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Attachment 1

Overview of Federal Position Classification System
Position Classification:  Position classification involves evaluating the grade levels of established positions based on the work that defines their duties and responsibilities.  The evaluations are independent of the employees occupying the positions and their work schedules.
· Relocation specialists might currently be classified to a number of different series, depending on the additional work they perform and associated qualifications for that work; therefore, employees who perform relocation work cannot be readily identified.

Occupational Series:  The Office of Personnel Management (OPM) establishes the occupational series that are used for Federal Government positions.
· An occupational series is a subgroup of an occupational group or a job family that includes all classes of positions at the various skill levels in a particular kind of work.
· Examples of occupational series (which are assigned specific numerical codes for purposes of identification and human resources management) are GS-0110, Economist Series; GS-0318, Secretary Series; and GS-1410, Librarian Series.
· Positions within a series are similar to each other with regard to subject matter and basic knowledge and skill requirements.  Generally, a series corresponds to a recognized occupation in the Federal service and includes all positions at the various grade levels in that particular kind of work.
· OPM has not established an occupational series for relocation specialists, as agencies have not identified a need for such a series.  This is not at all unusual; indeed, the reverse would not be expected.
Position Management:  Sound position management suggests considering the duration and frequency of the assigned work in establishing positions and their related work schedules.  Full time positions may be established for sustained and recurring work.  Part time, intermittent, or seasonal positions are effective alternatives for fluctuating or non-recurring work requirements. 

Qualification Standards:  Most qualification standards currently used in the Federal Government permit applicants for a particular position or occupation to qualify on the basis of years of education and training, experience, or a combination of the two.
· OPM has not established educational requirements for relocation specialists and does not require any particular certification.  The qualifications requirements for relocation specialists are those established for the occupational series to which each position is classified.
· While the training provided through a certification program might help an employee perform the job, it is not necessary to perform the job and is therefore not a Governmentwide qualifications requirement.
· For particular positions, agencies may establish selective factors, per OPM’s Delegated Examining Operations Handbook (http://www.opm.gov/deu/index.asp).  Selective factors can be used as a “screen out” – that is, if an applicant does not meet a selective factor he/she is ineligible for further consideration; however, this is unlikely to be true for any particular certification program.

Competencies:  OPM is currently exploring a competency-based approach that will enable individuals to qualify for a position by demonstrating that they possess the competencies required to perform the duties of the job.  Over the past 10 years, through a series of Governmentwide occupational analysis studies, OPM has identified the required competencies and critical duties for a wide range of occupations in the Federal Government.
· While these studies did not identify either the general or technical competencies required for relocation specialists, many of the general competencies (e.g., Problem Solving, Oral Communication) are important across multiple administrative occupations and might provide a starting point for a relocation workforce analysis, should one be conducted.
· In addition, OPM has a system (HR Manager) that links competencies to occupations/grades based on survey data and which could be used to look at the competencies required for a particular occupational series.  A comprehensive listing of competencies compiled by OPM based on past studies of various occupations, including professional and administrative, clerical and technical, effective leadership, information technology, trade and labor, and science and engineering, is provided in Attachment 2 to the Subcommittee’s report on staffing the relocation  program.
Agency Implementation and Administration:  Ultimately, OPM defers to agencies on the best ways to staff their relocation programs by judicious use of the flexibility found in existing OPM regulations and guidance.  Thus, agencies are responsible for decisions on the appropriate grade levels, occupational series, designation of full-time and part-time positions, seasonal requirements, FTE restrictions, etc.
Future Research:  The General Service Administration or individual agencies could consider conducting a separate study on this matter, alone, directly with other affected agencies, or through a third party such as the Governmentwide Chief Human Capital Officer (CHCO) Council.  (See background information on the Council at the end of this attachment.)
Possible Research Topics:  Regardless of the means used to collect information on staffing the relocation allowances program and provided related services, the Subcommittee on Administration and Management anticipates that the following information would likely be collected:

· number of employees performing relocation work,

· occupational series and grade of the positions,

· proportion of time spent performing relocation work (i.e., full-time or part-time positions),

· duties associated with the relocation function and competencies required to perform such work,

· required and current workforce proficiency levels for those competencies,
· competency gap in the current workforce,

· training and developmental opportunities to improve workforce competencies,

· typical career paths and opportunities, and

· the need, if any, for outsourcing.

Background on Chief Human Capital Officers:

The Chief Human Capital Officers Act of 2002, enacted as part of the Homeland Security Act of 2002 (Pub. L. No. 107-296) on November 25, 2002, required the heads of 24 Executive Departments and agencies to appoint or designate Chief Human Capital Officers (CHCOs). Each CHCO serves as his or her agency’s chief policy advisor on all human resources management issues and is charged with selecting, developing, training, and managing a high-quality, productive workforce.

The CHCO Act also established a Chief Human Capital Officers Council to advise and coordinate the activities of members’ agencies on such matters as the modernization of human resources systems, improved quality of human resources information, and legislation affecting human resources operations and organizations. The 25-member Council is composed of the Director of the Office of Personnel Management (OPM), who serves as chairman; the Deputy Director for Management of the Office of Management and Budget (OMB), who acts as vice chairman; the CHCOs of the 15 Executive departments; and the CHCOs of 8 additional agencies designated by the OPM Director.  The CHCO Council Web site is http://www.chcoc.gov/
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