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I.  NSPS PAY SETTING 

Pay setting under NSPS is a more complicated process than under the General Schedule system.  Managers and hiring officials are more involved and have more flexibility in setting pay for employees.  With this flexibility, comes the responsibility to make sound decisions considering all aspects of the position-and the person-when constructing a salary offer.  Hiring officials can use salary as a tool to attract good candidates; but there are also limitations and other issues to keep in mind, such as: budget implications and fiscal responsibility, local market salaries for similar jobs, internal pay equity and the applicant’s level of skill and experience.  Each manager must also be knowledgeable of his/her command pay setting policies as well as Army guidance.  The goal is for the Department of the Army to be an employer of choice by offering competitive wages and compensation packages without overpaying for duties performed or paying for skills not used or required on the job.  In the following sections, we will discuss the parameters in the implementing issuances on setting pay for various personnel actions.  

Pay setting is a management responsibility and is a key step in the recruiting and staffing processes.  There are some pay decisions that must be made early to initiate the staffing and hiring processes.  For example, to advertise an NSPS vacancy, the manager must determine the salary range that he/she is willing to pay so that the right salary range can be identified in the vacancy announcement.  Another example is the salary that the manager wants to offer on a non-competitive placement and must be indicated in the gatekeeper.  

Human Resources (HR) Specialists are available to share their knowledge and advise management on staffing and salary issues.  Managers are encouraged to seek their assistance when needed.  

Hiring officials play an active role in proposing and negotiating salary offers so it is important to keep salary negotiations separate from job offers.  As a reminder, it is still the responsibility of the HR Specialist to review the action for legal and regulatory compliance.

II.  General Rules  

All increases and decreases are calculated using base pay.  Local market supplements (LMS) are added after any increase or decrease in salary is calculated.

An employee’s pay must always be set within the limits of the assigned pay band.  Salary increases or decreases beyond the stated limitations may be required to ensure an employee’s pay remains within the assigned band.  

Always ensure that decisions comply with command policies and local operating procedures.  Command policies must define approval levels for pay setting decisions, provide guidance on increases/decreases and may designate compensation lanes, if used.

A NSPS Salary Determination Worksheet or similar document should be used to calculate salary decisions.  The final documented pay decision must be retained by the authorized official.  A written transmittal must be submitted to the CPAC to record pay setting decisions when the Request for Personnel Action (RPA) has been submitted in advance of the candidate selection.  

III.  SALARY decision  Factors 

NSPS provides flexibility to managers so that they can better compete for talented employees.  Many of the factors that managers consider in making their selections (applicant skill, experience, education, and training) will also be used in determining the best salary offer.  In addition to considering applicant factors, managers must also consider factors pertaining to the market, position and organizational location.  Being aware of what other employees are paid for similar work will assist in determining competitive salaries.  

Some of the more critical factors to bear in mind are stated below:

· Fiscal Accountability- good stewardship of the government’s money; paying an employee commensurate with the value of the duties being performed and consideration of the long term effects of salary setting.

· Internal Equity- consideration of the salaries of employees currently employed in similar positions.

· External Equity- consideration of the salaries of employees in similar positions outside the Department of Defense, including both private sector and other Federal agencies.

· Total Compensation- consideration of recruitment and relocation incentives, loan repayments, value of Federal benefits, and the intrinsic value of the position.

· Historical Hiring Success- consideration of the ease, or difficulty in filling this type of position in the past.  

· Turn Over Rate- consideration of the loss of experienced employees to other organizations and how compensation practices might play a role.

· Individual Equity- consideration of what the applicant brings to the position and organization, e.g., special skills, education, training, experience.  Consideration may also be given to the applicant’s current salary and any competing offers.

IV.  Setting a New Hire’s Starting Pay

Setting pay for a first time Federal employee or reinstatement eligible (former employee with a break in service) allows the manager the greatest flexibility.  The minimum that may be offered is the starting pay for the pay band.  The maximum is calculated by determining the equivalent GS grade of the position and adding 30% to the step 1 salary of the equivalent GS grade.

In determining the best offer, salary is only one facet of the total compensation package.  Some applicants consider federal benefits, particularly health benefits and the Thrift Savings Plan, a primary reason for choosing a Federal job.  Other incentives such as the student loan repayment program, recruitment bonuses, payment of relocation expenses, promotion potential and training opportunities may be considered when determining what salary to offer an applicant.  

NSPS pay band structure allows different salaries to be offered to individuals being hired to the same position commensurate with their skill, education and experience level.  However, the employee should only be paid for the skills required to perform the duties.  


Example:  Management is filling 3 YD-0480-01, Wildlife and Fisheries Specialist vacancies.  The three selections are all first time hires to the Federal government.  The salary range for the pay band is $25,623 to $61,068.  The duties of these positions are entry level; GS- 07 equivalent, salary range for new hires is $25,623 to $41,262 (GS-07 step 1 + 30%).   To set salaries consider the following.  

· Number of qualified applicants referred 

· Salaries of current YD-0480-01 employees

· Other incentives in addition to salary (Federal benefits package, recruiting bonuses, student loan repayment, etc)  

· Specific qualifications the applicants bring to the organization

Applicant 1 holds a bachelor’s degree in Animal Husbandry and has completed a one year internship with a state wildlife organization.  The other two applicants are recent college graduates with general work experience.  In this scenario, it would be appropriate to offer Applicant 1, who has education and relevant experience, a higher salary than the other applicants.

Applicant 2 indicates he has a tentative offer with the Department of Parks and Recreation with a starting salary of $31,740 (GS-07 step 1).  Based on this, management may offer a more competitive salary. 

During the interview, Applicant 3 states that he is primarily interested in Federal employment because of the benefits available since he is just beginning a career and is a newlywed.  In this situation, it would be appropriate to emphasize the benefits package available to Federal employees and set the starting pay at the lower end of the pay band.

Each individual applicant and their unique situation will influence the salary decision.  The key is finding the lowest salary that will attract and retain qualified applicants to our positions.

V.  Setting Pay upon Promotion

A promotion under NSPS is movement to a higher pay band or to higher level of work.  For example, movement from a Technician/Support band to a Professional/Analytical band is considered movement to a higher level of work.  The pay setting guidance on promotions in this section also applies to temporary promotions.  Note: NSPS employees who are temporarily promoted must receive advance written notice of the conditions of the time-limited promotion, including the time limit of the promotion; the reason for a time limit; the requirement for competition for promotion beyond 180 days, where applicable; and that the employee may be returned at any time to the position from which temporarily promoted.  

Salary increases for promotions will generally range from 6% to 20%.  At a minimum, the salary must reach the bottom of the pay band and may not exceed the top of the pay band.  In extenuating circumstances, approval may be sought from higher level management for increases above 20%.  Command policy will describe the approval levels required.  

Example:  Management has two vacant 2 YD-810-02, Civil Engineers positions.  The pay range for YD-01 is $38,824 to $87,039.  The duties of this position are equivalent to that of a GS-09. What is an appropriate salary to offer the following candidates?  

What should be considered in determining a fair, competitive salary?

Candidate 1:  Currently works for the Department of Agriculture as a Civil Engineer, GS-810-07, for the Department of Agriculture, with a base salary of $32,798.  She has been a Federal employee for 2 years and has received successful ratings.  References indicate a potential to succeed but mentioned that the employee would benefit from strong mentoring.

Candidate 2:  Currently work as a Surveying Technician, YE-817-02, with a base salary of $48,210.  He recently graduated with a degree in civil engineering.  He has been employed with the Department of Army for 8 years and has received highly successful performance ratings each year.

Factors to consider include qualifications, past performance, local market conditions, internal equity, and of course, budget implications.

Upon Termination of Temporary Promotion:  Pay is set at the same rate the employee would have received prior to the temporary promotion, with appropriate pay increases that occurred during the period of the temporary assignment.  Employees must be returned to their permanent position and have their pay reset prior to any subsequent temporary actions.


Example:  Scot was a YA-2210-02 promoted into a YA-2210-03 for 180 days.  He was given a 6% increase for the temporary promotion, taking his base pay from $75,980 to $80,539.  At the end of the temporary promotion, Scot’s salary must be returned to $75,980.  If the temporary promotion occurred during a performance pay out or when adjustments to the pay bands were made, Scot’s salary would be reconstructed to reflect any changes he would have received had he been in his permanent position of record during those pay events.

Making a Temporary Promotion Permanent:  If an employee’s temporary promotion is made permanent without a break in service, no additional promotion increase may be provided. 

Example: Stuart was temporarily promoted to a YA-0301-03.  A vacancy announcement was opened to fill the YA-0301-03 position permanently.  Stuart applied and was selected for the position.  Since he is already in the position on a temporary promotion, the temporary limitation on the promotion will be removed.  Management may not reset the employee's pay from what it was set for the temporary action.   

VI.  Setting Pay upon Reassignment

Reassignments are movements within a pay band or movement across comparable bands to a new position or a new set of duties.  Managers may authorize salary increases or decreases with reassignments.  There are limits to the amount of total pay increases an employee may receive depending on whether the movement is employee initiated or management directed.  Note: NSPS employees receiving an increase in base salary upon temporary reassignment must receive advance written notice of the conditions of the time-limited reassignment, including the time limit of the reassignment; the reason for a time limit; and that the employee may be returned at any time to the position from which temporarily reassigned.  

Employee initiated:  Employee action resulted in the move.  This includes applying for competitive vacancies as well as requests to be reassigned.  This type of reassignment may be accompanied by an increase to base salary of up to 5%.  While multiple employee initiated reassignments may occur in a 12-month period, the aggregate increase may not exceed 5% of the employee’s base salary within the previous 12-month period, unless an exception to the 12-month limitation has been approved.  Management may also decrease an employee’s salary in any amount agreed to by the employee, as appropriate.

Example:  Joshua is a current YA-1020-02, Illustrator making $67,690 base salary.  He heard there was a vacancy in another division and has asked to be reassigned.  Joshua’s experience with the new graphics programs would greatly benefit the team and management is willing to offer a salary increase of up to 5% for the reassignment to ensure Joshua accepts.  Joshua was reassigned to his current position 7 months ago from a vacancy announcement and received a 3% increase in salary at that time.  Therefore, a 2% increase is the most he can be offered to accept the position. 

Management directed (Voluntary):  When an employee is reassigned as a result of a management decision within their current pay band or a comparable pay band, the authorized management official may approve an increase to the employee's base pay of up to 5%.  The increase is discretionary and there is no limit to the number of reassignments or the cumulative amount that may be received for this type of action.  At a minimum, the approval level may be no lower than one level above the authorized management official who approved the reassignment.   

Example:  Joshua, YA-1020-02, has been directed by management to fill a vacant position because of his skill and experience with a new graphics program that will greatly benefit the team’s mission.  There is money in the budget to increase Joshua’s base salary as a reflection of the additional duties he’ll be performing on this team.  Management may offer up to a 5% increase in base pay.  If Joshua applied for his position 7 months ago and received a 3% increase with that reassignment, would that change the pay setting option?  No, the limitations do not apply to management directed reassignments.   If management decides that Joshua could be better utilized on another team, he can be considered for additional salary increases, if appropriate.

Management directed (Involuntary):  When adverse action procedures (as a result of poor performance and/or misconduct) result in an employee being involuntarily reassigned to a comparable pay band, the employee's base salary may be reduced by up to ten percent.  An employee's base salary may only be reduced once in a 12-month period due to unacceptable performance, conduct, or both.
Example:  Terri has failed her performance improvement plan and received a level 1 rating.  Management no longer feels confident that she is able to continue in her current position as a YA-201-02 senior Staffing Specialist at the Civilian Personnel Advisory Center (CPAC).  However, they feel that Terri can still be a productive employee in a different role and are reassigning her to a generalist position within the CPAC which is still within theYA-201-02 pay band.  The duties are equivalent to a GS-11 rather than the more complex team leader duties.  Because she is no longer performing the more complex work, management has reduced Terri’s salary by 3%.

Upon Termination of Temporary Reassignment:  Pay is set at the same rate the employee would have received prior to the temporary reassignment, with appropriate pay increases that occurred during the period of the temporary reassignment.  

Example:  Rachel is a YA-2130-02, Traffic Management Specialist with a base salary of $45,870.  She is temporarily reassigned for a special project and given a 4% salary increase as a reflection of the higher level duties she will be performing.  Her new base salary is $47,705.  After 90 days, Rachel is returned to her permanent position and her pay is returned to $45,870.  If the temporary reassignment occurred during a performance pay out or adjustments to the pay bands, Rachel’s salary would be reconstructed to reflect any changes she would have received  had she been in her permanent position during those pay events.  

VII.  Setting Pay upon Reduction in Band

Voluntary:  Management may decrease or increase an employee's salary, but must set the employee's salary within the assigned pay band.  Management may increase the employee’s salary by up to 5%.  Any pay increase received is subject to the restrictions on the cumulative 5% increase in a 12 month period.

Example:  Frank is a YC-0180-03, Supervisory Psychologist, with a base salary of $73,950.  He does not feel comfortable with his new supervisory roles and wants to return to a technical position and applies for a non-supervisory position, YA-0180-02.  Frank is eligible for an increase in basic pay, up to 5%.  This type of increase is at management’s discretion.

If Frank’s salary had been higher, e.g., $89,520, his current salary would exceed the maximum of the YA-02 pay band and his salary would have to be reduced to $87,039, the maximum of the pay band.  The employee would not be eligible for pay retention since this is a voluntary move.   
Involuntary:  When adverse action procedures (as a result of poor performance and/or misconduct) result in an employee’s involuntary reduction in band, the employee's base salary may be reduced by up to ten percent, while remaining within the limits of the assigned band.  An employee’s pay may only be reduced once in a 12 month period under these conditions and may not be increased.  Employees whose salaries are reduced under these circumstances are ineligible for pay retention.

Example:  Patricia has received a level 1 rating in her current position, YB-203-02.  Her current salary is $34,240.  Management is placing her in a YB-0203-01 position which is more commensurate with her skills.  Her salary may be reduced by up to 10% to reflect the lower level work that she is now performing.  

VIII.  Special Situations

1.  Accelerated Compensation for Developmental Positions (ACDP)

The ACDP is an increase to employee base salary, bonus or a combination of both.
ACDP only applies to Pay Band 1 employees in developmental positions in specified pay schedules (YA, YD, YH and YK).  Granting an ACDP salary increase is at the discretion of management.  The amount of the ACDP should not exceed 20% nor cause the employee’s base salary to exceed the top of the employee’s pay band.  The Department of Army has authorized managers to make two ACDP payments per year with an aggregate increase not to exceed 20%.  Normally, ACDP increases will occur at the six month point (mid-point of rating cycle) and at the end of the rating cycle.  If the ACDP is awarded in conjunction with the annual performance payout, it is provided in addition to the employee’s payout.  To qualify, the employee must be performing at an acceptable level as reflected in a rating of record at Level 3 or higher, or by the supervisor’s determination that the employee is performing at the equivalent of Level 3 if prior to the end of the rating cycle.

Increases of more than 20% must be approved by the appropriate Functional Chief Representative.
2.  One Time Pay Increase for Employees on Targeted Positions at Conversion

During the first 12 months following conversion to NSPS, employees who convert while in a targeted position, but who are ineligible for the ACDP provision, are eligible to receive a one time pay increase equivalent to the promotion that would have been earned had the employee not converted.  To be eligible, the former full performance level position must be encompassed within the same pay band that the employee converted to, the employee's performance must warrant the pay increase, and the promotion would have otherwise occurred during that period.  Any salary increase under this provision is at management’s discretion.

Example:  Martin was hired for a GS-12 target GS-13 vacancy.  At the time of conversion to NSPS, he is in the GS-12 position.  Both the former GS-12 and the former GS-13 fall within the YA-02 pay band.  He is not eligible for ACDP.  At management discretion, Martin may be given a one time salary increase that would equate to the promotion he would have received under the GS system.   

3.  Setting Pay upon Movement from Federal Wage System (FWS) or Non-Appropriated Fund (NAF) to NSPS

To determine the applicant’s base salary, multiply his/her current hourly rate of pay by 2087, the number of work hours in a year.  This base salary is used to calculate promotions, reassignments or reductions in band.  LMS is then added to the recalculated base pay.

FWS to NSPS:  Before pay can be set for employees moving from the FWS pay system to NSPS, the nature of the personnel action (promotion, reassignment or reduction in band) must be determined by comparing levels of work.  The NSPS Implementing Issuances  establish the WG to NSPS equivalents:

YE Pay Band 1 = WG-1 to 8

YE Pay Band 2 = WG-9 to 12

YE Pay Band 3 = WG-13 to 15

Comparison of the position to the YE equivalent determines if the movement is to a comparable level of work or not.  Any movement from a WG position to a professional/analytical pay band is considered a promotion.  Other examples of levels of work and their resulting personnel actions follow:

WG 5 (YE-1) to YE-2 = Promotion 

WG 12 (YE-2) to YC-3 = Promotion 

WG-10 (YE-2) to YE-2 = Reassignment

WG-13 (YE-3) to YB-2 – Reduction in Band

Example:  Eric is currently a WG-05 ($15.60 ph) and has accepted a YB-02 position.  Because this action is considered a promotion, Eric is entitled to a base salary increase of at least 6%.  To determine his current base salary, his current hourly rate is converted to an annual salary - $15.60 X 2087 = $32,557.  A 6% increase is $1,953.  This amount added to his current salary is $34,510 which becomes his new base salary.  The LMS is then added to the new base salary.

Note:  At the discretion of the authorized management official and appropriate approval, an increase in the base salary may be up to 20%.  LMS is an additional increase which the employee did not receive under FWS.  Setting the base salary more than 6% above the employee’s current pay would be warranted only in exceptional circumstances (such as specific labor market conditions).

NAF to NSPS:  Before pay can be set for employees moving from NAF pay system to NSPS, the nature of the personnel action (promotion, reassignment or reduction in band) must be determined by comparing levels of work.  There are no conversion equivalents in the NSPS Issuances for NAF positions.  The level of work is determined in the same manner that GS work or private sector work is determined.

Example:  Stephanie is currently a NF-02 ($11.64 ph) and is being placed into a YB-02, with a LMS for the Rest of the U.S. (RUS).  In this example, Stephanie’s NF-02 position is comparable to a YB-01 position and, therefore; the movement is a promotion. Stephanie is entitled to a base salary that is at least 6 % higher than her current base salary.  To determine her current base salary, her current hourly rate is converted to an annual salary - $11.64 X 2087= $24,293.  A 6% increase is $1,458.  This amount added to her current salary is $25,751.  LMS is then added to the new base salary as appropriate.
Note:  At the discretion of the authorized management official and appropriate approval, the increase in the base salary could up to 20 %.  LMS is an additional increase which the employee did not receive under NAF.  Setting the base salary more than 6% above the employee’s current pay would be warranted only in exceptional circumstances (such as specific labor market conditions).

4.  Returning from Overseas

GS to NSPS:  If an employee is exercising reemployment rights from an overseas duty location and the position to which they are returning has been converted to NSPS, DoD policy states that an employee’s pay will be set I.A.W. 10 U.S.C. 1586 or SC1930.10.8. of the NSPS Implementing Issuances, whichever is more advantageous to the employee.  Under these procedures, pay should be no less than the employee’s current salary and may include an increase to the employee’s base salary by up to 5%. To determine an employee's correct rate of pay, both formulas below must be followed.  The option that is most advantageous to the employee is the one used.  

Example 1: Chris is an overseas employee, GS-12, step 4 with a base pay of $60,895.  He has return rights to a GS-11 position which converted to a YA-2 position.

Option 1 - Title 10 entitlement (SC1930.10.8.):

Chris is returned to rate of GS-11, step 5 = $52,349 ( includes a step increase he would have received had he remained in the GS-11 position)

WGI-buy-in = $1,452 is added

Total = $53,801

Then add LMS; OR

Option 2 - Reassignment under NSPS (SC1930.10.4.2.):

Chris's basic pay at GS-12, step 4 = $60,895

Management may authorize an increase by up to 5% of Chris's current base pay (a maximum increase of $3,045).  LMS is then added. 

In this case, Chris’s pay must be set using Option 2 to maintain the maximum entitlement under Title 10 as an overseas returnee.  

Example 2: John is an overseas employee, GS-12, step 8, with a base salary of  $68,275.  He had return rights to a GS-13 position which has converted to a YA-2 position. 

Option 1 – Title 10 entitlement (SC1930.10.8.):

John is returned to a rate of GS-13, step 4 = $72,414 (includes a step increase he would have received had he remained in the GS-13 position)

WGI- buy-in = $587 is added 

Total = $73,001

Then add LMS; OR

Option 2 – Reassignment under NSPS (SC1930.10.4.2.):

John’s basic pay at GS-12, step 8 = $68,275

Management may authorize an increase by up to 5% of John's current base salary (a maximum increase of $3,414).  LMS is then added.

In this case, John’s pay must be set using Option 1 to maintain the maximum entitlement under Title 10 as an overseas returnee.

NSPS to NSPS:  When an employee converts to NSPS while overseas, and the position to which he/she has reemployment rights under 10 U.S.C. 1586 also converts to NSPS during the employee’s absence, the employee is entitled (upon return) to be paid at a rate of basic pay which is not less than the rate of basic pay to which he/she would have been entitled had he/she not been assigned to duty outside the United States (SC1930.10.8.).  A reconstruction of the employee’s stateside position would be necessary to ensure that the employee receives the complete entitlement under 10 U.S.C. 1586, which would include the WGI buy-in and the provisions of SC1940.AP1.5. When the employee returns to their permanent position, the NSPS reassignment or promotion pay setting rules may provide more entitlement than that due under Title 10, however; calculations as shown above must be completed to ensure that the employee receives all benefits and entitlements accorded under Title 10.

5.  Setting Pay for Physicians and Dentists

For physicians/dentists in a specialty receiving an LMS, the organization may consider the additional pay represented by the LMS when determining the base salary for the employee.
On Board at time of Conversion:  Base pay may be increased to an amount that takes into consideration the loss of any physicians’ comparability allowance (PCA) and/or premium pay that the employee was receiving under the General Schedule (since neither PCA nor premium pay are authorized for physicians and dentists under NSPS).  The salary will be subject to reallocation between base salary and LMS.
Hired into an NSPS position:  Physicians currently in Federal pay systems other than NSPS may have their PCA considered as part of their base salary when setting pay.

6.  Other Pay Related Considerations

Pay Retention:  When a qualifying action results in an employee being placed in a lower band through no fault of their own (Reduction in Force, PPP placement, return from overseas assignment, etc.), the employee maybe be eligible for pay retention for two years.  If the employee's current base salary exceeds the maximum of the new pay band, pay retention applies.  If the employee's current base salary falls within the minimum and maximum rates of the new pay band, the employee's base salary is preserved and pay retention does not apply.  

Employees already on pay retention at the time of conversion will retain that pay for two years from the conversion date.

Highest Previous Rate (HPR):  HPR is not a feature under NSPS.  Due to the very nature of pay bands, situations where an employee is required to take a reduction in pay (not including adverse actions) to change positions are much less likely to occur.  HPR of a former employee may be considered in setting pay upon reinstatement, but it is not mandatory.

Special Salary Rate (SSR):  The NSPS compensation architecture, with its broad pay bands, salary ranges, and LMS, eliminates special salary rates.  A GS employee on a SSR who converts to NSPS with their organization will be converted into NSPS without a reduction in pay.  The SSR is subsumed into the pay band.  The NSPS adjusted salary (base salary plus the applicable LMS) will equal the employee’s total GS salary prior to conversion, however; the salary will need to be re-allocated. 

What will happen to employees who are receiving a SSR?

In most cases, the SSR will be subsumed within the broader pay ranges of the NSPS pay bands (including the addition of the standard LMS).  Targeted LMS may be established by DoD to ensure employees convert to NSPS without a loss in pay.  At the time of conversion, employees’ GS adjusted salary (base rate plus special rate supplement) will be the same as their NSPS adjusted salary (base rate plus LMS). 

Employees who are on a SSR and apply for NSPS positions do not have their pay re-allocated.  SSR may not be considered as base pay when performing pay calculations.  

Reallocation of the salary of an employee on a SSR:  Following is an example of how to reallocate salary upon conversion to NSPS.  The same formula can be used to reallocate PCA for physicians.

Example:  Joey is a GS-2210-5, step 5 (Rest of US) and is being converted to NSPS.  His position is covered by SSR Table 999B.  His rate of basic pay is $39,406, which includes a special salary rate supplement of $10,581.  Upon conversion, Joey will receive a WGI- buy-in that will raise his adjusted rate to $39,958.  The new rate ($39,958) is reallocated into base salary and LMS.  Since Joey is under RUS, the reallocation process would divide $39,958 by 1.1252 (1 plus the LMS value for employee’s pay band) resulting in $35,512 – which is his new NSPS base salary. Then the new base salary $35,512 is multiplied by .1252 which results in an LMS of $4,446.  The $35,512 plus $4,446 equals the NSPS adjusted salary of $39,958.  

Limiting Salary Ranges on Announcements:  Management has the option to indicate a limited salary range for a vacancy announcement rather than offering the entire pay band salary range.  It is important to note however; that by limiting the salary range on the announcement, candidates eligible for consideration/selection may also be limited.

Example:

Management has a vacant YA-343-02 position and announces the position with a salary range of $66,951 to $87,039 base pay.  Jessie, a YA-343-02, meets the experience requirements and management would like to select her for the position.  Her current base pay is $60,055.  With the maximum allowable increase of 5%, Jessie’s potential salary ($63,058) is still below the advertised minimum.  The employee’s salary cannot be further increased to meet the stated limits, nor can she be selected and paid at a salary below what was advertised.  This applicant is not within reach for the position as advertised.

Army NSPS Salary Determination Worksheet

	Candidate Name:
	

	NSPS Title/Pay Schedule/Band:
	

	Advertised Pay Range (if applicable):
	

	
	


[image: image11.wmf]
►Base salary is used in all calculations.  Salary cannot be below pay band minimum or above pay band maximum.

	
	New Hire

(Not a current federal employee)
	Set from minimum of pay band up to 30% of step 1 of the former GS grade: GS
[image: image2]  (step 1 + 30%) = $
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	Promotion
	Increase between 6% and 20% (Increases beyond 20% may be approved by higher level officials)


[image: image4] %

	
	Reassignment:
Employee Initiated
	Increase between 0% and 5% or a decrease no lower than the minimum of the pay band. ______ %

Number of employee initiated reassignments within past 12 months_______ and cumulative percentage increase:______%


	
	Reassignment: 

Management Directed
	Increase between 0% and 5%
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	Reassignment: 

Involuntary
	Decrease between 0% and 10% 
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	Reduction in Band: Voluntary
	Salary must be within the new band.  May increase up to 5% if appropriate 
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	Reduction in Band: Involuntary


	Decrease up to 10%                      %

	
	Accelerated Career Development Position (ACDP)
	Up to 20% annually, not to exceed the pay band maximum.                                  
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	One-Time Pay Increase (Former Career Ladder Promotions)
	May receive a pay increase equivalent to the noncompetitive promotion that would have been received.  Must be within the first 12 months after conversion.  $
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	Comparative Data

	
	Salary
	Years in field

	Candidate
	$
	

	Highest paid incumbent performing similar work.
	$
	

	Lowest paid incumbent performing similar work.
	$
	

	Average of incumbents performing similar work.
	$
	


Incumbent salary data is available from My Workplace or your servicing Civilian Personnel Advisory Center.


	Current Salary
	Proposed Salary
	Incentives

	Base Pay
	$  
	Base Pay
	$ 
	Recruitment bonus
	$  

	Locality
	$  
	LMS
	$ 
	Relocation bonus
	$  

	PCA or Other 

Pay
	$ 
	Other pay 

(if applicable)
	$ 
	PCS expenses paid
	Yes/No

	Total Salary
	$ 
	Total Salary
	$ 
	
	


NSPS Salary Determination Worksheet

	Candidate Name:
	

	NSPS Title/Pay Schedule/Band:
	

	
	


	Employee Qualifications (Place “X” in appropriate level)

	Candidate history indicates
	Job Related Training
	Competencies (KSA)
	Breadth, Depth and Scope of Relevant Job Experience

	Meets Minimum
	
	
	

	Exceeds Minimum
	
	
	

	Education Level:

	Identify any Unique/Critical Skills:




	Justification Statement

	Include relevant critical need or employee’s education, experience, knowledge, skills or abilities for salary determination above the minimum.


	Approvals


I certify that the proposed salary is compliant with applicable pay setting policies.

	
	
	
	
	
	
	

	Name of Authorizing Official
	
	Title
	
	Signature
	
	Date


	
	
	
	
	
	
	

	Name of Higher Level Official
	
	Title
	
	Signature
	
	Date

	
	
	
	
	
	
	


A copy of this worksheet must be retained by the authorized official.  A written transmittal will be submitted to the CPAC to record pay setting decisions when the Request for Personnel Action (RPA) has been submitted in advance of candidate selection.
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