CHAPTER 4
EMPLOYMENT | N THE FEDERAL GOVERNMENT
4-1. GENERAL.

As a Federal supervisor, staffing decisions are anong the nost
inportant you will nake. How well the governnent functions
depends largely on its enployees, and efficient staffing planning
wi Il help you achieve your agency’s goals. Contrary to sone
beliefs, the Federal personnel system gives you a w de choi ce of
met hods to fill your positions. You can: Pronote or reassign
enpl oyees al ready working in your agency; transfer enpl oyees from
ot her Federal agencies; reinstate fornmer Federal enpl oyees;
convert persons currently enployed under excepted appoi nt nment
authorities; or hire new enpl oyees from outside the Governnent.
Tapping a m xture of recruiting sources wll help you get the
right person for your positions. Depending on your needs, you
may be able to use nore than one source at the sane tine, e.g.,
can internal nerit pronotion, expanded nerit pronotion, externa
recruiting bulletin, etc. Recruitnent and placenent policy and
procedures are set forth in the Fort Bragg Internal Merit
Pronotion Pl an.

4-2. NMERIT SYSTEM PRI NCI PLES.

The nerit systemprinciples are the public’' s expectations of a
systemthat is efficient, effective, fair, open to all, free from
political interference, and staffed by honest, conpetent, and

dedi cated enpl oyees. As the federal governnent experiences

conti nued change in the managenent of human resources
(centralization, deregulation, delegation, etc.), it becones
increasingly inportant that |ine supervisors and nmanagers
incorporate the nerit systemprinciples into every decision
process they use.

The Merit System Principles Are:

a. Recruit qualified individuals fromall segnents of
soci ety and sel ect and advance enpl oyees on the basis of nerit
after fair and open conpetition.

b. Treat enployees and applicants fairly and equitably,
wi thout regard to political affiliation, race, color religion,
national origin, sex, marital status, age, or handi capping
condi tion.

c. Provide equal pay for equal work and reward excel | ent
per f or mance.



d. Maintain high standards of integrity, conduct, and
concern for the public interest.

e. Manage enpl oyees efficiently and effectively.

f. Retain and separate enployees on the basis of their
per f or mance.

g. Educate and train enployees when it will result in better
organi zati onal or individual performance.

h. Protect enployees frominproper political influence.

i. Protect enployees against reprisal for the | awful
di scl osure of information in whistleblower situations (i.e.,
protecting people who report things like illegal and/or wasteful
activities).

4- 3. ELI G BI LITY.

Any U S. citizenis eligible for Federal enploynent any may
conpete for appointnent. (Non-Appropriated Fund positions do not
require that applicants be U S. Ctizens) There are age and
health requirenents, and there nmay be educational requirenents
for certain positions. |In addition, the followi ng restrictions

appl y:

a. Retired mlitary personnel are eligible for Federal
enpl oynment but nust be considered for a position in Departnent of
Defense (DOD) in a way that avoids both the practice and
appearance of preferential treatnent. The National defense
Aut hori zation Act of Fiscal Year 2000 (Public Law 106-65)
repeal ed the reductions in retired or retainer pay previously
required of retired nmenbers of a uniformed service who are
enployed in a civilian office or position of the U S
Governnment. This repeal was effective retroactively to
Cct ober 1, 1999.

The repeal ended two fornmer reductions in mlitary retired pay
that applied to sone federal enpl oyees:

(1) the pay cap that limted the conbined total of
Federal civilian basic salary plus mlitary retired pay to
$110, 700 (Executive level V) for all Federal enployees who are
retirees of a unifornmed service, and

(2) The partial reduction in retired pay required of
retired officers of a regular conponent of a uniforned service.

As a consequence of the repeal, prior exceptions and waivers to
t hese reductions approved by OPM or by agenci es under del egated
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authority, are no | onger needed effective October 1, 1999. The
uni formed services finance centers are responsi ble for making al
adjustnments in mlitary retired or retainer pay for current
Federal enpl oyees.

b. A public official (which includes any supervisor,
mlitary or civilian) may not influence the appointnent,
enpl oynent, pronotion or advancenent of any relative by bl ood or

marriage. In addition, a public official may not recomrend or
refer any relative for consideration by any other public official
who is lower in the supervisory chain. |If a public official

recommends an action (e.g., hiring of a relative) either orally
or inwiting, the official has effectively advocated that
action. Wthin the Departnent of Arny (DA), enploynent and
assi gnnment of close blood relatives or husband and wife in the

sane organi zational unit wll be avoided to the maxi num extend
consistent wth established nerit system principles. Supervisory
rel ationships will not exist between relatives.

4-4. MANAGEMENT CONSI DERATI ONS

After a position has been approved and a title, series and grade
has been established, a variety of decisions will have to be nade
by managenent. These include but are not limted to: (1)
filling the position on a tenporary or permanent basis; (2)
filling the position under conpetitive procedures or an

aut hori zed exception to them (3) considering only internal

enpl oyees; other sources of applicants, or a conbination. A
conpetitive action is one in which an individual nust conpete
with other qualified and interested applicants for a job or
pronotion and, in order to be considered, nust be equal to the
best of the individuals available. Nonconpetitive actions

i nclude: Repronotion of a person eligible because of being
downgr aded through no fault of his own, pronotion of an incunbent
in a trainee position or one filled at a grade bel ow the
established or anticipated grade, tenporary pronotion for 120
days or less, detail or reassignnent to duties of equal grade,
and detail to higher grade duties for 120 days or |ess.

4-5. SOURCES COF APPLI CANTS.

a. The sources of applicants for filling a position wll be
controlled by the nature of the position (tenporary or
permanent), the grade of the position and the specialized skills
required for the position. The nost common source for filling
a vacancy is the present work force. Oher sources of candi dates
i nclude interested DA enpl oyees presently working at other
instal l ati ons, enployees who have reinstatenent eligibility,

O fice of Personnel Managenent eligibles; or any other source
whi ch is necessary, practical and would be likely to produce
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applicants with the required qualifications. The sources used
are not the sane for all levels of positions. For |ower graded
or sem skilled positions the sources used will normally be within
the commuting area. For skilled and professional positions,
sources outside the commuting area may al so be consi dered.

b. An exanple of a source used to fill professional
positions includes interested DA enpl oyees who are eligible and
are registered in Departnment of Arny Career Managenent prograns.
They include programs in various professional, managerial and
techni cal occupations established for the intake and career
devel opnent of enpl oyees for the purpose of providing a trained
| abor pool used in filling positions in designated occupations.
This source is used to fill positions normally at grade |evels
GS- 11/ GS-12 and above in the follow ng occupations: Procurenent,
Aut omat ed Data Processing, Mterial Mintenance Managenent,
Supply Managenent, Civilian Personnel Adm nistration, Education
and Training, Librarian, Information and Editorial,
Comptrol | er/ Fi nanci al Managenent, Manpower and Force Managenent,
Engi neers and Scientists, Amunition |Inspection, Safety
Managenment, Housi ng Managenent, and Equal Enpl oynent Opportunity.
The primary objectives of the programare to antici pate and neet
continuing and future needs with the highest quality personnel
and to provide career opportunities that will attract, devel op
and retain qualified enployees in key occupations. A position in
one of these categories wll normally be filled froma list of
candi dates furnished by a maj or conmand or hi gher |evel.

4-6. H R NG METHODS

Supervi sors and nmanagers should be aware of the different hiring
nmet hods available to them These include the variety of
alternatives |isted bel ow.

a. Nanme Requests: These permt you to identify outstandi ng
candi dat es who cone to your personal attention and ask that they
be referred to you for consideration. Individuals requested by
name nust neet qualification requirenents for the job and nust
conpete with all other qualified and avail abl e candi dates. A
name request may be made only if the exam nation is currently
open or the candidate is already on the appropriate |ist of
eligibility. Persons who are nane requested are nore likely to
be within reach for referral on a certificate of eligible for
hi gh | evel professional, technical, or adm nistrative positions
(where special know edge and skills are required) than on a
certificate for entry-Ilevel positions.

b. Tenporary Limted Appointnments: These are used to fill
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jobs that wll last for 1 year or less. They may be nade from
conpetitive registers or under authorities delegated to
Departnent of Arnmy by OPM Tenporary appoi ntnents can be
converted to career or career-conditional permanent appointnents
in the sanme agency if the enployees’ nanes are on a register and
are within reach. However, OPMw || determne if enployees
managenent w shes to convert can be reached for conversion
Tenporary enpl oyees shoul d be encouraged to file for conpetitive
exam nations if they want permanent enploynent. Tenporary

appoi ntnents can al so be converted to career or career-

condi tional permanent appointments if the individual qualifies
under ot her delegated authorities such as the Veteran
Readj ust ment Appoi ntnent authority, reinstatenent authority or
handi capped i ndi vi dual s program

(1) Effective 14 Novenber 1994, tenporary appointnments
becanme |limted to a maxi mumof two years or 24 nonths (one year,
pl us a one-year extension). Installations are prohibited from
maki ng a new tenporary appointnent to a position (or its
successor) if that position has previously been filled by
tenporary appoi ntnent(s) for an aggregate of two years wthin the
precedi ng three-year period.

(2) Each tenporary appoi ntnment nmade requires supervisory
certification that the enploynment need is truly tenporary with
t he reasons specified, and that the proposed appoi ntnent neets
the regulatory tine limts.

c. Term Appointnents: OPM has expanded the use of term
appoi nt ment s maki ng them appropriate for any non-per manent
enpl oynment need that | asts beyond one year. Term appointnents
are no longer limted to project work, but are now appropriate in
any situation (e.g., scheduled closing or reorganization of an
activity) in which the work is not actually or potentially
permanent. Term appoi ntnents nmay be nade for any period of nore
t han one year, but no nore than four years. The following wll
apply to term appoi nt ees:

(1) Term appoi ntees nust conplete a one-year trial
peri od.

(2) Term appointees are eligible for Federal Enpl oyees
Retirement System (FERS), the Federal Health Benefits Program
and the Federal Enployees G oup Life Insurance Program The cost
to the activity will be approximately 25% of the benefits package
per enpl oyee.

(3) Term appointees are eligible to receive within grade
i ncreases.
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(4) Term appoi ntees accrue sick and annual |eave, as
|l ong as the position has a regularly schedul ed tour of duty.

(5) Term appoi ntees have Reduction-in-Force (R F)
entitlenents. 1In the event a RIF action is taken against the
termenpl oyee prior to the expiration date of the term
appoi ntnent, they will conpete in RIF as Tenure Goup |11
enpl oyees. However, when their term appoi ntnent
sinply expires on their not-to-exceed date, agencies are not
required to use R F procedures.

(6) During adverse actions, enployees are entitled to
procedural rights found in 5 USC 4303 and 5 USC 7511, except: (a)
while serving a trial period, and (b) upon expiration of the term
appoi nt nent .

d. Part-time Enploynent: A part-tine position is one which
doe not exceed 32 hours per week. Use of part-tine enpl oyees can
hel p you neet increased productivity, reduce overtinme and help
you neet affirmative action objectives. Appointnent can be nmade
fromconpetitive registers, conversion fromfull-tinme enpl oynent,
reinstatenent, or other nmeans. For nore information, refer to
t he panphl et, Supervisor’s Guide to Part-tinme Career Enpl oynent.

e. Enploynent in the Excepted Service: A position may be
excepted fromconpetitive service in one of three ways: By |aw,
by Executive Order, or by OPM action. Positions excepted by OPM
action are placed in one of three schedul es:

(1) Schedule Ais for positions for which it is
inpractical to hold exam nations and which are not confidenti al
or policy determning. Schedule A includes such positions as
intelligence research specialists, foreign | anguage training
instructors, teachers in overseas dependent school systens,
faculty nenbers of the mlitary service academ es, drug
enf orcenent agents for undercover work, attorneys and certain
part-tinme jobs at isolated localities.

(2) Schedule Bis for positions for which it is not
practical to hold open conpetitive exam nations, and the
positions are not of a confidential or policy determ ning nature.
The persons appointed to Schedule B positions do have to neet the
OPM qualifications standards for the position. Students in
cooperative education prograns are Schedule B eligibles.

(3) Schedule C positions are either key policy
determ ning positions or positions which involve a cl ose personal
rel ati onshi p between the incunbent and key officials.
Exam nations are not required and the agency nay appoi nt persons
they determine to be qualified. Political appointees at the sub
cabinet |level are often Schedule C.
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f. Student Educational Enploynent Program The Ofice of
Per sonnel Managenent has consol i dated student enpl oynment prograns
into one stream ined, flexible programthat serves as a critical
tool to assist agencies in attracting and recruiting students to
nmeet enpl oynment needs. The new program consists of two
conponent s:

(1) The Student Career Experience Program provides for
periods of attendance at accredited schools conbined with periods
of career-related work. This is a formally structured Program
and requires a witten agreenent by all parties (agency, school,
and student) as to the nature of work, continuation in, and
successful conpletion of the Program There is no requirenent
for students to neet any econom c or incone criteria for
eligibility. Activities may establish their ow criteria.
Students who have nmet all the requirenents of this Program may be
non-conpetitively converted to a career or career-conditional
appoi ntnent in an occupation related to their academ c training
and wor k study experiences.

(2) The Student Tenporary Enpl oynent Program provides
flexibility to appoint students on a tenporary basis to jobs that
may or may not be related to their academ c field of study.

Enpl oynent can range from sumrer jobs to positions that can | ast
for as long as the individual is a student. Appointnents are not
to exceed one year; extensions are perm ssible in one-year
increnents. There is no financial need requirenent for
eligibility. [Individual activities may set their own criteria or
use the Departnent of Health and Human Services poverty

gui del ines. Students may not be retained beyond graduati on ( My
or Decenber). Necessary steps nust be taken too nake a NEW
appointnent, if the student is to be retained. Students may be
converted to the Student Career Experience Program when

requi renents of that programare met and an appropriate position
i s avail abl e.

(a) Students may be appointed to these Prograns if they
are pursuing any of the follow ng education progranms: (1) High
School Diploma or General Equivalency D ploma (GED); (2)
Vocational / Techni cal Certificate; (3) Associate Degree; (4)

Baccal aureate Degree; (5) G aduate Degree; and (6) Professional
Degree. Students participating in the Harry S. Truman Foundati on
Schol arshi p Program under the provision of Public Law 93-842 are
eligible for appointnments under the Student Career Experience

Pr ogr am

(b) The Progranms are year-round prograns and

appoi ntnents nmay be nmade at any tine during the year, including
sumer. Students may work full-tinme or part-tinme schedul es.
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There are no limtations on the nunber of hours a student can
wor k per week, but it should not interfere wwth the academ c
schedul e.

(c) Students participating in the Student Education
Program are expected to be either working, enrolled in classes or
both. A break in the program may be approved or di sapproved at
the discretion of the agency.

(3) Student Volunteer Service: Federal agencies are
aut hori zed to establish prograns designed to provide
educationally related work assignnments to student vol unteers
wi t hout pay. Volunteer prograns nust be conducted through
witten agreenents with educational institutions (e.g., high
school s, trade schools, junior colleges, and colleges or
nonprofit organizations officially designated by schools or
boards of education) to coordinate the placenent of students in
non-pai d work assignnents. |In order to qualify, a student nust
be enrolled at | east half-tinme under his school’s academ c
program Al though student volunteers are not Federal enployees,
their service is creditable for conpetitive exam nation purposes
and nust be docunented. O ficial personnel folders are naintained
on each student volunteer.

g. Reinstatenent: Forner Federal enployees can be
reenpl oyed either at the sane or |ower grade, or in a higher
graded position. Unless the new position is at a higher grade
than the |last one held, nerit pronotion requirenments do not
apply. Only persons who previously served in a pernmanent
position in the conpetitive service are eligible for
reinstatenment. There is notinme limt on reinstatenent
eligibility for veterans and for persons who have conpl eted at
| east 3 years of substantially continuous service. Ohers may be
reinstated only within 3 years of their separation. Certain
types of intervening service may extend this 3-year |imt.

h. Veteran's Readjustnment Appointnents (VRA): By |aw,
Federal agencies may hire qualified veterans of the Arned Forces
directly under the VRA program VRA appointees initially are
hired for a 2-year period in the excepted service. Successful
conpletion of the VRA |l eads to a permanent civil service
appoi ntnent in the conpetitive service. Agencies can use the VRA
authority to fill jobs up through GS-11 and equival ent jobs in
ot her pay systens.

(1) Eligibility for a VRA appointnent is as foll ows:

(a) Persons who served for a period of nore than 180
days of active duty, all or part of which occurred after
August 4, 1964, who separated with an other than di shonorabl e
di schar ge.
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(b) Veterans separated fromactive duty after one or
nore days because of a service-connected disability.

(c) Arned Forces Reserve and National Guard nenbers who
served one or nore days on active duty (under 10 USC 672 a, d, or
g; 673 b) during a period of war, such as the Persian Gulf War,
or inamlitary operation for which a canpai gn or expeditionary
medal is authorized.

(2) Eligibility time franes are as foll ows:

(a) For veterans with a 30% or greater service-connected
disability, there is no tine unit.

(b) For persons entering active duty on or before My 7,
1975, eligibility continues for 10 years fromthe date of their
| ast separation or until Decenber 31, 1995, whichever is later.

(3) If a veteran has |less than 15 years of forma
education, agencies are required to provide a training program
If a veteran has 15 years or nore, he/she may participate in a
training programon the sane basis as other enployees. A
trai ning programcould include on-the-job assignnents or
cl assroom trai ni ng.

i. Veterans Enploynent Qpportunities Act (VEQA) of 1998 as
anended by Section 511 of the Veterans M Il ennium Health Care Act
(Pub. Law 106-117) of Novenber 30, 1999, provides that agencies
must allow eligible veterans to apply for positions announced
under nerit pronotion procedures when the agency is recruiting
fromoutside its own workforce. (Agency, in this context, neans
t he parent agency, i.e., Treasury, not the Internal Revenue
Service and the Departnent of Defense, not Departnent of the
Arny.) A VEQA eligible that conpetes under nerit pronotion
procedures and is selected will be given a career or career
condi ti onal appointnent. Veterans’ preference is not a factor in
t hese appoi nt nent s.

(1) Eligibility Requirements: To be eligible for a VEQA
appoi ntment, a veteran nust be a preference eligible OR veteran
separated after 3 or nore years of continuous active service
performed under honorable conditions. Veterans who were
rel eased shortly before conpleting a 3-year tour are considered
to be eligible. (Active service defined intitle 37, United
States Code, neans active duty in the uniforned services and
includes full-tinme training duty, annual training duty, full-tine
Nat i onal Guard duty, and attendance, while in the active service,
at a school designated as a service school by law or by the
Secretary concerned.)
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(2) Al enployees appointed under the VEQA are subject
to a probationary period and to the requirenents of the agency’s
merit pronotion plan.

] . Handi capped Individuals Program Affirmative action for
handi capped i ndi vi dual s and di sabl ed veterans is required by |aw.
Enphasis is on elimnating artificial barriers to enploying the
handi capped, and job restructuring. For exanple, you may enpl oy
a reader or interpreter to assist a blind or deaf individual.

The sel ective placenent coordinator at the CPAC can assist you in
recruiting and enpl oyi ng handi capped i ndividuals. For a

di scussion on programresponsibilities and the different hiring
authorities available for disabled persons, in addition to
criteria that nust be net for each type of appointnent, refer to
t he panphl ets, Federal Equal Opportunity Recruitnment Program for
Handi capped | ndi vi dual s/ Di sabl ed Vet erans and Handi capped

| ndi vi dual s Program

k. Famly Menbers: Spouses and other famly nenbers who
work a total of 12 nonths in overseas positions after January 1,
1980 and neet certain other requirenents can qualify for direct
appoi ntnents to conpetitive service positions when they return to
the United States. In addition, famly nenbers who work under
the Berlin Tariff Agreement can qualify for civil service
enpl oynent on the sane basis as enpl oyees who serve in other
overseas duty locations. Current DA enpl oyees who are famly
menbers and are acconpanying their DA civilian or mlitary
spouses on a pernmanent change of station nove from one
Continental United States (CONUS) DA activity to another one, may
be eligible for registration and referral in the DOD Priority
Pl acenent Program (PPP) for DA Fam |y Menbers. Eligible
enpl oyees will be registered for a maxi numof 1 year on a
priority basis.

. MIlitary spouse Preference Program Spouse preference
candi dates i medi ately appoi ntable to federal conpetitive service
positions shall be referred to positions for which avail able and
qualified through autonmated referral procedures of the DOD
Priority Placement Program This programis identified as
Program S. (Spouses who are not eligible for Program S nust apply
for Federal enploynent through OPM announcenents or Fort Bragg
Recruiting Bulletins and request preference in witing.) In
order to be eligible a person nust be the spouse of an active
duty nmenber of the U S. Arnmed Forces. The spouse nust neet al
pre-enpl oynent criteria and have reassi gnnment or transfer
eligibility, reinstatenent eligibility or eligibility under E. O
12721. Spouse preference eligibility begins 30 days before the
mlitary sponsor’s report date to the new duty | ocations and ends
upon first job placenent into a permanent conti nuing position or
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a tenporary position with a duration of 1 year or longer (with or
w t hout exercise of preference) or upon declination of a position
for which preference was requested. Spouse preference eligibility
is wthout time restrictions, except that spouses seeking
preference with less than 6 nonths tine remaining in the area my
be nonsel ected for pernmanent continuing positions. Spouse

enpl oynent preference nay be exerci sed once for each permnent
relocation of the mlitary sponsor. Spouse preference is applied
only when a vacant position is filled through open conpetition
resulting in a list of best-qualified candidates. Wen
conpetitive procedures are used, only those spouse preferences
eligible, who are in the best-qualified group, will be referred.
Wen a mlitary spouse preference eligible is referred as best
qualified, he/she nust be selected if selection is made fromthat
source. Nonconpetitive selection placenents do not require
application of spouse preference (e.g., reassignnents, transfers,
pl acenents under Reenpl oynent Priority List procedures, and

pl acenents under Veterans’ Readjustnent Appointnent Authority).

m Transfer: Current Federal enployees may transfer from
one agency to another w thout going through the conpetitive
exam ni ng process agai n.

n. Certification: OPMis responsible for adm nistering the
system under which initial appointnents to positions in the
conpetitive service are nmade. As required by statute, OPM nust
provi de for open, conpetitive exam nations for testing applicants
for appointnment in the conpetitive service. A civil service
exam nation does not necessarily inply a witten test (assenbl ed
exam nation). An unassenbl ed exam nation consists only of a
review and eval uation of information submtted on the application
forms.

(1) Recruitnment fromregisters: OPM uses announcenents,
recruiting bulletins, consolidated job listings, or simlar
notices to invite interested and qualified persons to apply.
Wthin the Departnent of Arny various Cvilian Personnel
Operations Centers (CPOC) have del egated exam ning authority from
OPM to adm ni ster the conpetitive exam ning programfor a variety
of positions under which initial appointnents to positions in
civil service are nade at Fort Bragg. Position vacancies are
announced in the formof Recruiting Bulletins, which contain
sufficient information about job requirenents to all ow potenti al
candi dates to submt appropriate information about their
qualifications. Recruiting Bulletins are issued to various
Enpl oyment Security Conm ssion O fices and ot her designated
| ocations targeted to reach sources of applicants in all segnents
of society.
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(2) Examning applications: Applications are rated
agai nst OPM Qualification Standards and/ or devel oped rating
criteria. The nanes of those who have earned ratings of 70 or
nore are entered on registers of eligibles. The earned ratings
of those qualified candidates entitled to veteran preference are
augnented by 10 points (disabled veterans, Purple Heart
recipients, certain veterans’ w dows or wi dowers, and certain
not hers and spouses of disabled veterans), or 5 points (other
veterans as defined by OPM. The nanes of the candi dates are
arranged on the register in rank order, except for the names of
conpensabl y di sabl ed veterans, who are placed at the top of the
regi ster for nost types of positions.

(3) Rule of Three: The selecting official nmust select
from anong the three highest ranked avail abl e candi dates. An
avai |l abl e veteran, however, nmay not be passed over in favor of a
| ower -ranki ng non-veteran, unless objections to appointing the
veteran are submtted and sustained by OPM or the appropriate
Exam ning Ofi ce.

(4) Fort Bragg Cvilian Personnel Advisory Center
(CPAC): The CPAC serves as the central source for public contact
for enpl oynent information, applicant procedures, and required
forms for appropriated fund positions. A recording of current
recruiting Bulletins for which applications are being accepted
for appropriated fund positions nay be heard by calling the
24-hour recording (910) 396-J0OBS. The CPAC is located in
Bui | di ng 2T-1414, on Jackson Street.

m I ntergovernnental Personnel Act Mbility Assignnents:
The I ntergovernnmental Personnel Act provides for tenporary
assi gnnent of personnel between the Federal governnent and State
or local governnments, institutions of higher education, Indian
Tri bal governnments and other eligible organizations. Assignnments
are intended to facilitate Federal - St ate-Local cooperation
t hrough the tenporary assignnent of skilled personnel.
Assignnments may be full-tinme, part-tine, or intermttent and may
be made by detail or tenporary excepted appointnment. They can be
made for up to 2 years, and extended by DA for 2 additional
years. A single assignnment may not exceed 4 years. Enpl oyees
should return to their previous enployer at he conpletion of a
mobi ity assignment.

4-7. PROBATI ONARY PERI GD.

New Federal enployees normally serve a 1l-year probationary
period, which is considered an extension of the exam ning
process. An enployee who receives a career-conditional or career
appoi ntnment by selection froma certificate of eligible is
required to serve a probationary period of 1 year. This applies
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not only to the first appointnent of this kind, but to any
subsequent career or career-conditional appointnent by sel ection
froma certificate of eligibles, regardl ess of whether the

appoi ntee had previously conpleted a probationary period. This
applies unless. The appoi ntee had service prior to the personnel
action involving the new probationary period that was rendered

i mredi ately precedi ng the appoi ntnent or conversion, in the sane
agency, (except for conversion of 30% or nore conpensable

di sabl ed veterans) and was in the sanme |line of work as the
position for which the action is taken, and no nore than one
break in service of |less than 30 days has occurred. This gives

t he supervisor the opportunity to evaluate on-the-job performance
and permts an enployee who fails to denonstrate fully successful
performance to be separated. Supervisors should seek assi stance
fromthe CPAC, Labor Ofice as soon as they becone aware of a

| ack of conpetence of their enployees. Supervisors nust also
conplete a 1-year supervisory probationary period.

4- 8. | NTERNAL PLACEMENTS.

The variety of ways to internally place current enpl oyees in
vacant positions includes details, tenporary pronotions,
reassi gnnents, changes to | ower grade (both voluntary and

i nvoluntary) and permanent pronotions. Such actions are
controlled by the Fort Bragg Internal Placenent Plan. Sone
general provisions are outlined in this handbook. However,
supervi sors should be cone famliar with and conformto the
entire Fort Bragg Internal Placenent.

4-9. FEDERAL EQUAL OPPORTUNI TY RECRU TMENT PROGRAM

The Federal Equal Opportunity Recruitnment program (FEORP) is a
staffing programdesigned to elimnate under representation of
mnorities and wonen in the Federal workforce. OPMrequires
Federal agencies to inplenent targeted recruitnent prograns that
address under representation. The Fort Bragg CPAC and Equal

Enmpl oynent Qpportunity O fice work together to identify under
represented series and to forecast recruiting and affirmative
enpl oynent needs. The CPAC counsel’s managers and supervi sors on
recrui tnment sources that would provide qualified mnority and
wor m candi dates for a vacancy in which under representation

exi sts.

4-10. NEW EMPLOYEE ORI ENTATI ON

A orientation for all enployees |ocated on Fort Bragg who are new
to the Federal governnent is provided.
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