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SUBJECT





Suitability Determinations





I.	PURPOSE





	This Personnel Letter provides the basic procedures for determining suitability for BPA employment. 





II.	PURPOSE OF REVISION





	This letter replaces Personnel Letter 731-1, dated April 5, 1989.





III.	POLICY





	BPA will conduct a suitability program to ensure that each person employed will promote the efficiency of the service.





IV.	COVERAGE





	These procedures apply to the employment or continued employment of all persons in competitive and excepted service positions in BPA.





V.	REFERENCES AND RELATED INFORMATION





	A.	Authorities





		5 U.S.C., Chapter 33, Subchapter I, Section 3301, Examinations, Certifications and Appointments





		5 CFR, Part 731, Suitability





		BPA Manual Chapter 400/300A, Employment





		BPA Manual Chapter 400/700A, Employee Relations Program





�
	B.	Related Information





		5 CFR, Part 752, Adverse Actions





		5 CFR, Part 315, Career and Career-Conditional Employment





		5 CFR, Part 316, Subpart D, Temporary Limited Employment





		DOE Order 3731, Suitability, Position Sensitivity Designations, and Related Personnel Matters (for Position Sensitivity and Investigative Requirement and Procedures Only)





		Personnel Letter 752-1, Discipline, Adverse Actions and Alternative Discipline





		Personnel Letter 315-2, Probationary and Trial Periods for New Employees





		Personnel Letter 316-1, Temporary Limited Appointments





		Management Assistance Services (MAS) Handbook, Chapter 3, Dealing With Employee Conduct Problems through Disciplinary Action





		MAS Handbook, Chapter 9, Termination During Probationary Periods





VI.	DEFINITIONS





	Suitability.  A requirement or requirements for Government employment relating to a person’s character, reputation, trustworthiness and fitness as related to the efficiency of the service.





	Suitability Adjudicator.  Member of the Human Resources staff who makes suitability determinations.  Adjudicators must have attended an appropriate OPM training course in adjudication and be thoroughly familiar with laws, regulations, and criteria pertaining to suitability determinations.





VII.	PREINVESTIGATION REFERRALS





	An SF-85, Questionnaire for Non-Sensitive Positions, is completed by new employees and referred to the Office of Personal Management (OPM) for processing.  When the results from the National Agency Check and Inquiry (NACI) are received from OPM’s Office of Federal Investigations, they will be reviewed in the Human Resources Office for disqualifying factors that could preclude suitability for continual employment.  If any factors are identified, the application will be referred to the Human Resource suitability adjudicator.  





�
VIII.	SUITABILITY DETERMINATION





	The Human Resource suitability adjudicator will determine whether the individual making application appears to be suitable for employment in the Federal Government in accordance with criteria described in 5 CFR, Part 731, and material provided for adjudication from OPM.





	Adjudicators must consider all the information of record, both favorable and unfavorable, and assess it in terms of its relevance, recency and seriousness.  The determination as to whether there are any potentially disqualifying suitability issues is made to establish a reasonable expectation that the employment, or continued employment, of a person either would or would not promote the efficiency of the service.





IX.	ACTIONS TAKEN AS A RESULT OF AN ADVERSE SUITABILITY DETERMINATION





	If a determination that an employee is unsuitable for Federal employment is made:





	•	While the employee is serving a probationary or trial period, he or she may be terminated under the provisions of 5 CFR, Part 315, Subpart H.  (See Personnel Letter 315-2.)





	•	For an employee on a temporary limited appointment, he or she may be terminated under the provisions of 5 CFR, Part 316, Subpart D.  (See Personnel Letter 316-1.)





	•	After the employee has completed his/her probation or trial period, he or she may be terminated under the provisions of 5 CFR, Part 752.  (See Personnel Letter 752-1.)





	•	For any employee not listed above, the Employee Relations staff will advise on a case-by-case basis.














Veronica L. Williams


Manager, Human Resources
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