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Employee 
Name: Monica Feffer
Email address: monica.s.feffer@census.gov, monicafeffer@gmail.com
Mailing Address: 11 Long Meadow Drive, New City, NY 10956
Telephone Number: 646 942 6516
Office Address: U.S. Census 32 Old Slip, New York, NY 10005
Office Telephone Number: 212.584 3400
The present classification/grade of your position and the requested classification;
NYRO FSA 7354
Present Classification   GS-0303-06
Requested Classification GS-0303-07

Overview
[bookmark: substructure-location_2]The purpose of  5 USC Ch. 51: CLASSIFICATION (house.gov) was to create the classification of positions whereby determining the rate of basic pay which an employee will receive and the principle of equal pay for substantially equal work. Variations in rates of  basic pay paid to different employees will be in proportion to substantial differences in the difficulty, responsibility, and qualification requirements of the work performed and to the contributions of employees to efficiency and economy in the service; and (2) individual positions will, in accordance with their duties, responsibilities, and qualification requirements, be so grouped and identified by classes and grades, as defined by section 5102 of this title, and the various classes will be so described in published standards, as provided by section 5105 of this title, that the resulting position-classification system can be used in all phases of personnel administration.
The current grade assigned to the Field Supervisor (FS) in New York Regional Office (NYRO) Field Supervisory Area (FSA) 7354 is NOT in proportion to substantial differences in the difficulty, responsibility, and qualification requirements of the work performed and to the contributions of efficiency and economy in the service as other employees with the identical title and perform the exact same job who are at a higher grade. This is proved using Census data and relevant documents. Therefore, to be in compliance with 5 USC Ch. 51, the employee is requesting HRD assign the appropriate grade of GS-7 for the Field Supervisor position in NYRO FSA 7354.



Statutes
5 U.S. Code § 5101 – Purpose
[bookmark: 1_A](1) in determining the rate of basic pay which an employee will receive—	
[bookmark: 1_B](A) the principle of equal pay for substantially equal work will be followed; and
(B) variations in rates of basic pay paid to different employees will be in proportion to substantial differences in the difficulty, responsibility, and qualification requirements of the work performed and to the contributions of employees to efficiency and economy in the service; and
[bookmark: 2](2) individual positions will, in accordance with their duties, responsibilities, and qualification requirements, be so grouped and identified by classes and grades, as defined by section 5102 of this title, and the various classes will be so described in published standards, as provided by section 5105 of this title, that the resulting position-classification system can be used in all phases of personnel administration. (Pub. L. 89–554, Sept. 6, 1966, 80 Stat. 443.)

5 U.S. Code § 5102 – Definitions 

(a) Agency and employee have the meanings given them by section 5102 of title 5, United States Code.
(b) Class means all positions which are sufficiently similar as to (1) kind or subject-matter of work, (2) level of difficulty and responsibility, and (3) the qualification requirements of the work, to warrant similar treatment in personnel and pay administration.
(c) Classification means the analysis and identification of a position and placing it in a class under the position-classification plan established by OPM under chapter 51 of title 5, United States Code.
(d) Grade means all classes of positions which (although different with respect to kind or subject-matter of work) are sufficiently equivalent as to (1) level of difficulty and responsibility, and (2) level of qualification requirements of the work, to warrant their inclusion within one range of rates of basic pay.
(e) Position means the work, consisting of the duties and responsibilities, assigned by competent authority for performance by an employee.


Introduction
The U.S. Census Bureau has Three Different Pay Grades and Promotion Potential for the Field Supervisor Position in the New York Regional Office (NYRO) 
·  Hired at GS-7  (NY 7151, 7152, 7153, 7154,7251, 7252, 7253, 7254, 7255, 7256, 7351, 7351, 7352, 7353)
· Hired at GS-6 promoted to GS7 after 1-year (Entire State of Connecticut, NY- Long Island 7155,7156, NJ-7854,7855,7856,7857,7858,7859,7860)
· [bookmark: _GoBack]Hired at GS-6 can never be promoted in this position (Maine, NH, Vermont, NY north of 287 including 7354, other areas not listed above in NJ)

Please note: The state of Connecticut has an Equal Pay Law that states employers cannot discriminate unless there’s a bona fide reason. Therefore, every U.S. Census Field employee has the same promotion potential when hired.  https://www.cga.ct.gov/2019/rpt/pdf/2019-R-0214.pdf 
There is no difference/substantial work difference to indicate 7354 is substantially different than other higher pay-grade areas.
· Same Recruitment Bulletin (attachments A)
· Same Performance Review Criteria (CD-430 attachment B)
· Same/substantially the same  Official Position Description (attachment C)
· Same/substantially the same National Production Rate Standards (attachment D). All but two current FRs in NYRO FSA 7354 are listed in stratum MA which is the same stratum as all GS-7 areas.
· Same/substantially the same Demographics and Geography (Chart 1)

Minor position description differences inconsequential: 

1. GS-6 First level supervisor for a group of approximately 6 to 15; GS-7 first level supervisor for a group of approximately 6 to 30.  This information is unsupported in the actual work environment. First, both FS GS grades have a baseline of 6.  Second, there are FS GS-6 who supervise close to 30 employees and FS GS-7 who supervise less than ten employees.  Actual number of staff supervised is difficult to determine using HR data for all FSAs due to many factors not in the control of the FS, such as Regional Survey Managers (RSM), Program Coordinators, Recruitment, and Administration. Since all departments at the Census are responsible for adding and removing staff, the staff roster cannot be established at a glance. There may be staff members not currently working, such as those on military leave, medical leave, disability, workman’s comp, and resignations and/or haven’t yet been deleted from the rosters. There is no quick metric available to identify staff and/or vacancies, as those numbers change often and are dependent on many departments.  
2. There are no substantial differences in the difficulty of the work performed in NYRO FSA 7354 as in other FSAs with higher Field GS grades. Difficulty can be measured using Census data categories, such as number of other languages other than English spoken at home, number of children under 5, and number of people in household. See Chart 1, Hard to Count Demographics & Geography Census data comparison - Grade7, Grade 6-7, and Grade 6. 
3. There are no substantial differences in the contributions of the majority of employees to efficiency and economy in the service. Efficiency can be measured production and response rates (CARMN reports) and economy can be measured by assessing the geography with census data. 
See Chart 1Hard to Count Demographics & Geography Census data comparison - Grade7, Grade 6-7, Grade 6. 
4. The Stratum Designation on the National Production Rate Standards issued every year as guidance for field employees to follow are based on the stratum where they live. The vast majority of Field Employees in 7354 live in stratum MA territories, the same stratum as all Field Employees who are in higher GS grade areas. (Appendix D)
5. Supervisors who are GS-7 supervise 25% of staff who are GS5. The same faulty information that incorrectly established FSA 7354 FS GS grade is the same flawed information that was used to incorrectly establish the FSA 7354 FRs grade. Hence, creating circular reasoning based on assumptions, and not facts. 
6. The grade difference was said to have been determined based on hard-to-count population, retention, wages, and a pay decision made in 2018 about 2020 decennial pay. See below

Headquarters Stated Reasons Different Pay Grades

•Hard-To-Count Populations
•Retention
•Prevailing Wage
•Decision made in 2018 based on anticipated 2020 Decennial Pay

Hard-to-Count

A Census tract is considered Hard-to-Count (HTC) if self-response Rate in the Decennial Census was 73% or less.
Low self-response rate = Hard-to-Count (HTC). 

Also, Young children, complex households, anti-government, short-term renters, migrants, minorities, informal settlements, remote and rural, homelessness, sparsely settled areas of Alaska and Maine, etc.
Using 2020 Census data (or 2010 in same app) indicates that Hard-to-Count non self-response rates were not used to determine field grade level. Looking a data visualization of the NYRO with orange, white and light blue being the hardest to count and dark blue the easiest, hard-to-count does not appear to be a factor in determining grade level. In addition, according to the Census data, Maine, New Hampshire, Vermont, upstate New York are hardest to count yet have the lowest GS.
Map of 2020 New York Regional Data Visualization by County.
[image: ]Orange, white and light blue are hardest to count. 

According to the Census data, Maine, New Hampshire, Vermont, upstate New York are hardest to count. Those areas are the lowest grades, yet are the hardest to count using self-response rate criteria.



The above data visualization map illustrates hard-to-count self-response rates is not valid to determine grade based on HTC the hardest to count has the lowest grade. See Maine.


https://www.censushardtocountmaps2020.us/
https://www.census.gov/content/dam/Census/library/working-papers/2019/demo/Hard-to-Count-Populations-Brief.pdf


Chart 1 Hard to Count Demographics & Geography Census data comparison
- Grade7, Grade 6-7, Grade 6
	Geography
	Square Miles
	Population
	Under 5
	Other Lang home
	Income
	Per/HH
	College

	 
	 
	 
	 
	 
	
	 
	 

	7353 - GS7
	 
	 
	 
	 
	 
	 
	 

	Westchester 
	431
	990,427
	5.1%
	34%
	$105,387
	2.6
	50%

	Westchester - Mt Vernon
	 
	71,714
	4.5%
	26%
	$68,300
	2.5
	32%

	Westchester  - Scarsdale
	 
	17,822
	5.1%
	25%
	$250,000+
	2.5
	90%

	Westchester  - New Rochelle
	 
	79,734
	4.3%
	40.0%
	$87,159
	2.6
	46%

	Westchester - Yonkers
	 
	208,121
	5.1%
	47.0%
	$72,400
	2.5
	34%

	Bronx Riverdale/Kingsbridge
	 
	109,361
	5.1%
	53%
	$62,300
	2.3
	44%

	 
	 
	 
	 
	 
	 
	 
	 

	7155, 7156, CT - GS-6/7
	 
	 
	 
	 
	 
	 
	 

	 Nassau
	284
	1,383,726
	5.1%
	28.0%
	$126,576
	3.3
	48%

	Suffolk
	911
	1,525,426
	5.1%
	22.5%
	$111,660
	2.9
	38%

	Connecticut entire state
	 4842
	3,605,942
	5.0%
	22%
	$83,572
	2.5
	41%

	 
	 
	 
	 
	 
	 
	 
	 

	7354 - GS6 (7354 area)
	 
	 
	 
	 
	 
	 
	 

	Westchester 
	431
	990,427
	5.1%
	34%
	$105,387
	2.6
	50%

	Westchester  - Ossining
	 
	27,542
	4.8%
	48%
	$85,538
	2.6
	35%

	Westchester  - Peekskill
	 
	25,524
	5.4%
	41%
	$75,000
	2.4
	33%

	Rockland 
	173
	339,022
	8.5%
	43%
	$99,707
	3.2
	42%

	    Ramapo
	 
	151,244
	11.9%
	57.0%
	$77,901
	3.9
	31%

	Orange
	 812
	405,941
	6.6%
	25.0%
	$85,640
	2.9
	34%



The above is census data comparison.
There is no substantial difference in demographics and geography or hard-to-count populations in 7354 and 7353, 7155, 7156 or the state of Connecticut.
Square miles for geography is important because miles driven are reimbursed, calculated in the cost of acquisition, and response rates.  
This makes good business sense, however deprives the same promotion potentials for employees who do the exact same job and uses lower grades (salaries) to pay for standard business expenses. 



Retention

• Low retention rates are due to: Weak recruitment and management policies. 
• Good management retains employees.
• Bad management - employees leave (Harvard Business Review - Why People Quit) https://hbr.org/2016/09/why-people-quit-their-jobs
What it means for the Federal Government?  
• Using retention as a reason for higher promotion potential penalizes strong employees and rewards poor performers.
• No indication that data was used to determine retention. 


Prevailing Wage 
· This is not about cost-of-living or locality pay.
· This is about pay grade that determines promotion opportunities.
· This is about Equal Pay Grade for Equal Work and  5 U.S. Code § 51

Using Prevailing Wages as a reason for higher grade is contrary to why the General Schedule GS framework was established.


Decision made in 2018 based on Decennial Pay

Comparing the Decennial to On-Going Surveys is comparing basic math to college math.
· Decennial 
· Mandatory survey - 10-question every 10-years.

· Ongoing Surveys  
·  Voluntary survey - up to 6,000 computer screens with 1,000+ variations.
· Consumer Expenditures Survey, the Annual Social and Economic Survey (ASEC), National Crime Survey, National Institute of Health Survey, SIPP, are voluntary surveys and have up to 6,000 computer pages of questions and may require interviewing everyone in the household taking up to 2-hours or more to complete.
· Each survey has approximately 1000-page manual and multiple refresher trainings
· Requires selling, building relationships, gaining trust, perseverance, and the ability to navigate difficult situations. Field must ask sensitive personal questions regarding sexual assault, health, income and finance. 

Stratum Designation for National Production Rate Standards (Appendix D) 
· Every year there is guidance for Field to follow the National Production Rate Standards based on the stratum where they live.
· The vast majority of Field Employees in 7354 live in Stratum MA territories. 
Stratum MA is the same Stratum as all Field Employees who are in the higher grade areas. 



Summary
The U.S. Census assigned the wrong grade to the Field Supervisor position in 7354. 
· Same Exact Recruitment Bulletins (Attachment A)
· Same Performance Review (Attachment B)
· Same/Substantially the same Position Description (Attachment C)
· Same National Production Rate Standards Stratum MA as higher grades (Attachment D)
· Same/Substantially the same difficulty or the work performed in NYRO FSA 7354 as in other FSAs with higher Field GS grades. Difficulty can be measured by Census data categories.
· Same/Substantially the same differences in the contributions of the majority of employees to efficiency and economy in the service. Efficiency can be measured production and response rates (CARMN reports) tied into the National Production Rate Standards Stratum MA. Economy can be measured by assessing the geography with census data. 
· Hard-To-Count Census Data proves there is no substantial reason for Grade Differences https://www.censushardtocountmaps2020.us/
· Retention as a reason for higher promotion potential penalizes strong employees and rewards poor performers
· Using prevailing wages as a reason for higher grade is contrary to why the GS framework was established. This is not about locality pay. This is about equal pay grade for equal work which determines future promotion potential.
· Using Decennial pay as a reason for higher grade is comparing growing tomatoes to growing orchids. 10 questions vs. 1000’s of variations, Mandatory vs. Voluntary, limited vs extensive knowledge.

In conclusion: GS Grade for 7354 Field Supervisor was wrongly established and the U.S. Census Bureau NYRO FSA 7354 should have the same designation as higher grade areas.  
Requesting NYRO FSA 7354 Field Supervisor grade change from GS6 to GS7 and Field Representatives who live in Stratum MA from GS4 to GS5.




Attachment - A        Identical Recruitment Bulletins  -  Duties and Qualifications

GS6 RECRUITMENT BULLETIN NUMBER: 22-22-028-FS-EXT
DUTIES: Field Supervisor: The Field Supervisor (FS) serves as the first level supervisor for a group of approximately 6 to 15 Field Representatives and is responsible for data collection in a geography that may include some hard to count areas. The FS is responsible for ensuring the group's performance meets the standards and expectations set forth by the bureau and survey sponsors. The FS has knowledge of surveys conducted in the area of supervision. The FS understands parameters, procedures, question order and meaning, and typical response patterns of the surveys. Survey knowledge allows the FS to explain the reasons for differences in survey procedures and how those differences affect the interviewing experience. The FS is familiar with most problems encountered by subordinates while interviewing and is able to provide detailed guidance to subordinates on how to resolve issues. When problems occur, the FS applies general guidance, previous training, past experiences, or utilizes survey resource materials to derive appropriate solution. The FS seeks guidance from the supervisor on complex or unusual problems. As a first level supervisor, the FS is responsible for evaluating and reviewing assignments of subordinates. The FS monitors staff performance that includes on the job observations, monitoring of various performance metrics. The FS may assist with training of employees. The FS reviews and approves payroll and leave submissions for their staff. The FS may assist with the recruiting of Field Representatives. This is a time-limited position with a NTE date.
QUALIFICATIONS: Grade 6: Applicants must have one year of specialized experience equivalent to at least the next lower grade level in Federal Service. Specialized experience is experience which has equipped the applicant with the particular knowledge, skills, abilities to successfully perform the duties of a Field Supervisor and which is typically in or related to work of the position to be filled. The applicant must show experience in the following areas: (1) conducting surveys, (2) interviewing clients, respondents, and customers to gather and obtain data in person or by telephone, (3) operating a personal computer to collect data and generate reports, (4) completing work assignments in accordance with production or progress standards, and (5) supervising a team where responsibilities include assigning work, monitoring performance, completing performance reviews (including progressive disciplinary actions), and approving time, attendance, and leave. There is no substitution of education for specialized experience at this grade level. Applicants must meet all qualification requirements by the closing date of this recruitment bulletin.
GS7 RECRUITMENT BULLETIN NUMBER 22-22-026-FS-EXT

DUTIES: Field Supervisor: The Field Supervisor (FS) serves as the first level supervisor for a group of approximately 6 to 15 Field Representatives and is responsible for data collection in a geography that may include some hard to count areas. The FS is responsible for ensuring the group's performance meets the standards and expectations set forth by the bureau and survey sponsors. The FS has knowledge of surveys conducted in the area of supervision. The FS understands parameters, procedures, question order and meaning, and typical response patterns of the surveys. Survey knowledge allows the FS to explain the reasons for differences in survey procedures and how those differences affect the interviewing experience. The FS is familiar with most problems encountered by subordinates while interviewing and is able to provide detailed guidance to subordinates on how to resolve issues. When problems occur, the FS applies general guidance, previous training, past experiences, or utilizes survey resource materials to derive appropriate solution. The FS seeks guidance from the supervisor on complex or unusual problems. As a first level supervisor, the FS is responsible for evaluating and reviewing assignments of subordinates. The FS monitors staff performance that includes on the job observations, monitoring of various performance metrics. The FS may assist with training of employees. The FS reviews and approves payroll and leave submissions for their staff. The FS may assist with the recruiting of Field Representatives. This is a time-limited position with a NTE date.

QUALIFICATIONS: Grade 7: Applicants must have specialized experience described as: One year of specialized experience equivalent to at least the next lower grade level. Must show experience in the following areas: (1) conducting surveys, (2) interviewing clients, respondents, and customers to gather and obtain data in person or by telephone, (3) operating a personal computer to collect data and generate reports, (4) completing work assignments in accordance with production or progress standards, and (5) supervising a team where responsibilities include assigning work, monitoring performance, completing performance reviews (including progressive disciplinary actions), and approving time, attendance, and leave. There is no substitution of education for specialized experience at this grade level. Applicants must meet all qualification requirements by the closing date of this recruitment bulletin.
Attachment B
Same CD-430 Yearly Performance Plan and Appraisal Record 22 pages (sample page shown here)
[image: ]



Attachment - C     Substantially Same Position Descriptions
p1 of 2
MR# SA9463
Field Supervisor
GS-0303-06

This is a Schedule A, Excepted Service position.

The Field Supervisor (FS) serves as the first level supervisor for a group of approximately 6 to 15 Field Representatives and is responsible for data collection in a geography that may include some hard to count areas. The FS is responsible for ensuring this group's performance meets the performance standards and expectations set forth by the bureau and survey sponsors. The FS has knowledge of surveys conducted in the area of supervision. She/he understands parameters, procedures, question order and meaning, and typical response patterns of the surveys. Survey knowledge allows the FS to explain the reasons for differences in survey procedures and how those differences affect the interviewing experience. The FS is familiar with most problems encountered by subordinates while interviewing and is able to provide detailed guidance to subordinates on how to resolve issues. When problems occur the FS applies general guidance, previous training, past experiences, or utilizes survey resource materials to derive appropriate solution. The FS seeks guidance from the supervisor on complex or unusual problems.

As a first level supervisor, the FS is responsible for evaluating and reviewing assignments of subordinates. The FS monitors staff performance that includes on the job observations, monitoring of various performance metrics, and conducting performance reviews. The FS may assist with training of employees. The FS reviews and approves payroll and leave submissions for their staff. The FS may assist with the recruiting of Field Representatives.

FLSA
This position is non-exempt under the coverage of Fair Labor Act.


Duties
Major Duties

Oversees activities performed in his/her assigned area of supervision unless otherwise noted.
Monitors and reassigns survey cases in the area of supervision, as appropriate.
Reviews survey production and progress reports.
Works with a supervisor to implement corrective actions based on the production and progress reports.
Provides guidance to field representatives on interviewing techniques and administrative matters.
Completes case assignments, conducts Type A follow up, and reinterview cases.
Reviews and approves payroll.

Supervises a subordinate staff of approximately 6-15 Field Representatives. These supervisory duties include administering the initial and interim progress reviews and final ratings to subordinates; working with a supervisor to resolve conduct and performance issues.
Assists and/or administers classroom and refresher training as needed.
Assists and/or administers recruiting testing sessions as needed.
Use survey management information systems to monitor FR workloads., i.e. ROSCO, CARMN, CHI etc.
Delivers the Oath of Office under a delegated authority.
Understands and keeps abreast of the content and procedures for each Census Bureau Survey in the assigned geographic area.
Communicates progress of data collection operations to supervisor and subordinates.
Occasionally lifts up to 30 pounds of survey materials or laptops.
Performs other related duties as assigned.


Attachment - C      
Substantially Same Position Descriptions 
p2 of 2

MR# SA9466
Field Supervisor
GS-0303-07


This is a Schedule A, Excepted Service position.

The incumbent of this position serves as a Field Supervisor (FS) responsible for supervising a team of Field Representatives (FRs) responsible for interviewing respondents to collect survey or census data as required for current, on-going, one-time and special censuses within an assigned geographical area called a Field Supervisory Area (FSA). The geographical area assigned is comparable to a large metropolitan area with social, environmental, linguistic, cultural, population, economic and other issues that make it most difficult to collect survey data. The incumbent supervises a subordinate staff of approximately 5 to 30 FRs and has extensive knowledge of all surveys conducted in the area of supervision. The staff supervised consists of part time and intermittent employees responsible for survey data collection in the assigned FSA. All employees including the supervisor work from home. This position reports to the assigned Supervisory Survey Statistician (Field).

This position is non-exempt from the minimum pay and overtime provision of the Fair Labor Standards Act (as amended by PL 93-259) based on the absence of duties that are identified with exemption criteria. 

This position is non-exempt from coverage under the Fair Labor Standards Act.

NOTE: The number of GS-5 positions supervised must be at least 25% of the total workload supervised.

Major Duties

Oversees activities performed in his/her assigned area of supervision unless otherwise noted.
Monitors and reassigns survey cases in the area of supervision, as appropriate.
Reviews survey production and progress reports.
Works with a supervisor to implement corrective actions based on the production and progress reports.
Provides guidance to FRs on interviewing techniques and administrative matters.
Completes case assignments, conducts Type-A follow-up, and re-interview cases.
Reviews and approves payroll.

Supervises a subordinate staff of approximately 5-30 FRs. These supervisory duties include administering the initial and interim progress reviews and final ratings to subordinates; working with a supervisor to resolve conduct and performance issues.

Assists and/or administers classroom and refresher training as needed.
Assists and/or administers recruiting testing sessions as needed.
Use survey management information systems to monitor FR workloads., i.e. ROSCO, CARMN, CHI etc.
Delivers the Oath of Office under a delegated authority.
Understands and keeps abreast of the content and procedures for each Census Bureau Survey in the assigned geographic area.
Communicates progress of data collection operations to supervisor and subordinates.
Occasionally lifts up to 30 pounds of survey materials or laptops.
Performs other related duties as assigned.


National Production Rate Standards (attachment D)[image: ]

CHART 1
Hard to Count Demographics & Geography Census data comparison
- Grade7, Grade 6-7, Grade 6,
	Geography
	Square Miles
	Population
	Under 5
	Other Lang home
	Income
	Per/HH
	College

	 
	 
	 
	 
	 
	
	 
	 

	7353 - GS7
	 
	 
	 
	 
	 
	 
	 

	Westchester 
	431
	990,427
	5.1%
	34%
	$105,387
	2.6
	50%

	Westchester - Mt Vernon
	 
	71,714
	4.5%
	26%
	$68,300
	2.5
	32%

	Westchester  - Scarsdale
	 
	17,822
	5.1%
	25%
	$250,000+
	2.5
	90%

	Westchester  - New Rochelle
	 
	79,734
	4.3%
	40.0%
	$87,159
	2.6
	46%

	Westchester - Yonkers
	 
	208,121
	5.1%
	47.0%
	$72,400
	2.5
	34%

	Bronx Riverdale/Kingsbridge
	 
	109,361
	5.1%
	53%
	$62,300
	2.3
	44%

	 
	 
	 
	 
	 
	 
	 
	 

	7155, 7156, CT - GS-6/7
	 
	 
	 
	 
	 
	 
	 

	 Nassau
	284
	1,383,726
	5.1%
	28.0%
	$126,576
	3.3
	48%

	Suffolk
	911
	1,525,426
	5.1%
	22.5%
	$111,660
	2.9
	38%

	Connecticut entire state
	 4842
	3,605,942
	5.0%
	22%
	$83,572
	2.5
	41%

	 
	 
	 
	 
	 
	 
	 
	 

	7354 - GS6 (plaintiff area)
	 
	 
	 
	 
	 
	 
	 

	Westchester 
	431
	990,427
	5.1%
	34%
	$105,387
	2.6
	50%

	Westchester  - Ossining
	 
	27,542
	4.8%
	48%
	$85,538
	2.6
	35%

	Westchester  - Peekskill
	 
	25,524
	5.4%
	41%
	$75,000
	2.4
	33%

	Rockland 
	173
	339,022
	8.5%
	43%
	$99,707
	3.2
	42%

	    Ramapo
	 
	151,244
	11.9%
	57.0%
	$77,901
	3.9
	31%

	Orange
	 812
	405,941
	6.6%
	25.0%
	$85,640
	2.9
	34%



The above is a census data comparison.
There is no substantial difference in demographics and geography or hard-to-count populations in 7354 and 7353, 7155, 7156 or the state of Connecticut.
Square miles for geography is important because miles driven are reimbursed, calculated in the cost of acquisition,  and response rates.  It is interesting to note that lower GS grades have larger geographies. Higher grades have smaller geographies. 
This makes good business sense, however deprives the same promotion potentials for employees who do the exact same job and uses lower grades (salaries) to pay for standard business expenses. 

https://www.census.gov/quickfacts/
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FISCAL YEAR 2023 NATIONAL PRODUCTION RATE STANDARDS (Revised)

National Production Rate Standards

Level 2 Level 3 Level 4
2.84 - 3.85 . - 5
2.60 - 3.45 67259 132 - 1.66
2.48 - 337 1.66 - 2.47 1.34 - 1.65
251 3.46 1.74 - 2.50 432513
2.59 3.40 1.65 - 2.58 137 - 164

2.54

3.39

CPS
10/1/22 -

1/31/23

CPS

6/1/23 -

9/30/23

CPS ASEC

2/1/23-

5/31/23

NCVS

E
SIPP ALL STRATA

246 - 519

2.56 - 4.67
2.26 - 4.66
_25 - aes_|

243 - 523
1.75"="338
1.54 - 2.85
145 - 2.85
146 - 280 |

Revised 5/18/23 to increase the range of CPS June - September level 3 performance,

based on increased spending caps

>= 814 6.50 - 8.13 5.00 - 6.49 3.50 - 4.99





