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117.1 PURPOSE:

This chapter authorizes the Bonneville Power Administration’s (BPA) Human Resources, Diversity and Equal Employment Opportunity (HRDE) Manager to annually issue the required documents titled the Affirmative Employment Plan (AEP) and Accomplishment Report; and the Affirmative Employment Plan for Hiring, Placement, and Advancement of People with Disabilities and its Accomplishment Report.  The Equal Employment Opportunity Commission (EEOC) requires that all federal government agencies develop these plans to:

· Provide equal employment opportunity for all employees and applicants for employment, regardless of their race, color, religion, sex, national origin, age, or disability;

· Integrate affirmative employment program efforts agency-wide;

· Ensure that equal employment opportunity is addressed in all employment practices including, but not limited to, recruitment, hiring, promotion, transfer, reassignment, training, benefits, and separation;

· Identify and address the areas of conspicuous absence and manifest imbalance in the workforce;

· Identify barriers and planned action items to remove the barriers to equal employment opportunity for all; and

· Report on the accomplishments made toward the achievement of equal employment opportunity for all, and progress made toward removal of barriers.

The BPA is also required to develop and implement an annual Federal Equal Opportunity Recruitment Plan (FEORP), and a Disabled Veterans Affirmative Action Program Plan (DVAAP).

This chapter also serves as a reference for information and guidance concerning the Affirmative Employment and Equal Employment Opportunity Programs.

117.2 POLICY:

The BPA is fully committed to providing equal employment opportunity (EEO) in all aspects of employment by promoting and managing diversity.  We will promote and manage diversity by establishing effective teamwork; treating each other with respect; valuing each person’s individuality and contributions; and providing opportunities for the success of underrepresented groups.

The BPA strives for a work environment where employees can be creative and productive; where performance and productivity are the determining factors in employment decisions; and where such decisions are not compromised by personal biases.  BPA will not practice, condone, or tolerate job-related discrimination based on any non-merit factor.

117.3  RESPONSIBILITIES:

A. The HRDE Manager is responsible for publishing an annual AEP and an annual Accomplishment Report that outlines progress made toward the removal of barriers to EEO as required by DOE, EEOC, applicable laws, and executive order.

B. The HRDE Manager is also responsible for publishing an annual Affirmative Employment Plan for Hiring, Placement, and Advancement of People with Disabilities, and an annual Accomplishment Report that outlines progress made toward the removal of barriers to EEO for people with disabilities.

C. Personnel Services is responsible for the development and implementation of an annual Federal Equal Opportunity Recruitment Plan (FEORP) and a Disabled Veterans Affirmative Action Program Plan (DVAAP).  These plans are attached to BPA’s annual AEP.

D. BPA Business Lines are responsible for:

1. Adhering to BPA’s policy;

2. Actively developing and implementing an annual organizational Affirmative Employment (AE) and Diversity Plan that also addresses underrepresentation, employee training, development, retention, workplace diversity, and recruitment with emphasis on diversification of workgroups;

3. Aligning their AE and Diversity Plan with strategic staffing plans for their Business Line;

4. Sharing their AE and Diversity Plan with the Business Line employees; and

5. Reporting twice each fiscal year to the HRDE Manager the activities and progress toward accomplishment of goals and objectives, as well as progress made toward barrier removal. The mid-year report encompasses the period October 1 through March 30, and is due by April 15. The year-end report is cumulative for the period October 1 through September 30 and is due by November 15.  Requests for extension are made to the HRDE Manager and should include the proposed completion date.

Business Line objectives and planned action items to remove barriers may also be included in the annual BPA-wide AEP.  Accomplishments or progress toward barrier elimination may also be included in the annual BPA-wide Accomplishment Report.

117.4 PROCEDURES:

BPA’s annual AEP, Affirmative Action for the Hiring, Placement, and Advancement of People with Disabilities, the Accomplishment Reports, FEORP, and DVAAP are provided to all management officials on an annual basis by HRDE and Personnel Services.  Additional copies of these reports may be obtained from HRDE, Personnel Services, or Staff Managers.  The BPA Affirmative Employment Plan identifies BPA-wide goals, underrepresented groups, barriers to equal employment opportunity, and planned action items to remove barriers.  It also identifies a means to address a variety of areas including, but not limited to the following:

1. Affirmative Employment and EEO Policy Commitment Statement

2. Roles and Responsibilities of EEO Program Officials

3. EEO Goals, Objectives, and Action Items

4. Prevention of Sexual Harassment

5. Reporting Requirements

6. Program Activities and Accomplishments

7. Employee Training and Development

8. Developmental Assignments and Details

9. Recruitment and Hiring

10. Accessions, Separations, and Promotions

11. Workforce Diversity (representation to civilian labor force)

12. Workplace Diversity (organizational culture)

13. Position Management

14. Equity and Retention

15. High Performing Organization key areas of leadership, talented workforce, motivating employees, and positive work environment

16. Succession Planning

17. Federal Discrimination Complaint Process

18. Conflict Resolution

Business Lines may use the annual BPA-wide AEP to guide them in establishing their own plan.

117.5  REFERENCES:

A. DOE Order, G 311.1A-1, Equal Employment Opportunity and Diversity Program Guidelines.

B. DOE Order, O 311.1A, Equal Employment Opportunity and Diversity Program.

C. Equal Employment Opportunity Commission Management Directive 713, Instructions for Affirmative Action for Hiring, Placement, and Advancement of Individuals with Disabilities.

D. Equal Employment Opportunity Commission Management Directive 714, Instructions for the Development and Submission of Federal Affirmative Employment Multi-Year Program Plans, Annual Accomplishments Reports, and Annual Plan Updates.

E. Federal Equal Employment Opportunity Recruitment Program, 5 U.S.C. 7201 and 5 C.F.R. Part 720, Subpart B.

F. Disabled Veterans Affirmative Action Program, 38 U.S.C. Section 4214 and 5 C.F.R., Part 720, Subpart C.
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