Flexibilities Currently Available in the Federal Personnel System
The flexibilities listed are available on a Governmentwide basis.  Agencies can, and sometimes do, place restrictions on their use.  Before utilizing any of these authorities, check with your servicing Human Resources organziation.
RECRUITMENT
Managers may recruit within the bureau or agency; within the Federal Government; or open an announcement to “all sources” of candidates within and outside government.

Managers may target recruitment toward a particular source such as colleges, professions, or select pool of applicants (e.g. historically black colleges/universities).  Targeted recruitment may include job fairs, campus career days, paid advertisements in professional journals, newspapers, or the Internet.

Managers may contract with a commercial employment firm to perform an applicant search for hard to fill positions.

Agencies have delegated authority from OPM to train examiners to perform all examining functions from issuance of the vacancy to rating, ranking and referral of applicants.  Alternately, they may contract with OPM for such services, with fees assessed based upon the level and amount of OPM services procured.

Managers may reemploy Congressional employees involuntarily separated within the past year without competition (Ramspeck appointment - authority expires Dec. 1997).
Managers may employ individuals designated by the President as assistants to top-level officials (White House Fellows Program).
Managers may employ certain graduate degree recipients for 2-year internship in administrative/professional positions for later conversion to permanent (Presidential Management Intern Program).

HIRING INCENTIVES
Managers may pay travel costs to interview candidates under consideration for a particular job.

Managers may pay travel and transportation costs to relocate a new employee.

Managers may pay a selectee a recruitment bonus of up to 25% of new annual salary to accept a hard-to-fill job.

Managers may pay a relocation bonus of up to 25% of annual salary to a selectee who must relocate to accept a hard-to-fill job.

Managers may offer any step of the appropriate grade to meet salary requirements of a superior candidate.

Managers may offer a new employee the highest rate of pay earned previously in a Federal job (within the rate range of the new job).

Managers may request OPM approval to reemploy military/Federal retirees without loss of pay or annuity in exceptional circumstances.

Certain occupations pay higher rates of pay for work deemed by OPM to be in hard-to-fill categories (clerical employees in DC).

RETENTION INCENTIVES
Managers may pay a retention bonus of up to 25% of annual salary to retain a current uniquely qualified employee.

Managers may establish career ladders with promotion potential in job occupations to provide for employee advancement.

Managers may offer opportunities to perform work at home where circumstances permit (Flexiplace).
Managers may permit condensed work schedules or constructed work schedules to meet family needs (Alternative Work Schedule).
Managers may authorize employees to work offsite via electronic transmission (Telecommuting).
Managers may establish teams of employees who work part-time to fill the same position (Job Sharing).
Managers may establish less than full time work schedules of up to 32 hours per week.

SHORT-TERM HIRING NEEDS

Managers may contract with private-sector temporary firms to provide short term help.

Managers may advertise a temporary vacancy not expected to last more than one year through streamlined procedures (Temporary Appointment).
Managers may advertise a temporary vacancy expected to last up to four years, and may convert the selectee to permanent at a later date should the position become permanent (Term Appointment).
Bona fide students may be employed temporarily or under a formal work-study plan for later conversion to permanent.

Managers may employ a qualified expert or consultant to perform intermittent/temporary service in certain specific instances. 

Managers may hire for annually recurring work periods or for employment without a regular work schedule (Seasonal/Intermittent).
CAREER DEVELOPMENT/TRAINING
Managers may provide any training that will assist in achieving the agency’s mission and performance goals.

Managers may take full advantage of available training sources with no distinction made between government and non-government sources.

Managers may require a “continued service agreement” with an employee and apply it to any training to protect the government’s investment (e.g., long term training at Harvard).

Managers may provide developmental opportunities to lower level employees who are in positions that do not enable them to realize their full potential (upward mobility).

Managers may assign employees to other jobs to gain new experience, knowledge and skills.

PERFORMANCE MANAGEMENT
Management has the authority to establish a flexible performance appraisal system, including:

Using as few as two and as many as five levels in official ratings of record.

Appraising employee performance using at least one critical element (mandatory to the performance of the work) that addresses individual performance.

Flexibility to incorporate performance goals and objectives measured at team and organizational levels into performance planning.

Flexibility to take group and organizational performance into account when assigning ratings above “Unacceptable.”

REWARDS
Managers may reward an employee, either individually or as a group member, as appropriate (see below).


Non-monetary recognition


$10,000 exceptional cash award


Special Act for specific achievement


Performance Awards based on performance rating


On the Spot Awards for immediate recognition

Quality Step Increases based on performance rating (advanced one step in grade)


Time off Award allowing time off work not charged to leave

REMOVAL OF POOR PERFORMERS
Managers may take removal or demotion actions based on performance; Managers may take removal, demotion or suspension actions based on conduct; Each method has specific procedural and evidentiary requirements that must be met.

Managers may remove an employee during probation (first year of employment for most new federal employees) for performance or conduct.  Action taken during probation is an extension of the recruitment process to measure the employee’s fitness and qualifications for continued employment.

