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(J TO EASE COMPRESSION. President Nix- 

on has asked Congress to approve legis- 

lation that would relieve salary compres- 

sion for some 10,000 career employees. 

The remedy, as proposed, would be a modi- 

fication of the rates at executive levels. 

Levels | and I! would remain unchanged; 

Level Ill would go to $42,000; Level IV to 

$41,500; and Level V to $41,000. Thus, 

supergraders and their counterparts, whose 

pay may not exceed the rate for Level V, 

could be paid up to the rate determined 

by comparability, but not to exceed $41,- 

000. 

(.) RETROACTIVE PAY. The Commission has 

issued guidelines for agencies to compute 

a 5.14 percent retroactive pay adjustment 

for the last quarter of 1972. Covering the 

seven biweekly pay periods beginning be- 

tween October 1, 1972, and Janvary 1, 

1973, the pay adjustment affects 1.3 mil- 

lion white-collar Federal civilian employ- 

ees. 

The Commission has instructed agencies 

to reconstruct personnel actions taken dur- 

ing the retroactive period to insure correct 

payment. 

Basic pay—as well as premium pay, 

standard deductions, and allowances and 

differentials based on basic pay—dmust be 

recomputed. Since annuities are computed 

by a formula using the highest average 

yearly pay for 3 consecutive years of serv- 

ice, the retroactive adjustment can affect 

annuities of those who have retired since 

the beginning of the retroactive pay period. 

In addition, agencies are obligated to 

trace former employees who have left the 

(Continued—See Inside Back Cover) 

ABOUT THE COVER: “Help Meet the 
Challenge” is the message of the hands, 
with “Skills shown in action on the 
back cover. Through the medium of 
American Sign Language, we salute all 
handicapped Federal employees who 
apply their skills to help meet the chal- 
lenge of providing good government. 

The hands belong to Bob Werner— 
until recently, Placement Director of Gal- 
laudet College (for the deaf) in Wash- 
ington, D.C. Mr. Werner is now Pro- 
gram Manager for the Commission's Of- 
fice of Selective Placement Programs 
where he works under the direction of 
Mrs. Hedy Oswald in promoting the 
Federal program for employment of the 
handicapped. 
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HIS OCCASION—this event of 
nationwide scope—has over the 

past 6 years enjoyed a steadily grow- 
ing significance. A tradition was born 
on this stage in 1969, and I am con- 
fident it will survive through the 
years to come. 
We gather here to recognize, and 

to highlight, the achievements of 10 
men and women from California, 
Colorado, Utah, Kansas, Ohio, Mis- 
souri, Texas, and Washington, D.C., 
who could not have been faulted had 
they not achieved at all, let alone with 
such distinction. Our 10 awardees 
have never emphasized their physical 
handicaps—they overcame them! 

No, it wasn’t easy. For those of us 
who have eyes that see, ears that 
hear, voices to speak, arms to work, 
and legs to walk—the path is easy. 
We don’t have to struggle to over- 
come man-made barriers—neither the 
environmental barriers nor the atti- 
tudinal barriers toward those who are 

different. They had to overcome physi- 
cal disabilities, man-made barriers, 
and prejudice to compete and hold 
their own on the same basis as the 
nonhandicapped, They have done it 
well. 

It will be a little easier for those 
who follow because now we have a 
new law affecting the handicapped— 
a law that is a hallmark in the an- 
nals of legislation. On September 26, 
1973, President Nixon signed the 

VICE CHAIRMAN SPAIN addressed 
the sixth annual awards ceremony honor- 
ing the 10 Outstanding Handicapped Fed- 
eral Employees of 1973 on April 4, 1974, 
in the Department of Commerce audito- 
rium. 
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Let me describe two of the key re- ON THE PRECEDING PAGE, the 10 out- o 

MA or e th an quirements in this law: addi ckasdemeura’” 
First, the Act establishes an In- saciiat Ailaeinddian eens dat: an, tate. ¢ 

teragency Committee on Handicapped man Jayne B. Spain and Sen. Robert J. , 
Q DO Der Employees. Its purpose is to provide Dele. ABOVE ON THIS PAGE, TOP, are 0 

a focus for Federal and other employ- seme of the award recipients with their 7? 

. ment of handicapped persons. The Sine a. ae Senater Dole : if 
commitment. _, _ law specifically designates the Secre- ee ee mn 

; fa ar] of Hath, Edvaton and Wel er, Other mens will som be |” 
Rehabilitation Act of 1973, which fo- halts Conniiiihen tx: ebdiaieinan named by the President. | si 

cuses strongly on the needs of severely f eee _ “The second major requirement C 
handicapped persons—that is, their © the Committee, with the Adminis- relating to employment calls for all 

ere ee : trator of the Veterans Administration , 8 i weuneeteransee re 
rehabilitation which leads to produc- Federal agencies to prepare affirma- st 

tive, useful, and happy lives. Among 
the monumental areas covered in the 
legislation is found one very short, 
but extremely important section. It 
addresses itself to perhaps the most 
vital part of rehabilitation: Employ- 
ment. And it focuses particularly on 
the leadership of the Federal Gov- 
ernment as an employer. 

and the Secretary of Labor as mem- tive action program plans for the hir- 
ing, placement, and advancement of 
handicapped individuals. The plans 
are to be approved annually by the 
Civil Service Commission and te- 
viewed by the Interagency Committee 

Racal as et tie ARM. 
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on Handicapped Employees.” 
Our ceremony here today is a time- 

ly reflection of the purposes of af- 
firmative action. I mention this par- 
ticularly because the first plans to be 
submitted by agencies started coming 
in a little over a week ago. Our first 
review of these proposed efforts by 
agencies is most encouraging. 
We at the Commission are enthu- 

siastic about the emphasis placed by 
Congress on this important part of 
rehabilitation. We have taken certain 
steps to enhance our leadership role 
in promoting selective placement pro- 
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grams for the handicapped. I would 
like to mention only a few of those 
steps. 

The staff of our central office has 
been increased to provide technical 
guidance to agency headquarters. 
This includes assistance in the de- 
velopment of action plans and ways 
to implement them. Our new staff 
members include persons with profes- 
sional experience in the field of re- 
habilitation—to assure that the needs 

4 

ABOVE, the Gallaudet Dancers, a dance 
group of the deaf at Gallaudet College 
in Washington, D.C., entertain at a 

reception honoring award recipients. 

BELOW, J. Philip Bohart, Director of 
CSC’s Manpower Sources Division, 

presides at the award ceremonies. 

of disabled persons are fully under- 
stood by Federal employers. 
We plan to utilize all of the re- 

sources of the Commission in devel- 
oping techniques and tools that will 
have practical value for Federal man- 
agers and agency Coordinators for 
Selective Placement. This includes 
the development of training courses, 
the issuance of informational mate- 
rials regarding various disabilities, 
supervision techniques, job restruc- 
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turing methods, and modifications of 
architectural and transportation bar- 
riers. 

The resources of our regional and 
area offices will be used to assist 
agency field installations in imple- 
menting their plans. Along with this, 
we envision greater communication 
and working relationships with com- 
munity organizations serving the han- 
dicapped and with State vocational 
rehabilitation agencies. 

These things I have mentioned are 
a few of the actions we plan. We are 
approaching these responsibilities 
with ambition and enthusiasm, and 

we sense these attitudes are reflected 
throughout the Federal family. 

Nevertheless, let me challenge all 
of the Federal representatives in the 
audience to work even more dili- 
gently to assure that equal employ- 
ment opportunity for handicapped 
persons is more than a paper commit- 
ment, 

What better inspiration can we 
have than the 10 persons whom we 
honor today? 

ABOVE, John R. Stodgeli and leader dog 
Noah are shown with Mr. Stodgell's 

agency escort, Assistant Secretary of the 
Air Force James P. Goode {/.), Senator 

Dole, and Mrs. Spain. BELOW, a reprise 
of the proud group. 

In closing, may I also challenge 
our awardees. We need your help in 
expanding our efforts. We invite 
your suggestions, and we hope to 
benefit from your experiences and 
your talents. We urge your continu- 
ing involvement with your own agen- 
cy programs, in your local communi- 
ties, and with us at the Civil Service 
Commission. 

- 
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MERICAN men and women 

fought World War II so others 
could live in peace. By early 1945 
the men of the Allied armies had 
driven the German armies back in- 
side their own borders. But the 
armed might of the Third Reich con- 
tinued to extract a terrible price from 
the steadily advancing Allied troops. 

While fighting in this advance, 
Howard J. Garling was hit by shrap- 
nel that tore into his hip, arms, head, 

and right lung. He was evacuated 
from the German front to a field 
hospital where his right arm was 
amputated in February 1945. 

His recovery and the arduous proc- 
ess of learning to use an artificial arm 
required a year and a half in Army 
hospitals where he mastered those 
functions required for a normal life. 



But after returning to civilian life 
his hip wound continued to plague 
him and necessitated the amputation 
of a leg in 1960. Once more Mr. 
Garling had to learn to use an arti- 
ficial limb. 

In 1962 he entered the Federal 
work force. Today he is an outstand- 
ing administrator of conttacts for the 
Defense Supply Agency. In addition 
he plays the electric guitar and elec- 
tric organ, and is active in fishing and 
boating. 

Another profile in courage is pro- 
vided by Russell C. Williams of the 
Veterans Administration. He was a 
star athlete in college. Then Russell 
Williams, like Mr. Garling, became 
a casualty of the European Theater of 
World War II, Mr. Williams lost 

DUCTS & 
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his sight in 1944 as the result of 
wounds received while he was serv- 
ing with the 83d Infantry Division 
at Dinan, France. 

In 1948 he was named the first 
Chief of Blind Rehabilitation for 
the VA. At that post his work with 
the “long cane” has resulted in its 
widespread use today. This cane 
helps to free the blind to travel, 
work, and function independently. 

Mr. Williams continues to work 
on aids to the blind. He administers 
VA-funded research and development 
—such as a project developing a new 
laser cane for the blind. He is said 
to have ‘done more for blind people 
than has any other individual.” 

In the 29 years since peace was 
reached in Europe, Mr. Garling and 
Mr. Williams have waged a success- 
ful struggle to overcome their handi- 
caps. And on April 4, they were 
among the 10 Outstanding Handi- 
capped Federal Employees of 1973 to 
be honored for their exceptional serv- 
ice, 

ON THESE PAGES the 10 Outstanding 
Handicapped Federal Employees of 1973 
are shown on their jobs. Page 5, Edwin 
C. Boyles. This page, above left, icy D. 
Deans; middle, Howard J. Garling; 

right, Oral O. Miller; and below, Wil- 
liam L. Brewster. 

Although war inevitably demands 
sacrifice, the majority of the 10 Out- 
standing Handicapped Federal Em- 
ployees are victims of such perennial 
enemies of man as disease, birth de- 
fects, and accidents, which, of course, 
are just as disabling. Certainly all 
must have spirits that can, like the 

Phoenix, rise from adversity. 



Their accomplishments are many, 
} as Sen. Robert J. Dole of Kansas 
, noted in his speech at the sixth an- 
nual awards program honoring these 
employees. He pointed out that the 
10 were honored not because of their 
disabilities, but because of their ca- 
pabilities. 

Miss Cheryl Lee Maloney gives 
validity to the Senator's statement. 
Miss Maloney was born without 
arms. She has worked as a keypunch 
operator (she uses her feet!). Miss 
Maloney is presently a computer pro- 
grammer and management intern 

with the Department of the Army. 
| She attributes her success in part to 
} her parents who never said that there 
| were things she could not do. Miss 
i Maloney proved them right. 

pininins 

Oral O. Miller lends further sup- 
port to the Senator’s remarks. An 
accident left Oral Miller blind at the 
age of 8. Yet he was valedictorian 
of his class at Louisville (Ky.) 
High School. After high school, he 
received a scholarship to Princeton 
University where he crewed for the 
varsity squad and graduated in the 
upper fourth of his class. He re- 
ceived two scholarships to the Uni- 
versity of Chicago law school and 
graduated in the upper third of his 
class there. 

His legal specialties are procure- 
ment law, secured transactions, ad- 
ministrative law, and criminal law. 
Mr. Miller is now an attorney with 
the Office of the General Counsel at 
the Small Business Administration. 

Accidents also forced Edwin C. 
Boyles and William L. Brewster to 
study for a profession, although both 
men were working in jobs requiring 
physical labor before their injuries. 

Mr. Boyles was employed as a me- 
chanic for an oil refinery when an 
accident rendered him a paraplegic. 

ABOVE LEFT, Chery! Lee Maloney; 
right, Frank G. Chituras; and below, 

Russell C. Williams. 

After receiving an accounting de- 
gree from the University of Colo- 
rado, he successfully pursued his new 
profession with the Department of 
the Interior. Mr. Boyles also par- 
ticipates in a wheelchair bowling 
league and plays basketball with the 
“Rolling Cowboys.” 

Like Mr. Boyles, William L., 
Brewster overcame tremendous odds 
as an adult retraining for a new vo- 
cation. Mr. Brewster was working 
in a trainyard in Los Angeles when 
he lost both legs. He obtained his 



accounting degree from the Univer- 
sity of Southern California and is an 
auditor with the Defense Contract 
Audit Agency. 

In his youth Robert L. Bates, also 
employed by the Department of De- 
fense, lost his hearing during an 
attack of scarlet fever. Then, slowly, 
he lost the power of speech also. 
After graduating from Gallaudet 
College, he did graduate work at 
American University before joining 
the Department of the Navy where 
he is a senior mathematician. He has 
received frequent recognition for his 
contributions to the Navy's auto- 
matic data processing systems. 

Not all of the 10 handicapped 
winners chose a profession, Others 
have achieved success in skilled oc- 
cupations. 

John R. Stodgell, a technician, 
began losing his eyesight in 1944 
while serving in the Pacific with the 
U.S. Marine Corps. He underwent 
three operations, but the process 
proved irreversible. After attending 
a school for the blind, Mr. Stodgell 
became a radar technician for the 
Department of the Air Force. Since 
1970, he has received repeated 
awards for his technical innovations. 
He is married and lives in Utah. He 
recently expressed his personal phi- 
losophy: “I think it’s important that 
a handicapped person try to live as 
normal a life as possible. A person 
who tries to react normally will find 
that life can be easier, and a lot more 
pleasurable.” 

Frank G. Chituras was able to con- 
tinue in the same work although an 
attack of polio confined him to a 
wheelchair. He was working as a 
distribution clerk for the Postal 
Service when disabled by polio in 
1947. By 1948 he was back on the 
job using the wheelchair to propel 
him as he shuttled about the racks 
and bins with piles of mail stacked 
on his lap. He is married with two 
daughters and three grandchildren. 

Like Mr. Chituras, most of the 10 
Outstanding Handicapped Federal 
Employees of 1973 successfully re- 
adjusted to life with their handicaps 
after previously normal lives. But 
Mrs, Icy D. Deans is one who has 
been physically disabled since birth; 
however, her performance proves that 
she was not born “disabled.” 

Mrs. Deans was born with one 
finger on each hand. Yet she types 
60 words a minute and takes dictation 
in shorthand holding the pencil in 
both hands. In 1971 she began her 
career with the Federal Government 
as a GS-2 seasonal tax examiner 
trainee for the Department of the 
Treasury, but now is a tax examiner. 

Mrs. Icy D. Deans and the other 
Outstanding Handicapped Federal 
Employees certainly attest to the as- 
tounding adaptability of the human 
species. At the same time, man’s 
highly complex, interdependent so- 
ciety requires highly cooperative 
efforts. Few or none, handicapped or 
not, stand alone. Such cooperative 

efforts as the annual program honor- 
ing the accomplishments of the Out- 
standing Handicapped Federal Em- 
ployees point up how well the han- 
dicapped respond when afforded the 
opportunity. 

Perhaps as Senator Dole, himself 
handicapped by an injury to his right 
arm during World War II, quipped 
to the audience, ““We think some of 
you are the ones who are handicap- 
ped, but have nothing to prove it.” 

Striking a serious note, Senator 
Dole stressed that in addition to pro- 
viding greater financial benefits for 
the handicapped, the handicapped 
must be trained to become self-sufhi- 
cient. 

BELOW LEFT, Robert L. Bates; directly 
below, John R. Stodgell. 

“Each of our handicapped citi- 
zens,” the Senator said, ‘‘must have 
the right to participate in the re- 
wards and dignity that stem from 
self-support.”’ 

He also spoke of the plight of 
disabled Vietnam veterans. Senator 
Dole noted that among the 10 win- 
ners were disabled veterans of World 
War II. He expressed the hope that 
the Nation’s employers will “ac- 
tively seek out and offer the same 
Opportunities to our disabled Viet- 
nam veterans.” 

Senator Dole and Mrs. Jayne B. 
Spain, Vice Chairman of the Civil 
Service Commission (whose speech at 
the ceremony is featured on page 1), 
shared the podium and both congrat- 
ulated each of the 10 recipients as 
they received citations. 

Since the program's inception in 
1968, 60 Outstanding Handicapped 
Federal Employees have been recog- 
nized. 

A quote from Louis Adamic’s A 
Study in Courage perhaps best sum- 
marizes the qualities personified by 
the winners over the years: “There 
is a certain blend of courage, integ- 
rity, character, and principle which 
has no satisfactory dictionary name 
but has been called different things 
at different times in different coun- 
tries. Our American name for it is 
‘guts.”’ = 
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Comparaloilitiy 

by RAYMOND JACOBSON 
Director, Bureau of 

Policies and Standards 

U.S. Civil Service Commission 

EARLY EVERYONE who has 

an opinion on the subject seems 
to agree that pay comparability be- 
tween employees of the public and 
private sectors of our economy is a 
desirable end. 

Not all, however, agree that the 
present system of determining com- 
parability for Federal white-collar 
workers is fair to all the parties in- 
volved—employees, the Government, 
and the taxpayer. 

By statute, public policy has estab- 
lished the concept of comparability 
with private industry as the guiding 
principle for setting Federal pay. 
Machinery has been established to 
keep the statutory pay systems in ad- 
justment with private enterprise, and 
this machinery is working on a regu- 
lar, ongoing basis. The major need at 
this time is to devote more attention 
to improvement and refinement of the 
comparability process without inter- 
fering with its continuing operation. 

Several important developments 
serve to spotlight this need. In the 
past decade there have been numerous 
changes in the occupational mix of 
both the public and private sectors. 
Fringe benefits occupy a place of ever- 
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Comparable ? 

increasing importance in relation to 
total compensation. 

Employment in the non-Federal 
public sector has grown rapidly. And 
recent advancements in the field of 
salary administration point directly to 
the need for modernization. 

And there have been criticisms, 
both vocal and considerable, arising 
from unions, business, and govern- 

ment research teams. 
Arch Patton, Chairman of the 

Commission on Executive, Legisla- 

tive, and Judicial Salaries, a recog- 
nized expert in the field of executive 
pay, has raised a number of questions. 
Among these are challenges to the 
occupational coverage used at the 
higher pay levels in the National 
Survey of Professional, Administra- 

tive, Technical, and Clerical Pay 
(PATC survey), and to the statutory 
requirement for the use of national 
averages and the setting of nation- 
wide rates for jobs that are typically 
filled from local markets. He and 
some other critics feel that efforts to 
raise Federal white-collar pay to 
comparability have overshot the mark 
by a wide margin. 

Unions, on the other hand, notably 

those represented on the Federal Em- 
ployees Pay Council, allege that the 
system frequently operates to deny 
Federal employees adequate pay in- 
creases, especially the rank and file. 

9 



The entire subject is charged with 
emotion because of the huge stakes 
involved—a $17.8 billion white-col- 
lar payroll, plus the additional 
amount that each salary increase adds 
to the cost of fringe benefits. A 1 
percent error can result in a differ- 
ence of $178 million either way— 
overpayments, which cheat the tax- 
payer, or underpayments, which cheat 
the employee. The legal tie-in of 
military pay scales to the civilian pay 
adjustment more than doubles this 
fiscal impact. 

The General Accounting Office is 
in the process of reviewing the Fed- 
eral comparability system. The first 
in a series of GAO reports, issued 
last year, included a number of spe- 

cific suggestions for improving the 
occupational coverage, scope, and 

methodology of the PATC survey. In 
addition to these specific recommen- 
dations, the GAO report urges that 
“The Director, OMB, and the Chair- 

man, CSC, should give more empha- 

sis to compensation evaluation and 
research and to timely changes in the 
white-collar pay-setting process.” 

How Comparability Grew 

In view of what has gone before, 
it is not at all surprising that calls 
for change should be heard. 

Over the past 12 years the method 
of determining Federal white-collar 
pay has evolved from a nonsystem of 
unstructured pay adjustment practices 
during the 1940's and 50's to a work- 
able process of pay rate determination 
based on the rational principles of 
equity and comparability. 

This evolutionary process has been 
aimed at achieving full pay compar- 
ability of Federal employment with 
private enterprise, establishing the 
Federal Government as a competitive 
employer while maintaining relative 
fairness both to Federal employees 
and the taxpaying public. 

The principle of pay comparability 
was written into law in 1962. This 
principle held that salaries for Fed- 
eral white-collar employees under 

10 

statutory pay systems should be com- 
parable with salaries paid in private 
enterprise for the same levels of work. 
Before that time there were no guide- 
lines, no rational methodology to fol- 
low in setting Federal pay. 

Prior to 1962, when political 

forces and fiscal considerations dic- 
tated the time was right, Congress 
would act, usually on recommenda- 
tion of the President, to increase the 

salaries of the Federal work force. 
Other factors—such as changes in the 
cost of living, increases in produc- 

tivity, and special concern for lower 
grade employees—also played a part 
in these decisions. 

Pay adjustments were infrequent 
and usually inadequate. Pay relation- 
ships among the various grade levels 
were severely distorted and placed the 
Government at a serious disadvantage 
in recruiting competent employees, 
particularly in the middle and upper 
levels. 

1957 Report 

In 1957 a study on Federal civilian 
compensation, under the direction of 
James T. O'Connell, then Under Sec- 
retary of Labor, emphasized the need 
for reform. It recommended a nation- 
wide schedule of pay grades, with 
adequate and uniform rate ranges 
within each grade, to be adjusted 
periodically, based on non-Federal 
rates. 

This report was instrumental in 
establishing the idea of pay compara- 
bility. It led to intensive efforts over 
the following years by the White 
House, the Bureau of the Budget, and 

the Civil Service Commission (with 
major technical assistance from the 
Bureau of Labor Statistics of the 
Department of Labor) to develop a 
pay comparability system. 

The Federal Salary 
Reform Act of 1962 

In his budget message sent to 
Congress in January 1962, President 
Kennedy urged salary reform and 
adoption of the comparability princi- 

ple as a basis for fixing and adjusting 
Federal salary schedules. The result- 
ant legislation, the Federal Salary 
Reform Act of 1962, formally 

adopted the principle of pay compar- 
ability. In addition, the legislation 
emphasized the principles that there 
would be equal pay for substantially 
equal work and that pay distinctions 
would be maintained in keeping with 
work and performance distinctions. 

An “appropriate annual survey” 
was also required by this 1962 law to 
provide information on pay in private 
industry for use in determining Fed- 
eral white-collar salaries. This was the 
PATC survey, made each year by the 
Bureau of Labor Statistics for use in 
the comparability process. 

The scope and content of the 
PATC survey are the responsibility of 
the Office of Management and Budget 
and the Civil Service Commission, 
supported by professional advice of 
the Bureau of Labor Statistics, which 

actually conducts the survey. 
The survey’s sample consists of 

approximately 80 selected jobs that 
are typical of various levels of work 
in the General Schedule pay system. 
It relates to all geographical areas 
in the continental United States (both 
rural and urban areas). It includes 
private enterprise establishments in 
manufacturing; transportation; 
wholesale and retail trade; finance, in- 
surance, and real estate; and certain 
services. It includes establishments 
with 250 or more employees in manu- 
facturing and retail trade and 100 or 
more employees in all other indus- 
tries. In total, the survey relates to 
almost 30,000 establishments with a 

total of about 71/, million white- 
collar workers. 

The Federal Salary 
Reform Act of 1967 

The 1962 Act established the goal 
of comparability. The machinery es- 
tablished by this law, however, did 
not provide for executive authority to 
adjust pay scales (as had long been 
true for blue-collar workers). While 
the pay rates that would provide com- 
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parability with private enterprise pay 
were computed each year, in accord- 
ance with the principles in the law, 

the President's recommendation and 
the final congressional action were 
heavily conditioned by political and 
fiscal considerations. 

Furthermore, the process of col- 
lecting information, computing salary 
rates, and full congressional action 
took so long that increases (when 
they came) were based on data typi- 
cally about a year and a half old. As 
a result, while the pay situation was 

much improved, Federal salaries con- 

tinued to lag considerably behind 
private enterprise rates during the 
early and mid-60’s. 

New legislation in the form of the 
Federal Salary Reform Act of- 1967 
provided for closing the gap then 
remaining between Federal and pri- 
vate enterprise salaries through a 
three-stage series of salary increases. 
These were designed to attain “full 
comparability” by July 1969, with an 
attendant reduction in the lag from 
about a year and a half to 1 year. 
The President was specifically di- 
rected by the Congress to make the 
necessary schedule adjustments by 

executive action without further con- 

gressional teview. 

The Federal Pay 
Comparability Act of 1970 

The Federal Pay Comparability 
Act of 1970 restated the Federal pay- 
fixing principles of the 1962 law by 
providing that: 

(1) there be equal pay for sub- 
stantially equal work; 

(2) pay distinctions be main- 
tained in keeping with work and per- 
formance distinctions; 

(3) Federal pay rates be compar- 
able with private enterprise pay rates 
for the same levels of work; and 

(4) pay levels for the statutory 
pay systems (the General Schedule 
and the schedules for the Depart- 
ment of Medicine and Surgery of the 
Veterans Administration and the For- 
eign Service of the Department of 
State) be interrelated. 

The law also provided (as did the 
1962 law) for an agent, designated 
by and reporting to the President, to 
make recommendations to him for 
appropriate pay adjustments. (The 

Chairman of the Civil Service Com- 
mission and the Director of the Office 
of Management and Budget now fill 
this role of agent jointly.) 

In addition, the law provided for 
the first time for a Federal Employees 
Pay Council consisting of five repre- 
sentatives of employee organizations 
appointed by the President's agent, 
and an independent Advisory Com- 
mittee on Federal Pay consisting of 
three pay and labor experts not 
otherwise employed in the Govern- 
ment and appointed by the President. 

With these new mechanisms, i.e., 

the Council (to insure full consulta- 
tion with employee representatives) 
and the Advisory Committee (to in- 
sure public interest representation 
particularly in case of disagreements 
between the agent and the Council), 
the Congress was willing to delegate 
to the President the authority to ad- 
just the pay schedules to maintain 
comparability. 

This delegation to the President 
also made it possible for the law to 
require a reduction in the lag between 
the survey and the pay adjustment to 
6 months, a big gain from the 18- 

month lag that was typical in the 



period of years from 1962 to 1967. 
Using these tools of pay compara- 

bility—legislation, the PATC survey, 
the President's agent, the Pay Coun- 
cil, and the Advisory Committee— 
the process of keeping Federal pay 
comparable with that in private enter- 
prise is systematically and effectively 
achieved on a continuous basis. 

Research Projects 

In view of the dynamic nature of 
the factors used in the comparability 
process, and recognizing the many 
recent criticisms, the Commission has 

decided to initiate a major expansion 
of research into issues associated with 
the comparability process. The Com- 
mission's Bureau of Policies and 
Standards accordingly has undertaken 
12 major studies. 
The results of these studies are 

expected to provide the information 
needed for decisions that may lead in 
two directions. One is toward admin- 
istrative actions to increase the preci- 
sion of the comparability process. The 
other is toward possible legislative 
proposals as more fundamental 
changes in the system seem to be 
needed. 

It is also likely that this group of 
a dozen projects will uncover other 
areas of concern, leading to further 
studies as a part of a continuing pro- 
gram of basic research in pay and 
compensation. 

The projects: 

[] Scope of Annual BLS Survey 
of Private Enterprise Pay. A review 
of the desirability and feasibility of 
various possible changes in the scope | 
of the annual PATC survey. Plans 
call for an examination of industries 

presently excluded from the survey, 
minimum size-of-establishment cut- 

offs, and the possible inclusion of | 

State and local governments and non- 
profit institutions. 

([] Making the Annual BLS Sur- 
vey of Private Enterprise Pay More 
Representative Occupationally. An in- 
tensification of ongoing efforts to 
improve performance in this area. 
Research to insure that occupations 

12 

| 
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and grade levels represented will pro- 
vide a fair and representative basis 
for drawing pay rate conclusions. 

[_] Pay Rate Determinations. A te- 
view of mathematical procedures used 
in computation of comparability pay 
adjustments. Concentration on three 
areas: weighting of data, patterns of 
payline curves, and curve-fitting tests. 

(_] Linkage. Pay schedules for the 
Department of Medicine and Surgery 
of the Veterans Administration and 
the Foreign Service of the Depart- 
ment of State are required by law to 
be related, or “linked,’’ to the Gen- 
eral Schedule. “Linkages” will be 
reviewed to assure that they are cur- 
rent and appropriate. 

(_] Study of Private Enterprise Pay 
Rates of Positions Equivalent to GS- 
14 through GS-18. A two-part proj- 
ect: (a) a one-time study of pay 
rates of jobs equivalent to GS-14/18 
in selected companies as a test of 
present job-matching and pay deter- 
mination methods for those levels; 
and (b) research to develop method- 
ology for the regular and continuing 
measurement of GS-14/18 equivalent 
occupational salaries. 

[-] Total Compensation Cost Mod- 
| el. A study of the desirability and 

feasibility of a computerized cost 
model of the Federal work force to 
provide detailed cost information 
about Federal pay and benefits. 

(-] Total Compensation Compara- 
| bility. The advantages and disadvan- 
tages of maintaining comparability on 
the basis of total compensation (i.e., 
pay plus fringe benefits) rather than 
pay alone. 

(] Alternative Pay-Fixing Ap- 
proaches. The feasibility and relative 
desirability of a variety of approaches 
to pay setting, considered as alterna- 
tives to the present method. 

[[] Premium Pay and Pay Admin- 
| istration. (1) A review of private 
enterprise premium pay in compari- 
son with Federal premium pay, and 
(2) a study of the possibility and 
desirability of restructuring Federal 
premium pay and pay administration 
to more closely resemble private sec- 
tor practices. 

() Major Subsystems of the Gen- 
eral Schedule. The pros and cons of 
subdividing the General Schedule 
into two or more major components 
(such as the ‘‘exempt’’/“nonexempt’’ 
Fair Labor Standards Act division 
used in private enterprise). 

([] Locality Pay Systems. An in- 
vestigation of the possibility of local- 
ity pay systems for portions of the 
Federal work force now paid under 
the nationwide General Schedule. 

([] Occupational Classification and 
Pay Systems. Basic research on the 
possibility and desirability of re- 
grouping Federal occupations for 
more equitable and efficient person- 
nel and salary administration. Re- 
sults expected: criteria useful for 
grouping occupations into one or 
more personnel and pay systems; a 
further understanding of appropriate 
spans of grades for a variety of occu- 
pational groupings; and additional 
information to insure the mainte- 
nance of appropriate grade distinc- 
tions. 

As it functions today, the Federal 
pay comparability system has taken 
well over a decade to evolve. 
Throughout that period, emphasis 
was placed on the goal of bringing 
the salaries of Federal white-collar 
employees in line with salaries in 
private enterprise. 

To this end, the process has been 
highly successful. But the dynamic 
nature of the process of pay com- 
parability necessitates continuous re- 
evaluation of the system’s design, 
conduct, and implementation. We 

need to insure that the actual opera- 
tion of the compensation policies of 
the Federal Government, as the Na- 
tion’s largest employer, are fair and 
equitable not only to its employees, 
but to the taxpayers and to other 
employers. 

The projects now being under- 
taken by the Commission focus on 

| these objectives. They are designed 
to raise issues as well as answer 
questions. The work now being done 
very likely will become the first 
phase of a process of continual re- 
evaluation and improvement. 
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A continued leveling-off in organizing activity and a 
step-up in number and coverage of negotiated agree- 
ments were the major trends in Federal employee labor 
relations for 1973. And the statistics defining those 
trends come, for the first time, from the new, com- 

puterized Labor Agreement Information Retrieval Sys- 
tem (LAIRS) in CSC’s Office of Labor-Management Re- 
lations. 

The LAIRS-compiled statistics confirm, as the previous 
year's survey of union recognitions and agreements indi- 
cated, that union organizing among Federal employees 
has reached a comparatively even level—crowning the 
dramatic growth in extent of exclusive recognition that 
marked prior years under a labor-management Executive 
order. The proportion of nonpostal Federal employees 
covered by exclusive recognition attained a record 56 
percent as of November 1973, representing a 2-percent 
gain from a year earlier. In actual numbers, 1,086,361 

nonpostal Federal employees were covered by exclusive 
recognition last November—compared with 1,082,587 

in November 1972. 
Some apparent reasons for the leveling-off in orga- 

nizing activity are: (1) fewer employees left to orga- 
nize, and (2) greater concentration by unions on con- 
solidating gains than on seeking new units. 

White-Collar, Blue-Collar, and Postal Activity 

The leveling-off was evident even among white-collar 
employees, a group that in recent years has shown big in- 
creases in extent of union organization. Forty-seven per- 
cent (681,406) of all white-collar Federal workers were 
in exclusive units in November 1973, compared with 46 

i percent (655,498) in November 1972—a 2-percent in- 
crease over the year, on the heels of the 9-percent gain 
reported for the previous 12-month period. 

| The proportion of blue-collar Federal employees in 
exclusive units (84 percent) climbed by 1 percent be- 
tween November 1972 and November 1973, although 
the actual number of employees covered dropped from 

| SPOTUGHT ON LABOR RELATIONS mam <<): 
427,089 to 404,955 during the same period—reflecting 
continued cutbacks in the overall blue-collar force. The 
opposite situation obtained in the Postal Service where 
the number of employees in exclusive units rose from 
604,660 to 614,554, while the proportion covered 

dropped from 91 percent to 89 percent. 

Organizing, Bargaining Trends 

The total number of exclusive units in the nonpostal 
Federal service increased by 94 last year, as against only 
12 in the previous 12-month period—bringing the total 
as of November 1973 to 3,486, a 3-percent increase 

from November 1972. 
The dramatic gains in 1973 came in number and cov- 

erage of negotiated agreements. Bargaining activity pro- 
duced 210 new agreements, bringing the total up 12 per- 
cent to 1,904 (compared with a 3 percent rise in 1972). 
The number of employees covered by agreements jumped 
Ll percent to 837,410 (compared with a 7-percent rise 

in 1972). 

Sixty-five percent of all recognitions and 43 percent 
of all nonpostal employees were covered by agreements 
as of November 1973. This placed 77 percent of those 
Federal workers in nonpostal units under negotiated 
agreements. (And the bulk of those remaining were 
concentrated in units where negotiations for agreements 
reportedly had gotten underway, according to other in- 
formation provided to CSC independent of the annual 
survey. ) 

The latest recognitions-and-agreements census, titled 

Union Recognition in the Federal Government—No- 
vember 1973, may be ordered from the Superintendent 
of Documents, U.S. Government Printing Office, Wash- 

ington, D.C. 20402. 

The LAIRS Prospectus 

CSC's LAIRS system, which (as noted above) pro- | 
vided the Government-wide statistical summaries for the 

i 

the year, the following table illustrates how the “Big Six" 

Organization 

American Federation of Government Employees 

National Federation of Federal Employees (Ind) 

; National Association of Government Employees (ind) .. 

3 CUUUUE WOU TN nikal haha dencreannclcinpacnesicdictaptensnieoinin 

4 National Treasury Employees Union (Ind) ... 

x International Association of Machinists 0.0.0... ccccccccccccscsccsscssesssssssesseeee 
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“BIG SIX" NONPOSTAL UNIONS 

Broken down by white-collar and blue-collar representation and by the percentage change in overall exclusive coverage over 
| nonpostal labor organizations fared in 1973: | 

Blue White % of 
Collar Collar Change 

ischisieaibsiialaaiiet 210,088 414,234 +1 

sien 30,930 87,209 +3 

ie 35,652 40,301 —8 

50,145 2,440 —8 

ies Sgn 50,392 +8 

seinsousiscesieuniaiiehs 26,862 2,690 —3 
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1973 report on recognitions and agreements, is designed 
to provide labor relations information on a comprehen- 
sive basis. It is the end product of extensive research 
and development work by the Commission's Office of 
Labor-Management Relations and by the Bureau of Man- 
power Information Systems—tresearch prompted by the 
identified need to harness the virtual explosion of labor 
relations information fueled by decisions emanating from 
the third-party review provisions of Executive Order 
11491. 

To accomplish this, CSC undertook an exhaustive re- 

appraisal of established systems for gathering, analyzing, 
and retrieving the information necessary to furnish tech- 

nical advice and information to Federal agencies under 
section 25(a) of E.O. 11491. In this, the Commission 
has been mindful of the added benefits that could be 
realized from a comprehensive information system, which 
also would help meet the section 25(b) responsibility— 
shared by CSC and the Department of Labor—for pro- 
viding information appropriate to the needs of agencies, 
organizations, and the public. 

LAIRS’ data base furnishes the foundation of the sys- 
tem’s capability to provide complete, detailed, and timely 
labor relations information services needed to meet the 
Commission's 25(a) and 25(b) responsibilities. 

—Kathryn Ryder Hobbie 

LEGAL DECISIONS 
More on Women and the Law— 
And Other Sex Discrimination 

The United States Supreme Court has made some de- 
finitive pronouncements on what we noted in the last 
issue was the hottest area in the field of women’s rights 
—disabilities surrounding pregnancy. 

The Court has ruled that the mandatory termination 
provisions found in the maternity regulations of two 
school systems are unconstitutional. The school board of 
Cleveland, Ohio, required every pregnant schoolteacher 
to take maternity leave without pay beginning 5 months 
before the expected birth of her child. She was not al- 
lowed to return to work until the beginning of the next 
regular school semester that followed the date when her 
child attained the age of 3 months, at which time a phy- 
sician’s certificate was required. 

The school board of Chesterfield County, Va., re- 

quired a pregnant teacher to leave work at least 4 
months prior to the expected birth of her child, allowing 
her to return upon presenting a certificate from her phy- 
sician. 

The Court held that both the Cleveland and Chester- 
field County rules on beginning maternity leave and the 
Cleveland rule on returning to employment were uncon- 
stitutional on the basis that “‘overly restrictive maternity 
leave regulations can constitute a heavy burden on the 
exercise of these protected freedoms . . . the right to be 
free from unwarranted governmental intrusion into mat- 
ters so fundamentally affecting a person as the decision 
whether to bear or beget a child.” The regulations, the 
Court noted, created an “irrebuttable presumption of 
physical incompetency, and that presumption applies 

even when the medical evidence as to an individual 
woman's physical status might be wholly to the con- 
trary.” Each situation must be judged on its own merits. 

The Court found the Cleveland return rules to be in- 
valid in that the school board did not supply any rea- 
sonable justification for the mother to wait until her 
child reached 3 months for the rules to begin to operate, 

id 

and the Court could see none. It was felt that the re- 
quirement of a physician's certificate adequately pro- 
tected the school board’s interest in this regard. 

It is clear from this decision that any arbitrary cut-off 
date upon which a pregnant Federal employee would be 
required to take leave would be constitutionally imper- 
missible. The Court was willing to accept, however, a 
requirement that the employee be obligated to provide 
notice substantially in advance of the anticipated leave. 

While the Court does leave open the possibility of 
the employer setting a firm date for leave to begin, that 
date, which must be much later in the pregnancy than 
the 4 or 5 months involved in these cases, must be rea- 
sonable and the burden is on the employer to show that 
the cut-off point is actually a reasonable one. In fact, the 
Court is clear in rejecting “outmoded taboos” based on 
the date that the woman begins to “show.” Rather, the 
entire decision hinges upon the Court's acceptance of the 
fact that pregnancy exists, that it is a temporary disa- 
bility with restrictions imposed based on the actual disa- 
bility involved in each individual case, and that ‘‘what- 
ever may have been the reaction in Queen Victoria’s 
time, pregnancy is no longer a dirty word.” 

The employer may require a doctor's certificate when 
circumstances warrant it, but here again, the requirement 

of such a certificate must be reasonable under the cir- 
cumstances, Whatever provisions are made for maternity 
leave, they must be based upon requirements of the in- 
dividual employee and not upon either outmoded ideas 
of “woman's place” or across-the-board assumptions of 
incapacity that are not medically provable. 

Also on the subject of pregnancy disabilities, the Su- 
preme Court for the State of Washington has declared 
unconstitutional a section of the Washington unemploy- 
ment compensation statutes that disqualifies women from 
receiving unemployment compensation benefits during 
pregnancy. 

The Court found that the statute discriminates against 
women on the basis of sex, refusing to accept the State’s 
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arguments that pregnant women are not genuinely at- 
tached to the labor market, that employers are reluctant 

to hire women in the last stages of pregnancy, and that 
pregnancy is a voluntary condition. As to the latter point, 
the Court noted that ‘assuming arguendo that preg- 
nancy is voluntary, this does not mean that unemploy- 
ment resulting therefrom is necessarily voluntary. While 
a woman may wish to become pregnant, she may not, 
and often does not, wish to become unemployed as a 
result thereof.” 

An issue related to the broad area of sex discrimina- 
tion that has presented some hairy problems for the 
courts is that of personal appearance, particularly of 
male employees. Several challenges have been made to 
employer regulations limiting the length of hair or the 
presence of beards and/or mustaches on male employees 
on the ground that the regulations unfairly discriminate 
against men. 

In a recent decision, a postal employee contested his 
removal on the ground that it was based on the length 
of his hair, which would constitute an illegal discrim- 
ination on the basis of sex. The court noted that “there 
is little doubt that a standard of personal grooming 
which would prohibit only men from wearing their hair 
long (absent other factors) would constitute sex dis- 
crimination.” The court found, however, that the length 

of plaintiff's hair was not the reason for his discharge. 
There is a distinct difference of opinion in the courts 

on this question, which is exemplified by diametrically 
opposed decisions of two courts of appeal. 

In Willingham v. Macon Telegraph Publishing Co., 
the issue was whether an employer's grooming code re- 
quiring male job applicants to adhere to a hair style 
different from that required of female job applicants 
constituted sex discrimination in violation of the Civil 
Rights Act. That Georgia court said it did. The plaintiff 
claimed he had been refused employment in the retail 
advertising department of a local newspaper solely be- 
cause of his shoulder-length hair. The company claimed 
the plaintiff's hair length would be offensive to its ad- 
vertisers and customers and would injure its goodwill 
throughout the community. 

The court found that if the company could prove an 
adverse community reaction, they might be able to jus- 
tify the differing grooming standards for men and women 
as a bona fide occupational qualification. 

In a completely different point of view, the Court of 
Appeals in the District of Columbia held in Fagan v. 
National Cash Register Co. that it was not unreasonable 
for an employer to have differing grooming standards 
for male and female employees, and that Congress never 
intended to permit an employee to set in motion the ma- 
chinery of the Act “merely because he wishes to wear his 
hair longer than the company rules prescribe.” The 
court also noted that company rules to further a policy 
of obtaining public acceptance are reasonable exercises 
of managerial responsibility. 
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Particular attention has been paid to grooming regu- 
lations in dealing with members of police and fire de- 
partments. 

In a challenge to an Omaha Police Department regu- 
lation regarding the permissible length of hair and mus- 
taches and forbidding beards, the court noted that “pro- 
jecting a ‘neutral’ appearance, because of its relationship 
to the effectiveness of the police officer and the respect 
of the public, outweighs the police officer's desire to as- 
sert his individuality by identifying with a particular 
segment of society through his hair length or style.” 

A New York court, however, found some merit in 
the argument that similar regulations regarding the Suf- 
folk County Police Department were invalid. That court 
found a genuine issue in whether the government may 
interfere with the physical integrity of the individual 
and require compliance with its standard of personal ap- 
pearance. The court held that any such right must be 
justified by a legitimate State interest, and the burden 
was placed on the Police Commissioner to show such an 
interest. 

A Philadelphia court found the firing of a Philadel- 
phia fireman on the basis of the length of his hair to be 
invalid, based partially on the court’s feeling that fire- 
men do not have the same degree of contact with the 
public as policemen. 

Not only hair, but also mustaches and beards have 
fallen victim to the employer's scissors. A court in Flor- 
ida found that an ambulance service was within its 
rights in firing two employees for refusing to shave 
beards and mustaches that were against company policy. 
That employer had no policy on hair length, and be- 
cause only men grow beards the court found there was 
no discrimination based on sex. And finally, a Missis- 
sippi court found that ‘‘a high school grooming regula- 
tion which limits the length and style of an adult teach- 
er's hair, including his mustache, goatee, or beard, is 
irrelevant to any legitimate State interest.” 

As this three-part series has shown, the courts in- 

creasingly have been struggling with challenges to stat- 
utes, regulations, and even societal mores that have 

placed both male and female employees in long-standing 
molds and have insisted they remain there. If one thread 
runs clearly throughout this area, in which there is far 
from unanimity from court to court, it is that these tra- 
ditional ideas of a man’s or a woman's place can no 
longer be assumed: they must be proven. 

If society seeks to limit the incumbency of a particular 
job to one sex, if it wishes to place limitations on the 
working time or receipt of benefits of pregnant women, 
if it wishes to oversee the length of a male employee's 
hair or his wearing of a beard, then society also must 
show a reasonable State interest or compelling business 
necessity. 

We have been served notice by the courts that sex 
discrimination by law or employer fiat no longer will 
escape rigorous judicial review. —Sandra Shapiro 
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Occupational safety 
and health—equals? 

mor than 
aspirin and 
band:-aids ----- 
wrt DO WE MEAN by 
Wa occupational health pro- 
gram, and what is the Commission's 
role in it? Where does an occupa- 
tional safety program fit in? These 
are questions of tremendous im- 
portance to every Federal manager. 
Now for some answers. 

Simply, the term “occupational 
health program’ can be defined as a 
program, provided usually by man- 
agement, to deal constructively with 
the health of employees in relation 
to their work. The purpose of oc- 
cupational health is to bring about 

REPRINTED from a speech delivered 
by Mr. Rehn before the Federal Safety 
Conference of the 61st Annual National 
Safety Congress in Chicago, Ill. Mr. Rehn, 
then CSC's Assistant Director for Health, 
is now Associate Chief of the Commis- 
sion’s Office of Program Review and Au- 
dits. 
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and maintain the highest level of 
physical, social, and mental well- 
being of workers in all professions; 
to prevent any hazard to health due 
to working conditions; to afford on- 
the-job protection against risks aris- 
ing out of agents hazardous to health; 
to place and employ the worker ac- 
cording to his physiological and 
psychological aptitudes; and to 

adapt work to man and man to his 
work. 

Many people raise the question 
“Why is the Civil Service Commis- 
sion concerned with occupational 
health?” My answer to that could 
be summed up in the single word 
“practicality.” From the standpoint 
of practicality, one of the great 
needs in both industry and govern- 
ment today is improved health of 
workers. 

It is most unfortunate but true, 
nevertheless, that many employers 
still think of health programs for 
workers as a humanitarian objective. 
They think of such programs in 
terms of goodwill, loyalty, coopera- 
tion, incentives, and social-minded- 
ness. They do not think of such pro- 
grams in terms of good business 
practice, in terms of greater effi- 
ciency, in terms of conserving a most 
valuable resource—manpower. 

A Profitable Investment 

Yet absenteeism is a costly fac- 
tor; fatigue is a costly factor; acci- 
dents are costly factors; and these, 

among many others, are factors defi- 
nitely and directly related to em- 
ployee health. And this suggests 
with rather conclusive proof that 
poor occupational health is a dis- 
tinct liability, whereas good occu- 
pational health is a distinct asset. 
To put this another way, these pro- 

grams are a profitable investment, 
which have as their justification eco- 
nomic rather than strictly humani- 
tarian considerations. 

No Federal agency would install 
expensive machinery and just let it 
run until it broke down or wore out 
—not if they wanted to stay in exis- 
tence. Maintenance is of the greatest 
importance—expert, continuous main- 

tenance. I offer that as a simple 
definition of occupational health pro- 
gtams: “expert, continuous mainte- 

nance’ of our most valuable equip- 
ment—people. 

It is not good business to wait un- 
til that little squeak becomes a loud 
rattle and then a resounding crash— 
and a costly item of equipment has to 
be replaced; when timely attention 

to the squeak—a little grease or a 
minor adjustment—would have pre- 
vented further trouble. 

It is just as costly, and therefore 

just as bad business, to replace expeti- 
enced personnel when timely attention 
to their small symptoms could have 
prevented permanent breakdowns. 
We can carry this comparison as 

far as you like. Poorly maintained 
machinery, though still running, 
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does not function efficiently or eco- 
nomically; and similarly, employees 
whose health is below par cannot 
be as productive as if they were in 
vigorous health. 

So to more directly answer the 
question of why the Civil Service 
Commission is in the occupational 
health business, I would respond 
by saying this. We are the central 
personnel management agency for the 
executive branch, and concern for the 
well-being of the work force is a 
very practical and important ele- 
ment of personnel management. I 
don’t pretend for a moment, though, 
that the Civil Service Commission is 
tackling this issue alone. 

Interagency Cooperation 

Federal agencies have been au- 
thorized to provide health service 
programs to their employees since 
as far back as 1946. Little was done 
in this area until 1965, however, 

when the Bureau of the Budget 
issued Circular A-72. This Circular 
gave the Civil Service Commission 
a new leadership responsibility in the 
area of employee health activity. 
This responsibility is shared with the 
Department of Labor, General Serv- 
ices Administration, and the U.S. 
Public Health Service. 

I think you will be better able to 
understand the Federal occupational 
health program and the interrela- 
tionship of these four agencies if we 
take a moment to discuss each of 
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their program responsibilities. 
The Public Health Service is re- 

sponsible for carrying out several 
functions. One, they provide con- 
sultative services to agencies on 
occupational medical standards and 
methods. Two, they evaluate, upon 

request, agency health service pro- 
grams in relation to their standards. 
And three, they operate employee 
occupational health programs for 
other Federal agencies on a reimburs- 
able basis where mutually agreeable. 

The General Services Administra- 
tration is responsible for providing 
space and fixed equipment for occu- 
pational health services. 

The Department of Labor has the 
responsibility to authorize medical 
and other services for employees who 
sustain personal injury or disease in 
the performance of duty. Second, they 
provide advice concerning the ap- 
praisal and elimination of health 
risks. And third, they promote ac- 
cident and injury prevention pro- 
grams in the Federal Government. 

The fourth agency, the Civil Serv- 
ice Commission, is responsible for 

actively assisting departments and 
agencies to develop adequate occu- 
pational health programs; and to re- 
port annually to the President on the 
extent, costs, and results of depart- 

mental occupational health programs, 

together with an evaluation of those 
programs with appropriate recom- 
mendations for improvement. 

As you can see, each of these four 

agencies has a specific role to play 
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in the operation of the Federal oc- 
cupational health program. Each 
agency's area of expertise is critical 
to the successful operation of the 
program. To achieve the goal of 
providing occupational health serv- 
ices to all Federal employees, these 
agencies must establish a cooperative 
working relationship. 

I personally believe this coopera- 
tive working relationship has been 
achieved and is demonstrated in the 
current success of the program. At 
the present time, approximately 65 
percent of the Federal civilian work 
force has access to some form of 
occupational health service. There 
are approximately 900 Federal health 
units presently in operation through- 
out the country. 

The remaining 35 percent of the 
Federal population who do not have 
access to occupational health serv- 
ices are predominantly located in 
remote geographic areas with small 
employee populations. Experience 
has indicated that usually it is un- 
economical to attempt to establish 
traditional health unit programs for 
these employees. Alternative meth- 
ods for providing health services for 
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this employee population are being 
developed, however. In certain lo- 
cations throughout the country, pro- 
grams are already in operation. 

These are very encouraging 
achievements and there are more that 
I could recite to you on the positive 
side. I believe, though, that we must 
be careful not to let this initial suc- 
cess result in complacency. There is 
still much to be done. 

Stamping Out the 
First Aid Room Concept 

If there is to be a real occupational 
health program in the Federal serv- 
ice it must focus on prevention— 
not on the aspirin and band-aids of 
the old-fashioned first aid room. In 
our opinion, preventive health is the 
essence of occupational health and 
we should be placing a high priority 
on stamping out the “first aid room” 
concept, which still seems to exist 
among a number of our Federal agen- 
cies. 

By this time you may be asking 
yourself what services should an oc- 
cupational health program provide? 
The Commission believes an ade- 
quate occupational health program 
should include: 

(1) Periodic testing for the early 
detection of chronic disease or dis- 
orders, e.g., cancer, diabetes, hearing, 

vision, etc. I want to stress early 

detection since our goal is to iden- 
tify diseases before they are sympto- 
matic, costly to control, and most 
important, to minimize extended ab- 
sences of an individual whose skills 
would no doubt be difficult and ex- 
pensive to replace. 

([] Immunization programs (flu, 
tetanus, smallpox, etc.). 

(-) Periodic medical examina- 
tions, especially of persons whose 
positions involve exposure to hazard 
or whose responsibilities include the 
public's safety. 

(C1) Referrals to private physicians 
for treatment of medical conditions 
which, if ignored, could become 
disabling. 

(] Treatments requested by pri- 
vate physicians such as administering 
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periodic allergy medications to mini- 
mize absences from the worksite. 
) Health guidance and counsel- 

ing. 
(-) Emergency diagnosis and first 

treatment of injury or illness on the 
job—which, in practice, is a dis- 
tinctly different service from that of 
the first aid room, although first 
aid has a legitimate role. 

(1) And finally, assistance in de- 
tecting and solving safety and en- 
vironmental sanitation problems. 

Link Between Occupational 
Health and Safety Services 

In brief, this is what the Com- 
mission believes is an adequate occu- 
pational health program. As you can 
see from the services identified, we 
consider safety and environmental 
health to be an integral part of a 
Federal occupational health program. 
In fact, a definite interrelationship 
exists between safety and a number 
of the other occupational health serv- 
ices. Let's take a moment and look 
at some of these interrelationships. 

One of the most obvious, of 
course, is the capability of the health 
facility to provide emergency treat- 
ment of illness or injury occurring 
on the job. The Office of Federal 
Employees’ Compensation has au- 
thorized these health facilities to pro- 
vide initial care to employees injured 
on the job. If the injury or illness is 
serious enough to need further treat- 
ment, the health unit will then use 
its referral capability and see to it 
that the employee is referred to the 
necessary hospital or physician. 

The health facilities’ screening and 
physical examination programs can 
be utilized to evaluate the impact of 
the employee's work environment on 
his personal health. Through these 
early disease detection programs, the 
severity of employee illnesses can be 
minimized and result in reductions 
in absenteeism and disability retire- 
ments, as well as minimizing acci- 
dents and injuries by identifying con- 
ditions that potentially can be a haz- 
ard to the employee or his coworkers. 

The health facility can also serve 

as an excellent resource for agency 
safety officers in the distribution of 
informational material and develop- 
ment of safety educational programs. 

There is even a relationship be- 
tween employee counseling and safe- 
ty. Here I am speaking particularly 
about counseling employees with al- 
coholism problems. Recent studies 
performed in this area indicate that 
employees with drinking problems, 
particularly during the early years of 
their problem, have twice as many 
on-the-job accidents as employees 
without a drinking problem. The 
Comptroller General has estimated 
that alcoholism among Federal em- 
ployees may be costing the Federal 
Government, as an employer, as much 

as $550 million annually in payroll 
losses. 

The Federal Government recog- 
nizes not only the seriousness of the 
alcoholism problem, but also the 
problem of drug abuse. To combat 
these problems, two major pieces of 
legislation have been passed over the 
last 3 years (P.L. 91-616 and PL. 
92-255), which direct Federal agen- 
cies to develop and maintain pro- 
grams to combat alcoholism and drug 
abuse among Federal employees. In 
our opinion, safety officials have a 
definite role to perform in dealing 
with these kinds of problems. 

So far in this presentation my re- 
marks have largely centered on the 
Commission's occupational health 
responsibilities under OMB Circular 
A-72—a program that administers 
emergency treatment for on-the-job 
illness and injury, but in the preven- 
tive area focuses on early detection 
of nonoccupationally incurred illness 
which, however, can dramatically im- 
pair work performance. 

Let me turn now to the occupa- 
tional safety and health program for 
which the Department of Labor and 
the Department of Health, Educa- 
tion, and Welfare have responsibility. 
It has been well publicized and is 
well known that the Occupational 
Safety and Health Act of 1970 and 
Executive Order 11612 represent 
landmark developments so far as the 
well-being of the Federal employee 
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is concerned. Of course, you are fully 
familiar with safety as a function— 
and over the years you have found 
solutions to a host of problems that, 
if left uncorrected, can lead to trau- 
matic accidents. 
An interesting observation is that 

most of the workdays lost by Fed- 
eral employees due to illnesses and 
injuries on the job are the direct re- 
sult of accidents—failure to observe 
safety rules. What about the unde- 
tected and unreported illnesses stem- 
ming from, for example, radiation, 
gases, heat irritants, noise, etc., that 

exist in the industrial environment? 
This area is in my opinion the new 
frontier opened by the Occupational 
Safety and Health Act of 1970—the 
area that offers a real challenge to 
all of us who are concerned about 
safety and health. 

The real challenge comes from the 
fact that there are many factors that 

| are unknown about employee health. 
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The line between nonoccupational ill- 
ness and occupational illness is often 
unclear. Disease is sometimes slow 

in developing and the exact cause 
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may be difficult to nail down. One 
thing is clear, though—that whether 
occupationally or nonoccupationally 
induced, disease and accidents can 
impair work performance, create po- 
tential safety risks, contribute to lost 
man-hours, and shorten careers. 

One Can’t Exist 
Without the Other 

With the background offered in 
this presentation, I confess my in- 
ability to weigh the relative merits 
of safety and health. They are so 
intermingled, so interdependent, so 
focused on the well-being of the em- 
ployee that the employee is the loser 
if one exists and the other does not. 

There is the necessity for assuring 
the safety of equipment and the 
physical plant in relation to the 
worker; the necessity for assuring a 
clean and harmless environment; the 

need to identify hazards inherent in 
certain occupations and to design and 
administer protective equipment and 
medical monitoring to minimize harm 
to the employee; the need to educate 

the employee about his own personal 
health and to assist him or her in 
maintaining it to prevent accident 
and/or absence. 

No one individual, whether doc- 
tor, nurse, safety engineer, or envi- 

ronmental hygienist, can do the com- 
plete job. It has to be a team effort. 
Beyond this, we need to develop ef- 

fective ways to work cooperatively 
with other Federal agencies con- 
cerned with health and safety of 
Federal employees because no sin- 
gle agency can effectively tackle the 
problem alone. And above all, we 

need to motivate Federal manage- 
ment to establish as a priority goal 
the development of safety and health 
programs that will serve as models 
to all employers. 

I would like to make one last 
point, and that is the Commission 
believes occupational health and oc- 
cupational safety are not just equal, 
they are inseparable. The efficient 
operation of one program is depend- 
ent on the inclusion of the other. 

= 

Twenty-five top career officials have been chosen to 
participate in the first year of the Federal Executive De- 

' velopment Program (FEDP). 

Sabet ce 
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They are: Thomas Andretta, Department of the Treas- 
ury; Delores T. Battle, Department of Labor; Carolyn 
Betts, HEW; Harold A. Butz, Jr., Department of Trans- 

, portation; Paul F. Castellon, DOT; Charles L. Demp- 

_ sey, HUD; David L. Edgell, Labor; Maurice L. Fowler, 
Department of the Air Force; R. Michael Gall, Depart- 
ment of the Navy; Joseph W. Gorrell, Department of 

| the Interior; Kenton B. Hancock, Navy; James P. Jad- 
imi 
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los, General Services Administration; George W. Jett, 
Air Force; John D. Johnson, Treasury; Reginald M. 
Jones, U.S. Civil Service Commission; James A. Ken- 
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nedy, Department of the Army; James B. Lancaster, Jr., 
OMB; Paul D. Mahoney, Army; Richard Michaels, 
Navy; Goetz K. H. Oertel, NASA; Donald S. Russ, 
Army; Robert W. Schmeding, AID; Wayne W. Sharp, 
Department of Agriculture; Richard A. Stimson, De- 
fense Supply Agency; and Richard N. Vannoy, Water 
Resources Council. 

Those chosen survived a rigorous selection process 
that consisted of direct individual application by 3,200 
persons, agency review and nomination of 320 candi- 
dates, and selection of 100 semifinalists whose qualifi- 
cations for the program were then assessed and ulti- 
mately reviewed by the Final Selection Board. 

The Federal Executive Development Program, spon- 
sored by the Office of Management and Budget in co- 
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operation with the U.S. Civil Service Commission, is a 

year-long developmental program featuring both educa- 
tional and management experiences designed to prepare 
the participants for executive responsibilities. For the 
first group selected, the year began in early March with 
a specially designed training session at the Federal Ex- 
ecutive Institute in Charlottesville, Va. The rest of the 
program year will consist of one or more developmental 
work assignments, individually planned to round out 
managerial experience and capabilities. 

At the end of the program year, either the partici- 

pants will return to their own agencies or seek employ- 
ment opportunities in other agencies. 

For further information about the program, call Na- 
nette Marie Blandin, (202) 395-6917. 

Seminar for Federal Managers 

The Civil Service Commission is now developing a 
model course for persons entering their first Federal 
managerial positions. This 3-week residential course, 
Seminar for New Managers, will be included in the 
Commission’s Executive Seminar Center program in Fis- 
cal Year 1975. To be conducted initially at the Oak 
Ridge, Berkeley, and Kings Point Executive Seminar 
Centers, the course will be made available for agencies 
to conduct later in FY 1975. 

Purpose of this seminar is to provide new managers 
an opportunity to learn managerial skills that are imme- 
diately needed to perform effectively in their new posi- 
tions. This purpose will be accomplished by providing 
the manager opportunities to: 

() Learn or sharpen performance-related managerial 
skills and knowledge. 

(.) Broaden his or her perception of the role of a 
Federal manager. 

() Develop a plan for learning how to become more 
effective in dealing with critical factors in the manager's 
agency work environment that strongly influence mana- 
gerial effectiveness. 

The Seminar for New Managers is being developed 
to assist agencies in preparing managers to meet the 
managerial knowledge and skills requirements set forth 
in FPM Letter 412-2, “Executive and Management De- 
velopment.” 

The Commission has informed agencies that it is pre- 
pared to provide training for 1,600 managers in the 
Seminar for New Managers in FY 1975, if needed by 

agencies to respond to the Government-wide goal of im- 
proving managerial effectiveness. 

Agencies have been advised to submit total projected 
managerial training needs for spaces in the FY 1975 
Executive Seminar Center programs, as the Commission 
is committed to expansion of the programs if agency re- 
quests exceed the capacity of the three Centers. 

For further information, contact Thomas Loftis, (202) 
632-5600. 
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Course for Computer Programmers 

The Civil Service Commission's ADP Management 
Training Center in Washington, D.C., is planning to 
conduct a special course for the deaf. The course, Sys- 

tems Analysis for Computer Programmers, will be in 
session September 9-13, 1974. Probably the first such 
undertaking for the deaf in this field of study, it will 
differ from the regular offering only in that application 
is limited to deaf computer programmers and interpreters 
will translate the instructor's lectures and the students’ 
sign language. 

The course will familiarize participants with the five- 
phase approach to systems analysis and design and the 
detailed tasks required by each phase. On completion of 
this course, the student should be capable of applying 
proven systems analysis techniques and be able to resolve 
communication problems inherent in systems develop- 
ment projects. 

The cost of the seminar—$250 per person—will be 
shared by the participating agencies. Experience in com- 
puter programming is a necessary prerequisite for this 
course. Computer programmers and newly assigned sys- 
tems analysts (with programming experience) are eli- 
gible for nomination. Additional information can be ob- 
tained from the ADP Management Training Center, 
(202) 632-5650. 

Managerial Effectiveness Seminar 

A new program, Managerial Effectiveness Seminar, 
has been added to the curriculum of the Civil Service 
Commission's General Management Training Center in 
Washington, D.C. It responds to the needs of managers 
and executives for training designed to improve their 
on-the-job effectiveness and the productivity of their or- 
ganizations. It is a useful program for men and women 
who are executives or who have been identified as having 
high potential for executive positions. 

The Managerial Effectiveness Seminar provides man- 
agers and executives with tools and techniques to help 
them analyze on-the-job situations and identify the ap- 
proach that may best be used to achieve a broader span 
of operational effectiveness. The program helps them 
identify key areas of their managerial jobs in which they 
need to obtain results. 

The seminar is a 6-day, intensive learning experience 

based on modern theory. Few lectures are given; learn- 
ing is dependent primarily on individual and group ef- 
fort, with a minimum of instructor input. The program 
is conducted in a residential environment to facilitate 
learning. 

You may obtain further information about the Mana- 
gerial Effectiveness Seminar by calling the General Man- 
agement Training Center, (202) 632-5671. 

—Anthony ]. Ryan, Jr. 
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Upward Mobility 

Under Public Law 92-261, the Equal Employment Op- 
portunity Act of 1972, Government agencies and instal- 
lations are required ‘’. . . to provide a maximum oppor- 
tunity for employees to advance so as to perform at their 
highest potential.” 

While full utilization and development of employees 
have always been sound management practice, now it is 
the law. The Civil Service Commission, responsible for 
seeing that the law is implemented, requires agencies to 
provide for employee development and utilization as 
part of their EEO program planning process. 

Commission instructions to agencies for the develop- 
ment of EEO plans require that the plans include action 
areas addressed to ‘full utilization of the present skills 
of employees,” and “upward mobility efforts for em- 
ployees at the lower levels.'’ There is a distinction be- 
tween employees who are underutilized, and those whose 
present skills are being fully utilized but who, with 
some help and encouragement, could learn to perform 
more difficult higher level tasks. Different approaches 
are needed to assist in the employment growth of each 
group. 

The Commission defines the underutilized person as 
one who has prerequisite knowledge, skills, and abilities 

that are not being utilized by an agency. For full devel- 
opment of such persons, agencies should: 

(] Conduct surveys of underutilized or nonutilized 
employee skills that are available in the existing work 
force. 

(] Establish ‘‘skill banks” to match underutilized em- 
ployees with available job opportunities. 

(J Review job qualification requirements to make 
certain that they are not unrealistically high in terms of 
the job to be done, and that they do not screen out 
lower level employees capable of performing the real 
functions of the job. 

{_] Restructure jobs and establish entry-level and 
trainee positions to enable employees to utilize skills they 
already have and allow them movement among occupa- 
tional areas. 
While underutilization of employees is becoming 

less frequent, it still exists and needs to be corrected. 
Most upward mobility program activities, however, are 

aimed at employees who do not have prerequisite knowl- 
edge, skills, and abilities, but who have the potential to 
learn the skills needed to perform higher level work. 
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EQUAL OPPORTUNITY EQUAL OPPORTUNITY 

The law does not specify any minimum grade levels 
for upward mobility efforts, but these employees are gen- 
erally concentrated below grade GS-9 in white-collar 
jobs or in equivalent levels under other pay plans. This 
is also where large concentrations of minorities and 
women frequently occur in the work force. 

For upward mobility programs, the Commission re- 
quires agencies to do the following as part of their 
equal employment opportunity planning: 

() Establish training and education programs designed 
to provide maximum opportunities for employees to ad- 
vance so as to perform at their highest potential. 

() Insure that agency job qualification standards do 
not constitute unwarranted barriers to upward mobility. 

(J Create career development plans for lower level 
employees who demonstrate potential for advancement. 

() Establish personnel procedures and career systems 
to increase opportunities for advancement, training, and 

education for lower grade employees. 
( Conduct positive programs of occupational analy- 

sis, job redesign, and job restructuring to provide new 
opportunities for entry employment, advancement, and 
bridges to higher grade jobs. 

Experience has shown, however, that even though 

an agency develops equal employment opportunity plan 
items using the preceding guidance, such items are un- 
likely to produce positive results unless: 

() They are assessed against current and projected 
agency manpower requirements so as to identify specific 
or restructured target jobs. 

() Top management is committed to filling some ap- 
propriate manpower needs through upward mobility. 

Also vital to a full range of upward mobility pro- 
grams are a thorough communication system, a fair can- 
didate-selection system, an ongoing employee counseling 
system, and a program-monitoring and reporting system. 

Upward mobility is a major thrust of the Govern- 
ment-wide equal employment opportunity effort and is 
an area in which the President has expressed a keen 
personal interest. 

While success of upward mobility efforts in Federal 
agencies is reflected in statistics that show increased up- 
ward movement of lower level employees, including mi- 
norities and women, into better paying and more re- 
sponsible jobs, there is still a big job facing Federal 
agencies. Their best effort is required to assure there is 
fair opportunity for all persons to overcome past disad- 
vantage and advance in accordance with their abilities. 

—Rene Vawter 
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Advising the CSC on 
Blue-Collar Pay 
by JEAN STEWART, Wage Specialist, Federal Prevailing Rate Advisory Committee 
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HAT GOES ON in the Fed- 
eral Prevailing Rate Advisory 

Committee may not be collective bar- 
gaining in a technical sense, but it is 
a close first cousin. This is because 
the Committee makes recommenda- 
tions to the Civil Service Commis- 
sion on policies and provisions that 
affect how much a plumber in Kan- 
kakee or a gas station attendant in 
Pensacola gets to put in his pocket. 

The Committee is similar in struc- 

ture and function to its predecessor, 
the National Wage Policy Commit- 
tee. As was the case with the old 
Committee, the new one has five 

management and five labor mem- 
bers. The big difference is that the 
new Committee has a Chairman, who 

by law can hold no other Federal 
position. Current Chairman David 
T. Roadley, formerly of the Federal 
Service Impasses Panel, has a long 
history of work as a mediator. 

The five agencies represented on 
the Committee in 1973 were the 
U.S. Civil Service Commission, the 

Departments of Defense, Navy, and 

Air Force, and the Veterans Admin- 
istration. (On January 1, 1974, the 
Department of the Navy was re- 
placed by the Department of the 
Army, which will be represented for 
2 years. Rotation of the three mili- 
tary departments through the two 
seats on the Committee reserved by 
law to the military departments is by 
agreement with the Department of 
Defense, which by law has a perma- 
nent Committee seat.) 

The five labor organizations rep- 
resented are the Metal Trades De- 

partment (AFL-CIO), the Interna- 

tional Association of Machinists and 

Aerospace Workers (AFL-CIO), the 

American Federation of Govern- 

ment Employees (AFL-CIO), the 
International Brotherhood of Elec- 

} trical Workers (AFL-CIO), and the 
' National Association of Government 

Employees (Ind). Managing the 
day-to-day administrative needs for 
the Committee is a staff that includes, 

| besides the Chairman, the Committee 
Secretary, a wage specialist, and a 
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How the Committee 
Came Into Being 

On August 19, 1972, the Presi- 

dent signed P.L. 92-392, the Pre- 
vailing Rate Systems Act, thereby 
placing a comprehensive pay system 
for Federal blue-collar employees 
under statutory authority for the 
first time. The Act comprises the 
main features of the Coordinated 
Federal Wage System, which had 
been introduced and developed by 
executive authority. The system sets 
hourly pay rates for blue-collar work- 
ers based on wages paid for com- 
parable work and responsibility in 
the private sector in the same labor 
area. 

Shortly thereafter, P.L. 92-463, the 

Federal Advisory Committee Act, 

was enacted, adding some new obli- 

gations to the basic mandate found in 
92-392. Specifically, these included 
provision of a charter, regular ad- 
vance notices of meeting dates pub- 
lished in the Federal Register, and 
an annual report in the form of a 
statistical summary that is submitted 
to the Office of Management and 
Budget. 

One of the requirements of P.L. 
92-463 .is that meetings of all ad- 
visory committees will be open to 
the public unless the head of the 
agency determines that open meet- 
ings would be contrary to the provi- 
sions of the Freedom of Information 
Act. On December 22, 1972, Chair- 

man Hampton determined that all 
meetings of the Committee are 
closed under these provisions. 

The Modus Operandi 

Although the Committee has a 
formally adopted set of rules, the 
emphasis in the rules is on mutually 
acceptable procedures with a mini- 
mum of parliamentary technicalities. 
This highlights a main feature of 
Committee work—that is, a general 
informality and presumption of good 
faith on the part of all members. 

In the normal give and take of 
Committee meetings, all aspects of 

an issue are aired and all viewpoints 
expressed. In many cases, items 
under discussion are settled sooner 
or later by consensus. These matters 
are forwarded to the staff of CSC's 
Bureau of Policies and Standards for 
implementation. 

On other issues, the Committee 

may find itself at an impasse. Some- 
times many concessions are made by 
both sides before an insurmountable 
barrier is reached. At other times, 
the nature of the question is such 
that no compromise is possible. 
When this happens, positions are 
stated, and the whole matter is voted 

either up or down. On occasion the 
Chairman may offer alternative con- 
cepts embodying parts of proposals 
already on the table. These are us- 
ually at least partly satisfactory to at 
least enough members to have it pass 
by majority vote. 

When impasses occur, when mem- 

bers honestly feel they can move no 
further in the direction of agree- 
ment, then a resolution of the issue 

is arrived at by majority vote. The 
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results of the vote, along with an ex- 
planation of the background and the 
positions taken, are formulated by 
Committee staff into a formal recom- 
mendation. The recommendation is 
sent to the three CSC Commissioners 
for their decision. 

Voting to break a tie represents 
one of the three hats the Committee 
Chairman wears in the course of 
Committee meetings. When tie- 
breaking becomes necessary, the 
Chairman acts as an umpire. He is 
rendering a final binding judgment. 
More frequently, the Chairman acts 

as a mediator, suggesting compro- 
mises and alternatives, sometimes 
shuttling back and forth between 

caucus rooms, all in an effort to help 

the two sides hammer out an agree- 
ment. Of course he also acts as 
Chairman, keeping the meetings run- 
ning smoothly and according to the 
agenda. 

Helping To Build a New System 

A major new provision of P.L. 92- 
392 was the extension of coverage of 
the Federal Wage System to some 
70,000 employees of nonappropriated 
fund (NAF) activities of the armed 
forces and employees of VA's Veter- 
ans Canteen Service, who are em- 

ployed in recognized trade, craft, 

and laboring positions. They work 
in activities such as post exchanges, 
base recreational activities, and VA 

canteens. These employees pre- 
viously had their pay set under a 
variety of methods developed by 
their employing agencies. 

In extending Federal Wage Sys- 
tem coverage to these NAF employ- 
ees, the new law imposed two spe- 
cific requirements for the fixing of 
their pay, which are different from 
the requirements for employees paid 
from appropriated funds. 

The first is that the boundaries of 
the local wage area cannot extend 
beyond the immediate locality of 
their employment. By contrast, wage 
areas for appropriated fund employ- 
ees are not under this restriction and 
tend to be much larger. 

The second requirement is that 
the wages surveyed for the fixing of 
NAF pay rates must be limited to 
those paid by private employers to 
full-time employees in a representa- 
tive number of retail, wholesale, 

service, and recreational establish- 

ments that are similar to those in 
which the NAF workers are em- 
ployed. 

This means that the types of pri- 
vate establishments surveyed to ob- 
tain NAF pay rates are generally dif- 
ferent and are much more limited 
in variety than the types of indus- 
tries surveyed for appropriated fund 
workers. These limitations reflect 

the fact that the NAF work force is, 

in the main, different and far less 

diversified than the appropriated 
fund work force in its occupational 
makeup. 

In essentially all other aspects, 
however, NAF employees and em- 
ployees paid from appropriated 
funds are treated alike for pay pur- 
poses. 

Since the NAF provisions of the 
new law meant developing an en- 
tirely new system, the Committee 
spent most of its first year of work 
discussing policy matters related to 
the NAF system. These delibera- 
tions led to a number of items settled 
by consensus, as well as several for- 
mal recommendations sent to the 
Commission. The end result was full 
implementation by the Commission 
of the Federal Wage System for NAF 
employees. (Instructions for adminis- 
tering the systems are found in FPM 
Supplement 532-2.) 

Some of the key issues that arose 
during that time were the nature of 
NAF wage areas, which NAF em- 
ployees were covered by the law, and 
which types of private establish- 
ments should be surveyed to obtain 
data needed to fix the pay of NAF 
employees who are covered by the 
new law. Another important matter 
concerned the application of the so- 
called Monroney provisions, which 
govern areas where private industry 
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has an insufficient number of com- 
parable positions for the establish- 
ment of wage schedules and rates. 
Also settled were various matters 
concerning the grading system and 

| the number of schedules that should 
_ be established. 

} The Committee also worked out 
by consensus a way to apply P.L. 92- 

» 392’s new step-rate provisions (the 
establishment of five steps in each 
grade of all regular, nonsupervisory 
schedules) to NAF employees with- 
out having to wait until they could 

{ be put under the new system. Each 
> area would become a part of the sys- 
} tem only when the survey was com- 

! pleted and the new pay rates set. 
' This process takes 2 years. So the 

yr 

(~~ 
Bo Sh. 
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* 
, the ongoing system. 

Committee—labor and management 
together—helped to save NAF em- 
ployees from what could have been 
a very costly delay. 

Reviewing the Ongoing System 

While the members may have 
sighed with relief once the NAF sys- 
tem was established and underway, 

it certainly did not mean that the 
Committee had run out of work. 
There are always plenty of issues 
and problems arising from the work- 
ings of the system for appropriated 
fund employees and also the imple- 
mentation of the NAF system, as 

well as matters affecting both types 
of wage employees, to keep the Com- 
mittee busy. 

Since its inception, the Committee 

has dealt with many such issues. 
These include a problem that arose 
concerning what the appropriate pay 
rates for Navy inspectors should be, 
various issues growing out of the 
Economic Stabilization Program, and 
the matter of several wage areas 
whose boundaries needed to be 
changed so that enough private in- 
dustry wage data could be obtained 
for setting Federal wage rates. 

The committee also has spent time 
considering several proposals for 
new categories of hazard pay. There 
are many types of work for which 
the payment of a percentage differen- 
tial has been approved because they 
are recognized as presenting unusu- 
ally severe hazards. An agency or a 
labor union may recommend adding 
a new category if it thinks the type 
of work is so dangerous that extra 
pay is warranted. Such proposals 
must be brought before the Com- 
mittee for action. (These hazard pay 
provisions apply to all employees 
covered by P.L. 92-392.) 

All in all, the Committee has been 

successful to date in accomplishing 
its mission of helping to develop the 
NAF wage system and of taking 
needed action on matters concerning 

Above and beyond that, most 

would agree that the Committee is 
providing a useful forum for good 
labor-management relations. Both 
labor and management are talking 
and listening to each other, and both 
often make compromises in the con- 
tinuing effort to reach mutually ac- 
ceptable solutions. The challenge to 
the Committee for the future is to 
try to be even more productive, while 
maintaining a healthy bilateral cli- 
mate. 

~ 

\ 

+ 

25 



aPPeals 
% Significant Decisions of the Board of Appeals and Review 

Adverse Actions 

Imposition of new trial period for excepted employees 

The appellant, a preference eligible employee in the 
excepted service, completed | year of current continuous 
service. Subsequently and without a break in service, he 
was appointed to a new position in the same line of work 
subject to the completion of anew “probationary” period. 
The appellant was removed because of ‘‘sub-minimal’’ 
performance during the newly imposed probationary 
period. 

The Commission's first appellate level office held that 
since the employee was in the excepted service and was 
removed while serving a probationary period, the Com- 
mission did not have jurisdiction to adjudicate his appeal. 

On further appeal the Board of Appeals and Review 
held that based on the facts and circumstances the Com- 
mission did have jurisdiction to accept and adjudicate the 
appellant’s appeal notwithstanding the agency's imposi- 
tion of a new probationary period; that the removal 
action came within the purview of 5 U.S.C. 7512 and 
part 752-B of the Civil Service Regulations; and that the 
agency failed to follow the mandatory requirements of 
the law and regulations in removing the appellant. The 
Board reversed the removal action and recommended the 
appellant's retroactive restoration to the position from 
which he was removed. 

Equal Employment Opportunity 

Corrective action 

In this case, the complaint was over 180 days old when 
the complaints examiner forwarded his decision to the 
agency in which he had made a recommended finding of 
discrimination. The agency did not issue its decision find- 
ing no discrimination until after 30 calendar days had 
elapsed. Section 713.220(d) of the Civil Service Regu- 
lations provides that when the complaints examiner has 
submitted a recommended decision finding discrimina- 
tion, and the agency has not issued a final decision with- 
in 180 calendar days after the complaint was filed, the 
complaints examiner's recommended decision shall be- 
come a final decision binding on the agency 30 calendar 
days after its submission to the agency. 

The agency's decision was rescinded by the Board and 
the complaint was remanded for a new decision adopt- 
ing the complaints examiner's decision and corrective 
action. 

26 

Not within purview 

The complainant, a U.S. citizen working outside the 
continental United States, was employed as a noncraft 
towing locomotive operator, designated as a nonsecu- 
rity position. He stated that his duties were identical to 
those performed by other noncraft towing locomotive 
operators who were U.S. citizens and whose jobs had 
been designated as security positions. He contended, 
therefore, that as a result of the agency's failure to des- 
ignate his position as a security position (a position 
that must be filled by a U.S. citizen), his rate of pay 
was lower than that of other U.S. citizens employed in 
security positions. The agency rejected the complaint as 
not within the purview of the Equal Employment Op- 
portunity Act of 1972 (P.L. 92-261). 

The Board stated that the EEO regulations, which had 
been revised in accordance with the EEO Act of 1972, 

cover, in part, complaints of discrimination on the basis 
of national origin (the nationality of one’s ancestors). 
Complaints of discrimination based on citizenship or 
occupation are not within the purview of the regulations, 
and are not covered in the Act. 

Since the record showed that the complainant's alle- 
gations of discrimination did not concern the nationality 
of his ancestors, but instead referred to his citizenship, 
the Board found that his complaint was not within the 
purview of part 713 of the Civil Service Regulations 
and, therefore, affirmed the agency decision. 

Allegation of discrimination based on 
a projected reduction-in-force action 

Complainant, a GS-11 personnel management spe- 
cialist, received a reduction-in-force notice on November 

17, 1972. Effective January 6, 1973, complainant trans- 
ferred to another agency in lieu of separation by reduc- 
tion-in-force procedures. On April 10, 1973, complainant 
learned that two trainee personnel management special- 
ists, both male, had been promoted effective February 4, 

1973, to GS-11 positions in the personnel office where 
she had previously been employed. 

Contending that she had been discriminated against 
because she is a female, she submitted a formal complaint 
of discrimination dated April 23, 1973, to officials of 
the agency where she had accepted employment. These 
officials forwarded the complaint to her former agency, 
where it was rejected as being untimely filed because 
her formal complaint had been filed over 3 months after 
her transfer. The agency also advised the complainant 
that it was rejecting her complaint because the remedial 
action sought—general ameliorative action, rather than 
restoration to her former position—was not pertinent to 
her complaint. 

The Board noted that the complainant did not have 
cause to believe she might have been discriminated 
against until she learned that two males had been pro- 
moted immediately following the lifting of a “freeze” 
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on promotion actions. Accordingly, the Board reversed 
the agency decision and returned the complaint for fur- 
ther processing and for a new adjudication. 

The Board noted that the complainant did file her 
complaint within 13 days after she learned of the promo- 
tions, and it further found that the reason given by the 
agency with respect to the remedial action sought was 
not a proper one for rejecting the complaint. In this 
regard, the Board noted that relief in the form of general 
corrective action is frequently recommended in connec- 
tion with discrimination complaints, even when the 
matter complained of is individual in nature. 

Disposition of general (third party) complaint 
not appealable to BAR 

Complainant, a GS-4 clerk stenographer, alleged in 

her formal complaint that she had been discriminated 
against on the basis of sex because of a regulation pro- 
mulgated by her installation headquarters. 

She maintained that the President, through the Office 
of Management and Budget, had directed executive de- 
partments and agencies to implement actions to control 
gtade escalation, and that the regulations promulgated 
by her agency in response to this directive were intended 
to apply to all series of jobs. She contended that her 
installation headquarters, however, had issued a regula- 

tion intended to control grade escalation in only three 
series of jobs—clerk typists, secretaries, and clerk stenog- 
raphers—and that this regulation was discriminatory 
because all of these jobs at her installation were filled 
by women. The agency investigated the complaint and 
found that the complainant had not been discriminated 
against on the basis of sex. 

The Board found that allegations in the formal com- 
plaint were related to possible effects of the regulations, 

which the complainant considered to be discriminatory, 
rather than to an individual matter or personnel action 
that had affected her directly. Because the complainant 
had raised a general matter, rather than an individual 

matter, the Board decided that the complaint was not 
within the purview of the Board’s appellate authority, as 
set forth in part 713 of the Civil Service Regulations. 
Accordingly, the Board declined to accept the appeal for 
adjudication. 

, Acceptable Level of Competence 

Excessive delays in issuing reconsideration decision 

The appellant was denied a within-grade salary in- 
| crease based upon the determination that his work per- 

! 
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formance was not at an acceptable level of competence. 
The agency required a 22-month period to conduct the 
teconsideration proceedings. Section 531.407(d) of the 
Civil Service Regulations provides that in processing an 

} employee's request for reconsideration, the agency shall 

use a uniform procedure that insures a prompt decision 
in writing by a higher level in the organization. 

The Board noted that the appellant requested a re- 
consideration hearing four different times before it was 
finally granted, and that the agency's explanation for 
the delay was insufficient to justify the unreasonable de- 
lay. Accordingly, the Board found that the agency ac- 
tion was arbitrary, and reversed the withholding action. 

Reduction in Foree 

Not within purview of reduction-in-force regulations 

The agency appealed a decision of the Commission's 
first appellate level, which had determined that a Postal 
Service employee should have been accorded reduction- 
in-force procedures under part 351 of the FPM because 
her position was to be abolished and her separation or 
demotion*was to follow. 

On appeal to the Board, the agency contended that 
the employee, a nonpreference eligible, had‘no right to 
bring a reduction-in-force appeal before the Board in 
light of the Postal Reorganization Act. The Board agreed 
with this position and reversed the first appellate level 
decision by holding that the appeal was not within the 
Commission's appellate purview. The Board concluded 
that the Postal Reorganization Act did not contemplate 
the application of retention preference rights to non- 
veteran employees of the Postal Service. 

Reemployment Priority List 

Corrective action 

The Commission's first appellate level office found 
that in July 1970 the agency had violated the appellant's 
reemployment priority rights by failing to offer him a 
position for which he was found to be qualified. The ap- 
pellant, however, subsequently had been appointed (De- 
cember 1971) from a reemployment priority list to a 
position at a higher grade level, and the first appellate 
level office determined that no further corrective action 
was required. The appellant contended that the first ap- 
pellate level office should have recommended that he be 
reinstated retroactively to the position to which he previ- 
ously was denied reemployment rights. 

The Board concurred in the findings of the first ap- 
pellate level. Civil Service Regulations do not provide 
for the retroactive reinstatement of an employee whose 
reemployment priority rights have been violated. Such 
remedies as are available under the Regulations are pros- 
pective in nature. Since the appellant already had been 
reinstated in a higher level position, no remedy was 
available with respect to the July 1970 violation of ap- 
pellant’s reemployment priority rights. 

—William P. Berzak 
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NEW FILMS 
FOCUS 

ON LABOR 

RELATIONS 

by SUSAN CLARY 

Associate Director 

Labor Relations Training Center 

U.S. Civil Service Commission 

BARGAINING, GRIEVANCE, ARBITRATION. These are the subjects 

around which three new films have been built. Spotlighted on 

pp. 28-30 are selected scenes from the films themselves. 
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HREE NEW FILMS are avail- 
able to acquaint Federal and pub- 

lic sector managers and other inter- 
ested audiences with the problem- 
solving methods of collective bar- 
gaining. 

The Civil Service Commission's 
Labor Relations Training Center 
produced the films, which will be 
used by CSC interagency training 
centers and may be purchased or 
rented by agencies and labor organi- 
zations for use in their own training 

programs. 

The films deal with the processes 
of negotiation, grievance handling, 
and grievance arbitration. These pro- 
cedures are explored to determine 
their function, conduct, and impact. 
Basic principles of these collective 
bargaining mechanisms are pre- 
sented, as well as those issues of 

special importance to Federal and 
public sectors. 

Negotiation 

“At the Table” (16 mm. color/ 
sound, 46 minutes) depicts the nego- 
tiation of a Federal labor-manage- 
ment agreement. Management and 
union negotiators deal on issues of 
importance to employees in the bar- 
gaining unit. 

The film is particularly timely in 
its portrayal of the parties’ ability to 
agree on measures to cope with em- 
ployee problems without violating 
the non-negotiability of management's 
retained rights. Bargaining tactics 
and techniques are explored through 
a narrator's critique of the parties’ 
conduct at the table. 

This film was produced in coop- 
eration with the Department of 
the Navy's Office of Civilian Man- 
power Management, which supplied 
the original script and the actors. 

Handling a Grievance 

“Anatomy of a Grievance” (16 
mm. color/sound, 23 minutes) fo- 
cuses on the processing of a griev- 
ance through the steps of a typical 
negotiated grievance procedure. 

April-June 1974 

The grievance concerns interpreta- 
tion and application of a contract 
clause providing union stewards with 
a “reasonable” amount of official 
time for investigating and process- 
ing grievances. A supervisor's deci- 
sion that one steward’s use of 40 
percent of his time for union busi- 
ness is unreasonable occasions the 
filing of a grievance; the grievance 
is followed through each step of the 

grievance procedure from the first 
informal step to the final step prior 
to arbitration. 

The important issues of documen- 
tation, supervisor-steward relation- 

ships, management rights, and man- 
agement response are explored. 

Arbitrating a Grievance 

“The Arbitration of a Grievance’ 

(16 mm. color/sound, 33 minutes) 
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is a sequel to “Anatomy of a Griev- 
ance” and follows the same griev- 
ance (over the interpretation and 
application of the agreement clause 
on official time for stewards) through 
the process of binding arbitration. 
Techniques of preparation and pres- 
entation before an arbitrator, and the 

procedures and impact of arbitration 
are depicted. 

“Anatomy of a Grievance” and 
“The Arbitration of a Grievance” 
may be shown together or separately. 
Both films may be role-played or 
handled through guided discussion 
with materials and questions in the 
Discussion Leader’s Guides that ac- 
company the films. A Discussion 
Leader's Guide will be supplied with 
each purchase or rental of a film. 

The films may be obtained by 
writing: 

National Audio-Visual Center 
General Services Administration 
Washington, D.C. 20409 
Attention: Sales Branch 

[if a purchase} 
or 

Attention: Distribution Branch 
{if a rental] 

Schedule of prices: 
“Anatomy of a Grievance” 
Purchase, $87.50 
Rental, $10/3 days 

“The Arbitration of a Griev- 

ance” 

Purchase, $120.75 
Rental, $15/3 days 

“At the Table” 
Purchase, $156.25 

Rental, $17/3 days 
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The Declaration of Policy of the Intergovernmental 
Personnel Act of 1970 states in part, “. . . effective State 
and local governmental institutions are essential in the 
maintenance and development of the Federal system. 
... The Act goes on to authorize the U.S. Civil Service 
Commission’s Bureau of Intergovernmental Personnel 
Programs to help State and local governments strengthen 
their personnel management capacity through programs 
of grant-in-aid, training, and reimbursable and nonreim- 

bursable technical assistance. 
The Commission, by means of direct and indirect tech- 

nical assistance programs, helps State and local govern- 
ments help themselves in achieving more effective gov- 
ernment. 

Direct technical assistance, carried out from the grass- 
roots level—through Commission area and regional of- 
fices—to the national level, includes helping State or 
local governments to improve merit system laws, EEO 
activities, and classification and pay studies; to develop 
appeals procedures; strengthen their personnel systems; 

and build their training capacity. 
Indirect technical assistance offered from the central 

office to State and local governments includes the pub- 
lishing of guide materials. 

The current interest in job analysis is particularly im- 
portant in view of the U.S. Supreme Court decision in 
the Griggs v. Duke Power Co. case. In a nutshell, the 

decision places on the employer the burden of showing 
that any given qualification requirement is job related. 

Job analysis is the systematic process of collecting and 
making certain judgments about all pertinent informa- 
tion relating to the nature of a specific job. It is impor- 
tant because it gives the manager a clear understanding 
of what makes up a job, what a worker is responsible 
for doing, and what is needed to accomplish the job. 

It is through proper job analysis that a dependable 
base can be provided for recruiting, selecting, placing, 

training, advancing, and compensating employees. More 
than this, though, job analysis is the basis for objective, 
nondiscriminatory selection for employment, and it is a 
major component of affirmative action efforts for equal 
employment opportunity. 
Two recent publications covering this subject—]ob 

Analysis—Key to Better Management (BIPP 152-32) 
and Job Analysis—Developing and Documenting Data, 
A Guide for State and Local Governments (BIPP 152- 
35)—are excellent examples of indirect technical assist- 
ance offered to all governmental jurisdictions to aid them 
in helping themselves. 
The first, Job Analysis—-Key to Better Management, 

April-June 1974 

is a booklet stressing the ‘what’ and “why" of job 
analysis. Written in a question and answer style, it is a 
fast-moving, clear discussion of the subject. 

The second publication is geared to providing guid- 
ance for State and local governments in developing job 
information through job analysis. 

Evaluation of personnel operations is another area 
where guides have been issued. The most recent, Guide- 

lines for Qualitative Evaluations of Personnel Opera- 
tions for State and Local Government Officials in Con- 
ducting Self-Evaluation of Their Personnel Operations 
(BIPP 152-36), has as its main purpose that of helping 
State and local governments develop more effective 
merit-based personnel systems. 

State Salary Survey (BIPP 152-33) is another publi- 
cation designed to be used as an effective management 
tool by State and local governments. This publication is 
a survey of salary ranges for 100 State Government job 
categories. It is programmed as an annual publication to 
assist States in establishing pay systems consistent with 
other States, and thereby providing equitable and ade- 
quate compensation for like positions. 

Future publication of special editions will include a 
collection of personnel laws from throughout the coun- 
try, which can be used as examples for other jurisdic- 
tions to follow. 

Aside from special publications, the Bureau's Person- 
nel Management Information Service publishes Swm- 
mary Reports on IPA Products and Projects, which 
come out on an as-needed basis. These reports sum- 
marize IPA grant projects and products, and in the past 
have covered such topics as test validation, compensa- 
tion, EEO, and recruitment and examining. 

The Bureau's newsletter, Intergovernmental Personnel 
Notes, is an ongoing publication that covers items of 
current interest in the field of personnel administration 
and keeps the reader informed on the current status of 
all IPA programs. 

Other publications available from the Bureau include: 
—Equal Employment Opportunity: A Guide for Af- 

firmative Action (BIPP 152-5). 
—Intergovernmental Cooperation Through the IPA 

(BIPP 152-12). 
—Opportunity for All, Changing Personnel Systems 

Under the Emergency Employment Act of 1971 (BIPP 
152-17). 
—The IPA Title IV Intergovernmental Assignment 

Program—1973 Report. 
—Improving Opportunities for Employment of the 

Disadvantaged in State and Local Governments, a Guide 

for Effective Action (BIPP 152-26). 
For a copy of these publications, write: Bureau of In- 

tergovernmental Personnel Programs, U.S. Civil Service 
Commission, 1900 E St. NW., Washington, D.C. 20415, 

or any of the Commission's 10 regional offices. 
—Lea Guarraia 
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“But no one can evade the fact, 
that in taking up a masculine 
calling, studying and working 
in a man’s way, woman is doing 
something not wholly in agree- 
ment with, if not directly injur- 
ious to, her feminine nature.” 

—Carl Jung 

“The natural and proper timid- 
ity and delicacy which belongs 
to the female sex evidently un- 
fits it for many of the occupa- 
tions of civil life.” 

—Supreme Court, 1873 

A wise woman is twice a fool.” 
—Erasmus 

HE CANCER RESEARCHER, 
speech pathologist, library auto- 

mation expert, international lawyer, 
pediatrician, and foreign service offi- 
cer who are the recipients of the 
1974 Federal Woman’s Award more 
than disprove the above quotations. 
They are recognized for their out- 
standing work in fields not tradi- 
tionally labeled “woman's work.” 
They are competent Federal em- 
ployees who have reached the top of 
their respective fields, and each can 
be labeled “quite a woman.” 

Mrs. Jayne B. Spain, Chairman of 

the Board of Trustees of the Federal 
Woman's Award, presided at this 

year’s awards banquet at the Shore- 
ham Americana Hotel in Washington 
on March Sth. 

As in past years, there was no fea- 
} tured speaker at the banquet. In- 

stead Mrs. Spain presented each win- 

ner to the audience, and the official 
escorts of the winners read their ci- 
tations. Each woman then gave a 

| brief acceptance speech and was pre- 
sented with a leather-bound copy of 
the citation and a bronze medallion 
encased in lucite. These were the 

gifts of Woodward and Lothrop, 
Inc., which traditionally sponsors 
the Award program. 

Mrs. Spain presented five of the 
i winners to President Nixon at the 

White House on March 7, and they 
talked for more than half an hour. 

April-June 1974 

HENRIETTE D. AVRAM is an 
information systems analyst who is 
Chief of the MARC Development 
Office of the Libary of Congress. 
She is recognized as the leading in- 
ternational authority in the field of 
library automation, and has devel- 
oped a standard format for the ex- 
change of bibliographic records in 
machine-readable form. This is 
called the MARC (MAchine-Read- 
able Cataloging) format, and will 
make possible the automatic shar- 

ON THE PAGE OPPOSITE is the winners’ circle of 1974 

“most fortunate to have been able to 
contribute something to this effort.” 

EDNA A. BOORADY is an at- 
torney who is the Regional Legal 
Adviser in Southeast Asia for the 
Agency for International Develop- 
ment. Her duties include represent- 
ing U.S. Government interests in liti- 
gation and settlement of claims and 
disputes arising out of AID pro- 
grams, primarily in Thailand but also 
for AID missions in Laos, Cambodia, 
the Philippines, and Indonesia. Her 

5 Ee ye 

al Woman's Award recipi- 

ents, ABOVE, five of the six Award winners pose with President Nixen during their visit 
to the White House. From left to right: Dr. Brigid Leventhal, Dr. Madge Skelly, President 
Nixon, Mrs. Henriette Avram, Mrs. Gladys Rogers, and Dr. Roselyn Epps. 

ing of information on the identifica- 
tion, description, and location of 
books throughout the world. Sim- 
ilar projects in Australia, Canada, 

England, France, Italy, Japan, and the 
Scandinavian countries have been 
stimulated by her work, and Mrs. 
Avram is currently involved in the 
development of international stand- 
ards for bibliographic description, 
content designators, and character 
sets. The MARC format has made 
the Library of Congress the acknowl- 
edged leader in library automation 

standards. 

Cited for her “outstanding leader- 
ship in the application of computer 
technology to libraries,” Mrs. Avram 

stated that automation in libraries 
offers the potential of “new services, 

more timely services, and the sharing 
of services,” and that she has been 

experience in AID legal matters has 
ranged widely over the activities of 
the agency. During her association 
with AID she has drafted and sub- 
stantiated legislative changes needed 
for the administration of AID’s eco- 
nomic development programs, pro- 
vided legal advice and assistance 
to the senior managers of AID pro- 
grams, and worked closely in devel- 
oping the agency's multilateral and 
bilateral agreements. Miss Boorady 
began in the Government as a Junior 
Stenographer at a salary of $1,440 a 
year. 

She says that although she felt 
“many opportunities were open to 
women in Government,” in order to 

properly compete for these oppor- 
tunities she also had to qualify, and 
so she quit work and went to col- 
lege and law school. Her citation 
read: “Imaginative, articulate, posi- 
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tive in approach—she serves her 

country abroad with proud distinc- 
tion.” 

ROSELYN PAYNE EPPS, M.D., 
is a pediatrician and administrator 
of a model program of community 
health services for the District of Co- 
lumbia. Dr. Epps gave up private 
practice to join the D.C. Department 
of Public Health as Medical Officer in 
1961, and has been Chief of the 

Division of Maternal and Child 
Health since 1971. Throughout her 
career in the Bureau of Maternal and 
Child Health she has paved the way 
for acceptance of new ideas and expe- 
dited change. Her work is particu- 
larly noted for her managerial style 
emphasizing a team approach to 
problem solving as opposed to one- 
person rule. She is credited with a 
“unique management style, com- 

bined with a deep interest in giving 
of herself through scientific research 
and writings and through community 
involvement at all levels.” 

In accepting her award Dr. Epps 
stated that true recognition, ulti- 
mately, is an inner accomplishment. 
“If one is conscientiously working 
toward her highest ideals, a sense of 
fulfillment is sure to follow.’ She 
added, “It becomes apparent as we 
try to solve the medical and social 
ills of our nation that despite the 
necessity for individual efforts, it is 
the combined and concerted efforts 
of many individuals that will ulti- 
mately make a difference.” 

BRIGID GRAY LEVENTHAL, 
M.D., is a physician who is recog- 
nized as one of the world’s leading 
experts on acute leukemia. Presently 
the head of the Section of Chemo- 
Immunotherapy in the Pediatric On- 
cology Branch of the National Cancer 
Institute, she was among the first to 
recognize that high doses of chemo- 
therapy could substantially prolong 
the lives of leukemia patients. Dr. 
Leventhal has made numerous con- 
tributions in laboratory research, 
clinic management, and teaching, and 
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she has recently completed three ma- 
jor studies using chemo-immuno- 
therapy. In addition, she has made 
numerous contributions in other 
areas, such as working on the prob- 
lem of meningeal leukemia, orga- 
nizing the computerization of clinical 
data, assuming total responsibility 
for directing the outpatient clinic, 
and participating actively in the clin- 
ical teaching program. She was rec- 
ognized at the banquet for “her 
widely honored scientific and clinical 
accomplishments, combined with her 

compassion and understanding, 
{which} have made an invaluable 
contribution in the search for a cure 
for leukemia.” 

Dr. Leventhal ended her speech 
by saying: “I hope that these awards 
will continue to do their part to re- 
mind the public not only of the sig- 
nal achievements of the few, but 
also of the day-to-day efforts and 
consistent dedication of our many 
devoted public servants. We are 
proud to be appreciated.” 

GLADYS P. ROGERS is the Spe- 
cial Assistant to the Deputy Under 
Secretary for Management in the 
State Department. She began her 
Federal career with the Office of 
Emergency Management and worked 
for a number of international organ- 
izations and as a self-employed con- 
sultant before joining the State De- 
partment in 1960 as a senior manage- 
ment analyst. Her accomplishments 
in the State Department include de- 
veloping a program to improve the 
overseas administrative support cap- 
ability, playing a decisive role in the 
development of the Country Director 
concept, and serving as the first 
woman member of the Inspection 
Corps, which evaluates the Depart- 

ment’s operations overseas. She has 
also played a highly significant role 
in organizing and staffing the Depart- 
ments of State, and, as the Special 
Assistant for Women’s Affairs, she 
designed a wide-ranging program to 
improve the status of women in the 
Department and the Foreign Service. 

MRS. JAYNE B. SPAIN, Chairman of the Federal 

Woman's Award, presides over the banquet. 

MRS. JULIA M. LEE, Vice President of 
Woodward and Lothrop, at the Awards banquet. 

DR. LEVENTHAL—"We are proud to be 
appreciated." 
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She has been instrumental in ob- 
taining several “firsts” in the as- 

_ signment of women to jobs that were 
previously closed to them, sparking a 
program to enhance the prestige and 
developmental opportunities of sec- 
retaries, and designing a sound in- 

| ternal public relations program alert- 
ing all women to their rights. She 
was recognized for her “leadership 
in establishing improved administra- 
tive management in the Department 
of State.” 

“I have a vision,” Mrs. Rogers 
declared, “that perhaps sometime in 

this decade—when instead of some- 
one l'ke me standing on this rostrum, 
an equally modest and grateful man 
will be accepting an equal employ- 
ment opportunity award. And among 
the distinguished escorts there should 
be several of the highly qualified 
women who even today provide out- 

standing leadership to Federal pro- 
grams.” 

MADGE SKELLY, Ph.D., is a 
speech pathologist and Chief of the 
Audiology and Speech Pathology 
Service of the Veterans Administra- 
tion. By her clinic research she has 
contributed innovative approaches to 
patient treatment, such as compensa- 

tory speech for those whose tongues 
have been excised, gestural language 
for the speechless based on American 
Indian Sign, and kinetic communica- 
tion for the blind patient who is also 

_ deaf. She is responsible for initiating 
the clinic at the St. Louis VA hos- 
pital and has donated time and ex- 
pertise in assisting seven local hos- 
pitals in establishing clinics. Before 
‘she began her Federal career Dr. 
Skelly was a nationally known pro- 
fessional actress, director, playwright, 
and newspaper correspondent, as well 
as a college teacher. She appeared in 
hundreds of featured roles on stage, 
tadio, and TV, and has written 20 
full-length plays. In 1962 she earned 
a Ph.D. in speech pathology and 
embarked on a new career. She was 
cited for “her unique combination of 
talents and abilities through which 
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oR. SKELLY takes a little break from 
her receiving-line duties at the banquet. 

MRS. AVRAM is escorted by Quincy 

Mumford, the Librarian of Congress. 

ABOVE, Miss Boorady, Dr. Epps, Dr. 
Leventhal, and Mrs. Rogers greet guests 

in the receiving line. 

LEFT, Dr. Skelly——'‘War may be called 

the ultimate symptom of communica- 

tien breakdown.” 



she has originated and carried out 
entirely new methods of communica- 
tion with and for persons unable to 
speak or those who are blind and 
deaf.” 

In explaining the vital work of the 

speech pathologist, Dr. Skelly noted 
that “human beings recognize that 
other human beings are human 
through language. Loss of this 
ability is the most serious impair- 
ment a human being can suffer. It 

MAYOR Walter E. Washington of Washington, D.C., reads Dr. Epps’ citation. 

MISS BOORADY 

at the reception before the Awards banquet. 

can lead to penury, divorce, depres- 

sion, quarrels, loss of self-respect, 

even to murder, sometimes self-de- 

struction. War may be called the 
ultimate symptom of communication 
breakdown.” x 

MRS. ROGERS gives her acceptance speech while Ambassador L. Dean 

Brown, Deputy Under Secretary for Management, State Department, looks on. 
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WORTH NOTING CONT) 
Federal Government since the beginning of 

the retroactive pay period. This obligation 

will be satisfied by sending a notice of en- 

titlement to the former employee's (or sur- 

vivor's) last known address. 

(] BLUE COLLAR wage controls ended. 
With the lifting of wage and price con- 

trols, the Commission authorized pay ad- 

justments for Federal blue-collar employees 

whose pay increases had been held to 5.5 

percent under the controls even though 

that amount did not provide parity with 

wages for similar work in the private sec- 

tor. 

Normally, wages of Federal blue-collar 

employees are adjusted annually on the 

basis of wage surveys conducted in 137 

geographic areas. In most areas parity 

would have exceeded the rate under the 

controls. On a national basis the pay of 

332,500 workers (61 percent of the 547,- 

000 total blue-collar work force) will be 

adjusted at an estimated cost of $168 mil- 

lion. 

(] ANNUITIES TO INCREASE. A 6.4 per- 

cent cost-of-living annuity increase for some 

1,300,000 retired Federal employees and 

survivors will become effective July 1. The 

increase will be reflected in annuity checks 

mailed August 1. 

The increase was generated by a rise in 

the Consumer Price Index (CPi) above the 

base figure of 136.6 established in Octo- 

ber 1973. The CPI reached 141.5 in Feb- 

rvary, 143.1 in March, and 144.0 in 

April, for a net increase of 5.4 percent 

over the base figure, to result in an annu- 

ity increase of 6.4 percent. 

In January 1974 annvitants received a 

5.5 percent increase, and in July 1973 a 

6.1 percent increase. 

( BENEFITS INCREASED for 800,000 re- 

tirees and survivor annvitants. Annuities 

based on retirements before October 20, 

1969, will be increased $20 for retirees 

and $11 for survivors, under provisions of 

the recently enacted Public Law 93-273. 

In addition, the new law provides that the 

minimum civil service retirement annuity 

must equal the minimum Social Security 

benefit payable to a worker retiring on or 

after age 65. These increases become ef- 

fective August 1 and will be reflected in 

checks mailed September 2. 

[) LABOR-MANAGEMENT hearings. CSC 

Chairman Robert E. Hampton was the lead- 

off witness at hearings on a variety of 

pending bills that would place the Federal 

labor-management relations program in a 

statutory framework. The hearings were 

conducted May 21 and 22 by the Man- 

power Subcommittee of the House Post Of- 

fice and Civil Service Committee. Chairman 

Hampton's testimony dealt with the dy- 

namics of labor relations, the essentiality 

of merit principles, and the central concern 

for the public interest. Committee Chair- 

man David N. Henderson scheduled union 

witnesses to testify June 4 and 5 with ad- 

ditional hearings scheduled later. 

Earlier, the Federal Labor Relations 

Council heard testimony from representa- 

tives of eight agencies and nine unions in 

3 days of public hearings held April 8, 9, 

and 10 in Washington. In addition to tes- 

timony clarifying issues previously pre- 

sented by agencies and unions, prime in- 

terest focused on the impact of higher level 

regulations on the scope of bargaining, 

problems encountered in the consolidation 

of smaller units into larger bargaining 

units, and processing charges of unfair la- 

bor practices. 

(] MATERNITY LEAVE. Federal agencies 

have been advised to review internal poli- 

cies governing maternity leave to assure 

they are consistent with a recent Supreme 

Court decision. In short, arbitrary cutoff 

dates, which assume a woman is physically 

incapacitated when medical evidence is 

wholly to the contrary, are not acceptable. 

For details, see Commission Bulletin 620- 

26 of May 2, 1974. 

[) VIETNAM ERA VETERANS. Chairman 

Hampton announced that Federal hiring of 

Vietnam Era Veterans (VEV's) in the first 

8 months of FY 1974 exceeded expecta- 

tions for the entire fiscal year. Federal 

agencies reported to the Commission that 

8,822 VEV's were hired during February, 

bringing the 8-month total to 71,810 as 

compared with 70,000 appointments ex- 

pected for the entire FY 1974. At this time 

in fiscal 1973, agencies had appointed 

50,671 VEV's, Chairman Hampton said. 

[] EMPLOYMENT of minorities increases. 

Minority group employment in the Federal 

Government has shown another significant 

gain, the Commission reported. A Govern- 

ment-wide employment survey for the pe- 

riod of May 31, 1972, to May 31, 1973, 

showed that minority employment went up 

approximately 10,000 jobs, while total 

Federal employment decreased by 50,176 

jobs. 

Minority employment increases in the 

face of overall cutbacks were attributed to 

vigorous implementation by agencies of 

their equal employment opportunity pro- 

grams and increased enforcement activity 

by the Civil Service Commission under pro- 

visions of the Equal Employment Opportu- 

nity Act of 1972. 

As of May 31, 1973, Negroes, Spanish- 

surnamed Americans, American Indians, 

and Oriental Americans held 515,129 Gov- 

ernment jobs, up from 505,468 in the pre- 

ceding year, and comprised 20.4 percent 

of the Federal civilian work force, com- 

pared with 19.6 percent the year before. 

() RIF AUTHORIZED. At the request of the 

Department of Defense, the Civil Service 

Commission has made a determination that 

@ major reduction in force exists in the 

Department, and has authorized optional 

early retirement for employees of the De- 

partment who meet the requirements ovt- 

lined in Public Law 93-39. 

During the period beginning May 1, 

1974, through August 31, 1974, any ci- 

vilian employee of the Department of De- 

fense, in any occupation, and at any loca- 

tion within the 50 States and the District 

of Columbia, may retire voluntarily if he 

or she is 50 years of age with 20 years of 

service or at any age with 25 years of 

service. In cases where the retiring em- 

ployee has not attained age 55, the an- 

nuity will be reduced one sixth of 1 per- 

cent per month, or 2 percent per year, for 

each year the employee is under 55. 

(] AGE DISCRIMINATION. The Federal La- 

bor Standards Act Amendments of 1974 

extend the Age Discrimination Employment 

Act of 1967 to cover Federal employees. 

The Commission has been given responsi- 

bility for enforcement. 

In addition, the Commission has been 

given authority to set a maximum age re- 

quirement for a Federal position when it 

finds that age is a “‘bona fide occupational 

qualification.” 

C) SICK PAY EXCLUSION. The Internal Rev- 

enve Service has ruled that taxpayers, in- 

cluding Federal annvitants, who retired on 

disability before reaching the mandatory 

retirement age (70 for Federal civil serv- 

ants) can new apply the sick pay exdu- 

sion of up to $100 per week to their disa- 

bility payments. 

—td Staples 
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