MEMORANDUM OF AGREEMENT

ON THE IMPLEMENTATION OF 

RESUMIX MERIT PROMOTION SYSTEM

AND RELATED MERIT PROMOTION POLICIES

1.  The parties agree with the implementation of RESUMIX as the Merit Promotion System for AMCOM positions in accordance with the enclosed agreement.  Further, the parties agree to implement other related merit promotion procedures as negotiated.  RESUMIX will also be implemented in AMCOM CPAC serviced Commands and Activities, unless the serviced Commander or Director desires to continue with current procedures.

2.  RESUMIX will benefit managers and employees through use of a simplified application process, use of a three page resume, uniform DOD-wide application procedures, consistent evaluations, faster and higher quality referral lists, and better feedback to applicants.  RESUMIX will streamline the application and evaluation portion of the merit promotion process through the use of cutting-edge technology and improved personnel processes

3.  The parties agree that the implementation of RESUMIX Merit Promotion System will result in corresponding changes to applicable local regulations and labor agreements as outlined in the enclosure.  This agreement supercedes AMCOMR 690-28 and all prior management-labor agreements on merit promotion procedures.  The region-wide Resumix based Merit Promotion Plan and this MOU will serve as the local merit promotion guidance. 

4.  Management will offer training to employees on the new Resumix system and allow employees a period of at least 3 weeks to input their initial resumes prior to issuing any Resumix merit promotion announcements.   
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Enclosure- Merit Promotion Article

MERIT PROMOTION ARTICLE
1.  Promotions will be based on merit system principles except where specifically authorized by law and regulation (5 CFR 335).  

2.  Selection for promotion and advancement will be determined solely on the basis of relative ability, knowledge, and skills, after fair and open competition that assures that all receive equal opportunity.  

3.  An automated candidate evaluation program (currently RESUMIX) employing an Inventory Based Recruitment System (IBRS) will be used as the merit promotion system for filling positions.  Should DOD or Army adopt a different automated system that operates under the same general principles as the current system, the procedures described below will remain in effect.  The parties agree that the implementation of the automated system, RESUMIX, will result in the use of Army and regional merit promotion plans with local supplementation.

4.  In accordance with 5 CFR 335, management has the right to select or not select from any available recruitment sources.  This includes the automated system, RESUMIX, list and other appropriate sources of recruitment.  The selecting official will use a selection checklist, consider all referred candidates and provide job related reasons why the selectee is the best candidate for the position.  If the selectee declines, a second selection should be made from the referral list.  If there are 3 or more referred candidates, reasons must be provided, reviewed by the CPAC, and accepted by the servicing Civilian Personnel Operations Center prior to issuance of a second  referral list for the same Request for Personnel Action.  Final selections must be reviewed by at least one level higher than the selecting official. 

    a.  The minimum area of consideration may vary depending on the needs, attracting applicants from diverse backgrounds, manpower/budget restrictions, and the number and quality of applicants expected.   Normally the minimum area will include the CPAC serviced workforce unless a smaller area (command/activity or below) can produce at least five best-qualified candidates.  If there are less than 5 best qualified candidates and the area of consideration included the entire CPAC serviced workforce, the selecting official can either choose to select from the list or request the area of consideration be expanded.

    b.  Vacancy announcements will be posted on the Army web page and will be open for a minimum period of 11 workdays.  Supervisors will make and post copies of announcements for employees who do not have web access.  

    c.  For each recruitment personnel action, the top 25 candidates who possess all required skills will be referred as "best qualified".  If there are less than 25 candidates who possess all required skills, all will be referred as "best qualified".  If there are more than 25 candidates who possess all required skills, candidates will be ranked based on possession of job related desired skills.  If there are other applicants who are tied with the 25th applicant, they will also be referred.  If multiple vacancies are known at the time the list is issued, one additional candidate can be referred for each additional vacancy plus ties.   For example, if there are 3 vacancies, 27 names plus ties can be referred.  

     d.  The automated system, RESUMIX Inventory Based Recruitment System (IBRS), will be used as the method for evaluating candidates to determine those who are referable as best qualified under competitive merit promotion procedures.  Candidates must possess all required skills and will be ranked based on the number of desired skills they possess.  Required and desired skills may be adjusted to achieve a valid referral list.  The names of the candidates will not be released to the selecting official until the list is issued.

    e.  The Employer will provide access to a government computer for employees to submit resumes to RESUMIX and to self nominate for vacant positions.

    f.   Candidates will use the web based ANSWER system or any subsequently developed web based systems, for information on referrals and selections.

    g.  Interviews:  

        (1)  Interviews will be conducted for GS-14/15 or equivalent positions.  Interviewing is optional for other positions.  If interviews are conducted, job related reasons may be used to reduce the number to not less than 5 candidates to be interviewed.  


(2)  If interviews are conducted, the interview questions must be approved by the reviewer prior to conducting interviews, and a nondisclosure statement will be signed by all panel members (if used) and by all interviewees.  All candidates should be asked the same questions.  

        (3)  Interviews will not be used to test the candidates, but will be concerned with experience and training.  Interview results should not be given undue weight; rather they should be combined with the results of other evaluation factors to determine the candidate’s final position relative to other competitors.  Interview results are only part of the overall process and must be used in combination with other evaluation criteria.  
    h.  Panels, if used, must include a minimum of three members, but five members are preferred.  The members must be at the same or higher grade of the position being filled and knowledgeable of the position responsibilities.  The composition of the panel should include at least a minority, a female, and a non-minority.  

    i.  The Union may appoint qualified Army civilian personnel to serve as observers of the rating and ranking of candidates accomplished by selection panels.  The organization filling the vacancy will approve these observers.  Observers will occupy positions that are at a grade level no lower than that of the position being filled and will be familiar with the kind and level of responsibilities involved.  

    j.  The selecting official will consider all referred candidates and provide job related reasons why the selectee is the best candidate for the position.  Selection matrices will be prepared and maintained by the selecting official to respond to any inquiries or complaints.  Selection matrices will include names and analysis of all candidates along with weights/reasons for each factor used.  
    k.  The selected employee will be released not later than the beginning of the second pay period following the pay period in which a release date is requested.  

    l.  Temporary promotions for more than 120 days will be done competitively (more than 179 days in activities undergoing major draw downs or closures within 2 years of the effective date).  

    m.  Temporary assignments of qualified employees to higher graded positions are normally done by temporary promotions when it is expected to last more than 60 days and authority exists to fill the positions within budget, strength, and high grade controls.  

5.  Selection matrices will be used to document all selections under formal competitive merit promotion or career referral procedures.  The experience elements used must be based on the requirements of the specific position being filled.  The Employer will ensure that there is a consistent approach used in crediting education, training and awards for similar (same series and grade) positions within their primary organization.  
6.  The selection criteria and selection matrix must be developed, pre-approved by the reviewer, signed by the selecting official and reviewer, and a copy provided to the CPAC prior to the issuance of the referral list.  

7.  If interviews are conducted, the interview questions must be approved by the reviewer prior to conducting interviews, and a nondisclosure statement will be signed by all panel members (if used) and by all candidates interviewed.  

8.  Upon request, selecting officials will debrief non-selected candidates.  This will include sharing the selection criteria plus the scores given to the selectee and the nonselected candidate.   If composite scores are used, all scores that comprise that composite score will also be provided.  

9.  The Union may submit a written request for an electronic copy of the merit promotion list, the applications of all referred candidates, and the reasons for selection.  Upon request, the reasons for selection will include the selection criteria and a sanitized matrix with the scores of all candidates but the names of only the selectee and the concerned employee.

