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Human Resources Specialist (Military)
GS-00201-14
00003880

INTRODUCTORY STATEMENT: The Director, Reserve and Military Personnel (CG-13)
serves as the program director for the Coast Guard retiree services program. The Director is
tasked to resource and maintain an enterprise-wide retiree services program, including the
appropriate level of full-time personnel resources to manage the program and the designation of
a program manager, responsible for the routine program management of the retiree services
program.

The incumbent Human Resources Specialist serves as the designated program manager and
coordinates the execution of effective pre-retirement, transition, and post-retirement retiree
services program requirements, as specifically defined in COMDTINST 1800.5 (series), with the
responsible policy, program, and technical authorities. The incumbent coordinates field level
execution of the Coast Guard retiree services program at Bases and certain Training Centers and
oversees the retiree services program strategic communications, including multi-channel
communications infrastructure needed to inform Coast Guard leaders, members, and military
retiree community. The incumbent supports all activities associated with the Director’s role as
the Commandant’s executive agent for the Commandant’s National Retiree Council (CCGNRC).

MAJOR DUTIES:
1. Policy Formulation and Implementation (25%)

Manages, plans, directs, integrates and evaluates all actions related to policy formulation and
implementation of the Coast Guard retiree services program. Issue-related strategy development
is frequently undefined and resource-intensive requiring the development of complex plans
among Coast Guard Headquarters and Headquarters unit proponents in establishing the Coast
Guard’s position on matters associated with military retirement.

2. Manage, Review, Evaluate, and Organize (35%)

Plans and manages policy initiatives, program standards, procedures and measures of
effectiveness for the Coast Guard retiree services program. Manages and integrates Coast
Guard-wide retiree services program development within resource requirements. Establishes
objectives, plans, overall work to be accomplished, sets priorities and establishes schedules for
work completion. Reviews work completed with CG-13, accepting or amending work as
appropriate. Ensures timely performance and quality of work ensuring standards are met.
Makes decisions on work problems and presents recommended solutions to the chain of
command. Evaluates program operational effectiveness of mission accomplishment, quality and
quantity of standards met, procedural and policy compliance, and technical competence.



Adbvises the chain of command of problems involving the relationships of retiree services to
broader programs and the impact on such programs. Makes changes in work flow and balances
workload to increase program effectiveness.

3. Technical or Staff Work (40%)

Serves as the Coast Guard’s primary expert and subject matter specialist on all areas, issues and
concerns associated with retiree services as it relates to: pre-retirement planning, post-retirement
services, retiree benefits advice and services, the CCGNRC, communications, and collaboration
with external agencies.

Develops guidance and formulates plans, standards and procedures for the management and
direction of retired affairs. Guidance, plans, standards and procedures are for purposes of
program development, improvement/ strengthening of services and for formulating policies for
new areas or refining issues where policies and/or precedents are non-existent.

Collaborate with external agencies, including the DVA and particularly with the DoD and DoD
military services’ retirement activities. Prepares staff studies and position papers to defend
military retirement programs at DHS and higher levels.

‘Evaluates and supports the Commandant’s (CCG’s) National Retiree Council, on behalf of
CCG’s executive agent, CG-13. Supports regular meetings with CG-13, CCG, the Master Chief
Petty Officer of the Coast Guard (MCPOCG) and the Coast Guard Reserve Force Master Chief
(CGRE-MC) to review retirement programs and retiree issues.

Develops guidance for the Coast Guard’s retiree services program and the network of retiree
services desks, organized by geographic areas of responsibility. Evaluates staffing logic,
manpower and training requirements for field:level retiree services desks. Develops training
programs and communications plans to implement and advance program objectives.

Develops guidance for the establishment of retiree services desks. Serves as the central referral
entity. Implements and maintains a comprehensive informational network. Maintain the
interface of the retiree services program within the Coast Guard organization and with the DoD
military services’ retirement activities. Analyzes, evaluates, and monitors trends that reinforce
current policy or require policy changes.

Establishes rapport and maintains relationships with key leaders in the field of retiree services.
Coordinates with the Coast Guard Headquarters staff with office and division chiefs and program
managers in developing management policy which impacts retiree services for which these
offices and managers have policy making and/or program execution responsibilities. Formulates
and justifies changes to direction or policy which other Coast Guard, DHS and DoD entities are
proponents and which impact retiree services management.



Represent CG-13 and CG-1 on retiree services matters requiring coordination with other Coast
Guard organizational entities. Respond to congressional inquiries, Coast Guard and DoD staffs,

civilian agencies and individuals. Personally brief flag officers and senior civilians at the GS-15
level or above.

Evaluate field and operational level retiree services program execution for policy compliance and
the development and application of new program techniques, as well as impact on changes in

* policies. Integrates and coordinates changing emphasis and requirements based on Coast Guard
directives, special needs of Coast Guard personnel, changing levels of resources, budgetary
guidance and technology and professional advances. Monitors and provides assistance during
field and operational level reviews and assessments to ensure that overall retiree services policy
is being followed and are adequate to accomplish the mission. Evaluates field and operational
level standard operating procedures. Briefs diverse cross-functional commands and staffs
concerning program deficiencies. Writes after-action reports.

Develops instruments to collect field and operational level retiree services demographic
information. Uses the information to prepare statistical studies, determine resource
requirements, and program trends, and develops and implements new policy where the need
dictates. Develops and implements an evaluation system to assess program effectiveness, quality
of service, and effectiveness of field operations. Analyzes the information to determine
compliance with Coast Guard program standards.

Oversees Coast Guard Pay and Personnel Center publishing of the Coast Guard/NOAA Retirees’
Newsletter, the official national communication link between the Coast Guard and its military
retiree community.

PERFORMS OTHER DUTIES AS ASSIGNED

OTHER SIGNIFICANT FACTS:
e Security clearance is not required.
e Weekend TDY is routinely required.

FES Factors:

1. Knowledge Required by the Position:

e Mastery of advanced military retiree principles, concepts, regulations, and practices,
analytical methods and techniques, and seasoned consultative skill sufficient to resolve
military retiree problems not susceptible to treatment by standard methods.

e Broad knowledge of:

* transitioning and retirement issues and programs
» program funding

» Coast Guard organization

= DHS



* DoD
‘ = DVA
= other military services’ retirement activities programs
} o Mastery of the concepts, principles, practices, laws, and regulations of the military retiree
specialty, the relationships between subordinate and senior levels of military HR
management within the USCG.
e Knowledge of and skill in using a wide range of qualitative and/or quantitative methods
sufficient to:

» design and conduct comprehensive HR studies in the military retiree field
characterized by boundaries that are extremely broad and difficult to determine in
advance;

= jdentify and propose solutions to HRM problems and issues that are characterized by
their breadth, importance, and severity and for which previous studies and established
techniques are frequently inadequate;

= collaborate with and/or lead management in employing change process concepts and
techniques by assessing organizational readiness for change, marketing organizational
awareness, and leading change initiatives;

| = develop recommendations for legislation that would modify the way military agencies
conduct programs, evaluate new or modified legislation for projected impact upon
existing USCG military retiree programs, and to translate complex legislation to meet
USCG needs;
= plan, organize, and/or direct team efforts to persuade management officials to accept
and implement recommendations, where the proposals involve substantial agency
resources or require extensive changes in established procedures and methods;
= evaluate and make recommendations concerning overall plans and proposals for
complex USCG projects in the military retiree field; and
= develop, interpret, and analyze data extracts and reports from automated HR and
v military databases and develop the most efficient and effective automated systems
approaches for presenting HR reports and graphics for management.

2. Supervisory Controls

The supervisor provides administrative and policy direction in terms of the USCG Military
Retiree program. The incumbent:
e serves as the designated program manager and coordinates the execution of effective pre-
retirement, transition, and post-retirement retiree services programs requirements;
o defines objectives;
e interprets policies promulgated USCG authorities senior to the Director, Reserve and
Military Personnel and determines their effect on program needs;
e independently plans, designs, and carries out the work to be done; and
e s the technical authority on USCG military retirees and retiree programs.




The Director, Reserve and Military Personnel:
e reviews work for potential impact on broad USCG policy objectives and program goals;
o normally accepts work as being technically authoritative; and
¢ normally accepts work without significant change.

3. Guidelines:

The employee uses guidelines that are often ambiguous and express conflicting or incompatible
goals and objectives, requiring éxtensive interpretation. The employee uses judgment and
ingenuity and exercises broad latitude to:

» determine the intent of applicable guidelines;

« develop policy and guidelines for specific areas of work; and

« formulate interpretations that may take the form of policy statements and guidelines.
The Commandant of the Coast Guard and other top USCG officials and senior staff recognize
the employee as the technical expert in the field of USCG Military Retirees. Serves as the
designated program manager and coordinates the execution of effective pre-retirement,
transition, and post-retirement retiree services program requirements, as specifically defined in
COMDTINST 1800.5 (series), with the responsible policy, program, and technical authorities.

4. Complexity:

Serves as key advisor to the Commandant of the USCG and CG-1 on the Military Retiree
Program.
« serves as the technical expert on all aspects of the military retiree program;
» develops legislative proposals, new policies, and regulations to resolve critical problems
affecting major parts of the military retiree program; and
« recommends long-range plans and changes in program emphasis.
Exercises considerable ingenuity and originality to:
o conduct extensive analyses of the USCG Military Retiree Program, which will be
complicated by major areas of uncertainty in the appropriate approach, methodology, or
interpretation because of conflicting requirements, rules, regulations, laws; and
» persuade superiors to accept findings, recommendations, and conclusions based on these
analyses.

5. Scope and Effect:

Work involves:
analyzing, evaluating, and developing major aspects of the USCG Military Retiree Program that
requires:

e isolating and defining unknown conditions

¢ resolving critical problems in the program

¢ developing new concepts and methodologies to use in the program, and



o issues of sensitivity and potential controversy that when resolved may promote advances
in the USCG Military Retiree Program plans, goals, objectives, and milestones to make it
the top Military Retiree Program in the United States Armed Services.

The incumbent's work establishes precedents for other technical experts to follow.
Findings and recommendations:

e are typically of major significance to USCG management officials; and

e often serve as the basis for new legislation, regulations, or programs.

e Work may also influence and persuade top management officials to change major HR
policies or procedures.

6. Personal Contacts:

Contacts are with personnel outside the USCG, including consultants, contractors, or business
executives, military retirees from the USCG and other military organizations and military retiree
organizations, in moderately unstructured settings. Regular and recurring contacts inside the
USCG include the Commandant of the Coast Guard.

7. Purpose of Contacts:

The purpose of contacts is to influence and persuade employees (military and civilian) and
managers to accept and implement findings and recommendations. The incumbent may
encounter resistance due to such issues as organizational conflict, competing objectives,
limited/competitive funding and other resource problems. Must be skillful in approaching
contacts to obtain the desired effect; e.g., gaining compliance with established policies and
regulations by persuasion or negotiation.

8. Physical Demands:

The work is primarily sedentary. Some work may require walking in offices, military facilities,
high rise office buildings, etc. and similar areas for meetings and to conduct military retiree HR
work (e.g., presentations, training, briefings, retiree organization meetings, etc.). Work may also
require walking and standing in conjunction with travel to and attendance at meetings and
conferences away from the worksite. Some employees may carry light items or drive a motor
vehicle. The work does not require any special physical effort.




9. Office Environment:

The work is primarily sedentary. Some work may require walking in offices, hospitals, VA
facilities, high rise office buildings, military facilities, and similar areas for meetings and to
conduct HR work. Work may also require walking and standing in conjunction with travel to
and attendance at meetings and conferences away from the worksite. Some employees may carry
light items or drive a motor vehicle. The work does not require any special physical effort.
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EVALUATION STATEMENT

1. References:
a. JFPCS for Administrative Work in the Human Resources Management Group, GS-0200
December 2000

2. Pay Plan: The proper Pay Plan for this position is "GS".

3. Series: The Director, Reserve and Military Personnel (CG-13) serves as the program director
for the Coast Guard retiree services program. The Director is tasked to resource and maintain an
enterprise-wide retiree services program, including the appropriate level of full-time personnel
resources to manage the program and the designation of a program manager, responsible for the
routine program management of the retiree services program. The incumbent serves as the
designated program manager and coordinates the execution of effective pre-retirement,
transition, and post-retirement retiree services program requirements, as specifically defined in
COMDTINST 1800.5 (series), with the responsible policy, program, and technical authorities.

This is a good match for Reference a., where "This series covers two-grade interval
administrative positions that manage, supervise, administer, advise on, or deliver human
resources management products or services." Thus, the proper series for this position is 0201.

4. Title: "The basic title for this occupation is Human Resources Specialist." The incumbent
serves as the designated program manager and coordinates the execution of effective pre-
retirement, transition, and post-retirement retiree services program requirements, as specifically
defined in COMDTINST 1800.5 (series), with the responsible policy, program, and technical
authorities. The incumbent coordinates field level execution of the Coast Guard retiree services
program at Bases and certain Training Centers and oversees the retiree services program
strategic communications, including multi-channel communications infrastructure needed to
inform Coast Guard leaders, members, and military retiree community. The incumbent supports
all activities associated with the Director’s role as the Commandant’s executive agent for the
Commandant’s National Retiree Council (CCGNRC).

We add a parenthetical title of "(Military)", which covers "Work that involves administering,
delivering, maintaining, advising on, and adapting basic concepts, principles, and theories of
military HR to the unique organizational, management, and mission requirements of military
departments or organizations. "

The official title of this organization is "Human Resources Specialist (Military)".



5. Grade:

1. Knowledge Required by the Position: Level 1-8, 1550 Points

e Mastery of advanced military retiree principles, concepts, regulations, and practices,
analytical methods and techniques, and seasoned consultative skill sufficient to resolve
military retiree problems not susceptible to treatment by standard methods.

¢ Broad knowledge of:

» transitioning and retirement issues and programs

program funding

Coast Guard organization

DHS

DoD

DVA
» other military services’ retirement activities programs

e Mastery of the concepts, principles, practices, laws, and regulations of the military retiree
specialty, the relationships between subordinate and senior levels of military HR
management within the USCG.

¢ Knowledge of and skill in using a wide range of qualitative and/or quantitative methods
sufficient to:

= design and conduct comprehensive HR studies in the military retiree field
characterized by boundaries that are extremely broad and difficult to determine in
advance;

= identify and propose solutions to HRM problems and issues that are characterized by
their breadth, importance, and severity and for which previous studies and established
techniques are frequently inadequate;

= collaborate with and/or lead management in employing change process concepts and
techniques by assessing organizational readiness for change, marketing organizational
awareness, and leading change initiatives;

» develop recommendations for legislation that would modify the way military agencies
conduct programs, evaluate new or modified legislation for projected impact upon
existing USCG military retiree programs, and to translate complex legislation to meet
USCG needs;

» plan, organize, and/or direct team efforts to persuade management officials to accept
and implement recommendations, where the proposals involve substantial agency
resources or require extensive changes in established procedures and methods;

» evaluate and make recommendations concerning overall plans and proposals for
complex USCG projects in the military retiree field; and

» develop, interpret, and analyze data extracts and reports from automated HR and
military databases and develop the most efficient and effective automated systems
approaches for presenting HR reports and graphics for management.

This is comparable to Level 1-8, which requires, "Mastery of the concepts, principles, practices,
laws, and regulations of the HR specialty, the relationships between subordinate and senior
levels of HR management within the employing entity and/or between the organization and
programs of other Federal departments, bureaus, or equivalent organizations; and a wide range
of qualitative and/or quantitative methods sufficient to:




* design and conduct comprehensive HR studies characterized by boundaries that are
extremely broad and difficult to determine in advance;

» identify and propose solutions to HRM problems and issues that are characterized by
their breadth, importance, and severity and for which previous studies and established
techniques are frequently inadequate;

« collaborate with and/or lead management in employing change process concepts and
techniques by assessing organizational readiness for change, marketing organizational
awareness, and leading change initiatives;

» develop recommendations for legislation that would modify the way agencies conduct
programs, evaluate new or modified legislation for projected impact upon existing
agency programs, or translate complex legislation to meet agency needs;

* plan, organize, and/or direct team efforts to persuade management officials to accept
and implement recommendations, where the proposals involve substantial agency
resources or require extensive changes in established procedures and methods;

* evaluate and make recommendations concerning overall plans and proposals for
complex agency projects; and

* develop, interpret, and analyze data extracts and reports from automated HR databases
and/or develop the most efficient and effective automated systems approaches for
presenting HR reports and graphics for management."

2. Supervisory Controls ' Level 2-5, 650 Points
The supervisor provides administrative and policy direction in terms of the USCG Military

. Retiree program.
The incumbent:

e serves as the designated program manager and coordinates the execution of effective pre-
retirement, transition, and post-retirement retiree services programs requirements;
e defines objectives;
¢ interprets policies promulgated USCG authorities senior to the Director, Reserve and
Military Personnel and determines their effect on program needs;
¢ independently plans, designs, and carries out the work to be done; and
o s the technical authority on USCG military retirees and retiree programs.
The Director, Reserve and Military Personnel:
¢ reviews work for potential impact on broad USCG policy objectives and program goals;
¢ normally accepts work as being technically authoritative; and
¢ normally accepts work without significant change.

This is a good match for Level 2-5, where

... The supervisor provides administrative and policy direction in terms of broadly defined
missions or functions of the organization.

«. The employee:

* is responsible for a significant program or function;
* defines objectives;




« interprets policies promulgated by authorities senior to the immediate supervisor and
determines their effect on program needs;

» independently plans, designs, and carries out the work to be done; and

* is a technical authority.

... The supervisor:

reviews work for potential impact on broad agency policy objectives and program goals;
normally accepts work as being technically authoritative; and
normally accepts work without significant change."

The Director, Reserve and Military Personnel (CG-13) serves as the program director for the
Coast Guard retiree services program. The Director is tasked to resource and maintain an
enterprise-wide retiree services program, including the appropriate level of full-time personnel
resources to manage the program and the designation of a program manager, responsible for the
routine program management of the retiree services program.

The incumbent Human Resources Specialist serves as the designated program manager and
coordinates the execution of effective pre-retirement, transition, and post-retirement retiree
services program requirements, as specifically defined in COMDTINST 1800.5 (series), with the
responsible policy, program, and technical authorities. The incumbent coordinates field level
execution of the Coast Guard retiree services program at Bases and certain Training Centers and
oversees the retiree services program strategic communications, including multi-channel
communications infrastructure needed to inform Coast Guard leaders, members, and military
retiree community. The incumbent supports all activities associated with the Director’s role as
the Commandant’s executive agent for the Commandant’s National Retiree Council (CCGNRC).

3. Guidelines: Level 3-5, 650 Points

The employee uses guidelines that are often ambiguous and express conflicting or incompatible
goals and objectives, requiring extensive interpretation. The employee uses judgment and
ingenuity and exercises broad latitude to:

* determine the intent of applicable guidelines;

» develop policy and guidelines for specific areas of work; and

« formulate interpretations that may take the form of policy statements and guidelines.
The Commandant of the Coast Guard and other top USCG officials and senior staff recognize
the employee as the technical expert in the field of USCG Military Retirees.

This is a very good match for Level 3-5, where "The employee uses guidelines that are often
ambiguous and express conflicting or incompatible goals and objectives, requiring extensive
interpretation.

The employee uses judgment and ingenuity and exercises broad latitude to:

* determine the intent of applicable guidelines;

* develop policy and guidelines for specific areas of work; and

* formulate interpretations that may take the form of policy statements and guidelines.



Top agency management officials and senior staff recognize the employee as a technical expert.”

For the most part, this factor was copied directly from Reference a. However, we should
remember that this is a new position. The incubment will serve as the Coast Guard’s primary
expert and subject matter specialist on all areas, issues and concerns associated with retiree
services as it relates to: pre-retirement planning, post-retirement services, retiree benefits advice
and services, the CCGNRC, communications, and collaboration with external agencies.
Manages, plans, directs, integrates and evaluates all actions related to policy formulation and
implementation of the Coast Guard retiree services program. Issue-related strategy development
is frequently undefined and resource-intensive requiring the development of complex plans
among Coast Guard Headquarters and Headquarters unit proponents in establishing the Coast
Guard’s position on matters associated with military retirement.

4. Complexity: Level 4-5, 325 Points

Serves as key advisor to the Commandant of the USCG and CG-1 on the Military Retiree
Program.
» serves as the technical expert on all aspects of the military retiree program;
« develops legislative proposals, new policies, and regulations to resolve critical problems
affecting major parts of the military retiree program; and
« recommends long-range plans and changes in program emphasis.
Exercises considerable ingenuity and originality to:
« conduct extensive analyses of the USCG Military Retiree Program, which will be
complicated by major areas of uncertainty in the appropriate approach, methodology, or
interpretation because of conflicting requirements, rules, regulations, laws; and
» persuade superiors to accept findings, recommendations, and conclusions based on these
analyses.

This is a good match for Level 4-5, where the incumbent "Serves as key advisor to 101; level management

of a military component.

.. Performs the following duties:

« serves as the technical expert on all aspects of the military personnel program;

* develops legislative proposals, new policies, and regulations to resolve critical problems affecting major parts of
the military HR program; and

* recommends long-range plans and changes in program emphasis.

« Exercises considerable ingenuity and originality to:
« conduct extensive component-wide analyses complicated by major areas of uncertainty in the appropriate
approach, methodology, or interpretation because of conflicting requirements; and

« persuade superiors to accept findings, recommendations, and conclusions based on these analyses."

Incumbent develops recommendations for legislation that would modify the way military
agencies conduct programs, evaluate new or modified legislation for projected impact upon
existing USCG military retiree programs, and to translate complex legislation to meet USCG
needs. Serves as the Coast Guard’s primary expert and subject matter specialist on all areas,




issues and concerns associated with retiree services as it relates to: pre-retirement planning,
post-retirement services, retiree benefits advice and services, the CCGNRC, communications,
and collaboration with external agencies.

5. Scope and Effect: ’ Level 5-5, 325 Points

Work involves:
analyzing, evaluating, and developing major aspects of the USCG Military Retiree Program that
requires:
¢ isolating and defining unknown conditions
e resolving critical problems in the program
e developing new concepts and methodologies to use in the program, and
e issues of sensitivity and potential controversy that when resolved may promote advances
in the USCG Military Retiree Program plans, goals, objectives, and milestones to make it
the top Military Retiree Program in the United States Armed Services.
The incumbent's work establishes precedents for other technical experts to follow.
Findings and recommendations:
e are typically of major significance to USCG management officials; and
e often serve as the basis for new legislation, regulations, or programs.
e Work may also influence and persuade top management officials to change major HR
policies or procedures.

This is an excellent match for Level 5-5, where "Work involves:

* analyzing, evaluating, and developing major aspects of agencywide HR programs that require
isolating and defining unknown conditions, resolving critical problems, or developing new
concepts and methodologies; and

« issues of sensitivity and potential controversy that when resolved may promote advances in
principal HR program plans, goals, objectives, and milestones.

Work establishes precedents for other technical experts to follow. Findings and
recommendations:

* are typically of major significance to agency management officials; and

* often serve as the basis for new legislation, regulations, or programs.

 Work may also influence and persuade top management officials to change major HR policies
or procedures."

However, as is obvious, this factor is almost copied totally from Reference a. Still the supervisor
signed block 20.a. of the OF-8. ‘



6. Personal Contacts: Level 6-3

Contacts are with personnel outside the USCG, including consultants, contractors, or business
executives, military retirees from the USCG and other military organizations and military retiree
organizations, in moderately unstructured settings. Regular and recurring contacts inside the
USCG include the Commandant of the Coast Guard.

This meet and exceeds the intent of Level 6-3, where contacts include "Persons outside the
agency, including consultants, contractors, or business executives, in moderately unstructured
settings. This level may also include contacts with agency officials who are several managerial
levels removed from the employee when such contacts occur on an ad hoc basis." However, it
falls short of meeting Level 6-4, where contacts include " High-ranking officials from outside the

agency at national or international levels, in highly unstructured settings. Typical contacts at this
level include:

* heads of other agencies and Presidential advisors;

» Members of Congress;

» State governors or mayors of major cities;

* leading representatives of foreign governments;

* executives of comparable private sector organizations;

» presidents of national unions; and/or

» nationally recognized representatives of the news media on human resources
management matters of national significance."

7. Purpose of Contacts: Level 7-c

The purpose of contacts is to influence and persuade employees (military and civilian) and
managers to accept and implement findings and recommendations. The incumbent may
encounter resistance due to such issues as organizational conflict, competing objectives,
limited/competitive funding and other resource problems. Must be skillful in approaching
contacts to obtain the desired effect; e.g., gaining compliance with established policies and
regulations by persuasion or negotiation.

This is a very good match for Level 7-c, where the purpose is to "To influence and persuade
employees and managers to accept and implement findings and recommendations. May
encounter resistance due to such issues as organizational conflict, competing objectives, or
resource problems. Must be skillful in approaching contacts to obtain the desired effect; e.g.,
gaining compliance with established policies and regulations by persuasion or negotiation."

The combination of Levels 6-3 and 7-c scores 180 Points



8. Physical Demands: Level 8-1, 5 Points

The work is primarily sedentary. Some work may require walking in offices, military facilities,
high rise office buildings, etc. and similar areas for meetings and to conduct military retiree HR
work (e.g., presentations, training, briefings, retiree organization meetings, etc.). Work may also
require walking and standing in conjunction with travel to and attendance at meetings and
conferences away from the worksite. Some employees may carry light items or drive a motor
vehicle. The work does not require any special physical effort.

This is comparable to Level 8-1, where "The work is sedentary. Some work may require walking
in offices, hospitals, shipyards, depots, warehouses, and similar areas for meetings and to
conduct HR work. Work may also require walking and standing in conjunction with travel to and
attendance at meetings and conferences away from the worksite. Some employees may carry
light items or drive a motor vehicle. The work does not require any special physical effort.”

9. Office Environment: Level 9-1, 5 Points

The work is primarily sedentary. Some work may require walking in offices, hospitals, VA
facilities, high rise office buildings, military facilities, and similar areas for meetings and to
conduct HR work. Work may also require walking and standing in conjunction with travel to
and attendance at meetings and conferences away from the worksite. Some employees may carry
light items or drive a motor vehicle. The work does not require any special physical effort.

This is a good match for Level 9-1, where "The work area is adequately lighted, heated, and
ventilated. The work environment involves everyday risks or discomforts that require normal
safety precautions. Some employees may occasionally be exposed to uncomfortable conditions in
such places as research and production facilities." .

Total Points: 3690
Grade: GS-14 (3605-4050)
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6. Final Classification:

Human Resources Specialist (Military)
GS-0201-14

7. BUS: 3575

Normally, military HR positions are in the bargaining unit. This position comes close to being
exempted from the bargaining due to being a "management official".

Manages, plans, directs, integrates and evaluates all actions related to policy formulation and
implementation of the Coast Guard retiree services program. Issue-related strategy development
is frequently undefined and resource-intensive requiring the development of complex plans



among Coast Guard Headquarters and Headquarters unit proponents in establishing the Coast
Guard’s position on matters associated with military retirement. Plans and manages policy
initiatives, program standards, procedures and measures of effectiveness for the Coast Guard
retiree services program. Analyzes, evaluates, and monitors trends that reinforce current policy
or require policy changes. However, this PD does not give the incumbent credit for developing
policy nor having a direct effect on agency policy. Thus, it belongs in the bargaining unit.

8. FLSA: EXEMPT (Management Official)

i)

THOMAS L. BARTH
4/24/14



