Enclosure 2

FMIP WORKFORCE TRANSITION STRATEGY—Phase 2 
1.  Communication of all the information
Immediately following completing and documenting all of our agreements, a communication document will be developed to send all the employees that will describe all of the processes to be used throughout this process.  It will cover the specifics and timelines related to:

a. AVUE training
b. Vacancy announcements

c. Selection processes
2.  Second Buyout/early out window
· Units will be polled for buyout needs

· Same exceptions will be used for buyouts/early outs, but the one-for-one placement option will be added

· When more employees apply for buyouts/early outs than are needed, SCD will be used (most service first) to determine who receives the buyout/ early out.

· In a 1-for-1 placement situation, when more than one employee applies to be a match for an affected employee, the WRAPS matching system (most service first) will be used to decide who is the match. 

· Employees who wish to get a buyout need to submit the request to their local SHRO.
· Line officers will recommend thru the pertinent SHRO to WO

· WO retains approving authority

3.  Vacancy Announcements  

The following will apply to GS-13 and below non-supervisory jobs:
· In order to be considered for available jobs, employees must apply for them (even for lateral reassignments.)
· Positions will be announced using AVue on-line application procedures only and the vacancy announcements will offer assistance to applicants who need it in completing the on-line application.

· Announcements will be Service-wide and will be open for 21-days. 
· Any hard copy supporting documents must be received by closing date of the announcement (an exception to the Merit Promotion Plan).
· All of the positions will be in the new ASC.  
· Career ladder and training positions will be considered.
· Announcements will be both Merit Promotion and External
4.   Selection Process
· Applicants will be selected from the quality group under AVUE rating process (verified as needed by a team of Human Resources specialists.)
· A centralized selection process will be used and the Union will have observers present.  If some unanticipated problems arise during the selection process, Management will consult with the Union and the Parties may stop the selections to resolve the problems.
· Reference validation and contacts may occur. 
· All selections (lateral and merit promotions) will be made one grade at a time from the highest grade to the lowest grade. 

· Pre-WRAPS Lateral placements (in the quality group) will occur first at each grade level and will be made in order of tenure (highest SCD for leave first) first among affected employees performing studied work 50% or more of time or grade controlling duties who have not been offered a position.  Then lateral placements of affected employees performing studied work between 11 and 49%.
· For Pre-WRAPs lateral reassignments, if the employee declines a position they will not receive additional lateral offers under the Pre-WRAPs portion of the process.
· If there are job-related reasons for not selecting someone for a Pre-WRAPs lateral assignment, the reasons will be documented and the employee will be notified of the reasons.
· Merit promotion selections will be made after all Pre-WRAPs lateral placement opportunities.
· Applications for voluntary downgrades will be considered in the merit promotion part of the process.
· Employees will be notified at least 14 days in advance of the time period when offers will be made.

· An employee may designate a proxy, but they must do this in writing and at least 7 days in advance of the selection period and be given to their servicing HRO with contact information.  

· Employees will have up to 24 hours from time of positive contact to respond to offers of positions.  Emergency situations that make this response time impossible will be dealt with on a case-by-case basis.
· Merit promotion internal candidates will be used before external candidates are considered.
5.  RIF Avoidance
· Employees who remain unplaced after Service-wide staffing actions are completed and whose positions have been identified for abolishment will be included in local and/or intermediate RIF avoidance activities. 
· Management will distribute a package of information (for management) to capture the ideas about options and how-to material for the RIF avoidance part of the workforce strategy to promote consistency of practice within the local units.  The following list is a list of some of the options available for inclusion in the package:
· Local Pre-WRAPS or WRAPS
· Buyouts/ Early Out (1:1)

· Opportunities offered to employee to take voluntary changes in tour and voluntary downgrades

· Modification of qualifications
· Retraining of employees

· Outplacement efforts (Career Transition Assistance Plan and other efforts)

· Management will give strong direction to units regarding the need to document how they seriously considered costs associated with RIF, severance pay, etc. against the cost of other RIF avoidance options.
· In any RIF approval process, there will be a step to review documented RIF avoidance measures taken and an assessment of its adequacy before any RIF authority will be granted.
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