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Elimination of backlog in selection Competitions


SUMMARY
As requested by the Chair of the Working Group on the Review of OAS Programs during the Group’s meeting on January 31, this document provides a report on the implementation of the General Secretariat’s plan to resume the implementation of Selection Competitions for staff members eligible to compete for Series B contract and for staff members whose positions were reclassified.  As detailed below, in March of 2011 the GS/OAS presented to the CAAP a proposal to establish an expedited process to process a backlog of 160 competitions cases.  After the proposal was rejected, the GS/OAS prepared a calendar to process the 160 competitions in ten quarterly tranches of 16 each during 2011-2014.  Of the 32 competitions processed during the 2nd and 3rd quarters of 2011, 30 resulted in the selection of the incumbent, and two remain under consideration, even though in some cases hundreds of external applicants applied for the positions.  Based on experience to date with competitions, the Department of Human Resources anticipates that under the existing rules, a similarly high percentage of future competitions will also result in the selection of incumbents.
LEGAL FRAMEWORK FOR SELECTION COMPETITIONS
According to the OAS General Standards and Staff Rules the following provisions govern the selection of staff members to fill vacant posts:
(i) Article 44. Selection to Fill Vacant Posts
c. Any person who has served under Series A contracts financed by the Regular Fund for a total of three years is ineligible to continue serving in the General Secretariat under such contracts, unless that person is selected through competition;

      d. All appointments to Series B contracts financed by the Regular Fund shall be made by way of competition in accordance with the external recruitment process, which shall include advertisement of the post on the Internet and a personal interview either in person or via teleconference by a panel to the top three candidates applying to a professional post.
(ii) Rule 103.7 Allowance for Special Duties

      (e) An assignment of special duties in accordance with this Rule shall not exceed 24 months and, except as provided in Section (f) below, the payment of an allowance shall not exceed 18 months

                          (f) A staff member whose post is reclassified in accordance with Rule 102.3 shall continue to perform its duties and responsibilities until the resulting vacancy is filled through competition, and shall receive the allowance for special duties of a higher-level post beginning the day after the date the reclassification is approved by the Secretary General, subject to the supervisor’s certification to the Department of Human Resources that the staff member is performing satisfactorily the duties and responsibilities of the reclassified post. 

BACKGROUND
Selection competitions based on the above legal framework were delayed beginning in 2009 due to budgetary constraints.  As of April 2011, there were 79 posts due to be opened for competitive recruitment by June 30, 2011 in order to comply with the legal framework.  The Department of Human Resources, in an effort to  regularize this situation, reduce the resources needed to complete the process, and to take account of the historic pattern of  close to 99% of the positions opened to competition being granted incumbents, proposed to CAAP an expedited competition procedure to obtain a Series B – long term contract.  The expedited procedure would have eliminated the external competition process and instead would have provided that the incumbents, after undergoing an internal evaluation process, would be appointed to the posts.  

The internal evaluation included the following sequential steps: (1) a review of the incumbent’s application;(2) a verification by the DHR that the he/she met the minimum requirements for the post and showed satisfactory performance in 2010; (3) area Director’s recommendation of the incumbent to be appointed to the post; (4) the presentation of such recommendations before the Advisory Committee on Selection and Promotion; and (5) final recommendation sent to the Secretary General. 

As the proposal was not accepted, the SAF/DHR created a working plan to publish the 79 positions mentioned above and an additional 81 positions which also required going through a competitive process by April 2014.  According to the plan, a total of 160 positions - 10 groups of 16 cases each - every three months, would be opened to competition in order to complete the selection competition by the second quarter of 2014. The selection and recruitment process was reduced to three months by incorporating measures such as the publication of employment opportunity announcements in only one language and during a period of 21 calendar days instead of 30.  
These positions are being opened to competition on a “first-in, first-out” basis, according to the date the staff member occupying the position reached either three years with a short-term contract financed by the Regular Fund or 18 months receiving Special Duties Allowance (SDA) as a result of a reclassification of the post at a higher level.

CURRENT STATUS

The first group of 16 positions was published in June, 2011 and a total of 667 applications were received as shown below:
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The above competitions resulted on all the incumbents being selected and subsequently appointed by way of competition. 

The second group of 16 cases was published in September, 2011 and a total of 292 applications were received as follows:
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The above competitions resulted in 14 incumbents out of 16 being selected and subsequently appointed by way of competition. Two cases are still under revision by the Advisory Committee on Selection and Promotion (ACSP).

The third group was published on January 24th, 2012 and will be advertised in the Web for 21 days. As of today, there are still 113 posts pending competition. The total estimated man-hour cost of the regular competition process for the remaining 113 posts is $ 388,042.
The DHR projects that the majority of incumbents will most likely be recommended by their areas as the most suitable candidates to fill the posts for the following reasons: 

· Staff members are hired by direct appointment and not by way of external competition. The competition process is conducted when the staff member occupying the position reached either three years with a short-term contract financed by the Regular Fund or 18 months receiving Special Duties Allowance (SDA) as a result of a reclassification of the post at a higher level.

· The incumbents have acquired significant experience on the job. In some cases the incumbent has been performing the duties and responsibilities for a period of time greater than 4 years and, in other cases 3 years, as is the case of staff members whose position was reclassified to a higher level and should have been opened for competition in 2009. 

· Additionally, the incumbents are already familiar with the norms, processes, expectations and culture of the GS/OAS.
· Furthermore, the supervisor has had the opportunity to observe the performance of the incumbent in the workplace and is inclined to recommend him or her instead of hiring an external applicant who is largely unknown except for the content of his or her resume, professional references, and a short job interview.
· Lastly, the incumbents have been usually exposed to formal training initiatives and/or on-the-job training so there are considerable amounts of time and resources invested in the staff member. As a result, the hiring manager prefers to recommend the incumbent and not have to provide formal and/or on-the-job training again to an external candidate. 
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