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Executive Service. The results of that review 
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areas of the Senior Executive Service: 
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operations. 

--Agency flexibility in using executive 
resources. 
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influence. 
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capabilities. 
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COMPTROLLER GENERAL OF THE UNITED STATES 
WASHINGTON 0-C. 20548 

B-206360 

The Honorable Patricia Schroeder 
Chairwoman, Subcommittee on Civil 

Service 
Committee on Post Office and Civil 

Service 
House of Representatives 

Dear Madam Chairwoman: 

On November 7, 1983, we testified before your Subcommittee 
on the results of our review of the Senior Executive Service 
(SES). As your Office requested, we are transm itting the de- 
tailed statement and accompanying statistical data in this 
report in order to prov.ide broad distribution of the information 
in preparation for the 600day formal congressional evaluation 
period beginning in July 1984. We hope this information will be 
helpful to the Congress in conducting its evaluation. 

Copies of this report are being sent to various congres- 
sional committees and executive agencies. Copies will be 
available to others on request. 

Sincerely yours, 

Comptroller General 
of the united States 
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UNITED STATES GENERAL ACCOUNTING OFFICE 
WASHINGTON, D.C. 20548 

FOR RELEASE ON DELIVERY 
EXPECTED AT 1O:OO a.m. 
November 7, 1983 

DETAILED STATEMENT FOR THE RECORD BY CHARLES A. BOWSHER 
COMPTROLLER GENERAL OF THE UNITED STATES 

BEFORE THE 

SUBCOMMITTEE ON CIVIL SERVICE 
HOUSE POST OFFICE AND CIVIL SERVICE COMMITTEE 

ON 

AN ASSESSMENT OF THE IMPACT OF 
THE SENIOR EXECUTIVE SERVICE 

Madam Chairwoman and Members of the Committee: 

I am pleased to be here today to discuss our work in 
response to your request for an overall assessment of the Senior 
Executive Service (SES). SES, established by the Civil Service 
Reform Act, has often been called the cornerstone of civil serv- 
ice reform. The act provided for major chancres in the manage- 
ment of the aovernment's executive corps designed to achieve 
improvements in the efficiency, effectiveness, and responsive- 
ness of government operations. 

My testimony provides our general observations on SES and 
highlights some areas that warrant your attention. 

We focused our work on four areas (see app. I) in which the 
act established major goals for SES: 

--Executives should be held accountable for government 
operations, and decisions related to their compensation, 
retention, and tenure should be based on their perfor- 
mance. 

--Agencies need greater flexibility in using their execu- 
tive resources. 

--Executives should be protected from improper political 
influence. 

--Executives' managerial capabilities should be improved. 
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Our work indicates progress is being made toward achieving 
the act's goals in these areas. Further progress depends 
largely on how well the Office of Personnel Management (OPM) and 
agencies implement the act. We believe there are some areas 
where improvements can be made. 

SES PROFILE 

A brief look at how the SES corps has changed since it was 
established in July 1979 should provide some perspective for our 
observations. In July 1979, when SES came into being, there 
were 8,389 slots allocated to agencies, 7,677 SES positions 
established, and 6,948 positions filled. As of September 30, 
1983, there were slight decreases in the number of slots allo- 
cated and positions filled-- 8,243 and 6,945 respectively--while 
the number of positions established has increased slightly to 
7,800. 

While these numbers indicate that SES has been rather 
static since its inception, a closer look reveals considerable 
change. Overall, almost 3,500 career and noncareer SES members 
have left SES and government service since SES was established 
in July 1979 and an additional 200 have retreated to GS-15 posi- 
tions. More than 40 percent of the career executives who con- 
verted to SES in July 1979 have left --roughly 2,500 of the 3,500 
departures. Although we could not identify where all new SES 
members came from since the inception of SES, we did find that 
in fiscal year 1983, about 92 percent of the new career SES 
members came from within the federal government. (See app. II 
through VII.) 

EXECUTIVE ACCOUNTABILITY 
FOR PROGRAM OPERATIONS 

The Civil Service Reform Act emphasized that the account- 
ability of senior executives was to be fixed and that individual 
performance was to be linked to organizational performance. TO 

provide the basis for evaluating executive success, the act 
required that agencies establish executive performance appraisal 
systems. These systems were to establish performance require- 
ments for each senior executive as the basis for annually ap- 
praising accomplishments. Appraisals were to be used in making 
personnel decisions relating to compensation, rewards, removal, 
transfers, reassignment, and training. 

We found that agencies have implemented performance 
appraisal systems. Agencies have used the appraisal systems 
primarily to assess individual performance, not to explicitly 
relate individual to organizational performance. During our 
review of SES performance appraisal systems, officials at 7 of 

2 



the 10 agencies we reviewed told us they do not emphasize 
linkinq individual and orqanizational performance because (1) 
performance measurement data are lacking and (2) it is difficult 
to identify individual contributions to the accomplishment of 
organizational objectives. 

Our review of 1,100 randomly selected performance plans 
showed that a majority of the plans (1) did not address the 
act's appraisal criteria for focusing attention on organiza- 
tional performance improvement qoals, (2) lacked specific 
statements of expected performance, and (3) were prepared after 
the beginning of the appraisal cycle and were not updated or 
revised when executives' responsibilities chanqed. In addition, 
plans were not prepared by a majority of noncareerists. Such 
limitations in performance planning inhibit the effectiveness of 
SES appraisal systems as tools for manaqing and improvinq indi- 
vidual and organizational performance. Although 71 to 88 per- 
cent of senior executives we surveyed generally gave positive 
responses about their own performance plans and appraisals, over 
half of the executives believed their agency's SES performance 
appraisal system (1) had minimal effect on performance, (2) had 
not improved communication between superiors and subordinates, 
and (3) was not worth its cost. 

Bonus and award systems 

To encourage excellence in senior executives' performance 
the act provided that career senior executives with fully suc- 
cessful performance ratinqs could receive lump-sum bonuses of up 
to 20 percent of their basic salary. The act limited the number 
of bonuses that could be awarded to 50 percent of the total 
slots allocated to agencies. In addition, a career executive 
could receive the rank of meritorious executive for sustained 
accomplishments or could receive the rank of distinguished 
executive for sustained extraordinary accomplishments. These 
executive ranks carry one-time payments of 510,000 and $20,000, 
respectively. 

Because of concerns that agencies were awarding too many 
bonuses in the first year, the Congress reduced the number of 
SES members who could receive awards from 50 to 25 percent. In 
quly 1980, OPM further limited performance awards (unless OPM 
poncurrence was obtained) to 20 percent of eligible career exec- 
utives. This 20-percent limitation was subsequently included in 
appropriation bills for fiscal years 1982 and 1983. 

Personnel officials (directors of personnel and officials 
'in charge of agency SES prosrams) in 25 of 26 agencies we 
visited told us that their agencies used performance appraisals 
in deciding who receives bonuses and awards. Similarly, 75 
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percent of the senior executives who responded to our survey on 
SES performance appraisal systems told us they believed their 
ratinqs were used at least to some extent, in bonus and award 
decisions. However, both the personnel officials and senior 
executives believe that the motivational goal behind bonuses and 
awards is not being achieved and both qroups are concerned with 
the fairness of bonus and award systems. 

Their concerns are related, in part, to the reduction in 
the number of senior executives that can receive awards. We re- 
ceived manv comments from SES members on our performance 
appraisal questionnaire that bonus system limitations represent 
a “breach of contract” and are thus a disincentive to excel- 
lence. In addition, many SES members believe that decisions on 
bonuses are not directly related to performance. Personnel 
officials told us that factors other than performance are 
considered in making bonus awards. 

To be sure, this situation is not new. We reported in 
September 1981 that upper level executives receive a larger 
share of awards because agencies use factors which favor upper 
levels, in addition to performance, to determine who receives 
awards. These factors include 

--job importance, complexity, and difficulty, 

--degree of risk and responsibility, 

--organizational commitment (willingness to move, serve on 
organizational task forces, participate as an instructor 
in training programs), and 

--the attitude that no subordinate should receive greater 
compensation than his/her superior. 

Our review of bonuses paid durinq fiscal years 1981 and 1982 
showed that higher level SES members are still more likely to 
receive a bonus than other SES members. (See app. VIII throuqh 
XVI.) 

The limit on bonuses contained in appropriation bills has 
not been renewed for fiscal year 1984. OPM, however, is issuing 
quidance to agencies on the bonus and award program for 1984. 
This quidance states that while the law allows 50 percent of 
eligible SES members to receive awards, awards generally should 
not exceed 30 to 3S percent of an aqency’s career appointees. 
In our opinion, while the increase in the number of SES members 
that can receive awards will alleviate, to some deqree, the 
concerns expressed with bonuses, some of the negative feelinqs 

4 



directed at the limitation contained in appropriation bills may 
continue because the limit is still below that allowed in the 
act. 

Dealinq with poor performers 

The act provided simplified procedures for dealing with 
poor performers. According to the act, any senior executive 
receiving an unsatisfactory rating was to be reassigned, trans- 
ferred, or removed from SES. Any senior executive who received 
two unsatisfactory ratings in any period of 5 consecutive years 
was to be removed from SES. Any senior executive who received a 
less than fully successful ratinu in 2 of any 3 consecutive 
years was to be removed from SES. The act also gave aqencies 
the authority to reduce the pay level of a senior executive. 

We found that few senior executives have received less than 
fully successful ratings since the creation of SES--a total of 
92 less than fully successful ratings have been given to senior 
executives. Further, we found few actions, as described in the 
act, taken to deal with poor performance. As of June 30, 1983, 
two individuals had taken earlv retirement as a result of poor 
performance ratings and one individual had been terminated for 
poor performance during the l-year probationary period estab- 
lished by the act as a "test" period for new senior executives. 
(See app. XVII.) 

We also looked at reductions in pay levels through June 30, 
1983, to determine if this type of action was being taken with 
poor performers. We found 124 SES members had been reduced at 
least one pay level; however, only two had been rated less than 
fully successful. OPM officials told us that pay level 
reductions are sometimes related to interagency transfers or 
agency budqet cuts. 

Personnel officials in 25 of 26 aqencies told us that SFP 
members who performed poorly may be reassianed to a position 
which aqency officials believe is more suited to the SES mem- 
bers' talents-- a remedy called for in the act--even thouqh they 
have not been qiven unsuccessful ratings. 

The act also provides that an individual who is removed 
from SES for Door performance with 25 years of service, or 20 
years of service if aqe 50, can take early retirement. Since 
1;ruly 1979, 204 SES members have taken early retirement. Two 
'retired early under the poor performance provision, 135 retired 
early because of an agency-initiated action--their position was 
abolished and another acceptable position could not be found or 
they refused to accept a qeographic reassignment. We compared 
the performance ratinas of these 135 executives with performance 
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ratings of all SES members and found that, while the 135 were 
generally rated fully successful, they were rated lower as a 
group than SES members as a whole. Thus,, agencies may be using 
the early retirement option without giving unsuccessful rat- 
ings. (See app. XVIII and XIX.) 

AGENCY FLEXIBILITY IN 
MANAGING EXECUTIVE RESOURCES 

The Civil Service Reform Act made two changes that gave 
agencies greater flexibility in managing executive resources. 
The act (1) gave agencies the authority to establish and fill 
executive positions and (2) established a rank-in-person as 
opposed to a rank-in-position system which increased agencies' 
flexibility to reassign executives. 

Allocation, establishment, 
and filling of SES positions 

Before the act, the Civil Service Commission was respon- 
sible for approving (1) the allocation of a slot for a super- 
grade position, (2) the position description, and (3) the tech- 
nical and managerial qualifications of the person selected to 
fill an approved position. When an agency abolished a position, 
the slot for that position could not be used by the agency but 
automatically reverted to the Civil Service Commission. 

The act established a biennial allocation process. Agen- 
cies request slots for 2 fiscal years prior to the beginning of 
each even numbered fiscal year, and OPM allocates slots within 
the 10,778 limit set by the Congress. Each agency establishes 
and fills positions it believes are appropriate. Agency Execu- 
tive Review Boards review the technical qualifications of poten- 
tial senior executives, and OPM Qualification Review Boards 
review the managerial qualifications of potential senior execu- 
tives. Between July 13, 1979, and September 30, 1983, there 
were submissions on about 3,300 individuals for Qualification 
Review Board action. All but 40 were approved--l4 were disap- 
proved y the Board and 26 were returned without action to the 
agency. 7 

While OPM’s role has been reduced from that of the Civil 
Service Commission, OPM retains responsibility for oversight of 
agency actions to assure that positions are not included in SES 
that do not justify an SES level. OPM’s oversight mechanisms 
include (1) the review of agency justifications for the number 
of SES slots, (2) the Qualification Review Board’s review, and 
(3) onsite evaluations conducted by OPM program officials. 

lThis information was updated subsequent to the testimony 
presented on November 7, 1983. 
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During the allocation process, OPM reviews position 
descriptions for the requested slots, along with staffing and 
organization charts, to determine which new positions justify an 
SES level. The determination is largely subjective; the only 
written criteria that define an SES position are the five broad 
categories * contained in the act. If OPM decides that a 
position does not justify an SES level, it can withhold a slot 
for that position. The final decision on the number of slots 
allocated rests with the OPM Director. (See app. XX.) 

Under the act, agencies have a great deal of flexibility. 
Once OPM allocates an SES slot to an agency, the agency has the 
authority to establish and fill the position approved by OPM or 
to use the slot for a position other than the one used to 
justify the slot. OPM has historically allocated substantially 
more slots than agencies have used to establish positions. 
Similarly, agencies establish substantially more positions than 
are generally filled. 

OPM can review established positions when agencies submit 
merit staffing selections for Qualification Review Board re- 
view. At that point, OPM can stop the submission to the 
Qualification Review Board and negotiate with the agency to dis- 
establish a position it does not believe belongs in SES. OPM 
can also withdraw a slot if an agency establishes what OPM deems 
is an inappropriate SES position. However, unless filling the 
position requires Qualification Review Board action, this review 
will not take place. For example, the Qualification Review 
Board would not review a position being filled by reassignment 
of a current SES member. 

OPM has conducted about 100 onsite evaluations since SES 
was created. These evaluations are to cover the entire SES pro- 
gram at an installation. Part of these evaluations is a review 
of selected SES positions to determine if they belong in SES. 
OPM staff available to conduct these evaluations is limited. 
Also, because of the short time for onsite reviews (2 weeks or 
Less), OPM focuses on recently established positions or posi- 
tions which were questioned during the allocation process. If 
OPM identifies an inappropriate SES position during the onsite 

2The five categories are: (1) directs the work of an organiza- 
tional unit, (2) is held accountable for the success of one or 

'more specific programs or projects, (3) monitors progress 
toward organizational goals and periodically conducts and makes 
adjustments to such goals, (4) supervises the work of employees 
other than personal assistants, and (5) otherwise exercises 
important policymaking, policy determining, or other executive 
functions. 
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evaluations, it negotiates with the agency to disestablish that 
position. OPM officials told us that, to avoid disruption, they 
do not request agencies to disestablish ,filled positions but in- 
stead ask them to take action when the positions become vacant. 

OPM has not maintained records on the number of positions 
questioned during its reviews. As a result, we were not able to 
evaluate the effectiveness of these processes in identifying and 
correcting misclassification of positions by agencies. 

Increased flexibility to reassign 

A major problem noted in the debate leading to passage of 
the Civil Service Reform Act was the lack of flexibility agen- 
cies had to match executive talent to agency needs. Prior to 
the act, individuals could not be reassigned to lesser graded 
positions without an adverse action, and OPM had to review 
reassignments to ensure that new positions were of equal rank. 

The act provided agency heads with a simplified mechanism 
for matching senior executive talents with agency needs--the 
rank-in-person system. The rank-in-person system provides that 
senior executives can be assigned to virtually any SES position 
in an agency --regardless of its hierarchical position within the 
organization. As a result, SES members can now be reassigned 
without an adverse action or a review by OPM. 

Of all SES provisions , perhaps none has created more con- 
troversy than this increased flexibility to reassign. Peraonnel 
officials in 16 of the 26 agencies we visited were pleased with 
the SES reassignment provision. Senior executives, however, 
feel that they are not protected from arbitrary actions to the 
same extent they were under the pre-Civil Service Reform Act 
system. They are also concerned about geographic relocations, 
which can involve large out-of-pocke 5 

expenses. Legislation has 
recently been introduced (H.R. 3852) which increases the 
amount paid by the government for geographic relocation. If 
this bill is enacted, we believe senior executives would be more 
adequately compensated for the costs of relocations. 

Personnel officials in 18 of 26 agencies we visited stated 
that, under the act, it is easier to reassign members. They 
believed they could move senior executives more easily into 
positions where their talents could be best utilized. At the 
same time, officials in 16 of the 26 agencies agreed that senior 
executives had less protection from arbitrary actions than be- 
fore the act. Statistics provided by OPM show that 

3The bill was signed by the President on November 14, 1983. 
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reassignments are increasing. In fiscal year 1980, there were 
1,005 SES reassignments governmentwide. In fiscal year 1982, 
the number had increased to 1,226. (See app. XXI.) 

One factor which may be contributing to SES members' views 
toward reassignments is the way in which some agencies are using 
the rank-in-person system. Personnel officials in 18 of 26 
agencies stated that they were still using--at least partly--the 
old position management system. For example, Office of Manage- 
ment and Budget officials and Department of the Treasury offi- 
cials told us that from a hierarchical standpoint, upper-level 
positions are reserved for ES-5s and ES-6s. This continued use 
of the old position management system in some agencies may be 
serving to weaken senior executives' faith in the reassignment 
process. 

SES members have also become increasingly concerned that 
they have little or no say in the reassignment process. At the 
Department of the Interior, for example, where a vigorous reas- 
signment program-- the Career Enhancement Program--was started 
last December, 8 of the 22 senior executives reassigned stated 
that they had no say in their reassignment. At 4 of the other 
25 agencies we visited, officials stated that senior executives 
had no say about their own reassignments or geographic reloca- 
tions. 

SES members are also concerned about the cost of geographic 
reassignments. Individuals who are reassigned are often faced 
with expenses that the government does not reimburse, such as 
financing a new home at a higher interest rate. (See app. 
XXII.) We did note that the number of geographic reassignments 
has decreased from 188 in fiscal year 1980 to 172 in fiscal year 
1982. 

In addition to reassignments within an agency, several 
individuals expressed the belief prior to passage of the Civil 
Service Reform Act that the act would encourage transfers 
between agencies. We found that interagency transfers have 
decreased. In fiscal year 1980 there were 140 interagency 
transfers. This decreased to 84 in fiscal year 1981 and rose 
again somewhat to 119 in fiscal year 1982. Transfers among 
Department of Defense agencies, which increased in these years, 
accounted for a large percentage of the total transfers. In 
fiscal year 1980 there were 20 Defense Department transfers, 
accounting for 14.3 percent of all transfers, and in fiscal year 
1982 there were 31 Defense Department transfers, accounting for 
26.1 percent of all transfers. (See app. XXIII.) 
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SES POLITICIZATION SAFEGUARDS 

One of the goals spelled out by the Civil Service Reform 
Act was to provide a Senior Executive Service ". . . free from 
improper political interference." Congressional concerns about 
improper political interference were two-fold: first, that too 
many noncareer executives might change the overall nonpartisan 
nature of the civil service--particularly where positions re- 
quiring impartial federal executives were concerned; and second, 
that new agency administrators would not take the time to 
properly assess career senior executives before making decisions 
on their performance or using the flexibility created by the act 
to reassign.them to new or different duties. 

In response to these concerns, the Congress incorporated 
certain protections in the law. To prevent an unchecked influx 
of noncareer senior executives, it restricted noncareer 
appointees to 10 percent of all SES positions and 25 percent of 
SES positions at individual agencies. 
and limited emergency appointees4 

In addition, limited term 
could not exceed 5 percent of 

all SES positions and certain positions (for which it is neces- 
sary to assure impartiality or the perception of impartiality on 
the part of the government) could only be filled by career 
senior executives. To ensure that new agency administrators or 
noncareer supervisors do not take premature steps to reassign or 
evaluate the performance of career senior executives in their 
agencies, the Congress established a "get acquainted" period 
during which a career senior executive may not be 

--involuntarily reassigned within 120 days after the 
appointment of the head of an agency, or 

--involuntarily reassigned within 120 days after the ap- 
pointment of a noncareer supervisor who has the authority 
to reassign, or 

--rated within 120 days after the beginning of a new 
presidential administration. 

We found that the safeguards specified by the Congress have 
been adhered to by the agencies. We found, for example, that 
the number of noncareer senior executives, while increasing 
since the act was passed, has not exceeded 10 percent of SES 

4A limited term appointment is a nonrenewable appointment for a 
term of 3 years or less to an SES position, the duties of which 
expire at the end of such term. A limited emergency appoint- 
ment is a nonrenewable appointment, not to exceed 18 months, to 
an SES position to meet an unanticipated, urgent need. 
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positions and that the number of limited term and limited emer- 
gency appointments has never exceeded 1 percent of the total SES 
positions --far below the 5-percent limit set as a safeguard by 
the Congress. We also found that the number of career reserved 
positions-- thoce which can only be filled by career executives-- 
has increased from 3,377 in July 1979 to 3,762 in September 
1983, while the number of general positions--those which can be 
filled by both career and noncareer executives--has declined 
from 4,300 to 4,038. (See app. XXV and XXVII.) During this 
same period, there were 50 conversions from noncareer to career 
appointments.5 (See app. XXIV.) 

We also looked at conversions of positions from career re- 
served to general to determine if extensive changes in the make 
up of the career reserved group have occurred within the total 
numbers. We found that only 27 positions have been converted 
from career reserved to general since July 13, 1979--and 7 of 
these were filled by noncareer employees as of September 30, 
1983. (See app. XXVI.) 

We did not look specifically at the 120-day get acquainted 
period during this review. However, in earlier work we examined 
problems associated with the change in administrations and found 
that the actions taken by OPM to monitor SES during presidential 
transition were adequate. Similarly, the Merit Systems 
Protection Board, in a September 1981 report on SES, stated that 
as of mid-March 1981, there were no indications of any wide- 
spread abuses of the 120-day period for career SES members. 

Although the number of noncareer SES members has not 
exceeded the lo-percent limit included in the law, we believe 
that the method used by OPM to report the relationship between 
career and noncareer employees may be misleading. OPM reports 
the number of noncareer senior executives as a percent of total 
SES slot allocations rather than as a percent of positions es- 
tablished or senior executives onboard. There is a difference. 
As of September 30, 1983, there were 8,243 SES slots allocated 
to agencies government-wide, while 7,800 positions were estab- 
lished and 6,945 positions were filled. The number of noncareer 
senior executives onboard as of September 30, 1983, was 696, 
which is 8.4 percent of the allocated positions; 8.9 percent of 
the established positions: or 10.0 percent of the filled posi- 
tions. 

The Congress may want to instruct OPM to report noncareer 
positions as a percent of senior executives onboard and 

5This sentence was added subsequent to the testimony presented 
on November 7, 1983. 
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positions established in addition to its current report which 
uses the number of slots allocated--particularly since there are 
1,298 more slots allocated than senior executives onboard. 

MANAGERIAL COMPETENCY 

The Civil Service Reform Act provided for the establishment 
of executive development programs to improve the managerial 
competence of SES candidates and incumbents. The act provided 
that these programs could include use of innovative methods such 
as sabbaticals. 

We are currently preparing a report on our review of execu- 
tive development programs administered by five agencies and of 
OPM's executive development role. During that review, executive 
development programs generally received high marks from SES 
incumbents and SES candidates. Officials at the five agencies 
told us that they favor systematic development of SES candidates 
and incumbents and have placed a great deal of emphasis on 
development programs. SES candidates told us that the develop- 
ment programs have better prepared them to take on SES level 
responsibilities, while SES incumbents told us that agencies' 
incumbent development activities have helped them perform their 
jobs better. Personnel officials we interviewed at 26 agencies 
also spoke very favorably of SES development programs. 

We found that the majority of training provided SES incum- 
bents was managerial as opposed to technical. This was even 
more the case for candidates than for SES incumbents, At the 
five agencies we reviewed, about 87 percent of the candidate 
training was managerial, the remainder covered technical 
subjects. For incumbents, 60 percent of training covered 
management subjects while 40 percent was technical. 

We did find that senior executives are not using sabbati- 
cals. The act allows an agency head to grant a sabbatical to 
career appointees for a period not to exceed 11 months to permit 
the senior executive to engage in study or an uncompensated work 

t 

experience which will contribute to the executive’s development 
and effectiveness. The act and OPM guidance provide certain 

i restrictions on sabbaticals. 

--\- ’ 
According to OPM data, only seven individuals have taken or 

are taking sabbaticals. Personnel officials identified an addi- 
tional four individuals. Personnel officials told us sabbati- 
cals are seldom used because of (1) the restrictions imposed by 
the act and by OPM guidance, (2) the reluctance of senior 
executives to leave their positions for long periods of time, 
and (3) the amount of paperwork needed to apply for and justify 
a sabbatical. (See app. XXVIII.) 
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Personnel officials we interviewed in 20 agencies pointed 
out that managerial competency may be adversely affected in the 
future because SES pay and benefits are not adequate to attract 
and retain top "quality managers. They told us that while this 
has not affected recruitment from among the ranks of GS-15s, it 
does make recruiting executives from private industry more dif- 
ficult. A related problem personnel officials pointed out was 
the difficulty they have recruiting high quality individuals 
with experience in the technical/scientific fields. Agencies 
frequently offer SES positions to attract these individuals; 
however, since SES is comprised of managers, it is sometimes 
difficult to justify the managerial qualifications of scientists 
to the Qualification Review Board. 

Let me conclude by expressing the view that, in general, 
progress is being made in achieving the Congress' objectives in 
establishing SES. Agencies have greater flexibility in using 
their executive resources; management processes are being 
rationalized and improved as executives establish their individ- 
ual performance goals; it is easier to deal with ineffective 
managers i and greater emphasis is being placed on executive 
development. Some SES members, however, are concerned with how 
agencies are using their enhanced management abilities. 
Undeniably, there are problems that require attention. It is 
difficult to say how widespread these problems are. 

Finally, I would like to share with you a personal view of 
SES, based on my private sector experience. In the private 
sector, I was able to hire and retain quality people by paying 
adequate salaries. I recognize that the degree of flexibility 
in paying salaries and bonuses that exists in the private sector 
is not feasible in the federal government. However, the act 
provided for positive changes in these areas which have not come 
to pass. Limitations have been placed on salaries that can be 
paid to executives. These limitations have adversely affected 
the government's ability to hire and keep top quality execu- 
tives. Agency managers have been hamstrung in their ability to 
reward deserving individuals because of the limitations that 
have been placed on the number of executives that can receive 
bonuses. In my view, such salary and bonus limitations may 

dversely affect the act's goal of developing a highly competent 
xecutive corps. 

I endorse raising the number of bonuses that can be awarded 
as OPM suggests in its guidelines which would provide for a 30- 
to 35-percent limit. I recognize that the current limit of 20 
percent was set because of the perception that too many bonuses 
\$ere being awarded during the first year. I expect that the 
agencies have learned a lesson and will be more prudent in the 
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future, I would also like to point out that it would not be 
costly to give more bonuses. For example, based on the average 
bonus award in fiscal year 1982, increasing the number of 
bonuses to 40 percent of the career SES members would cost $14 
million. Increasing the number to 50 percent would cost $18 
million. Such increases are small in relation to the federal 
payroll but could do much to alleviate SES members' negative 
views on the bonus program and help achieve the act's goals. 

Accordingly, I believe it would be prudent to increase the 
number of positions eligible for bonuses by 5 to 10 percent each 
year for the next few years until they reach the SO-percent 
limit envisioned by the act. If OPM declines to take this step, 
which in my view would increase the probability of maintaining a 
highly competent executive corps, the Congress may wish to act 
to do so. I would offer the services of our Office to provide 
the Congress continuing assurance that the agencies are 
administering the bonus program fairly and equitably in the 
future. 

Attached to this statement are various statistical analyses 
related to the areas we reviewed. 
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APPENDIX I APPENDIX I 

OBJECTIVES, SCOPE, AND METHODOLOGY 

On October 13, 1982, and March 24, 1983, the Chairwoman, Subcommittee on 
Civil Service, House Committee on Post Office and Civil Service, raised several 
questions on the progress of SES during its first 5 years of operation which she 
wanted GAO to consider in conducting an overall assessment of the program. We 
reviewed the legislative history of SES to determine what specific changes the 
Congress sought to achieve by remodeling the government’s pay and personnel 
system for senior executives. On the basis of this review, we focused on four 
broad questions that encompassed the major concerns expressed during debate on 
the passage of the Civil Service Reform Act as well as the questions raised by 
the Chairwoman. These questions were: 

--How are agencies fixing the accountability of senior executives for pro- 
gram operations? 

--How are agencies using the flexibility provided by the act to manage 
executive resources more effectively? 

--Have agencies complied with the act’s safeguards to prevent politicizing 
SES? 

--Has the creation of SES had an impact on managerial competence? 

Our review work consisted of five basic elements: 

1. Analysis of information from the Office of Personnel Management’s 
Executive Personnel and Management Development Information System. 

2. Review of other ongoing and prior GAO work on SES. 

3. Interviews with personnel directors and officials responsible for 
managing SES programs at 26 agencies. 

4. Review of the Office of Personnel Management’s management and oversight 
of the SES personnel system. 

5. Review of the results of other studies of SES. 

We obtained and analyzed data available from the Office of Personnel 
Management’s Executive Personnel and Management Development Information System 
which tracks SES positions and people. Information obtained from that system 
enabled us to study relationships affecting our review questions. 

We reviewed the results of other ongoing and prior GAO work related to 
~ SES. Two ongoing reviews are a review of SES performance appraisal systems and 
~ a review of executive development programs. From the review of SES performance 
~ appraisal systems, we analyzed the results of a questionnaire sent to a sample 
~ of SES members at 10 agencies and to a randomly selected governmentwide sample 



APPENDIX I APPENDIX I 

of SES members. From the review of executive development systems, we drew on 
the results of interviews with SES candidates and incumbents in five agencies. 
Prior GAO work on SES covered several topics including the initial conversion to 
SES, the effects of the changes in administrations, and SES pay and bonuses. 
(See app. XXIX.) 

We interviewed personnel directors and officials responsible for managing 
the SES program at 26 federal agencies to obtain their views on our questions, 
on problems and benefits of the SES system, the effectiveness of the Office of 
Personnel Management’s management of the SES personnel system, and changes 
needed in the SES program. The 26 agencies included the 13 cabinet agencies, 11 
of the largest noncabinet agencies, and the Securities and Exchange Connnieeion 
and the Merit Systems Protection Board. The 13 cabinet and 11 noncabinet agen- 
cies were chosen because they employ the largest number of SES members. The 
Securities and Exchange Commission and the Merit Systems Protection Board were 
chosen because of their relatively small size and unique structures. The 26 
agencies, in total, encompassed 91 percent of the government’s established SES 
positions. 

We reviewed the Office of Personnel Management’s regulations and guidance 
to agencies concerning SES, interviewed officials responsible for providing 
assistance to agencies concerning SES, and reviewed the steps in the process of 
allocating SES slots to agencies. In addition, we reviewed reports of the 
Office of Personnel Management’s onsite evaluations of SES programs to determine 
the extent of these evaluations. 

We also reviewed the results of studies of SES done by the Merit Systeme 
Protection Board, the Office of Personnel Management, the Federal Executive 
Institute’s Alummi Association, and the House Subcommittee on Civil Service. 
This work provided background on the progress of SES and alerted us to problems 
already identified related to our four basic questions. 

We performed our work in accordance with generally accepted government 
audit standards. 
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Total number of SES 
positions allocated 

Total number of SES 
positions established 

Percent of allocated 
positions established 

Total number of SES 
positions filled 

w Career 
Noncareer 
Limited term 
Limited emergency 
Filled by non-SES 

membera 
Total number of SES 

positions vacant 
Percent of established 

positions vacant 

NUMBER OF SES POSITIONS ALLOCATRD, 

ESTABLISHED, FILLED, AND VACANT 

July 13, 1979 Sept. 30, 1980 Sept 30, 1981 

8,389 8,592 8,593 8,227 8,243 

7,677 8,210 8,136 7,932 7,800 

91.5 95.6 94.7 96.4 94.6 

6,948 7,038 6,481 6,762 6,945 
(6,318) (6,325) (5,942) (6,042) (6,158) 

(489) (582) (467) (648) (696) 
(29) (59) (36) (40) (58) 

(0) (18) (6) (7) (12) 

(112) (54) (30) 

729 1,172 1,655 

9.5 14.3 20.3 

Sept. 30, 1982 Sept. 30, 1983 

(25) (211 

1,170 855 

14.8 11.0 

aGenerally these are executives who did not convert to SES. It may also include non-SIB members 
temporarily occupying SES positions. 

c 



NONBER OF SES MEMBERS BY SEX, RAGE, AND NATIONAL ORIGIN 

Sex, race, and 
nat ional or igin 

White males 

P 

White females 
Black males 
Black females 
Hispanic males 
Hispanic females 
Asian/Pacific 

Island males 
Asian/Pacific 

Island females 
American Indian 

and Alaskan 
males 

herican Indian 
and Alaskan 
females 

Subtotal fe- 
males and 
minorities 

Totalf 

Sept. 30, 1979a 
Number Percent 

90.2 

4.2 
3.5 
0.6 
0.7 
0.0 

0.5 

0.0 

5,849 

272 
226 

37 
47 

3 

30 

1 

23 

0 .- 

639 

Sept. 30, 198ob Sept. 30, 1981c Sept. 30, 1982d Sept. 30, 1983e 
Nmber Percent Nunber Percent Nunber Percent Nuuber Percent 

6,036 

379 
287 

58 
63 

8 

40 

1 

88.4 5,9m 88.0 

4.9 359 5.4 
3.9 243 3.6 
0.8 48 0.7 
0.8 61 0.9 
0.1 7 0.1 

0.6 52 0.8 

0.0 2 0.0 

33 

0 

87.4 5,686 

5.5 313 
4.2 250 
0.8 51 
0.9 52 
0.1 7 

0.6 41 

0.0 0 

0.5 35 

0.0 0 

0.5 

0.0 

9.8 869 12.6 749 11.6 

6,905 100.0 6,435 100.0 6,725 

aInformation was not available on 292 individuals. 

bInformation was not available on 79 individuals. 

CInformation was not available on 16 individuals. 

dInformation was not available on 12 individuals. 

eInfomation was not available on 1 individual. 

33 

0 

805 

0.5 

0.0 

12.0 

100.0 

6.048 

261 
53 
66 
10 

52 

4 

29 

0 

875 12.6 

6,923 100.0 

87.4 

5.8 
3.8 
0.8 
0.9 
0.1 

0.8 

0.1 

0.4 

0.0 

flhta does not include non-S% members filling SES slots. 
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SESMMBERSINEMXPAYRATE 

SES July 13, 1979 Sept. 30, 1980 Sept. 30, 1981 Sept. 30,1982 Sept. 30, 1983 
pay rate Nuder Percent I&der Percent Nud3er Percent Wr Percent Ndxx Percent 

1 
2 
3 
4 
5 
6 

Data 
missing 

ul Total 6,836 100.0 

Average 
pay rate 

Pay rate 
groupings 

l-3 
4 

5-6 

364 5.3 
324 4.7 
501 7.3 

4,716 69.0 
702 10.3 
224 3.3 

5 0.1 

3.84 3.65 3.62 3.56 3.63 

9.5 
455 6.5 
730 10.5 

4,174 59.8 
721 10.3 
240 3.4 

0 0.0 

6,984 100.0 

603 9.4 
523 8.1 
756 11.7 

3,614 56.0 
732 11.3 
223 3.5 

0 0.0 

6,451 100.0 

639 9.5 
612 9.1 

1,047 15.5 
3,450 51.2 

751 11.2 
237 3.5 

1 0.0 

6,737 100.0 
- 

525 7.6 
653 9.4 

1,119 16.2 
3,498 50.5 

830 12.1 
291 4.2 

0 0.0 

6,924 100.0 

1,189 17.3 1,849 26.5 1,882 29.2 2,298 34.1 2,297 33.2 
4,716 69.0 4,174 59.8 3,614 56.0 3,450 51.2 3,498 50.5 

926 13.6 961 13.7 955 14.8 14.7 1,129 16.3 



APPENDIX V APPENDIX V 

NUMBER OF SENIOR EXECUTIVES LEAVING GOVERNMENT SERVICE 

JULY 13, 1979, TO JUNE 30, 1983 

Reason for leaving Number leavinga 

Resignation 
Early retirement (performance provisionb) 
Early retirement (o her=) 
Optional retirement 8 
Disability retirement 
Termination during probation 
Reduction in force 
Death 
Other 

1,663 
2 

202 
1,358 

43 
1 

6: 
146 

Total 3,486= 

"In addition, about 200 senior executives have retreated to 
GS-15 positions. According to OPM officials, four of those 
were initiated by the agency for performance reasons. Two 
reasons mentioned by OPM officials for voluntary retreating 
were personal reasons and desire to avoid a geographic 
transfer. 

bIndividuals with less than fully satisfactory performance are 
permitted to retire early rather than being removed from SES in 
some other manner, if they are at least age 50 with 20 years of 
service, or any age if they have completed a minimum of 25 
years of service. 

CEarly retirements are permitted, under certain conditions, pro- 
vided the individual is at least age 50 with 20 years of serv- 
ice, or any age with 25 years of service. Generally, OPM auth- 
orizes an early retirement because of a major reduction in 
force, reorganization, or transfer of function; a position 
abolishment without being able to offer the affected employee 
an acceptable available position; or a refusal to accept a 
directed geographic transfer. 

dEmployees covered by civil service retirement can elect to re- 
tire if they are at least age 55 with 30 years of service, age 
60 with 20 years of service, or age 62 with S years of service. 

eAbout 2,550 of these individuals are career senior executives 
who converted to SES on July 13, 1979. They represent over 40 
percent of the senior executives who converted to SES. 
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APPENDIX VI APPENDIX VI 

STATUTORY AND PRESIDENTIAL EXCLUSIONS FROM SE8 

STATUTORY EXCLUSIONS 

Administrative Office of the United States Courts 
Drug Enforcement Administration, Department Of Justice 
Federal Bureau of Investigation, Department of Justice 
Federal Deposit Insurance Corporation 
Federal Election Commission 
Federal Reserve Board 
General Accounting Office 
Library of Congress 
Pennsylvania Avenue Development Corporation 
Presidential Commission on Personnel Interchange 
President's Commission on,White House Fellows 
United States Postal Service 
United States Tax Court * 
Government Printing Office 
Export-Import Bank 
Overseas Private Investment Corporation 
Panama Canal Commission 
Inter-American Foundation 
Veterans Administration, Department of Medicine and Surgery (160 

positions) 
President's Commission on Study of Ethical Problems in Research 
Peace Corps 
National Gallery of Art' 
Pension Benefit Guaranty Corporation 
United States Holocaust Memorial Council 
Delaware River Basin Commission 
Susquehanna River Basin Commission 
Architectural and Transportation Barriers Compliance Board 
Central Intelligence Agency 
Defense Intelligence Agency 
National Security Agency 
Federal Election Commission 
State Department (Foreign Service Officers) 

PRESIDENTIAL EXCLUSIONS 

Assistant {Jnited States Attorneys, Departnjent of Justice 
National Security Council Staff 
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SES NmaERs WITN s-!pARsa coNT1Nuous 

CIVIL SERVICE RXPERIERCB PRIOR TO JOINING SES 

July 13, Sept. 30, Sept. 30, Sept. 30, 
1979 1980 ~ 1981 1982 -. 

Total ayet of SES 
members 6,836 6,984 6,451 6,737 

Number of SES hers with 
S-years coatinuous~6erv- 
ice in civil service 
prior to joining SES 5,903 5,873= 5,446 5,606 

Percent of SES members 
with Z-years continuous 
service in civil serv- 
ice prior to joining 
SES 86.4 84.1 84.4 83.2 

Sept. 30, 
1983 

- 
6,924 . 

5,739 

82.9 

aThe act required that not more than 30 percent of SES positions uy be filled by in- 
dividuals who did not. have 5 years of current continuous service in the civil service 
illmediately preceding their initial appointment to SES, unless the Resident certi- 
fies to the Congress that the limitation would hinder the efficiency of the govern- 
ment. 

bDoes not include SES positions filled by non-SES members. 

‘=As of December 31, 1980. 
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NUMBER ARD DOLLAR AMYJET OF BONUSES AWARDED SES MEMBERS 

FISCAL YEARS 1980 TKROUCR 1982 

W 

Agency/department 

Agriculture 
Commerce 
Defense 

Office of Secretary 
of Defense 

Air Force 
-Y 
Navy 

Education 
Energy 
Environmental Protection 

43-y 
General Services 

Administration 
Health and Human Services 
Housing and Urban 

Development 
Interior 
Justice 
Labor 
Merit Systems Protection 

Board 
National Aeronautics and 

Space Administration 
National Science 

Foundation 
Nuclear Regulatory 

Commission 

Fiscal year 1980 Fiscal year 1981 
Nmber Dollar Number Do1 lar 
awarded amount 

(thousands) 
awarded aswxmt 

(thousands) 

Fiscal year 1982 
Nu&er Dollar 
awarded emrount 

(thousands) 

0 $ 0.0 65 $ 325.2 52 $ 328.2 
0 0.0 79 433.2 68 371.3 

157 806.4 204 1,160.4 227 1,432.7 

(0) to.01 (53) (325.9) (56) (318.2) 
(37) (168.0) (30) (156.5) (33) (185.0) 
(49) (260.2) (51) (309.2) (60) (431.0) 
(71) (378.2) (70) (368.8) (78) (498.5) 

0 0.0 10 50.0 8 58.0 
103 560.5 105 586.7 91 540.2 

0 0.0 46 287.8 36 239.3 

10 42.5 0 0.0 20 127.5 
54 274.5 66 344.5 104 678.9 

0 0.0 20 115.5 14 66.5 
50 296.5 47 299.0 38 283.5 
47 265.8 37 228.5 40 287.9 
33 200.8 0 0.0 28 144.8 

4 35.5 2 11.5 2 16.0 

238 1,338.3 89 515.9 83 609.1 

0 0.0 18 90.0 18 145.0 

35 209.9 33 218.0 37 279.5 



Fiscal vear 1980 Fiscal year 1981 
Nmber Dollar 

Fiscal year 1982 
Number Dollar Number Dollar 

awarded amount 
(thousands) 

11 49.0 

2 11.5 

0 0.0 
10 73.0 

0 0.0 
46 243.5 
41 199.5 

841 $4,607.2 

67 421.1 

908 $5,028.3 
- 

awarded amount awarded amount 
(thousands) (thousands) 

Agency/department 

Office of Management 
and Budget 

Office of Personnel 
0 0.0 28 175.0 

13 67.6 12 55.1 Management 
Securities and Exchange 

Commission 
State 
Transportation 
Treasury 
Veterans Administration 

Subtotal 

11 69.5 7 50.0 
8 50.8 11 80.3 

56 329.0 61 375.3 
85 468.8 91 547.2 
40 226.0 5 39.4 

1,034 $5,877.9 1,081 $6,930.7 

91 548.7 49 308.0 Other agencies 

1,125 $6,426.6 1,130 $7,238.7 Total 

Note : Data in chart represents bonuses awarded for performance during fiscal years 1980, 
1981, and 1982, but not necessarily paid during the fiscal years. For example, if 
the performance rating was received in September 1981 (fiscal year 1981) and the 
bonus was paid in October 1981 (fiscal year 1982), the data will appear in fiscal 
year 1981. Also, according to OPM officials, where zeros are shown in the table no 
awards were made by the agencies. 

c 



NUMBER OF EAEK AWEDa BECIPIENTS-FISCAL YEABS 1980 ‘MwxIc;R 1982b 

Agency/ 
department 

Agriculture 
Comoerce 
Defense 
E&cat ion 
Energy 
Envirornoental Protection Agency 
General Services Administration 
Health and Hunan Services 
Housing and Urban Development 
Interior 
Justice 
Labor 
Merit Systems Protection Board 
Nat ional Aeronautics and Space 

Administration 
Nat ional Science Foundat ion 
Nuclear Regulatory Camnission 
Office of Management and Budget 
Office of Personnel Managenrent 

Nuaber of individuals receiving rank awards 
Fiscal year 1980 Fiscal year 1981 

kritorious Distinguished Meritorious 
Fiscal ye ar 1982 

Distinguished Meritorious Distingu ished 
12 2 1 0 8 2 
15 1 6 1 9 2 
47 10 31 10 44 11 

0 0 3 1 1 1 
18 3 10 1 10 3 
8 4 2 1 5 1 
0 0 0 0 0 1 

22 3 2 2 16 3 
5 2 0 1 4 0 
9 1 0 0 4 2 
4 0 2 0 4 2 
3 1 1 0 2 0 
0 0 1 0 0 0 

n 
x 

21 
0 
1 
2 
3 

14 
0 
4 
0 
1 

16 
2 
2 
0 
0 

Security and Exchange Coscaission 0 0 1 0 2 1 
State 2 1 2 0 4 2 
Transportation 11 4 4 1 11 1 
Treasury 13 4 5 1 11 1 
Veterans Administration 6 1 3 0 3 1 - - - - 

Subtotal 202 46 93 24 158 38 

Other agencies 4 3 3 1 3 0 - - - - 
Total 206 49 96 25 161 38 

- - - - 
aThe act provided for the awarding of= rank of Meritorious Executive for sustained acccqlishment and 

- 

Distinguished Executive for sustained extraordinary accomplistint. The ranks include $10,000 and $20,000 cash 
awards, respectively . 

bData is reported by the fiscal year in which the President approved the award. 
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APPENDIX X APPENDIX X 

NUMBER OF SES MEMBERS WHO RECEIVED BOTH MERITORIOUS 

AND DISTINGUISHED EXECUTIVE RANK AWARDSa 

JULY 13, 1979, TO SEPTEMBER 30, 1982 

Agency/department 
Number awarded 

both ranks 

Commerce 
Air Force 
Army 
Navy 
Health and Human Services 
National Aeronautics and Space Administration 
State 
Treasury 

Total 

1 
5 
1 
1 
3 
7 
1 
1 - 

20 

aThe act provided for the awarding of the rank of Meritorious 
Executive for sustained accomplishment and Distinguished, Execu- 
tive for sustained extraordinary accomplishment. The ranks 
include $10,000 and $20,000 cash awards, respectively. 
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FISCAL W 1980 'JmUXGH 198p 

Fiscal 
year Performance rating 

Numkrof SESaembers 
RMZdVed Percent 

Rated bonuses of rated 

1980 

1981 

Less than fully successfulb 
Fully successful but not top= Topd 

Less than fully successfulb 
Fully successful but not top= 
ToPd 

25 0 0.0 
2,101 1,069 417 491 45.9 19.9 

33' 0 0.0 

2,164 3,149 
368 11.7 
757 35.0 

1982 Less than fully successfulb 
Fully successful but not top= 
rropa 

17 0 0.0 
3,235 275 
2,448 855 3::; _I 

aData in chart represents bonuses awarded for performance during ‘fiscal years 
1980, 1981, and 1982, but not necessarily paid during the fiscal years. For 
example, if the performance rating was received in September 1981 (fiscal year 
1981) and the bonus was paid in October 1981 (fiscal year 1982), the data will 
appear in fiscal year 1981. 

bLess than fully successful are those individuals receiving an unsatisfactory 
or minimally satisfactory rating. 

CFully successful but not top are those individuals receiving a fully success- 
ful rating but not rated in the highest category possible within their organi- 
zation. 

dTop are those individuals rated in the highest category possible within their 
organization. 
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SE5 PaY 
level 

Fiscal year 191 Fiscal year 1982 
Career SES me&ers SES reders Career SES &rs SES lpeplbers 

a of Sept. 30, 1981 receiving bunmesa as of Sept. 30, 1982 reCeiViII8 bo~use8~ 

Pkmslwr Percent limber Percent Nmber Percent Mder Percent 

ES-1 450 7.6 36 3.0 479 7.9 22 2.1 
Es-2 507 8.5 71 5.9 555 9.2 63 5.9 
ES-3 702 11.8 81 6.8 928 15.4 114 10.7 
Es-4 3,496 58.8 693 57.7 3,307 54.7 601 56.4 
ES-5 641 10.8 253 21.1 635 10.5 207 19.4 
Es-6 146 2.5 66 5.5 138 2.3 58 5.5 

Total 5,%2 100.0 1,200 100.0 6,042 100.0 1,065 loo.0 

FISCAL YEARS 1981 MD 1982 

‘Data is reported by the fiscal year in which the bonus was actually paid, and therefore 
differs from bonus data on appedices VIII, XI, and XIV. 
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DI-m OF CASH Il@mmvEAMRDsamsEs ---JULY 13, 1979, TD APRIL 27, 1983b 

Agency/department 

Agriculture 
Cummce 
Defense 
Sducat ion 
-rgY 
Environmental Protection Agency 
general Service8 Administration 
Health and Wean Services 
Dousing and urban Develo-nt 
Interior 
Justice 
Merit Systems Protection Board 
National Aeronautics and Space 

Administration 
Nat iOnal Science Foundat ion 
Nuclear Regulatory knnnission 
Office of Personnel M8nagement 
Securities and &change Caunission 
State 
Transportat ion 
Treasury 
Veterans Administration 

Subtotal 

July 13, 1979 to Fiscal Pi seal fiscal 
September 30, 1979 year 1980 year 19?31 year 1982 

0 19 2 5 
0 13 6 3 
0 3 2 2 
0 3 19 2 
0 16 7 13 
0 4 30 6 
0 0 2 3 
0 12 5 9 
0 9 0 3 
0 1 1 3 
0 0 3 7 
0 2 0 4 

0 
0 
0 
0 
0 
0 
0 

16 
1 - 

17 

7 
1 
3 
0 
1 
0 
9 

21 
19 

4 
6 
0 
0 
0 
1 
3 

20 
7 

101 

ktober 1, 1982 
to April 27, 1983c 

0 
4 
0 
0 
0 
1 
3 
7 
0 
0 
I 
0 

0 
1 
0 
1 
0 
0 
3 

11 
3 - 

35 
Other agencies 3 20 54 35 11 - - 

Tot ald 20 163 165 136 46 
- - - - - 

WJS members along with all other government employees may receive incentive awards in recognition of 
specific one-time accasplistments, suggestions, inventions, etc. 

bData in chart represents incentive awards paid during the period indicated. 

‘&her cash incentive awards may have been given but not yet reported by the agencies. 

dNine SSS members received tm awards. Forty-seven recipients were noncareer SES members and 8 were 
limited term appointees. 
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Fam4mRoF- BY -1C LOCATION 

FI!3CALYE4w198Dmmm1982a 

W ashington, D.C. metro area F ieldb Total 
F isca l Hunber of Percent Average Rmkr of Percent Average Number of Percent Averagii 

lxmuses of bonuses bonus bonuses of tumlses bonus bonuses of bonuses bonus 

1980 591 65.1 $5,658 317 34.9 $5,313 908 100.0 $5,538 

1981 71.5 $5,778 321 28.5 $5,548 1,125 100.0 $5,712 

1982 74.3 $6,428 290 25.7 $6,24(J 1,130 loo.0 $6,379 

aData in chart represents bonuses awarded for performance during fisca l years 1980, 1981, and 1982, 
but not necessar ily  paid during the fisca l years. For example, if the performance rating was 
received in September 1981 (fiscal year 1981) and the bonus was paid in O c tober 1981 (fiscal year 
19821, the data will appear in fisca l year 19gl. 

bAhout 26 to 27 percent of all senior executives-career, noncareer, limited tern, and limited 
emergency appointees -are at field locations. 

. 



APPENDIX XV APPENDIX XV 

NUMBER OF SES MEMBERS WHO RECEIVED BONUSES 

JULY 131 1979, TO SEPTEMBER 30, 1982a 

Senior executives receiving 
Two Three 

Agency/department 
One 

bonus bonuses bonuses 

Agriculture 
Commerce 
Defense 
Education 
Energy 
Environmental Protection Agency 
General Services Administration 
Health and Human Services 
Housing and Urban Development 
Interior 
Justice 
Labor 
Merit Systems Protection Board 
National Aeronautics and Space 

Administration 
National Science Foundation 
Nuclear Regulatory Commission 
Office of Management and Budget 
Office of Personnel Management 
Securities and Exchange 

Commission 
State 
Transportation 
Treasury 
Veterans Administration 

85 
110 
277 

9 
150 

57 
28 

151 
26 
72 
57 
50 

2 

202 
26 
37 
21 
21 

18 
21 
81 

134 
56 

Subtotal 1,691 

Other agencies 176 

Total 1,867 

%ata includes bonuses paid through September 

16 0 
20 0 

106 14 
4 0 

59 9 
13 0 

1 0 
21 0 

5 0 
22 6 
23 7 

5 0 
3 0 

84 
5 

19 
2 
3 

0 
4 

17 
44 
16 

30, 1982, and 

13 
0 

10 
0 
0 

0 
0 
0 
0 
0 - 

59 

therefore differs from bonus data on appendices VIII, XI, and 
I XIV. 
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Bonuses 
Agency/department Incentive 

&iculture 
Gmmerce 
Defense 
Education 
-=gY 
Euviromental Protection Agency 
General Services Administration 
Health and Ruman Services 
Housing and Urban Developrsent 
Interior 
Just ice 
Labor 

z Merit Systems Protection board 
National Aeronatics and Space 

Administration 
Nat ional Science Foundat ion 
Nuclear Regulatory &mission 
Office of Management and budget 
Office of Personnel Management 
Securities and Exchange Commission 
State 
Transportation 
Treasury 
Veterans Administration 

FISCAL YEARS 1980 TliRmm 1982 

Meritorious rank 
n 1 9 

Dist iuguished rank 
n 1 L A 2 d 1 x 

1 
I 2 0 - 1 0 ’ @’ I L -T- 0 1 0 0 0 - - - - - - 2 
0 0 8 1 4 0 0 0 3 0 0 0 0 H 
1 0 12 1 2 0 0 0 1 0 1 0 1 
0 0 52 0 29 1 0 0 13 0 5 1 6 
0 1 1 1 0 0 0 1 0 I 0 0 0 
0 1 17 0 13 0 0 2 2 1 1 0 0 
2 0 2 0 0 0 0 0 2 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 1 0 0 
0 0 11 4 3 0 1 0 2 0 1 2 1 
0 0 2 0 2 0 0 0 1 0 0 0 0 
0 0 4 0 5 0 0 0 1 0 1 0 0 
0 0 3 0 4 1 0 0 0 0 2 0 0 
0 0 3 0 0 0 0 0 1 0 0 0 0 
0 0 0 0 1 0 0 0 0 0 0 0 0 

1 0 20 2 16 0 0 0 1 0 2 2 5 
1 0 0 0 0 0 0 0 0 0 1 0 0 
0 0 1 0 4 0 0 0 0 0 1 0 0 
0 0 1 0 0 0 0 0 2 0 0 0 0 
0 0 2 0 0 0 0 0 0 0 0 0 0 
0 0 2 0 0 0 0 0 1 0 0 0 0 
0 0 4 0 1 0 0 0 1 0 0 0 1 
0 0 14 0 2 1 0 0 3 0 1 0 0 
1 0 11 4 4 1 0 2 1 1 0 0 1 
3 1 1 2 0 0 0 1 1 0 0 0 0 - - - - - - - - - 
9 3 171 15 90 4 1 6 36 3 17 5 

15 6 1 0 3 1 0 0 0 1 1 0 0 0 0 - - - - - - 
- 10 3 174 16 90 4 1 7 37 3 17 5 15 3 

I - - - = = 3 3: = = - :: 
Note: The table shows SES members who received rank awards and at least one other type of cash award. For example, 

at the Department of Agriculture, eight SES members received a meritorious rank and one bonus but no incen- 2 H 
tive award and one SES member received a meritorious rank, one bonus, and one incentive award. 

Subtotal 

Other agent ies 

Tot al 

P 

: 
el 

Both rank E n 

. 
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~EROFLESSTHANFUUYSUCCESSHnPERFO~ERATINGS 
FI!XAL YEARS 1980 THROUGH 1983= 

Number receiving less than fully 
SucceSsful performance ratings 

Total 

Agency/department 
Agriculture 
Cormberce 
C-unity Services Administration 
Defense 
Energy 
Environmental Protection Agency 
Bgual E2nployment Opportunity Commission 
Federal Emergency Management Agency 
Federal Trade Commission 
General Services Administration 
Housing and Urban Development 
Interior 
Justice 
Labor 
Merit Systems Protection Board 
National Aeronautics and Space Administration 
National Transportation and Safety Board 
Nuclear Regulatory ConmGssion 
Office of Management and Budget 
Office of Personnel Management 
Securities and Exchange Commission 
Small Business Administration 
Transportation 
Treasury 
U.S. Information Agency 
Veterans Administration 

Total 

Unsatisfactory 
Minimally 

Satisfactory 

aData included for fiscal year 1983 was preliminary. 

0 
1 
0 
2 
0 
0 
1 
0 
0 
1 
0 
0 
0 
1 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
6 
= 

1 
4 
2 

11 
8 
1 
4 
2 
3 
2 
1 
1 
2 
5 
3 
2 
1 
9 
1 
4 
1 
5 
3 
7 
1 
2 - 

86 
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Total SES 
ret iranents 

Nuuber of early 
retirements 

Percent of total 
retirements that 
rJere early 

aEarly retirements 

CWPARISON OF EARLY RETIREMWl@ lD.lsnALsEs- 

July 13, 1979 to Fiscal Fiscal Fiscal October 1, 1982 
Septenkr 30, 1979 year 1980 year 1981 year 1982 to June 30, 1983 Total 

128 767 333 259 122 1,609 

25 37 56 69 17 204 

19.5 4.8 16.8 26.6 13.9 12.7 

are permitted, under certain conditions, provided the individual is at least 
age 50 with 20 years of service, or any age with 25 years of service. Generally, OPM authorizes 
an early retirement because of a major reduction in force, reorganization, or transfer of func- 
tion; a position abolishmmt without being able to offer the affected employee an acceptable 
available position; or a refusal to accept a directed geographic transfer. 

t 



Period 

Early retirees:a 
Fiscal year 1980 
Fiscal year 1981 
Fiscal year 1982 
October 1, 1982 

through 
June 30, 1983 

Total 

All SES members receiving 
ratings : 

Fiscal year 1980 
Fiscal year 1981 
Fiscal year 1982 

IESS than fully Fully successful 
successful but Imt top Top rated 

t&m&et Percent Nu&er Percent Nu&er Percent 

0 0.0 
4 7.8 
1 1.6 

1 6.7 

6 4.4 96 71.1 33 24.5 
- - - 

25 0.8 2,090 65.6 1,069 33.6 3,184 
33 0.6 3,135 58.8 2,163 40.6 5,331 
17 0.3 3,018 57.8 2,185 41.9 5,220 

3 50.0 3 50.0 
33 64.7 14 27.5 
51 80.9 11 17.5 

9 60.0 5 33.3 - - 

Total 
NMber Percent 

6 
51 
63 

100.0 
100.0 
100.0 

100.0 

100.0 

100.0 
100.0 
100.0 

aSixtrnine of the early retirees did not receive a performance rating in SES prior to their 
retirement. 
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ma 
prgriarlture 
Civil kramutics Bwrd 

cahmrissial al civil Rights 
hmudity htures Raaiq Q3mnissim 
Omsmer Product Safety Chmissim 
Defense 

Office of Secretary of Lkfense 
Air Force 

z 
Education 

Fnvi-tal Protection &ency 
Equal lbpl~ Ogqxxtmity tissim 
Fat-m Q-edit Mninistration 
Federal hmmications htnissim 
Fe&ral hxgency at 47=Y 
FederalNmt?LoanBankJ3oad 
Fe&x-al Labor Eklatiaw Authority 
Federal Maritime Oxmission 
Federal MxIiatim and Chnciliatim mce 
Federal Trade Chmission 
General services Achinistration 

Slots althmized a6 
of Juz 30. 1981 

17 20 14 21 
395 458 388 Ml6 
30 27 27 27 

549 !%3 4#) 5% 
9 9 9 9 

21 21 18 18 
15 15 l3 13 

434 472 387 436 
223 229 210 223 
357 395 334 3% 
448 448 420 443 
113 98 88 88 
730 639 610 630 
293 288 258 259 
44 44 44 44 
12 13 13 13 
40 45 37 42 
61 61 58 61 
19 20 19 19 
22 25 22 22 
12 12 11 11 
16 16 16 16 
45 50 45 42 

117 126 119 lx 

cm malysts’ slot Final slot 
Agmcies’ slot mammdatiam allocatiam appmved 

reeEats to Director, on4 by Director, OEM 

c 



kalth ad FiraFln senrices 
bSiRJ3durhsllkdoptIt 
Merior 
Intemstional Trde 0mmissim 
Interstate (Immerce Gxmkxsian 
Justice 

b&it Systm3 Protection Board/office of 
Special Qxmsel 

National knmmtics ad Space Mninistratiai 
National &edit Chim kkainistratim 
NationalEdmwntfortkArts 
National EIdorawt for the Hminitie8 
Natimal Iabor klatiam Board 
National Scimce Famdatim 
National Tr mqortatim Safety Board 
Hrlear Fkgulatory Qmuissim 
officeofbkagBntdEudget 
Office of Elerscmel w 
Office of the Ikderal Inspector, Alaska Natural 

Gas Wmsportatim System 
Railrod Retireuent Board 
Securities and Ekhaqgz Onmission 
Snail RJS~S Administration 
State 
Tbnqortation 

U.S. Arm CkRltml ad Uisarm;mart Agency 
U.S. Infomaticm @my 
U.S. Intematiaxd Developmznt Cbrpmation 

&ency/Agency for International Uevelopwnt 
l7izterans Ar%ninistratian 

xl5 670 539 
139 139 136 
298 316 282 

6 8 6 
42 u) 40 

2’70 2m 240 
197 197 187 

23 27 34 26 
520 5ao 490 520 

17 17 17 17 
10 10 8 9 
10 12 9 9 
65 65 65 a 

131 123 121 125 
12 12 12 12 

216 225 216 220 
101 102 101 101 
87 87 85 85 

13 14 11 11 
11 11 9 11 
48 53 48 50 
53 55 53 53 

107 128 99 107 
421 455 438 456 
575 593 N-l 575 

24 2k 22 24 
23 40 31 31 

63 
119 

66 
160 

55 
121 

x 
650 
137 E 
2% 

7 
40 

270 
197 

60 
160 

. 



Agricul~ 
Civil kmaaaics Bad 

(Ian&&m cm Civil Ri&ts 
Chmdity Fbtums Trdiq Chmnission 
GnsmerFmdwtSafety(hmtissim 
Dsfense 

office of Secretary of lMenBe 
Air Rmze 

Edu‘atial 

hi-tal Protection &my 
Equal Ei+ynmt Opportmity CJnmission 
Farm a-edit Ahinistration 
Federal Cbmnmicatiti Qxmissim 
khd a W Agary 
FChlTilHIEhXlBdCBOaId 
Federal Tabor klations Authority 
Federal Maritime tissim 
Federal bkdiatim ad Cbnciliatim &mice 
Federal Trde &mission 
Cemral !krvices khinistratim 

aJM a-b¶lysts ’ slot Find slot 
Slots aalh&ed a km&s’ slot reapaaendetia-6 allocatiam qp7xed 

17 
395 
3l 

!M 
9 

21 
l5 

434 475 
223 229 
357 395 
448 448 
113 98 
730 628 
293 288 
44 44 
12 13 
40 45 
61 61 
19 20 
22 25 
12 12 
16 16 
45 50 

117 126 

al 
459 

26 
543 

9 
21 
15 

to DiIector, cm4 

14 
38 
26 

480 
9 

18 
l3 

387 
axl 
3% 
400 
88 . 

610 
258 
44 
13 
37 
58 
19 
22 
11 
16 
45 

119 

by Ilinzctlx,-OPM 

21 
405 

27 
528 

9 
18 
13 

430 
225 
362 
449 

88 
629 
25s 
44 
l3 
42 
61 
19 
22 
11 
16 
42 

123 

. 



QRI ml*’ slot Rnsl slot 
slotsm&l 
of Jlxe 30,1981 

writ systems Protectian mmd/office of 
Special C&me1 

National Aemnaaicad~~ion 
Nstional hdit Lhial lkbsinbtratioa 
NatiaullhbamtfortheArta 
NatiaalEMomentfortheFLmarities 
NstionalLabar~lationeBoaNi 
National Scieme Fadatim 
Naticmal -iah Safety bad 
Ndear IkguWay CInmission 
officeofl4mqpnmdBlxiget 
Office of Rraomd Mmagmnt 
OfficeofthelibkralInspectar,~~ 

Gss ?rmqo&&im System 
tild ktirawnt Board 
Searities and &chmge cmnn’sah 
!alll Risk kkillistratial 

Fitzpxtatial 

xl5 670 539 650 
139 139 134 137 
296 316 a32 293 

6 8 6 7 
42 38 38 40 

270 270 2Kl 271 
197 197 187 197 

23 27 % 26 
520 520 490 520 

17 17 17 17 
10 10 8 9 
10 12 9 9 
65 65 65 60 

131 123 121 124 
12 12 12 12 

2l6 225 216 220 
101 102 101 101 
87 87 85 85 

13 
11 
48 
53 

107 
621 
575 

24 
23 

63 
119 

I.5 
9 

53 
55 

128 
4% 
593 

24 
40 

66 
160 

12 
9 

48 
53 
99 

422 
560 

20 
28 

11 
10 
xl 
53 

107 
439 
572 

24 
31 

55 
121 

a 
160 

&i?ucies’ slot makdatiam 
toDire!ctor,cPM 

allocatiars epprnred 
byDirector,opn 

. 



SIB-1 -JULY 13, 1979, m ZmImm 30, 1983 

bgriculhm 
chmrxce 
Defense 

Office of the Secretary 
Air Force 

z 
Riuxtian 

E&i-tal Protection Agency 
General Semites Abinietratim 
Walth d Rmm Senrices 
Housing ad U&m Developmt 
Interior 
Justice 
Lsbor 
Merit Systems Protection Board 
Nstioml krauutics and Space kbninistratim 
National Science Fandation 
&clear Wgulatory Cam&&on 
Office of Ffaqeamt and Bdget 
Office of Fkrsamel Mmagemnt 
Securities ard Exchmge tissim 
State 
Transportat ion 
T===Y 
Veterans Administration 

Subtotal 

Other agencies 

Total 

Total 
rider of 

wipmts 

1% 
293 
527 

(195) 
(52) 
(86) 

(194) 
53 

435 
158 
102 
239 

al 
191 
111 
92 
4 

340 
53 

230 
31 
77 
17 
24 

237 
323 
121 -- 

3,914 

3% 

4,2701) 
- 

Nlmberofreassigrmentsbytypeof~ 
Wash., D.C. Field to within sfia Wash., D.C. I&&t., D.C. 

to field ssAa SEiAa 

21 
9 

:I 
(2) 
(7) 
(6) 
0 

12 
17 
3 

13 
5 

17 
2 
9 
0 

15 
0 
1 
0 
6 
0 
0 

10 
27 
4 

within Beteal 
states states -- 

16 
3 

::, 
(2) 
(5) 
(5) 
0 

17 
11 
13 
10 
2 

23 
4 
9 
0 
8 
0 
7 
0 
4 
1 
0 

25 
25 

5 

200. 190 

14 18 

214 208 
- - 

146 6 7 
- 266 14 1 

(2 z, ::I 
(27) (14) (71 
(47) (23) (4) 

(141) (36) (6) 
53 0 0 

353 46 7 
109 16 5 

78 7 1 
167 40 9 
43 1 9 

125 7 19 
93 2 10 
67 0 7 

3 0 1 
162 151 4 
53 0 0 

209 I1 2 
31 0 0 
63 3 1 
12 4 0 
24 0 0 

1% 27 16 
aI3 27 41 

53 12 47 

2,873 447 

306 8 

3,179 455 

204 

10 

214 
- 

aStandard EIetropolitiin Statistical Arm tich basically includes Washington, D.C. ard fiurnxd~areasinMaryldarrd 
Virginia. 

bAbout 3,ooO senior executives wxe invokd in these reassignmkts. 

5 
2 
3 n 
x 
x 
x w 

. 
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APPENDIX XXII APPENDIX XXII 

UNITESI Jrms GENERAL Accoumm On~cr 
WASHINGTON. 0.c. I%8 

PC-4667 MAY 13 1983 

The Hoccrable j4illiam D. Ford 
Chairman, Committee on Post 

Office and Civil Service 
Rouse of Reptrrrn tativer 

The Won?rrble Pa tticiir Schroeder 
Chs itwomsn, Subcommittee on 

Civil Secvice 
,Commi ttee on Post Off ice and 

Civil Servic8 
Rowe of Representatives 

This lettst provides information on the cost of geographic 
terrsignmentr tot Senior Executive Service (S&S1 employees, one 
of,;:; points you asked us to address in your July 26, 1982, 

. On January 7, 1963, we provided you with information on 
the number of SES geographic relocations reported by OPM and 
agreed to furnish data on the cost as soon as we could collect 
the noceasary information from Fcderrl departments and agencies. 

Between July 13, 1979--when SES went into effect--and 
February 1, 1983--when current information became available--S36 
SES emgdoyeer from 29 departments and agencies weta qtograptr- 
kelly relocated. I/ The total cost to the Govcrnmenc of 472 
of those moves (88-percent of the total number) for which data 
was available was 53.7 million, or about 58,000 per move. 

Additionally, approx&ately 43 percent of the relocated 
members Zor which data was available ‘dece not reimbursed the 
entire amount they clained as relocation expenses because tcqu- 
lationr disallowed various iterns. Individuals that claimed 
nonreimbursable expenses were disallowed an average of about 
$1,200 each. 

---- 

t/This figure reflects interstate moves only. 

27 
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APPEtiDIX XXII APPENDIX XXII . 

PC-4647 

So#, 8enior l xacutivoa MY not h&v* reported all relocation 
comta beemao thay knev in advance certain item8 would not be 
rdmburr@d l Sonu of tha items not reported, however, such a8 
thr expense of financing a nev home at a higher interest rat., 
con8tituted l vary reel co8t to the relocated members. 

The l nclo8ed chart shov8 available information on reia- 
bUr8emOnts paid by tha 29 Federal department8 and agencica to 
geographicelly relocatrd. SES mmber8 between July 13, 1979, and 
Februery 1, 1983. It aI80 show8 relocation expense8 chimed by 
StS member8 but disallowed by departments end agencies. 

Wo rt8ted in our January 7, 1983, latter to you the+ we are 
currently examining najor aspect8 of the SES program in prepara- 
tion for overright hearings later this year- The subject of SES 
rearaignmentr i8 l part of our overall review, and we will 
l dvi88 you of our ffndfng8 in this area* 

Wo trust that the cost information provided-in thi8 letter 
and the information on the number of relocated S&S members pro- 
vidrd in our January 7, 1983, letter is responsive to your 
requert. 

Enclo8ure 

28 



5xwn4 
60,975 

JS 
219,279 
132,375 
l29,274 

7,716 
2.m 
2,386 

25,513 
921 

% W  
77,109 
59,994 

377.m 
14,791 

126,995 
I 119,ws 

4,= 

151,277 
64,7&I 
71,531 
27,467 
%J- 

6,455 
55,953 

372,42a 
949,752 

$ 362,632 

verqge m iw 
-I= 
EsL-dDcuw 

s5 
2,w 
2,388 

12,757 
921 

3,477 
7,7L9 
wm 
9,433 

14,791 
7.937 
7,442 
49 

lO,LI# 
10,798 
14;m 
5,493 
S,=J 
3.m 

11,191 
7,924 

10,323 
$4,715 

$7,912 

9 
5 
0 

17 
J2 
7 

2 
0 
A 

0 
1 

. I1 
4 
6 

19 
0 
6 

16 
0 

10 
0 
0 
4 
1 
L 
5 

17 
29 

2 

203 
- 

54% 
333 

2.d 
7% 
657 

859 
0 

248 

0 
iI5 
4a3 

1,851 
%u 
80s 

0 
u# 

1,774 
0 

4,652 
0 
0 

J,Qc, 
4.m 

818 
2@9 
1,101 

923 
52 

51,17? 
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APPENDIX XXIV APPENDIX XXIV 

CONVERSIONS FROM NONCAREER TO CAREER APPOINTMENTS 

JULY 13, 1979, TO SEPTEMBER 30, 1983 

Agency/department 

Act ion 

Agriculture 

De fenae 

Energy 

Environmental Protection 
Agency 

Equal Employment Oppor- 
tunity Conamicrsion 

Federal Cormaunications 
Cowisrion 

Federal Labor Relations 
Authority 

General Services 
Administration 

Health and Human 
Services 

Houring and Urban 
Development 

Interior 

Dates of 
conversions 

April 28, 1980 
October 27, 1981 

December 28, 1979 
August 13, 1980 
February 22, 1983 

October 28, 1980 
November 19, 1981 
May 25, 1982 
June 26, 1983 

September 3, 1980 

March 6, 1980 

January 3, 1980 
February 14, 1980 

May 19, 1980 
May 19, 1980 

October 28, 1980 

April 24, 1980 

August 8, 1979 
November 16, 1982 

May 17, 1983 

August 6, 1979 
November 13, 1979 
July 19, 1983 

31 

Appointment when 
converted to career 

Foreign Service Reserve 
Consultant 

SES noncareer 
SES noncareer 
SES noncareer 

Schedule C 
Schedule B 
Schedule C 
SES noncareer 

Presidential 

SES noncareer 

SES noncareer 
SES noncareer 

SES limited emergency 
SES limited emergency 

SES noncareer 

SES noncareer 

Foreign Service Reeerve 
Schedule C 

SES noncareer 

SES noncareer 
SES noncareer 
SES noncareer 



APPENDIX XXIV APPENDIX XXIV - 

Agency/department 

International Communica- 
tion commission 

Just ice 

Labor 

National Aeronautics and 
Space Administration 

National Labor Relations 
Board 

National Science 
Foundation 

~ Navy 

Office of Management 
and Budget 

Office of Personnel 
Management 

Small Business 
Administration 

State 

Transportat ion 

~ Treasury 

Dates of 
conversions 

January 11, 1980 
February 1, 1980 
March 9, 1982 

December 31, 1979 
July 19, 1983 

August 1, 1979 
November 17, 1981 

June 24, 1980 
July 8, 1980 
December 28, 1982 

October 6, 1981 
March 16, 1982 

April 22, 1980 

January 5, 1982 
August 10, 1982 

January 11, 1982 

January 7, 1981 

July 13, 1982 
April 26, 1983 

August 21, 1980 
July 19, 1983 

August 27, 1979 
March 13, 1980 
November 4, 1980 
August 26, 1981 

November 12, 1980 
July 19, 1983 

Total noncareer to career conversions = 50 

Appointment when 
converted to career 

Schedule C 
Consultant 
SES noncareer 

SES noncareer 
SES noncareer 

Schedule C 
Noncareer GS-17 executive 

SES noncareer 
SES noncareer 
SES noncareer 

Competitive service 
SES noncareer 

SES noncareer 

Schedule A 
SES limited term 

Noncareer GS-16 executive 

SES noncareer 

Schedule C 
Competitive service 

SES noncareer 
SES noncareer 

Noncareer GS-16 executive 
SES noncareer 
Schedule C 
Consultant 

SES noncareer 
SES noncareer 
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Total SES positions allocated 

Noncareer Positions 
Total permitteda 

kober al located 
Nunber filled by noncareer 
Percent of total allocated 

SES positions filled by 
noncareer 

2 
Total SES Positions established 

Percent filled by noncareer 

Total positions filled 
Percent filled by noncareer 

SES appo inteents i$ 
July 13, 1979 Sept. 30, 1980 Sept. 30, 1981 Sept. 30, 1982- Sept. 30, 1983 

Limited term and limited 
emergency appointments 

Total nudxr permitted” 
Nunber al located 
Nu&er filled 
Percent of total allocated 

SES Positions filled by 
limited term and limited 
emergency 

8,389 8,592 8,593 8,227 8,243 

838 859 859 822 824 
826 829 822 733 803 
489 582 467 648 696 

5.8 6.8 5.4 7.9 8.4 

7,677 8,210 8,136 7,932 7,800 
6.4 7.1 5.7 8.2 8.9 

6,948 7,038 6,481 6,762 6,945 . 
7.0 8.3 7.2 9.6 10.0 

419 429 429 411 412 
WA 100 106 97 117 

29 77 42 47 70 

0.3 0.9 0.5 0.6 0.8 
% 

_’ 

:  

aUp to 10 Percent of the total allocated Positions may be filled by noncareer appointments. 

bUp to 5 percent of total allocated positions may be filled by limited term and limited emergency appointments. 3 l-i x 
x 
2 

. 



APPENDIX XXVI APPENDIX XXVI 

CHANGES BETWEEN CAREER RESERVEDa AND GENERALb SES POSITIONS 

JULY 13, 1979, TO SEPTEMBER 30, 1983 

Career reserved General to 
Agency/department to general career reserved 

Commerce 
Commodity Futures Trading 

Commission 
Consumer Product Safety 

Commission 
Defense 
Education 
Environmental Proection 

AvncY 
Farm Credit Administration 
Federal Mediation and 

Conciliation Service 
General Services 

Administration 
Health and Human Services 
Interior 
International 

Communication Agency 
International Development 

Cooperation Agency 
Justice 
Labor 
National Science Foundation 
Office of Personnel 

Management 
Small Business 

Administration 
Transportation 
Treasury 

4 

0 

0 

5 0 
0 5 
0 16 

0 

0 
5 
0 
3 

0 

0 
2 
2 

3 

3 

2 
196c 

10 

23 
2 

1 

Total 27 282 

aCareer reserved positions are thosewhich can only bzlled by 
career employees to ensure impartialitv or the public con- 
fidence in government. 

bGeneral positions are those which can be filled by career, non- 
career, or limited term and emergency appointees. 

?Y.he large number of conversions was due to initial,misclassifi- 
cations by the Department of the Navy of 192 positions. 
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Agency/department Dates Position prior to sabbitical Sabbatical course of study or uork 

Air Force 

Arms Control and 
Disamnt 
Agency 

Defense Mapping 
Agency 

Equal Fmployment 
w 
m Opportunity 

&mission 

Interior 

Nat ional 05/01/83- Chief, Biomedical Research Cardiovascular research, Stanford 
Aeronaut its 04/01/84 Division University, School of Medicine 
and Space 09/01/83- Chief Scientist, Ceodynamics Center for Seismic Studies-DARPAb, 
Administration 08/01/84 Branch geophysical research 

Nuclear 
Regulatory 
Comiission 

08/01/83- Deputy Director, Division of 
06/30/84 Quality Assurance 

Visiting fellow, Battelle Corps., 
studies of organizational 
development 

Transportation 05/01/82- 
04/01/83 

Acting Associate Administrator 
for Research and Development 
England 

Postdoctoral research on rotor 
vehicle safety, Oxford University 

02/01/83 
08/16/83 

08/01/81- 
07/01/82 

09/01/81- Chief, Technology Transfer 
88/01/82 Group 

09/01/81- 
08/01/82 

01/10/83- 
12/09/83 

(17/30/82- 
06/30/83 

10/01/83- Assistant Director for Research on marketing and economics 
07/01/84 Economics of water policy-UC Davis 

Assistant Deputy C%ief of Staff 
for Iogistics Operations 

Deputy Assistant Director, 
altilateral Affairs Bureau 

Director, Division of 
Biochemistry, Walter Beed 

Comptroller 

Deputy General Counsel 

Royal Australian Air Force, study 
maintenance and logistics 

Visiting scholar, National Secur- 
ity and Soviet Affairs, Uoiver- 
sity of North Carolina 

Visiting scholar, Georgetown 
Uuiversity, study of Third 
Mxld daaestic arms production 

Visiting Professor of Cellular 
Biology, Salk Institute, UCSD 

Doctoral level progran in mnage- 
ment, USC 

Informat ion unavailable 

aBased on age and years of service at beginning of sabbatical. 

bDefense Advanced Research Projects Agency, Arlington, Virginia. 

Estimated yearsa < 
until eligible z 
for retirement E 

6 

9 

9 

9 

9 

13 

5 

6 

10 

13 

7 

H 
x 
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tw.MBER OF CAREER REsEKveDa AND QnmALb IQsITIONg 

July 13, 1979 Sept. 30, 1980 Sept. 30, 1981 Sept. 30, 1982 Sept. 30, 1983 
Nuaber Percent Nuaber Percent Nrrmber Percent Number Percent Nuaber Percent 

Allocated 
Career reserved 3,627 44.0 

4.616 56.0 
3,672 42.7 

General 4,9m 57.3 

Total 

3,608 43.0 
4,781 57.0 

8,389 100.0 8,592 100.0 8,243 100.0 

Established 
Career reserved 
General 

3,377 44.0 
4,300 56.0 

3,595 43.8 
4,615 56.2 

3,762 48.2 
4,038 51.8 

Total 7,677 100.0 
- 

8,210 100.0 

3,649 42.5 3,671 44.6 
4,944 57.5 4,556 55.4 

8,593 100.0 8,227 100.0 

3,630 44.6 3,779 47.6 
4,506 55.4 4,153 52.4 

8,136 100.0 7,932 100.0 
- - 

7,800 100.0 

is 
Filled 
Career reserved 
General 

3,114 44.8 3,064 43.5 
3.834 55.2 3,974 56.5 

3,380 48.7 
3,565 51.3 

Total 6,948 100.0 
- 

7,038 100.0 

2,980 46.0 
3,501 54.0 

6,481 100.0 

3,245 48.0 
3,517 52.0 

6,762 100.0 
- 

6,945 100.0 

Vacant 
Career reserved 
General 

263 36.0 531 45.3 650 39.3 
466 64.0 641 54.7 1,005 60.7 

534 45.6 382 44.7 
636 54.4 473 55.3 

Total 729 100.0 1,172 100.0 1,655 100.0 1,170 100.0 855 100.0 

aCareer reserved positions are those which can only be filled by career employees to ensure impartiality or the 
x 

public confidence in goverrreent. E 
5 

bGeneral positions are those which can be filled by career, noncareer, or limited term and emergency l-4 
appointees. 

. 
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APPENDIX XXIX APPENDIX XXIX 

LIST OF PRIOR GAO REPORTS ON THE SENIOR EXECUTIVE SERVICE 

Title 

Reassignment of Senior Executive Service Members at 
the Department of the Interior 

Information on the Costs of Geographic Reassign- 
ments for SES Employees 

Number, Cost and Reasons for SES Reassignments 

Effects of the Presidential Transition on the 
Senior Executive Service 

Preliminary Findings and Concerns - SES Performance 
Appraisal Systems 

Actions Needed to Enhance the Credibility of Senior 
Executive Service Performance Award Programs 

Evaluations Called for to Monitor and Assess Execu- 
t ive Appraisal Systems 

First Look at Senior Executive Service Performance 
Awarda/MSPB 

First Look at Senior Executive Service Performance 
Awards/SEA 

Firrt Look at Senior Executive Service Performance 
Awards/ NASA 

First Look at Senior Executive Service Performance 
Awards 

Federal Executive Pay Compression Worsens 

First Step Completed in Conversion to Senior Execu- 
t ive Service 

Annual Ad juetmente-- the Key to Federal Executive Pay 

Federal Agencies Should Use Good Measures of Per- 
formance to Hold Managers Accountable 

Report number Date 

GAO/GGD-84-19 1 l/04/83 

PC-4667/966115 05/13/83 

PC-46381966115 01/07/83 

FPCD-82-29 

Letter to 
Director, OPM 

03123182 

03/04/82 

FPCD-81-65 09/30/81 

FPCD-8 l-55 08/03/81 

FPCD-80-87 09/19/80 

FPCD-80-86 09/19/80 

FPCD-80-85 09/ 19/80 

FPCD-80-74 08/ 15/80 

FPCD-80-72 07/31/80 

FPCD-80-54 07/11/80 

FPCD-79-31 05/17/79 

FPCD-78-26 11/22/78 

(966146) 
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