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Purpose. This policy guidance defines the requirements and processes for U.S. Army Corps of 
Engineers corporate recruitment and selection of applicable positions covered under the 
General Schedule, Defense Civilian Intelligence Personnel System and positions in the 
Laboratory Personnel Demonstration Project. 

Applicability. This regulation applies to all U.S. Army Corps of Engineers organizations. This 
guidance does not apply to attorney positions. This guidance is applicable to: 

• All supervisory General Schedule grade 15 or equivalent positions (to include Defense 
Civilian Intelligence Personnel System and positions in the Laboratory Personnel 
Demonstration Project). 

• All supervisory General Schedule grade 14 or equivalent positions who report directly to 
and are rated by the Commander (to include Defense Civilian Intelligence Personnel 
System and positions in the Laboratory Personnel Demonstration Project). 

Distribution Statement. Approved for public release; distribution is unlimited. 
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Proponent and Exception Authority. The proponent of this regulation is the CEHR-E. The 
proponent has the authority to approve exceptions or waivers to this regulation that are 
consistent with controlling law and regulations. Only the proponent of a publication or form may 
modify it by officially revising or rescinding it.  
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SUMMARY of CHANGE 
ER 690-1-1203 

Corporate Recruitment and Selection 

 

This revision, dated: 25 February 2026 

 

• Implements Executive Order 14170 (Reforming the Federal Hiring Process and 
Restoring Merit to Government Service), dated 20 JAN 2025. 

• Implements Under Secretary of War (Personnel & Readiness) Memo, SUBJ: 
Implementation of EO 14170 “Reforming the Federal Hiring Process and 
Restoring Merit to Government Service”, dated 13 AUG 2025. 
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1. Purpose 

This policy guidance defines the requirements and processes for U.S. Army Corps 

of Engineers corporate recruitment and selection of applicable positions covered under 
the General Schedule, Defense Civilian Intelligence Personnel System and positions in 
the Laboratory Personnel Demonstration Project. 

2. Distribution statement 

Approved for public release; distribution is unlimited. 

3. References 

See Appendix A. 

4. Records management (recordkeeping) requirements 

The records management requirement for all record numbers, associated forms, and 
reports required by this publication are addressed in the Army Records Retention 
Schedule. Detailed information for all related record numbers is located on the U.S. 
Army Corps of Engineers (USACE) Records Management Site 
https://usace.dps.mil/sites/INTRA-CIOG6/SitePages/Records-Management.aspx. If any 
record numbers, forms, and reports are not current, addressed, and/or published 
correctly, see DA Pam 25-403 for guidance. 

5. Associated publications 

Procedures and guidance related to this policy is in EP 690-1-828. 

6. Policy 

A corporate process for the selection of supervisory GS-14s who report directly to 

(and are rated by) the Commander and supervisory GS-15 leaders is a strategic 
investment in USACE.  These positions tend to be the senior level enterprise leaders 
who create our capability and forge our performance.  They lead, develop, and set the 
professional standard for the majority of our workforce; and are the cohort which will 
ascend to the most senior level USACE enterprise leadership positions.  This cadre of 
leaders must be proficient in their fields as well as innovative, adaptive, communicative, 
who develop their people and set challenging expectations while achieving results even 
when faced with adversity.  They must be able to communicate a motivating vision and 
inspire confidence in the organization and its people.  The quality of leadership is also 
extremely important as it pertains to recruitment, development, engagement, retention, 
and performance since research shows the most cited reason for employees leaving an 
organization is disengagement with their supervisor.  Senior leaders will lead 
subordinate leaders in coaching, teaching, developing and taking care of the workforce.  
The results of the developmental efforts of USACE should be evident in the selection of 
the senior leaders of this organization.  Not only is senior leader involvement in the 

https://usace.dps.mil/sites/INTRA-CIOG6/SitePages/Records-Management.aspx
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selection and development of our next generation of leaders imperative, but the 
selection and development of the leaders with the right leadership competencies and 
skills is critical to meeting the important missions today and into the future. 

7. General guidance 

a. All recruitment actions covered by this policy will be conducted in accordance 
with Army Regulation 690-300 and the USACE Merit Promotion and Placement Plan. 

b. All positions covered by this policy will be selected based on resume reviews 
and interviews conducted by a panel of leaders at or above the grade of the position.  
Generally, the selecting official will be the position supervisor.  The selection process 
will include separate resume reviews, and an interview panel.  The selecting official may 
elect to not participate in the interview panel, at which point the official will appoint a 
panel chair, and at his/her discretion may accept the recommendation of the panel or 
hold a second interview.  Reference checks (see para 10c) should be utilized to 
determine the best qualified. Panel members must review EP 690-1-828, paragraph 8, 
to remain impartial. In addition to technical experience relative to the position, 
candidates for the positions will be assessed for the following USACE core leadership 
competencies, possibly using a USACE enterprise assessment tool. Should the 
enterprise assessment tool not be available, local organizations will be responsible for 
including core leadership competencies in the evaluation process to establish the list of 
best qualified candidates. 

(1) Accountability: Holds self and others accountable for measurable, high-quality, 
timely, and cost-effective results.  Determines objectives, sets priorities, and delegates 
work.  Complies with established control systems and rules. 

(2) Conflict Management: Manages and resolves conflicts and disagreements in a 
constructive manner. 

(3) Creativity and Ingenuity: Develops insights into situations; and encourages new 
ideas and innovations; designs and implements new or cutting-edge solutions. Identifies 
potential risks early and implements effective abatement or control measures. Uses risk 
informed decisions to accomplish organizational objectives. 

(4) Developing Others: Mentors and assists others to contribute by providing 
ongoing feedback and by providing opportunities to learn through formal and informal 
methods. Mentors others to set a path towards achieving personal and professional 
goals while sharing lessons learned and helping others to avoid experienced or 
observed pitfalls. 

(5) Flexibility: Is open to change and new information; rapidly adapts to new 
information, changing conditions, or unexpected obstacles. 

(6) Interpersonal Skills: Develops and maintains effective working relationships. 
Engages and inspires others.  Treats others with courtesy and respect. Considers and 
responds appropriately to the needs and feelings of different audiences and situations.  



 ER 690-1-1203 ● 25 February 2026 3 

Actively solicits feedback.  Exemplifies professionalism, tact and empathy. Builds trust 
and commitment. 

(7) Strategic Thinking: Formulates objectives and priorities and implements plans 
consistent with the long-term interests of the organization.  Demonstrates critical 
thinking and manages risks. 

c. Additionally, senior leaders may choose to use the following managerial 
competencies for positions which involve management of organizations with 
subordinate supervisors and budgets. 

(1) Human Capital Management: Manages a workforce based on organizational 
goals, budget considerations, and staffing needs. Ensure that employees are 
appropriately recruited, selected, appraised, and rewarded; takes action to address 
performance problems. 

(2) Financial Management: Responsible for creating annual organizational budgets 
and to operate within a budget. 

d. The process described in EP 690-1-828 will be used to competitively fill on a 
permanent basis the covered positions by promotion or reassignment except as 
provided in paragraph 8. 

e. Employees may be laterally reassigned into positions at a higher organizational 
level without competition if all applicable Office of Personnel Management (OPM) 
criteria are met. 

f. Use of Direct Hire Authorities is permitted for corporate recruitment.  All other 
policies and procedures within this Regulation and EP 690-1-828 must be followed. 

g. Selecting official concurrence must be obtained when objections are raised to 
the qualifications of Priority Placement Program candidates proposed for placement, 
except as provided in paragraph 8. 

h. Interviews will be conducted.  All panel members, including the panel chair, will 
participate in the interview process, which may be either in person, by telephone, or 
video teleconferencing.  The selecting official may conduct a separate interview of the 
top nominees recommended by the panel, if so desired. 

i. Recommended selections will be forwarded to the selecting official promptly 
after panel deliberations are complete.  Names of recommended candidates will not be 
released until the selecting official makes the selection.  Should the selecting official 
make a selection contrary to the documented recommendations of the panel, the 
selecting official must document the reasons and justifications for his/her decision and 
obtain the commander’s approval for the deviation.  Names of recommended 
candidates will not be released until the selecting official makes the selection and 
Civilian Human Resources Service Center (CHRSC) approval is provided. 
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j. Hiring and extensions of reemployed annuitants must follow USACE guidance 
in USACE ER 11-2-293, Reemployed Annuitant Program and the USACE 
memorandum, Employment of Federal Civilian Annuitants in USACE.  Indefinite, full-
time appointments of reemployed annuitants to permanent positions covered by this 
regulation are subject to the full Corporate Recruitment and Selection process.  The 
selection of reemployed annuitants for Corporate Recruitment positions should be 
extremely rare and only permissible when there are no other qualified candidates 
available. 

k. When filling temporary positions, the area of consideration must include current 
USACE employees.  Employees who accept temporary positions in accordance with 
this policy may not later be converted to permanent without going through the full 
corporate recruitment and selection competitive process.  The use of temporary 
assignments is encouraged for Defense Senior Leader Development Program 
participants when compatible with their Individual Development Plans. 

l. All recruitment and selection expenses will be funded by the activity where the 
position is located (e.g., advertisements, temporary duty expenses for panel members, 
etc.).  This may also include incentives like recruitment or relocation incentives, or 
student loan repayment authorization. 

m. Payment of permanent change of station (PCS) expenses is mandatory for all 
permanent positions covered under this policy.  USACE Deputy Commanding General 
(DCG) approval is needed to NOT pay PCS costs.  Authorization for payment of 
Defense National Relocation Program (DNRP) services may be approved at the 
discretion of the appropriate official in accordance with applicable guidance.  Vacancy 
announcements must state that PCS expenses, or if applicable DNRP, will be 
authorized.  DNRP may not be authorized if it is not included in the vacancy 
announcement. Other recruitment incentives may also be used. 

n.  Delegation of Authority. Outreach efforts are to be sufficient to attract a well-
qualified candidate pool. 

8. Exceptions 

a. The following situations do not require use of the Corporate Selection process: 

(1) Reassignment to a supervisory position at the same grade (may be based on a 
reorganization, etc.), if the USACE employee was previously selected under the 
corporate recruitment and selection policy for a supervisory position. 

(2) Change to a lower graded supervisory position if the employee was previously 
selected under the corporate selection policy for a covered supervisory position or if 
they held a Senior Executive Service (SES) position. 

(3) Position upgrades resulting from an employee's position being classified at a 
higher grade because of additional duties and responsibilities. 
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(4) Laboratory Demonstration position upgrades resulting in non-competitive 
promotions to the Pay Band IV or V level as a result of application of Factor IV, 
Research Grade Evaluation Guide or Experimental Development Grade Evaluation 
Guide, Part III. 

(5) Candidates who competed and were selected for participation in formal 
developmental programs (e.g. Senior Service College, etc.) may be permanently 
assigned to a position at the same or equivalent grade previously held upon completion 
of their formally recognized Civilian Leader Developmental Programs. 

(6) Placement in a position covered by this regulation that has been directed as a 
result of third-party decisions or orders, e.g., Equal Employment Opportunity (EEO), 
Merit Systems Protection Board, settlements. 

b.  Selecting officials may approve filling permanent positions on a non-
competitive basis through use of temporary promotions, or details, as an exception to 
the policy.  Positions may be filled for short periods with one incumbent (up to the limit 
on non-competitive temporary promotions, currently 120 days for GS positions); or with 
multiple incumbents serving consecutive assignments. 

c.  Panel chairs may approve an exception to the policy when filling vacant 
temporary positions not to exceed one year or less.  Panel chair may approve a 
modified recruitment plan and may make selections in such cases.  Selecting official 
approval is required when filling vacant temporary positions over one year. 

d.  Activity Commanders and Directors may approve extension or appointment of 
a reemployed annuitant beyond one year in a position subject to provisions in ER 11-2-
293, Reemployed Annuitant Program.  This should be rare to ensure succession and 
growth for the workplace. 

e.  Second level supervisors of vacancies may approve placement of individuals in 
lieu of reduction-in-force without regard to these requirements. 

f. When circumstances exist that justify an exception not covered in this 
regulation, requests for exception must be submitted via the chain of command to the 
Directorate of Human Resources (ATTN: CEHR-E) for approval. Requests for 
exceptions must include: 

(1) Title, series and grade of the position being filled by exception and the title, 
series and grade of the individual for which an exception is being sought. 

(2) Organizational information depicting where the position resides in the 
organizational structure, to include subordinate staff up through the respective 
commander or director. 

(3) Rationale for the exception being requested. 

(4) Information on efforts made to fill the vacancy, if any, and results attained. 
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(5) Information on the individual's selection for current or prior positions under the 
USACE corporate recruitment and selection procedures and information in support of 
the individual's leadership capabilities, including past supervisory/leadership roles held. 

g. The Director of Human Resources may also waive corporate recruitment and 
selection requirements when filling vacancies in support of programs of national 
interest, relating to military/contingency operations, national emergencies, or natural 
disasters. 

9. Panel composition and responsibilities 

a. Selecting official and panel chair authorities.  Table 1 below identifies who is 
authorized to serve as selecting officials and panel chairs for corporate recruitments. 

Table 1 – Selecting official and panel chair authorities 

Activity/Organization Selecting Official Panel Chair 

HQUSACE Supervisory GS-15 or equivalent  

 General Officer (GO) 

SES 

Chief of Staff 

Deputy Director 

Deputy Chief of Staff 

 Supervisory GS-14 or equivalent  

 Deputy Director 

Deputy Chief of Staff 

May be delegated to supervisor 

Deputy Director 

Deputy Chief of Staff 

May be delegated to supervisor 

National Organizations Supervisory GS-15 or equivalent  

 GO 

SES 

Deputy Director 

Supervisory GS-15 Chief in 
National Org 

 Supervisory GS-14 or equivalent  

 SES 

May be delegated to Deputy or 
Supervisory GS-15 Chief in 
National Org 

Directorate Deputy Director 

Regional Supervisor at 
Supervisory GS-15 level 

Forward Operating 
Activity(FOA)/Other (249), 
G6, USACE Mission 
Support Battalion, Institute 
of Water Resoures, Marine 
Design Center, USACE 
Logistics Activity, USACE 
Finance Center 

Supervisory GS-15 or equivalent  

 SES 

GS-15 Director 

Chief of Staff 

SES 

GS-15 Director 

Chief of Staff 
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Activity/Organization Selecting Official Panel Chair 

 Supervisory GS-14 or equivalent  

 FOA Director/Commander FOA Director/Commander 

May be delegated to Deputy 

Divisions, Engineer 
Research Design Center 
(ERDC), Labs, Army 
Geospatial Center, and 
Huntsville Engineering 
and Support Center 

Supervisory GS-15 or equivalent  

 Major Subordinate Command 
(MSC)/Center Commander 

SES at ERDC/Labs/Center 

MSC/Center Deputy 
Commander (O6) 

Supervisory GS-15 

SES 

Lab Deputy Director or 
equivalent 

 Supervisory GS-14 or equivalent  

 GS-15 or O6 Supervisor or 
equivalent 

 

GS-14/15 or O5/O6 Supervisor 
or equivalent 

 

Districts Supervisory GS-15 or equivalent  

 MSC Commander or designee 

May not be delegated lower than 
the District Commander or MSC 
GS-15 or O6 or equivalent 

District Commander or designee 

May not be delegated lower than 
GS-15 or equivalent 

 Supervisory GS-14 or equivalent  

 District Commander or designee 

May not be delegated lower than 
supervisor at GS-14/15 or 
O5/O6 or equivalent 

District Commander or designee 

May not be delegated lower than 
GS-14 or O5 or equivalent 

b. Panel composition. 

(1) For supervisory GS-15 or equivalent, the panel must include three voting 
members at a minimum: the chair, a supervisory GS-15 or equivalent, and an SES 
member.  The HQ USACE or Regional COP lead will be invited to participate in the 
panel and attend if available.  Selections for positions at the MSC level require HQ 
panel participation (SES/GO level). MSC Commander may select a substitute internal or 
external MSC SES if the HQ SES is not available within a reasonable timeframe. 

(2) For supervisory GS-14, or equivalent positions, the panel must include three 
voting members at a minimum: the chair, a supervisory GS-14 or equivalent, and an 
external (outside the work unit/org code, District, MSC, Lab/ FOA, Center, HQ 
Directorate) supervisory GS-14 or equivalent member. 
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(3) Panel members must be Federal employees, military or civilian, serving at or 
above the level of the position to be filled.  Members may be from within or outside of 
USACE. 

(4) Panels for positions in national organizations will include a member of the 
supported activity. 

c. Panel chair responsibilities. 

(1) The panel chair must make every effort to ensure a timely selection process.  
The selection logistics should be completed prior to receipt of the referral certificate.  
Ensure certificate and selection is completed by due date (15 days). 

(2) The panel chair has the option of using an initial screening process and the 
process must be documented.  The panel chair may choose to use a panel for the initial 
screening of referral lists as long as the panel composition (numbers and grade 
level/rank of members) is retained throughout the process and the screening is based 
on job-related merit factors.  The Panel Chair may use the Expedited Referral List 
Process. 

(3) The panel chair will facilitate and manage communication among panel 
members so that the panel may reach a consensus on the candidate recommended for 
selection or for candidates recommended for further consideration in the selection 
process. 

d. Selecting official responsibilities. 

(1) The selecting official will ensure the panel recommendation complies with all 
Federal government rules and regulations pertaining to selection and placement. 

(2) The matrix at Table 1 reflects responsibilities at all levels. Some career 
programs may require functional chief involvement in key selections. Responsibilities 
may not be further delegated except as specified in this regulation. 

(3) The selecting official will approve the recruitment and selection strategy prior to 
advertising the position.  The recruitment and selection strategy will include panel 
membership and all criteria, including recruitment plan of action, area of consideration, 
selection criteria, and interview questions to be used for recruitment and selection.  
Selection criteria must emphasize, at a minimum, core USACE leadership 
competencies in accountability, conflict management, creativity and innovation, 
developing others, flexibility, and strategic thinking.  Additional competencies may 
include financial, human resources, and technology management.  The criteria must 
exclude restrictive or organization unique systems or processes.  Selecting officials 
must make the recruitment and selection of corporate positions a priority. 

e. Non-voting panel secretary.  The panel chair may appoint a non-voting panel 
secretary who will: 
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(1) Coordinate panel meeting dates and schedules. 

(2) Serve as the interface between the panel and the interviewees. 

(3) Compile the panel’s working papers and records of proceedings. 

(4) Provide the letters of non-selection to the selecting official or designee. 

(5) Provide the completed corporate selection file to the panel chair. 

f. CEHR/CHRA representatives serve a vital role in providing advice and 
assistance during the recruitment planning/strategy development process up through 
the selection and should be consulted at each appropriate step.  Prior to the interviews, 
the CEHR/CHRA representative will brief the panel on member roles and 
responsibilities, procedural requirements, and actions necessary to ensure compliance 
with merit principles.  It is highly encouraged that CEHR/CHRA representatives serve as 
non-voting panel advisors during panel deliberations. 

g. Employees who expect to compete for the vacancy shall not participate in any 
part of the recruitment or selection process. 

10. Selection strategies 

a. The Panel Chair must carefully review and document the criteria used by the 
panel to evaluate the candidates referred.  The panel members will rank the referred 
candidates based on their overall assessment of each candidate's related experience, 
to include as appropriate such factors as leadership, awards, education/training, 
performance appraisals, and other relevant factors.  If the Expedited Referral 
List/Process is used, the Selecting Official cannot serve as a Subject Matter Expert for 
the review process. 

b. Interview Questions 

(1) In order to conduct a successful interview, an analysis of the position should be 
conducted.  A thorough job analysis will identify the job tasks and responsibilities, the 
competencies required to successfully perform those tasks and responsibilities and 
which of those competencies are required upon entry to the job.  Once completed, the 
interview questions must then be reflective of competencies derived from that analysis, 
realistic of the responsibilities of the job, open-ended, clear, concise, and free of jargon.  
Questions must also address core USACE leadership competencies. 

(2) Interview questions should be designed to elicit responses which express the 
relationship between the competencies identified, the duties and responsibilities of 
positions the candidate has previously held, and the level of success achieved in terms 
of benefit to the organization as reflected in performance and productivity outcomes in 
achieving organizational goals. 
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(3) Probing/follow-on questions may be asked to help clarify an interviewee's 
response or to ensure the candidate has provided enough information to evaluate 
against the expected proficiency level.  A determination must be made prior to the 
interview on whether probing questions will be used, whether there will be a limited 
number or unlimited number of probes.  If probing questions are used, the questions 
must be identified prior to the interview.  Probing questions used for each candidate 
must be recorded to ensure all candidates have been afforded equal opportunities to 
provide sufficient information for use in selection deliberations.   

 

Figure 1. Probing Questions 

Note. The OPM Structured Interview Guide contains in-depth guidance on developing 
interview questions, creating interview probes, conducting interviews and documenting 
the interview process. 

c. Reference checks.  One of the many factors to consider in making a final 
selection decision is the result of a thorough reference check.  Selecting officials and 
panel members are to respect an applicant’s request not to contact the current 
supervisor to avoid jeopardizing the applicant’s current employment situation.  In such 
cases, the applicant must be able to provide references who can address the 
applicant’s work record.  Functional managers, former supervisors, and internal USACE 
customers, may be contacted.  The OPM Reference Checking Guide contains more 
detailed guidance to assist with conducting reference checks. 

11. Program evaluation 

Implementation of the corporate recruitment and selection policy will be evaluated for 
effectiveness in recruiting a leadership team to achieve corporate goals.  Annual 
evaluation of program outcomes will be conducted by HQUSACE and published on a 
fiscal year basis. 

Examples of probing questions may include: 

Would you explain further? 

Could you give me an example? 

Is there anything you would have said and/or done differently? 

How did you respond? 

What kind of feedback did you receive? 

 

OPM provides the following as an example of a probing question, when 
evaluating interpersonal skills competency: 

Lead Question: Describe a situation in which you dealt with individuals who 
were difficult, hostile, or distressed. 

Probing Questions: Who was involved?  What specific actions did you take?  
What was the outcome? 
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Appendix A 
References 

Section I 

Required Publications 

Unless otherwise indicated, all U.S. Army Corps of Engineers publications are available 
on the USACE website at https://publications.usace.army.mil. Army publications are 
available on the Army Publishing Directorate website at https://armypubs.army.mil. DoD 
Publications are available on the ESD website at https://www.esd.whs.mil. 

AR 690-300 
Employment (https://armypubs.army.mil/epubs/DR_pubs/DR_a/ARN43291-AR_690-
300-000-WEB-1.pdf) 

ER 11-2-293 
Reemployed Annuitant Program 

OPM 
Reference Checking Guide (https://www.opm.gov/policy-data-oversight/assessment-
and-selection/other-assessment-methods/referencechecking.pdf)  

OPM 
Structured Interviews: A Practical Guide (https://www.opm.gov/policy-data-
oversight/assessment-and-selection/structured-interviews/guide.pdf)  

USACE Memorandum 
Employment of Federal Civilians Annuitants in the Corps of Engineers (USACE) 
(Reemployed Annuitants) (https://usace.dps.mil/:b:/r/sites/KMP-
HR/CPD%20Repository/Staffing-%20Recruitment/Re-
employed%20Annuitants/USACE%20Reemployed%20Annuitants%20Policy%20(signe
d)%20-%2026%20Nov%202021.pdf?csf=1&web=1&e=HWaJpX)  

USACE Memorandum 
USACE Merit Promotion and Placement Plan (https://usace.dps.mil/:b:/r/sites/KMP-
HR/CPD%20Repository/Staffing-
%20Recruitment/Merit%20Promotion%20and%20Placement%20Plan/USACE%20Merit
%20Promotion%20and%20Placement%20Plan%2020250829.pdf?csf=1&web=1&e=Gc
btsy)  

Section II 

Prescribed Forms 

This section contains no entries. 

  

https://publications.usace.army.mil/
https://armypubs.army.mil/
https://www.esd.whs.mil/
https://armypubs.army.mil/epubs/DR_pubs/DR_a/ARN43291-AR_690-300-000-WEB-1.pdf
https://armypubs.army.mil/epubs/DR_pubs/DR_a/ARN43291-AR_690-300-000-WEB-1.pdf
https://www.opm.gov/policy-data-oversight/assessment-and-selection/other-assessment-methods/referencechecking.pdf
https://www.opm.gov/policy-data-oversight/assessment-and-selection/other-assessment-methods/referencechecking.pdf
https://www.opm.gov/policy-data-oversight/assessment-and-selection/structured-interviews/guide.pdf
https://www.opm.gov/policy-data-oversight/assessment-and-selection/structured-interviews/guide.pdf
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Re-employed%20Annuitants/USACE%20Reemployed%20Annuitants%20Policy%20(signed)%20-%2026%20Nov%202021.pdf?csf=1&web=1&e=HWaJpX
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Re-employed%20Annuitants/USACE%20Reemployed%20Annuitants%20Policy%20(signed)%20-%2026%20Nov%202021.pdf?csf=1&web=1&e=HWaJpX
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Re-employed%20Annuitants/USACE%20Reemployed%20Annuitants%20Policy%20(signed)%20-%2026%20Nov%202021.pdf?csf=1&web=1&e=HWaJpX
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Re-employed%20Annuitants/USACE%20Reemployed%20Annuitants%20Policy%20(signed)%20-%2026%20Nov%202021.pdf?csf=1&web=1&e=HWaJpX
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Merit%20Promotion%20and%20Placement%20Plan/USACE%20Merit%20Promotion%20and%20Placement%20Plan%2020250829.pdf?csf=1&web=1&e=Gcbtsy
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Merit%20Promotion%20and%20Placement%20Plan/USACE%20Merit%20Promotion%20and%20Placement%20Plan%2020250829.pdf?csf=1&web=1&e=Gcbtsy
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Merit%20Promotion%20and%20Placement%20Plan/USACE%20Merit%20Promotion%20and%20Placement%20Plan%2020250829.pdf?csf=1&web=1&e=Gcbtsy
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Merit%20Promotion%20and%20Placement%20Plan/USACE%20Merit%20Promotion%20and%20Placement%20Plan%2020250829.pdf?csf=1&web=1&e=Gcbtsy
https://usace.dps.mil/:b:/r/sites/KMP-HR/CPD%20Repository/Staffing-%20Recruitment/Merit%20Promotion%20and%20Placement%20Plan/USACE%20Merit%20Promotion%20and%20Placement%20Plan%2020250829.pdf?csf=1&web=1&e=Gcbtsy
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Glossary of Terms 

Term Definition 

CHRSC Civilian Human Resources Service Center 

DCG Deputy Commanding General 

DCIPS Defense Civilian Intelligence Personnel System 

DNRP Defense National Relocation Program 

EEO Equal Employment Opportunity 

FOA Forward Operating Activity 

GO General Officer 

GS General Schedule 

MSC Major Subordinate Command 

OPM Office of Personnel Management 

PCS Permanent Change of Station 

SES Senior Executive Service 

USACE United States Army Corps of Engineers 
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