BONNEVILLE POWER ADMINISTRATION

HUMAN RESOURCES

Portland, Oregon

PERSONNEL LETTER NO. 511-07
DATE:  December 27, 1999

Subject:  Technical Career Path Development and Staffing Program

I.  PURPOSE:

     Pursuant to the “Promotions” Section 31.03 of the Agreement of November 25, 1998,

     between the Administrator of Bonneville Power Administration (BPA) and the 

     Professional Division of the Laborers’ International Union, Local 335, a Technical

     Career Path Development and Staffing Program is established for BPA’s  professional

     employees for the following purposes:

     A.  Consistent with BPA business needs, create opportunities for professionals to 

           advance their careers through challenging technical work and service in positions

           at GS-13 through GS-15, rather than through the managerial and supervisory

           career path;

     B.  Develop professional employees who are proficient and effective in their technical

           fields and supportive of BPA’s mission and business objectives; and

     C.  Create a work environment which attracts and retains professional staff who will

           continue professional development throughout their career.

II.  PURPOSE OF REVISION:

To clarify employee and position coverage under Section IV, and to otherwise update the issuance.

III.  OBJECTIVES:  

      The overall objectives of this program are to:

      A.  Provide career development opportunities;

      B.  Retain professional staff;

      C.  Provide economic and professional recognition;

      D.  Increase opportunity for professional challenge;

      E.  Develop professional expertise and flexibility to meet BPA’s changing business needs;

      F.  Provide high quality professional services to BPA and its customers; and

      G.  Optimize the value to BPA of its professional services.

IV.  POLICY:

       Where functions and responsibilities permit, a Technical Career Path Development

        and Staffing Program should be established.  Nonsupervisory professionals shall be

        eligible to pursue nonsupervisory technical career advancement to positions at or

        above the GS-13 grade level.  Such work may include positions up to GS-15, when

        management determines that such work is necessary for mission accomplishment and

        is properly classified at such grade levels.  Professional technical career path

        positions may be positions which are altered from present positions.  This document,

        together with its occupational group appendices*, sets forth the means by which an 

        advanced career path may be created for professional/occupational groups at BPA.

        In establishing the grade level of a technical career path position, appropriate weight

        will be given to the duties or assignments to be fulfilled by the incumbent of the 

        position and to an applicant’s or incumbent’s experience, credentials, and skills which

        have special value to BPA in support of mission results.  Technical career path entry

        and advancement will conform to competitive principles and procedures outlined in

        BPA’s Merit Staffing plan and any specific requirements contained in this policy.

The Technical Career Path Development and Staffing Program, through the specific occupational programs described in appendices to this Personnel Letter, covers employees in positions at the GS-13 through GS-15 levels, as appropriate, that management designates as having a highly specialized area(s) of expertise, usually of a world-, national-, or regional-class level, that are essential to BPA’s future success.  Lateral movement between technical and managerial career paths may occur.

V.  RESPONSIBILITIES:

       A.  Joint Responsibilities of Management and the Union:

        Management and the Union will study and consider career path programs for each

        professional occupational group.  The positions included in the professional

        occupational groups shall be discussed by management with the Union.  The

        establishment of career path positions by management shall consider and encompass

        the factors specified in the policy and BPA’s ongoing technical and occupational

        needs, the composition and expertise of the workforce, and appropriate 

        compensation levels necessary to attract and retain a high quality workforce.

       B.  Personnel Services:

        This program document and the applicable appendices shall be available to all BPA

employees.  Personnel Services will provide ongoing technical leadership in the development and modification of this program.

       C.  Executive Management:

             BPA’s Executive Management shall determine:

1. Who will participate as management representatives to develop or revise, with

 required Union involvement, occupational specific appendices for the Technical Career

             Path Program;

             2.  When occupational specific appendices will be implemented; and

             3.  Who will participate as management representatives in the operation, with

             such Union involvement as may be agreed upon, of established Technical Career


 Path Programs.

4.  Specific positions that are covered under this program.

     D.   Supervisors and Managers:

     Supervisors and managers will support the Technical Career Path Development and

     Staffing Program by providing experience, opportunities, and appropriate training

     necessary to accomplish BPA’s mission consistent with business needs.

     E.  Employees: 

           1.  Professional employees will make use of training and developmental 

opportunities.  Individual professional employees are responsible for their own professional development.

           2.  Professionals in advanced career path positions may be required to assist in

           training others.

Godfrey C. Beckett

Manager, Human Resources, Diversity, and EEO 
Attachments (6)

ATTACHMENT 1 – DATED JULY 23, 1997
APPENDIX TO PERSONNEL LETTER NO. 511-07
GS-800 ENGINEERING OCCUPATIONAL GROUP

SUBJECT

Technical Career Path (TCP) Development and Staffing Program for Engineers.

I.
PURPOSE


To implement a TCP Development and Staffing program that provides career advancement opportunities to higher grade levels (GS-13 through GS-15) for all professional employees in the GS-800 Engineering Occupational Group consistent with business needs.  This appendix establishes program criteria where current or anticipated new business requirements dictate in-house expertise at the higher grade levels is needed, and where individual employees have the knowledge, skill, ability, and competency to perform at those levels. 


Opportunities for advanced grade levels provide incentive for engineers to develop the unique skills needed in a highly sophisticated and complex business.  These positions will provide BPA with appropriate in-house skills for significant impact and a competitive advantage in the electric utility marketplace.  The attainable grade level of a career path position is determined by impact of that area on achieving strategic business objectives and the expertise of the engineer(s) involved in them.

II.
COVERAGE


This appendix covers all professional employees in the GS-800 Engineering Occupational Group.  Guidance provided is intended to assure consistent application of the TCP across Business Lines/Tier 1 organizations.

III.
RESPONSIBILITIES


A.
Human Resources (HR).  HR provides guidance and advice for implementing a consistent, equitable TCP across Business Lines/Tier 1 organizations for all employees in professional engineering positions at BPA.  A senior HR specialist will provide HR technical direction and assistance to all Ranking Panels, Executive Management, and to the Engineering Technical Career Path Board.


B.
Ranking Panel.  A ranking panel of subject matter experts (with engineering backgrounds), at the same or higher grade of the engineers being considered for promotion, will evaluate candidates for proper qualifications, skills, and knowledge for the position(s) under consideration.


C.
Executive Management.  Assesses, based on current and emerging business opportunities, needs for in-house specialized engineering skills and identifies areas of technology that are opportunities for engineers to advance their education and capabilities where those skills are essential to business success.  To the extent feasible, executives will provide funding required for business related developmental training and participation in external professional organizations.


D.
Engineering Technical Career Path Board (ETCPB).  The ETCPB is responsible for the management and operation of this program.  The ETCPB will ensure program coordination across Business Lines/Tier 1 organizations, assist with establishing new specialty areas for advanced grade level positions, and implement Executive Management decisions.  Business Line/Tier 1 organization Senior Vice Presidents shall each designate a representative (a senior engineer or a manager with an engineering background) to the ETCPB.  These representatives will assist the Business Line Executives in establishing specialty areas, as well as recommend the appropriate numbers of, and the grade levels of, the engineers to be assigned to the specialty areas.


E.
Supervisors and Managers.  Supervisors and managers will develop opportunities for engineering employees to enhance their skills and grow professionally through work assignments and career mentoring in needed specialized areas of technology.


F.
Employees.  Initiate personal growth, with the aid of an Individual Development Plan, into identified, needed specialized areas of technology that are of high value to BPA’s business success with appropriate personal commitment to increase knowledge and experience by seeking, developing, and accepting assignments.  Engineers at advanced grade levels are accountable for results that improve BPA’s market position, which includes sharing their knowledge with others within BPA.

IV.
GUIDANCE


A.
Establishing Advanced Grade Level Engineering Positions.



1.
Position Justification.  Advanced Grade Level engineering positions (GS-13 through GS-15) will be justified based on critical, current or emerging business requirements as determined by Business Line Executives.




Decisions by executives on specific areas, where in-house technical expertise at the GS-13 to GS-15 level is needed, would be justified based on criteria including the following:




a.
Protection of substantial investment of capital resources in a particular area of technology ($100M or greater replacement cost).




b.
Importance of the area of technology to improving business opportunities.




c.
Importance of the area of technology to improving reliability or quality of service to customers.




d.
Importance of the area of technology to preserving or enhancing public and employee safety and health.




e.
Importance of the area of technology to emergency restoration of transmission or power facilities and service.




f.
Replacement of technical skills expected to be lost through attrition.




g.
Strategic objectives or business line targets that require having an industry leadership role in the particular technical area.



2.
Qualifying Factors.  Specialized expertise within the broad GS-800 Engineering Occupational Group disciplines is required where it will satisfy at least one of the following factors:




a.
Minimize risks and/or deliver program innovations and solutions of significant benefit.




b.
Evaluate, develop, adapt, and apply new technology to BPA processes.




c.
Contribute to formulating broad technical policies.




d.
Aid BPA’s business interests and concerns in the region and the industry.




To qualify for promotion(s) to advanced grade levels, engineers need to demonstrate their technical proficiency.  The following lists several target areas illustrative of knowledge, skills, and abilities (KSA’s) that would support a request for selection, development, and/or promotion.  The specific KSA’s required for a position will be determined by both management and the ETCPB:




a.
Perform as highly knowledgeable experts in their specialty area.




b.
Serve as an advisor or authority in resolving engineering problems of a critical or controversial nature in their specialty area.




c.
Enhance their expertise through literature review, national and international communications, advanced training and educational opportunities, and specialized work assignments.




d.
Prepare general guidelines and standards to be used by other engineers.




e.
Formulate, determine, and influence technical policies and standards for the agency.




f.
Manage technical projects and activities and report results of investigations and studies.




g.
Represent BPA on inter-agency and technical society committees of national and international importance as a recognized authority in the specialty area, conveying BPA’s position to the industry.




h.
Broaden expertise through affiliations with research institutes and academies applicable to the business needs of the organization.




i.
Provide the long term vision and focus for technical issues in their specialty area.




j.
Recommend improvement in methods and practices to incorporate latest developments in technology in the area of specialization.



3.
Individual Development Plan (IDP).  Once an employee has been assigned to an established Engineering Technical Career Path (ETCP) specialty area, the employee will, in collaboration with the manager or supervisor, develop a suitable IDP outlining steps that would increase expertise in designated fields and, after the steps are taken, could result in additional development and/or promotion.  The IDP would include specific actions that would result in achieving the ranking factors for promotion as listed below in Promotion Criteria, number 5a, b, and c.



4.
Resource Requirements.  Funds for travel, registration, tuition, and related expenses shall be provided, to the extent feasible, where IDP’s specify attendance at meetings or training.


B.
Promotion Criteria.  (Not an entitlement.)



1.
Individual Development Plans.  Documented evidence is required that the steps outlined in an engineer’s IDP have been accomplished.



2.
Performance Appraisal.  Evidence of accomplishments relative to IDP’s or other related work assignments will be presented by engineers for consideration during performance appraisals.



3.
Regulatory Requirements.  Regulatory requirements shall be met before advancement occurs.



4.
Supplemental Information.  Criticality of business need for expertise in specific areas of technology will be determined by Business Line Executives, which impacts promotions to GS-13 or above.  The amount of workload in each specialty area of technology will also be assessed.



5.
Ranking Criteria.  At the GS-13 level engineers are considered to be quite specialized (i.e., equipment experts); at the GS-14 level engineers are considered to be more broadly capable (i.e., systems experts); while at the GS-15 level engineers have the broadest capability as would be applied in formulation of national technical policies.




For engineers to advance to higher grades, in needed areas of technology, they shall have first accumulated appropriate experience directly related to the specific area.  This experience may have been acquired through a combination of formal training, work experience, involvement in closely related inter-agency, inter-utility, industry, or professional society activities.  (The following are examples that would be clear indicators of the type of experience that demonstrates appropriate technical proficiency.  Other comparably challenging work experience may be considered by the ranking panel.)



a.
Promotion of GS-12 engineers to GS-13, in areas of needed engineering expertise, will include consideration of the following criteria or other comparably challenging work experience:





(1)
Successful completion of college level or equivalent industry/in-house courses in the area of technical specialization.





(2)
Have written technical material in area of specialization such as test reports, trouble analysis reports, contract specifications, standards or procedures used BPA-wide, or conference grade papers.





(3)
Performed and reported on individual investigations in the area of specialization.





(4)
Active participation and membership in professional society committees or inter-utility or peer group (BPA in-house) committees in the area of specialization.




b.
Promotion of GS-13 engineers to GS-14, in areas of needed engineering expertise, will include consideration of the following criteria or other comparably challenging work experience:





(1)
Consideration of the prerequisites for GS-13, plus the following:






a)
Taught technical courses at the college comprehension level, or taught equivalent technical level classes to others or made technical presentations to inter-utility groups, professional society groups or BPA in-house peer groups in the area of technical specialization;






(b)
Held position(s) with leadership responsibility in professional societies, inter-agency or inter-utility engineering committees, or actively participate in peer group committees related to areas of specialization;






(c)
Assist in the writing of new or revised national standards, or work of BPA-wide importance (such as maintenance or design standards);






(d)
Served as an advisor on research and development projects of others in the area of specialization with direct application to the business needs of the organization; and






(e)
Significant contributions to the mission of the business in the area of technical specialization.




c.
Promotion of GS-14 engineers to GS-15, in areas of needed engineering expertise, will include consideration of  the following criteria or other comparably challenging work experience:





(1)
Consideration of the prerequisites for GS-14, plus the following:






(a)
Demonstrated professional initiative and achievement, evidence of which would include registration as a Professional Engineer;






(b)
Peer recognition as a “world-class” expert in a broad area of technology of critical national importance;






(c)
Leadership of professional society and/or inter-utility projects to develop new or updated national standards;






(d)
US representative on International Committees;






(e)
Advisor to National Boards, Foundations, Commissions, or Academies; and






(f)
Contributes significantly to the business mission in the area of specialization on a regional/national level of importance.

V.
REVIEW AND REVISE


Business Line Executives, along with the ETCPB members, will assure a review is conducted biennially to determine the need for continuing those positions or for adding new positions.


Business Line Executives will also reassess funding required to support the ETCP program on an annual basis.


The following primary areas of technology illustrate some of the known engineering specialties within the broad GS-800 Engineering Occupational Group disciplines.  The ETCPB, at the outset of implementing this appendix, will review this list of specialties and identify any specialty that should be added, deleted, changed or combined.


  1.
Energy Efficiency


  2.
Control Systems


  3.
Protection Systems


  4.
Telecommunications


  5.
Data Systems


  6.
Electrical Networks


  7.
High Voltage Phenomena


  8.
High Voltage Equipment Application


  9.
HVDC Operation and Maintenance


10.
Transmission Mechanical Design/Analysis/Siting


11.
Transmission Electrical Facilities Analysis/Design


12.
Transmission System Security


13.
Transmission System Planning


14.
Measurement Systems


15.
Substation Electrical Facilities Analysis and Design


16.
Systems Operations


17.
Systems Maintenance


18.
Hydro Power System Planning/Engineering


19.
Hydro-Thermal Power System Capability


20.
Hydro Power System Operation


21.
Conservation Technologies


22.
Generation Technologies


23.
Power System Dynamics


24.
Power System Coordination


25.
Inductive Coordination/Reactive Support


26.
Remedial Action


27.
Architectural Design 


28.
Public Safety 


29.
Reliability 


30.
Power/Energy Services Product Development

ATTACHMENT 2 – DATED APRIL 27, 1998

APPENDIX TO PERSONNEL LETTER NO. 511-07 

GS-905 ATTORNEY OCCUPATIONAL SERIES

SUBJECT:
TECHNICAL CAREER PATH (TCP) DEVELOPMENT AND STAFFING PROGRAM FOR ATTORNEYS

I.
PURPOSE


To implement a Technical Career Path (TCP) Development and Staffing program that identifies and provides developmental opportunities for potential career advancement to the GS-15 grade level for all professional employees in the GS-905 Attorney Series in the event that business needs justify technical (non-managerial) positions at the GS-15 level.  This appendix establishes program criteria where current or anticipated new business requirements warrant in-house expertise at the higher grade level and where individual employees either have, or have high potential to develop, the exceptional knowledge, skill, ability and competency to perform at that level.


Opportunities for advanced grade level status provide incentive for attorneys to develop the unique skills and technical expertise needed in a highly sophisticated and complex business.  These unique positions will provide BPA with appropriate in-house skills for significant impact and a competitive advantage in the utility marketplace.

II.
COVERAGE

This appendix covers all professional employees in the GS-905 Attorney Series.  Guidance provided is intended to assure consistent application of the TCP within the flexibility described in this program.

III.
RESPONSIBILITIES

A.
Human Resources (HR):  Provides guidance and advice for implementing a consistent, equitable Technical Career Path for all employees in professional GS-905 Attorney positions at BPA.  Human Resources will provide HR technical direction and assistance to the General Counsel and Assistant General Counsels, and will effect resulting personnel actions, consistent with regulatory criteria and the provisions of this program.


B.
The General Counsel:



1.
Assesses, based on current and emerging business opportunities, needs for in-house specialized attorney skills at the highest level.  Identifies areas of law that present opportunities for attorneys to advance their education and capabilities where those skills are essential to business success.  As a result, establishes Technical Career Path positions at the GS-15 level, consistent with BPA’s business needs.



2.
Determines the appropriate means for creating such GS-15 level positions, including the area of consideration for applicants.  For example, this could be done either in anticipation of or at the time BPA has a need for such expertise.  Additionally, if such a position is encumbered, this could be done when the position is vacated or could be done in advance by, among other means, creating an understudy position.



3.
To the extent feasible, the General Counsel will seek to obtain funding required for business related developmental training (travel, registration, tuition, and related expenses) and participation in external professional organizations.


C.
Assistant General Counsels:



1.
Discuss with the incumbents of each TCP position the developmental expectations and methods for that position, including promotion potential.



2.
Consider opportunities to enhance their skills and grow professionally through work assignments, training, and career mentoring, in needed specialized areas of law consistent with business needs.


D.
Attorneys:



Consistent with any development plan approved by the supervisors under this program:



1.
Initiate personal growth, with the aid of training and other developmental opportunities, into identified needed specialized areas of the law that are of high value to BPA’s business success.  This includes identifying steps that would increase their expertise in the identified area of law and associated technical areas that could, after the steps are taken, result in additional development and/or promotion.  It also addresses specific actions that could enhance possession of the criteria identified under paragraph IV.B.



2.
Apply themselves to such growth and development with appropriate personal commitment to increase knowledge and experience by seeking, developing, and accepting assignments.



3.
Attorneys at advanced grade levels are accountable for results that improve BPA’s competitive advantage, which includes sharing their knowledge with others within BPA.

IV.
GUIDANCE


A.
Establishing Advanced Grade Level Attorney Positions



1.
Position Justification – Any advanced Grade Level attorney positions at the GS-15 level will be justified based on critical current or emerging business requirements as determined by the General Counsel.  The amount of workload in each area of law will be assessed and Business Line executives will be consulted regarding the business need for each GS-15 position.  The requirements should be of multi-year duration to warrant a GS-15 as a permanent position.




Decisions by the General Counsel on specific program areas, where in-house legal expertise at the GS-15 level is needed, would be justified based on criteria such as:




a.
Importance of the area of law, and associated technical expertise, to meeting BPA’s mission;




b.
Importance of the area of law, and associated technical expertise, to competitive advantage or success;




c.
Relatively large amounts of money are involved;




d.
Critical or controversial program decisions must be made by BPA;




e.
Strategic objectives or business line targets that require having a leadership role in the particular legal area, taking into account associated technical expertise.



2.
Qualifying Factors – Specialized legal expertise and associated technical expertise, exceeding that required of GS-14 attorneys, within the broad GS-905 Attorney Series, is required where creation of a GS-15 position will satisfy at least one of the following factors:




a.
Minimize substantial risks and/or deliver solutions of significant benefit to the agency mission;




b.
Contribute to formulating and implementing significant BPA strategic and policy objectives;




c.
Secure BPA’s business interests and concerns in the region and the industry.


B.
Illustrative Evaluation Criteria for Development/Selection/Promotion



The knowledge, skills, and responsibility levels for the GS-15 level are described in the GS-15 classification standards.  Verbal, analytical, writing, and advocacy skills are considered critical to BPA.  The specific criteria required for a position will be determined by the General Counsel.  The following list of criteria are illustrative and could be considered typical of the type and level of experience needed to advance to a GS-15 position.



1.
Advanced knowledge and recognized expertise in the specialty area are relevant to the GS-15 position, which may be evidenced by continuing experience in:  (a) writing briefs, memos, contracts, requests for litigation, or other relevant documents in the relevant subject matter area; (b) carrying out and reporting on individual investigations in the relevant subject matter area; and/or (c) serving as an advisor on projects of others in the relevant subject matter area with direct application to the business needs of the organization.



2.
Substantial experience as an advisor or authority to the highest level of management in resolving legal problems of a critical or controversial nature in the specialty area relevant to the GS-15 position.



3.
Demonstrated expertise through national and international communications, advanced training and educational experience, and specialized work assignments.



4.
Experience in preparing subject matter guidelines and standards used by programs in BPA.



5.
Substantial experience in formulating, determining, and substantially influencing legal policies and standards for the agency in essential program areas.



6.
Substantial experience in undertaking legal projects and program activities and effectively presenting results to executive management.



7.
Experience in representing BPA on interagency groups or on committees of bar associations or other pertinent organizations of national importance as a recognized authority in the specialty area, and effectively conveying BPA’s position to the legal community in the specialty area.



8.
Experience in articulating the long term vision and focus of legal issues in the relevant subject matter area.



9.
Demonstrated expertise in recommending improvement in methods and practices to incorporate latest developments in law in the area of specialization.



The criteria determined by the General Counsel for a GS-15 position will be evaluated in the context of, and as they relate to, the program area requiring the GS-15 position.  As such, both legal and technical expertise will be evaluated.

V.
PROGRAM REVIEW


The General Counsel will review this program’s effectiveness biennially, including determining the need for continuing existing positions or for adding new positions.

Veronica L. Williams

Manager, Human Resources

ATTACHMENT 3 – DATED JUNE 24, 1998

APPENDIX TO PERSONNEL LETTER NO. 511-07 

GS-110 ECONOMIST OCCUPATIONAL SERIES

SUBJECT:  Technical Career Path (TCP) Development and Staffing Program for Economists

I.
PURPOSE


To implement a TCP Development and Staffing program that provides career advancement opportunities to higher grade levels (GS-13 through GS-15) for all professional employees in the GS-110 Economist Occupational Series, consistent with business needs.  This appendix establishes program criteria where current or anticipated new business requirements dictate in-house expertise at the higher grade levels is needed, and where individual employees have the knowledge, skill, ability, and competency to perform at those levels. 


Opportunities for advanced grade levels provide incentive for Economists to develop the unique skills needed in a highly sophisticated and complex business.  These positions will provide BPA with appropriate in-house skills for significant impact and a competitive advantage in the electric utility marketplace.  The attainable grade level of a career path position is determined by application of classification standards, taking into account the impact of the duties on achieving strategic business objectives and the expertise of the Economist(s) involved in them.

II.
COVERAGE


This appendix covers all professional employees in the GS-110 Economist Series.  Guidance provided is intended to assure consistent application of the TCP. 

III.
RESPONSIBILITIES


A.
Human Resources (HR).  HR provides guidance and advice for implementing a consistent, equitable TCP for all professional employees in the GS-110 Economist positions at BPA.  Human Resources will provide HR technical direction and assistance to managers and executives and will effect resulting personnel actions consistent with regulatory criteria and the existence of this program.


B.
Ranking Panel.  A ranking panel of subject matter experts (with Economist backgrounds), at the same or higher grade of the Economists being considered for promotion, will evaluate candidates for proper qualifications, skills, and knowledge for the position(s) under consideration.  The panel is established collaboratively by the assigned Human Resources Specialist and line management.


C.
Executive Management.  Assesses, based on current and emerging business opportunities, needs for in-house specialized Economist skills and identifies areas of business line economic analysis that are opportunities for Economists to advance their education and capabilities where those skills are essential to business success.  To the extent feasible, executives will provide funding required for business related developmental training and participation in external professional organizations.  Executive Management is responsible for the management and operation of this program.  Executive Management will ensure program coordination across Business Lines/Tier 1 organizations and establishes new specialty areas for advanced grade level positions.


D.
Managers.   Managers will identify opportunities for Economists to enhance their skills and grow professionally through work assignments and career mentoring in needed specialized areas of business line economic analysis and technology.


E.
Employees.  Initiate personal growth, with the aid of an Individual Development Plan (presented to and approved by the manager), into identified, needed specialized areas of business line economic analysis and technology that are of high value to BPA’s business success with appropriate personal commitment to increase knowledge and experience by seeking, developing, and accepting assignments.  Economists at advanced grade levels are accountable for results that improve BPA’s market position, which includes sharing their knowledge with others within BPA.

IV.
GUIDANCE


Two conditions must be met for advancement to higher grade levels as an Economist.  First, the position must be classified at the grade level (that is beyond the scope of this Appendix).  Second, the Economist must meet the qualifying factors for that position.  This is directly related to this Appendix.


A.
Establishing Advanced Grade Level Economist  Positions.



1.
Position Justification.  Advanced Grade Level Economist positions (GS-13 through GS-15) will be justified based on critical, current or emerging business requirements as determined by Business Line Executives.




Decisions by executives on specific areas, where in-house technical expertise at the GS-13 to GS-15 level is needed, would be justified based on criteria including the following:




a.
Protection of substantial investment of capital resources in a particular area of work and/or technology.




b.
Importance of the specialty area for improving business opportunities.




c.
Importance of the area of analysis to improving reliability or quality of service to customers.




d.
Need for economic advisory and consultative advice to other experts, which affects their work and may directly impact the delivery of critical mission activities and/or services.




e.
Replacement of technical/analytical skills expected to be lost through attrition.




f.
Strategic objectives or business line targets that require having an industry leadership role in the particular specialty area, taking into account relevant expertise.



2.
Qualifying Factors.  Specialized expertise within the broad GS-110 Economist Series disciplines is required where it will satisfy at least one of the following factors:




a.
Minimize risks and/or deliver program innovations and solutions of significant benefit.




b.
Evaluate, develop, adapt, and implement new methods to BPA processes.




c.
Contribute to formulating and implementing broad economic policies.




d.
Aid BPA’s business interests and concerns in the region and the industry.


B.
Promotion Criteria.  (Not an entitlement.)



1.
Performance Appraisal.  Evidence of accomplishments relative to IDPs or other related work assignments will be presented by Economists for consideration during performance appraisals.



2.
Regulatory Requirements.  Regulatory requirements shall be met before advancement occurs. 



3.
Supplemental Information.  Criticality of business need for expertise in specific areas of technology will be determined by Business Line Executives, which affects promotions to GS-13 or above.  The amount of workload in each specialty area of technology will also be assessed by Business Line Executives.



4.
Individual Development Plans (IDPs).  Successful completion of activities identified in IDPs may be used to provide evidence that knowledge, skills, and abilities have been acquired such that the individual is qualified to be promoted to a higher grade level.



5.
Ranking Criteria.  


For Economists to advance to higher grades, in needed areas of specialization, they shall have first accumulated appropriate experience directly related to the specific area.  This experience may have been acquired through a combination of formal training, work experience, involvement in closely related inter-agency, inter-utility, industry, or professional society activities.  (The following are examples that would be clear indicators of the type of experience that demonstrates appropriate technical proficiency.  Other comparably challenging work experience may be considered by the ranking panel.)




a.
Promotion of GS-12 Economists to GS-13, in areas of needed economic  expertise, may include consideration of the following criteria or other comparably challenging work experience:





(1)
Ability to independently plan and manage a major project that will provide information critical to the development or support of Agency policy or projects;





(2)
Plan and carry out project assignments which include resolving most problems, coordinating work with others, interpreting policy in terms of established objectives, determining approach to be taken, and the methods and techniques to be employed;





(3)
Skilled in developing analytical tools for new products;





(4)
Experienced in the creation and analysis of data bases to support economic analysis requiring strong analytical and quantitative skills as well as programming skills;





(5)
Ability to present research findings and recommendations, both orally and in clear, well organized reports; and





(6)
Active participation and membership in professional society committees or inter-utility or peer group (BPA in-house) committees in the area of specialization.




b.
Promotion of GS-13 Economists to GS-14, in areas of needed economics expertise, may include consideration of the following criteria or other comparably challenging work experience:





(1)
Consideration of the prerequisites for GS-13, plus the following:









(a)
Taught professional courses at the college comprehension level, or taught equivalent level classes to others, or made professional presentations to inter-utility groups, professional society groups or BPA in-house peer groups in the area of specialization;









(b)
Held position(s) with leadership responsibility in professional societies, inter-agency or inter-utility economics committees, or actively participate in peer group committees related to areas of specialization;









(c)
Provide management with accurate, meaningful, and properly evaluated information with which to determine policy and develop proposals which may have major impact in the industry;









(d)
Serve as technical advisor on research and development projects of others in the area of specialization with direct application to the business needs of the organization; 









(e)
Consult with executives and other staff members in order to integrate related activities associated with an economic problem or project;









(f)
Project Manager(s) responsible for overseeing the completion of a project/study.  Responsible for the review and evaluation of programs and activities in terms of costs and benefits including the identification, development, and analysis of economic alternatives and/or cost benefit relationships of existing or proposed projects or policy choices;









(g)
Identify and evaluate sources of data, and offer proposals for new data collection programs; 









(h)
Consult and coordinate with agency personnel to determine the need for additional data and analysis and to identify the specific uses of such information;









(i)
Plan and coordinate the collection of economic data necessary to conduct econometric and statistical studies; and









(j)
Develop and apply alternative methodologies of data gathering techniques used in compiling information to conduct economic research.




c.
Promotion of GS-14 Economist to GS-15, in areas of needed economics expertise, may include consideration of the following criteria or other comparably challenging work experience:





(1)
Consideration of the prerequisites for GS-14, plus the following:









(a)
Demonstrated professional initiative and achievement, evidence of which would include publications in professional journals and participation in professional and scientific organizations;









(b)
Peer recognition as an “industry” expert in an area of expertise of critical importance to the organization.  Serves as the Agency’s liaison to the academic and research community;









(c)
Leadership of professional society and/or inter-utility projects to develop new or updated industry policies by incorporating vision, strategic planning, and quality management.  Displays a high level initiative, effort, and commitment to public service;









(d)
Advisor to high level officials and organizations (executive management, industry interest groups, academics, commissions, and government policy officials); and









(e)
Contributes significantly to the business mission in the area of specialization on a regional/national level of importance.  Represents the Agency in regional/national forums with appropriate delegated authorities.

V.
REVIEW AND REVISE


Business Line Executives will assure a review is conducted biennially to determine the need for continuing those positions or for adding new positions.


Business Line Executives will also reassess funding required to support the Economist TCP program on an annual basis.


The following primary areas of technology illustrate some of the known Economist specialties within the broad GS-110 Economist Series:

1. Cost of Service Studies/Rate Setting

2. Data Systems 

3. Load Forecasting 

4. Economic Analysis of Energy Markets 

5. Market Based Pricing (real time)

6. Product Line Design 

7. Benefit/Cost of Operations and Planning of Transmission Systems  

8. Risk Management

9. Sales and Revenue Forecasting

10. Financial Analyses

11. Benefit/Cost of Operations and Planning of Generation Systems

12. Capital Budgeting

13. Industry Analyses (e.g., pulp and paper; aluminum smelters)

14. Commodity Analyses (e.g., gas)

15. Economic/Demographic Forecasting

Veronica L. Williams

Manager, Human Resources

ATTACHMENT 4 – DATED JUNE 24, 1998
APPENDIX TO PERSONNEL LETTER NO. 511-07 

GS-400 BIOLOGICAL SCIENCES OCCUPATIONAL GROUP

SUBJECT:
Technical Career Path (TCP) Development and Staffing Program for Biological Sciences Occupational Group

I.
PURPOSE


To implement a TCP Development and Staffing program that provides career advancement opportunities to higher grade levels (GS-13 through GS-15) for all professional employees in the GS-400 Biological Sciences Occupational Group consistent with business needs.  This appendix establishes program criteria where current or anticipated new business requirements dictate in-house expertise at the higher grade levels is needed, and where individual employees have the knowledge, skill, ability, and competency to perform at those levels. 


Opportunities for advanced grade levels provide incentive for employees in the Biological Sciences Occupational Group to develop the unique skills needed in a highly sophisticated and complex business.  These positions will provide BPA with appropriate in-house skills for significant impact and a competitive advantage in the electric utility marketplace.  The attainable grade level of a career path position is determined by application of classification standards, taking into account the impact of the duties on achieving strategic business objectives and the expertise of the employee(s) involved in them.

II.
COVERAGE


This appendix covers all professional employees in the GS-400 Biological Sciences Occupational Group.  Guidance provided is intended to assure consistent application of the TCP across Business Lines/Tier 1 organizations.

III.
RESPONSIBILITIES


A.
Human Resources (HR).  HR provides guidance and advice for implementing a consistent, equitable TCP across Business Lines/Tier 1 organizations for all employees in professional Biological Sciences positions at BPA.  Human Resources will provide HR technical direction and assistance to all ranking panels, supervisors/managers and Executive Management, and will effect resulting personnel actions consistent with regulatory criteria and the provisions of this program.


B.
Ranking Panel.  A ranking panel of subject matter experts (with Biological Sciences backgrounds), at the same or higher grade of the Biological Sciences employees being considered for promotion, will evaluate candidates for proper qualifications, skills, and knowledge for the position(s) under consideration.  The panel is established collaboratively by the assigned Human Resources Specialist and line management.


C.
Executive Management.  Assesses, based on current and emerging business opportunities, needs for in-house specialized Biological Sciences skills and identifies areas of technology/expertise that are opportunities for Biological Sciences employees to advance their education and capabilities where those skills are essential to business success.  To the extent feasible, executives will provide funding required for business related developmental training and participation in external professional organizations.  Executive Management is responsible for the management and operation of this program.  Executive Management will ensure program coordination across Business Lines/Tier 1 organizations and establishes new specialty areas for advanced grade level positions.


D.
Supervisors and Managers.  Supervisors and managers will develop opportunities for Biological Sciences employees to enhance their skills and grow professionally through work assignments and career mentoring in needed specialized areas consistent with business needs.  They will assist Executive Management in establishing specialty areas, as well as recommend the appropriate numbers of, and the grade levels of the biological scientists to be assigned to the specialty areas.


E.
Employees.  Initiate personal growth in identified needed specialized areas of Biological Sciences that are of high value to BPA’s business success.  Document goals and progress, with the aid of an Individual Development Plan (presented to and approved by the manager), with appropriate personal commitment to increase knowledge, experience, and personal effectiveness by seeking, developing, and accepting assignments.  Biological Scientists at advanced grade levels are accountable for results that lead to lasting, significant improvements in BPA’s programs, which includes sharing their knowledge with others within BPA.

IV.
GUIDANCE


A.
Establishing Advanced Grade Level Biological Sciences Positions.



1.
Position Justification.  Advanced Grade Level Biological Sciences positions (GS-13 through GS-15) will be justified based on critical, current or emerging business requirements as determined by Corporate/Business Line Executives.




Decisions by executives on specific areas, where in-house technical/scientific expertise at the GS-13 to GS-15 level is needed, would be justified based on criteria including the following:




a.
Importance of the area of technical/scientific expertise in the protection/mitigation of natural resources within BPA’s scope and responsibilities.




b.
Importance of the area of technical/scientific expertise to improving 
business opportunities.




c.
Importance of the area of technical/scientific expertise to BPA’s customer and constituent services and relationships. 




d.
Importance of the area of technical/scientific expertise in addressing BPA’s public responsibilities.




e.
Importance of the area of technical/scientific expertise to the effective, efficient, and economic operation of hydroelectric systems and/or transmission facilities.




f.
Replacement of technical/scientific skills expected to be lost through attrition.




g.
Strategic objectives or business line needs that require having a leadership role in the particular technical/scientific area.



2.
Qualifying Factors.  Specialized expertise within the GS-400 Biological Sciences Occupational Group disciplines is required where it will satisfy at least one of the following factors:




a.
Minimize risks and/or deliver program innovations and solutions of significant benefit.




b.
Evaluate, develop, adapt, and apply new technology/science to BPA processes.




c.
Contribute to formulating broad technical/scientific policies.




d.
Aid BPA’s business and public benefit interests and concerns in the region and the industry.




e. 
Contribute to integration across program areas or between key Agency responsibilities/business needs.


B.
Promotion Criteria.  (Not an entitlement.)



1.
Individual Development Plans (IDPs).  Documented evidence is required that the steps outlined in a biological scientist’s IDP have been accomplished.



2.
Performance Appraisal.  Evidence of accomplishments relative to IDPs or other related work assignments will be presented by biological scientists for consideration during performance appraisals.



3.
Regulatory Requirements.  Regulatory requirements shall be met before advancement occurs.



4.
Supplemental Information.  Criticality of business need for technical/scientific expertise in specific areas will be determined by Corporate/Business Line Executives, which impacts promotions to GS-13 or above.  The amount of workload in each specialty area of technical/scientific expertise will also be assessed.



5.
Ranking Criteria.  For biological scientists to advance to higher grades, in needed areas of technical/scientific expertise, they shall have demonstrated a combination of knowledge, experience, and professional recognition directly related to the specific specialty area.  This experience may have been acquired through a combination of formal training, work experience and/or involvement in closely related inter-governmental, inter-utility, industry, or professional society activities.  The following are examples that would be clear indicators of the type of experience that demonstrates appropriate technical/scientific proficiency.  These indicators fall in the broad categories of specialized knowledge, technical direction, project/program/policy management and oversight, technical application, and professional recognition.  Other comparably challenging work experience may be considered.



a.
Promotion of GS-12 biological scientists to GS-13, in areas of needed Biological Sciences expertise, may include consideration of the following criteria or other comparably challenging work experience:

(1)
Specialized Knowledge:  Successful completion of college level or equivalent courses in the area of technical/scientific specialization and the application of this knowledge to BPA’s business needs.

(2)
Technical Direction:  Develops and communicates technical/scientific information in area of specialization such as contract specifications, statements of work or standards or procedures used BPA-wide, or the writing and/or presentation of conference grade papers in area of technical/scientific specialization.

(3)
Project Management and Oversight:  Designs, manages, or performs and reports on individual and/or group of investigations, studies, or mitigation efforts in the area of specialization.

(4)
Technical Application:  Develops new, novel applications of technology that significantly improve work processes, or provides solutions that reduce costs or improve productivity for long-standing or significant problems.

(5)
Professional Recognition:  Active participation in professional society committees or inter-governmental or peer group committees or regional workgroups in the area of specialization.




b.
Promotion of GS-13 biological scientists to GS-14, in areas of needed Biological Sciences expertise, may include consideration of the prerequisites for GS-13 plus the following criteria or other comparably challenging work experience:


(1)
Specialized Knowledge:  Routinely conveys to others specialized technical information/expertise relating to BPA business needs (e.g., taught technical courses at the college comprehension level, or taught equivalent technical level classes to others, or made technical presentations to inter-utility groups, professional society groups or BPA in-house peer groups) in the area of technical specialization.

(2)
Technical Direction:  Serves as an advisor to others on research and development projects in the area of specialization with direct application to the business needs of the organization.

(3)
Program Management and Oversight:  Designs, manages, or performs and reports on program area investigations, studies or mitigation efforts in the area of specialization (i.e., program area management responsibilities).

(4)
Technical Application:  Assist in the development of new or revised regional/national standards which significantly contributes to BPA’s mission, or significant work of BPA-wide importance.

(5)
Professional Recognition:  Held position(s) with leadership responsibility in professional societies, inter-agency, inter-utility committees, or peer group committees related to areas of specialization.




c.
Promotion of GS-14 biological scientists to GS-15, in areas of needed Biological Sciences expertise, may include consideration of the prerequisites for GS-14 plus the following criteria or other comparably challenging work experience:


(1)
Specialized Knowledge:  Peer recognition as a “world-class” expert in an area of technology of critical regional/national importance, or demonstrates ability to transfer knowledge to provide unique significant contributions to BPA, the utility industry, or constituents.

(2)
Technical Direction:  Technical leadership of inter-utility or stakeholder projects to develop new or updated national/regional standards, or developments that lead to new, unique solutions to major utility related or public responsibility related issues.

(3)
Policy Development and Oversight:  Develops and recommends policy, applying scientific/technical expertise, effecting short range business implications and/or changing BPA’s strategic business direction.

(4)
Technical Application:  Contributes significantly on issues of great complexity and dollar impact affecting the business mission of the agency in the area of specialization on a regional/national level of importance.





(5)
Professional Recognition:  Advisor to National Boards, Foundations, Commissions, or Academies.

V.
REVIEW AND REVISE


Corporate/Business Line Executives will assure a review is conducted biennially to determine the need for continuing existing positions or for adding new positions.


Corporate and Business Line Executives will also reassess funding required to support the TCP program for the Biological Sciences Occupational Group on an annual basis.

Veronica L. Williams

Manager, Human Resources

ATTACHMENT 5 – DATED JUNE 24, 1998

APPENDIX TO PERSONNEL LETTER NO. 511-07 

GS-510 ACCOUNTANT SERIES

SUBJECT:
Technical Career Path (TCP) Development and Staffing Program for Accountants

I.
PURPOSE


To implement a TCP Development and Staffing program that provides career advancement opportunities to higher grade levels (GS-13 through GS-14) for all professional employees in the GS-510 Accountant Occupational Series consistent with business needs.  This appendix establishes program criteria where current or anticipated new business requirements dictate in-house expertise at the higher grade levels is needed, and where individual employees have the knowledge, skill, ability, and competency to perform at those levels.  TCP positions at the GS-15 grade level are not contemplated.


Opportunities for advanced grade levels provide incentive for Accountants to develop the unique skills needed in a highly sophisticated and complex business.  These positions will provide BPA with appropriate in-house skills for significant impact and a competitive advantage in the electric utility marketplace.  The attainable grade level of a career path position is determined by application of classification standards, taking into account the impact of the duties on achieving strategic business objectives and the expertise of the Accountant(s) involved in them.

II.
COVERAGE


This appendix covers all professional employees in the GS-510 Accountant Series.  Guidance provided is intended to assure consistent application of the TCP.

III.
RESPONSIBILITIES


A.
Human Resources (HR).  HR provides guidance and advice for implementing a consistent, equitable TCP across Business Lines/Tier I organizations for all employees in professional GS-510 Accountant positions at BPA.  Human Resources will provide HR technical direction and assistance to all ranking panels, supervisors/managers and executive management, and will effect resulting personnel actions consistent with regulatory criteria and the provisions of this program.


B.
Ranking Panel.  A ranking panel of subject matter experts (with Accountant backgrounds), at the same or higher grade of the Accountant being considered for promotion, will evaluate candidates for proper qualifications, skills, and knowledge for the position(s) under consideration.  The panel is established collaboratively by the assigned Human Resources Specialist and line management.


C.
Executive Management.  Assesses, based on current and emerging business opportunities, needs for in-house specialized Accountant skills and identifies areas of corporate and business line accounting analysis and expertise that are opportunities for Accountants to advance their education and capabilities where those skills are essential to business success.  To the extent feasible, executives will provide funding required for business related developmental training and participation in external professional organizations.


D.
Managers.  Managers will develop opportunities for Accountant employees to enhance their skills and grow professionally through work assignments and career mentoring in needed specialized areas of corporate and business line accounting analysis, systems, and theory.


E.
Employees.  Initiate personal growth, with the aid of an Individual Development Plan (presented to and approved by the manager), into identified, needed specialized areas of corporate and business line accounting analysis and systems that are of high value to BPA’s business success with appropriate personal commitment to increase knowledge and experience by seeking, developing, and accepting assignments.  Accountants at advanced grade levels are accountable for results that improve BPA’s market position, which includes sharing their knowledge with others within BPA.

IV.
GUIDANCE


A.
Establishing Advanced Grade Level Accountant Positions.



1.
Position Justification.  Advanced grade level Accountant positions (GS-13 through GS-14) will be justified based on critical, current or emerging business requirements as determined by the Chief Financial Officer (CFO).




Decisions by executives on specific areas, where in-house technical expertise at the GS-13 to GS-14 level is needed, would be justified based on criteria including the following: 




a.
Protection of substantial investment of capital resources in a particular area of work and/or technology.




b.
Importance of the specialty area for improving business opportunities.




c.
Importance of the area of analysis to improving reliability or quality of service to customers.




d.
Provide accounting advisory and consultative advice to other experts, which affects their work and may directly impact the delivery of critical mission activities and/or services.




e.
Replacement of technical/analytical and systems skills expected to be lost through attrition.




f.
Strategic objectives or business line and corporate targets that require having an industry leadership role in the particular specialty area, taking into account relevant expertise.



2.
Qualifying Factors.  Specialized expertise within the broad GS-510 Accountant Series disciplines is required where it will satisfy at least one of the following factors:




a.
Minimize risks and/or deliver program innovations and solutions of significant benefit.




b.
Evaluate, develop, adapt, and implement new methods to BPA processes.




c.
Contribute to formulating and implementing broad economic policies.




d.
Aid BPA’s business interests and concerns in the region and the industry.


B.
Promotion Criteria.  (Not an entitlement.)



1.
Individual Development Plans (IDPs).  Documented evidence is required that the steps outlined in an Accountant’s IDP have been accomplished and increased their expertise in the specialty area.



2.
Performance Appraisal.  Accountants will present evidence of accomplishments relative to IDPs or other related work assignments for consideration during performance appraisals.



3.
Regulatory Requirements. Regulatory requirements shall be met before advancement occurs.



4.
Supplemental Information.  Criticality of business need for expertise in specific areas of technology will be determined by Corporate or Business Line Executives, which impacts promotions to GS-13 or above.  The amount of workload in each specialty area of technology will also be assessed by Corporate or Business Line Executives.



5.
Ranking Criteria.  For Accountants to advance to higher grades, in needed areas of specialization, they shall have first accumulated appropriate experience directly related to the specific area.  This experience may have been acquired through a combination of formal training, work experience, involvement in closely related inter-agency, inter-utility, industry, or professional society activities.



The following are examples that would be clear indicators of the type of experience that demonstrate appropriate technical proficiency.  (Other comparable challenging work experience may be considered by the ranking panel.)



1.
Promotion of GS-12 Accountants to GS-13, in areas of needed accounting expertise, may include consideration of the following criteria or other comparably challenging work experience:




a.
Complete understanding of Generally Accepted Accounting Principles (GAAP), FERC accounting, and general business system requirements;




b.
Ability to independently plan and manage a major project that will provide information critical to the development or support of agency policy or projects;




c.
Ability to plan and carry out project assignments, which include resolving most problems, coordinating work with others, interpreting policy in terms of established objectives, determining approach to be taken, and the methods and techniques to be employed;




d.
Skill in developing analytical tools for new products;




e.
Experience in the creation and analysis of databases to support accounting analysis requiring strong analytical and quantitative skills as well as knowledge and experience with computerized business information systems;




f.
Ability to present research findings and recommendations, both orally and in clear, well organized reports;




g.
Active participation and membership in professional society committees or inter-utility or peer group (BPA in-house) committees in the area of specialization;




h.
The ability to identify and evaluate sources of data and offer proposals for new data collection programs;




i.
The ability to plan and coordinate the collection of accounting data necessary to conduct analytical cost and revenue studies; and




j.
The ability to develop and apply alternative methodologies of data gathering techniques used in compiling information to conduct accounting research.



2.
Promotion of GS-13 Accountants to GS-14, in areas of needed accounting or accounting systems expertise, may include consideration of the prerequisites for GS-13 and consideration of the following criteria or other comparably challenging work experience:




a.
Taught professional courses at the college comprehension level, or taught equivalent level classes to others or professional presentations to inter-utility groups, professional society groups, or BPA in-house peer groups in the area of specialization.




b.
Held position(s) with leadership responsibility in professional societies, inter-agency or inter-utility accounting committees, or actively participated in peer group committees related to areas of specialization.




c.
Provide management with accurate, meaningful, and properly evaluated information with which to determine policy and develop proposals, which may have major impact in the industry.




d.
Serve as technical advisor on research and development projects for others in the area of specialization with direct application to the business needs of the organization.




e.
Consult with executives and other staff members in order to integrate related activities associated with an economic problem or project.




f.
Project Manager(s) responsible for overseeing the completion of a project/study.  Responsible for the review and evaluation of programs and activities in terms of costs and benefits including the identification, development, and analysis of economic alternatives and/or cost benefit relationships with existing or proposed projects or policy choices.

V.
REVIEW AND REVISE


The CFO will assure a review is conducted biennially to determine the need for continuing those positions or for adding new positions.


The CFO will also reassess funding required to support the Accountant TCP program on an annual basis.

Veronica L. Williams

Manager, Human Resources

ATTACHMENT 6 – DATED AUGUST 13, 1998

APPENDIX TO PERSONNEL LETTER NO. 511-07 

PROFESSIONAL OCCUPATIONAL SERIES

SUBJECT:
Technical Career Path (TCP) Development and Staffing Program for All Employees in the Professional Occupational Series Not Individually Covered by Other Appendices

I.
PURPOSE


To implement a TCP Development and Staffing program that provides career advancement opportunities to higher grade levels (GS-13 through GS-15) for all employees in the Professional Occupational Series, consistent with business needs.  This appendix establishes program criteria where current or anticipated new business requirements dictate in-house expertise at the higher grade levels is needed, and where individual employees have the knowledge, skill, ability, and competency to perform at those levels. 


Opportunities for advanced grade levels provide incentive for professionals to develop the unique skills needed in a highly sophisticated and complex business.  These positions will provide BPA with appropriate in-house skills for significant impact and a competitive advantage in the electric utility marketplace.  The attainable grade level of a career path position is determined by application of classification standards, taking into account the impact of the duties on achieving strategic business objectives and the expertise of the professional(s) involved in them.

II.
COVERAGE


This appendix covers all employees in the Professional Series GS-13 through GS-15 not found in another appendix.  Guidance provided is intended to assure consistent application of the TCP. 

III.
RESPONSIBILITIES


A.
Human Resources (HR).  HR provides guidance and advice for implementing a consistent, equitable TCP for all employees in professional positions at BPA.  Human Resources will provide HR technical direction and assistance to managers and executives and will effect resulting personnel actions consistent with regulatory criteria and the existence of this program.


B.
Ranking Panel.  A ranking panel of at least 3 subject matter experts (with appropriate professional backgrounds), at the same or higher grade (or who otherwise possess needed professional qualifications) of the employees being considered for promotion, will evaluate candidates for proper qualifications, skills, and knowledge for the position(s) under consideration.  The supervisor or manager of the position or employee to be considered by a panel may not be a member of that panel.  The panel is established collaboratively by the assigned Human Resources Specialist and executive management.


C.
Executive Management.  Assesses, based on current and emerging business opportunities, needs for in-house specialized professional skills and identifies areas of Business Line/Corporate work that are opportunities for professionals to advance their education and capabilities where those skills are essential to business success.  To the extent feasible, executives will provide funding required for business related developmental training and participation in external professional organizations.  Executive Management is responsible for the management and operation of this program.  Executive Management will ensure program coordination across Business Line/Corporate/Tier 1 organizations and establishes new specialty areas for advanced grade level positions.  Executive Management from the Business Line or Corporate group will be responsible for collaborating with Human Resources to establish a ranking panel.


D.
Managers.  Managers will identify opportunities for professionals to enhance their skills and grow professionally through work assignments, training, and career mentoring in needed specialized areas of Business Line/Corporate work and technology.


E.
Employees.  Initiate professional growth in needed areas of high value to BPA’s business success with appropriate personal commitment to increase knowledge and experience by seeking, developing, and accepting assignments.

IV.
GUIDANCE


The following are suggestions, not requirements.  They are checklists of factors that may be reviewed for ideas whenever a supervisor is considering either:


•
Creation of a TCP position; or

•
Changing the grade level of a TCP position or of an occupant of a TCP position.


A.
Creation of TCP Positions:



1.
Position Justification.  Advanced Grade Level professional positions (GS-13 through GS-15) will be justified based on critical, current or emerging business requirements as determined by Business Line/Corporate Executives.




Decisions by executives on specific areas, where in-house professional expertise at the GS-13 to GS-15 level is needed, would be justified based on criteria including the following:




a.
Importance of the area of professional expertise to the work of the Business Line/Corporate, within BPA’s scope and responsibilities.




b.
Importance of the area of professional expertise to improving business opportunities.




c.
Importance of the area of professional expertise to BPA’s customer and constituent services and relationships. 




d.
Importance of the area of professional expertise in addressing BPA’s public responsibilities.




e.
Importance of the area of professional expertise to the effective, efficient, and economic operation of hydroelectric systems, transmission facilities, and/or ancillary business services.




f.
Replacement of professional skills expected to be lost through attrition.




g.
Strategic objectives or Business Line/Corporate needs that require having a leadership role in the particular professional area.



2.
Qualifying Factors.  Expertise within the specific Professional disciplines is required where it will satisfy at least one of the following factors or otherwise satisfy Bonneville’s business needs:




a.
Minimize risks and/or deliver program innovations and solutions of significant benefit.





b.
Evaluate, develop, adapt, and apply professional methods that improve BPA processes.




c.
Contribute to formulating professional policies.




d.
Aid BPA’s business and public benefit interests and concerns in the region and the industry.




e. 
Contribute to integration across program areas or between key Agency responsibilities/business needs.


B.
Changing the TCP Grade Level.



1.
Professional Development.  Professional employees are responsible for their own professional development, which may be planned through the use of an Individual Development Plan.  Professional development may include formal training, developmental job assignments, and mentoring.



2.
Performance Appraisal.  Evidence of accomplishments relative to professional development (see paragraph IV. B1 above) or other related work assignments will be presented by professionals in specified field for consideration during performance appraisals.



3.
Regulatory Requirements.  Regulatory requirements shall be met before advancement occurs.



4.
Supplemental Information.  Criticality of business need for professional expertise in specific areas will be determined by Business Line/Corporate Executives, which impacts promotions to GS-13 or above.  The workload level should also support creation of a professional TCP position.



5.
Ranking Criteria. Professional employees shall have demonstrated a combination of knowledge, experience, and professional recognition directly related to the specific specialty area, to advance to higher grades in needed areas of professional expertise.  This experience may have been acquired through a combination of formal training, work experience and/or involvement in closely related inter-governmental, inter-utility, industry, or professional society activities.  The following are examples that would be clear indicators of the type of experience that demonstrates appropriate professional proficiency.  These indicators fall in the broad categories of specialized knowledge, professional direction, project/program/ policy management and oversight, professional application, and professional recognition.  Other comparably challenging work experience may be considered.  These ranking criteria may assist the ranking panel in reviewing TCP candidates, and provide general guidance in distinguishing between grade levels, however, they are not a substitute for OPM Standards.




a.
Professional employee promotion to GS-13 may include consideration of the following criteria or other comparably challenging work experience:





(1)
Specialized Knowledge:  Successful completion of college level or equivalent courses in the area of professional specialization and the application of this knowledge to BPA’s business needs.





(2)
Professional Direction:  Develops and communicates professional information in area of specialization such as contract specifications, statements of work or standards or procedures used BPA-wide, or the writing and/or presentation of conference grade papers in area of professional specialization.





(3)
Project Management and Oversight:  Designs, manages, or performs and reports on individual and/or group of investigations, studies, or mitigation efforts in the area of specialization.





(4)
Professional Application:  Initiates, develops and applies professional methods that significantly improve work processes, or provides solutions that reduce costs or improve productivity for long-standing or significant problems.





(5)
Professional Recognition:  Active participation in professional society committees or inter-governmental or peer group committees or regional workgroups in the area of specialization.




b.
Professional employee promotions to GS-14 may include GS-13 criteria plus the following criteria or other comparably challenging work experience:






(1)
Specialized Knowledge:  Routinely conveys to others specialized professional information/expertise relating to BPA business needs e.g., taught professional courses at the college comprehension level, or taught equivalent professional level classes to others or made professional presentations to inter-utility groups, professional society groups or BPA in-house peer groups in the area of professional specialization;





(2)
Professional Direction:  Serves as an advisor to others on research and development projects in the area of specialization with direct application to the business needs of the organization;





(3)
Program Management and Oversight:  Designs, manages, or performs and reports on program area investigations, studies or mitigation efforts in the area of specialization (i.e., program area management responsibilities);





(4)
Professional Application:  Assist in the development of new or revised regional/national standards which significantly contributes to BPA’s mission, or significant work of BPA-wide importance; and





(5)
Professional Recognition:  Held position(s) with leadership responsibility in professional societies, inter-agency, inter-utility  committees, or peer group committees related to areas of specialization.




c.
Professional employee promotions to GS-15 may include GS-14 criteria plus the following criteria or other comparably challenging work experience:





(1)
Specialized Knowledge:  Peer recognition as a “world-class” expert in an area of professional knowledge of critical regional/national importance, or demonstrates ability to transfer knowledge to provide unique significant contributions to BPA, the utility industry, or constituents;





(2)
Professional Direction:  Professional leadership of inter-utility or stakeholder projects to develop new or updated national/regional standards, or developments that lead to new, unique solutions to major utility related or public responsibility related issues;





(3)
Policy Development and Oversight:  Develops and recommends policy, applying professional expertise, effecting short range business implications and/or changing BPA’s strategic business direction;





(4)
Professional Application:  Contributes significantly on issues of great complexity and dollar impact affecting the business mission of the agency in the area of specialization on a regional/national level of importance.





(5)
Professional Recognition:  Advisor to National Boards, Foundations, Commissions, or Academies.

V.
REVIEW AND REVISE


Business Line/Corporate Executives will assure a review is conducted biennially to determine the need for continuing existing positions or for adding new positions.


Business Line/Corporate Executives will also reassess funding required to support the TCP program for the Professional Occupational Series on an annual basis.

Veronica L. Williams

Manager, Human Resources
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