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FOREWORD

Staff development a1 NRC s essential for the ongaing success of the Agensy, The
NRC 15 committed 1o assisting s employees in developing the skills, knowledge,
and abilities needed to achieve a rewarding cureer &l the Agency, and in suppart
of this commitment has developed a practcal hundbook, Career Planning.

|
Career Plapning provides useful information that will help you as you establish |
career goals and prepare your Individua! Deveispment Flan. Keep in mind that ‘
successful careers do not just happen; they take a greut deal of hard work, ‘
motivation, and dedication. You must be willing to make an honest assessment of |
your capabilities, request advice from knowledgeable supervisors and mentars, and 1
gstablish clear, manageable career goals. ‘

|

1 encourage you 1o read Career Planning as your first siep in career development.
Your ability 1o develop a rewsrding and swecessful career at the NRC will firmly
assist the Agency in accomplishing its mission,

S,

Ivan Selin
Chairman
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CAREER PLANNING FOR
NRC TECHNICAL STAFF

Introduction
The following guidance i provided 1o assist NRC wechni

cal emplavees with their development of career objoptives,

selection of truining and rotational experiences, and iden:
tification of possible career paths. These guidelines ad-
dress peneral issues such as initiative, job performance,
and selt-confidence, as well as developmental issues such
as training and rotationy! assignments, Finally, examples
of career paths of successful NRC wechnioal staff are priv
vided with this guide

General Guidance

Completion of speztic iaining reguirements, roational
assignments, and specidized triining undertaken to in-
crease ane’s knowledpe and akills ‘n bath techimeal eod
non-techmica’ azeas can enhince an individual's qualifica
tions and potential for sdvancement. Individuai initiative
in furthering one’s level of education and preparaiion will
{urther enhance one's qualifications. However, these
training &nd developmental achievements do not guaran-
tee the arwinment of one's idea! position of cavver goal.
Uther factors, less concrete and tangible than the comple-
tion of & training seties, can signitwantly influence career
development. Therelore, it is impartant o address these
factors, in addition to focusing on training and develop-
mental experiences

1. Perfotm your best. Regardiess of the significance of
the task or project. always do your very best. Tap
performance is noticed hy your line mansgement. s
well as othier managers, and contribules 1 your agd
vancement potential. Although education. truning,
and broad expenience are important in gualifving for
advancement, the number ane factor will aiways be
m record of perlormarice in Whatever position you

or hive held.

2. Set short-term and long-teriy goals, For example f
your long-term goal is to be a beanch chief in a tech-
nical office. identify what you can do now to help you
achieve this goal. Short-term goals could mclude
completing rotations in gither NRR, AEQOD, NMSS,
ot Regions, as appropriate.

@ Be aware of your own desires and career poals
Not everyone has the aspiration or potential to
be a supervisor or senior manager re is
nothing wrong with remaining in a non-supervi-
sory technical position, if that is where you find
the most satisfaction.

-

il

6

b Be flexible~-realize that there is genprally maore
than one option. Your first ¢hoice for an sssign-
ment may be in NRR. However, & better posi-
tion may open up in AEOD. Do nat be so “nar-
row” i yout career vision that you miss
opportunities and alternite paths towards your
career goal

Be realistic in your expectations, Don't expect 10 e
CEVE B promotion every year of 1o acquire a top-level
management position in a short period of tme.

Don't expect promotion offers froma branches in ar-
eas where you aren't fully qualified. Recrgnize your
realistic career possibilities and limitations based on
your sxperience and trainmg and plan vour cureer
with this background in mind while 1 the same time
endeavoring 1o more tully qualify youraoif

Be aggressive in pursning your goals. Search for and
take advantage ! all opportunities, Don't tury down
assignments that may assist you in schieving your
goals. See the potential for learning and exposure 1
mansgement in every project vou undertake, Don't
passively wall for assignments or rotations, make
uthers aware of your aspieations, availability, and
cagerness to learn.

Don't be discouraged. Everyone gets tured down for
desired posttions during their career Learn from
these experiences. Identfy any weaknesses that may
have prevented you from receiving that position and
work to strengthen these areas, Continue to apply for
appeopriate positions and always maintain a positive
attitucle and vour self-confidence.

Develop an understanding of the screening 'selection
process. Sometimes. being in the right place at the
right ume will enhance your opportunity for & posi-
ton. The ideal position may open just as veu begome
fully quatified, or competition for a particular posi-
tion ma be completed just before you are qualified.

Be prepared to veleeate. Often, it is necessary o ac-
cept rotations o posivions in other headquarter of-
fices or regions to aclieve broad exposure and devel-
opmental experiences. Knowledge of the functions of
bath headquarters and regions 18 important for ad-
vancement to senior managetial positions,

Don't stay in a position 1oo long, When jobs become
o0 ~omfortable, learning becormes minimal and per
{formance often diminishes. Thete is no rule for the

lengrh of time 10 stay in a position; you, i consulta-
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tion with vour supervisot, are the best judge of when
a chihge §s in your best interest

Y Take adsantage of NRC-provided career counseling,
Discussions with these cateer counsglors o1 seniot
managers within the NRC gan provide infarmation
on planning your career. Insights and guidance from
suceessful individusls can ofien by Kalplul. Dhisvuss
your goals with your management. A supporiive
manager with vears of esperience is often a valuable
source of iformation ana guiganee. Y out line man-
agement cun help you select approptiaie training and
rotutional assignments 1o facilitate gttainmen of

your goals

10 Be mission oriented. Mave a strong comnutment and
understanding of the specific und general missions of
vour organizations, your office. and the agency,

‘ trate o management that you are @ leam

player.

Career Development

Figure 1.1 provides a flow chart depicting career path op-
tions for teshnical emplovees. Table 11 provides u more
detailed breakdown of positions al the various grade lev.
els. Table 1.2 srovides @ basic matrix of deselopmentil
activities reluicd 10 various management positions. While
this informatio s not exhaustive, it dogs provide 3 gers
era) overview o the typical positions a8 one progresses
through the var [ s and indicates that at all levels
within the argeg/2ation. there 15 an oppurtunity 10 mave
10 different of@hes and regions, either as a lateral assign-
ment or, if uma:pmu:. for promation.

Fewer high-de. | pusitions exist the higher one goes in un
organization 4P, consequently, tiere will be more com-
petition for th @ imited positions. Managerient carget
development si, nild foous on broad experience gained
shrough diverse assignments obtained by posttions in g
number of different NRC organiautions 1o enhunce pro-
miotional oppatunitivs.

A goneral discussion of reguired and nonaequired train:
ing for enhanced progression up the career ladder is pri-
vided below, In particular, the impartanee of senting one's
career goals, developing an Individual Development Pian
(1DF). cumpleting rotational assignments, and applying
"!k:r appropriate promations cr lateral positions are ad-

This discussion s focused on broad career paths within
the agency and identifies goneral tramning and develop-
miental activities needed 1o move 1o the next level in an
effort to attain one's career goal The first group ad-
dresses all nomsipervisory staff positions. 1t s (his

group that training esperiences can be maost varied. The
second group focuses on non-SES supervisory positions
Traiming in this group should be oriemed wwards those
areas that enhance managerial/esecutive capabilities. The
third group reviews training &t the SES level to promote
movement through the SES (o the upper managsineint
positinn

L Non-Supervisory Positions

NRC rechnical staff can fully develop a career with the
ageney through aonsupenvisony positions. These posis
tons ate nore ally fram the GG-3 10 the GG-15 level In
addition, the NRC has o Senior Leved System for employ-
ees who petlorm work which subsiantially eseeeds the
fevel of work estublished for ¢ OG-15, Within the S¢nior
Level System ure several bands which distinguish the
camplexity of the work NRC employees « sn apply fir
these positions through the competitive process. Provided
below is information that will assist in career ladder pro-
gression

A Headguaners/Regional Requirements

1. Technical Traiming. Staff should cor.plete
technical training identified by the program
office ar region 1or their respective posi-
tions. This training inchudes Technical
Training Center (TTC) training. intern pro-
gram requiremunts, if applicable. and ye-
quired participation in on-theob trning
activities such as inspections.

Nortechnical Traiping: Staff should com-
plete appropriate non-technical training fol-
lowing the traming guidelines of the pro-
gram office with a special emphasis on
identified weaknesses. This training may
address such areas as technical wnting,
communication skills, interpersonal skills.

B Individual Development

Differences in educatioral background and priar
experience can be addressed through the coms-
pletion of an Individual Development Plan (1D1)
{NRC Form 321) using NUREG/BR-0086 Revi-
ston 2. The 1DP Pracess, = a guide, Career
planining with one’s supervisor can wentify arcas
of strength gid weakness, Specific training be-
vond that required s structured i each indi-
vidual’s unique needs and cuzes i soals.

v

1. Technical Traimmy An individuai vhould
strengthen echnical Knowia f¢ 10 meas
where prior expenence and education n.ay
e limited. For example. a staff membes
with & degree in mechanical engineering

e e
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wilh no conumercia! aaciear power plant
hackground may request to take additional
training in reactor theory and nuclear power
plant operations. This technical training is
aiso eritical for individuals without & callege
degree and for individuals with degrees in
non-engineering areas such s pssvhalogy or
chemistry, Enhanced techmeal training for
these individuals 15 necessary for optimal
performance and understanding of nuclear
power. An individual should assess the ne-
uw? of desirability of undettaking indj-
vidual graduate education at locgl instity-
tions of higher lurni:}.‘ This can be
sparsored by the NRC during off-duty
houes or, as appropriate. throagh adjust
ment of working schedules. Non-degreed
individuals should vbtain a wehnical de-

gree.

Non-technical Training: An individus!
shauld strengthen any areas of non-techni-
cal skili: necessary for enhanced job per-
formance of in anticipation of future needs
For exampie. developing computer skills,
oral and writing skilis, and supervisory skills
are usually appropriate arcas for improve-
ment.

Private Sector and inter-governmental
Training: Tniuin;Rprognms offered within
and outside the NRC should te evaluated.
Programs offered through OFM. LSDA
Graduate School, the NRC, ete., include
training in basic supervisory, management.
2adl feadership skills. This training may he
uppropriate for individuals desiring 1o tran-
SIHON into supervisory positions

University Coursework: The NR© will ap-
prove sponsosstip of college/university
courses if they are related 10 one's job,
Computer science courses. for example. may
be needed 10 strengthen an individual's
knowledge of reactor theory and concepts.

Rotational Assignments: Rotational assign-
ments are used (1) 10 enhance emplovees'
understanding of NRC programs, (2! ¢
provide empiovees with broader experience.
new challenges, and contacts that may en-
hance career opportunities: and (3) to focus
staff resources on new tashs and projects,
oviding a quick and efficient wav of
inging the correct mix of limited re-

sources 1o bear on immediate problems
Possible areas Tor rotations include:

a  Regional Offiges: T 'ga;ain knowledge of
regional aouvities and experience on
how regions interface with the licensee,
resident inspectors, and headguarters.
A regional rotation could result in an
understanding of the operatot licensing,
inspection, and enforgement programs,

b, AEOD/NMSS/NRR/RES: To gain
rnowledge of the functions and respon-
sibifities of other branches and offices
within the NRC.

¢ CommissionEDOY; To gain knowledge
and understanding of the function of the
Comnmussion and EDO und of the man-
agemeni of broad NRC-wide programs,

d Resident Inspector: To gain knowledge
of the NRC role at a facility and of the
daily interactions with the licensee, the
regional office, and headquartets. In
addition, the site work enhances the
oversll understanding of operational ac-
tivities.

6. Promotions/Laterals: New positions should
be considered in the same manner as rota-
tional assignmerds. Aceepting a promotion
or laternl transfer o u different branch, of-
fice. or region could broaden one's knowl-
edge base and exposure to the various roles
ang! functions of the NRC and substantially
enhance the potential for advancement,

. Non-SES Supervisors

Non-SES supervisors typically have compieted sufli-
cient technical and non-technical training. However,
further training is usually scheduled to enhance the
umque developmental needs of the individual. This
training is primarily foeused on broadening the un-
derstansting, outlook, and perspective 4s a govern-
ment manager, as well as hands-on man Mt and
supervisary skills. To maximize potential for SES po-
sitions, rotational assignments should be considered
a3 an importunt and necessary developmental com-
ponent as well as of knowledge, skills,
and abilities directly related 1o the six SES compe-
tency areas. These competency areas are described in
Part IV of this guide.

1. Technical Training: This training should con-
tinde as the individual needs dictate, Non-
degreed peopie should obtain a technical degree.

T T ———
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FLOW CHART FOR TECHNICAL STAFF
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PART 11

Career Planning for
NRC Administrative and Legal Staff
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CAKEER PLANNING FOR
NRC ADMINISTRATIVE AND LEGAL STAVF

Introduction

The following guidance i provided to awsist NRC sdmin-
astrative and legat poofessionale with their development of
wiferr objectives. selection of Laming and rotalional ex-
perivnees. and identification of poathle gpreer paths
puidelines address peneral issues suvh se mtiative
Job performance, and seli-confidence. as wel! o5 deselop-
mental issues such as training und rotationad ast onments
Finally. examples of gareer paths of successiul NRC ad-
ministrative and legal staff are provided with this guide.

General Guidance

Completion of specific trainmg requoements, sotuionul
assignments, and specialized trammg undertaken 10 in-
crease one's knowledge and skills in professions! 204 re
Auwred areas can enhance an individual's gualifications and
tia' far advancement. Individual inttiative in furthers
ane's level of education and preparution will furthier
nee one's qualifications. However, these traiming and
developmental achievements do not gudrantes the attain-
ment of one’s ideal position or gareer pos | Other factary,
less concrete and tangible than the completion of a train-
12 series, can significantly influence career development
Therefare, it is impottant 1o address dice letors in ud.
wition to focusing on troming and developmental exper-
ences.

1. Perform your best. Regardless of the signifivance of
the task Or project, always do you ver best Top
performance 1s noticed by your 19 management. as
well as othe managers, and conitibuies o your ad-
vancement potential. Although edication, training.
and broad experionce are imporient i gualifving fur
advancement, the number one fagtor will always be
m record of performangs in whatever position vou

wle! or have helil.

2 Set short-term and long-term goals. For exampie. if

your long-term goal is 1o be 4 branch ¢luef, identily
what you can do now Lo help you achieve this goal
Sheri-term ghals eould melude completing rotations
in subject matter related offices or in the Regions,
as appropriate.

g Be aware of your swn desires and career goals.
Not avervome has the aspiration o potentis) 1o
b & supesvisor or senior manager. There is
nothing wrong with remauining in a honsuper-

visory professional position, if that is whore
yor find the most satisfaction.

b By flexible—realize thut there is penetally maore
than one aption. While first choiee for a rota-
tiona! assignment may be in one office o better
position may open ap i another. Do not be so
“parrow” An vour career vision that vou miss
opportuninies and alternate paths owards your
cireef goat

Be realistic in vour expectations. Dont expect to
FECEIVE i Promolion every Yeal or (o seguire 4 1op-
tevel non-supenisony ¢ management position in o
shott perlod of time. Don't expect promotion offers
from bienched in areat where you aren’t filly qualis
fied. Recogmae vour realistic career possibilities and
imitations based on your experience and traiing
and plan your career with this background in mind
while at the same time endeavoring o more fully
quakify yourself. Be aware of the qualification re-
quirements in relared occupational fields and spe-
clalizations

Be nggressive in pus suing your goals, hearch for
and take advantage of all opporiunities. Dor't tuen
down assignments that may assist vou in achieving
your goals. See the potential for learning and expeo-
sure 0 management in every praiect vou undertake.
Dot passively Wit for assignneents o1 1o, Hons;
make others aware of your aspirations, avallability,
and eayerness W learn,

Dow’t be discouraged. Ever yone peti turmed down
for desired positiong during their gateer. Learn from
these experiences. Ask about and wdentify any weak-
nesses that may have prevented y su rom receiving
that position and work 10 £engthen these ateas.
D't be afraid 10 seek assistance in both identify-
ing wenknesses and in developing sirategies to over-
came them. Continue to apply for appropriate posi-
tony und shvavs muintain & positive attitude and
vayr selfsconficence.

Devetop an wnderstandirg of the sereening/selection
process. Sometimes, being in the right place at the
right time will enhance your opportunity for a_posi-
tion, The ilea, position may open just as you be-
come fully qualified. or competition for & purticular
pasition may be completed just belore you are
qualifieg,

Be prepared 15 relocate, Often | is necessary to
secept rotations br positions i other headauarter
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offices or regions 1o achieve hrosad expostire and
developments] experiences Knowledge of the funos
nons of hoth headguartets and regions is ampos tant
Tot advancement to semor managerial positions

£ Don't became complacent in a position. When johs
no fonger ofier 4 challenge or become 100 comfort-
aole, learning desomes minimal and perlormance
often diminishes. There is no rule for the length of
1ime W S1AY in 3 position: you. in consultation with
¥t supel o, are the best juilge of when 4 chunpe
1510 VouE best mierest

© Take advontage of NRC-provided coreer counseling,
Inscussions with these dereer codnselons or senior
managers mentors within the NRC can provide in-
formation on planning yau career. usights and
gusdones fom suecessful individuals tan often be
helpB. Diiscuss your goals with your rranagenient.
A suppovtive manager with vears of expetionce is
often i valuable sourde of informatian and guidance,
Your line management can hely you select & tie
ate training and totational assignments to fastiitate
sttainment of vour _ouls,

10 Pe mission oriented. Have u strang conunitment

and understanding of the sperific and geaeral mis
sions of vour organizations, your uffice, and the
pgency. Demonstrate to management that you ase a
weam piayer

Career Development

Figure 11 { prov.des . flow ¢chart depicting possible career
path Tﬂau for administrative and legal professionals,
Table (1.1 provides a mose detailed breakdown ¢f post-
nions 2 the various grade lovels. Table 112 provides i ba-
sic matrs of developmental activities related 1o various
mansgement positions. While this information is not ex-
haustive, it does provide a general overview of the typical
positions as one STogresses through the various offices
ard wndicates 12t 8t all levels within the organization
there s on OppoOrtuNity to move to different offices and
resions, either as @ lueral assignment of, if appiopriate.
for promotion.

Fewer high«esel positions euist the bigher ane goes in an
organization. and. cansequently, there wili e maze cone
petinen fur these limited positions. Management career
developrient a. ould also foous on broad experience

~ gained through diverse assignments oblained by pasitions

1 4 number of diffe ent NRC orgamzations.

A geretal discuseon of the completion of required and
non-requited 1 aining fur enhanced progression up ihe

-

eateer ladder s pegesded bedow, In partieulis, the impor.

tance of seting one’s career goals. developing an Individ-
ual Development Plan (1DP), completing rotational as-
signments, and applying for appropriste promotions o
lateral positions are addressed,

This discussion is focused on broad career paths within
the agency and identifies general truining and develop-
mental activities needed 10 move 10 the nest level in an
elfort 1o altain one's career goal. The fiest ?oup andd-
Sresses Al oon-supervisory slaff positions. 10is in this
proup that training experiences ¢an be maost vatied. The
second groun focuses on non-SES supervisary positions.
Training for this group should maximize attuinment of
ST'S qualification. The third group reviews truining at the
SES kvel to promote movement thraugh the SES 1o the
nppet Management positions,

1. Nan Supervisory Pasitions

NRC administrative and legal stall can fully develop a
cargsr with the agercsy through non<supervisory positions,
These positions are noemally from the GG-3 1o the
GG-15 level. In wdditios, the NRC has a Senjor Level
System for employees who perform werk which subsun-
tally exceeds the level of work established for a GG-15.
Within the Senior Leve! System are several hands which
distinguish the complexity of the work. NRC empicavees
can apply for these positions throug!: the comipetitive
process. Provided below is information that wall assist in
career ladder progression.

A Headquarters/Regionai Requirements

L Jebspecific Training' Star! sheuld com:
plete required functionad waining identi-
fied andd available for their respective po-
sitions. This training may inchide some
desirable TTC traimng needed to fami
iarize oneself with the Agency's activities,
intern program requirements, if such a

rogram has been established, and any
additional traming guidelines of the office
or region to which assigned. Staff should
acknowledge that in view of the highly
technical rature of the NRC's activities, it
is essentinl that non-techrical employes
take every nity to become familar
with these activities and the procedures
and tgrminology associated with them
Many internal NRC training courses will
higlp in doing this.

Non-job-specific Training: Staff should
complete appropriate nosi-job-spegiiic
training following the traimng puidelines
of their officefregion with  special

2
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emphasis on identified weaknesses. This

training may address such areas as tech-

nigal writing, communication skills, inter.
personal skills, ete.

Individual Development

Differences in educational background and
priof experience can be adidressed through the
¢ fon of an Individua! Development Plan
(IDP) (INRC Form 321) using NUREG/
BR-0O8H Revision 2, The HDP Process. as @
guide. Career planning with one’s suporvisar
can identify arens of strength snd weakness
Specific training beyond that required is struc-
wired for each individual’s unigue needs and
career goals,

1. Job-specific Training An individual
should strengthen functional knowledge in
areas where prior experience and educa-
tion may be limited. For example, a staff
member with a liberal arts degree with no
budget. accounting, or analytical back-
ground may request 10 take additivnal
education and training in those areas if
they are employved in the Office of the
Controller or in & position where knowl-
edge/understanding of such functions was
required or desirable. An individual
should assess the necessity of desirability
of undertaking individual graduate educa-
tion at local institutions of higher learn-
ing. This can be sponsored by the NRC
during off-duty hours or, as appropriate.
through adjustment of working schedules.
Additional m“\}?momny related courses
and seminars offered by ional as-
soctations are also desirable. This type of
education and training is also critical for
individuals without a college degree, En-
hanced functional training for these indi-
viduals is necessary for optimal perform-
ance. Non-degreed individuals should ob-
tain a degree,

z Nu?jmmmc Training: An individual
snould strengthen any areas of non-
technical skills necessary for enhanced
Jjob petlormance or in anticipation of fu-
ture needs. For example, developing com-
puter skills, ors, writing and listening
skills, interpersonal and negotiating skills,
andt supervisory skills may be. and usually

are, appropriate for a partioular mdivid.
wal.

Private Sector and Inter-governmenta!
Training: Training programs offered
within and outside of the NRC should be
evalusied. Programs offered thro

OPM, USDA Graduate School, the NRC,
et include training in basic supervisary,
management, and leadership skills. This
training may be approprise for indwidy.
als desining o transition into supervisory
positions.

University Coursework: The NRC will ap-
prove sponsorship of college/university
courses if they are related 10 one's job.
Computer “cience courses, for example,
may be needed to strengrhen an individy.
al's kuowiedge of information manage-
ment theory and coneepts,

Rotational Assignments: Rotational as-
signments are used (1) to enhance em-
ployees’ understanding of NRC programs
and to integraie expertise in technical,
policy, administrative, and international
activities within the various panicipating
offices and regions; (2) to provide em-
plovees with broader experience, new
challenges. and contacts that may en-
hance eareer opportinities; and (3) to fo-
cus staff resources on new tasks and pro-
Jects, providing a quick and efficient way
of bringing the correct mix of limited re-
sources to bear on immediate problems.
Possible areas for rotations include:

& Regional Offices: To gain knowledge
of regional activities and experience
on how regions interface with the li-
censee, resident inspectors, and
headquarters. This wouid foster 4
better understanding of the manner
in which the agency's mission is ao-
complished as well as gaining an un-
derstanding of administrative and
support requirements and applica-
tions at the regional level.

b, ADM/ARM/OP/OC, ete.: To gain

knowledge of the functions and re-
sponsibilities of administrative
branches and offices within the
NRC.
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FLOW CHART FOR ADMINISTRATIVE AND LEGAL

PROFESSIONAL LYAFF
TYPI4 OAADC LEVELS TYPICALGRABE LE v LS
668 10 G613 [PROFESSONAL CAREER TRACK 66-8 10 68-13
UNDERTAKE DMLD’MFNM;’
OEMONSTRATE MiGH PERFORMANGE | <t | MANAGEMENT /TEGHMIC AL
“ B ASTIVITIES
ADVANGE ' CAREE® PATH J
1 A
ORGANIZATIONALAUNE ADWNISTRATIVE AND LEGAL
WANAGEMINY PROFESSIONAL 5 TAFF
SELTION OMIEF
G614 BRANCH CHIEF — SPECIALIST GG-14
TEAM CHIEF
BRANGH CHIEF SENIOR
6618 DEP DIV DIRECTOR - SPECIAST aG-18
DWVISION DIRECTOR COMM /£00 STAFF

€S2

ES1-8

EACH AND SELECTION REQUIRES

.................

DiV DIRECTOR
DEPUTY & ASST
DIV DIRECTOR

i

DEMITY OFFICE
DIRECTOR

'

QOFFICE DIRECTOR

Flgure 1.1

.........................

BY ERB AND EDO APPROVAL

SENIOR EXPEFRTY

'

SENIOR
AGENCY-WIDE
EXPERT

l

NATIONALLY
RECOGNIZED
EXPERT

SENIOR
BAND 1

SENIOR
BAND 2

SENIOR
BAND 3
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TABLE i1

Administrative and Legal Positions

(GG 12-15)*

Generie Position Title

Senior Property Management Specizlist, Section Chief,
Transportation Speciabist, Branch Chief, FOI&PA Specialist,
Personnel Secunty Specialist

Communications Specialist, Management Analyst,

Budget Analyst, Unit Chief, Section Chief, Accountant

Law Librurian, Anorney

Personnel Spectalist, Personnel Stuffing Spectalist, Position
Classification Specialist, Employee Relanons Specialist, Employee
Development Specialist

Carrespondence Review Officer, Reference Librarian

Contragt Negotigtor, Section Chief. Contract Administrator,
Technical Writer-Editor, Program Manager, Security Specialist
International Relations Specialist

Financiai Manager, Communications Specialisi, Computer
Systems Analyst. Management Analyst (Vanous), Unit Chief
Budget Analyst, Systems Accountant, Section Chief, License
Fee Examiner/Analyst

Attorney, Litigation Attorney

Investigator

Employee Relations Specialist, Personnel Piogram Analyst,
Sateliite Team Leader, Personnel Data Analyst, Training and
Development Specialist

Field Public Affairs Officer

Senior Contract Negotiator/ Administrator, Section Chief, Facilities
Manager. Branch Chiel, Senior Security Specialist (Various)
Congressional Affairs Officer

Senior Program Analyst, Section Chief, Senior Computer Systems
Analyst

Semor Investi gator

Section Chief, Staff Chief, Senior Budger Analyst, Senior Program
Analyst

Attorney, Litigation Auorngy

Senior Specialist, Recruitinent Officer, Education & Traming
Specialist, Occupanional Health and Safety Manager

16

e sl s i e b Rl I



GG-158

NOTE:

OfMice

ADM
Qc
QG
P
IRM

OCMEDO
ol

O

PA

SECY

TABLE 111 (continued)

Generie Position Title

Senior Program Manager, Deputy Division Director, Branch Chief
Dieputy Division Director, Branch Chief, Staff Chief

Senior Artorney, Senior Supervisory Attorney

Senior Program Manager. Senior International Falicy Officer
Semior Analyst. Deputy Division Director, Branch Chief, Section
Chief

Specia! Assistant, Legal Assistant

Director Field Office

Component Chief, Financial and Administrative Resources Manager
Sentor Public Affairs Officer

Histarian, Branch Chief

Prior to Lelection into SES, there should have been & career broadening asvgnment
to the EDO or Commission Staff,

17







PART 111

Career Planning for NRC Secretaries
and Administrative Assistants
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CAREER PLANNING FOR NRC SECRETARIES
AND ADMINISTRATIVE ASSISTANTS

The following guidance is provided 1o assist NRC secre-
taries and adminsirative assistants with their deveiop-
ment of career objectives, identification of possible career

puths, and selection of traning and developmental pro-

ms These guidelines address general {ssues such as

tiative, job perforvance, and seli-confidence. as well as
Mpmnﬁﬂw such as training and rotational as-
signments. Finaliy, examples of career paths of successful
NRC secretaries who have pursued careers as secretaries
and careers in administration are provided with this
guide,

General Guidance

Comp'etion of specific traming requirements, rotational
assignments. and specialized training undertaken to in-
crease one’s knowledge and skills can enhance an indi-
vidual's qualifications and potential for advancement. In-
dividua! witiative in furthering one’s level of education
and preparation will fucther enhance one's qualifications,
However. these training and developmental achievements
do not guarsntee the attainment of one’s ideal position ot
career goal. Other factors, less conerete and tangible than
the compietion of & training series, can significantly influ-
ence career development. Therefore. it is imporiant to
address these factors in addition 1 focusing on training
and developmental experiences.

L Perform your best. Regardiess of the significance of
the task ot projest, aiways do your very best. Top
performance is noticed by your line management. as

_well as other managers, and contributes 10 your ad-
vancement potential. Although education, traiuing.
and broad experience are important in qualifying for
advancement. the number one factor will alwavs be
m record of performance in whatever position vou

old or have held.

Set short-term and long-terin goals, For example. if
your longterm goal is to be a contract adminisira
vor. identify what you can do now 1o help you
achieve this goal. Shortterm goals could include
compieting rotations in subject matier reiated of-
fices or in the Regions, as appropriate.

a  Be aware of your own desires and career goals.
Not everyone has the aspiration or potenual o
be @ SUPErvisor or senior manager. e ls
nothing wrong with remaining in your current

ta

.~’

position, if that is where you find the most sut-
isfaction.

b, Be flexible~realize that there s gengrally more
than one option. While first choice for a Tota-
tional assignment may be in one office, & betior
position may apen up in anather. Do not be so
“narrow” in vour earens vision thit you miiss
opporiunities and alternate paths towards your
cureer goal,

Be realistic in your expectations. Don't expect 10
rgceive @ Promolion every year of 10 acquire a 1op-
level non-supervisory or management position o a
short period of time. Don't expect pramation offers
from branches in areas where you aren't fully quali-
fied. Recognize your realistic carcer possibilities and
limitations based on your expetience and training
and plan your career with this background in mind
while at the same time \ ndeavoring 1o more fully
qualify vourself. Be aware of the qualification re-
quirements in related occupational fields and spe-
cializgations.

e aggressive in pursuing sour goals. Search for
and ke advantage of all opportunities. Don't nan
down assignments that may assist you in ashieving
your goals. See the potential for learing and expo-
sure 10 management in every project you undertake.
Don't passively wait for SSIGNT OMs OF Totations;
make others uware of your aspirations, availability,
and eagerness to learn.

Dan't be discouraged. Everyone gets turned down
for desired positions during their career. Learn from
these experiences. Ask about and identify any weak-
nesses that may have prevented you from receiving
that position and work 1o strengthen these areas.
Dion't be afraid 1o seek assistance in both identify-
ing weaknesses and in developing strategies 1o over-
come them. Continue to apply for appropriate posi-
tions and always maintain a positive attitude and
your self-confidence.

Develap an understanding of the screening/selection
process. Sometimes, being in the right place at the
right time will erthance your opportunity for a posi-
tion. The ideal position may open just as you be-
come fully quahfied, or competition fot a particular
position may be completed just before you are
qualified.

Be prepared to relocate. Often, 1t 15 necessary W
accept rotations of positions in other headquarter
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of administrative branches und offices
within the NRC.

b AEQD/NMSSNRRRES: To gain
knowledge of the functions and respon. |-
bilities of technical branches and offices
within the NRC.

¢ Commission/EDO. T gain knowledge
and understanding of the function and
aperation of the Commission and EDO,
und of the management of hroad NRC.
wide programs.

6 Promotion/Laterals: New positions should be
considered in the same manner as rotational
assignments. Accepting a promaotion or lateral
transfer 1o a different brangh, “fice, or region
could broaden one's knmbd,c base and oxp -
sure 1o the various 1oles and functions of the
NRC and substantially enhance the potential
for advincement.

Developmental Programs
ities for secretaries and ad-

To improve career opportuni
ministrative assistants, the Office of Personnel has three
*he Certified Professional Secretary
At 1hs Crmmputar Seuns Deiwtapms Prias
gram, { ence t Program
All three enable clerical, secretarial, and administrative
mmmﬂlomhwumd develop their knowledge and
by umcmmm training courses and college
gourses in to meet the NRC's nrganizational needs,

Pasuicipants in any of the programs must understand that
the programs are developmental in nature and provide no
guarantee of promation or other upward mobility action.

Each of the three programs is identified and described
M‘anmm managed by the Office of Per-
sannel tonal Development and Training (ODT)
1aff. Should you have any questions or wish 10 parrici-
¢ in these programs. _&l&a;u contact a member of the

%’!‘ staff at (301) 492-

s
1. Cenified Professional Secretary Program

The goals of the Certified Professional Secretary
(CPS) Prograr stem from the objective (o upgrade
the secrelarial profession by encouraging secretaries
to raise their own standards of professionalism. To
attain success and recognition as professionais, sec-
retaries must be prepared to devote time to contin-
ued learning.

= R S N R N T S N SR e

A commitment to the CPS Program priwides 8 sece
retary with a means of oblaining education and
triining in subject areas somewhat outside the very
narrowest confines of the secretarial duties,

NRC's program is designed 1o assist those individu-
&ls who wish 10 prepare for the two-day CPS exami-
nation. The NRC does not pay for the examinis
tions, but does pay for courses in six exainination
Areds.

It is antivipated that studying to pass the six exami-
nation areas listed below vill benefit NRC seoretars
ies who attend courses in these disciplines and the
NRC,

¢ Behavioro! Science In Business tests the princi-
ples of human relations and organizational dy-
wamies v the work plice, It focuses on needs,
metvation, nature of conflict; problem-solving
techniques. essentials of supervision and com.
munication, leadershiy styles. and an under-
standing of the informal organization

¢ Business Law measures the secretary's knowl-
edge of (a) the principles of business law and
(b) the effect of governmental controls on busi-
ness. Understanding the historical setting in
which these controls developed is emphasized
over specific names and dates,

®  Economics And Management consists of 35%
economics and 65% management. Emphasis is
placed on understanding the basic concepts
underlving business operations. included are
key economic and management principles, as
well ax the latest government regulations in
business,

®  Accowntng measures (a) knowledge of the ele-
ments of the accounting cycle. (b) ahility 10
analyze financial statement accounts, (¢) ability
to perform arithmetical operations associated
with recounting and computing interest and
discounts, and (d) ability to summarize and
fiterpret financial data.

¢ Office Admirstration And Communication
measures proficiency in subject matters unigue
1o the secretary's position: (50% »ffice admini-
stration) executive travel, office maiagement,
and records management; and (0% written
business communication) cdiu'n;. abstracting,
and preparing communications in final format

¢ Office Technology covers the secretary’s re-
sponsibilities created by data processine,
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communications media, advances in office
managemne, * technolopical applications, aod
recurds-management technology.

The granting of « CP'S rating is evidence of the ful-
fillment of a prescribed program of education. satis-
Tacwory secretanal experience. and the suceessful
completion of a two-day comprehensive examination
in the six subject matter arcas. A seeretan is ik
lowed six years 1o complete (pass) ali six paris of 1he
program. CPS is a rating, oot an sward or & degree

Should a secretary, otherwise gualified for the pros
griam, npt be intetested in studving for and taking
the examination, studving the six suhiect areas
would still be beneficial 10 most secietaries and
NRC will pay for courses closely related 10 the six
disciplines.

Any NRC secretary (G3 and above may apply «f
the employes meets the following eligibility ¢.iteria
o  High-school graduate

¢ Full or pari-time permanent NRC emplovee
o Continuous pnesvear employment with NRC
o Fully satistactary performance appraisal

Emplovees applying for the Certified Professional
Secretary Program should send & memorandum 16
the Office of P nel stating their interest in par-
tgipating in vhis program. Although no reguired. it
s s encouraged that CPS applicants develop
and forward an 1DF with then memorandum

Admiinistrative Skiils Enhancement Program

The Administrative Skilis Enhancement Program is
designed for secretaries and adminsirative assis-
tants who wish 1o develop sdministrative skills to
meet NRC's future administrative needs.

Candidates for the Administrative Skills Enhance-
ment m should identify an administraive
area in which the desire W pursue a carger and de-
wvelop an 1DP which clearly identifies the mininﬁm
and developmental assignments that will assist {

in achieving their career goal. NRC provides admin-
istrative skills cnhancetnent in & number of areas,
such as Accounting, Budget and Finance, Contract
Procurement, Personnel, and Paralegal Parvcipants
and supervisors must be committed to the 1DF
agreed upen and work together to achieve the goals
identified in the IDP. The Administrative Skills En-
hancement Program is open 1o NRT searvetaries and

e e At e e e e i i e e e e e e

wdministrative wssistants (GG 5-12) who meet the
Tollewelng eligibdiity eniteria;

¢ High school graduate

o Full or pantdime permanent NRC employee
& Continuous ong-year grployment with NRC
o Fully satisfactory performance appraisal

Employees applving for this pragram should provice
¥ writien statement 10 their supgmvisi outhaing how
the employee s partiapation in the progosm will
henefin both the NRC and the employee.

Supervisors will provide # writien recomnmendation
to the Office of Personnel nominating the NRC em-
ploves for the program along with a copy of the em-
plovee's Individual Development Plar Supervisors
will establish a beginning wod realistic ending date
{no mote than four vears’ duration for the entire
program)

Computer Science Development Program

The Computer Stience Development Program s de-
signed 1o enable NRC employees 10 hroaden the
seape of their compuier traifiing 10 meet NRC's fu-
ture needs, To accompiish this goal, the NRC will
utilize the NRC Information Techaology Services
Training Laboratory (ITS Lab) located on the third
floor of the Woodmont Building, 8120 Woodmont
Avenue. Bethesdu, MD, 1o provide training 1o meet
NRC's needs today. After completing training in the
I'TS Lab, program participants mav anend off-site
educational and training insuutions to wlert them to
new trends and scope of camputer capabilities and
technoliogy.

The Computer Science Development Program is
open to NRC sec,etaries and administrative assis-
tants (GG 5-12) who meet the fallowing eligibility
criteria:

®  Highschool gradnate

s Full or parttine permanent NRC employee

o Conuinupus one-year employment with NRC

e Fully satisfactory performance appradsal
Emplovees applying for this program should provide
@ written statetnent to their supervisor outlining how

the emplayee’s participation in the program will
benefit hath the NRC and the emplover.
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TABLE 1112
Secretarial and Administrative Assistant Positions
(GG 110
Office Pasition Title
All Secretary
a"sll::! Supply Clerk " i
Computer Aide, Computer
RES Mu‘i“l\p& Records Clerk
All SEcreary
ADM i Management Specialist, Mail Clerk,
OcC Cashier, Commercial Voucher Clerk, Payroll
Technician
VGC Docket Clerk
NRR Adminastrative Assistant
RES Fiscal Assistamt
All Secretary
ADM FOUPA Assistant, Security Processing Clerk,
Printing Assistant
IRM Communications Assistant, Office Automation
Assistant ,
NRR Emer Preparedness Assistant
OC Travel Coordinator, License Fee Assistant
OGC Corr ence Services Assistant
RES Admimistrative Assistant, Technical Reader
All Secretary
ADM Transportation Assistant, Procurement Assistant
CA Congressional Affatrs Assistant, Congressional
Research Assistant
IRM Senior Deference Assistant, Library Techninian
NMSS Information Manu Assistant
oC Travel Assistant, Fiscal Acgounting Assistant
or Personnel Assistant
RES ) Research Programs Com dinator Assistant
SECY Records and Communications Assistant

PRI —

R ——y =




e — | B A e Tt S am Xl e S e Sty vm—n"

TABLE ¥t (continued )

Grade OfMee Pasition Title
GG-9 All Sedretury |
ADM Contiact Management Assistant, Personnel |
Secwrity Processing Assistant
IRM Computer Assistunil, Seioor Licensing
Information Asistant |
NMS§S Program Assistant |
NRR/RES Manugement Assistant |
OcC Financial Assistant, Budger Assistant,
Accounting Techniclan
oo Paralegal dalist
or Senior Personnel Asastant
GG-10 All Secretary
AEOD Incidence Response Coordinator
IRM Data Gaality Assurance Technician
NMSS Licensing Assistant
NRR Information Management Assistant, Safeguards
RES Iﬁic:“nr;‘ng At')“émlwm Assist
egulatory Deve nt ant
sr Senior State Assistant
GO~ OCM Administrative Secretary
ADM Program Assistant
NRR/NMSS Livensing Assistant
OGC Paralega! Specialist |
PA Public Affairs Research Assistant
|
I
27
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Career Development Tools
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¢ Working with and theough the nstional poliey«
m&b::smphmwm sUreecture and proce
dutes (eg. Previdentinl leader-hip and pubiv.

review) andl, as relevant, otber al
risdivtions and privite sectit organizaiions.
Dievelopmental Awsignments
Al it w8 B special aesistant al the execw
tive level or 10 & task foree working oo writing

peslicy o &wm which deal with those is-
sues ut & bureau or higher level

*  Assignment 1o ot ganizitions whose mission
reguires 8 different or grester swareness of
wnd sensithity 10 these issues.

¢ Assignment on the Hill or 10 an ageney Cone

gressional telations offie
®  Assignment 10 &0 ofganization tht requires
frequent interastion with ¢lient wwp:q
Orgunizationsl Representation and Linison — Fo-
cuses upon *he exte nal communications aspects of
exncutive positions, including hm:f a representitive
for the work unit and/or organization and conrdinat-

ing with other work units und oiganizations.

Bample Activities:

*  Represe ting (e.g. presenting, negotisting, sel)-
ing, i i‘t o] before & vari-

of peaple, ageney heads and
:?wmwm»::nmum members
and staff of Congress, the nedia, clientele, and
professional groups.

¢ Working m and teams, conducting
briefings and other meetings.

Establishing and maintaining working relation-
ships within the uualuw (€. with ather
pym areas and staff support functions)

2 i:;lh relevant extertal groups and organi-
a0 "

¢ Seeing that reports, memas, and other docy:
ments reflect the position of the organization

Developmental Assignmicats:

®  Assignment 1o an office that regularly makes
formal publie presentations, or expects 1o pro-
pare und present “ongressional testimony dur-
ing the assipnment period.

il

v

¢ Assipnment to B new o feongaiizing of ganizas
tion with the teek of developing procedures 1o
improve working relat Pt with sutside
OrganiEALOnRs

®  Assighment as 8 apecial assistant 10 & key pol-
wy expeutive, with responsibility for dratung
spetches, prepanng the execvtive for guedtion
mu!l anwes sgasions, and patticipating in nego-
Hitions,

¢ Assigmaent 10 an interagendy task group.

Direction and Guidance of Programs, Projects, or
Puticy - Invalves potivities - elated o
estublishing program-policy gosls and the strocture
and processes necessary to carry them out

Sample Activities:

¢ Planning-seiting . abjectives, and prioni
whes: integrating shorts and lohederm goals,
identifying contingencies, strategles, resource

®  Assessing program, policy, project feasibility.

o Setting effoctiveness, effiviency, and productiv.
ity standards.

¢ Organizing structure and work,
Developraental Assignments

*  Assignment to g new organization that is deal:
ing with these issues, of an old organization
that is reexamining these issues beckuse of »
rearganization,

& Asstgnmuni 1o an office lizing in e
tivity, performance appraisal or J.'l«&“

Acquisition and Administration of Finan ial and
Materinl Resources — Concerns retivities and .
dures related to obtaining and gllocating the .
cinl and material resources necessary to suppart
program ot policy implementation.

Sample Activities;

*  Managing the budge: pmmlnptuﬁmi
hm?!;ffn'z operating m% organiza on:lw
and congressional procedures, sdministering.

o Overseeing procarement-contracting proce:
dures and processe

¢ Directingwoordinating logistical aperations.

S Tl s



\l

Developmental Assiyamens.

o Assigiment (o & organiztion during budget
planning time st a sulficiently high level for
exposure 10 Congressional procedures

o Assignment W an orgunization thid fotesee
more than the averhge procuremnent autivity
during the nssgrment period

L:lm of O‘hm lua:::ﬂ {uvolves petiitios
and processes for ensuting that ate Appropr-
stely emploved. effectively and mmr mtmut
developed, and dealt with in o fair and equitsble
manser,

Sample Activities.

o Acquiring staff through appropriate statfing
~workloree planning, fectuilment

ia;go selection. including affirmative action and

o Delegating work umong subordinate groups
and uils

o Conducting performance apptaisals and pro-
viding appropriate rewards und/ar diseiplinary
action.

o Assessing individual capabilities and needs
and providing conching. counaeling. and carect
development o

o Rosolving conflicts and attending to morale
and organizational climate hou::

Developmental Assignments:

o Assignment 1 & sipervisory job that involves
assignment of many different tasks 10 many

o Assipnment 10 head up & project work group
with & heavy warkload.

e Asugnment (o the uaw-\romd development
office o 10 & supervisary job in an office with

high staff turnover

V1 Review of liplementation and Results — Involves

activities and procedures for seeing thal pr::mm
and policies are being implemonted. adjusted as
necessary, and thiat the appropriate resiilis are being
achieved Major competencies within this activity
e ate

Sample Activities.

& Monitoring work status through formal and
Iinformal means,

o Diagnosing and consulting on e
yelating 1o implementation and goal achieve:
mgnt

o Evaluating technicul and non-technical pro-
gram outeomes and impacts.

o Assossing overall effectiveness, efficiency, and
productivity of the organizational ufit

Developmental Assignment’

o Assignment 10 & management or progriam
evaluation office, an intra-office evaluation
team of investigative task force of commission

Individual Development Plans

The Incividual t Plan (IDP) is & map on
which 10 chant and logically plan for the training and ex-
nience you may nieed 1o develop your NRC career
arking through the IDP process helps you set reason:
able career nssess your strengths and weaknesses,
and identify ways 10 obtuin the skilis, know! idge und
ahilities necessary for you 1o achieve your career goals.

Two sample IDPs are provided below. For additional in-
formation on how to prepare an 1D, read The IDP Proc-
o8 Nuummn.m&.

P ——




A O ot o b | Ty ey

SSadbag AsGEeRDay )

‘I-lll'.\""l.}li.» B —

- - -

1 1
|
i
: :
| |
1 !
! ]
'
. {
! |
} i
.
i
]
i SLLeNs
. VORI UG0S §E InGLOST .
: : ]
{“J0dsy (ePuuy Syl
| Buip@as ot Paseq woisSAIS .9
_ UCLSSLE S J8N O SioadsE|
i SROLIBA SSRISLP O3 Fawwd
O GouRag N1 Yiim djgluom Joo
!
: e ~ . .
3 18 Jom” I8 Yo 3 Wotssia i3
SF18 Jow 1 3 < SS ke
SICAR0T SOy Eay 00| 0“ RPN DuilRands Uk NGy 4o abpe | mouy Aw oaGudu] Y
+— — : - —
w— |

—— -~

Ty e N O et B

b —
B S L —" "

[ S

R T —

S T LD W

T ljeuwulsSaag O
LUELLLLAY eUOUL ey

. - — —— ———— ST — L L N s &

P el § i
e i e o
———— - - - od ), b vy
|
w | FUNCS Jag $ 1 SPute)
| W D0 LG I PG}
:
o ! SIS amjRasStuiapy aul wi aredinagaed oy
T - — W———— . e L WOED N e -

—— ———_ VL RS

— S i Sy s |

e By Wy @

- Ay e———

(S0l NV INIWAOTIAIC TVNRGIAGNI

ALY WD Ie wwa e S0

el

e

¥y
%)

. P’;'b 'S

7
PR, <

3

B

L

R o 1

£

i

RS

R
N

el (T8

RO P -
(SRS

-

¢ ’.K "t r
® it

e |

ot
-~

]

‘;L'. ’M o
.?.*)4 e,

g
=
& qegp
vt B pddy
~




AT O T






Apply for the Exscutive

Potertial Program for Wig-
Level Employees. (fal: 19&:)#

Flanning: “n Qwerview

(NRT/12C)

B e T oy

R —— T . T

ey

|

|

-iuﬁo What is Strategic

budget formulation and the

Five Yoar Plan.

Participate in rocruitment
trigs for the Office of

Personnel .

management| Assist the Branch Chisf

4. Develop basic
skills.
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idr. Jarnes G. Partiow’'s Career Path

Rogion | Region
BS-E
MS - Physics inspector, Section Chiet,
MBA - Sateguards Inspection . “afeguar s inspection
Navy Nuciear Program for Fuel Faciitties tor Fugd Fackiitie s
- h——m—wn—-—m—m—u—#
3 yenrs 1 yhae
NMES I&E ‘&€
2 c:m : Criat Depity Dvoctor
Licen Satequards \ Ay )
lm:'won for Fuel Pertormance Appraisal | Ohaslor of
Faclity and l Branch Inspection Programs
L Muterial Conrol Prarich '
L o p J
4 yoors i yeary 2 yewrs
[ aE NRR osP
- -
Dirertor, Director, Directur,
el Diviston of et Reactor —ﬁ Otfice of
Inspection brograms and Safeguards Division Special Frojects
2 yeurs 1 year 1 yery
[ _NRR
‘ Ammlm Ditector
I Promu
l PR ———

Figure |

2
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Murley's Career Path

-
We stinghouse
- AFE(
LI » s
- Sentor Sclentist e~ »@nigr Sclentist
Divislon of Reactor 8 3
Dt VIO L ", !
LT HH!;H;U'
‘ Ry Do
e S yoars
,
e ‘.
v
SHRDA 4
v“l ';x ‘
L Assisiam Direetos ¢ . y
- : eputy Directe
Clinch River ,__._. y GNVIeCLor
Breeder L”,‘n,.", Divigion of Heactor i
ct 8 ade
Frolect 2@ty Research
TRay
1/2 year
1 yem
EDO
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Mr. James H. Sniezek's Career Path

Figure | 4

Rojon 1] & E
BS - Engineering inapecier, — Reactor In
spection
i o 1 Stk
3 years - 2 years
Director of Regulation I&E & E
eclal iner-OMice _.ﬁ Chiet, ‘ Assistant Director
" Task Force Light Water Reacto” - for
Branch Fleld Coordination
6 months 3 years 2 yoars
T I8 E &k
Dk antor, Oirector,
Fuel Faclities & Reactor Inspection
Materials
2 years oy 2 years 2 years
EDO EDO NRR il
Director,
=) Ropionsl ORNEUONt & fuocmmmeeiin M""“"“ e & bemee  Deputy Divector
‘m' R Generic Requirements
2 ysurs 2 years 3 years
EDO
Deputy EDO for
Nuclear Reactor
Regulation,
Reglonal Operations &
Resecarch




Mr. Robert M. Bernero's Career Path

KAPL KAPL
BA
B ChE, —-—-q Fluld Systems premed  Fleld Construction
M. ChE Design Ev:‘ﬂmov and Test Engineer
4 years 3 years
GE SPACE AEC NMSS
Project Manager &
- .—..+ Reactor Licensing ,___,.J Senlor Fuel Cycle
".,;“'.3.".‘.."‘.5‘.'2" Froject Manager Licensing Project
Systems Manager
6 years 3 years 1 year
NMSS 0sD RES
Chiet, ASSISANt DIFECION, e gl Director,
= FuelCycie 8% " Material Satety Division of Risk
Licensing Standards Analysis
1 your 2 years § years
NRR NRR NMSS
Director, Director,
‘-q Division of Systems E— m:j'm B Deputy Director
Integration Licensing
1 year 2 years 2 yoars
NMSS
i Director

Figure | 6




BA-Psychology
2 Yeu Grad. Study
Clinical “""'""I“U'v‘

Mid-Career
Fellowship
Program
Stenford University)

R .

| yen

RES

clal Assistam
10 Directon

’

4 years

IRM

B Y A“mglurt LO!

. Patriclia G. Norry's Career Path

Ak(
Admin. OMfice
Staft Assistant
and Supervisor
Reactor Development

e 1

and Technology Division

| YRS

AEC
Environmental
Analyst and Staft
Assistart 10 Director
Environmental ANairs
Division

R

) years

ADM

Deputy Director

4 years

ADM

Director

i 3

E(

Staft Assistant
10 the Chalirman

6 yobs

AfC

Chiet
Program Suppon
Reactor Safety
Research Division

[ |

1 yom

ADM

Directos

oa—

el




Mr. Edward L. Halman's Career Path

AEC -Reglon Il AEC -Reglon 1l
A-
MA..pm ‘::M o™ Management intern —-—-’F A.:mam Co.r::’m
1 yoar - 6 years
AEC AEC ADM
—— clalist d Assistant Chief, Director,
ik Contracts and | ™ Nivision of
Procurement Contracts
1 yom o 1 yoar 13 years
ADM L ADM ADM
Director,
— mo" ‘°‘°'a' = Acting Director " Division of
Contracts and Contracts and
Property Management Property Management
2yrars 1 year

Figure |1 3



Mr. Jesse L. Funches' Career Path

Figure |l 4

US. Army Office of the Secretary
of Defense
:::m. e CoOmputer Programmer Pe=-=—s  Exeoutive Intern [~
MBA
1 you 1 year
Office of the Secretary Commission NRR
of Defense
Operations Research Assistant to 4 Chief, [ .
and Resource
Analyst ICommquICMm "m“ L
6 years | 24 years 1 year
NRR NMSS oc "
Director, Director,
== planning and Program [=======# Program Management, [~=====8  Deputy CONrolier |juiis
Analysis Staft Policy Developmen
and Analysis Staff
§ yeors 3 years



Martin G. Malsch's Career Path

I%Myoclu .J AEC . NAC-OELD
Holly Cross College Legal ntem to
JOD-Unlv. of {————t Att . L———-.i Deputy Director
Connectiout School g Aoy Rulemaking Division
0' LN H.m
6 years 2 years
OQELD 0GC 0GC
D rector, Deputy Genersl g  Deputy General
Rulemaking Division - Counsel Counsel, Licensing &
4 yoars & years 2 yoars
0IG 0GC
De General
e &1 Reguistion
1 year

Figure I1.5




Joseph F. Scinto's Career Path

- ) _INDUSTRY ¥
BS - Chemical Harvaed Law
Engineering R Chemical School .
Bucknell University Engineer i
7 years e
St John's
U
— niversity
LLB.
AEC AEC New York State | New York State
Office of Atomic Dept. of Commerce
tf.ofnocl.lw e Statt Attorney - 80 Dovelepment o Ak, st -
Counsel cw .
1 year 3 years 3 years 2 years
AEC-0OGC AEC-0GC NRC-OELD OELD
Senlor Staft  f~#™  Age1 Chief el Speclal ASSL egmm|  Deputy Chief i
Attorney Hearing Counsel Chief Hearing Hearing Counsel
Counsel
1 year J years 2 years 8 years
0GC 0GC
Deputy Asst. o~ Deputy
General Counsel General Counsel

3 years

Figure 11.6



Ms. Geraldine P. Schuetze's Career Path

. Federal Agencies The White House
.“.”' - '—-’A Secretarial
usiness M \* |
College WP Assistant ‘
AEC OPE i
Break In
. Government O Secretary ‘ -
Service for Office Director Secretary g
b -
11 yenrs 7 years 1 year
Commission SECY i SECY
— e e
P Administrative - Administrative porimmemes e Corresponaence S
Assistant Assistant Review Officer
B years 6 months 2 years
Commission Commission
g Executive Secretary e g Personal Assistant
1o the Chalrman 1o the Chairman
B years
Figure i 1

R e RN NS



Ms. Lillian van Santen's Career Path

US. Nevy = Private Sector
WA VE. Wat! Ington
Seaman 1o Yeoman === :ﬂw prei| | g gal/ExecUtive
18t Class RN Secretary
12 years
Private Sector AEC/NRC
e AA-AMENCAN SWAILE e Executive Secretary Secretary
1o Senior Partners tor Divislon
Director
4 years 2 years
Commission ADM ADM
- Administrative ‘ - Secretary - _‘ Training
Secretary for Training Assistant
to the Chalrman Director
1 year 6 months 2 years

‘—'J BA-American Studies

e

MA -Human Resources |

Development

Senior Training
Specialist

Figure 111.2



