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AN EQUAL OPPORTUNITY EMPLOYER

Acquisition Management Reorganization
Memorandum of Understanding
Between
US Forest Service and the NFFE-Forest Service Council, IAMAW

This Memorandum of Understanding (MOU), made by and between the National Federation of
Federal Employees (NFFE), Forest Service Council (Union) and the US Forest Service (Management)
collectively “the Parties”.
The purpose of this MOU is to describe the agreement of the Parties with respect to the
implementation of Procurement and Property Services (PPS) - which include procurement, leasing,
and asset/property management – into an organization with national reporting in the Forest Service
and the working conditions of such individuals within the Bargaining Unit (BU).
1. Employee Placement Plan - Parties agree to the appropriate arrangements and procedures as
outlined in the enclosed Procurement and Property Services (PPS) Employee Placement Plan
and this MOU where it affects bargaining unit employees and negotiable under 5 USC § 7106.
2. Management will assign adequate grade controlling work so that current employees who are
reassigned are able to maintain their current grade level in their new assignments. However,
Management retains the rights to determine the nature of the duties under 5 USC § 7106.
3. Management has committed to placing all current employees in the PPS organization at their
current grade level and at their current duty location.
4. Pre-Qualification Process –
a. Management will follow up with those direct matched employees who must be prequalified for the position to which they have already been matched. Management will send
a targeted email outlining the responsibilities of the employees for completing prequalification. The employee is responsible for providing the appropriate documentation
needed for the pre-qualification process.
b. Management will provide employees high-level feedback on edits, if needed (e.g., dates
don’t match to SF-50; additional detail is needed on duties performed).
c. Each employee who requests a pre-qualification will be given up to two opportunities to
revise their resume or other supporting documents to meet position requirements. The
employee will have up to 2 business days to respond to Management’s request for an
update for each revision request. If the employee is out of the office, they are highly
encouraged to use the out of office reply and include their date of return. Management will
notate the return date and the employee will be expected to respond within 2 business days
from their return.
d. Failure to respond to Management’s request(s) for revision to the resume or other
supporting documentation after a period of 5 business days will result in the employee’s
pre-qualification package being returned to the employee with no pre-qualification
recommendation.

e. Pre-Qualification Appeal – Employees may request a review of their pre-qualification within
7 days of the notification that they are not pre-qualified for the reassignment. Upon notice
of non-prequalification, Management will inform the employee of the timeframes and
process for requesting a review. The employee will request a review, in writing, by
contacting the Washington Office Human Resources Management Service Team andprovide
the appropriate documentation. Management has 7 days, from receipt of appeal request, to
review the determination and render a final determination.
If there is a dispute over whether the employee has met the positive education
requirement, Management will seek the assistance of a subject matter expert in a related
field to determine whether the employee meets the Basic Qualifications.
5. Interest Based Placement Process by Specialty - Employees will be given access to the summary
of the duties (e.g. position description, tasks, or duties, etc.) for the positions prior to the
completion of the interest survey identifying their preferences for what specialties they would
like to be assigned to.
a. Prior to distribution to employees and where there is no conflict of interest, the Union will
be given the opportunity to review the Interest-Based Placement Survey prior to
distribution. The Union will provide any feedback or concerns within 3 days of receiving the
review copy.
b. Employees will have no less than (3) three weeks to complete the interest-based survey.
c. The interest-based survey will include information about the employee’s work
history/experience related to the various specialties, and will result in a numerical score
“Experience Score” for the employee in each specialty in which they express interest.
d. Each employee’s supervisor will be asked to validate the employee’s answers to the survey
questions. If the employee’s self-reported Experience Score places them among the top
candidates for one of their preferred specialties and their current supervisor did not validate
the answers to their survey questions, the potential new supervisor may conduct an
interview to validate the score.
e. Employees who need a validation interview will be notified when the window of such
interviews will be needed to take place. When contacted to schedule the interview the
employee will be given at least a 1 business day notice.
6. Identifying Interest Based Placements. Employees will be placed in a PPS position based on
their Experience Score and preferred specialty.
a. In instances where multiple employees have the same experience score for a specialty,
placement will be offered to the employee within that high-scoring qualifying group who
has the longest service based on Leave Service Computation Date.
b. Employees who have questions about their placement will be provided:
1) Their Experience Score
2) Scores of other candidates (not identified by name).
7. Directed Reassignments: If employees do not respond to the Directed Reassignment letter, it
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USDA Forest Service, Business Operations, Procurement and Property Services (PPS)
Reorganization
PPS Employee Placement Plan
Last Updated on May 19, 2020

Introduction

This plan was developed by the Forest Service under the authority of Forest Service Handbook (FSH)
6109.12 Chapter 20 Internal Placement and appropriate collective bargaining agreements. The plan is
intended to assist in accomplishing the non-competitive placement of employees into positions in a new
organizational structure and to eliminate the need for WRAPS.
Although the current PPS organization includes procurement, real property leasing, asset / property
management and grants and agreements (G&A), this Employee Placement Plan covers only the first
three areas, which will have a national reporting structure in the future organization. G&A will remain
aligned to field units and will be implemented separately by each Region and Station. A placement plan
is not needed for the G&A realignments in the field.
Civil Rights Impact Analysis (CRIA). A CRIA regarding the potential impacts of the reorganization and
associated placement procedures was completed prior to completing the Employee Placement Plan.
Organizational Structures. Current and future organization structures are available on the AQM Mission
Area Consolidation (AMAC) SharePoint site.

Scope and Nature of the Organizational Changes

Covered under this plan are the following Acquisition Management (AQM) functions: procurement
(contracting, purchasing, procurement analysis), real property leasing, asset / property management
(personal property, real property and quarters management) and the leadership, administrative and
support structures currently in place to support existing AQM organizations, such as administrative
assistants, analysts and budget staff. These positions are hereafter referred to as PPS positions.
The plan covers the non-competitive placement for all Washington Office and field AQM-related
employees including bargaining unit employees into positions in the new PPS organization.

Goals

The goals of this plan are:
•
•
•

•

To fill permanent positions in the new organization using a transparent process that is fairly and
equitably applied.
To identify employee placements as quickly as possible.
To maximize opportunities for placement of employees.
o This includes considering employee interests and experience when determining
reassignments when a direct match is not available.
To minimize impacts to individual employees.
o This includes direct matching as many employees to future positions as possible.
Forest Service
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This includes offering reassignments within the local commuting area of current
employees; relocations are not planned or anticipated for reassignments. Promotion
opportunities may require relocation.
To minimize impacts on accomplishment of work.
o This includes thoughtful consideration of the implementation effective date, being
mindful of yearend cutoff dates and peak incident procurement times.
To eliminate the need to use WRAPS.
o

•

•

Timeframe(s)

This plan is effective after:
A copy of the list of current employees is provided to the union; and
Both Parties have completed a review of the data to be used in the direct match and employee
placement process for accuracy.
The Plan will be considered complete after the National PPS Director has exhausted possibilities to noncompetitively place current employees in the new organization in accordance with the processes
defined in this plan, not to exceed ninety (90) days. Personnel actions may be completed after
Employee Placement Plan ends. The Plan may be amended or extended as needed.

•
•

Definitions

1. APPROPRIATE POSITION – A permanent, vacant position at the same grade level, tour of duty (e.g.
full-time, part-time, etc.) and type of appointment (e.g. competitive service, excepted service,etc.)
2. COMPETITIVE LEVEL. All positions which are the same grade (or occupational level) and
classification series (including titles and/or parentheticals as applicable) and which are similar
enough in duties, qualification requirements, pay schedules and working conditions so that the
incumbent of one position could successfully perform the critical elements of any other position
upon entry into it, without undue interruption. Competitive level also means the same level of
supervisory responsibility (e.g., no supervisory responsibilities, and supervisor). NOTE: Employees
in career ladder positions (e.g. GS-1102-9/11/12, GS-1101-7/9, etc.) participate in the Employee
Placement Plan at their target grade level.
3. DIRECT MATCH – An encumbered position in the current organization that is an appropriate
position, and identical or 80% like an appropriate position in the new organization and is “moved”
with the incumbent employee into the new organization. For the purposes of this placement plan,
the work itself should be at least 80% like the work of the future position in terms of type of work
performed. A direct match is determined by management, in consultation with HR where needed,
and is accomplished via a reassignment or realignment action inside the local commuting area.
4. REASSIGNMENT – A management directed involuntary action placing an employee into an
appropriate position inside the commuting area.
5. NON-COMPETITIVE PLACEMENT – Actions are those outlined in FSH 6109.12.20.21.43 that include:
lateral reassignment, repromotion, and voluntary changes to a lower grade (with grade and pay
retention, as appropriate under agency policy and federal regulations).
6. COMPETITIVE PLACEMENT – Procedures for competitive placement are described in the USDA Merit
Promotion Plan, found in Departmental Regulation (DR) 4030-335-002 and FSH 6109.12.20.
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7. PARTIES – The USDA Forest Service AQM (Management) and the Forest Service Council National
Federation of Federal Employees (Union).
8. INTEREST BASED PLACEMENT – Placement process used to identify the best fit position for each
employee in the future PPS organization based on employee responses to an interest survey
resulting in an experience score, whereby a combination of the employee’s input on interest in
placement in specialized positions combined with an analysis of highest experience scores results in
identification of each employee’s reassignment to a position in the PPS organization.
9. EXPERIENCE SCORE – As part of the interest-based placement process, the experience score is the
total points scored by an employee through answering survey questions for a specialized area
divided by the total possible points for that specialized area survey. The experience score is used to
qualify an employee for placement in a specialized PPS position.
10. BUSINESS AREA – Line of business in the PPS organization based on occupational series and
title. These include Administrative, Management Analyst, Procurement (Contracting and
Purchasing), Procurement Analyst, Property Management and Real Property Leasing.

Roles and Responsibilities
NATIONAL AQM / PPS DIRECTOR:
• Notifies and/or works with union, as appropriate
• Ensures the “to be” organization has been approved
• Finalizes, signs and delivers letters
• Meets with employees and keeps them informed
• Approves placements and personnel actions
• Serves as a point of contact regarding this plan
HUMAN RESOURCES MANAGEMENT (HRM):
WO Human Resources Service Team (HRST)
• Advises the Line Officer(s)/AQM Director(s) responsible for this plan on HR needs including
classification and staffing
• Validates employee/ position data and records
• Determines the qualifications of employees
• Reviews matches for consistency with controlling regulations
• Prepares offers of placement (reassignments)
• Staffs necessary personnel actions for processing
• Maintains the documentation file necessary to reconstruct each selection, should a dispute arise
over the selection
• Coordinates with HRM Centralized Services including Employee Relations and PAR
• Leads training on preparing resumes and applying for a federal vacancy, as needed
• Serves as a point of contact regarding this plan
Labor Relations:
• Serves as point of contact for Labor-Management issues regarding this plan.
• Provides advice and counsel regarding the Labor Statute and appropriate agreements.
UNION OFFICIAL(s):
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•

Designates union representatives to represent bargaining unit employees in accordance with 5
U.S.C. Chapter 71.

General Provisions

FS and AQM leadership have committed to placing all current employees in the PPS organization at their
current grade level and at their current duty location. Therefore, employees are encouraged to work
through the Employee Placement Plan process to obtain their reassignment offer before considering
other employment options.
Current AQM employees are automatically eligible for placement under this plan regardless of whether
the employee chooses to submit an employee interest survey. Unless placed through a direct match,
employees not submitting an interest survey will be placed after all employees at the same competitive
level who submitted an interest survey are placed.
Once an employee has been notified that they are a direct match or have been placed via the Employee
Placement Plan, they will receive an informal reassignment notification and will no longer be part of the
employee placement process. Subsequent to informal notification, the employee will receive a formal
reassignment notification from Human Resources Management. If an employee declines an appropriate
position at their competitive level based on the formal notification, the employee will be given a
proposed notice of termination with a future date that is at least 60 days from the date the employee
declined the reassignment. Employees that decline reassignment will be notified whether they are
eligible to register for Career Transition Assistance Program (CTAP) placement assistance within the
Agency and for the Reemployment Priority List (RPL), as appropriate. If an employee declines a
placement opportunity, the Agency is free to move on and make a placement offer of that same vacant
position to the next eligible employee.
Employees are encouraged to accept their reassignment offer, whether it is the employee’s desired
future position or not. The employee should seek opportunities to move to the desired future position
through formal (competitive placements) and informal (details, cross training) opportunities that will be
available in the new organization.
Employees whose reassignment involves moving to a supervisory position from a non-supervisory
position may request a voluntary downgrade to a non-supervisory position, in lieu of assuming the
supervisory position. Grade and pay retention will not be granted to employees requesting a voluntary
downgrade.
Requests for voluntary downgrades cannot be accommodated during the placement process except in
instances as specified in the prior paragraph. Voluntary downgrades can be requested after the
placement process has been completed and all employees at the requested grade level have been
placed. Grade and pay retention will not be granted to employees requesting a voluntary downgrade.
Employees cannot participate in the non-competitive placement process at a higher grade than the
current target grade of the position to which they are permanently assigned. (e.g., an employee with
enough time in grade to qualify for a higher-grade position will not be considered for reassignment at
the higher grade as part of the non-competitive placement process)
Involuntary reassignments inside the commuting area will be made.
Forest Service
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Involuntary directed reassignments outside of the commuting area will not be made.
All vacant positions will be reviewed by management prior to advertisement. When a review of vacant
positions has found no qualified, eligible current employees available for non-competitive placement,
then those vacant positions may be filled using established staffing procedures (e.g., advertise through
competitive processes), to include limiting the area of consideration.
To the extent feasible, while engaged in the Employee Placement Plan, there may be a need to advertise
vacancies concurrently to maximize placement opportunities for current employees. An example would
be filling a vacant GS-14 through a competitive, Forest Service-wide vacancy announcement (at specific
duty locations) during the employee placement process to potentially open up a GS-13 vacancy to
provide additional opportunities for placement.
Previous formal agreements between management and employees regarding hardships, reasonable
accommodations, grievances and EEO settlements will be accommodated on a case-by-case basis to the
extent that it is feasible.

Placement Procedures – General

Notification of Vacant Positions. Vacant positions will be shared via an organization chart format on the
AQM Mission Area Consolidation SharePoint site. Vacant positions will remain on the site until they are
filled through this plan or until it has been determined there is no current employee at the appropriate
competitive level to directly fill the position.
Offering of Vacant Positions. Non-competitive offers of placement will be made formally and in writing
via a directed reassignment notice. Specific details regarding an offered position will be in writing (e.g.
proposed effective date, new supervisor, position description, etc.). Acceptance of the directed
reassignment is assumed unless declined by the employee.
Assumed Qualifications. Employees who are not changing pay plan, series or grade and whose holistic
duties remain unchanged when transitioning to the new organization will be “assumed qualified” for
their directed reassignment. For the purposes of this reorganization, qualifications (i.e. resume,
transcripts, etc.) of employees that meet this definition will not be review by HRM prior to initial
placement.
Mandatory Exceptions. The following are mandatory exceptions as per FSH 6109.12.20, Appendix F:
USDA Forest Service employees with statutory return rights from military furlough, workers
compensation or international assignment.
• Individuals awarded a position as a result of a complaint or other dispute or granted a position as a
settlement depending upon the authority of the deciding official override OPM regulations, USDA
guidance or USDA Forest Service policy AKA: “non-discretionary action directed by a qualified legal
or administrative body.”
Process Summary. A map of the proposed placement process by business area is provided as
Attachment 1, and includes a summary-level diagram and specific diagrams for the placement processes
for procurement (interest-based example) and asset management (direct match example). Placement
for non-BUE positions/employees is being shared for general awareness and information only and is not
subject to negotiation.
•
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Placement Procedures – Supervisors and Direct Matches

The placement process for supervisors will include individuals with a current supervisory status of code
2 or code 4. Supervisors are not bargaining unit employees; therefore, supervisory placement it is not
subject to negotiation with the union. As described below, supervisory positions that remain vacant
after current employees are placed will be competitively advertised. Before the placement procedures
for bargaining unit employees begin, management will:
1. Identify placements for all leadership positions, GS-14 and above, and notify employees of those
selections;
2. Advertise competitive announcements for vacant GS-14 and GS-15 positions in the future
organization;
3. Identify placements for as many supervisors as possible, generally at the GS-12 level and above, and
notify employees of those selections;
4. Realign positions that will not be part of the future PPS organization in accordance with the DR 1010
Reorganization Plan. Examples include aligning G&A outside of AQM and aligning unique positions
in certain Regions and Stations performing non-PPS functions to the Region or Station (e.g.
mailroom, printing, facilities, records).
5. Issue informal direct match notifications via email.
6. Issue formal directed reassignment notices for supervisors and direct matches.
Direct Matches. Management will direct match as many employees as possible to positions in the new
organization. This may include existing positions in the current organization that are simply carried
forward to the new organization with the incumbent. Examples include:
a) Positions that are unique in both the current and future organizations, including: GS-560 Budget
Analyst positions (2), GS-1176 Building Management Specialist positions (4), Wage Gradepositions
(2) and GS-01 and GS-02 positions (1 each).
a. Match based on pay plan, series and grade.
b) Employees occupying positions that are moved within the same unit or Branch from the current to
the new organization when the positions will continue to support substantially the same programof
work and customer base and are the same series, grade and competitive level. This includes GS1102 and GS-1105 positions in existing national support Branches including the IT Support Branch,
Aviation Branch, Logistics Branch, Job Corps Support Branch and National Contracts Branch; and GS1101 Property Management Specialist and Technician positions in the Personal Property Branch.
a. Match based on unit/Branch, pay plan, series and grade.
c) Employees occupying positions for which there are no specializations available in the new
organization. This includes GS-1101 Property Management Specialist and GS-1170 Realty Specialist
positions.
a. Match based on Zone supported, then based on Region supported where possible, then by
pay plan, series and grade.
d) Recognizing that Administrative Assistant positions are generally most effective when placed on-site
with the leader they support; current Administrative Assistants will be direct matched to the vacant
Administrative Assistant boxes supporting their on-site AQM Director where possible. If the local
AQM Director is assigned to a position that does not have an Administrative Assistant, the
Administrative Assistant will be placed through the placement process.
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a. For example, if a current Regional AQM Director accepts a reassignment to the Zone
Director position, their current Administrative Assistant would be direct matched to the
Administrative Assistant position for that Zone Director). If the AQM Director is matched to
a Zone Chief or Branch Chief position that does not have an Administrative Assistant, the
Administrative Assistant would be placed through the placement process.

Placement Procedures – Placements Requiring Prequalification

The procedures identified in this section apply to current employees who are to be placed in the future
organization at their current grade, but in a different job series. Employees eligible to make the
transition to another job series as part of the placement process are limited to those currently
performing the work of the proposed future job series. The objective of the transition to other job
series is to ensure those performing similar work are assigned to the same position description and best
align work to the appropriate job series.
These placements require that HR qualify the employees for the new job series. Employees will need to
provide HR with a copy of their current resume so HR can complete the prequalification. Resume
writing training will be provided by management prior to initiating the prequalification and placement
process and may be utilized at the employee’s option.
The list below summarizes anticipated job series changes, and the result of the pre-qualification request
on the placement process for the employee:
•

•

•

•

GS-1105 Employees qualifying for GS-1102 Contract Specialist positions
o If the employee prequalifies for GS-1102, the employee will participate in the placement
process in the GS-1102 series
o If the employee does not prequalify for GS-1102, the employee will participate in the
placement process in their current series
GS-1102 or GS-1105 Employees qualifying for GS-1101 Government Purchase Card (GPC) oversight
positions. Applies to direct matches only, as specified in the section below called “Placement
Procedures – GPC Oversight.”
o If the employee prequalifies for GS-1101, the employee will be placed into the GS-1101 GPC
Oversight position
o If the employee does not prequalify for GS-1101, the employee will participate in the
placement process in their current series
o Employees performing GPC Oversight who are not direct matches to the future organization
will compete for the remaining vacancies, and do not participate in the pre-qualification
process
GS-1101 or GS-1102 Employees qualifying for GS-1170 Realty Specialist positions performing real
property leasing duties
o If the employee prequalifies for GS-1170, the employee will be direct matched to a GS-1170
Realty Specialist vacancy
o If the employee does not prequalify for GS-1170, the employee will be placed in a Phase I
position performing real property leasing duties, using their current position description
GS-1106 Employees qualifying for GS-1105 Purchasing Agent positions, due to the planned
elimination of the GS-1106 Procurement Technician job series in the future organization
Forest Service
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o
o

If the employee prequalifies for GS-1105, the employee will participate in the placement
process as a GS-1105
If the employee does not prequalify, the employee will be placed in a transitional GS-1101
position description that enables the employee to obtain the needed specialized experience
for placement in the desired future job series

Interest Based Placement Procedures – Positions with Placement Options based on Specialty
Approximately half of the positions in the new organization do not have a direct match. Vacant
positions in the new organization that remain after all direct matches have been made, including any
position that becomes vacant during the life of this plan for any reason (e.g., retirement, transfer), will
be available as a placement option as described in this and subsequent sections. For these positions,
employees and supervisors will provide input on the best fit of each current employee to the specialty
areas available, as detailed in this section.

Procurement employees (GS-1102, 1105 and 1106) in the Regions and Stations are not able to be direct
matched due to the move from generalist positions (supporting all contract types) to specialist positions
(e.g., service and supply; construction and architecture and engineering; stewardship; incident; and
purchase card). This also applies to Management and Program Analyst positions (GS-301, GS-343), for
which multiple potential alignments are possible based on skill sets (Project Management, Workforce
Management, Data Analyst, Systems support).
Employees participating in the interest-based placement process will participate in the process at their
current series and grade unless prequalified for another job series as specified in the prior section on
this Employee Placement Plan.
Interest-Based Placement. All employees participating in the interest-based placement process will
complete an interest survey to identify their preferences for what specialties they would like to be
reassigned to. Employees will be provided with a list of options available within their current business
area and will rank order them in terms of their level of interest and level of expertise. Employees will
answer questions about their experience in the areas they prioritize. Employee responses will result in
an experience score for each specialty they prioritize. To ensure we have placement for all employees,
employees will not be allowed to switch business areas during the placement process. Employees can
apply to opportunities in other business areas, as applicable, when vacancies are announced. Business
areas to which employees will be aligned for placement include:
Contracting (GS-1102 Contract Specialist, GS-1105 Purchasing Agent, GS-1106 Procurement
Technician)
• Procurement Analyst (those performing procurement analyst work; some positions with this
title will align to Contracting, based on AQM Director input on work performed)
• Administrative Assistant
• Management Analyst
As described in the “Direct Match” section, we anticipate placing all leasing and property employees
through the direct match process, so they would not participate in the interest-based placement
process.
•

Forest Service

11

United States Department of Agriculture

Eligibility for Participating in Employee Interest Surveys. Only employees with a performance rating of
fully successful or higher will be eligible to participate in the employee interest surveys. Employees with
ratings below fully successful on their FY19 performance plan will be placed into an appropriate position
at their competitive level after all employees with fully successful or higher performance ratings have
been placed.
As discussed above, employees are not required to submit an interest survey. Employees who do not
submit an interest survey will be placed after all employees who submitted an interest survey have been
placed.
Validating Qualifications for Specialized Interests. The agency intends to identify the best fit for
employees in the future organization. Therefore, in addition to obtaining input on employee interest in
specialties, supervisors will be asked to validate the survey responses of their direct reports for the
specialty areas the employee indicated interest in. If the supervisor is unable to validate the employee’s
experience for any reason, such as disagreeing with the information provided in the employee survey or
not having knowledge of the employee’s experience in a certain area (e.g., if an employee has
experience in a certain area from a prior position or agency), the supervisor will identify they are unable
to validate the employee’s experience for those areas. Employee responses not validated by a
supervisor will not have a negative impact on the employee’s likelihood of obtaining a certain position.
Instead, unvalidated employee survey answers may trigger the need for an interview with the potential
future supervisor. The outcome of the interview by the potential future supervisor will result in
validation of the employee’s experience score or may decrease the employee’s experience score; the
future supervisor may not increase the experience score.
Matching to Vacant Positions. To provide a fair and equitable approach to placement, the input from
the employee interest survey will result in an experience score. Those with the highest validated scores
(either by the current supervisor validation or through an interview) in specialty areas will be designated
for specialty area positions first, where scores are compared for employees within the same competitive
level (e.g., if there are 2 GS-12 and 2 GS-11 vacancies in a specialty, the two GS-12s and the two GS-11s
with the highest scores in that specialty would be offered those reassignments).
•

•

In instances where multiple employees have the same experience score, when rounded to the
nearest whole percentage, and there are limited placements, placement will be offered to the
employee who has the highest Leave Service Computation Date (LSCD) within the competitive level.
For example, if three employees at the same grade level have a 90% experience score and are
therefore tied for placement into a vacant position, the position would be assigned to the person
with the highest LSCD of the three.
Placement order will include:
o Fill positions in national Branches / units first, up to the point that either (1) all positions are
filled or (2) all employees who prioritized a national unit as their first or second priority are
placed in those units (after which vacancies would be held for placement depending on the
outcome of the Zone position fills)
o Update Phase I organization charts to reflect national placements (move closer to Phase II)
o Fill remaining vacant positions in zones. Employees will be placed within the PPS
organization based on the geographic zone to which their current unit is aligned.
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•

The supervisors of the assigned groups in the future organization will determine employee
placement within a specialized group for their Zone, primarily based on employee location and
customer experience (e.g., assigning service and supply employees to Service and Supply
Contracting Service Areas within a Zone).

Placement Procedures – Government Purchase Card (GPC) Oversight

Due to a variety of different staffing approaches used in the current organization to staff GPC Oversight
positions, there are many employees performing this work from 20-100% of their time at different grade
levels. Therefore, in accordance with this plan, those working 80-10% of their time in a GPC oversight
capacity at the GS-09 level will be direct matches to the future GPC Oversight Branch upon successful
completion of a pre-qualification. Additionally, the two WO positions with specialized jobs are direct
matches (Agency Program Coordinator and Procurement Support Specialist). To provide for fair and
equitable placement of the remaining individuals performing GPC duties who don’t qualify for a direct
match, all remaining GPC Oversight positions will be competed within the Forest Service. Additionally, to
ease the transition for the employees performing collateral duty GPC oversight work who are not
selected for full-time positions in the GPC Oversight organization, the GPC Oversight Branch will be
implemented in advance of the rest of the PPS organization, anticipated in August 2020; enabling those
who will no longer perform GPC oversight to focus their time on Purchasing Agent or Contract Specialist
duties prior to the reorganization.

Placement Procedures – Administrative Assistants Not DirectlyPlaced

Administrative Assistants not placed through a direct match will be given the opportunity to express
interest in specific Administrative Assistant positions that remain vacant after completion of direct
matches. Employees may be asked to participate in an interview if there are multiple qualified
Administrative Assistants interested in the same position. Since Administrative Assistant duties are
mostly similar across positions, surveys will not be used to determine best fit.

Placement Procedures – Job Corps Purchasing Agents

Job Corps Purchasing Agents that currently report to Job Corps Centers support only service and supply
requirements, and generally have other collateral duties. As part of the PPS reorganization, the Job
Corps Support Branch (JCSB) will have 5 full-time Purchasing Agents without collateral duties at the
Centers; an additional two Purchasing Agents currently supporting Job Corps will be reassigned to a
service and supply contracting position in the geographic zone in which the Job Corps Center is located.
This approach ensures all Job Corps Purchasing Agents are placed in the PPS organization.
Job Corps Center Purchasing Agents will be asked to prioritize these options – JCSB or Zone position –
with LSCD as the tiebreaker if needed. (e.g., if 6 employees prioritize JCSB, the one with the lowest LSCD
date would be reassigned to a Zone; if all prioritize working for a Zone, the five with the lowest LSCD
dates would be reassigned to the JCSB, etc.).

Placement and Contracting Officer Warrants

USDA directed a reduction in the number of warrant holders in the agency. This would have been
required with or without a reorganization. Management recognizes the sensitivity of this topic and has
therefore chosen to address it in the Employee Placement Plan, although warrant status is not part of
Forest Service
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the employee’s placement or reassignment offer. The positions planned to hold warrants in the future
organization are identified in the organization charts with an asterisk. Unit supervisors will determine
who will be authorized to request a warrant, with final authority to approve each warrant request
resting with the Mission Area Senior Contracting Official (MASCO).

Placement Procedures – Competitive Initial Placements

The procedures identified in this section apply to current employees who are to be placed in the future
organization at a higher grade than their current grade, because a position at their current grade does
not exist in the PPS organization. The objective of the competitive placements is to bring all employees
in a business area to the same performance level and job requirements. Examples include:
GS-1101-06 or 07 Property Technician employees competing for a GS-1101-5/7/9 Property
Management Specialist vacancy
• GS-1106 Procurement Technician (Leasing) employees competing for GS-1170-7/9 Realty Specialist
positions performing real property leasing duties
These placements are competitive and require that employees apply to formal vacancy announcements.
To provide the best opportunity for placement for current employees, the vacancy announcements will
be advertised to the duty location(s) where employees at lower grade levels currently perform the work,
and will be advertised Forest Service-wide, to the respective local commuting areas of current
employees, for a minimum of five calendar days, with the option for the government to make multiple
selections at a duty location. The employees currently performing the work will be notified when the
vacancy is announced and will be provided with resume writing training and USA Staffing step-by-step
instructions prior to the vacancy being announced. Positions will be advertised as career ladders where
appropriate, so employees who do not qualify to the higher ladder grade at the time of announcement
will have the same target grade as peers performing similar work in the new organization.
•

Management may choose to re-advertise a position to maximize opportunities for potential placements.
If the employee makes the certificate and is not selected as the best qualified applicant for the vacancy,
the option to make more than one selection from a certificate may be exercised, although the
employee’s promotion opportunity may be supporting another Region or Zone (from their local
commuting area).

Communication

Initial communication with employees will be provided within seven (7) business days following the
approval of this Employee Placement Plan. The parties will finalize a communications plan and post it
on the AMAC SharePoint site. This approved Employee Placement Plan and any supporting
documentation and information will be made available to all employees on the AMAC SharePoint site.

Oversight and Monitoring / Implementation Review

If problems are identified in the implementation of this plan, the signatories or their designated
representatives will jointly review and work to revise the plan as necessary. Inquiries regarding the
processes and procedures under the plan are responded to jointly by the Parties.

Forest Service
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Recommended By

Approved By

GEORGE A. SEARS
Director, Acquisition Management
Date

CLAUDETTE FERNANDEZ
Deputy Chief, Business Operations
Date
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Attachment 1. Placement Process Diagrams
SUMMARY PROPOSED Placement Process

Align Some Positions to
Non-AQM Job Series

Current AQM Organization

Align Some Positions to
Other Orgs
(e.g. field facilities, FEPP)
Place All Supervisors and
Management Officials
(Code 8888)

Align G&A positions / orgs
to Bus Ops, DRFs & ASDs

Direct Matches
(e.g. Property Management,
Leasing, WO Branches, Specialized
Positions)

Negotiation on Placement Process Completed – OK to Start Placement for BUEs

Interest-Based
Placement Process

Procurement
(Contracting,
Purchasing, Proc
Tech)

Forest Service

Procurement
Analyst

Mgmt Analyst
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Procurement Interest-Based Placement Process
ProcurementSurvey
Kickoff
(1 week)

Interest Surveys and
Experience Input
(3 weeks)

Supervisory Validation
of Employee Survey
Responses
(2 weeks)

Computation –
Top Placement
Candidates by
Business Area

Experience
Score

Validated
Score

*Employee Survey Responses that are not validated by a
Supervisor may trigger the need for an interview by the potential
future supervisor. Interview is for the purpose of validating
experience only.

Unvalidated
Score*

Interviews by Future
Supervisor, As Needed,
to Validate Unvalidated
High Experience Scores
(2 weeks)

Highest
Experience
Score?

Equivalent
Experience
Score
NO

Leave SCD
Date

Service and Supply

YES

National
Placement:
Stewardship
Branch

Zones

Construction / A&E

Align to CSAs
based on
Region and
Geography

Incident

Employee Reassignment based on Experience Score and Preference
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Property Management Direct Match
Placement Process
Direct Match Notice
to Current GS-09 and
Higher Property
Management
Employees

Advertise Property
Mgmt GS-1101-5/7/9
Positions to Current
GS-06s and 07s

Align Employees to
Teams based on
Zones and Geography
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CERTIFICATE OF SERVICE
I hereby certify that a copy of the Agency Head Review was served on this day, June 2, 2020, to
the U.S. Department of Agriculture, Forest Services and the National Federation of Federal
Employees, regarding the MOU Implementation of Procurement and Property Services (PPS).

Victoria C. Christiansen, Chief, U.S. Forest Service
Victoria.Christiansen@usda.gov

via E-mail

Claudette Fernandez, Deputy Chief for Business Operations, FS
Claudette.Fernandez@usda.gov

via E-mail

Mark D. Green, Director, Human Resources Management (HRM), FS
Mark.D.Green@usda.gov

via E-mail

Nicole Wojcik, Labor Relations Officer, HRM, FS
Nicole.Wojcik@usda.gov

via E-mail

Craig Vanderpool, Labor Relations Supervisor, HRM, FS
Craig.Vanderpool@usda.gov

via E-mail

Melissa Dyniec, Assistant Director, Acquisition Management, FS
Melissa.Dyniec@usda.gov

via E-mail

Melissa Baumann, President, Forest Service Council, NFFE
Melissa.Baumann@usda.gov

via E-mail

_____________________________________
Curtis Kibler, Senior Labor Relations Specialist
Employee and Labor Relations Division, OHRM
Jamie L. Whitten Building, Room 24-W
1400 Independence Avenue, SW, Mail Stop 9611
Washington, DC 20250
Phone: (202) 205-3202

