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• ES/ST — Executive Service/ 
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• ZA — Administrative, Financial

• ZT — Technicians

• ZS — Support Staff

• WG — Wage Grade (Blue collar 
fields)
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Authorization Act)
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Project)

• Made permanent (Alternative Personnel 
Management System) March 7, 1996 by 
the National Technology Transfer & 
Advancement Act of 1995
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• Improve ability to hire
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• Two level performance system: 
Eligible; Unsatisfactory

• 100-point element-weight scale

• 100-point scoring scale:  
40-100=Eligible

• Division Chiefs are pay pool 
managers
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Student ProgramsStudent Programs

• Student Career Experience Program (Co-op)

– 7 students per year

• Student Temporary Employment (summer 
hires)

– 120 students per year

• Summer Undergraduate Research Program 
(SURF)

– 33 students per year (64 students this year)

• Student Volunteers Program

• Professional Research Experience Program 
(Boulder)
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• Performance Bonus Awards

• Special Act or Service Award

• NIST Annual Awards

• Cash-in-Your-Account Award 

• Time Off as an Incentive Award

• Presidential Rank Awards for Senior Executive 
Service (SES) Employees

• Making A Measurable Difference at NIST Award 
(new)
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• Support for college level courses

• Leadership & Management 
Development series

• Management Update series

• Encourage the use of Individual 
Development Plans

• 24 hours of continuous learning 
training/education per employee
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How Do We Compare With 
Industry?
How Do We Compare With 
Industry?

$ 84,446.00$ 78,500.00Chemist*

$ 84,090.00$ 69,100.00Systems Analyst

$ 84,460.00$ 93,700.00Physicist*

$ 58,521.00$ 58,300.00Contract Spec.

$ 85,382.00$ 83,200.00Electrical Eng.

$ 53,052.00$ 53,800.00Accountant

NISTWashington 
Metropolitan Area†

* All United States. Average salaries. 
†Information provided by Watson Wyatt Data Services.

* All United States. Average salaries. 
†Information provided by Watson Wyatt Data Services.
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• Linkage to organizational goals and 
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