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Chapter 2. Conponents of the Upward Mobility Program

2-1.

2-2.

Characteristics of the Upward Mbility Program

The Upward Mbility Programis different from other
enpl oyee devel oprment prograns in that enpl oyees nust
compete for entry. Enpl oyees have an opportunity to
apply for positions with increased career potential
based on their potential denonstrated by previous job
per f or mance.

Moverent into the Upward Mobility Program

HUD uses both crossover and bridge approaches to

achieve its Upward Mbility goals.

Crossover.

The crossover approach is nost w dely used

throughout HUD. It is used to nove trainees
directly into vacancies in the target occupationa
series. The trainee or entry level positionis a
scal ed down/restructured position in the sane
occupational series as the ultimate target position
and is usually at two grade intervals (i.e. GS-5,
GS-7, G5-9). Entry into trainee positions requires
competition in accordance with HUD s Merit Staffing
Pol i cy and Negoti at ed Bar gai ni ng Agreenent.

Trai nees sel ected for program participation enter
the positions by reassi gnnment or downgrade.

Trai nees receive intensive on-the-job and cl assroom
training and after successful conpletion of
prescribed training (6 nonths to 2 years), trainees
are pronmoted or reassigned non-conpetitively to the
target position.

Bri dgi ng.

The bridge approach requires the use of transitiona

positi ons between a one-grade interval occupationa
series and the target two grade interva
occupational series. The bridge functions as an
interimtechnician or para professional job
general ly conbining duties of a clerical or support
position with tasks extracted fromthe target

prof essional or admnistrative position. For the
pur pose of this handbook, the term "professiona
position" means an administrative two-grade interva
position and not the Ofice of Personne
Managenent's (OPM definition of "professional
position" with reference to a position with a



positive education requirenent.

Entry into bridge positions requires conpetition in
accordance with HUD Merit Staffing Policy. Trainees
recei ve on-the-job and classroomtraining and assumne
progressively nore responsible duties. After six
mont hs of successful performance, providing tine-in-
grade restrictions have been met and upon the
supervi sor's reconmendation, the trainee is non-
conmpetitively pronoted to the next |evel bridge
position (one-grade interval) and after one
additional year, the trainee is pronoted to the
target position (two grade interval). At this
point, the trainee is no | onger considered an Upward
Mobility trainee.

2-3. Characteristics of Upward Mobility Positions.

Posi tions which benefit the programis objective best
wi Il have the following characteristics

Have very little or no significant representation of
mnorities, wonmen, or individuals with disabilities,
i ncl udi ng di sabl ed vet er ans;

Are occupations which generally provide a high
potential for career advancenent;

Do not have positive education requirenents (that is,
do not require a college or advanced degree);

Have significant turnover or are likely to have
regul arly recurring vacanci es; and

Are anenable to position restructuring to create
trainee positions at or below the usual entry |evel
or already have positions that may be filled at the
trainee |l evel fromanong the current work force

2-4. Targeted Cccupational G oups.

The Upward Mbility Programis restricted to positions
whi ch do not have positive education requirenments. The
occupati onal series annotated with an asterisk contain
some positions which have positive educationa
requi renents and, therefore, are excluded fromthe
Upward Mbility Program

GS- 000 M scel | aneous Cccupati onal G oup
GS- 100 Soci al Sci ence, Psychol ogy and Wl fare G oup
GS- 200 Per sonnel Managenent and | ndustri al

Rel ati ons G oup

GS- 300 Ceneral Administrative



GS- 500 Accounting and Budget G oup*
GS- 800 Engi neering and Architecture G oup*
GS-900 Legal and Ki ndred G oup*
GS- 1000 Information and Arts G oup
GS-1100 Busi ness and I ndustry G oup
GS- 1300 Physi cal Sci ence G oup*
GS- 1400 Li brary and Archives G oup*
GS- 1500 Mat hematics and Statistical G oup*
GS- 1600 Equi pnent, Facilities and Service G oup
GS-1700 Educati on G oup*
GS- 1800 I nvestigating G oup
GS- 2000 Supply G oup
GS- 2100 Transportati on G oup
2-5. ldentifying Trai nee and Target Positions.

The i rmedi ate supervisor is the best person to

determine if a present or anticipated vacancy should be
filled through the Upward Mbility Program The

desi gnation of new positions should be nade annually as
a part of work force planning for the com ng fisca
year. However, decisions to fill such positions may be
made at any tinme, as vacancies occur. The follow ng
shoul d be consi dered when identifying trai nee and
target positions:

Assessnent.

The assessnent of an organi zation should include the

fol | owi ng steps:

Anal yze current and projected staffing patterns and
turnover to estimate the nunber and occupati ona
series of anticipated vacancies, and when they
will be filled,;

Revi ew t he Federal Equal Opportunity Recruitnent
Program (FEORP) Pl an to deterni ne which
occupati ons have been listed for targeted
recruitnment activities;

I dentify conmon career paths and inpedinments to
noverment across and advancenent w thin
occupational series/lines; and



Revi ew bargai ning unit agreenents to ascertain the
possi bl e i npact of the agreenent on the Upward
Mobility Program

Pl anni ng.

If a decision is nmade to establish an Upward
Mobility position, inportant areas of concern will
be ceiling, job restructuring, and identification of
the needed know edge, skills, and abilities.
Managenent i s encouraged to use regul ar pernmanent
ceiling when initially appointing Upward Mbility
trainees, and to consider the follow ng needs of the
organi zati on:

The need to satisfy future staffing requirenents
(3-5 years distant) by neans of staffing choices nade
t oday;

The need to avoid a top heavy grade profile imune
to incentives;

The workload in the Ofice (will it hinder or
support acconplishment of the training progran;
and

The availability of training resources within the
organi zation (e.g., a journey |level specialist,
who can assist in providing on-the-job training).



