’ 'E : CONSUMER PRODUCT SAFETY COMMISSION
' WASHINGTON, D.C. 20207

CPSC EXECUTIVE SESSION | August 8, 1974
1750 K Street, N.W. ' - 9:30 a.m. ’

Presiding: - Chairman Simpson
- Present: . Commissioner Kushner
: Commissioner Franklin

Commissioner Newman
Commissioner Pittle-

ITEM

Selection of Director of Bureau of Information and

Education.

DECISION

After>reporting'on the etatﬁs of other possible candidates
for the position, the Chairman, in.accordance-with

Section 4(g)(l) of the Consumer Product Safety Act,
nomlnated Wllllam Whlte as the permanent director of. the
.Bureauvof Information and Education. The Commission concurs
and further agrees to request that; because of Mr. Whiﬁe‘s
broadvbaekground experlence, the ClVll Service Commission

grant a waiver for any missing college courses in this area.*

COMMISSION VOTE

Concur: Chairman Simpson

Comnissioner Kushner.. :
\

Commissioner Newman

Commissioner Pittle ﬂ gDGquﬁ A%*ﬁﬁ - :

Do Not Concur: Commissioner Franklln** 6L4-é&£,___‘~\\\\~_~

*Subsequent information provided by

"Mr. White .(9-9-74) to the Personnel )

Management Division (ORU) indicated ' o " Submitted by:

no need for a waiver. - - % commissioner Pittle
: S " Octobexr 7, 1974

**QOpinion attached




RECEVED
THE CONSUMER PRODUCT SAFETY COMMISSEBR'CEOF ™ #=tHErARY
OF THE UNITED STATES OF AMERICA AUG 7l 2 2653H’74
DISSENTING OPINION OF
COMMISSIONER BARBARA H. FRANKLIN CONSUHER PRODUCT
REGARDING THE SELECTION OF A SAFETY COMMISSION
DIRECTOR FOR THE COMMISSION'S BUREAU
OF INFORMATION AND EDUCATION
On August 8, 1974, in Executive Session, Chairman Simpson proposed,
and three other Commissioners approved, the appointment of Mr. William White
for the position of Director of the Commission's Bureau of Information and
Education (BIE). In my view, that decision violates the Commission's own
Merit Promotion Plan, shows flagrant disregard for the Commission's Policy
on Equal Employment Opportunity, and sidesteps Section 3-9(c) of Chapter 335
of the Federal Personnel Manual. Accordingly, I strongly dissent.
I want to make clear at the outset that nothing in this opinion should
be construed as a criticism of Mr. White, who is currently the Acting Director
of BIE and for whom I have a high regard. Mr. White has served the Commission

with dedication since its creation.

I. Background

To view the BIE case in context, there are two importanﬁ things to note:
« In accordance with Civil Service Commission regulations, CPSC has
instituted a Merit Promotion Plan which governs promotion under the career
civil service system. The Commission's Merit Promotion Plan was issued by
Chairman Simpson on July 20, 1973. (See Attachment A.)
* On May 9, 1974 all five Commissioners signed the Policy on Equal

Employment Opportunity. (See Attachment B.)



-2 -
Policy statements on the subject of equal employment opportunities

for women and minorities have abounded in the past several years. It has
become fashionable to pay 1ip service to them. Lip service is easy because
policy statements on this subject are usually very general and vague so that
their success or failure never can be fully determined. I have been proud
of the fact that the CPSC's policy on equal employment opportunity is in vivid
contrast., It is forceful and to the point:

Specifically, the Commission's goal is to employ minorities

and women at all grade levels and in all job categories in

proportion generally to their percentages of the population.

The Commission will make special efforts to bring minorities

and women into grade levels and job categories which have

been traditionally denied them,

II., Facts of the BIE Case

The CPSC Bureau of Information and Education has responsibility for
planning and directing the imp]ementation qf nationwide consumer education
and information programs and assuring coordination of consumer education
programs with state and 1oca1,govefnments. On October 24, 1973, Chairman
Simpson authorized the issuance of a "position description" for the position
of the Director of BIE. (See Attachment C.) That description, in accordance
with regu]étions promulgated by the Civil Service Commission, set forth the
duties and responsibilities of the BIE Director. It also indicated that the
position was to be filled only with a person who had all of the qualifications

required for "Series GS-1701" positions. The Civil Service Conmission's
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requirements for all Series GS=1701 jobs are contained in Handbook X-118,
l"Qua1ification Standards for White Collar Positions Under the General
Schedu]e"'pubTished by that Commission's Bureau of Policy anc Standards.
(See Attachment D.). Handbook X-118 provides that there is only one
tbasic requirement" for positions At all grade levels within Series
GS-1701: |

...(C)andidates must have successfully completed a full

4-year course of study in an accredited college or

university leading to a bachelor's or higher degree

which included or was supplemented by a major study in

education or in a subject field appropriate to the work

‘of the position. :

The vacancy in the position of Director of BIE and the search for
qualified candidates was announced by a CPSC Merit Promotion Vacancy
Announcement DPM-0202-74, with a closing date of June 12, 1974. (See
Attachment E.) Because the Director of BIE would be at the GS-15 grade
Tevel (with the possibi]i£y that thevposition wou1d=bevrecommended for
upgrading to GS-16), the Commission's Merit'Prdmotibn Plan became applicable,
mandating that a Merit Promotion Panel must be used.t/
| A Merit Promotion Panel, usually consisting of three members, evaluates
all candidates to f111'a position, rating those who meet the minimum

qualification standards. (See Section 10(d) of the Merit Promotion Plan.)

Further, Section>10(a) of the Plan addresses "minimum qualification standards

as they relate to the process of qualifying and evaluating candidates:

* The CPSC's Merit Promotion Plan provides in Section 11
that as a general rule "[a]t the GS-14 and GS-15 levels,
panels will be held in each instance..."
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The Civil Service Commission publishes minimum
qualification standards for Federal positions in

all occupations. These stipulate requirements for
minimum education and/or experience which candidates
must possess in order to qualify for consideration.
[Emphasis added.]

Those candidates who are rated as best qualified are "certified" by
the panel, and their names are .included on a "certificate" which is forwarded
to the selecting official who makes the final decision. According to
section 12 of the CPSC Merit Promotion Plan, "The selecting official may
select any of the applicants referred on the promotion certificate."

In the BIE case, two men and one woman composed the Merit Promotion
Panel which evaluated a number of male and female candidates for the BIE
position. The Panel determined that only three persons met the minimum
qualification standafds and could be included on the certificate. The
certificate, entitled "CPSC Pensonne1‘0ffice Certificate of Eligibles for
the Merit Promotion Program," was issued on June 20, 1974 by the Director
6f the CPSC's Division of Personnel Management. It certified three
candidates to the Commissioners. All three candidates were female, and one
was black.

III., The Commission's Decision

Final selection of the BIE Director then came before the Commission.
Usually, the fu11 Commission is not involved in the selection and appointment
of staff personnel; those matters are generally reserved to the Chairman
in accordance with Section 4(g)(2) of the Consumer Product Safety Act.

In this particular instance, however, a majority of the Commissioners had

become the "selecting officials" in view of Section 4(g)(1) of the Consumer
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Product Safety Act which providesﬁ

The Chairman, subject to the approval of the Commission,
shall appoint...a Director of Information.

O0f the three certified candidates, the Chairﬁan proposed, and the
Commissioners unanimously approved, the appointment of the person con-
sidered to be best qualified for the BIE position. She was offered the
job, but declined, bringing into focus the other two female candidates.
Although both were certified and rated as qualified, they were rejected
and Mr. White, who was rated as not qualified and was not certified, was
appointed, ,

Although I understand that Mr, White.applied for the job, as is his
right under the Merit Promotion Plan, the Panel did not rate Mr, White as
qualified and did not certify his name to the Commissioners. In addition;
the Division of Personnel Management forwarded to the Commissioners the
Panel's rating sheet on Mr. WHite, indicating that hé was "NQ [Not Qualified]
Lacks Education,” and adding:

Mr. William White does not meet the mandatory
educational qualifications for the Director of

BIE... In order to place Mr. White in this

position, prior approval for a waiver of qualifications

must be obtained from the Civil Service Commission.
[Emphasis added.]*/

* The basis for the selection of Mr. White was apparently that he was
awarded a higher point score by the Merit Promotion Panel than the other
candidates were. Since the Panel used a rating system which gave a heavy
weight to work experience, and since Mr. White was Acting Director of BIE,
the assessment of his work experience was quite high, and this gave him a
slightly higher point total than any of the other candidates. The point
total is, of course, a guide to the selecting official and is, at best,
an imprecise tool. Neither Civil Service Regulations nor CPSC policy
requires that the person with the highest point total be chosen. Indeed,
the candidate who was first offered the job and declined had a point
total lower than Mr. White's.
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A majority of the Commissioners decided to request the Civil
Service Commission waiver of requirements, in the event Mr, White
accepted the job offer. Subsequently, he accepted, and efforts to
secure the waiver are underway.

IV. Conclusion

The Commissioners' action in the BIE case violates both the
Commission's own Merit Promotion Plan and its own Equal Employment
Opportunity policy.

First, the Merit Promotion Plan provides that the "selecting
official may select any of the applicants referred on the promotion
certificate." In this case, an indiQidua] not qualified and not on
the promotion certificate was selected, and two candidates, who were
qualified and certified, were rejected.

Second, the aétion of the Commission is a clear contradiction of the
Commission's Equal Employment Opportunity policy which states that "the
Commission's goal is to employ minorities and women at all grade levels and
in all job categories in proportion generally to their percentages of the
population.” It further provides that the Commission will make "special
.efforts to bring minorities and women into grade levels and job categories
which have traditionally been denied them."

In this case, the majority of Commissipners rejected two qualified and

certified female candidates, one of whom was black, and selected a white male
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whom the Merit Promotion Panel specifically evaluated as not qualified
and not certified for the job of BIE Director.

The only "special efforts" made here were to ensure that the two
qualified and certified women candidates would not get the job. This
action turns the CPSC's Policy on Equal Employment Opportunity into a
string of platitudes. The implications for women as well as for minorities
are serious.

Additionally, prior to selecting the male candidate, the Commissioners
received a memorandum dated August 6, 1974, from the Commission's Assistant
General Counsel for Administration which spelled out the alternatives avail-
able to them in making their final selection and which set forth those
factors which they must consider. The memo urged consideration of Section
3-9(c) of Chapter 335 of the Federal Personnel Manual which identifies
selection practices which should be avoided:

Agencies should avoid practices that may lead employees to
believe that a person was preselected for a job filled under
competitive promotion procedures or that a promotion was

based on favoritism. Among these practices are changes in
qualification requirements, last-minute additions to certificates,
reappraisals of candidates, and long delays in selection. These
practices tend to undermine employee confidence in the promotion
system and give rise to complaints, even though the selection was
entirely proper. When it is necessary for valid reasons (such as
to correct an error or an oversight) to undertake one of these
practices, the promotion record must indicate the reasons and
appropriate notice must be given to affected employees.

In short, the Commission changed the rules long after the game

began. I believe this action was unconscionable and unfair to the certified
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candidates and is all too reminiscent of the way qualified women and
minorities have been kept out of the many positions in the past.

In conclusion, as one might deduce from the foregoing, the CPSC's
_record on employment of women in senior executive positions is lamentable.
The following chart speaks for itself: |

CONSUMER "PRODUCT SAFETY COMMISSION

SENIOR EXECUTIVE POSITIONS
As of August 13, 1974

Senior Executive _ Men ~ Women Total
Positions Number % of Total Number % of Total Number

General Counsel,
Secretary,
Public Affairs
Director,
Congressional
Relations Director . 2 50% 2 50% 4

‘Executive Director
and Deputy : 4
Executive Director 2 100% 0 0 2

Office Directors and _
Bureau Directors 12 100% 0 0 12

Area Office Directors 13 93% ' 1 7% - 14

TOTAL 29 91 3 % | 32
The Commission's action in the BIE case is a sad but clear signal to
present and future employees that where merit promotion and equal employment

opportunity are concerned, the CPSC doesn't mean what it says#.

berfntle Wbl

Barbara Hackman Franklin
Commissioner

August 20, 1974
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DATE: July 20, 1973

TO : A1l Consumer Product uafctv uomwisaion Pe sornei

: har
FROM: Richard 0. Simpson, Chairman 7§1{7ubﬁg(2)}/wu<%vv

SUBJECT: Merit Promotion Plan . - //

The U. §. Clvil Service Commission resquires that ezach Agency
establils h and administer a Merit Promotion Program. To expedite
the development and staffing of our new crganization an Interim
Merit Promotiecn Plan has been developed for use effective

July 30, 1¢73.

41] Commission proumotions will foliow the pulicies and proce~
dures outlined in the asttached interim merit promotion plan.
This plan was developed within the guicdelines of the Civil
Service Coumission end will serve ag outr o_e:atiwg plan fox
gix months to a year cor until we have had time to recelve,
evzluate, and implement employee comwents and suggestions.

The plan will provide that all qualified employees will
receive due consideration for all vacancies and that the
Consumer Product Safety Commission obtains tnc best personnel
available. :

Candidates will not be required to submit an SF~171, "Personal
Qualifications Statement" when applying for consideration for
a vacancy. The SF-171 on file in the enployee's personael
fils will be utilized in the rating process. Emplovees who
fe2l thaet their SF-171 is not up to date should submit a
current apgpiication.

To expedite a dministration of merlt procedures in the Fie
Service, each Area O0ffice will announce vacancies for all
technical and clerical positions for their commuting ares:
GS--7 and beleow. Area Offices may exercise thie zuthority
oaly afrer completicvn of training provided by ‘i:iu,cv o
Peyrgonnel Management.

FEach employvee should be concernad that ithe merit promeoiicn
plan which is implenmented is faiv and. sbjiective. Theref

all ewmployees are urged te rveviasw the plan carefully and subnit
any commente in writing toe the Perscnnel Qffice for consider—
ation when prepaving the final plan.



CONSUMER_ RODUCT SAFETY. C MFISQ¥ON FERSONNEL OFFICE
h MERIT. PR“NOTTWU PPO&AAM

PURPOSE ' ~

To state the basic policy and key requirements of.the-

CPSC Merilt Promotion Prog yram for filling vacanciéh.involv—

ing promotion.

POLICY OBJECTIVES‘

The CPSC Merit Promotion Program outlinea Lhe objectives

of the Federal Merit Promotion Policy as stated in FPM

Chapter 33%. A sound promotion program, fully supported

by managers, supervisors, and employees, 1s esgsential
sl =, 5 k

to maintaining an effective and motivated workforce. The

program is .directed toward:

a. AStaffing pcsitions with highlv qualified employaeu.

b. Providing iviformation on career opportunitles o
employees. :

c. 'Assﬁring that the skills and qualifications of all

employezes are fairly considered in the staffing nrocess.
P Y y . g F

v

d. Encouraging gmployres to improve their pexformancc

‘to develop their skills, knowledge, and abilit

e. Selecting employees withocut regard to race, creed,
color, national origin, religion, sex, age, marital
statug, handicap, or any other non-merit reason and
without favoritism based on personal relatilonships
0Y patronage. '

- KEY REGQUIREMENTS

The CPSC Merit Promotion Frogram will implement the foll

a. Imployees whe meat the minimum qualification standar
" essentizl administrative veguirements, and any legal

cr regulatory requirements imposed by the Civil
Service Cecmnissien will be conszidered eligible for
gromotlon.

M .

and

lowing:

j ~

Co

v. Areas of congidevatior hig term i3 explained later)
‘within which emplcyas: tdentified to compete fox
advancement, will be ished to provide managewment
wvith an adequate nunber bighly gualiified candddates
and to previde suwplovess with adequate promotiod

appovhunities.




Zo positions in

¢. Promoticus dhd pLacemnnru into positions with known
promotion potential will gewmerally be based on opean
competition between bazgically eligible employees.
Praomotions without competition esre authorized with
due ceonsideration to recognized merit principles and
are limited tc acticns enumereted iu paragraph 6,
b and c. '

B!

d. Appropriate Job-related criteria will be avaluated

for all promotion candidates.

e. Concurvent consideration will be given to candidates
outeide the agency when necessary to assure en adequate
supply of highly qualified candidates for management's
consideration, and as further specified in the general
merit promotion plan. ‘ '

f. Views of employees and recognizel nmploye groups will

be considered in devsloping and establishing merit
promotion procedures. '

g. Employees will be informed about the promotion program,
the policies and provisions of the promotion plan,
~eligibility requirements, and advancement opportunities.

-RFQPCWSLB [LITIES

The following responsibilities are assigned:
a. .The Pers oqnel Office will coordinate, develeop, aund
implement thé Merit Prowotion Program.

b.  Supervisors will (1) impartislly select from aumeng the
‘highly qualified candidates the ivdividuals whom they
belisve will best perform in theilxr posgitions; (23
prepare appraisals of their empleyee’s performance and

-~ performance potential; and (3) p»rovide appropriate
.developmental assilignments and training. Supervisors
will submi € for promotion considersiion the names of
employecs wno are on detail or laave An employee may
designate somecne oither than his supnrvi aor to perferm
this function, whkile on dc‘aii.

c. Employeues are resgponsible for app1y*ng for snmounced
' vacancles 1in which Lnef are interested and fovw which
they qua]LLy

,.:.

PROMOTION PLANS

motion plans issued in aceprdance with the resuivements

Ps.‘.‘ C

of vthis prometicn '{“roc, am \*_1 he used to fi 11 al‘.‘“ﬁsi’“‘

vacancies Involwlng citive promoticn. Ulans

will not apoly ' in the excepted NOY.
& i

<. TR
1Teh Serxwice Lommisgiondd
Corps.
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6. COMPETITIVE PROMOTIGN PROCEDURES
&. Applicabllity of Plan: The follbwing types of person-
nel actions are lnciuded under the Merit Promotion
Procedures:. ' '

- , !
(1) Promotion ¢f gn employee except 4s stated {in para-
graphs b and ¢ below. | ‘ ,

(2) Selection for transfer or reinstatement to a higher
grade position or to a position at the same or
former grade with knewn promotion potential,

(3) Reassignment tc a position with %“nown promotion
potential. ’ : '

- (4) Selection of a Federal employee from a Civil
: Service register for a highar grade positicn or
one with known promotion potential.

(5) Selection for detail for more than 60 days to a
higher grade position or one with kunown prcmotion
potential. V :

(6) Selection for training required fdr‘promotion.

(7) Temporary promotion for mofe than 120 dayﬁ{

b. Actions in which current competition is unnecessaxy

Since competitive procedures were previously followed and
~documented, current competition is not required in the’
following promotion actions: : '

(1) Carcer promotions made under training or execcutive
development agreements approved by the Civil
Service Commission. :

(2) Promotions made after competitive selzction for
" - . detall or temporary promotion.

(3) Promotion of an employee from an understudy.
position to the target positiocn when the prometion
potential was initiglly publicized.

(4) Caveer promotions of employees inipositzions filled
through competitive procedures at a grade ievel
"bdelow the established or anticipated level for
reasons cuch as tryimg out a candidate.




(5)

(6)

(7)

Carecer pfoﬁ&tion Ff an employec whose positilon
18 feconstituted at -a higher grade as a result
of gradudl sccretlcn of dutles over a period of

.not less -than %0 days, not as a result of planned

management: action.

Career promotilon of an gwmployee in the normal
progression from the beginning level to the
journeyman level of an cccupation provided the
position was originally announced as having promo-
tion pctential. :

Selection from CSC registers of persons ocutside the .
Federal service, or of Federal emplovnes serving
on temporary appointments.

Actions exempt from Competitive Promotion Kequirements

(1) Reinstatement or transfer of an outside candidate

(2

b

)

(

o~

)

)

[

at the same grade or a lower grade than that last
keld, on a permanent basis to a position with no

known promotion potential.

Repromotion of an iandilvidual to a gradé or position
not exceeding that from which he was downgraded in
tte Federal service without personal cause and not

.at the employee's request. This provision applies

in the case where employees have accepted lower
grade positions in lieu of reduction in force cox
fallure to follow a transfer of function.

Promotion to an appropriate vacancy after failing
to receive proper considerazion in a previcus
promotion acticn. FEmployees are entitled to only
one consideration under this provision.

Promoticn of incumbents of positions reconstituted
to higher grades because of:

“(a} Changes 1In classification standards.

(b) Error in the aLlOCaL*Oﬁ of the original
positions.

Conversions to a different pay system without
changes in duties or responsibilities.
Pronotion of an employee during a formal reduction
in force caused by assignment to a positon forx
which pay i1s fixad at a higher rate because of
established policy or different minimum rates
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(7) Individual prométion or placement actions where
prior approval was ohtaisied from the Civil
Service Comuisaion to process the action as an
~exception to the requirements of the competitive
pronmotion prDCLqureJ.

(8) Temporary promotion for 120 days or less.
(9) Selection for detafil to a higher grade position
er one with known promotion potential for 60 days

or :less.

INFORMATION ABOUT'PRCﬂOTION ACTIONS

Each employee has the right to learn, with tespect to
individual promotion actions: ‘

a. Whether he mat the minimum requirements for the position.

b. Whether he was considered for the promotion.

¢c. Whether he was among those given final consideration
for the promotion.

d.  Who was selected for the promction.

E3

Supervisors and the Personnel Office will, upon an employee’s
oral or written request, assist him in obtaining the above
information about any individual promotion ox placement
act;oq for which he was considered. :

REQUE°" FGR REVIEW OF PERSCNNEL ACTION

Any CPSC employee may take up questiocns about the promotion
plan's specific promotion actions with his supervisor or

the Perscnnel Office. TIf the matter can nct be resolved on
an informal basis, the employee may reguest a formal review.

PROGRAM REVIEW

The effectiveness of this Merit Promotion Program will be
evaluated after an interval of 6 to 12 menths to determine
what changes should be made. The Personnel Office will
welcome suggestions for program improvements from all
fevels of management and employees:

QUALITYING AND EVALUATING CANDIDATES

a. Mininmum QUilLijPat*OP standards: The Civii Service
Commission pubiishes wminimum qualification sian
for ¥ederal pegitions in ail occupations Thes
siipulate recuirewents for minimum education =
,e&perienob wihlch cendidates must possess in ords
qualify for consideration.
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Selective Placement Factovrs:’ Wﬁen selective placement
factors, such.as.knowledge of a'foreign language or a
particular attribute are detarmined to be essential to
successful performance in the position to be filled,
such factors and theivr use will be subject to the
prior approval of the Director of Personnel, iIn
consultation with the selecting official. EEO repre-
sentatives may serve as advisors to the Peregcmnel
Office on the ‘use of selective factors. Upon approval,
such factors will become a part of the miniwmum
qualification standards. These selective fectors wiil
be inciuded in the vacancy announcement.

Supervisory Positions: The Civil Service Cecmmission
requires special attention to selectilons for supervisory
positions at all levels. It has published special
qualification standards which will be used in evaluating
all candldates for any type of supervisory job. These
provide a variety of factocrs for assessing potential
managerizl ability in addition to technical competence
in the given field of work. For the first line
supervisory positions, the Civil Service Commission

alsc requires development and execution of a supervisory
training plan for individuale selected for first-level
supervisory positions. ' :

Evaluatiorn of Candidates: Candidates identified as

‘meeting the minimum qualification standards will de

rated by.a comparison of experience, training,
educational background (if ecsential to the position],
appraisals of past performance, apprafsals of supervisory
potential, special achlievements or awards, and outside
activities. When a qualification review board is used,
it may recommend that a personal interview be included

in the evaluation criteria in order to identify the
highly qualified candidates. Evaluatlon and cowmparison
of each candidate's backgrocund will be in relation to

the requirements of the position being filled, and

noi on factore unreliated to the announced job.

Grouping the Candidates: Candidates will be placed in
‘the following groups: I o

Highly Qualified -~ Thoss candidates who possess cptimum

qualificaticns for the position to bhe
filled, and who are most likely to
succeed on the job.

Fully Qualified -~ Those candidates who have iess thanz

B optimum qualifications for the position
te te filled, but who are likely to be
able to successfully perfoarm the duties
of the position. ~
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Qualiified :,:QQOSQ candtdatvs who possess the minimun
. cualifi ations for the pesition to be
”f“‘jl(‘d :

£ certificate wilil identvify the hlghly qualified candidates
for a vacancy. A certiflbate will be void 60 calendar days
after the issue dare.

i
e
\

QUALIFICATIOW REVIEW BOARDS

In {astancea where the Personnel O0ffice feels that rating

can best be done by a grocup of subject matter experts
because cof the technical nature, complexity, or subtlety of
the reguirements of the position, a promotion panel will

be convened. In instances where promotion. panels are not
utilized, the EE0 representative will be notified pricr to
the preparation of merit promotiecn certifilcates in order teo
insure an opportunity to refer candidates for comnsideration.
At the GS-14 and GS-15 levels, panels will be held in each
instance unless a rating scale has been previously
established for the specific occupation by a group of
subject matter specialists, and an EZO representative.

When used, Promotion Panels will consist of three members,
including one employee dizrectly involved in, or krnowledge-

"able of, the functicnal area of the position to be filled.

Panel members will‘normally be at- least one gfade higher
than the vacancy to be filled.

The selecting official will not serve on a Panel. When
a Panel is not utilized, the staff of the Personnel Offic
will rate the candidates and list the best gqualified
eligibles 6n a promotion certificate for the selecting
officiai. EEQ representatives of the agency may review
merit promotior records at any time to insure adequate
consideratlon 6f minority candiudtes.

SELECTION OF CANDIDATES

The Selecting Official may. select any of the applicants
referred on the promotion certificate. If possiblile, the
selecting official should interview all candidates on the
certificate. S

RELEASTING CA NDIDAiES_

The Personnel Office will request the release cof employees
selected for promotion. The employee selacted will normally
be released in two weeks, or at the end of the first full
pay pericd after the date of selection, but me later than
four weeks, except in highly unusual circumsfances as
deternined by the Director of 7

D

"
rersonnelL.

@
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INFORMATION AVAILABLY TO EMPLOYEES

a.

411 new employees will receive during oriemntation

information about the Merit Promotion Program and

how 1t‘operatesﬂ ~Additionally, a copy of the plan
will be distributed to ecach smployee. ' L

An employee 1 2ntitled to see, upon reduest, any
production record or 2ny supervisory éppraiaaléof._
past perfermance or any appraisal of potentiall

All applicable régulations and qualification standards

may be reviewed:in the Perscnnel Office.
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CPSC MERIT PROMOTION PLAN
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" This attachment prescribésg the getieral merit promotion plan

which will be applied'whégvfilling all conpetitive positions
for which individual promotion plans have not been developed.

AREA OF CONSIDERATIGHN

[
|

N . -

1. Unless individual promoticn plans are developed and issued
for select occupational groups which establish different
areas of comsideration, the folliowing minimum areas of
congideration will apply:

a, For positions at GS—lZ’throughAGS~15,‘the minimum area
of consideration is the CPSC headquarters and all
field offices. '

b. For positions at GS-11 and below, the minimum area of
congideration will be the geographic or commuting area
where the position is located. o

c. Systematic extension of the mimimum area of congideration
shall bpe made when the area fails to produce or recent
efforts have failed to produce enough highly qualified
candidates for the pozition. HNormaily eveéry effort
will be made to identify CPSC employees hefore an out~
side search is undertaken. Systematlc extension as
described above is not necessary for posltions at the
G5-6 l2vel and below regardless of the number of
eligibles identified.. '

d. For positions covered by thils plan that are temporary
- (i.e., to be filled for a limited period of time not
to exceed one year), or that are part-time or inter-
mittent, the area of consideration will be the divizion,
or comparahle organizationsl unit in which the vacancy
occurs.. :

e. For positions covered by this plan which are established
‘as a direct result of a reorganization of the type and
scope which requires approval by the Chairman, the ares
of consideratlon may be limited to the organizational
units affected by the reecrganization. This provision
only appliles in sitwations where on beard strength
would preclude selection of an cuteide candidata. There
must also be an adequate supply of highly qualified
candidates available within this limited araa. In each
instance where this provision is requested, a written
explanation of the ¢cilrcumsztances invoived, and the
request of pervrsonnzl azction will be submitted to the
Perzonnel 0Office by the Chadrman.  The written explanation
will ultimateiy be made 2 part of the Personnel Office’s
‘marit prowotion wecords if $he provision ig utilized.

P U s . B R
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Qualifizd employees inm the following groups will be considered
s being in the minimum”area of consideracrion and given the

same conslderation.as other qualified employees when filldng
position vacancies zt any gvaue level:

a. Those employees on active military duty or furlough.

b. Those employees who have been transferred or detailed
© to an intexrnational organization. ‘

c. Employeas who have been detailed tc other positions,
and employees cn lieave,

Methods of locating Candidates:

a. Candidates for comsideration in filling positions will

normally be located by one or more of the following
nethods: »

(1) Publishing a vacancy announcement throughout the
area of congideration for a minimum of five (5)
working dzays.

(2) Consulting recerds of the qualifications of
available CPSC emplovees, reinstatement 1‘ng1c&,
and candidates from other Federal agsncies.

b, Other sources which can be used to agsure an adequate

number of weliwqualified candidates are:
(1) Ciwvil Service CommissLon Certificates.

(2) State Employment Service and other appropriate
emplovment offices.

(3) Paid and free advertising.

c. A vacancy does not have to be announced 1f a similar
vacancy was announced within the past 6C days and failad
to produce eligible candidates. The same principle
-applies 1f a previous announcament produced candidates
in sufficiently large quantity to preclude the need for
current anncuncement.

d. The supervisor of the vacant position may sugg?af the

names of candidates, but may not preselect a candidate.
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In filling vacancies, sericus condurrent consideration

should be given 'to: S ?

(1) Employing‘Vietnam:Era'Veterans eligible for

Veteran Readjustment Appointments.

(2) Employiung d
o

isplaced o¥ . sbout-to~be-dispiaced
employees :

f othet agencles.
A




CPEL Staff J S ;;51” o

cerimination in cwployment because

‘The Commission will insuve that fraining, recruiting

o N

i i

Egual Empioymcnﬁ Opportuni ?@
It is a policy of the Govc:umcnt-of the Unizéd States to U)UV“J ‘

caua

.

cpportunity in em ,I‘Oy.-.m_n-\, persons, to proliibic
cd, color, lellgloa,_
naticnal ovigin or, age, and to promote the full realization of
equal empioyment opportunity through a continuing affirmative
program in each Agency. :

;‘J

The Consumer Produc CLV'CONWISQIOﬂ will implement as cffectively
and vigorously &s pos l)l“ the equal employment opportunity policy
of the United States Government. :

Specifically, the Commiss ion’ svgoal is to employ minorities and ;
at all grade levels and in all job categories in proportion gencrally
to their percentages of the poepulation. The Commission will make
special efiorts to bring minecrities and women into grade levels anrd
Job catégo1¢es_whlcn have been traditiomaily denied them.

a
woblll‘“ rograms and opportrunities emphasize and encour=ge\La
participation of women and minorities in all aspects of
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TORMATICN _AND _EDUCATION, GS-1701 -15
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Consumer Product “Jr(l Cowmis ﬁiam Hvision of Personncl Management
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TANIZATIONAL . Position located in thie CPSC Burezu of Information and Education,
:,\"ri:)\ "‘.'," T r . - . . . . . 1. 1 - — - N - - “ e e - -
VHION AL DUTH Office of the Director, Bethesda, Maryland. S ‘ -

CONSIDER. . ¢ . CPSC ~ Wide. All ellg)blc de] da‘ts will be considered for thig
va¢ancy. : S oo .

e ncumbent serves as the Dirvector fox thc Bureau of Informsticn and
jkijjj?(”‘ : Edcuation. -As such, is responvlble for all technical, vocutﬁwn, and
' administrative decisions necessary to accomplish the established
missicn and goals for the Burcau. Recenmends or establishes
. managoment policies and makes decisions on matters including plann
. priorities, prograw cmphasis, budgeting, staffing; etc. Delincat
funcitional vesponsibilities; plans, recommends, and implements
i 1 siructure for the Burcau; and delegates authority.
:cts the implementation of naticnwide consumer edu-

organl zat a
l.‘lmx)b and dil’
T

‘n("

B dt]Ol and information programs carried cut by consumer affeirs
o L specialist in both headquarters and the ficld service. Assures
[ coordination of consumer education programs with state and local
’ i : governmthsJ and developc consumer affairs p"ocrams o BP ﬂﬁmir’crvaiz
as their _nl:mary re onﬁwathy P]anq and dL)PCL’ thé }
; I . _ o : Lo 4
! .- - ¢ In-addition to the basic.educational requirements, appli icant must .
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