Career Banding Questions
From HR Managers and Analyst Training Conducted 2/16 and 2/21

1. Will managers equate competency assessments with performance management?  The competency assessment will document the employee’s competency rating/level (C,J,A) which assesses skill level, not performance.  The performance management review will document the employee’s overall performance rating (outstanding, very good, good, below good, and unsatisfactory).   Eventually, competency assessments will be conducted at the same time as performance management reviews are conducted.  Upcoming training will explain this further.
2. Concern that managers will level everyone at the advanced level.  It is unlikely that all employees will be leveled at advanced.  Advanced level competencies are typically rare and reserved for the most highly competent, uniquely skilled employees. In addition, our budget could not support a large number of positions at the advanced level.  
3. Can you change competencies in profiles?  No, the competencies listed in the DHHS profiles were validated by DHHS focus groups and should be sufficient. However, if further competency development is necessary contact the DHR-Class/Comp Section.     

4. Does the manager have to use all the competencies when assessing an employee? The competencies included in the profiles should be applicable to all jobs/roles.  However, if one or two are not applicable to the specific job you do not have to assess the employee on that competency. 

5. What is HR’s role and the Division Director’s role in signing the competency assessment?  Do they have to sign it?  We strongly encourage the HR Manager, and Div/School/Fac Director as well as the employee to sign the competency assessment form.  This will indicate that they have reviewed the form and are aware of the competency level assessment.  
6. What if the competency assessment indicates the employee is advanced but funding is not available?  Level the employee at the advanced level.  Award any pay increases when funding becomes available.  Any pay increases will be awarded on a current basis, not retroactive.  
7. Will non-technical managers be uncomfortable assessing competencies of very technical skills (i.e. IT)?  DIRM and/or other technical subject matter experts should be available to provide guidance and consultation. This is not an unusual situation and occurs now.
8. How is the business need established?  Who establishes the business need?  Managers are responsible for establishing and defending the business need. 
9. When a position is vacant how does a manager determine the business need or decision to advertise at the C/J/A level? Managers would determine the business need and competency level based on the competencies of existing staff and the needs of the work unit and organization, including budget considerations.  The manager may look within the work unit for possible career development opportunities before deciding which level to post.       
10. When will the HR Managers/Salary administration staff be trained on the use of the Standard Occupational Classification (SOC) codes?  How are they determined and what are they used for? We will build this into to our training for salary administration staff to be conducted in March 2006.  Each 105 will require an SOC code.  Each banded class will have a limited number of SOC choices designated by OSP.  The SOC code is a universal job classification system designed by the federal gov. and used by the public and private sector. NC State gov. is required to submit federal occupational reports each year. The data is used to report demographic, economic and EEO information to the federal gov. 
11. How do you screen for behaviors?  Use behavioral based interview questions and reference checks to obtain information about an applicants past behaviors.  Additional career banding recruitment and selection training is planned.  Selection tools training is currently offered quarterly through DHR - Employee and Management Development.  
12. Who determines the competency level of a new hire?  Hiring Managers determine the competency level of a new hire. They will use the information from the application, interview and reference checks to make the initial assessment level determination. Hiring Managers will need to complete a full assessment at the end of the new hire’s probationary period.  
13. Pay Dispute Process - Who will communicate the dispute process to employees?  How will employees be notified of the 15 day - 60 day timeframes.  Employees should be informed of this process at Career Banding orientation. Information about the dispute process is available on the DHHS Career Banding website.   

14. What is the difference between the Journey Market Rate and the Market Reference Rate? The journey market rate is the statewide market rate for the banded class.  Employees at or near this rate fully demonstrate all journey level competencies for the banded class.  Through experience, management may determine that in their locality a particular Journey Market Rate is not competitive (either too high or too low).  A Market Reference Rate might be a solution. For example, a request can be made to OSP for a higher Market Reference Rate if there is documented turnover, recruitment and market data to support the request.      
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