:
®  Starting pay may be set above Step 1 at all grades for appointecs
with superior qualifications. (This option has been available at
the NRC for some time.)

¢ One-time bonuses may be used 10 recruit or relocate high gual-
ity employees for difficult-to-fill positions.

®  Federal agencies may pay for a candidate’s interview travel ex-
penses (also an option previously available at the NRC), fund a
new appointee’s travel and transportation expenses, and under
Cerlain circumstances, even pay for an employee’s academic
programs leading to a degree.

All pay actions are subject 10 aggregate pay limitations as ciscussed in
Section 4.5,

This guide 1s desipned 10 introduce You 10 the range of options. For

additional nformation, contact your Office of Personnel representa-
Vg

NUREG/BR-0113 6




TR T— - T R I e s
R e v e e o el S
R T o e o T M
B B T s e | T T SNCUNL e
= i o
:"\ \F.r

B .

Caall

R

FEPCA: A Guide for NRC Managers

2.1 Using Recruitment and Retention Tools

As

a Federal manager, ¥ou may have 1o decide when to use the

compensation tools FEPCA provides 10 solve your recruitment and
relention problems.  Following are some of the many factors you
should cansider in making these decisions.

First, you should identify as specilically as possible the recruiting
Or retention problem you are facing by asking yourself -

*  Isthe problem based on verifiable data or on perceptiong?

®  Isthe problem Jocal or widespread?

®  Isthe problem acute now? Do present condiions indicate a
potential problem?

*  Isthe problem lemporary or permanent?

*  Ithe problem involves a particular candidate or employee,
whal is important 1o that person?

*  Will a cumpensation tool solve the problem?

Obviously, trade-offs among the various compensation tools are
available to you. Some tools, such as appointments above the
minimum rate, affect an employee’s base pay. Decisions that
alfect base pay have long-term consequences for the employee,
and for the NRC. A one-time recruitment bonus or payment of

traved and transportation expenses may solve the same problem
at lower cost, -

When compensating new employees, you should be fair and
cquitable 10 current employees. Compensation 100ls may be
necessany 10 recrot quality candidates from the available appli-
cant pool, but they may also create morale problems among
equally qualihied employees already on board.
The new flexibilities FEPCA provides are unprecedented, and
you, the Federal manager, should use them prodently and vongi-
bly. The NRC requires Ingh-level reviews and approval 1o use
these 100ls, but that shouldn't deter you from requesting them
when you consider them appropriate.

7 NUREG/BR-0113
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FEPCA: A Guide for NRC Managers

Remember that the new recruitment tools are not substitutes for a
sound recrustment plan and thoroogn recreitment efforts. They arce
tools 1o supplement your sensible and thorough recruitment efforts.
Suntlarly, you skould use the new retention tools 1o supplement other
approaches o retaming top performers, incloding those that do oo
directly mvaoive pay

NUREG/BR-0113 5
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2.2 Travel Expenses Jor Interviews and New Appointments

Belore PEPCA, most Federal ag
pre-employment interviews only in certain exceptional situations.
Sumilarly, agencies could Pay moving expenses for new appointecs
anly 10 positions in “shortage occapations.” FEPCA removes the
himitations on both these authorities, allowing agencies 1o decide
when 1o pay. Removing these hmitations will have little effect on
NRC's current practices that alecady permitted such flexibilities
when specific situations warranted them.

Governmentwide Provisions: The ¢ hanges apply only to travei for pre-em-
ployment buerviews or travel and tra

HSpOrIation 16 an appointee’s first
ast of duty (including transporting and sioring of household 0ods)
/ / 4 J / :

Agencies can sull pay moving expenses for employees who relocate in the
wierest of the Governement

How 10 usc this featere in the NRC:

s MD10.10, “Recrunment,” Part VII of the handbook, describes

first post of duty travel and transportation expenses and inter-
VICws.

® The NRC authorizes trave! and transportation expenses 1o ihe
post of duty or'y when the appointee has exccuted an agree-
meni to remain in Federal service for 1 year from the date of his
or her appointment unless separated for reasons beyond his or
her control or for reasons acceptable to the NRC.

®  Use NRC Form 723. “Travel Payment Agreement.” 10 execute

the agrecment.

®  Consult the Office of Personnel about persons eligible for this

travel payment.

®  Advise each canchdate for whom the NRC is willing 10 paythese
expenses that NRC wiii pay these expenses when they are given
information concerning employment.

*  MD 141, “Official Temporary Duty Travel,” gives require-
ments regarding interview travel.

Y NUREG/BR-0113
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2.3 Recruitment Bonuses

Under FEPCA, apencies are authorized 1o pay cash bonuses of up 10
25 pereent of basic pay as an incentive for candidates 10 accept a
Pederal job. Recruitment bonuses are for situations m which an
agency would otherwise have difficulty filling a position with a high-
quality candiddale. A recruitment bonus is & one-ume, lomp-sum
payment that docs not affect an employee’s base pay in any way.

Governmentwide Provisions: Fach bonus determination has fo be made
on u case-by-case basts with higher level approval, but udvance approval
can be given to allow timely job offers. An employee receiving a recruit-
mient bonmus miust sign o service agreement of atleast 1 year, and employees
who leave befare the agreed-upon time must pay back aprorated portion of

the bonus. Each agency must establish its own plern for using this author-
iy

How 10 use this feature in the NRC:
® MDD 1048, “Recruitment Bonus Program,” describes the poli-
Cies, practices, and procedures governing this provision.

Submit a request for a recruitment bonus to the Director. Office
ol Personnel, who coordinates the request with the Office Di-
recior or Regional Administrator.

The director or administrator submits each request that meets
i hasic legal requirements to the FEPC A Senior Management
Revicw Panel. After the panel reviews the request, il makes a
recommendation to the deciding official.

The Chairman or the Executive Director for Operations (EDQ),
As appeapriate, acts a- the deciding official for a recruitment bo-
Nus request.,

®  Theamount af the bonus pranted determines the lergth of the
service oblipation.

¢ Upito 8 percent of annual salary for 12 months of contin-

ued service

11 NUREG/BR-01132
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FEPCA: A Guide for NRC Managers

. From 9 percent to 16 percent of annual salary for 18
months of continued scrvice.

e  From 17 percent to 25 percent of annual salary for 24
months of continued service.

e All NRC GG, SES, and SLS appointecs, except Administrative
Judges, are chgible for recruitment bonuses

e Mecmbers of the Commission, the Inspector General, and Ad-
ministrative Law Judges are not eligihle for recrustment bo-

NUSCS.

NUREG/BR-D113 12
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2.4 Appointments Above the Minimum Rate (Superior
(ealification Appointments)

Belore FEPCA, agencies had the authority 1o set a new employee’s
pay above Step 1 of @ grade becavse of the candidate's superior
qualifications. Usc of this authority was, for most agencics, restnicted
L0 positions at or above GS-11, NRC has not been subject 10 this
restriction. FEPCA expands this authority 10 positions at all prade
fevels, and OPMs regulations broaden the criteria for offering a
mgher rate of pay.

Supenior qualification appoiniments affect basic pay, which may have
a gher incentive value 1o candidates than a recroitment bonus,
However, you should consider the additional cost 1o the apency of
higher basic pay.

Governmentwide Provisions: Apencies must base thus pay decision on a
candidate’s superior qualifications or a special need Jor the candidate’s
services. Also, in deciding whether to give an employee a superior quelifi-
Catians appomtment, en agency is required to consider the possibility of
using a recriaement bonus. Eack agency must establish its own gwidelines
Jor using this feature.

How 10 use this feature in the NRC:

®  This feature is applicable to employees receiving their first ap-
pomntment 1o the Federal service and 10 former Federal employ-
ces following a break in service of at least 90 days.

¢ MDD J0.36, “Posttion Evaluation and Pay Administration.” FIVER

guidelines for using this provision under increases in hiring
rales.

® mplementation of FEPCA did not result in any changes in cur-
7.t NRC procedures for authorizing these payments.

®  Because of the new FEPCA flexibilities, you should carefully
choose the pay flexibility or combination of pay flexibilities that
will be most beneficial and cost effective 10 the NRC and ensure
that high quality candidates can be selected for NRC positions,

13 NUREG/BR-0113
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2.5 KReemployment of Military and Civilian Retirees

FEPCA allows OPM 10 waive dual compensation restactions for
those rare instances in which agencies must hire retirees (o deal with
special stalling needs. In other words, the new law allows agencies 1o
hire muditary and Civil Service retirees without reducing cither their
“tarrent” pay or their annuities or retired pay.

Governmentwide Provisions: Military retirees hired imo Federal cwvilian
positions often receive reductions in their annuities diring thetr civilian
service. Cavilian retirvees reemployed by the Government receive reductions
in salary bused on thewr anmuitics. FEPCA now permits OPM o grant
wunvers of these reductions, on a case<by-case buss, for cases in which an
agency has exceptions] difficulty recrunting or retammng « qualified em-
ployee ar for emergency situations. OPM will grant waivers only in critical
stlicitions

How to use this featare in the NRC:

e MDD 10.46, *Waivers of Doal Compensation ]imitations,” de-
scribes the policies, pracuces, and procedures governing this
provIsion.

e ilccause OPM is the approving authonity for these waivers, you
have to submit detailed information as part-of the cquest pack-
age. MDD 10.46 describes the specific criteia for three wpes of
individual requests:

1. requests based on emergency situations,
2, requests based on exceptional recruiting needs, and
3. requests involving current employees.

e FM procedures also permit delegation of authority 1o an
apency for approving individual waivers in particular emergency
situafions.

s An emerpency situation must pose an immediate and di-
rect threat 1o life or property. A potential or indirect
threat does not constitute an emergency.

NUREG/BR-8113 14
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. I'he emergency must be beyond the scope of NRC's nor-
mal responsihibitics

Submiat a reguest 1o the Director, Office of Personnel, who ¢oor-
dinatestherequest wath the Office Direcior or Regional Admin-
siraloy

Phe director or the administrator submits cach request that
meets the basic legal requirements to the FEPCA Senior Man-
agement Review Pancl. After the pancl reviews the request, it
makes a recommendation 10 the EDQO.

I the FEDO concars with a request, the EDO will send it 10
O'M I

he BEDO s the deaiding official for requests ander
OPM-delegated authoray for emérgency situations.

Fhe combination of annoity or retived pay and pay for the dura-
tion of the waiver are not subject to the aggregate pay limitation

15 NUREG/BR-0113
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FEPCA: A Guide for NRC Manapers

2.4 Advances in Pay

FEPCA authorizes agencics 10 give a new employee an advance in
pay unul the employee receives the first regular paycheck. The
advance can be up 10 two pay periods worth of pay.

Governmentwide Provisions: Advances can only be made o employees
who have received an appointment  Before making an advance puvment,
the agency must provide the employee with certain information in writing
and must require the e:mployee to sign an agreement 1o repay the advance
Euch agency must establisk its own procedures Jor wsing this authority

How (o use this [eature in the NRC:

® MDD 1045, “Advances in Pay,” describes the policies, practices,
and procedures governing this provision.

il ®  The advance in pay is made in onc installment.

® To be eligible, the appointment must be the individual's first
Federal appointment or a new appointment following a 90-day
break in service,

®  The NRC may not pay the employee belore the day of appoint-
ment or alter hic or she receives the first regular paycheck.

e

o —

The Office Director or Regional Administrator has to recom-
mend a request and the Depuiy Chief Financial Officer and
Controller have 1o review it.

D ———

®  Some faciors to consider in determining whether o reguest an
advance in pay for an appointee are change in residence, prior
unemployment, or other stances of financial hardship.

®  The Director, Office of Personnel, approves each request foran
advance in pay

NUREG/BR-0113 16
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2.7  Relocation Bonuses

Agenoies are now authorized (o pay empioyees bonuses of up 10 25
percent of basic pay as an incentive 10 move 1o a now duly Station
within the agency.

Governmentwide Provisions: A relocation bonus may only be paid when,
in the absence of the bonus, it would be difficult 10 fili the position with u
hugh qualiyy employee. The bonus is paid us a lump sum. Each borus
determination must be made on a case-by-case basis with higher level
review inthe agency. Anemplovee receiving a relocation bonus must sign a
service ggreement of at least 1 year at the duty location. An employee can
recerve @ relocation bonus while serving under a service ugreement for a
recruitment bonus. Eack agency must establish its own plan for using this
authority

How to use this feature in the NRC:

e  MD 10.44, “Relocation Bonus Program,” describes the policics,
practices, and procedures governing this provision

®  Submit a request for a relocation bonus 10 Director, Office of
rersonnei, who coordinates it with the Office Dhrector or the
Repional Administrator.

e The director or the admiristrator submits cach request that
mieets the basic legal requirements 1o the FEPCA Senior Man-
agement Review Panel. After the panel reviews the request, it
makes a recommendation 10 the deciding official

® The Chairman or the EDQ, as appropriate, acts as the deciding
offv . for a relocation bonus reguest.

®  The amount of the bonus granted determines the length of the
service obligation, Ser ..z must be at the new duty location.

o  Up o 8 percent of an sual salary for 12 months of contin-
ved service.

e From 9 percent 10 16 pernent of annual salary for 18
months of continued service.

17 NUREG/BR-D113
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2.8 Retention Allowances

Under FEPCA, agencies have the authority 10 pay a retention allow:
ance of up to 25 pereent 1o an employec who would otherwise mosl

likely leave for employment outside the Federal Governmentl.

Guvernmentwide Provisions: Determnations must be made on d case -by-
case basis, with byher level review in the agency. A retention allowance
can be up 19 25 percent of basic pay and must be prid in the same rmesner
us basic pay. This authority ts only for employees who would otherwise be
likely to loave for employment autside the Federal Government. It cannot
e used 1o retain an cmployee whe s likely 10 leave for employment in
another Federal agency.  Retention allowances can be granted only 1o
employees with et least 1 year of continuous service with the agency belore
the payment. They cannot be paid to employees serving under a service
agreement for recruiiment or relocation bonuses.  Each agency must
establish s own plan for using this authority

How 1o use this feature in the NRC:

e M 1047, “Retention Allowance Program,” describes the poli-
cies, practices, and procedures governing this provision.

e  Submit a retention allowance request 10 the Director, Office of
Personnel. who coordinates it wath the Office Director or 1F
Regional Admimistrator.

e The director or the administrator submits cach request that
meets the basic legal requirements to the FEPCA Semor Man-
apement Review Panel. After the panel reviews the request, it
makes 4 recommendation to the deciding official.

e The Chairman er the EDO, as appropriate, acts as the deciding
pfficial for a retention allowance request.

e Retention allowance reguests are subject 1o aggregate pay hmi-
tations. currently set at Level 1 of the Executive Schedule. The
Deputy Chicl Financial Officer/Controlier has to review and
the Director, Office of Personnel, has 10 approve any automatic
pay reductions resulting from retention allowances excecding
the Exccutve Level 1 aggrepaie pay imitation.

19 NUREG/BR-0113
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29 Payment for Academic Degree Training
Previously, Federal HECRCICS were prevented by law from paying for ]
Lraning 1o give empl yees the opp rlunity to earn academic degrees.
Along with FEPCA, Congress passed a faw that allows Federal agen- i
vles 1o pay for taining leading 1o an academic degree, in order 1
TeCruit or retain highly qualified cmplovees for which a shortage
EXINIS that involve skills critica) 1o the agency's mission,
Governmentwide Frovisions: Thys Provision may be used either To recruil
new employees or 1o retain existing employees. f applies 1o positions for
~hich g shortage of qualified personnel exises or for whick the dgency
whticipates a shortage, Agencies must document the basis Jor shoriage
determinations, Selection of employees for ac wdermic care tratng must
b e qocordunce with merit principles and Equgl £, mployenent Opportu-
ity (EEQ) considerations
i
How to use this feature in the NRC: i
®  MD 16.77. “Employee Development ang Training,” provides
the basic policies, practices, and procedures EOVETIINg training
actvitios in the NRC.
®  The “NRC Guide 10 Trawning Opportunities,” NUREG/
BR-0017, provides additional guidance and procedures. Sec-
tion X1, “Agency-Sponsored Graduate-Level Programs,” de-
scnibes selected programs, ‘
§
®  The Graduate Fellowship and Senior Fellowship Programs are
wo current NRC degree programs.
®  Identily any current or anticipated positions for which a short-
agc exists that involve critical skills in the NRC Human Re-
sources Strategic Plan. Also include Slralegics 1o resolve the '
shortages. such as use of the Graduate Fellowship Program. |
*  MDI09, “Cooperative Education Program,” authorizes finan.
Gl support of Cooperative Education students ic ading 1o a de-
gree.
21 NUREG/BR-(113
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e  Each NRC cmployee who receives NRC support Tor a degree

program, the terms of which are gencrally setat 1 month of con-
tinved service for cach semester hour of course credit supporied
by the NRC, has 10 exccute a Continued Service Agreement.

NUREG/BR-0113 22
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The NRC will consider any QOPM activities related o special salary
schedules in developing special salary schedules apphicable o NRC
employees,

OPM has also established a special salary schedule for Law Enforce-
ment Oificers nationwide in Grades 3 throuph 10 and other special
satary schedules for Law Eaforcement Officers in sclected areas.
Where appropriate. the NRC has adopted these special Law En-
forcement Officer satary schedules. They are published in MDD 10.41,
“Pay Administration.”

NUREG/BR-D113 24
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4  OTHER FEPCA PROVISIONS :
:
T o ‘. . I
4.1 Time Off From Duty as an Incentive Award [
!
The Federal meentive award system has been augmented by adding,
as an wncentive award authority 10 grant employees time off without i,
charging the ume off 10 annual or sick leave. :
Governmentwide Provisions: Up 1o 80 hours of 1.me off can be granted to '
un emplovee in a leave year. Moyt decisions to grant time off must be ;
reviewed by a hugher authority in the agency, however, agencies can author- '
1z€ supervisors 1o grant up 10 1 work day off without cdvance review |
______________________________ LN |
How to use this feature in the NRC: '
e  MIJ 10.73, “Time OIf From Duty as an Incentive Award,” de- i
g scribes the policies, practices, and procedures governing this |
provision ]
® GG, SES, and SLS employees, excluding Administrative ?
Judges, are covered by this provision. :
I
l
®  Administrative Law Judges and the Inspector General are ex- |
cloded from coverage.
®  The purpose of these time-off awards is to increase the produc- | E
tivity and creativity of NRC employees by rewarding their con- |
tributions to the quality, efficiency, or economy of Government :
and NRC operations. |
®  Clearly document in cach recommendation the superior accom- 1

plishments upon which the recommendation is based.

®  Send the award recommendation to the Director, Office of Per-
sonnel, 10 review

e  An Office Director or a Repional Administrator or an Assistant
Inspector General is authorized 1o approve awards of up 1o 1 day
off.

|
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I e The Chairman, the EDO, or the Inspector General, as appro-
| prigte, has the authority 1o approve an award of 2 through § _
| it o davs, :
|
e  An individual award cannot exceed 40 hours. |
i
e Once granted, an ndividual has up 1o 1 year 10 use the award. :
Time not used 15 lost i
3 - e The employece's immediale SUpEIvisor has to approve usc of the |
time off. .
e Under no circumstances can a time-ofl award bie converted to ;
cash, |
!
|
: : |
i
il
i |
i |
H it
{
it |
i |
. W e |
:1’1' i}l
1
;;'”1;’
t “;l A ll
i |
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4.2 Hazard Pay Differentials

Under the old system, empioyecs were only entitled 10 receive hazard
pay differennals for hazardous duty that was “irrepular or intermit-
tent.” FEPCA lif1s this restriction

Gavernmentwide Provisions: The taw still prohibits agencies from paving

vees when the hazardous duty 15 taken
1o decount i the classification of therr positions. FEPCA allows OFM

io regulate exceptions 10 this prohibition under unusual circumsiar-ces

hazard pay differentials 1o emple
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4.3 Premium Pay for Emergencies

Under the old system, premium pay for emergency waork was subject
10 a hiweckly maximum carnings limitation of G8-15, Siep 10. Under
FEPCA. employees performing ¢mCrgency work may be excepted
{rom this himit.

Governmentwide Provisions: In place of the biweekly maximim earnings
limiration. Federal agencies may now apply an anra] maximum canings
limutarion of GS-135, Step 10, to employees performing emergency work in
connection with natural disasters. This does noi require OPM approval.
With OPM approval, Federal agencies may apply the annial imitation 10
employees working 10 resolve ather types of emergencies.

A law enforcement officer may be paid premim pay only to the extent that
the payment does nol cause the officer s aggregate rate of pay for any pay
period to exceed the lesser of (1) 150 percent of the minimum rate payable
for G515 (including any appiicable locality-based caomparability pay-
ment or special rate of pay) or (2) the rate payablie for Level V of the
Executive Schedule

_...-..—._-.—.__...._-.—-.-.«_.—..._.————.——_—..—--——_—

How 10 use this feature in the NRC:

e The biweekly earnings limitation on premium pay, which is the
rate for GG-15. Step 10, may be kifted for work directly related

to resolving cmergencies threatening life or property. Even
when the biweekly limitation is waived, however, the annual cap
of GG-15, Siep 10, remains in effect.

e MDD 1042, “Hours of Work and Premium Pay,” defines pre-
mium pay within the NRC.
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4.5 Miscellancous Provisions

OPM regulations established an aggregate limitation on pay.
The aggregate limitation applies to the total of basic pay plus
(1) premium pay and most other payments except for back
pay for unjustified personnel actions, severance pay, and
lump-sum payments for annual pay; (2) recruttment and re-
location bonuses, supervisory and post differentials, reten-
tion allowances, danger pay allowances, physicians’ compa-
rubility allowances, and environmental allowances for
employees outside the continental United States; and (3)
continuation of pay under the Federal Employees’ Compen-
sation Act. This restriction primarily, but not exclusively, af-
fects employees in positions above GG-15. such as SES,
SLS, and Executive Schedule employees.

During a calendar year, an employee’s aggregale compensa-
tion cannot exceed the rate for Executive Level 1. The new
aggregate limitation supersedes the fiscal year maximum
that formerly limited pay for SES employees. SES employees
are now covered by the new calendar year limitation. Both
discretionary (optional) and nondiscretionary (payments io
which an employee is entitled) forms of compensation are
included in the aggregate limitation. A few types of payments
are excluded when computing aggregate compensation.
Currently, these include premium pay, overtime pay, and
severance pay.

Nondiscretionary compensation that was not paid during a
calendar year because of the aggregate limitation must be
paid in @ lump sum at the beginning of the next calendar
year. Certain discretionary payments withheld because of
the limitation may also be deferred and paid in a lump sum.
This includes SES Presidential rank awards and SES bo-
nuses, recruitment or relocation bonuses, and retention al-
lowances.

FEPCA eliminates the requirement 10 compute overtime
pay for employees covered by the Fair Labor Standards Act

NUREG/BR-0113 30
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(FLSA) under both Title 5, U.S. Code, and FLSA provi-
sions. Now, overtime pay for emplovees covered by FLSA s
computed only under FLSA. Also, for the purpose of calcu-
lating overtime pay under FLSA, hours in a paid nonwork
status (such as annual leave) are now considered to be hours
of work.

e FEPCA revised the method of computing overtime pay and
computing annual premium pay for regularly scheduled
standby duty. The maximum overtime rate that may be paid
(equivalent to the rate for GG-10, Step 1) now includes any
applicable  locality-based  comparability  payment  for
GG-10, Step 1. and any applcable special pay rate for
GG-10, Step 1. The method of computing compensaiory
time off has also been changed 1o include any applicable lo-
cality payment or special pay rate for GG-14, Step 10, in or-
der to be included in computing either overtime pay or com-
pensatory time off, a special pay rate for GG-10 (Step 1 or
10. as applicable) must appear in a published special pay rate
schedule.

All NRC employees are subject to the aggregate limitation on pay
and the other HUD miscellancous provisions previously discussed.

NUREG/BR-0113

W
et




A . ———

r

Federal Recycling Program



(A3 G e IR,
oo

¥

-
-
&
-
"
-
=y
&
<
-
3
-
(&)
v
§ S
3

»
-

LICATION IN THE NRC

13
1

All

MELOYE

hE

o gg”

e e

el

B,

et

b b s



P AT AR

¥

G
e
7t
e
o=
F
=
3
=
L=
-
&
She
<
v
]
o
-
QS
e
-
»“'!

2l

1ON IN THE NR(

_L‘.f.m>

Ra113




