BONNEVILLE POWER ADMINISTRATION

HUMAN RESOURCES

Portland, Oregon

PERSONNEL LETTER 335-5
DATE:  September 21, 1998

SUBJECT

Career Development Programs

I. PURPOSE


The purpose of this issuance is to establish policies and procedures for waiving or modifying qualification requirements under the following mechanisms:  Upward Mobility; Career Enhancement and Development Program; and Modified Qualifications procedures.  This issuance applies only to annual positions; processes and procedures for hourly jobs are described in Personnel Letter 410-9, Employee Development.  Hourly employees may apply for developmental opportunities described in this issuance.


This issuance replaces Personnel Letter 338-5, Modified Qualifications, dated 06/04/90; Personnel Letter 410-2, Maintenance of Upward Mobility Program Documents, dated 10/23/86; Personnel Letter 410-5, Approval of Individual Development Plans for Employees in Positions Filled Under Provisions of the Upward Mobility Program and Career Development Agreement, dated 10/02/90; and BPA’s prior OPM-approved Career Development Agreement, dated 10/10/89.  It will also replace the current BPA Manual (BPAM) Chapter addressing Upward Mobility.

II. REFERENCES

· 5 CFR, Part 335, Promotion and Internal Placement

· 5 CFR, Part 410, Employee Development

· 5 CFR, Part 412, Supervisory, Managerial and Executive Development

· BPAM 700/300, Employment

· Personnel Letter 335-1, Merit Promotion Plan and Implementation Procedures for Annual Positions

· Personnel Letter 536-1, Retained Grade and Pay

· Personnel Letter 410-9, Employee Development

· Office of Personnel Management (OPM), Operating Manual, Qualification Standards for General Schedule Positions

III. POLICY


It is the policy of BPA that opportunities for development and/or career advancement will be available to employees as described in Personnel Letter 410-9.  BPA will develop staffing strategies that include developmental opportunities.  Use of developmental programs will provide management with a broader base for selection, enhance internal opportunities for employees, and promote diversity within the workforce.  Use of development opportunities within BPA will be in alignment with the business needs of the organization, and do not preclude selection from other sources.


Developmental positions may be either one-grade or two-grade interval positions based on the program requirements described in Attachments 1, 2, 3 or 4.


Development opportunities will be open to all BPA employees, including those serving on Veteran’s Readjustment Appointments, within the guidelines prescribed for each development program.


BPA employees who are currently serving under Schedule A appointing authorities (under Section 213.3102(U)), are also eligible for development opportunities.  


Payment for training under the developmental programs identified in this issuance will be in accordance with applicable rules and regulations.

IV. DEFINITIONS


A.
Upward Mobility Program.  A systematic management effort that focuses personnel policy and practices on the development and implementation of specific career opportunities for lower graded employees who are in positions or occupational series that do not enable them to realize their full work potential.


B.
Career Enhancement and Development Program.  Permits waiver of the qualification standards for annual positions.  This program requires the establishment of an Individual Development Plan (IDP) that is tailored to the selectee’s background to allow the selectee to gain the experience and knowledge necessary to become fully qualified.  Applicants under this program must be reassigned in grade for the position to which reassigned.


C.
Modified Qualifications.  Provides for modification of annual qualification requirements.  Applicants under in-service placement will be evaluated and eligibility determined based upon possession of the knowledge, skills, and abilities (KSAs) required by the position.  The KSAs will be determined by a job analysis, and applicants rated under a crediting plan.  

V.
COMPARISON OF MODIFIED QUALIFICATIONS, THE CAREER ENHANCEMENT AND DEVELOPMENT PROGRAM, AND UPWARD MOBILITY


Modified Qualifications, the Career Enhancement and Development Program, and the Upward Mobility Program are separate staffing options that serve different management needs.  Candidates who possess closely related experience which provides the KSAs determined necessary for successful job performance are considered qualified for a specific position and may be selected under the modified qualifications provision.    Candidates are selected for positions both under the Career Enhancement and Development Program and Upward Mobility Program through waiver of qualification requirements and, by definition, are not qualified for the position they are selected to fill.  The Upward Mobility Program should be used for the development of lower graded employees; the Career Enhancement and Development Program is utilized for employees already in two-grade interval positions.   

VI.
RESPONSIBILITIES  

A. Managers/Supervisors are responsible for the following:

1. Systematically identifying and making developmental opportunities available to BPA employees;

2. Identifying and providing training and development experiences for program participants in each of the three programs covered by this issuance;

3. Providing feedback, evaluating trainees’ performance, and identifying means for improvement for development program participants;

4. Developing an IDP for selectees;

5. Ensuring that training and development are carried out in agreement with the IDP; and

6. Carrying out the terms of the IDP, subject to the availability of funds and other business needs.

B. Personnel Services will provide overall program management of development opportunities and coordinate with managers and supervisors in supporting program objectives identified in Personnel Letter 410-9. 


C.
Human Resources Specialists (HRS) will provide advisory services to managers and supervisors on the use of development programs as a staffing option.  HRSs will coordinate with managers and supervisors in identifying opportunities for development within their respective servicing area and ensure that IDPs will enable the trainee to meet the minimum qualification requirements for target positions. 

D.
Employee Development Specialists (EDS) will provide advisory services to managers, supervisors, and employees regarding the development of IDPs, which will include (at a minimum) formal and on the job training, the objectives of the training plan, and evaluation processes.  Additionally, EDSs are responsible for developing IDPs for managers and trainees that identifies the specific requirements of successful completion of the program.  EDSs will also coordinate with HRSs to ensure that IDPs will enable the trainee to meet the minimum qualification requirements for target positions. 

E.
Employees are responsible for complying with the IDP, taking responsibility for their own development, and for rapidly identifying any barriers to successful development.

VII. PROCEDURES

A. Selection and Evaluation.  Developmental opportunities will be advertised under the procedures set forth in Personnel Letter 335-1, Merit Promotion Plan and Implementation Procedures for Annual Positions, under in-service placement procedures unless selection has been identified as an exception to merit promotion procedures contained in Personnel Letter 335-1.  Selection for positions under a development program will be from among the best qualified.  Candidates selected for developmental opportunities must possess an overall background of sufficient level and quality to indicate that they have the potential ability to perform successfully in the target position, after sufficient training and development.  Candidates selected must also demonstrate an ability to gain from the developmental experience.  Use of supervisory appraisals to assess an applicant’s potential for a certain position is optional for all three staffing options.

B. Veteran’s Readjustment Act (VRA).  VRA appointees are eligible to compete for development opportunities.  If selected, VRA appointees will be reassigned to the trainee position, and their initial training agreements under the VRA program, if not completed, will be terminated by amendment at that time.  VRA appointees selected for development opportunities will remain on their VRA appointments until they have completed the required 2 years of service necessary for conversion to competitive status.  If performing at the satisfactory level, VRA appointees will be converted, in place, to the competitive service under the provisions of 5 CFR 315.705.

C. Regulatory Requirements.  All developmental assignments require that regulatory requirements, such as time in grade and time after competitive appointment, be met.

D. Individual Development Plan (IDP) Requirements.  IDPs are required for all developmental opportunities described in this personnel letter.  An established IDP will provide the employee on-the-job experience, formal training, special supervision and guidance, and other developmental opportunities.  The total training experience will eliminate the difference between the employee's present capabilities and qualifications and those required for the successful performance of the duties of the position for which he/she is being trained.  The IDP will be tailored in length, intensity, and scope of subject matter to meet the individual needs of the trainee based on his/her background. 



All IDPs will have the following common features:



1.
Reason for IDP (description of situation that justifies the proposed training).



2.
Education and experience background of trainee (including identification of employee's present series and grade).



3.
Length and objectives of IDP (including identification of target position by series and grade).



4.
Outline and Schedule of Training (including on-the-job training and formal classroom activities and the amount of time expected to be devoted to each).



5.
Official responsible for the IDP.



6.
Evaluation reports (frequency of written reports to be submitted).



7.
Criteria to determine when trainee has met satisfactory work standards.



8.
IDPs will be developed as a collaborative effort between the employee, the supervisor or manager of the target position, and HRSs.

9. IDPs will be developed prior to the selectee’s entry into the training position.



10.
IDPs will be developed in the format of a schedule of developmental activities to be completed to qualify the trainee for the target position and should include the following:

· Identification of formal classroom training appropriate to provide core technical skills and abilities;

· Responsible and productive on-the-job training under one or more supervisors; and

· Self-directed developmental activities including career-related reading, active participation in career-related organizations, professional societies, and attendance at local colleges and universities.  This does not imply that trainees under upward mobility will receive a college education, rather, specific college-level courses may provide developmental opportunities.  (Note:  Such self-directed developmental activities may surface Fair Labor Standards Act (FLSA) issues.  Managers and supervisors should consult with their HRS prior to assigning self-directed developmental activities.)


11.
IDPs will include scheduled sessions for counseling and feedback on IDP progress.  Counseling sessions should be concluded at the end of each major work assignment or on a quarterly basis.

12. Employees participating in developmental programs will evaluate training and developmental experiences on a quarterly basis.



13.
Upon completion of the IDP, the supervisor or manager will prepare and discuss with the trainee, a summary of the trainee’s achievements and work performance during the training period.  During this discussion, the supervisor or manager will make a final recommendation regarding final assignment or promotion of the trainee, if the IDP should be extended to allow for additional training to allow the employee to qualify for the target position, or whether to discontinue the training opportunity.

14. To allow for program flexibility, the training program described in the IDP may be extended up to 6 months.  This provision is intended to give management the flexibility to adjust a trainee’s training program to meet changing needs on the part of the trainee, the program area, or the subject material.  It is not intended to extend program eligibility.  If an extension is made, appropriate adjustments will be made to the aforementioned training time schedule.  Appropriate reasons for an extension are:

· To tailor the length and intensity of the subject matter to better meet the individual needs of the trainee within the total scope and overall objectives of the training program;

· To adjust elapsed time to cover such contingencies as sick leave, emergency annual leave or unforeseen difficulties by the trainee in comprehending a portion of the training program;

· To alter the sequence of training to allow the learning experience to be responsive to unforeseen work situations that arise during the training program; and

· To add or modify subject-matter material depending on technological changes, business requirements, and or/the trainee’s specific requirements.

VIII.
FAILURE TO MEET TRAINING REQUIREMENTS


The trainee will not be eligible for further progression to the target level of the position if, at any time during the training program, the trainee is either:

· Not performing successfully in a critical element after a reasonable period of counseling and appraisal; or

· For any reason, fails to successfully complete the IDP. 


The supervisor of the position will consult with the employee, the responsible HRS, and with the Employee Relations staff as appropriate, and recommend a specific course of action.  A specific course of action may include:

· Reassignment to a similar trainee position under a different supervisor.  Reassignment may involve movement of an employee to a position at the same grade level (or equivalent) even if the promotion potential of the new position is less than that for which the employee was selected for development. 

· Extension of the training program for a period of up to 6 months.

· Re-enrollment in required classroom training with additional special tutelage.

· Termination of the training program and reassignment of the employee to a non-trainee position.

· Removal from Federal service under either 5 CFR, Part 432 or Part 752 procedures if the employee is not performing successfully.

IX.
DOCUMENTATION AND MAINTENANCE OF DEVELOPMENTAL FILES


A statement certifying that the trainee has satisfactorily completed his/her training will be signed by the responsible Personnel Services management official, and made part of the employee's Official Personnel Folder (OPF).  In addition, the selectee’s organization of record shall maintain developmental files that document formal training received.


Please contact your Human Resources Specialist for assistance in career development opportunities.

Veronica L. Williams

Manager, Human Resources
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Attachment 1

BONNEVILLE POWER ADMINISTRATION

UPWARD MOBILITY PROGRAM

1.
Introduction and Objectives


It is the policy of BPA to provide maximum opportunity for development and career advancement through use of the upward mobility and other developmental programs.  The goals of the Upward Mobility Program are as follows:

A. To more effectively utilize the capabilities, talents, and interests of BPA employees;

B. To offer specific merit-based career opportunities to lower-graded employees who have demonstrated the ability and interest to assume greater responsibility but whose current positions do not offer opportunities for further development or advancement; and

C. To enhance BPA’s ability to meet its affirmative employment goals and to help eliminate under-representation in targeted positions. 


There are three commonly used approaches for moving upward mobility trainees, who have been selected under merit promotion processes, toward their target positions.  Methods chosen may vary based on business needs and occupational requirements.  The three methods are the crossover method, the skills upgrade method, and the “bridging approach.”  All methods are available to BPA managers when choosing to fill a vacancy utilizing the Upward Mobility Program.  The Upward Mobility Program does not include positions with a professional education requirement.


Upward mobility opportunities will be announced under the procedures described in the BPA Merit Promotion Plan and Implementation Procedures and will be clearly identified as upward mobility.

2.
Scope


The Upward Mobility Program applies to all BPA employees, who are eligible to apply if they meet the following criteria:

A. They are currently employed in positions GS-1 through 9 (or equivalent), that do not enable them to reach their full work potential; and 

B. They can be reasonably expected to complete a training program leading to full qualification for the target position within a period of not less than 6 months or greater than 2 years.

3.
Definitions

A. Crossover Method.  The crossover method of upward mobility is used to move employees directly into vacancies in the targeted occupational series.  In most cases, the trainee position is a restructuring of entry-level duties in the same occupational series as the ultimate target position.  The employee enters the trainee position in the target occupational series after competing for selection, and is reassigned or promoted non-competitively to the full performance level when the qualification requirements are met through the employee’s successful completion of planned training.

B. Skills Upgrade.  The skills upgrade approach uses training to supplement existing skills of employees in order to enable them to fully meet qualification requirements for movement into a different, but related, occupational series.  Programs utilizing the skills upgrade approach usually do not offer the upward mobility trainee non-competitive reassignment or promotion.  The focus is on one-grade interval target occupational series whose career ladders offer trainees greater advancement opportunity in positions requiring more specialized skills.  This approach differs from the “crossover” method in that successful completion of the training plan prepares the trainee for competition for a position at a specific grade level in the target occupational series.

C. Bridging.  In bridging, BPA establishes or uses an existing transitional or “bridge” position that is an intermediate position between a one-grade interval and two-grade interval occupational series.  The bridge functions as an interim technician or paraprofessional job, generally combining duties of a clerical or support function with tasks extracted from the target position.  It provides qualifying experience for movement into the target position.  Trainees compete for entry into the bridge position, and after satisfactory completion of a training program, are non-competitively reassigned or promoted to the target position.

4.
Selection Procedures


All candidates for upward mobility will be evaluated based on their potential to learn the knowledge, skills, and abilities of the target position as well as their ability to learn from the developmental experience itself.  Managers and supervisors will coordinate with HRSs to determine which of the three upward mobility options described above will be appropriate to fill their specific vacancy.  Once management has determined which option is appropriate, the following process will be utilized for selection. 

A. A job analysis will be completed to determine the position requirements, including determining the knowledge, skills, and abilities (KSAs) which will identify the potential of applicants.

B. A crediting plan will be developed based upon the job analysis and the resultant KSAs.

C. A panel of subject-matter experts will be convened to apply the crediting plan, and, through the application of the crediting plan, determine the best-qualified applicants from qualified applicants.

D. Applicants selected under competitive procedures for upward mobility positions are considered to have competed for promotion up to the target level of the position.

E. A trainee must meet all OPM qualification standard and eligibility requirements prior to assignment or promotion to the full performance level of the position.  Trainees must complete all requirements of their IDP prior to reassignment or promotion to the full performance level.

Attachment 2

CAREER ENHANCEMENT AND DEVELOPMENT PROGRAM

1.
Introduction and Objectives


BPA requires competent, well-trained personnel to carry out its complex programs and operations.  Therefore, in order to obtain and keep a highly capable, efficient work force, BPA provides broad career development opportunities to its employees.  This training agreement, a continuation of a previous Career Development Agreement, is designed to further that objective.


The specific objectives of this revised program are to:

· Provide opportunities for employees to enter new career fields;

· Provide a systematic process for more fully utilizing the knowledge, skills, and abilities of underutilized employees;

· Provide a process by which professional, scientific, technical, and hourly employees may be reassigned to administrative positions and administrative and managerial employees may be reassigned to other administrative and managerial positions;

· Provide a process to systematically develop the managerial and administrative skills and knowledge of scientific, professional, technical, and hourly employees; and

· Provide a process to develop the program and management skills and knowledge of capable administrative managers needed for management positions in organizations primarily composed of scientific, technical, hourly, and professional employees.

2.
Scope


This program covers all permanent BPA employees in grades GS-7 through GS-15 in two-grade interval positions.  


It is applicable to the development of:  (1) persons already occupying administrative positions; and (2) employees in professional, scientific, technical, and hourly positions.


The series covered by this program are limited to occupations determined to be two-grade interval.  This program permits:

A. The reassignment of employees if they meet positive education or equivalency test requirements, as established by the Office of Personnel Management (OPM);


B.
The reassignment of employees to management positions over professional, scientific, or technical activities where the primary purpose of the position for which the employee is developing is supervisory or managerial and the position is graded GS-13 or above;


C.
The reassignment of employees from professional, scientific, technical, and hourly fields to any of the administrative and management fields if they have demonstrated that they have the skills and abilities to perform the duties of the new position;


D.
Career changes for employees in grades GS-7 through GS-12; and


E.
Career development experiences for potential managers in grades GS-12 and above.


Employees selected for training under this program are selected only for the specific training outlined in their IDPs and only for the specific position at or above their present grade as identified in the plan. 

3.
Selection of Trainees


Qualification standards for the series and grade at which selectees will train are waived.  Candidates selected for training under this Agreement must possess an overall background of sufficient level and quality to clearly indicate that they have the potential ability to perform successfully in the target position.  Factors to be considered in the evaluation and selection of applicants are past performance, knowledge, skill, ability, interest, aptitude, and achievement.  Candidates will be selected in accordance with Merit Promotion Plan procedures.  Selection of trainees will be made regardless of sex, color, race, religion, age, national origin, political beliefs, union affiliation, marital status, physical handicap, or other non-merit reason.

4.
Evaluation Procedures


The trainee and the supervisor involved in each on-the-job work assignment will be required to submit to the responsible EDS, written reports on the trainee's progress according to a schedule to be determined through consultation with the EDS and the supervisor of the position.  As a minimum requirement, the trainee's supervisor should provide a brief written report to the EDS describing and appraising the work done by the trainee after each rotating work assignment or at least once every 3 months.  Upon the completion of the training period, the trainee should prepare a summary report on the entire training program, to be forwarded to the responsible EDS for program evaluation.

5.
Reassignment and Promotion


Except for assignments made for developmental purposes, employees who satisfactorily complete required training under this agreement will be eligible for promotion or reassignment to positions in the series in which they were trained.  When warranted, training time can be substituted on the basis of 1 month of training for 2 months’ experience to meet qualification requirements for a particular grade level.  In other words, if a trainee needs 1 year of experience, training time would be at least 6 months. Employees who do not meet training or performance objectives will be offered the same options identified in section IX of this personnel letter.


The target position in the occupational series for which the employee will receive training may be at the same grade level as the current grade of the person selected, or it may be at a higher or lower grade.  In no case does this program authorize exception to the time-in-grade requirements.  Additionally, an employee must complete a full year of experience at the highest grade for which he/she was trained before becoming eligible for promotion to the next higher grade.  For example, a GS-12 level employee in one series trained to become a GS-13 employee in another series cannot be promoted to grade GS-13 in the new series until 1 year after his/her training is complete.


Assignments for trainees must include no less than 50 percent training time in the target area or closely related functions.  Training plans must specify the length and type of training needed to qualify the trainees for the target position.

Attachment 3

BONNEVILLE POWER ADMINISTRATION

PROCEDURES FOR USE OF MODIFIED QUALIFICATIONS

1.
Background


The Office of Personnel Management (OPM) has authorized agencies to modify qualification standards for certain in-service placement actions (Operating Manual for Qualification Standards for General Schedule Positions, General Policies and Instructions).  This appendix describes the requirements for utilizing OPM's "Modified Qualifications" within BPA.  It reaffirms the use of "modified qualifications" (previously referred to as In-service Placement Program) as an integral part of BPA's staffing program.

2.
Scope


Use of modified qualifications described in the aforementioned operating manual is appropriate for filling positions with individuals who possess closely related experience which provided the knowledge, skills, and abilities (KSAs) necessary for successful job performance.  Modified qualifications may be used for both one-grade interval and two-grade interval positions.  This attachment does not modify procedures used to fill hourly positions.

3.
Merit Promotion Procedures


A.
Modified qualifications may be used to fill annual positions non-competitively or competitively by reassignment, transfer, reinstatement, or voluntary change to lower grade.  The use of non-competitive modified qualifications as a staffing option need not be advertised; however, when appropriate, management may consider applicants from other sources under merit promotion procedures.  The authority to modify qualification standards may not be used for promotions, and merit promotion plan procedures must be used to assign employees to positions with greater promotion potential than the position currently or previously held.  Modification of qualification requirements is an alternative qualification process but does not affect time-in-grade requirements or time-after-competitive appointment restrictions.  If a modified standard is used, the vacancy announcement must identify the specific modification of the qualification standard.  The vacancy announcement must also state that applicants under modified qualifications must be reassigned, transferred, non-competitively reinstated, or voluntarily changed to a lower grade and may not be promoted under this staffing option.


B.
Applicants who apply under modified qualifications will be evaluated and eligibility determined based upon possession of the KSAs determined for the position.  Modification of qualification standards does not permit disregarding minimum educational requirements for professional positions, licensure or certification requirements specified in OPM Qualification Standards, or merit system principles.

4.
Process


The following sequence of steps will be followed when the modified qualifications staffing option is used:


STEP 1
Management requests the modified qualifications option be used to fill a position.


STEP 2
The HRS and subject-matter experts (SMEs) conduct a job analysis of the position.  The HRS and SMEs will identify KSAs that accurately depict those of the position.  The HRS and SMEs will develop a crediting plan to evaluate candidates who are fully qualified, and candidates who are qualified under the provisions of this attachment (evaluation of knowledge for fully qualified and evaluation of potential for modified qualifications).  The position is advertised (generally), under merit promotion procedures. 


STEP 3:
Applications are evaluated to determine which meet X-118 qualification requirements.  The HRS and/or SMEs will then evaluate the applications of candidates that meet X-118 qualification requirements against the crediting plan.  (In the case of a non-competitive action, this evaluation will equate to a qualification determination.  In the case of a competitive action, this evaluation will equate to a qualification determination and the rating/ranking of the individual application.  HRSs and/or SMEs perform the evaluation of applications when modified qualifications are being used as a staffing option.)  Applicants determined as qualified under OPM qualification standards will be assessed against a crediting plan based on knowledge and ability; applicants determined as qualified under modified qualifications will be assessed under a crediting plan based on potential.  Crediting plans used under both provisions may include non-technical KSAs that are the same.


STEP 4:
Those candidates determined to be best qualified under both provisions are referred to the selecting official.  Candidates will be identified as best qualified under OPM qualification standards or modified qualifications.  The selecting official makes a selection following the same procedure using procedures described in the merit promotion plan.


STEP 5:
Developmental activities are encouraged to assist the selectee in his/her new position.  When placement is made under this staffing option, the HRS will consult, as appropriate, with the Employee Development staff regarding suitable training and development activities for the selectee.


STEP 6:
The SF-50, documenting the use of a modified OPM Qualification Standard for placement, will contain the remark:  “Employee qualified for position under X-118 modification of qualifications procedures.”  Once placed in a position based on modification of a qualification standard, a person is deemed to be qualified for the position.  Future qualifications analysis is made utilizing the “add-on rule” described in the above mentioned OPM operating manual.  The add-on rule allows that if an employee is qualified for his/her current position by meeting the provisions of the appropriate qualification standard (either an OPM standard or an agency-modified standard), the agency need only add on the difference between the length of experience required for the current position and the length of experience required for the proposed position.


STEP 7:
If the action is non-competitive, copies of the original evaluation form and job analysis must be maintained in a separate “modification of qualification standard" file maintained by Personnel Services.  If the action is competitive, the original evaluation forms of all applicants and a copy of the job analysis must be maintained as part of the merit promotion file.  Both the modification of qualification standard and merit promotion files must be maintained a minimum of 2 years.

Attachment 4

EXPLANATORY CHART – CAREER DEVELOPMENT PROGRAMS

Upward Mobility Program

(Attachment 1)
Career Enhancement and Development Program (Attachment 2)
Modified Qualifications Program (Attachment 3)

Employees may not be promoted into an UM position.
Employees may not be promoted into positions covered by this program.
Employees may not be promoted using modified qualifications requirements.

Non-competitive reassignment is not permitted.  Reinstatement and transfer eligibles are not eligible for consideration.
Non-competitive reassignment is not permitted.  Reinstatement and transfer eligibles are not eligible for consideration.
Non-competitive reassignment is permitted.

Employees must be competitively assigned into upward mobility positions.
Employees must be competitively assigned into positions advertised under this program.
Candidates may be non-competitively reassigned, reinstated, or transferred into position.  If greater promotion potential exists than the position currently or formerly held, candidate must be competitively selected.  Reinstatement eligible applicants may be non-competitively considered and selected only at the same or lower grade on which reinstatement eligibility is based.

Positions which offer employees greater career opportunities (includes professional occupations) may be filled under the provisions of upward mobility.
Any annual position in an occupational series identified as a two-grade interval series (does not include professional series) may be filled under this program.
Any annual positions, including professional positions (if candidate possesses minimum education requirements), may be filled under this staffing option.

Employees, including VRAs, in one-grade interval series at GS-9 and below (or hourly equivalent), worker trainees, and severely disabled employees are covered by the UM program.
Employees in non-clerical positions at GS-7 or above (or equivalent) are eligible for placement under this program.
Candidates presently or previously at any grade level and in any occupational series are eligible for the modified qualifications staffing option.  

Employees selected under the provisions of UM must be covered by a formal IDP before entry into the position.
Employees selected under these provisions must be covered by a formal IDP before entry into the position.
Employees selected under this provision must be covered by a formal IDP before entry into the position.
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