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connection with these preliminary
results within five days of the date of
publication of this notice. Interested
parties may request a hearing within 30
days of publication. Any hearing, if
requested, will be held two days after
the date rebuttal briefs are filed.
Pursuant to 19 CFR 351.309, interested
parties may submit cases briefs not later
than 30 days after the date of
publication of this notice. Rebuttal
briefs, limited to issues raised in the
case briefs, may be filed not later than
37 days after the date of publication of
this notice. The Department will issue
the final results of the administrative
review, including the results of its
analysis of issues raised in any such
written comments, within 120 days of
publication of these preliminary results.

Upon completion of the
administrative review, the Department
shall determine, and CBP shall assess,
antidumping duties on all appropriate
entries. Pursuant to 19 CFR
351.212(b)(1), for all of Habas’s sales
and certain of ICDAS’s sales, because
we have the reported entered value of
the U.S. sales, we have calculated
importer—specific assessment rates
based on the ratio of the total amount of
antidumping duties calculated for the
examined sales to the total entered
value of those sales.

Regarding all of Colakoglu’s and
Diler’s sales, as well as certain of
ICDAS’s sales, we note that these
companies did not report the entered
value for the U.S. sales in question.
Accordingly, we have calculated
importer—specific assessment rates for
the merchandise in question by
aggregating the dumping margins
calculated for all U.S. sales to each
importer and dividing this amount by
the total quantity of those sales. To
determine whether the duty assessment
rates were de minimis, in accordance
with the requirement set forth in 19 CFR
351.106(c)(2), we calculated importer—
specific ad valorem ratios based on the
EPs.

Pursuant to 19 CFR 351.106(c)(2), we
will instruct CBP to liquidate without
regard to antidumping duties any
entries for which the assessment rate is
de minimis (i.e., less than 0.50 percent).
The Department will issue appraisement
instructions directly to CBP.

We are preliminarily revoking the
order with respect to ICDAS’s exports of
subject merchandise. If this revocation
becomes final, we will instruct CBP to
terminate the suspension of liquidation
for exports of such merchandise
entered, or withdrawn from warehouse,
for consumption on or after April 1,
2004, and to refund all cash deposits
collected.

Further, the following deposit
requirements will be effective for all
shipments of rebar from Turkey entered,
or withdrawn from warehouse, for
consumption on or after the publication
date of the final results of this
administrative review, as provided for
by section 751(a)(2)(C) of the Act: 1) the
cash deposit rates for the reviewed
companies will be the rates established
in the final results of this review, except
if the rate is less than 0.50 percent and,
therefore, de minimis within the
meaning of 19 CFR 351.106(c)(1), the
cash deposit will be zero; 2) for
previously investigated companies not
listed above, the cash deposit rate will
continue to be the company-specific
rate published for the most recent
period; 3) if the exporter is not a firm
covered in this review, or the less than
fair value (LTFV) investigation, but the
manufacturer is, the cash deposit rate
will be the rate established for the most
recent period for the manufacturer of
the merchandise; and 4) the cash
deposit rate for all other manufacturers
or exporters will continue to be 16.06
percent, the All Others rate established
in the LTFV investigation. These
deposit requirements, when imposed,
shall remain in effect until publication
of the final results of the next
administrative review.

This notice serves as a preliminary
reminder to importers of their
responsibility under 19 CFR
351.402(f)(2) to file a certificate
regarding the reimbursement of
antidumping duties prior to liquidation
of the relevant entries during this
review period. Failure to comply with
this requirement could result in the
Secretary’s presumption that
reimbursement of antidumping duties
occurred and the subsequent assessment
of double antidumping duties.

We are issuing and publishing these
results of review in accordance with
sections 751(a)(1) and 777(i)(1) of the
Act.

Dated: May 2, 2005.

Joseph A. Spetrini,

Acting Assistant Secretary for Import
Administration.

[FR Doc. E5—-2222 Filed 5-5—05; 8:45 am]
BILLING CODE 3510-DS-S

DEPARTMENT OF COMMERCE

National Institute of Standards and
Technology

Alternative Personnel Management
System (APMS) at the National
Institute of Standards and Technology

AGENCY: National Institute of Standards
and Technology, Department of
Commerce.

ACTION: Notice of Modifications with
Request for Comment.

SUMMARY: This notice provides for
changes to the existing provisions of the
National Institute of Standards and
Technology’s (NIST) Alternative
Personnel Management System (APMS)
published October 21, 1997, (62 FR
54606), primarily to strengthen the link
between pay and performance, to
simplify the pay-for-performance
system, and to broaden the link between
performance and retention service credit
for reduction in force.

DATES: This notice is effective on May

6, 2005. Comments must be received no
later than June 6, 2005.

ADDRESSES: Send or deliver comments
to Robert Kirkner, Human Resources
Management Division, National Institute
of Standards and Technology, Building
101, Room A-133, 100 Bureau Drive,
Gaithersburg, MD 20899-3550, FAX:
(301) 948—-6107, or e-mail comments to
robert.kirkner@nist.gov.

FOR FURTHER INFORMATION CONTACT:
Robert Kirkner at the National Institute
of Standards and Technology, (301)
975-3005; Joan Jorgenson at the U.S.
Department of Commerce, (202) 482—
4233; Jill Rajaee at the U.S. Office of
Personnel Management, (202) 606—-0836.
SUPPLEMENTARY INFORMATION:

Background

In accordance with Public Law 99—
574, the NIST Authorization Act for
1987, the Office of Personnel
Management (OPM) approved a
demonstration project plan,
“Alternative Personnel Management
System (APMS) at the National Institute
of Standards and Technology (NIST),”
and published the plan in the Federal
Register on October 2, 1987, (52 FR
37082). The project plan has been
modified twice to clarify certain NIST
authorities (54 FR 21331 of May 17,
1989, and 55 FR 39220 of September 25,
1990). The project plan and subsequent
amendments were consolidated in the
final APMS plan, which became
permanent on October 21, 1997, (62 FR
54604).

The plan provides for modifications
to be made as experience is gained,
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results are analyzed, and conclusions
are reached on how the system is
working. This notice formally changes
the APMS plan to further strengthen the
links between pay and performance, and
performance and retention service
credit. Comments will be considered
and any changes deemed necessary will
be made.

Dated: April 28, 2005.
Hratch G. Semerjian,
Acting Director.

Table of Contents
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1I. Basis for APMS Plan Modification
III. Changes to the APMS Plan

I. Executive Summary

The National Institute of Standards
and Technology’s (NIST) Alternative
Personnel Management System (APMS)
is designed to (1) improve hiring and
allow NIST to compete more effectively
for high-quality researchers through
direct hiring, selective use of higher
entry salaries, and selective use of
recruiting allowances; (2) motivate and
retain staff through higher pay potential,
pay-for-performance, more responsive
personnel systems, and selective use of
retention allowances; (3) strengthen the
manager’s role in personnel
management through delegation of
personnel authorities; and (4) increase
the efficiency of personnel systems
through installation of a simpler and
more flexible classification system
based on pay banding through reduction
of guidelines, steps, and paperwork in
classification, hiring, and other
personnel systems, and through
automation.

Since implementing the APMS,
according to findings in the Office of
Personnel Management’s “Summative
Evaluation Report National Institute of
Standards and Technology
Demonstration Project: 1988-1995,”
NIST is more competitive for talent;
NIST retained more top performers than
a comparison group; and NIST managers
reported significantly more authority to
make decisions concerning employee
pay. This modification builds on this
success by strengthening the link
between pay and performance and
streamlining the current system.

This amendment replaces the current
100-point rating scale with six
performance ratings. Pay increases will
be based on an annually determined
percentage of the mid-point salary for
each pay band in the career path and
linked directly to the top three
performance ratings, strengthening the
pay-for-performance link, increasing
transparency, and reducing potential
payout variations among employees in

the same career path and pay band and
with the same performance ratings. This
amendment also implements a required
bonus for high-performing employees
who cannot receive a pay increase
because they are at the cap of their pay
band, or their adjusted salaries would
exceed the maximum rate for their pay
band. Finally, the provisions on
retention service credit for reduction in
force and annual adjustments to basic
pay are being modified to correspond
with these changes.

NIST will continually monitor the
effectiveness of this amendment and
provide OPM with its findings.

I1. Basis for APMS Plan Modification

The need to modify the current Pay
for Performance System (PPS) surfaced
in the results of both the 2000 and 2002
NIST Employee Surveys, the NIST
Research Advisory Committee 2002
Report to the NIST Director, stakeholder
focus group feedback, and in
discussions of the NIST Senior
Management Board. Generally, feedback
indicated a need to clarify and simplify
the system and suggested ways that this
could be accomplished. The suggestions
were found to have merit and are
incorporated into this modification.

The NIST system proposed
modifications include replacing the
current 100-point rating scale with six
performance ratings and linking pay
increases to the ratings. From highest to
lowest, the six performance ratings are:
Exceptional Contributor, Superior
Contributor, Significant Contributor,
Contributor, Marginal Contributor, and
Unsatisfactory.

Performance ratings are determined
based on the cumulative ratings and
relative weights of the critical elements.
Critical elements are rated using
benchmark standards and any
supplemental standards. The ratings for
the critical elements are: exceeds
expectations (E), fully successful (S),
minimally meets expectations (M), or
unsatisfactory (U).

Performance pay increases will be
based on the annually determined
percentage of the mid-point salary for
each pay band in the career path. When
the percentage is applied to the mid-
point salary in each pay band, the
resulting dollar amount is the unit of
salary increase or “I”” for that pay band
and career path. The “I” is used to
determine salary increases NIST-wide.
The Director, however, may authorize
an operating unit to use a lower “I"” for
reasons related to solvency.

Actual salary increases based on
multiples of “I” are granted to
employees in the top three performance
levels as follows: Exceptional

Contributor: “I” x 5; Superior
Contributor: “I” x 3; and Significant
Contributor: “I.”” A salary-capped
employee with an Exceptional
Contributor or Superior Contributor
rating must receive a bonus at least
equivalent to the salary increase that
would have been received if the
employee’s salary were not capped.

In addition to receiving a performance
pay increase, employees with
Exceptional Contributor, Superior
Contributor, and Significant Contributor
ratings receive the full annual basic pay
adjustment (general and locality pay
increases) and are eligible for a bonus.
Employees with a Contributor rating do
not receive a performance pay increase
but do receive the full annual basic pay
adjustment and are eligible for a bonus.
Employees rated Marginal Contributor
or Unsatisfactory do not receive a
performance pay increase, bonus, or
annual basic pay adjustment.

The current provision on additional
service credit for reduction-in-force
purposes is revised to correspond with
these changes. For retention purposes,
this modification grants 10 additional
years of service for a rating of
Exceptional Contributor, eight
additional years of service for a rating of
Superior Contributor, three additional
years of service for a rating of
Significant Contributor, and one
additional year of service for a rating of
Contributor.

IIL. Changes in the APMS Plan

The APMS at the NIST, published in
the Federal Register October 21, 1997,
(62 FR 54604), is amended as follows:

1. Promotion: The subsection titled
“Promotion” (62 FR 54609) is replaced
with the following:

Promotion

A promotion is a change of an
employee to (1) a higher pay band in the
same career path or (2) a pay band in
another career path in combination with
an increase in pay. An employee must
have a current performance rating of
Contributor or higher to be eligible for
promotion. The time-in-pay-band
requirement for promotion eligibility is
52 weeks with two exceptions: (1) An
employee may be promoted from pay
band I to band II in the Support career
path without time restriction; and (2) an
employee may be promoted from pay
band II to band III in the Support career
path without time restriction if the
employee was not promoted from a
band I to band II position during the
previous 52 weeks. (For pay provisions
related to promotion, see “Pay
Administration.”)
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2. Link Between Performance and
Retention: The subsection titled ‘“Link
Between Performance and Retention”
(62 FR 54609) is replaced with the
following:

Link Between Performance and
Retention

An employee with a performance
rating of Exceptional Contributor is
credited with 10 additional years of
service for retention purposes. An
employee with a performance rating of
Superior Contributor is credited with
eight additional years of service for
retention purposes. An employee with a
performance rating of Significant
Contributor is credited with three
additional years of service for retention
purposes. An employee with a
performance rating of Contributor is
credited with one additional year of
service for retention purposes. The total
credit is based on the employee’s three
most recent annual performance ratings
of record received during the four-year
period prior to an established cutoff
date, for a potential total credit of 30
years. No reduction-in-force credit
converts to this system from any other
performance appraisal system.

3. Placement in a Lower Pay Band:
The subsection titled “Placement in a
Lower Pay Band” (62 FR 54609) is
replaced with the following:

Placement in a Lower Pay Band

An employee whose performance
rating is Marginal Contributor or
Unsatisfactory does not receive the
NIST annual adjustment to basic pay.
Because the minimum pay rate for each
pay band is increased each year by the
amount of the NIST annual adjustment
to basic pay, it is possible that the new
minimum rate of a pay band will exceed
the basic pay of an employee in that pay
band who does not receive the NIST
annual adjustment to basic pay due to
a Marginal Contributor or Unsatisfactory
performance rating. When this happens,
the employee is placed in the next lower
pay band. This placement shall not be
considered an adverse action under 5
U.S.C. 7512; nor shall grade (i.e., pay
band) retention under 5 U.S.C. 5362 be
applicable.

4. Effect of General and Locality Pay
Increases on Individual Pay: The
subsection titled “Effect of General and
Locality Pay Increases on Individual
Pay” (62 FR 54610) is replaced with the
following:

Effect of General and Locality Pay
Increases on Individual Pay

Only employees with a current
performance rating of Contributor or
above may receive the full amount of

increase in their basic pay (including
locality pay) at the time of pay band
adjustments. This increase in basic pay
will reflect any applicable general and/
or locality pay increase for General
Schedule employees. The increase in
basic pay for employees with a rating of
Contributor or above, whose basic pay is
at the ceiling of their pay band, will
equal the increase in the ceiling.

The basic pay increase for eligible
employees whose basic pay is below the
ceiling of their band will be calculated
by applying a factor to the employee’s
rate of pay. The factor is based on the
net pay increase for General Schedule
employees in the locality, including
both the general increase and any
applicable locality pay increase.
Employees with ratings of Contributor
or above will receive the full amount of
the net increase, and the factor is equal
to 1 plus the net increase percentage
(expressed as a decimal). For example,
if the net increase for a locality were
3.22 percent, the factor for Contributor
or above would be 1.0322. Thus, the
new rate of basic pay for an employee
with a rating of Contributor or above
would be calculated using the following
formula:

New pay rate = (1 + net pay increase)
x former pay rate

However, a basic pay increase will be
applied only to the extent that it does
not cause an employee’s basic pay to
exceed the pay band ceiling.

5. Performance Plans: The subsection
titled ‘“Performance Plans” (62 FR
54611) is replaced with the following:

Performance Plans

At the beginning of each rating
period, supervisors develop and issue
performance plans with input from
employees. The plans contain from
three to six critical performance
elements for each position. For
performance planning and appraisal
purposes, only critical elements are
used. The supervisor assigns a weight of
1, 2, 3, or 4 to each element indicating
its relative level of importance to the
position, so that the total weight of all
elements is 10. Benchmark performance
standards define the range of
performance required to exceed
expectations, be fully successful,
minimally meet expectations, and be
unsatisfactory. A supervisor may
supplement the standards to add
specificity or clarify expectations.

6. Performance Appraisal: The
subsection titled “Performance
Appraisal” (62 FR 54611) is replaced
with the following:

Performance Appraisal

The performance appraisal brings
supervisors and employees together to
discuss performance and
accomplishments during the
performance rating cycle. The appraisal
leads to decisions affecting performance
ratings, performance pay increases, and
bonuses. Performance appraisals
normally occur at the end of the rating
period. However, a supervisor should
issue a performance improvement plan
and take appropriate follow-up action
any time an employee’s performance is
unsatisfactory.

7. Performance Ratings: The
subsection titled ‘“Performance Ratings”
(62 FR 54612) is replaced with the
following:

Performance Ratings

The NIST APMS performance ratings
are Exceptional Contributor, Superior
Contributor, Significant Contributor,
Contributor, Marginal Contributor, and
Unsatisfactory. Performance ratings are
determined based on the cumulative
ratings and weights of the critical
elements in the performance plan.
Performance in each critical element is
evaluated using the benchmark
standards and any supplemental
standards, and the element is assigned
a rating that exceeds expectations (E),
fully successful (S), minimally meets
expectations (M), or unsatisfactory (U).

The rating of the element is then
matched with the weighted value of that
critical element to produce a value for
the element. For example, if an element
is weighted 4 and the element is
assigned a rating that exceeds
expectations (E), then that element has
a value of 4E.

Once this matching is completed and
the elements are totaled, performance
ratings are assigned using the following
table.

Critical element rat-

Performance rating ings

Exceptional Contrib-
utor.
Superior Contributor ..

Significant Contributor
Contributor

Marginal Contributor
Unsatisfactory

At least 8E; None
below S.

At least 6E; None
below S.

At least 3E; Up to
2M.

Up to 3M.

4 or more M.

1 or more U.

An employee with unsatisfactory
performance in one or more critical
elements is considered unsatisfactory
overall and is given a performance
improvement plan and an opportunity
to improve. If the employee’s
performance remains unsatisfactory at
the end of an opportunity to improve,
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the supervisor initiates appropriate
follow-up action; i.e., reassignment,
proposed change to a lower pay band,
or proposed removal.

8. Performance Scores: The subsection
titled ‘“Performance Scores” (62 FR
54612) is deleted.

9. Performance Ranking: The
subsection titled ‘“Performance
Ranking” (62 FR 54612) is replaced with
the following:

Performance Ranking

Performance ranking has been tested
and found to be not appropriate for most
positions covered by this modification.
The Director may authorize the use of
ranking where it is found to be
appropriate.

10. Performance Pay Decisions: The
subsection titled ‘“Performance Pay
Decisions” (62 FR 54612) is replaced
with the following:

Performance Pay Decisions

Annually, the NIST Director
determines the amount of a unit of
increase, or “I,” based on a percentage
of the mid-point salary for each pay
band of each career path. The
percentage may vary by career path but
must be the same for all pay bands
within a career path. Performance pay
increases are linked directly to
performance ratings. An employee with
an overall performance rating of
Exceptional Contributor receives a
performance pay increase equal to five
units of increase, or 5 x “I.”” A Superior
Contributor receives a performance pay
increase equal to 3 x “I.”” A Significant
Contributor receives a performance pay
increase equal to “I.”” The actual dollar
amount of a performance pay increase
depends upon an employee’s career
path and pay band. Employees may not
receive an increase that causes their
salary to exceed the maximum rate for
their pay band.

Employees with Contributor, Marginal
Contributor, or Unsatisfactory ratings do
not receive performance pay increases.

11. Performance Bonuses: The
subsection titled “Performance
Bonuses” (62 FR 54612) is replaced
with the following:

Performance Bonuses

Bonuses are the only cash awards
linked to the NIST APMS pay-for-
performance system. They are awarded
at the end of the performance rating
period and may be granted in
conjunction with performance pay
increases. A pay pool manager may
award a bonus to any employee with a
performance rating of Contributor or
higher. A pay pool manager is a line
manager who manages his or her

organization’s pay increase and bonus
fund and has final decision authority
over the performance ratings and
bonuses of subordinate employees. An
employee with an Exceptional
Contributor or Superior Contributor
rating whose adjusted salary would
exceed the maximum rate for the pay
band must receive a bonus at least
equivalent to the amount of the
performance pay increase over the
maximum rate but may receive more.

12. Employee Development: The
subsection titled “Employee
Development” (62 FR 54612) is replaced
with the following:

Employee Development

The objective of the NIST Employee
Development Program is to develop the
competence of employees for maximum
achievement of NIST mission and goals.
The NIST APMS legislation mandates
the continuance of an employee
development program including, in
appropriate circumstances, a sabbatical
program. The NIST APMS sabbatical
program is consistent with the terms
and conditions of the Senior Executive
Service sabbatical program. It covers all
career appointees under the NIST APMS
who have at least seven years of Federal
service and a current performance rating
of Contributor or higher.

[FR Doc. 059116 Filed 5-5—-05; 8:45 am]
BILLING CODE 3510-13-P

DEPARTMENT OF COMMERCE

National Institute of Standards and
Technology

Announcement of the American
Petroleum Institute’s Standards
Activities

AGENCY: National Institute of Standards
and Technology, Commerce.

ACTION: Notice of intent to develop or
revise standards and request for public
comment and participation in standards
development.

SUMMARY: The American Petroleum
Institute (API), with the assistance of
other interested parties, continues to
develop standards, both national and
international, in several areas. This
notice lists the standardization efforts
currently being conducted by API
committees. The publication of this
notice by the National Institute of
Standards and Technology (NIST) on
behalf of API is being undertaken as a
public service. NIST does not
necessarily endorse, approve, or
recommend the standards referenced.

ADDRESSES: American Petroleum
Institute, 1220 L Street, NW.,
Washington, DC 20005; telephone (202)
682—8000, http://www.api.org.

FOR FURTHER INFORMATION CONTACT: All
contact individuals listed in the
SUPPLEMENTARY INFORMATION section of
this notice may be reached at the
American Petroleum Institute.

SUPPLEMENTARY INFORMATION:
Background

The American Petroleum Institute
develops and publishes voluntary
standards for equipment, materials,
operations, and processes for the
petroleum and natural gas industry.
These standards are used by both
private industry and by governmental
agencies. All interested persons should
contact the appropriate source as listed
for further information.

Pipeline Committee

Std 1163, 1st edition, ILI Systems
Qualification.

RP 1133, 1st edition, Guideline for
Onshore Hydrocarbon Pipelines
Crossing Floodplains.

Std 1165, 1st edition, SCADA Display.

Std 1104, 20th edition, Pipeline
Welding.

For Further Information Contact:

Andrea Johnson, Standards Department,

e-mail: johnsona@api.org.

Committee on Marketing

Std 2610, 2nd Edition, Design,
Construction, Operation,
Maintenance, and Inspection of
Terminal and Tank Facilities.

API/TP Std 1529, 7th edition, Aviation
Fueling Hose.

RP 1626, 2nd edition, Recommended
Practice for Storing and Handling
Ethanol and Gasoline-ethanol Blends
at Distribution Terminals and Service
Stations.

API 15xx, 1st edition, Recommended
Practice for Documenting and Testing
Aviation Fuel Quality from
Manufacture to Airport.

API 15xx, 1st edition, Recommended
Practice for Quality Control and Pre-
Airfield Storage Terminals.

For Further Information Contact:

David Soffrin, Standards Department, e-

mail: soffrind@api.org.

Committee on Refining
Corrosion & Materials

RP 651, 3rd edition, Cathodic Protection
of Aboveground Petroleum Storage
Tanks.

RP 652, 3rd edition, Lining of
Aboveground Petroleum Storage
Tanks.
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