RPL Questions & Answers

As of June 1, 2004

If someone registers in the RPL as available for supervisory positions and then declines a supervisory position via RPL, will his eligibility cease for all positions at the declined grade and below irregardless of the position being supervisory or not?

In accordance with 5 CFR 330.203(d)(1), if the individual included availability for supervisory positions, an offer of a career, career-conditional or excepted appointment without time limit that meets all other acceptable conditions shown on the application meets the criteria for a valid offer. Such declination results in loss of RPL consideration for all positions with a representative rate at or below the grade level offered. 



During the RPL test, they are clearing the RPL upon receipt of the RPA and then again before they commit the job. How are we supposed to clear the RPL initially if we receive an interdisciplinary or developmental position?

If special procedures have been established for the "test", they will not be required when the automated RPL is implemented.   When RPL clearance is required, the position must be cleared only at the grade/series/location at which the job is ultimately filled. Therefore, interdisciplinary, developmental or multiple location vacancies should not be cleared prior to this time UNLESS there is a PPP match (separated employee) that requires RPL clearance. In such cases, the RPL should be cleared for the grade/series/location of the vacancy that resulted in the referral of the separated Priority 1 registrant.
On slide 18, Registering Activity, Part 2, Eligibility Period, clarify the (*) that reads "does not include separation to accept time-limited employment within DoD."  

This statement was added for the reason that we require a 3-day break in service  - so if the person resigns to take a temp or term within DoD, and resigns prior to the RIF Separation Date, then they are still eligible for the RPL.

If you hire a current DoD employee via DEU, do you need to clear RPL?

If you convert this person without a break in service, then they would be considered a current DoD employee and the action is exempt from RPL.

Clearing a PPP, Program S, P3, well-qualified candidate.

If the person is on LWOP (not separated) then you can clear the military spouse and you don't need to wait for the announcement to close, etc.  If the P3 is separated (not on LWOP), then you would need to clear RPL first.  Refer to the RPL Guide, Section F – Selection Order.

Clearing multiple RPL matches with the same tenure group & subgroup order.  Example - RPL matches = IA, IA, IA. 

Recommend that you get a resume from each match, rate them and refer the qualified candidates to the manager for him to select.  You could clear just one of the matches; however, you would need to be able to defend this action before a third party if it resulted in an appeal being filed.  Also, if the MPP says if you interview one, you interview all - it may be best to get the resumes from each match, etc., just to cover your basis in case it would end up before a third party.

Is an employee eligible for RPL if they are a Resignation – ILIA?
If an employee (who received a RIF Separation Letter) resigns before the effective date of the RIF, they come out of RPL program.  Reference CFR 330.203 (2) (iv) - even though this is an "involuntary" resignation, it is a resignation before the date the RIF separation would take effect.

Do we look at the PPP registration form to determine whether or not the person is separated? 

If there is a separation date on the PPP Registration Format, you may use the attached PowerPoint instruction to determine the employment status of the PPP registrants. If additional verification is still required, you may contact the registering activity; however, it is imperative that in such cases the only question should be, "Is this registrant still on the rolls" to avoid the "contact equals commitment" PPP policy. 

When inputting the RPL registration, there is a button that you can click that says "Continue (put in mass input queue).” Is this working? Is this different than the hold queue for PPP where our CPACs can load the data into the system, place it into the hold queue for the CPOC to verify and then upload to Dayton? 

The RPL input is basically the same as the process for PPP.
The CPAC screen gives the following 2 options:
1--CONTINUE - WILL AWAIT APPROVAL (when mass input is not required)
2--CONTINUE - PUT IN MASS INPUT QUEUE (when all registrations should be uploaded together)
The CPOC screen gives the following 2 options:
1--CONTINUE (upon completion of the data input, the registration is then live)
2--CONTINUE - PUT IN MASS INPUT QUEUE (when all registrations should be uploaded simultaneously)
Keep in mind, PPP is an overnight cycle. Therefore, whenever the registration is transmitted through ASARS, it sits inactive in Dayton until the nightly cycle.   RPL is a "live" system; that is, when you send the registration to Dayton it immediately becomes active.
Please define "mentally restored." 
I believe it would be inappropriate for the CARE office to provide a definition for "mentally restored". The determination should be made on a case-by-case basis by each gaining activity in accordance with the laws, regulations and guidelines governing decisions involving individuals with disabilities. That being said, EEOC addresses the issue as follows: For the purposes of employment, a person who is mentally restored is one who has experienced a mental or emotional difficulty that currently is under control to the extent that the individual is able to function effectively and satisfactorily in a specific job. The qualifications of people who are mentally restored must be given the same consideration as those of other applicants. 

For PPP - the commuting area is what is considered reasonable from the registrant's residence. For RPL - is the commuting area considered whatever is reasonable from the registrant's activity? 
Since each HRO is responsible for defining the commuting area for RIF purposes, that same definition applies to the RPL. In accordance with 5 CFR 351.203, the local commuting area is the geographic area that usually constitutes one area for employment purposes. It includes any population center and the surrounding localities in which people live and can reasonably be expected to travel back and forth daily to their usual employment. There is no mileage standard for a local commuting area under OPM's retention regulations; instead the HRO has the responsibility to determine what is reasonable interpretation relative to a specific situation. Another consideration should be whatever has been the past practice of interpreting the commuting area in accordance with entitlement to severance pay (5 CFR 550.703). 

In relation to the RIF commuting area - if we have an activity code that covers two different locations (ex. one activity code covers APG & Edgewood, MD), does the person get a choice of location?  For example, in relation to where the person lives, they feel it is reasonable to commute to APG, but unreasonable to commute to Edgewood which is approx. 20 miles further from the registrant's residence. 

Since consideration through the RPL is voluntary, individuals may limit availability to certain activities or locations within the local commuting area. 

When we say that a compensable injury is "fully recovered" - is this determined when the person no longer receives compensation? Is the "fully recovered" based on the position they had before the injury OR when they are able to return to work in general? 

A former employee is fully recovered and entitled to register on the RPL when the Department of Labor determines that he/she is recovered and terminates the former employee's compensable benefits under Labor's Office of Workers Compensation Program (OWCP) more than 1 year after the injury compensation started.  Qualification for individual positions is based on the registrant meeting the requirements of 5 CFR 330.208 including all physical qualifications, with reasonable accommodation where appropriate, to perform the duties of the position.

For part-time matching - is the position considered a valid RPL match for the mere fact that it’s part-time or will it also depend on the number of part-time hours? 

Since termination of registration, in this instance, is based on declination of a DoD position with the "same work schedule" as that of the position from which separated or scheduled to be separated, an offer of the same number of hours equal to or exceeding those at the time of separation would be appropriate. However, if the registrant chooses to limit consideration to the number of hours at the time of separation, that would be acceptable. Keep in mind, accepting a permanent appointment under any work schedule terminates RPL eligibility. 

If there is someone who missed consideration, was referred to management, and then management wants to hire them, do we need to clear RPL and/or PPP if the person is a non-DoD or non-Federal employee? 
Unless the specific reason for the consideration meets a PPP exception, a requisition must be submitted and appropriately worked. Also, if consideration is from a source other than current DoD employees, the action must be cleared for RPL registrants, unless the action results from an individual exercising statutory or regulatory employment rights. 

How can we tell if a PPP registrant is preference eligible if the information is not on the registration and we can't contact the registering activity because it would constitute a commitment? This question came up with the scenario that management has the option to select a P1 or P2 preference eligible over an RPL preference eligible. 

Unless the gaining activity knows the preference eligibility status of the PPP registrant through other sources, this exception will rarely come into play. We will not permit contact with registering activities for the purpose of inquiring about the registrant's preference eligibility. 

If you have a separated P1 or P2 preference eligible, do they get placed before the RPL match and before the P1 and P2 non-preference currently employed matches? 

As explained in the RPL Guide (Paragraph F2), separated Priority 1 and 2 PPP registrants who are preference eligible may be placed prior to selection from the RPL, at the activity's option. Of course, if this exception is invoked, you must still adhere to selection within priority order. 

Will the PPP registration be updated to reflect veteran’s preference for RIF? 

No. We are not permitted to include tenure group on the PPP registration. 

Clarification required:  A recruitment RPA is received in house.  The action will be cleared at the time of receipt and at the time of commit.  According to one of the exceptions to the order of offer, if we have a RPL registrants who is a recovered compensable - they may be selected without regard to PPP registrants.  We would only know this if RPL is cleared at the same time PPP is clear.   Is this correct?     Yes.
Are there any issues with retrieving the registrant's resume from the registering activity instead of contacting the registrant directly?

The key when making contact for RPL purposes is to identify it as such and ask questions, secure information pertinent to RPL issues.  There should never be any reference to PPP when such contact is made.

Is the PPP registration form going to change so we know if a PPP is separated or a preference eligible?  IAW the order of offers if you have a well qualified PPP registrants who are still employed (P1, P2, and P3) they can be selected over a RPL match. For example, you could have a program S, priority 3 match who may be on LWOP or not employed.  How is it identified on the PPP registration form whether they are separated or not. And if we should not be contacting the registering activity since it constitutes commit, how do you find this information out?

The separation date of displaced registrants is readily available from the separation date data field, and non-displaced overseas registrants are registered while still employed in the overseas area and remain so until otherwise deleted.  However, as you stated, when a family member is involved, it is not always clear if that individual is separated or in a LWOP status.  At this point, for RPL purposes only, the CARE Office is considering allowing potential gaining activities to contact the registering activity for the sole purpose of confirming whether the family member is separated.  If, during the pilot test, such a situation has in fact occurred, then approval is given to contact the registering activity, but ONLY to confirm whether or not the family member is separated.

If the exception states that a separated P1 or P2 PPP registrants who are preference eligible may be selected over RPL registrants, how does one determine if a PPP registrant is preference eligible from their PPP registration form?

Although the CARE Office recognizes the reason why a potential gaining activity would like to have this information readily available (i.e., to determine whether an exception to the RPL order of offers may be applied), there are no plans to revise the PPP or RPL registration forms to reflect this information on the resumes received by gaining activities.  During the last round of BRAC, DoD made a conscious decision to delete this information based on guidance from the DoD Office of Special Counsel.  This was based on a complaint filed by veterans who claimed gaining activities were using the information to screen out veterans.  Therefore, unless the gaining activity is legitimately provided this information from the application (e.g., the old SF-171/equivalent document) of a RPL registrant, the gaining activity will not know if the individual is a preference eligible.  Consequently, it may affect the gaining activity's ability to apply an exception to the RPL order of offers.

If an employee is on a VRA appointment and is still excepted service, is he or she eligible to register in RPL?

The person is not eligible to register in RPL unless the person has already converted to the competitive service.

Upon receipt of an RPA, if we clear RPL and receive no matches, but clear PPP and receive matches, are we to hold the PPP matches that are not currently employed registrants and who are not preference eligible until the time of commit so we know how the job will be filled, so we know the impact to RPL?

When the RPL is cleared unmatched, the PPP matches should be worked according to the PPP rules (i.e., priority order).

What documentation will be required on the RPA for RPL clearing, exceptions, or exemptions?

Document the RPA with the RPL information the same as you document the RPA with PPP information.

Who is responsible for notifying each registrant who is adversely affected by the undue interruption exception?

The gaining activity is responsible for notifying, in writing, each employee on the RPL who is adversely affected by the exception and the right of the employee to appeal to the Merit Systems Protection Board (MSPB).

How do we clear a pay band position?

The RPL must be cleared at the equivalent grade level within the pay band at which it is filled.  There is no standard method of comparing these systems with each other or with conventional pay schedules because of pay banding variations.  When clearing the RPL, comparison and conversion procedures for each pay-band system will be used to establish guidance for determining requisitioning requirements and matching procedures.  Determinations are made on a case-by-case basis.

Who should be the HRO POC listed on the RPL registration? 

The CPOC should be listed as the HRO POC on the RPL registration since the CPOC will have full access to the RPL system and the CPAC will have read capability only.  The CPOC POC can be the same as listed on the PPP registrations.  

Currently, the RPL system contains no history so we are unable to reconstruct like we can for PPP.  What do we do if someone forgets to clear the RPL (when it should have been) in order to correct the error? 

Per CARE, the history capability is a long-range objective.  Reconstructions are the responsibility of the registering/gaining activity until RPL history is established/maintained.  CARE recommends that complete and accurate audit trails be kept on each action in each requisition and registration file.  In many cases, it may be necessary to request documentation/information from another office, if the action crosses activity lines.  In the case of forgetting to clear the RPL, it would be necessary to contact each office affected to request manual review to determine if any registrant missed consideration.

The RPL Guide talks about a RPL registrant responding to a job offer/inquiry within 5 workdays – when does the 5 workday clock start?

The 5 workdays begins when we can show the registrant received the offer/inquiry.  In most cases, to comply with the CFR on this issue, we would have to have a letter that was sent by certified mail, return receipt requested, restricted delivery.  That being said, the time and expense involved is significant.  DoD is reviewing this issue and will be issuing guidance in the near future.

An employee has 30 calendar days from the date of separation to submit his or her information to be registered into the RPL.  Who must receive this information within 30 calendar days – the CPAC or the CPOC?

The information must be received in the CPAC within 30 days after the date of separation in order for the employee to be within the time limit to register.  The CPAC/CPOC then has 10 calendar days to activate the person’s registration in RPL.

Is a registrant’s signature on the completed hard copy registration form sufficient, or must the registrant also sign the system generated registration?
CHRA recommends that the registrant sign both the hard copy registration and the system generated registration for audit/appeal purposes. 

Can the CPOC pull a copy of a registrant’s resume from Resumix?

CHRA strongly recommends that the registrant be asked to provide a copy of his or her resume for both registration and qualification determination purposes.

Who requests CARE Coordinator approval for an OCONUS employee who will be a RIF separation in a foreign area, and who will be unable to complete a renewal tour within the 5-year limit, to allow them to register for a U.S. commuting area?

Effective October 5, 2003, the CPAC will send the request to the CPOC.  The CPOC will route the request through the HR Director, who will submit the request to CHRA.  CHRA will endorse the request and coordinate it with HQDA.  HQDA will review the request, and if approved, it will be sent to the CARE Coordinator for review & approval.

Since there is no history currently available in RPL, if you code someone out of the system, are they gone?  Can you pull up the inactivated record?

No.  Once an individual is deleted from the RPL, their record cannot be accessed from ASARS.  History capability will eventually be programmed into the system.

The RPL Guide, Section F, 2b – does this cover only injury compensables that are within one year OR does this mean all injury compensables irregardless of the timeframe?   Also, does this mean regardless of any PPP registrant or does this mean only separated PPP matches?

In order to be placed on the RPL because of a compensable injury or disability as defined in 5 CFR Part 353, the former employee must have been separated from the former position because of a compensable injury or disability and be fully recovered from the injury or disability more than 1 year after the injury compensation started.  Employees who fully recover within one year are not eligible for the RPL.  Instead, they are entitled to be immediately and unconditionally restored by the employing agency to their former position or an equivalent position (See 5 CFR, 353.301(a)).  The cited exception may be invoked to by-pass any PPP registrant in order to reemploy, at a grade no higher than their former position, a former employee with RPL entitlement based on injury compensation.  The reemployment of a former employee based on 5 CFR 353 may be placed as an exception to clearing ASARS in accordance with PPP Operations Manual, Chapter 4, Section Ci(10).

The RPL Guide, Section F, 2b, states that compensables “may be” reemployed.  If the compensable is referred to management and they choose not to select this person, are they violating any regulations?

Please review the clarification of issues, Question #1, of the Q&As – CARE document posted on CHRA’s website.  However, the following is also provided to further clarify in this instance, use of the word “may” is not intended to imply that it is permissive to by-pass an RPL registrant.  The intent of the law is to ensure that if a qualified RPL applicant is referred for a position, the activity may not make a commitment or hire someone unless clearing is not required or the action is covered by one of the exceptions.  The referral of a qualified RPL applicant does not constitute any mandatory selection rights if clearing is not required or an exception is invoked.  An activity can always decide not to select the RPL applicant and continue its efforts to fill the job under one of the RPL exception (e.g., current DoD employee).  Exceptions under new appointments when the individual is a 10-point vet, reinstatements/transfers when the individual is a preference eligible; individuals exercising restoration rights under 5 CFR 353, current DoD employees, etc.  For example, an activity cannot simply consider an RPL applicant, non-select them, and then hire a 5-point vet on a new appointment or transfer (from outside DoD) a non-vet.  The only way they could do this would be under the undue interruption provision.

If you clear RPL and receive no matches, clear the PPP matches received, and then a few days later receive more PPP matches – at this point in time – must you clear RPL again before continuing the clearing of the additional PPP matches (note – still don’t know how the position will be filled)?

Since all P1/P2 PPP matches stop all recruitment, the resumes must be worked upon receipt, no matter what recruitment sources are being used.  Anytime during this process, should a P1/P2 registrant already be separated be referred, the RPL must be cleared – even though the selection source has not yet been determined.

If upon receipt of the RPA, RPL & PPP is cleared and we receive RPL matches and PPP matches, and we do not know how the position will be filled, are we working the RPL & PPP matches at this point, OR do we wait until we know how the position will be filled?  If we wait on clearing PPP matches, there is a concern about the delay in clearing the PPP matches.

PPP policy requires that upon receipt of referral resumes, the gaining HRO will contact the registering HRO (generally within 24 hours) to jointly determine qualifications and, if appropriate, proceed with an offer.  Therefore, PPP resumes may not be held while the recruitment process proceeds.  While working the PPP resumes, if an individual under consideration has already separated from service, clearing of the RPL becomes an issue.  As far as the timing of the RPL clearance, please review issue #9 of the Q&As – CARE posted on CHRA’s website.

 *************************************************************************************************************

If filling a position with SCEP or STEP, do you need to clear RPL?

The initial placement into a SCEP appointment is subject to RPL.  A SCEP appointment serves as a means to appointment the individual and ultimately results in the non-competitive conversion into competitive service.  Though the non-competitive conversion of a SCEP employee into the competitive service is an exempt personnel action IAW DoD RPL Guide, H(b), it does not exempt from RPL the initial placement into the position (excepted service).

A STEP appointment is not subject to RPL clearance since it is an excepted service position and there is not an entitlement to non-competitive conversion into the competitive service.

If you hire a VRA, must you clear RPL?
Yes.  RPL must be cleared upon the initial placement of an individual into a VRA appointment.  VRA authority services as a special appointing authority that leads to non-competitive conversion into the competitive service.  The non-competitive conversion of a VRA into the competitive service is exempt from RPL IAW DoD RPL Guide, H(b).

Must RPL be cleared if a NAF employee is selected from a Merit Promotion announcement via the DoD Interchange Agreement?
Yes.  A NAF employee is not considered a DoD employee; therefore, RPL must be cleared when selected.

What do I do if a manager wants to use “undue interruption” as a reason to appoint someone not in RPL or who has a lower standing than other RPL candidates?
A manager must document the reasons for choosing to use undue interruption.  The RPL candidate must be notified, in writing, of the manager’s use of the undue interruption exception and the RPL registrant’s right to appeal to MSPB.  CHRA strongly recommends the CPOC Director be informed of such cases because of the potential involvement of MSPB. 
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