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Principles for Initially Staffing 
 Organizations That Result from the Competitive Sourcing (A-76) Program or Administrative Restructuring 

April 13, 2005

Introduction:  The NIH is experiencing organizational change occasioned by the requirements of the President’s Management Agenda (PMA).  Key components of this Presidential initiative are the competitive sourcing program, mandated under Circular A-76, and organizational consolidations designed to streamline certain business functions to achieve greater efficiencies and operational savings.  Organizational restructuring, whether through the A-76 program or consolidations, requires management to consider the placement of affected employees in the new or existing organizations depending on need and capacity.   This document outlines the principles that will be followed in the placement of affected employees as well as the basic processes that will guide managers in placing employees.

Goal:  To ensure that employees are placed into new or existing organizations in a fair and sensitive way that takes into consideration the competencies of the employee and, to the extent possible, employee preferences, in matching them to the needs of the organization.

Responsibilities:

1. The business owner of the affected organization, with the Directors, OSMP and OHR, will propose an implementation team to the DDM to establish a staffing process for the new organization.   

2. OHR and OSMP officials are responsible for developing guidance and procedures that may be necessary for implementing the following principles and will work with management of the new organization, NIH leadership, and other NIH components to help identify and document risk assessment and management control issues.

3. The Functional Co-Chairs of each streamlined study and the Lead Executive Officer of a Standard Study will finalize the FTE requirements of the new organization, decide the number of FTEs to be collected from ICs/Centers, and provide the information to the Directors of OHR, OSMP and OMA who will forward the information to the DDM and the Office of Budget.
General Principles:

1. The staffing of new organizations will follow uniform principles and processes regardless of the functional area affected in order to assure equity of treatment to affected populations. 

2. In keeping with the DHHS commitment that every affected employee will have a job, the NIH will provide employment opportunities for employees who are not placed in the new organization via the NIH Workforce Transition Plan.

3. A communications program will accompany each organizational change in order to keep affected employees informed about the staffing processes. 

Placement Principles:

While these general principles will apply to the subject organizational changes, the actual process of staffing each new organization may differ due to size of the organization, the number and grade level of employees needed, and the types of “new” positions in the new organization. 

1. Prior to staffing the new organization, the affected employees performing functions of the new organization will be identified by the implementation team so that the candidate pool can be properly determined. The names of the affected employees will be provided to the IC Executive Officer. 
2. NIH will impose a hiring freeze on affected positions until staffing selections from the potentially affected pool of employees is completed.

3. Staffing decisions made by management of the new organization will be          

     consistent with merit system principles. 
4. Only qualified employees in the immediate affected pool will receive initial  consideration for positions in the new organization followed by consideration for those qualified potentially affected or affected employee of other restructured organizations. 
5. When potentially affected employees are in a bargaining unit, labor relations 
     experts will be appointed to the implementation team.   

6. Vacancies within the new organization will not be left unfilled if qualified potentially affected or qualified affected employees are available from any current study.  In addition, initial staffing of a new organization will not entail promoting employees if qualified affected candidates at the same or higher grades are available to meet the need.
7. The implementation team will consult with the HR Office and Transition Manager in developing a plan for the staffing of the new organization.  This plan will take into consideration the number of potentially affected employees, size of the resulting new organization, loss of positions and the impact on existing staff, grade and/or skills imbalances, work and mission, complexities involved, union implications, multiple IC impact, etc. The plan   may involve directed reassignments of employees, a noncompetitive preference based approach, or other approach appropriate for the organization. The plan must be approved by the Office of Human Resources before implementation. 
8. For larger studies, the process may provide for potentially affected  

    employees submitting to management both a self-inventory of their skill     

    sets/competencies and how these relate to the positions in the new 
    organization, an expression of preferences regarding the types of positions 
    for which they wish to be considered along with locations, and up to two 
    references.

Staffing Principles Clarification Document

May 18, 2005

The following information lists issues and decisions to staffing matters that have arisen due to organizational restructuring, specifically as it relates to the placement of affected employees in the new or existing organizations.  Decisions, made by the Transition Team led by the NIH Deputy Director for Management, are based on the Principles for Initially Staffing Organizations That Result from the Competitive Sourcing (A-76) Program or Administrative Restructuring, Dated April 13, 2005.

	Issue
	Decision
	

	Placement, through directed reassignment, of current transition status employees basically qualified for positions that are vacant, for which recruitment is required, in other upcoming MEOs. 
	Qualified employees will be placed, through directed reassignment, in vacant opportunities which would otherwise be recruited due to lack of qualified staff, identified in other MEOs.


	April 19, 2005

	Allow an MEO to promote from within the affected population in circumstances that would leave a viable vacancy at either grade level that could be filled immediately by another affected employee.

Example: GS-9 in-scope position is vacant in an MEO.  Program wishes to promote a GS-8 in-scope employee into the vacant GS-9 position therefore leaving a vacant GS-8 in-scope position to be filled.   Within the entire affected population there is a number of GS-9 and 8 affected staff that would meet qualifications and could be assigned to either grade level.  
	Initial staffing of an MEO will not entail promoting employees if qualified affected candidates at the same grade level are available to meet the need.
	April 19, 2005

	Allow non-affected personnel to be placed in Continuing Government Activity (CGA) positions when basically qualified affected staff is available. 
	Potentially affected employees that meet basic qualifications must be placed into available Continuing Government Activity (CGA) positions.


	April 19, 2005

	How are partial FTEs handled.


	For positions identified as 50% or greater in scope, the FTE and employee must remain with the MEO.

For positions in scope less than 50%, the FTE and employee may remain with the IC, with the employee performing non-MEO work equivalent to the remaining percentage.  This must be clearly documented within the employees approved and classified position description. 

In those instances of partial FTEs, an IC may elect to assign multiple FTEs a percentage of the work to be performed.  This must be clearly documented within the employees approved and classified position description.
	April 19, 2005

	Can submission of an updated resume to determine basic qualifications for all studies be required.
	Submission of an updated/current resume post award announcement may be required and requested by the HRA in order to perform a qualifications analysis and to determine assignments that may be effected without competition.
	April 19, 2005

	Can the decision to “compete” non-competitive opportunities within an MEO, when directed reassignments are possible be offered as a staffing option.  
	As long as global principles for fairness, preference, and competition are met.  

MEO positions may be filled through non-competitive reassignment in which the qualifications, preferences of affected employees, and management needs serve as the basis for selection.
	April 19, 2005
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