EXCERPTS FROM SPB MEMO DATED JUNE 18, 1987 REGARDING ALTERNATE RANGES

Alternate ranges within a deep class are denoted by Footnote 21 in the California State Pay Scale.

1. Who establishes alternate ranges?

The SPB establishes alternate ranges for “deep classes” or ranges where an employee gains status in the alternate range.  DPA establishes all other alternate ranges.  For example, the SPB would establish the alternate ranges for a “deep class” such as Staff Services Analyst, Ranges A, B and C; DPA would establish an alternate range for a condition of employment, such as an Office Technician working out-of-state.

2. How do you distinguish between the alternate range of a “deep class” and the alternate range of other classes?

The essence of the distinction is when the movement to a higher alternate range constitutes a permanent promotion, and involuntary placement in a lower alternate range constitutes an adverse action, the ranges are status ranges under SPB authority.  Where the distinction is a temporary assignment, recognition of a working condition, or recognition of formal certification, which is not directly duties related, the distinction is primarily salary and thus under the jurisdiction of DPA.

3. What guidelines can be used to help determine if an individual’s background and experience meet the criteria for an alternate range of a “deep class?”

HR Analysts should use the same standards that are used to interpret minimum qualifications, which are found in the Selection Manual Section 6200.  Alternate range criteria for “deep classes” are essentially the same as minimum qualifications for classifications and should be treated as such.

4. Can patterns within an alternate range be combined to determine whether an individual’s experience meets the criteria?

Yes, an individual’s experience may be combined to meet the criteria of the alternate range.  Calculations to combine patterns can be done using two methods: mathematically or by using a conversion chart.  Samples of both methods are outlined in the Selection Manual Section 6200.

5. When is an individual ready for movement into the next higher alternate range of a “deep class?”

Movement to the next higher alternate range of a “deep class” is not automatic.  Because there is no examination for movement between alternate ranges, it is important for management to objectively evaluate the performance of each employee.

Typically, the alternate range criteria for a “deep class” state that satisfactory completion of a certain amount and type of experience is required for movement to the next higher range.  Generally, the criteria will also provide that when the criteria are met and the appointing power so recommends, the employee shall be appointed to the higher range.  Therefore, and employee should not be appointed to the next higher range until management has certified that the employee has performed the duties of the class satisfactorily for the specified length of time.

When outside experience is being used to place an individual in a range above Range A, two things must be considered:

a. The experience must be of the type required and encompass knowledge skills and abilities comparable to those possessed by State employees working in the class.

b. The experience should have been gained after the individual met the minimum qualifications for the class.

Civil Service laws and rules require that appointments and promotions be made on the basis of merit.  It is inconsistent with this requirement to allow some employees to receive appointments to higher ranges while denying appointments to others when they all have satisfactorily completed the required amount of experience.  Generally, the only basis for denying movement to a higher range of a “deep class” would be if the employee lacked one of the following:

a. the required type of experience

b. the required length of experience

c. the required standard of performance

6. When is a consecutive transfer involving a “deep class” appropriate?

In general, SPB Rule 435 prohibits single or consecutive transfers that result in classification level increases equivalent to two or more salary steps.  This is to ensure adherence to the basic principle that promotions in civil service must occur through competitive examination.  However, when an employee transfers to a “deep class,” subsequent range advancements within the “deep class” may move the employee to a salary level that is two steps or more higher than the pay level of the last class in which the employee held a list appointment.  Even though this occurs, the employee may still transfer out of the “deep class” to other classes that are exactly at or below the pay level reached in the “deep class.”  By establishing a “deep class,” the Board has sanctioned movement to that level by meeting alternate range criteria, rather than by exam.  However, further advancement cannot be allowed without a list appointment, except that the employee may transfer to a class to which s/he could have transferred directly from his/her list appointment class.

In summary, a consecutive transfer involving a “deep class” is appropriate when:

a. The employee could have transferred into the “to” class from the class of his/her last list appointment.

For example, an employee with a list appointment to Management Services Technician who progresses to Range B of that class, transfers to Staff Services Analyst, Range A, then progresses through Range B, to Range C, could later transfer to Range B of Park and Recreation Specialist, even though Range C of that class is three steps higher than the maximum range of Staff Services Analyst.  This is permissible because the employee could have transferred to Park and Recreation Specialist, Range A from the last list appointment class, Management Services Technician.

b. The highest range of the “from” class is equal to or higher than the highest range of the “to” class in which the employee gains permanent status.

For example: An employee who transfers to SSA, Range A, progresses through Range B, to Range C, could later transfer to any class with a maximum salary range of $4362 or lower. 

It is important to note that these special controls apply only to subsequent transfers of employees who have transferred into a “deep class.”  Employees with list appointments to “deep classes” may transfer out based on the regular standards outlined in Board Rule 433.

7. Can out-of-class experience be counted for alternate range movement within a “deep class?”

Yes, out-of-class experience may be counted for alternate range movement within a “deep class” under the same standards that apply to meeting minimum qualifications and the out-of-class experience, which if verified by the HR Analyst is acceptable under the provisions of SPB Rule 212.

As specified in Rule 212, out-of-class experience cannot be used to permit individuals to promote in less time than it would take them if they moved through the promotional avenues available under the laws and rules governing training and development assignments, transfers and promotion.  (See Rule 212 b(4) for additional clarification).

8. Which range is appropriate when a person is accepting a T&D assignment to a “deep class?”

If the T&D assignment is to a “deep class,” the standards which are used for selecting a class in a series to which someone can T&D must be used for selecting the appropriate range level for the T&D assignment.  These standards are explained in Section 340 of the PMPP Manual.  When applying these standards, treat each range as though it is a separate class.

9. Can experience in a Training and Development Assignment (T&D) be counted towards meeting the alternate range criteria?

Yes, since the person is gaining experience at a range level of the T&D class, time spent on the T&D may be counted towards meeting the alternate range criteria.

10. Does part-time experience count the same as full-time experience if this circumstance is not addressed in the alternate range criteria?

No.  If the alternate range criteria do not indicate full-time experience, the required experience must be equivalent to full-time experience.  Therefore, those individuals who work less than full-time (i.e., part-time, intermittent) can use their experience to qualify for a higher alternate range provided that the total amount of experience is equivalent to that of full-time.  For example, a half-time employee has to complete 24 months of experience in order to qualify for the 12 months full-time experience indicated in the alternate range criteria.

11. Can credit be given for a full month if at least 11 days are worked in a partial month to meet the alternate range criteria of a “deep class?”

No.  Credit should not be given for a full month for any amount worked, which is less than a full month.  The employee must have the total specified length of time before movement to a higher alternate range is possible.

Note: This is the only exception to the standards found in Selection Manual Section 6200 indentified to date.

