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 FACT SHEET for Interim Non-Competitive Promotion Process (INCPP)
BACKGROUND
Goddard Center Leadership has requested a review of the Accretion Promotion Process (APP), a non-competitive promotion process for Scientists and Engineers that was instituted in 2005.  Center teams have been gathering data, conducting benchmarking of other NASA centers, Federal, and Academic organizations, engaging in discussions with the Agency’s Office of Human Capital Management (OHCM), looking broadly at the recommendations of the Center’s independent accretion promotion assessment, APPI teams and developing recommendations.  As a result of the findings of this comprehensive review , GSFC will  implement changes to the non-competitive promotion process that will provide for  more streamlined promotion criteria and an optimized process for the entire GSFC workforce. 
WHAT IS UNCHANGED?

· Continues a fair and equitable process for all employees.
· Retains the same operational philosophy of looking at an entire body of work in making an assessment of appropriateness of a non-competitive promotion;
· Retains employee 1 year time-in grade requirement;
· Requires submission of a promotion package through management chain for concurrence;
· Retains requirement to provide feedback to supervisor and employee if management does not concur in promotion;,
· Requires HR Specialist to evaluate position description (PD) against applicable OPM classification standards; 
· OHCM continues to serve as a resource for supervisors and employees.
WHAT IS NEW?

· Changes title of the process to the Non-Competitive Promotion Process;
· Applies to the entire workforce (instead of only Scientists and Engineers) and provides guidelines for all positions and occupations beyond the journeyman level;
· Abolishes the automatic 6-year time in grade trigger;
· Requires up-front communication with OHCM on promotion package preparation and a position audit;
· Uses a three-part form and narrative in lieu of the current GS-14/15  forms designed for Scientists and Engineers; 

·  A designated Ombudsperson for reconsideration process and expanded internal appeal process for INCPP;
· Establishes a designated Subject Matter Expert (SME) within OHCM;
· Provides an updated and on-going training program for supervisors and engineers;
· Enhances tracking and monitoring of metrics associated with non-competitive promotions; 
· Increases consistency of process across skill groups; and
· Establishes executive oversight.
WHEN MIGHT A NON-COMPETITIVE PROMOTION BE WARRANTED?
For employees at their documented Full Performance Level ( FPL), promotion may occur when there is evidence that:  1) the employee has significantly impacted the work of the position to a higher grade level; OR 2) an increase in duties has occurred which have increased the grade level of the work performed.

WHAT IS THE Interim NON-COMPETITIVE PROMOTION PROCESS?

For new requests, a new three-part form with supplemental information, including a streamlined set of questions, will be prepared along with a new position description and submitted and approved up the supervisory chain   to OHCM.  The supplemental information will be dependent on the nature of the position and information required to make a decision.  Examples of supplemental information  may include work samples, reference letters documenting impact of the work, impact statements describing what was accomplished, incumbent’s role, and resulting impact.

For scientists and engineers who already have a non-competitive promotion package that has been approved by his or her first line supervisor, the package should continue to be processed through the Directorate.  If the package has been forwarded to OHCM, OHCM will review the promotion package submitted and conduct a position review with the supervisor and employee utilizing a position review questionnaire appropriate to the position to aid in determining how the changes have impacted the position’s classification.  If classification is not sustained, an evaluation statement will be prepared by OHCM documenting the position review and why the higher grade was not supported.  

Supervisors should work closely with Office of Human Capital Management (OHCM), Talent Acquisition Office in determining the appropriateness of pursuing a non-competitive promotion.

Supervisors and employees are encouraged to contact their Human Resources Specialist (HR) and/or the SME, Linda Ledman, 6x6111, to discuss options and answer questions.  

NON-COMPETITIVE PROMOTION CRITERIA

Positions will be evaluated in consideration of the additional duties/responsibilities or impact of the employee, against published position classification standard(s) applicable to the position.  

WHAT IS THE SUPERVISOR’S & EMPLOYEE’S ROLE?
Supervisors are expected to continuously carry out position management assuring organizations and positions are structured efficiently and effectively, i.e., determining the number, types and grade levels of positions required to fulfill a function/mission. They are also expected to conduct periodic career development discussions that include the potential for promotion.   Supervisors will ensure employees are aware of the opportunity (or lack thereof) for career progression in their current position.  If the duties and responsibilities assigned, or the impact of the person in the job, has changed the work being performed beyond what is described in the current position description, then a non-competitive promotion may be considered.  
If the employee thinks he/she is performing duties that exceed those in the currently described position description, and a discussion has not occurred with the supervisor, the employee should initiate such a conversation.  If the employee is dissatisfied with the result, an internal resolution process is available which is described below.   

It is critical for employees and supervisors to understand that doing an outstanding job does not correlate to receiving a promotion once the employee has reached the  FPL in the position.  Additionally, it is an organizational reality that some jobs have higher promotion potential than others.  Therefore, it is crucial that employees’ expectations are aligned with organizational realities and that career development and career path opportunities outside of the current position are clearly communicated.  It is as much an employee’s responsibility to take charge of one’s career, as it is the supervisor’s to provide information and guidance. 

OPTIONS OF RESOLUTION
A multi-level process will be available for employees dissatisfied with the outcome at any point in the process.  The first line of review should be the management chain (Division, Directorate).  It is the desire that issues be resolved at the lowest possible level; however, there are several other avenues for employees to pursue if dissatisfied with the result of a non-competitive promotion request.  

An Ombudsperson in the Office of the Center Director has been identified as, Christyl Johnson, the Deputy Director for Science and Technology.  Rick Obenschain, the Deputy Center Director, will serve as the backup Ombudsperson.  They will be available to mediate, investigate, and/or ensure appropriate outcomes.   The Ombudsperson will not replace the official classification appeals process and will not have position classification authority.
Employee can request a desk audit with OHCM.  

Additionally, there are Federal government position classification appeal processes available which include a review by Agency personnel and/or review by the OPM.  Guidance for this process can be found at: http://nodis3.gsfc.nasa.gov/displayDir.cfm?Internal_ID=N_PR_3511_0001_&page_name=Chapter3 and http://www.opm.gov/classapp/index.asp
Employees are encouraged, but not required, to file all appeals through each lower level. By doing so, the opportunity is afforded for corrective action at the earliest stage in the process. 
DEFINITIONS
Accretion of duties promotion:  non-competitive promotion above the established full performance level of a position based upon the assignment of additional higher level duties and responsibilities that result in reclassification of the position to a higher grade.   In this situation, the duties would be assumed over a period of time, the original major duties continue to be performed, and the higher-level duties could only logically be assigned to that position. 
Impact of person in the job promotion:  non-competitive promotion above the established full performance level of a position that results when the unique capabilities, stature, and/or contributions of the employee have a direct and major impact on the work performed resulting in reclassification of the position to a higher grade.      

Full performance level (FPL):  the highest grade level intended for that particular position, sometimes called the target level of a career ladder.  The FPL is documented on the position description cover sheet. 
Non-competitive promotion:  a promotion that is made above a position’s FPL without having to compete through a vacancy announcement.
Position Management: a continuous and systematic process carried out by management/supervisors assuring organizations and positions are structured efficiently and effectively, i.e., determining the number, types and grade levels of positions required to fulfill a certain function/mission.
NPR 3511.1
This guidance is intended to summarize and communicate the major changes to the current process.  Additional, specific information and guidance will be provided in the near future.
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