Department of Energy

Bonneville Power Administration
P.O. Box 3621
Portland, Oregon 97208-3621

FREEDOM OF INFORMATION ACT PROGRAM

July 16, 2015
In reply refer to: FOIA #BPA-2015-01557-F

Mark Messer

(0)(6)

Mr. Messer:

We have received your request for records under the Freedom of Information Act (5 U.S.C. §
552). Thank you for your interest in the Bonneville Power Administration (BPA). Your request
was received in this office on July 6, 2015, and has been assigned control number
BPA-2015-01557-F. Please use this number in any correspondence with the agency about your
request.

You requested:

..."a complete copy of BPA's MD 715-01 Report that was filed with the EEOC that covered the
Fiscal Year ending September 30, 2014.”

We have reviewed your request and have determined that it addresses all of the criteria of a
proper request under the FOIA, DOE, and BP A regulation that implements the FOIA at Title
10, Code of Federal Regulations, Part 1004,

Final response:
BPA is releasing the requested document in its entirety on the enclosed CD.

Pursuant to Department of Energy FOIA regulations at 10 C.F.R. § 1004.8, you may
administratively appeal this response in writing within 30 calendar days. If you choose to
appeal, please include the following:

(1)The nature of your appeal - denial of records, partial denial of records, adequacy of
search, or denial of fee waiver;

(2)Any legal authorities relied upon to support the appeal; and

(3)A copy of the determination letter.



Clearly mark both your letter and envelope with the words “FOIA Appeal,” and direct it
to the following address:
Director, Office of Hearings and Appeals
Department of Energy
1000 Independence Avenue SW

Washington DC 20585-1615
There are no fees associated with this request.
Thank you for your interest in the Bonneville Power Administration. I appreciate the
opportunity to assist you. If you have any questions about this letter, please contact Kim
Winn, Case Coordinator, at 503-230-5273.
Sincerely,
A
e \J N - e

C. M. Frost
Freedom of Information/Privacy Act Officer

Enclosure: CD



EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PARTA-D EEO PROGRAM STATUS REPORT
For period covering October 1, 2013, to September 30, 2014.
PART A 1. Agency 1. U.S. Department Of Energy
Department
or Agency 1.a. 2" jevel reporting component Bonneville Power Administration
Identifying
Information a ,
1.b. 3" level reporting component
1.c. 4" level reporting component
2. Address 2. 905 NE 11™ Avenue
3. City, State, Zip Code 3. Portland, OR 97232
4. CPDF Code | 5. FIPS code(s) 4. DN82 5.
PART B 1. Enter total number of permanent full-time and part-time employees 1. 2,859
Total
Employment 2. Enter total number of temporary employees 2. 29
3. Enter total number employees paid from non-appropriated funds 3. 0
4. TOTAL EMPLOYMENT (add lines B 1 through 3] 4. 2,888
PART C 1. Head of Agency 1. Elliot E. Mainzer
Agency Official Title Administrator and Chief Executive Officer
Official(s)
Responsible 2. Agency Head Designee 2. Godfrey C. Beckett, Manager
For ?éeErgght Civil Rights and Equal Employment Opportunity, GM-340-15
o
Program(s)

3. Principal EEQ Director/Official
Official Title/series/grade

3. Godfrey C. Beckett, Manager
Civil Rights and Equal Employment Opportunity, GM-340-15

4. Title VII Affirmative EEO
Program Official

4. Godfrey C. Beckett, Manager
Civil Rights and Equal Employment Opportunity, GM-340-15

5. Section 501 Affirmative Action
Program Official

5. Godfrey C. Beckett, Manager
Civil Rights and Equal Employment Opportunity, GM-340-15

6. Complaint Processing Program
Manager

6. Judy L. Rush
EEO Specialist, GS-260-13

7. Other Responsible EEO Staff

Anthony Jackson, EEO Specialist, Lead EEO Counselor and
Alternative Dispute Resolution Coordinator, GS-260-13

Lidia R. Somilleda, EEO Specialist, Hispanic Employment and
People with Disabilities Program Manager, GS-260-12

Judy L. Rush, EEO Specialist and Federal Women’s Program
Manager, GS-260-13
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715-01 FEDERAL AGENCY ANNUAL
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U.S. Department of Energy, Bonnevilie Power For period covering October 1, 2013, to September 30, 2014,

Administration

EXECUTIVE SUMMARY

About BPA

The Bonneville Power Administration (BPA) is a federal nonprofit agency based in the Pacific Northwest. Although BPA is part of the
U.S. Department of Energy. it is self-funded and covers its costs by selling its products and services. BPA markets wholesale electrical
power from 31 federal hydro projects in the Columbia River Basin, one nonfederal nuclear plant and several other small nonfederal
power plants. The dams are operated by the U.S. Army Corps of Engineers and the Bureau of Reclamation. About one-third of the
electric power used in the Northwest comes from BPA.

BPA also operates and maintains about three-fourths of the high-voltage transmission in its service territory. BPA's service territory
includes: Idaho, Oregon, Washington, western Montana and small parts of eastern Montana, California, Nevada. Utah, and Wyoming.

BPA promotes energy efficiency. renewable resources and new technologies that improve its ability to deliver on its mission. BPA also
funds regional efforts to protect and enhance fish and wildlife popuiations affected by hydropower development in the Columbia River
Basin.

BPA is committed to public service and seeks to make its decisions in a manner that provides opportunities for input from stakehoiders.
In its vision statement, BPA dedicates itself to providing high system reliability, low rates consistent with sound business principles.
environmental stewardship and accountability.

Mission

BPA’s mission as a public service organization is to create and deliver the best value for our customers and constituents as we act in
concert with others to assure the Pacific Northwest:
®  An adequate, efficient, economical and reliable power supply;

® A transmission system that is adequate to the task of integrating and transmitting power from federal and non-federal generating
units, providing service to BPA's customers, providing interregional interconnections, and maintaining electricat
reliability and stability; and

e  Mitigation of the Federal Columbia River Power System's impacts on fish and wildlife.

BPA is committed to cost-based rates. and public and regional preference in its marketing of power. BPA will set its rates as low as
possible, consistent with sound business principles and the full recovery of all of its costs, including timely repayment of the federal
investment in the system.

Vision

BPA wili be an engine of the Northwest's economic prosperity and environmental sustainability. BPA's actions advance a Northwest
power system that is a national leader in providing:

High refiability;

tow rates consistent with sound business principles;
Responsible environmental stewardship; and
Accountability to the region.

We deliver on these public responsibitities through a commercially successful business.




Core Values

Safety
We value safety in everything we do. Together. our actions result in people being safe each day. every day. At work. at home and at

play. we all contribute to a safe community for ourselves and others.
Together and individually, we demonstrate our commitment by:

Taking the time to do our work safely

Taking actions to prevent and eliminate hazards

Speaking up when we see an unsafe situation and

Incorporating safety into everything we do. including how we define success

Trustworthy Stewardship

As stewards of the Federal Columbia River Power System (FCRPS), we are entrusted with the responsibility to manage resources of
great value for the benefit of others. We are trusted when others believe in and are willing to rely upon our integrity and ability. To be
worthy of trust we must:

Consistently adhere to the highest ethical and professional standards

Obtain the greatest value from the FCRPS for the people of the region

Collaborate with those we serve as we make our decisions

Communicate clearly, forthrightly and fully

Hold ourselves accountable for perfformance on our commitments by aligning our words and actions

Collaborative Relationships

Trustworthiness grows out of a collaborative approach to relationships. internally we must collaborate across organizational lines to
maximize the value we bring to the region. Externally we work with many stakeholders who have confiicting needs and interests.
Through collaboration we discover and implement the best possible fong-term solutions. This approach of creating together requires:

e  Taking time to listen and understand each other's viewpoints. issues. and concerns
° Searching respectfully for mutually beneficial solutions
o Sharing and explaining decisions in a timely fashion

Operational Excellence
Operational excellence is a cornerstone of delivering on the four pillars of our strategic objectives (system reliability. low rates,
environmental stewardship and regional accountability) and will place us among the best electric utilities in the nation. Operational

excellence requires:

. Continual review and improvement of standardized systems. processes and controls

U Measurement of our accomplishments against clearly-defined and benchmarked performance standards
. investment in our people

° Focus on ease of doing business with customers and with each other

BPA’s Equai Employment Opportunity and Civil Rights Vision and Mission

Vision:

Support Bonneville Power Administration’s business success by promoting diverse. productive and professional relationships within
BPA's workforce

Mission:

Maintain a continuing affirmative program to promote equal opportunity and to identify and eliminate discriminatory practices and
policies.




BPA’s Strategic Objectives

Strategic objectives are the major, long-term outcomes we pursue across our entire business to fulfill BPA’s mission and vision. The
overall purpose of our strategic objectives is to uphold the “four pillars” of our vision for the Northwest power and transmission system:
System reliability, low rates, environmental stewardship and regional accountability. Our objectives are organized into four
interdependent dimensions or "balanced scorecard” perspectives: Stakeholder, Financial, internat Operations and People & Culture.
These four perspectives are used to help gauge our health and progress across all dimensions of our business and organization in a

balanced way.

BPA’s FY 2013 - 2017 People and Culture Strategic Business Objectives:

1.
2

High Performance (P1) — We excel with clear performance and expectations to deliver the mission.
Right Composition and Size (P2) — Our workforce is diverse and of the right composition to flexibly adjust to evolving business

needs.
Right Skills & Competencies (P3) - We develop skills and competencies needed to meet current and future business challenges.

Positive Work Environment (P4) — We demonstrate safety, accountability and high engagement while modeling the agency core
values.

BPA’s Diversity Strategy consists of three Diversity Strategic Objectives which align with BPA’s business objectives noted
above:

1.

2.

Demonstrate Diversity Leadership — BPA’'s Leadership models the diversity vision and are held accountable for achieving results
against agency diversity goals and objectives (DSO1; P1)
Acquire, Retain and Sustain a talented, diverse workforce — BPA will have a workforce that is representative of the diverse

community it serves (DS0O2, P2, P3)
Create a Positive Work Environment (SDO #3) that fosters coilaboration and diverse perspectives — BPA will have an intercuitural

competent workforce and a work environment that is respectful, inclusive and welcoming (SDO3, P1, P2, P3, P4)




Bonneville Power Administration’s Annual Self-Assessment

Federal agencies have an ongoing obligation to eliminate barriers that impede free and open competition in the workplace and prevent
individuals of any racial or national origin group or either sex from realizing their full potential. As part of this on-going obligation.
agencies must conduct a self-assessment on at least an annual basis to monitor progress and identify areas where barriers may
operate to exclude certain groups.

Essential elements of model Title VIl and Rehabilitation Act programs

° Demonstrated commitment from agency leadership

L Integration of EEO into the agency's strategic mission
° Management and program accountability

° Proactive prevention of unlawful discrimination

. Efficiency

° Responsiveness and legal compliance

Results of BPA's Self-Assessment against MD-715 “Essential Elements”

Essential Element A: Demonstrated Commitment from Agency Leadership
Requires the Agency leadership to issue written policy statements expressing commitment to Equal Employment Opportunity (EEQ)
and a workplace free of discriminatory harassment.

BPA'’s Essential Element A Results:

. EEO Policy statements are up-to-date

. EEO Policy statements have been communicated to all employees

D BPA's EEO and Non-Discrimination Policy is vigorously enforced by Management

On February 20, 2014, at 9 a.m_, Elliot Mainzer took the oath of office as the 15" Administrator and Chief Executive Office of the
Bonneville Power Administration (BPA) On April 6. 2014. he issued the Equal Employment Opportunity (EEO). Harassment and
Retaliation Policy to all employees.

All of the Secretary of Energy's EEO policy statements apply to BPA employees as well The policies are distributed directly to all BPA
employees by email from DOE and are also placed on the BPA Civil Rights and EEO internal and external EEQ websites for future
reference.

Mr. Mainzer has continued to issue weekly updates to all employees to inform employees of important issues and reminders that
discrimination, harassment and retaliation will not be tolerated at BPA. Availabie upon request.

In January 2014, the Acting Deputy Administrator tasked the Ombudsman to create a team to address workplace concerns. That team
is named the Positive Work Environment Team and was chartered in April 2014. A third quarter Report was provided to the front office
in August 2014 providing trends, hot spots and recommendations.

In February 2014. the CEO/Administrator tasked BPA's Acting Chief Compliance Officer to conduct an audit of BPA's Employee
Concerns Channels. The channels and processes reviewed were Ombudsman. EAP. Informal EEO Counseling. Formal EEO
Complaints, BPA Hotline and Empioyee Relations (management resource). A fourth quarter Report was developed and delivered to the
Front Office

Essential Element B: Integration of EEO into the Agency’s Strategic Mission
Requires BPA's EEQ and Civil Rights programs to be organized and structured to maintain a workplace that is free from discrimination
in any of the agency's policies. procedures or practices. and support the agency's strategic mission

BPA’s Essential Element B Results:

. The reporting structure for the EEO Program provides the Civil Rights and EEO Manager with appropriate authority and resources
to effectively carry out a successful EEQ program.

. The Civil Rights and EEO Manager and other EEO Specialists responsible for EEO programs have regular and effective means of
informing the Administrator and senior management offices of the status of the EEQ Programs and are involved in, and consulted
on, management/personnel actions.

. BPA has committed sufficient staff. resources. and budget allocations to its EEO programs to ensure successful operation.

There are five EEO Specialists: one specialist is the People with Disabilities and Hispanic Employment Programs’ Coordinator, one
specialist is the Federal Women's and Formal Complaint Programs’' Manager and team lead for completion of the Annual EEO Program
Status Report. one specialist is the Lead EEO Counselor and Alternative Dispute Resolution Coordinator for BPA; one specialist is
assigned to conduct the intake for individuats contacting the EEO Office, one specialist is a part-time EEO Counselor and responsible
for maintaining the Civil Rights and EEQ internai and external website. During FY 2014, an Office Manager was hired which reduced
the amount of administrative work the EEO Specialists were doing and fr them up for their assignments.




Essential Element C: Management and Program Accountability
Requires the Agency Leadership to hold all managers, supervisors, and EEQ Officials responsible for the effective implementation of
the agency’'s EEQ Program.

BPA'’s Essential Element C Results:

. The Civii Rights and EEO Manager advises and provides appropriate assistance to managers/supervisors about the status of EEQ
Programs within their area of responsibility.

° The Civil Rights and EEO Manager and the Human Capital Management Director meet reguiarly to assess whether personnel
programs, policies, and procedures are in conformity with BPA's Model EEO Program, as well as Equal Employment Opportunity
Commission regulations and management directives. [See 29 CFR 1614 § 1614.102(b)(3).]

. When findings of discrimination are made, the agency determines the appropriateness of taking disciplinary action.

The Civil Rights and EEO Manager discussed EEO Programs with the Senior Vice President for Transmission Services, the Vice
President and Chief Information Officer and has held numerous informational discussions with other managers and supervisors during
the year. During FY 2014, the Options to Address Workplace Issues for Federal Employees was reviewed by the Department of Energy
and updated. It is available on the Civil Rights and EEO Office website along with all of the policies issued during FY 2014.

The Human Capital Management Officer and the EEO Director meet regularly to assess whether personnel programs, policies, and
procedures are in conformity with instructions contained in EEOC management directives.

BPA did not have any findings of discrimination in FY 2014.

Essential Element D: Proactive Prevention
Requires the Agency Leadership to make early efforts to prevent discrimination actions and eliminate barriers to equal employment
opportunity in the workplace.

BPA’s Essential Element D Results:
° Analyses to identify and remove unnecessary barriers to employment are conducted throughout the year.
® The use of Alternative Dispute Resolution (ADR) is encouraged by senior management.

BPA's Civil Rights and EEO Office continues to work closely with the Human Capital Management (HCM) HR Director and managers to
identify and remove unnecessary barriers to employment throughout the year. EEO workforce demographic profiles are provided to
hiring management on a quarterly basis through the HCM's Strategic Business Partners. The profiles include race, national origin, sex
and disability information.

BPA’s Talent Management Strategy remained the same in FY 2014. With collaboration across HCM, executives, and leaders
throughout the Agency. the Talent Management Strategy has been updated for 2013-2014. It outlines the approach BPA will take to
achieve its workforce objectives of Right Size and Composition. Right Skills and Competencies, and Positive Work Environment. The
strategy provides an updated overview of these three workforce objectives in the context of BPA's current strategic environment, an
outline of the risks the Agency faces in achieving those objectives, and an approach to mitigating the top risks over the next 5to 7
years. Through this strategy. the Agency will focus on implementing initiatives in three priority areas for 2013-2014:

o Drive High Performance
. Acquire Ready Talent
. Strengthen Internal Talent Bench

Essential Element E: Efficiency
Requires Agency Leadership to have an efficient and fair dispute resolution process and effective systems for evaluating the impact and
effectiveness of its EEO Programs.

BPA’s Essential Element E Results:

. BPA has sufficient staffing, funding. and authority to achieve the elimination of identified barriers.

. BPA has an effective complaint tracking and monitoring system in place to increase the effectiveness of the agency's EEOQ
Programs.

D BPA has sufficient staffing, funding, and authority to comply with the time frames in accordance with the EEOC (29 CFR § 1614)
regulations for processing EEO complaints of employment discrimination.

. There is an efficient and fair dispute resolution process and effective systems for evaluating the impact and effectiveness of the
agency’s EEO complaint processing program.

Essential Element F: Responsiveness and Legal Compliance
Requires Agency to be in full compliance with EEQ statutes and EEQC regulations, policy guidance and other written instructions.

BPA’s Essential Element F Resulits:

. BPA has a system of management control to ensure that the agency timely completes all ordered corrective actions and submits
its compliance report to EEOC within 30 days of completion.

. BPA has a system of management control to ensure that agency officials timely comply with any orders or directives issued by
EEOC Administrative Judges.

. BPA personnel are accountable for the timely completion of actions required to comply with orders of EEQC.







Rights. Nevertheless, in Part H of the next MD-715 report, we expect BPA to coordinate with DOE in creating a plan to submit this
report in a timely manner.

Action Taken: A review of EEOC's website at http://www.eeoc.gov/federal/directives/agencytist.cfm, Department or Agency List
with Second Level Reporting Components, indicates: Under the Instructions to Federal Agencies for MD-715, Second Level!
Reporting Components with 1,000 or more employees must submit EEOC FORM 715-01 to their headquarters for inclusion in the
agency-wide report and must also file a copy of the EEOC FORM 715-01 with the Commission. We noted that the FY 2011, Report
was certified on November 2, 2011, by DOE and BPA and missed the deadline by only two days.

in FY 2012, BPA submitted its MD-715 and annual No FEAR Act (462) reports directly into the EEOC’s FEDSEP Portal. BPA’s FY
2012 MD-715 Report was timely submitted with some of the data tables sent in hard-copy to EEOC-OFO after the fact as weil.

BPA’s FY 2013 Report was also timely submitted with some of the data missing because of the inability of the new recruitment system
to run the necessary reports. Also, in FY 2013, the Civil Rights and EEO Office had learned that HCM had created a new process by
which the MD-715 Reports are generated and published when we began gathering information for the FY 2013 MD-715 report.
However, this process did not deliver the required MD-715 reports and it did not provide other requested HCM reports. The contract with
this vendor was terminated. BPA moved to using USA Jobs in late 2014 for its remaining limited recruiting efforts for that fiscal year
since BPA was focusing on actions to regain its hiring authorities while simultaneously completing a reconstruction of 1,259 past hiring
actions by May 31, 2014. We are hopeful that in FY 2015, USA Jobs will be able to create the required MD-715 reports.




Workforce Analysis

In FY 2014, BPA's full-time federal workforce decreased by 123 from 3,011:in FY 2013 to 2,888; in FY 2014 with the majority taking
voluntary separations. In addition to its federal workforce, BPA relies on approximately 1,548 contractors (i.e., experts/consultants.
outsourced services, and supplemental labor) to support short-term project needs, fili skills gaps or meet peaks in workioad. BPA
purchases supplemental labor, currently 1,514 workers, for functions that can be considered fungible (e.g., administrative work) or
require specialized skills not readily available (e.g., engineering), with Information Technology (IT) typically purchasing the largest
amount.

BPA Total Workforce - Distribution by Race/Ethnicity and Sex (Table A1)
The following groups have participation rates above or equal to the Civilian Labor Force (CLF):
. White Males
. Asian Males
. American Indian or Alaska Native Males
. American Indian or Alaska Native Females
. Two or More Races Males
D Two or More Races Females

BPA Total Workforce ~ Distribution by Race/Ethnicity and Sex (Table A1)
The following groups have lower participation rates than the expected Civilian Labor Force (CLF) rates:
. Hispanic Males
. Hispanic Females
. White Females
o Black Males
. Black Females

BPA Total Workforce compared to the Civilian Labor Force (CLF) (Table A1)

Males
BPA: FY 2014 = 67.59% (1,952) an increase in percentage but a decrease i total number from FY 2013 = 66.22% (1.994)

FY 2010 CLF = 51.86%

Females
BPA: FY 2014 = 32.414% (836) a decrease from FY 2013 = 33.78% (1,017}
FY 2010 CLF =48.14%

Hispanic Males
BPA: FY 2014 = 2.22% (64) an increase in percentages from FY 2013 = 2.19%. but a decrease in total number (66)
FY 2010 CLF =5.17%

White Males
BPA: FY 2014 = 57.41% (1658) an increase from FY 2013 = 56.39%. but a decrease in total number (1.698)

FY 2010 CLF = 38.33%.

White Females
BPA: FY 2014 = 26.21% (757) a decrease from FY 2013 = 27.43% and a decrease in the total number (826)

FY 2010 CLF = 34.03%

Black Males
BPA: FY 2014 = 2.15% (62) a slight increase from FY 2013 = 2.09%, but a decrease in total number (63)

FY 2010 CLF = 5.49%.

Black Females
BPA: FY 2014 = 1.39% (40} which is no change in percentage from FY 2013, but a decrease in total number (42)

FY 2010 CLF = 6.53%.

Asian Males
BPA: FY 2014= 3.29% (95) an increase from FY 2013 both in percentage and number = 3.12% (94)
FY 2010 CLF =1.97%.

Native Hawaiian or other Pacific islander Males
BPA: FY 2014 = 0.28% (8) an increase from FY 2013 = 0.2% (6)
FY 2010 CLF = 0.07%.




Native Hawaiian or other Pacific Islander Females
BPA: FY 2014 = 0.10% (3) which was no change from FY 2013 0.10% (3)
FY 2010 CLF = 0.07%.

American Indian or Alaska Native Males
BPA FY 2014 = 0.93% (27) a slight decrease from FY 2013 0.96% (29) CLF:
FY 2010 CLF = 0.55%.

American Indian or Alaska Native Females
BPA: FY 2014 = 0.55% (16) a slight decrease from FY 2013 0.66% (20)
FY 2010 CLF = 0.53%.

Two or More Races Males
BPA: FY 2014 = 1.32% (38) an increase from FY 2013 1.26%. aithough the actual number of employees remained constant (38)

FY 2010 CLF = 0.26%.

Two or More Races Females
BPA: FY 2014 = 0.73% {(21) a decrease from FY 2013 0.80% (24)
FY 2010 CLF = 0.28%

Black or African American Males
Black or African American males have a lower participation rate in the Agency of 2.15% compared to the FY10 CLF of 5.49%.

The percentage of new hires of permanent African American males in FY 2014 of 1.15% is lower than the percentage of African
American males in the FY10 CLF of 5.49%.

The percentage of separations for African American males is 1.6% of the total population of employee separations for FY 2014. That
separation rate compares favorably to the percentage of African American males in the permanent workforce, which is of 2.15% for
FY 2014. 5.1% of African American males participate in the work force as Executive/Senior Level Officials and Managers. This
percentage compares favorably to the percentage of African American males in the permanent workforce, which is of 2.15% for

FY 2014.

African American males participate in the BPA workforce mainly as Professionals and Officials or Managers. While working as
Professionals, primarily in the Program Management occupation, the rate of participation is 3.08%. This percentage compares favorably
to the percentage of African American males in the permanent workforce, which is of 2.15% for FY 2014. African American males work
as Officials or Managers at a level of 1.77% of the BPA workforce. White males on the other hand. participate as Officials and
Managers at 61.1% of the time, although they comprise only §7.75% of the workforce.

Awards
There are disparities regarding the granting of awards to some groups:

Time-Off Awards
In both time-off award categories (1-9 hrs. and 9+ hrs.), the participation rates for Hispanic and African Americans were below their

participation rates in the Agency.

Cash Awards ($100 - $500)
Hispanic, African Americans, Asians, and American Indian/Alaska Native men received awards at rates below their participation rates in

the Agency workforce.

Cash Awards ($501+) no data available to make comparison
Hispanic, African Americans, Asians, and American indian/Alaska Natives received awards at rates below their participation rates in the

Agency workforce.

Quality Step Increases
Two or more races, Native Hawaiian females, and American Indian/Alaska Native males were the only groups that did not receive

quality step increases.

Targeted Disabilities

Employees with Targeted Disabilities had participation rates below their participation rates in the Agency workforce in the Cash Awards
($100 - $500) category. Employees with Targeted Disabilities had participation rates below their participation rates in the Agency
workforce in the Cash Awards ($501+) category. Employees with Targeted Disabilities did not receive Quality Step Increases or Time-

Off Awards (1-9 hrs.).

Hispanics

The Hispanic BPA workforce is at 3.74% and remains well below the CLF Hispanic workforce participation rate of 9.96%.
Hispanic Women are not represented in the following General Schedule Grades: GS-01 — GS-04, GS-06, GS-07 and GS-10.
Hispanic Men are not represented in the following General Schedule Grades: GS-01 — GS-03, GS-05 - GS-06, GS-08 and GS-15.
Hispanic Men are not represented in the Senior Executive Service.

The percentage of Hispanic permanent new hires of 5.82% is lower than the percentage of Hispanics in the CLF of 9.96%.
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Women
BPA participation rate for all women overall decreased slightly from 2013 of 33.78% to 32.41% which is still below the CLF of 48.16%.

In the Executive/Senior Level (Grade 15 and Above). Hispanic women represent 2.04% of the workforce. White women represent

27.55%. Black or African American women increased representation 2.04%. Asian women represent 1.02%. Native American or
Alaska Native women 1.02%. Native Hawaiian or Other Pacific Islanders and Women of two or more races are not represented in this

category.
In Mid-leve! (Grade 13-14), Women represent 29.49% of the workforce. Hispanic women represent 0.92%. White women represent

23.96%. Black or African American women represent 0.92%. Asian women represent 3.23%. Native Hawaiian or Other Pacific
Islander and American Indian or Alaska Native women are not represented in this category. Women of Two or more races represent

0.46%. Table A3, Occupational Categories.

Hispanic women are not represented in GS-01 - GS04, GS-06 - GS07 and GS-10

White women are not represented in GS-01 -~ GS-03

Black or African American women are not represented in GS-01 - GS-03 and GS-05 —~ GS-07

Asian women are not represented in GS-01 — GS-06, GS-08. GS-10 and Senior Executive Service

Native Hawaiian or other Pacific Islander Women are not represented in GS-01 — GS-10. GS-13, GS-15 and Senior Executive Service
American Indian or Alaska Native women are not represented in GS-01 - GS-06. GS-08. GS-10. GS -14 and Senior Executive Service

Women of two or more races are not represented in GS-01 — GS-08. GS-10 and Senior Executive Service




EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PARTF EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

1, Godfrey C. Beckett, Manager, Civil Rights and EEO, GM 340-15  am the

Principal EEO Director/Official for U.S Department of Energy/ Bonneville Power Administration

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential
elements as prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEO MD-715, a
further evaluation was conducted and, as appropriate, EEO Plans for attaining the Essential Elements of a Model EEO
Program, are included with this Federal Agency Annual EEO Program Status Report.

The agency has also analyzed its work force profiles and conducted barrier analyses aimed at detecting whether any
management or personnel policy, procedure or practice is operating to disadvantage any group based on race, national origin,
gender or disability. EEO Plans to Eliminate Identified Barriers, as appropriate, are included with this Federal Agency Annual
EEO Program Status Report.

lco ’ o sessment is in place and is being maintained for EEOC review upon reguest.
Si¢ Date

Certifies that this Federal Agency Annual EEO Program Status Report is in compliance with

EEO MD-715.

Signature of Agency Head or Agency Head Designee Date
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP

Requires the agency head to issue written policy statements ensuring a workplace free of discriminatory harassment
and a commitment to equal employment opportunity.

i . Measure For all unmet
) Compliance has been measures, provide a
Indicator met brief explanation in
the space below or
EEO policy statements are up-to-date. Yes | No complete and attach
- Measures an EEOC FORM 715-
01 PART H to the
agency's status
report
The Agency Head was installed on 2/20/14. The EEO policy statement was issued X
on 4/06/14.
Was the EEQO poiicy Statement issued within 6 - 9 months of the installation of the
Agency Head?
If no, provide an explanation
During the current Agency Head's tenure, has the EEO policy Statement been re- X
issued annually?
If no, provide an explanation.
Are new employees provided a copy of the EEO policy statement during orientation? X
When an employee is promoted into the supervisory ranks, is s/he provided a copy of X
the EEO policy statement?
. . Measure For all unmet
~Compliance has been measures, provide a
Indicator met brief explanation in
EEO policy statements have been communicated to all the space below or
emplovees Yes | No | complete and attach
Measures ployees. an EEOC FORM 715-
01 PART H to the
agency's status
report
Have the heads of subordinate reporting components communicated support of all N/A

agency EEQ policies through the ranks?

Has the agency made written materials available to all employees and applicants.
informing them of the variety of EEO programs and administrative and judicial
remedial procedures available to them?

Has the agency prominently posted such written materials in all personnel offices,
EEO offices, and on the agency's internal website? [see 29 CFR §1614.102(b)(5)]

14




w—p Compliance
Indicator

Agency EEO policy is vigorously enforced by agency
¥ Measures management.

Measure
has been
met

Yes No

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach
an EEOC FORM 715-
01 PART H to the
agency's status
report

Are managers and supervisors evaluated on their commitment to agency EEO
policies and principles, including their efforts to:

resolve problems/disagreements and other conflicts in their respective work
environments as they arise?

address concerns, whether perceived or real, raised by employees and
following-up with appropriate action to correct or eliminate tension in the
workplace?

support the agency's EEO program through allocation of mission personnel to
participate in community out-reach and recruitment programs with private
employers, public schools and universities?

ensure full cooperation of employees under his/her supervision with EEQ office
officials such as EEO Counselors, EEQ Investigators, etc.?

ensure a workpiace that is free from all forms of discrimination, harassment and
retaliation?

ensure that subordinate supervisors have effective managerial, communication
and interpersonal skills in order to supervise most effectively in a workpiace with
diverse employees and avoid disputes arising from ineffective communications?

ensure the provision of requested religious accommodations when such
accommodations do not cause an undue hardship?

ensure the provision of requested disability accommaodations to qualified
individuals with disabilities when such accommodations do not cause an undue
hardship?

Have all employees been informed about what behaviors are inappropriate in the
workplace and that this behavior may result in disciplinary actions?

Describe what means were utilized by the agency to inform its workforce about the
penalties for unacceptable behavior.

Have the procedures for reasonable accommodation for individuals with disabilities
been made readily available/accessible to all employees by disseminating such
procedures during orientation of new employees and by making such procedures
available on the World Wide Web or Internet?

Have managers and supervisor been trained on their responsibilities under the
procedures for reasonable accommodation?
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intervals to assess whether there are hidden impediments to the reatization of equality
of opportunity for any group(s) of employees or applicants?
[see 29 C.F.R. § 1614.102(b)(3)]

Is the EEO Director included in the agency's strategic planning, especially the
agency's human capital plan, regarding succession planning, training, etc., to ensure
that EEO concerns are integrated into the agency's strategic mission?

: . Measure For all unmet
In dicat%t:mpllance has been measures, provide
met a brief explanation
The agency has committed sufficient human resources in the space below
& and budget allocations to its EEO programs to ensure Yes No or complete and
Measures successful operation. attach an EEOC
FORM 715-01 PART
H to the agency's
status report
Does the EEO Director have the authority and funding to ensure imptementation of X
agency EEO action plans to improve EEO program efficiency and/or eliminate
identified barriers to the realization of equality of opportunity?
Are sufficient personnel resources allocated to the EEO Program to ensure that X
agency self-assessments and self-analyses prescribed by EEO MD-715 are
conducted annually and to maintain an effective complaint processing system?
Are statutory/regulatory EEO related Special Emphasis Programs sufficiently staffed? X
Federal Women's Program - 5 U.S.C. 7201; 38 U.S.C. 4214, Title 5 CFR, Subpart X
B, 720.204
Hispanic Employment Program - Title 5§ CFR, Subpart B, 720.204 X
People with Disabilities Program Manager; Selective Placement Program for X
Individuals with Disabilities - Section 501 of the Rehabilitation Act; Title 5 U.S.C.
Subpart B, Chapter 31, Subchapter 1-3102; 5 CFR 213.3102(t) and (u); 5 CFR
315.709
Are other agency special emphasis programs monitored by the EEO Office for X
coordination and compliance with EEO guidelines and principles, such as FEORP - 5
CFR 720; Veterans Employment Programs; and Black/African American; American
Indian/Alaska Native, Asian American/Pacific Islander programs?

) . Measure For all unmet
ndi Compliance has been measures, provide
ndicator met a brief explanation

The agency has committed sufficient budget to support Yes No |rl’:h:°:np:|t::ebaerl‘%w
‘ Measures the success of its EEO Programs. attach an EEOC

FORM 715-01 PART
H to the agency's
status report

Are there sufficient resources to enable the agency to conduct a thorough barrier
analysis of its workforce, including the provision of adequate data collection and
tracking systems?
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[ . Measure For all unmet measures,
~ Compliance | The Human Resources Director and the EEO Director has been provide a brief
Indicator meet regularly to assess whether personnel met explanation in the space
programs, policies, and procedures are in conformity below or complete and
‘ with instructions contained in EEOC management Yes No attach an EEOC FORM
Measures directives. [see 29 CFR § 1614.102(b)(3)] 715-01 PART H to the
agency's status report
Have time-tables or schedules been established for the agency to review its X
Merit Promotion Program Policy and Procedures for systemic barriers that may
be impeding full participation in promotion opportunities by all groups?
Have time-tables or schedules been established for the agency to review its X
Employee Recognition Awards Program and Procedures for systemic barriers
that may be impeding full participation in the program by all groups?
Have time-tables or schedules been established for the agency to review its X
Employee Development/Training Programs for systemic barriers that may be
impeding full participation in training opportunities by all groups?
& Measure For all unmet measures,
»" Compliance has been provide a brief
Indicator When findings of discrimination are made, the met explanation in the space
agency explores whether or not disciplinary actions below or complete and
‘ should be taken. Yes No attach an EEOC FORM
Measures 715-01 PART H to the
agency's status report

Does the agency have a disciplinary policy and/or a table of penalties that
covers empioyees found to have committed discrimination?

Have all employees, supervisors, and managers been informed as to the
penalties for being found to perpetrate discriminatory behavior or for taking
personnel actions based upon a prohibited basis?

Has the agency, when appropriate, disciplined or sanctioned
managers/supervisors or empioyees found to have discriminated over the past
two years?

No findings of
discrimination have been
made in the past two years.

If so, cite number found to have discriminated and list penaity /disciplinary action for each type of violation.

Does the agency promptly (within the established time frame) comply with
EEOC, Merit Systems Protection Board, Federal Labor Relations Authority, labor
arbitrators, and District Court orders?

Does the agency review disability accommodation decisions/actions to ensure
compliance with its written procedures and analyze the information tracked for
trends, problems, etc.?

Essential Element D: PROACTIVE PREVENTION
Requires that the agency head makes early efforts to prevent discriminatory actions and eliminate barriers to equal
employment opportunity in the workplace.

s C ompliance
Indicator
Analyses to identify and remove unnecessary barriers
‘ to employment are conducted throughout the year.
Measures

Measure
has been
met

For all unmet
measures, provide a
brief explanation in the
space below or

Yes No

complete and attach
an EEOC FORM 715-01
PART H to the
agency's status report

Do senior managers meet with and assist the EEO Director and/or other EEO
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facilities' efforts to achieve a model EEQ program and eliminate discrimination
under Title VIl and the Rehabilitation Act?

Is there a designated agency official or other mechanism in place to coordinate
or assist with processing requests for disability accommodations in all major
components of the agency?

Are 90% of accommodation requests processed within the time frame set forth in
the agency procedures for reasonable accommodation?

No, due to personnel
changes.

"Compliance
Indicator The agency has an effective complaint tracking and
monitoring system in place to increase the
’ effectiveness of the agency's EEO Programs.
Measures

Measure
has been
met

Yes No

For all unmet measures,
provide a brief
explanation in the space
below or complete and
attach an EEOC FORM
715-01 PART H to the
agency's status report

Does the agency use a complaint tracking and monitoring system that allows
identification of the location and status of complaints and length of time elapsed
at each stage of the agency's complaint resolution process?

Does the agency's tracking system identify the issues and bases of the
complaints, the aggrieved individuals/complainants, the involved management
officials and other information to analyze complaint activity and trends?

Does the agency hold contractors accountable for delay in counseling and
investigation processing times?

If yes, briefly describe how: Monitoring time frames and working with investigator to provide timely information and provide

assistance when needed.

Does the agency monitor and ensure that new investigators, counselors,
including contract and collateral duty investigators, receive the 32 hours of
training required in accordance with EEO Management Directive MD-1107?

Does the agency monitor and ensure that experienced counselors, investigators,
including contract and collateral duty investigators, receive the 8 hours of
refresher training required on an annual basis in accordance with EEO
Management Directive MD-1107?

I. Compliance The agency has sufficient staffing, funding and
Indicator authority to comply with the time frames in
accordance with the EEOC (29 C.F.R. Part 1614)
‘ regulations for processing EEO compilaints of
Measures employment discrimination.

Measure
has been
met

Yes No

For ali unmet measures,
provide a brief
explanation in the space
below or complete and
attach an EEOC FORM
715-01 PART H to the
agency's status report

Are benchmarks in place that compares the agency's discrimination complaint
processes with 29 C.F.R. Part 16147

Does the agency provide timely EEO counseling within 30 days of the initial
request or within an agreed upon extension in writing, up to 60 days?

Does the agency provide an aggrieved person with written notification of
his/her rights and responsibilities in the EEQ process in a timely fashion?

Does the agency complete the investigations within the applicable
prescribed time frame?

When a complainant requests a final agency decision, does the agency
issue the decision within 60 days of the request?
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Does the agency consult with other agencies of similar size on the effectiveness X
of their EEO programs to identify best practices and share ideas?

—d . Measure For all unmet measures,
»~ Compliance The agency ensures that the investigation and has been provide a brief
Indicator adjudication function of its complaint resolution met explanation in the space
process are separate from its legal defense arm of below or complete and
“ agency or other offices with conflicting or competing | veg | No attach an EEOC FORM
‘Measures interests. 715-01 PART H to the
agency's status report
Are legal sufficiency reviews of EEO matters handled by a functional unit that is X
separate and apart from the unit which handles agency representation in EEO
complaints?
Does the agency discrimination complaint process ensure a neutral adjudication X
function?
If applicable, are processing time frames incorporated for the legal counsel's X

sufficiency review for timely processing of complaints?

Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE

This element requires that federal agencies are in full compliance with EEO statutes and EEOC regulations, policy

guidance, and other written instructions.

—— . Measure For all unmet
»> Compliance has been | measures, provide
Indicator met a brief explanation
in the space below
‘ Agency personnel are accountable for timely compliance | yeog | No or complete and
Measures with orders issued by EEOC Administrative Judges. attach an EEOC
FORM 715-01
PART H to the
agency's status
report
Does the agency have a system of management control to
ensure that agency officials timely comply with any orders or
directives issued by EEOC Administrative Judges? x
> Measure For all unmet
»" Compliance has been | measures, provide
Indicator met a brief explanation
The agency’s system of management controls ensures in the space below
& that the agency timely completes all ordered corrective Yes | No or complete and
Measures action and submits its compliance report to EEOC within attach an EEOC
30 days of such completion. FORM 715-01
PART H to the
agency's status
report
Does the agency have control over the payroli processing function of the agency? If X
Yes, answer the two questions below.
Are there steps in place to guarantee responsive, timely, and predictable processing of X
ordered monetary relief?
Are procedures in place to promptly process other forms of ordered relief? x
*Compliance Agency personnel are accountable for the timely Measure For all unmet
Indicator completion of actions required to comply with orders of has been | measures, provide
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Restoration of Leave: Print-out or statement identifying the amount of leave
restored, if applicable. If not, an explanation or statement.

Civil Actions: A complete copy of the civil action compiaint demonstrating same
issues raised as in compliance matter.

Settlement Agreements: Signed and dated agreement with specific dollar
amounts, if applicable. Also, appropriate documentation of relief is provided.

Footnotes:

1. See 29 C.F.R. § 1614.102.

2. When an agency makes modifications to its procedures, the procedures must be resubmitted to the Commission. See
EEOC Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the Provision of Reasonable

Accommodation (10/20/00), Question 28.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
U.S. Department of Energy, Bonneville Power Administration Fy 2014
STATEMENT of Essential Element A: Demonstrated Commitment from Agency Leadership
MODEL PROGRAM
ESSENTIAL ELEMENT Requires the Agency leadership to issue written policy statements expressing commitment to
DEFICIENCY: Equal Employment Opportunity (EEO) and a workplace free of discriminatory harassment.

Compliance indicators:

. EEO Policy statements are up-to-date

. EEOQ Policy statements have been communicated to ali employees

. BPA’'s EEO and Non-Discrimination Policy is vigorously enforced by Management

OBJECTIVE: Technical Assistance Visit (TAV) Recommendations letter issued September 19, 2013,
after review BPA’s FY 2011 MD-715 Report and in response to OIG Report in August
2013:

The Equal Employment Opportunity Commission, Office of Federal Operations, Federal Sector
Programs conducted a technical assistance (TA) with BPA via teleconference on April 18.
2013, on the FY 2011 MD-715 Report which was the latest report that had been submitted to
the EEQC. The purpose of the TA telecom was to discuss BPA'’s progress in developing a
model EEO Program in accordance with each of the Management Directive 715's six essential
elements. On September 13, 2013. BPA received a letter summarizing the issues raised
during that meeting and referenced the OIG Management Alert which was issued in July 2013
One of the recommendations under this element is to address and issue policies and
procedures for addressing all forms of harassment and must create a work environment that is
free from sexual and non-sexual harassment. A copy of BPA's Harassment-Free Workplace
Policy and Guidance was included as an appendix to the FY 2011 MD-715 Report. The
September 19, 2013, TA Letter required BPA to provide an update to its recommendation.
Below is BPA's response to this request:

RESPONSIBLE OFFICIAL: Adminmistrator/Chief Executive Officer, Deputy Administrator, Civil Rights and EEO
Manager

DATE OBJECTIVE INITIATED: 09/19/2013

TARGET DATE FOR 09/30/2015

COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD TARGET DATE
COMPLETION OF OBJECTIVE: (Must be specific)
October 1, 2015 As a result of the DOE-IG Audit in FY 2013. the Deputy Administrator ordered a review of all of

BPA's Compliance Programs including the Harassment-Free Workplace Policy (HFWP). The
results of the Compliance Review will be provided in FY 2014

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
The Deputy Administrator requested a Compliance Review of all BPA services where-in employees report concerns.

A review of the BPA's internal Harassment-Free Workplace Policy was slated to begin in FY 2014 and was moved to FY 2015. A team
has been formed and will begin reviewing the original purpose of the policy and may include revising the policy. Full details will be
provided in the FY 2015 EEO Program Status Report.

All forms of harassment are covered by BPA's EEO and Non-Discrimination Policy and are located in BPA Manual Chapter 400/713C.
This policy is posted on BPA's internal and external websites
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In January 2014, at the Deputy Administrator's direction, the Ombuds, who reports directly to the Deputy Administrator, was tasked with putting
together a team of BPA service providers who handle concems from both employees and contract workers. in January 2014, the Positive Work
Environment Team was created. The BPA team consists of the Ombudsman, Employee Assistance Program Staff Psychologist (EAP), the lead
EEO Counselor and the Formal Complaints Manager - ali neutral parties whose job is to resolve concerns at the lowest level. Additional
members include a representative from the BPA Hotline and from Employee Relations {a management resource). A charter was developed and
provided to BPA Deputy Administrator, CEO/Administrator and to the Chief Operating Officer in April 2014. The purpose/role of the Positive

Work Environment Team is to:
“Support Elliot Mainzer's (CEO/Administrator) goal of a workplace free from harassment, retaliation and intimidation.
Raise issues to the appropriate level, notification of “hot spots”, coordinate services, support each other; share lessons
learned; track progress; provide education to the workforce; and market our programs.”

In February 2014, the CEO/Administrator tasked BPA's Acting Chief Compliance Officer to conduct an audit of BPA’s Employee Concerns
Channels (ECC). The channels and processes reviewed were Ombudsman, EAP, Informai EEO Counseling, Formal EEO Complaints, BPA
Hotline and Employee Relations (management resource).

An ECC written report was provided to the Administrator on August 26, 2014, and a PowerPoint briefing was conducted in September 2014 to
the CEO/Administrator, Deputy Administrator, Chief Operating Officer, Civil Rights and EEO, Human Capitai Management, the service providers
from the six channels. A FY 2014 Fourth Quarter Report from the Employee Concerns Channels was provided to the CEO/Administrator, Deputy
Administrator and Chief Operating Officer.

Talent Management Strategy
The Talent Management Strategy is fully identified under Element A. Element B will discuss the Get-Well Plan and the

accomplishments made in FY 2014.

With collaboration across HCM, executives, and leaders throughout the Agency, the Talent Management Strategy was updated for
2013-2014. It outlines the approach BPA will take to achieve its workforce objectives of Right Size and Composition, Right Skills
and Competencies. and Positive Work Environment. The Strategy provides an updated overview of these three workforce objectives
in the context of BPA’s current strategic environment, an outline of the risks the Agency faces in achieving those objectives, and an
approach to mitigating the top risks over the next 5 to 7 years. Through this Strategy. the Agency will focus on implementing initiatives in
three priority areas for the foreseeable future:

o Drive High Performance
e Acquire Ready Talent
¢ Strengthen Internal Talent Bench

in April 2014, a report was issued to BPA Managers titied Briefing Material and BPA Connection Reference Mission Critical Occupations.

Overview

The objective of this effort was to identify the Mission Critical Occupations (MCOs) that serve BPA for the purpose of developing an
enterprise-wide Strategic Workforce Plan by the end of FY 2014. An important step in this effort was to decide how to conceptualize
mission criticality. Per the Office of Personnel Management (OPM), mission critical occupations are defined as: “Occupations agencies
consider core to carrying out their missions. Such occupations usually reflect the primary mission of the organization without which
mission-critical work cannot be completed'.” Therefore, BPA's MCO is defined “as an occupation which carries out work activities most
closely connected to the core functions that fulfill BPA's mission.” In alignment with this definition, we sought to identify those positions
within BPA that were most closely connected to the core functions that fulfill BPA’'s mission. This method includes both a short-term
business continuity and long-term strategic perspective. In addition, we sought to define the impact MCOs had on each of BPA's core
functions, as well as the role that each position played in helping deliver core functions.

As part of this process, BPA has:
. Developed a critical function framework
Developed a rating scale used to assess the impact of occupations on critical functions
Developed a methodology for collecting the occupational data
Used these tools to define the Mission Critical Occupations for BPA in FY14-15.

A copy of this document is included in the appendix.

In September 2014, a Mission Critical Occupations and Workforce Treatment Plans for FY 2015 were issued. In FY 2014, BPA has had limited
delegated hiring authority and Human Capital resources were focused on meeting required milestones in the BPA and DOE "Get Well
Plan” to regaining hiring authority.

Given those constraints, the workforce planning approach this year was to identify Mission Critical Occupations (MCO) at BPA. The first
phase of the MCO identification was intensifying BPA's core functions.

This plan provides an overview of how BPA will work towards mitigating risks to the workforce specifically around occupations that have
been identified as the most critical to BPA's mission.

The goal of this instaliment of the BPA Workforce Plan is to provide Human Capital Management (HCM), the executive leadership team,
managers and supervisors with recommendations that will ensure BPA had the workforce it needs to deliver on BPA's strategic
business objectives.

See appendix for a full copy of the FY 2015 Mission Critical Occupations and Workforce Treatment Plans and a list of MCO'’s which are unique
and identified by organization.

! http://www.opm.gov/policy-data-oversight/human-capital-management/reference-materials/
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— - -
October 1, 2014 Report out on BPA's “Get-Weli” Project Plan developed in May 2013.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

The reporting structure for the EEO Program is to the Agency Head and provides the Principal EEO Official with appropriate authority
and resources to effectively carry out a successful EEQ Program. Although, BPA’s Civil Rights and EEO Manager did not report directly
to the agency head (BPA’s Administrator and CEQ), he does have complete access to the agency head and agency executive
leadership. In FY 2014, the Civil Rights and EEO Manager continued to report to the Chief Compliance Officer.

In FY 2015, the Civil Rights and EEO Manager will report to the Deputy Administrator and will also be a member of BPA's Executive
Team. He has full access to the Chief Executive Officer and to the Chief Operating Officer. Together with the direct reporting structure,
the presentation of the state-of-the agency briefing directly to the CEOQ is a key component of ensuring integration of EEO into the
agency's strategic mission.

The Civil Rights and EEO Manager wili provide a briefing to the current Administrator and CEO (Elliot Mainzer) when the FY 2014
MD-715 Report is submitted for signature.

BPA’s Get-Well Pian Update:

On May 24, 2013, BPA'’s hiring authority was temporarily suspended as a result of the DOE OIG and OPM Audits. BPA developed a
"Get-Well" Project Plan identifying the audits completed, the results of those audits, and an action plan to bring the HCM Office to full
compliance with ail applicable laws and regulations, as well as DOE policies. All authorities have been regained as of September 30,

2014.

in FY 2013, due to the O!G and OPM audits, the contract for a new Talent Acquisition system was suspended. In FY 2014, BPA moved
to using USA Jobs for all of its recruitment efforts.
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Reasonable Accommodation Program

Internally:_ Information about the Reasonable Accommodation Program is posted on BPA's Be Well Program internal webpage as well as
on the Civil rights and EEQ website. Updates to the Wellness Program are provided to BPA Managers and Supervisors through BPA on-
line Manager's Resources Internal Webpage. There is a dedicated Outlook mailbox at ReasonableAccommodation@bpa.gov to submit the
forms and/or to ask questions. The telephone number for the RA Coordinator was also provided (503) 230-3708.

A copy of BPA’s Reasonable Accommodation Policy and Procedures was included in the FY 2013 Report. A copy of the policy and flow
chart were also provided to Karen Page, EEOC, prior to a teleconference held on December 2, 2014, to respond to EEQOC-Federal
Complement Plan RFI and Meeting invitation. BPA has not received any comments or recommendations from EEOC for this policy as of
the writing of the FY 2014 Report. As soon as those comments and recommendations are received from EEOC, BPA will look to
incorporate as appropriate those comments and recommendations into BPA’'s RA Policy and Procedures and will distribute and provide

training as needed.
Externally: The following information is posted on BPA'’s external website:

Accessibility

The Bonneville Power Administration is committed to providing access to our Web pages for individuals with disabilities. To meet this
commitment, this site is built to comply with the requirements of Section 508 of the Rehabilitation Act. Section 508 requires that individuals
with disabilities, who are members of the public seeking information or services from us, have access to and use of information and data
that is comparable to that provided to the public who are not individuals with disabilities, unless an undue burden would be imposed on us.
Section 508 also requires us to ensure that Federal employees with disabilities have access to and use of information and data that is
comparable to the access to and use of information and data by Federal employees who are not individuals with disabilities, unless an
undue burden would be imposed on us.

In FY 2014, in addition to the on-line information, Talent Sustainment under the Be Well Program continues to provide a series of forums
and seminars on various topics: retirement, stress management, healthy eating and exercise, Office of Workers Compensation, Reasonable
Accommodation, stress relief and many others.

in FY 2014, BPA completed creation of a lactation room for new mothers to use during their working hours at the Portland headquarters
office. Because BPA has shift workers, access is aliowed 24/7. The room is located in BPA's health Unit. All of the behind the scenes
requirements of security and other issues have been completed. Future plans include a lactation room at other BPA facilities.

BPA to provide the status of its efforts to address the Office of Inspector General’s (OIG) findings.

Human Resource Director Brain Carter reieased two updates in FY 2014 regarding the accomplishments BPA has done to address the OIG
Findings. The July 21, 2014, Executive Corner Article (copy in the appendix), states “HCM had made significant progress in our recovery
efforts that will allow us to increasingly refocus our energy and attention toward having the right people, in the right places, and at the right
time.”

On May 31, 2014, HCM completed the reconstruction of 1,259 hiring cases through a team effort with BPA HCM Staff, DOE's Human
Capital Office staff and contracted support from the Office of Personnel Management. 22,000 job applications were reviewed during this
process. BPA's HCM Staff had the primary responsibility for reconstructing 856 internal cases, while DOE and OPM reconstructed the 403
external cases. All cases went through an additionai quality review at DOE before final dispositions were determined. Note: only 9 percent
of the external cases (and less than 3 percent of the total cases) resulted in priority placement offers being made.

On July 7, 2014, BPA went live with the use of the DOE Hiring Management System. HCM staff have received training using this system
and operated in a test environment with test scenarios for few weeks before they went to the live system. BPA’s strategic business partners
will be working with the organization ieaders to prioritize the recruit requests to fill the most critical positions first. All jobs wiil be posted to
USAJOBS.gov. The exception to this rule is internal temporary actions, i.e.. temporary promotions and detail assignments.

BPA transitioned to using DOE's ePerformance management system and began using this system in early FY 2015. Succession planning
is another key topic; a succession planning toolkit for managers was developed and rolied out to managers in August 2014. A pilot
executive succession planning program was also rolled out and results wili be identified in the FY 2015 MD-715 Report.

On September 3, 2014, the next step in HCM’s Get-Well Plan was released. As a result of the reconstruction process, BPA extended
priority placement to 135 applicants and have hired approximately 70 new employees — almost all of whom are military veterans. The
reconstruction process identified both military veterans and non-veterans who were due priority consideration. The priority consideration
process is a part of the hiring process. Both the July 21, 2014, and the September 3, 2014, Get-Well Plan articles are included in the

appendix. ‘

DOE HC determined that the personnel processing, retirements and benefits, work/life programs, staffing and classification functions,
employee development and training programs, performance management review programs, and employee and labor relations were
deficient in some way. All of these issues have been resolved through the process of returning authorities. All authorities were returned as
of September 30, 2014.
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-01 FEDERAL AGENCY ANNUAL
PARTH EEO PROGRAM STATUS REPORT
U.S. Department of Energy, Bonneville Power Administration FY 2014

STATEMENT of Essential Element E: Efficiency

MODEL
PROGRAM Requires Agency Leadership to have an efficient and fair dispute resolution process and effective systems for
ESSENTIAL evaluating the impact and effectiveness of its EEO Programs.
ELEMENT
DEFICIENCY: Compliance Indicators:
BPA has sufficient staffing, funding, and authority to achieve the elimination of identified barriers.
BPA has an effective complaint tracking and monitoring system in place to increase the effectiveness of the
agency's EEO Programs.
BPA has sufficient staffing, funding, and authority to comply with the time frames in accordance with the EEOC
(29 CFR § 1614) regulations for processing EEO complaints of employment discrimination.
There is an efficient and fair dispute resolution process and effective systems for evaluating the impact and
effectiveness of the agency’s EEO complaint processing program.
OBJECTIVE: Timely submittal of Agency's 462 Report; timely completion of No FEAR Act Training

RESPONSIBLE Godfrey Becket, Civil Rights and Equal Employment Opportunity Manager
OFFICIAL:

DATE September 19, 2013
OBJECTIVE
INITIATED:

TARGET DATE October 1, 2015
FOR
COMPLETION OF
OBJECTIVE:

PLANNED
ACTIVITIES
TOWARD
COMPLETION OF
OBJECTIVE:

October 1, 2015 The agency failed to timely submit its FY 2011 No FEAR Act report. The EEO Director informed us that the timely
submission of its No FEAR Act report rests with the DOE’s Office of Civil Rights. Nevertheiess, in Part H of the
next MD-715 report, we expect BPA to coordinate with DOE in creating a plan to submit this report in a timely
manner.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

BPA’s EEO program met ali Compliance Indicators and Measures for Essential Element F which requires that federal agencies are in full
compliance with EEQ statutes and EEOC regulations, policy guidance and other written instructions. BPA now takes the No FEAR Act
Training through the Department of Energy’s On-line Training Center.

The Civil Rights and EEO office has a system in place to ensure timely compliance with any orders or directives issued by Equal
Employment Opportunity Commission’s (EEOC) Administrative Judges.

BPA manages its system of management controls to ensure that the agency timely completes all ordered corrective actions and submits its
compliance report to EEOC within 30 days of such completion.

The Civil Rights and EEO Manager participated with the DOE Civil Rights Office in a Civil Rights Act Title IX review of university programs.
Half of the staff has now earned certifications from the Society for Corporate Compliance & Ethics.

DOE has now required that BPA take the No FEAR Act and Sexual Harassment Prevention annual courses through DOE'’s Online Learning
Center. In FY 2014, the agency saw a high compliance rate of 98.6% for the annual required EEO Rights & Responsibilities Training which

33




includes Anti-Harassment and No Fear Act training.

BPA continues to enter its No FEAR Act Report through EEOC's FEDSEP Portal. This Portal allows BPA's report to be uploaded into the
Department of Energy’s overall report for timely reporting purposes.

34




EEOC FORM U.S. Equal Employment Opportunity Commission

715-01 FEDERAL AGENCY ANNUAL
PARTH EEO PROGRAM STATUS REPORT
U.S. Department of Energy, Bonneville Power Administration FY 2014

STATEMENT of Essential Element F: Responsiveness and Legal Compliance

MODEL
PROGRAM Requires that BPA is in full compliance with EEO statutes and EEOC regulations, policy guidance, and other
ESSENTIAL written instructions.
ELEMENT
DEFICIENCY: Compliance Indicators:
BPA personnel are accountable for timely compliance with orders issued by EEOC Administrative Judges.
BPA's system of management controls ensures that the agency timely completes all ordered corrective
actions and submits its compliance report to EEOC within 30 days of completion.
OBJECTIVE: Timely compliance with EEOC Orders and submittal of compliance report with 30 days of compietion.

RESPONSIBLE Judy Rush, Formal Complaint Manager
OFFICIAL.:

DATE OBJECTIVE | September 18, 2013
INITIATED

TARGET DATE October 1, 2015
FOR
COMPLETION OF
OBJECTIVE:

PLANNED
ACTIVITIES
TOWARD
COMPLETION OF
OBJECTIVE:

Weekly Monitor and track incoming EEOC orders to complete by identified timeframes

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

BPA's Formal Complaint Manager tracks and monitors all EEOC Orders and completes them within the established timeframes. The U.S.
Department of Energy Civil Rights Office is responsible for issuing the Final Agency Decisions; however these are also tracked by BPA's
Formal Complaint's Manager to ensure they are timely completed.

in FY 2014, BPA issued one compliance report for DOE Case 11-0081-BPA which was completed within the requested 30-day timeframe.

35







EEOC FORM

715-01 EEO Plan To Eliminate Identified Barrier

PART I

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE

{Must be specific)

Breakout subgroups of Table A1 for FY 2015

6/1/2015
Identify Triggers for potential barriers by selecting a random sampling of selections made in
FY 2015 and analyze all of the employment processes involved with these selections 10/1/2015
Investigate all barriers and pinpoint root causes of observed triggers — develop requests for
information which flow from triggers; review pertinent documents, consuit knowledgeable 10/1/2015
individuals
Create Action Plans to address barrier causes, determined if barriers are job-related and
consistent with business necessity, if not, develop plan to eliminate barrier. Consider 10/1/2015
modifications where barriers are job-related and report plan and progress to EEOC annually
Assess success of the plan, track progress, hold agency officials accountable, conduct periodic

12/1/2015

re-assessments to discover if plan needs adjusting

Report Of Accomplishments and Modifications To Objective:

The MD-715 Reports FY 2013 Executive Summary contained break outs of Women in the Permanent Workforce by subgroups and identifies

representation levels relating to BPA Total Workforce compared to Civilian Labor Force (CLF) Table A1. The Executive Summary also
included a break out by Participation Rates for Major Occupations (Table A6) for alt EEO groups further broken out by men and women in

the subgroup categories in Participation Rate for Major Occupations Table A6.

Due to the Get-Well Pian Reconstruction in FY 2014 this was not accomplished as hires were limited to those of priority consideration.
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EEOC FORM
715-01
PART |

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

U.S. Department of Energy, Bonneville Power Administration

Fy 2014

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.

How was the condition recognized as a potential barrier?

Barrier Analysis: To prevent discriminatory conduct, MD-715
expects agencies to conduct a barrier analysis, which is the
process of identifying and modifying policies, procedures, and
practices that may operate to exclude certain groups from career
opportunities. BPA shall initially review information from a
number of areas, such as hiring and separation rates, recruitment
efforts. exit interviews, disciplinary actions, complaints data, and
employee viewpoint surveys. Once BPA has enough information
to identify a possible barrier, the agency should devise an action
plan to remove that barrier and include it is Part | of its next MD-
715 Report.

BARRIER ANALYSIS:

Provide a description of the steps taken and data analyzed to
determine cause of the condition.

Review current statistical reports to identify possibie triggers.
Take. review and refine compulsory snapshots: take additional
snapshots if needed. Review all other information sources and
analyze all employment processes. Investigate barriers to
pinpoint root causes of observed triggers through requests for
information that flows from the identified triggers, review pertinent
documents and consult with knowledgeable individuais. Devise a
plan to address barrier causes; determine whether barriers are
job-related and consistent with business necessity |f not, plan to
eliminate those barriers. Consider modifications even where
barriers are non-job-related and consistent with business
necessity Assess results and success of the plan. Track
progress; shouid be measurabie. Hold agency officials
accountabte. Conduct Periodic reassessments to adjust plan as
necessary.

STATEMENT OF iIDENTIFIED BARRIER:

Provide a succinct statement of the agency policy. procedure or
practice that has been determined to be the barrier of the
undesired condition.

OBJECTIVE:

State the alternative or revised agency policy, procedure or
practice to be implemented to correct the undesired condition.

Review current statistical reports to identify possible triggers.
Develop a plan to final to pinpoint possible barriers. Create a plan
to determine if job-related, business necessity and devise a plan
to address barrier causes.

RESPONSIBLE OFFICIAL:

Godfrey Beckett, Manager, Civil Rights and Equal Employment
Opportunity
Brian Carter, Director, Human Capital Management

DATE OBJECTIVE INITIATED:

September 13, 2013

TARGET DATE FOR COMPLETION OF OBJECTIVE:

October 1. 2015
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EEOC FORM
715-01 EEO Plan To Eliminate Identified Barrier

PART I

. TARGET DATE
PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: (Must be specific)

Identify tables for which to conduct analysis

6/1/2015
Identify Triggers for potential barriers by selecting a random sampling of selections made in
FY 2015 and analyze all of the employment processes involved with these selections 10/1/2015
Investigate ail barriers and pinpoint root causes of observed triggers — develop requests for
information which flow from triggers; review pertinent documents, consult knowledgeable 10/1/2015

individuals

Devise Action Plans to address barrier causes. determine if barriers are job-related and consistent
with business necessity, if not, develop plan to eliminate barrier. Consider modifications where 10/1/2015
barriers are job-related and report plan and progress to EEOC annually

Assess success of the plan, track progress, hold agency officials accountable, conduct periodic
re-assessments to discover if plan needs adjusting 12/1/2015

Report Of Accomplishments and Modifications To Objective
Due to the Get-Well Plan Reconstruction in FY 2014 this was not accomplished as hires were limited to those of priority consideration.

39




BONNEVILLE POWER ADMINISTRA ION
FY 2014 MD-715
PART |

AWARDS
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PARTI EEO PROGRAM STATUS REPORT

U.S. Department of Energy, Bonneville Power Administration

FY 2014

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.
How was the condition recognized as a potential barrier?

There are disparities regarding the granting of awards to some
groups:

Time-Off Awards

In both time-off award categories (1-9 hrs. and 9+ hrs.), the
participation rates for Hispanics and African Americans were
below their participation rates in the Agency.

Cash Awards ($100 - $500)

Hispanics, African Americans, Asians, and American
Indian/Alaska Native men received awards at rates below their
participation rates in the Agency workforce.

Cash Awards ($501+

{prior year data not available for comparison due to this
being a new category)

Hispanics, African Americans, Asians, and American
Indian/Alaska Natives received awards at rates below their
participation rates in the Agency workforce.

Quality Step Increases

Two or more races, Native Hawaiian females, and American
Indian/Alaska Native males were the only groups that did not
receive quality step increases.

Targeted Disabilities
Employees with Targeted Disabilities had participation rates

below their participation rates in the Agency workforce in the
Cash Awards ($100-$500) category. Employees with Targeted
Disabilities had participation rates below their participation rates in
the Agency workforce in the Cash Awards ($501+) category.
Employees with Targeted Disabilities did not receive Quality Step
Increases or Time-Off Awards (1-9 hrs.).

The above conditions were recognized by reviewing Tables A13
and B13 regarding award receipt and comparing participation
rates of employee groups with appropriate benchmarks.

BARRIER ANALYSIS:
Provide a description of the steps taken and data analyzed to
determine cause of the condition.

The Agency does not formally or consistently administer an
oversight program to identify and rectify award disparities. The
inter-Agency team will formulate an action plan to address the
establishment of timetables to review the employee recognition
and awards program and procedures to identify systemic barriers
to full participation.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy, procedure, or
practice that has been determined to be the barrier of the
undesired condition.

N/A at this time.

OBJECTIVE:
State the alternative or revised agency policy, procedure, or
practice to be implemented to correct the undesired condition.

TBD by Inter-Agency Recognition Team

RESPONSIBLE OFFICIAL:

Chief Human Capital Officer, Recognition Team.

DATE OBJECTIVE INITIATED:

October 1, 2011

TARGET DATE FOR COMPLETION OF OBJECTIVE:

October 2, 2015
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EEOC FORM
715-01
PART |

EEO Plan To Eliminate identified Barrier

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
September 30, 2015

Planned activities will be developed by an inter-Agency team.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

A modified objective will be developed and a target date established by the inter-Agency team for FY 2015.
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FY 2014 MD-715
PART |

BLACK OR AFRICAN AMERICAN MALES
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EEOC FORM
715-01 EEO Plan To Eliminate !|dentified Barrier
PART |
PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
{(Must be specific)

BPA will continue its partnership with Diversity Careers and Equal Opportunity Publications (EOP)
by identifying interviewees for future issues. We will also leverage other BPA business units to
support our efforts such as:

s Providing recruitment materials for events that a recruiter is unable to attend. September 30, 2015 and ongoing

s Partnering with Special Emphasis Program Managers to assist in increasing minority
applicants by identifying sources and providing community and outreach services,
networking with various external organizations, and assisting with recruitment efforts.

Continue partnering with websites that target diverse populations in order to expand awareness of
the BPA brand through the following:

s American Association of Blacks in Energy
. Nationai Association of African Americans in Human Resources

September 30, 2015 and ongoing

The recruitment staff will continue promoting BPA as an “employer of choice” in a wide range of
national publications, trade journals, professional associations, etc.

Equai Opportunity Employer publication

Women in Trades Publication

American Association of Blacks in Energy Conference publication
NW Youth Expo Conference Program

Diversity Careers September 30, 2015 and ongoing

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Accomplishment: BPA advertised and/or attended in the following publications/career fairs:

o  Diversity Careers—advertised in this publication

. Equal Opportunity Employer-advertised in this publication

. Black EQOE Journal publication-advertised in this publication

e  Women in Trades Publication-advertised in this publication and co-sponsored women in trades event/had a career
booth/had demonstration booths as well.

e  American Association of Biacks in Energy Conference publication.

e  Northwest Youth Expo Conference Program-advertised in their brochure and had a career booth at this event

e Portland Observer publication- advertised in MLK edition

The Skanner - locail Portland publication - advertised

Hispanic Employment and Business Fair — advertised in event brochure and sponsored a-career booth at event

Tapping Fresh Talent Event ~ Disabled Workers career fair

African American Leadership Development Program at UCLA - BPA employees participated in this program

See appendix for FY 2014 Recruitment Schedule

BPA also participated in the UCLA Leadership Program with three employees participating in that program.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART | EEO PROGRAM STATUS REPORT

US Department of Energy, Bonneville Power Administration

FY 2014

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR
A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.
How was the condition recognized as a potential barrier?

o  The Hispanic BPA workforce is at 3.74% and remains
well below the CLF Hispanic workforce participation rate
of 9.96%.

o Hispanic Women are not represented in the following
General Schedule Grades: GS-01 — GS-04, GS-06 - GS-
07 and GS-10.

e Hispanic Men are not represented in the following
General Schedule Grades: GS-01 — GS-03, GS-05 - GS-
06, GS-08 and GS-15. Hispanic Men are not represented
in the Senior Executive Service.

e  The percentage of Hispanic permanent new hires of
5.82% is lower than the percentage of Hispanics in the
CLF of 9.96%.

BARRIER ANALYSIS: Provide a description of the steps
taken and data analyzed to determine cause of the condition.

o Tabie A1 was analyzed regarding total Hispanic BPA
workforce.

» Table A4-1 was analyzed regarding underrepresentation
of BPA Hispanic empioyees in lower General Schedule
Grades.

e Table A8 was analyzed regarding the
underrepresentation of BPA Hispanic new hires.

STATEMENT OF IDENTIFIED BARRIER: Provide a succinct
statement of the agency policy, procedure or practice that has
been determined to be the barrier of the undesired condition.

After reviewing the above information, it appears that BPA's
recruitment and hiring/selection practices have not resulted in
substantial improvements in the participation rates of
Hispanics.

OBJECTIVE:
State the alternative or revised agency policy, procedure or
practice to be implemented to correct the undesired condition.

BPA will review and expand, as appropriate, its recruitment
efforts with minority-serving institutions and other
organizations involved in the hiring and placement of
Hispanics, and will encourage BPA management to work
towards having a workforce that mirrors the diversity in the
CLF.

BPA will continue to review statistical data regarding the BPA
Hispanic workforce for improvements.

RESPONSIBLE OFFICIAL:

Chief Human Capital Officer; Civil Rights & EEO Manager

DATE OBJECTIVE INITIATED:

October 2009

TARGET DATE FOR COMPLETION OF OBJECTIVE:

September 30, 2020
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EEOC FORM
715-01 EEO Plan To Eliminate ldentified Barrier

PART |

TARGET DATE

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: (Must be specific)

Increase recruitment visits at Hispanic career fairs and conferences. September 30, 2015 and
ongoing

Make cgntact with ‘the'Hispanic A_ssqciation Qf CoIIe_ges and Universities (HACU) and other September 30, 2015 and
professional organizations to assist in obtaining an increased number of Hispanic referrals.

ongoing
Continue partnership with Portland’s Hispanic Metropolitan Chamber of Commerce and
continue to sponsor BPA employee participation in the Hispanic Chamber's Latino ggg(t;r:gber 30,2015 and

Leadership Development Program.

REPORT OF ACCOMPLISHMENTS

Accomplishment. Since 2008, BPA has supported and sponsored the participation of 14 Hispanic BPA employees in an
external leadership development program lead by the Portland Hispanic Metropolitan Chamber of Commerce. The Latino
Leadership Development Program allows BPA employees to participate in leadership development curriculums and bring their
learning experiences back to BPA. Participation also states that BPA graduates will mentor other BPA employees who compete
and are selected to participate in the program in the future.

Latino Leadership Program Curriculum:

® Leadership Through Emotional intelligence
. Leadership Practices

. Ethical Leadership

. Leadership in Government and Public Policy
. Leadership Through Communication/ Problem-Solving Skills
. Developing an Effective Leadership Team

. Presentation Skills

. Strategic Planning

D Project Implementation

o Working with the Media

. Negotiation Skills

. Change Acceleration Process (CAP)

. “The Brand Calied You"

. What is Upper Management Looking For?

Accomplishments:
. Continued partnership with Portland’s Metropolitan Hispanic Chamber by sponsoring BPA employee participation in the Hispanic
Chamber's Latino Leadership Development Program. BPA sponsored two employees in FY 2014.

. BPA sponsored two scholarships through the Oregon Latino Scholarship Fund. The purpose of sponsoring these scholarships is
to support aspiring Latino students to complete their higher education and promote BPA as an employer of choice.

Planned Activity: Due to the BPA’s hiring authority suspension, recruitment efforts were limited in FY 2014. BPA will review and
expand, as appropriate, its recruitment efforts with minority-serving institutions and other organizations involved in the hiring and
placement of Hispanics. See appendix for FY 2014 Recruitment Schedule.
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EEOC FORM
715-01
PART |

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

U.S. Department of Energy, Bonneville Power Administration

Fy 2014

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.

How was the condition recognized as a potential barrier?

BPA participation rate for all women overall decreased slightly
from FY 2013 of 33.78% to 32.41% which is stili below the CLF of
48.16%. Table A1, Total Workforce

Hispanic women are not represented in GS-01 - GS04, GS-06 —
GS-07 and GS-10

White women are not represented in GS-01 ~ GS-03

Black or African American women are not represented in GS-01 -
GS-03 and GS-05 - GS-07

Asian women are not represented in GS-01 - GS-06, GS-08, GS-
10 and Senior Executive Service

Native Hawaiian or Other Pacific Islander Women are not
represented in GS-01 — GS-10, GS-13, GS-15 and Senior
Executive Service

American Indian or Alaska Native women are not represented in
GS-01 - GS-06, GS-08, GS-10. GS-14 and Senior Executive
Service

Women of Two or more races are not represented in

GS-01 - GS-08, GS-10 and Senior Executive Service

Major Occupations: The three lowest participation rates for
women overall are PSC Craftsmen (series 2604), SPC Craftsmen
(series 2606) and Mechanical Engineers (series 0830). Women
overall have zero representation in the PSC Craftsmen (series
2604) Table A6 Workforce Participation rates for Major
Occupations.

White women have zero representation in PSC Craftsmen (series
2604). White Women have low representation rates in Mechanical
Engineers (series 0830) and SPC Craftsmen (series 2606). Table
A6

Hispanic or Latino women have zero representation in the major
occupations of Electrical Worker (series 2810), Mechanical
Engineers (series 0830), and SPC Craftsman (Series 2606) and
PSC Craftsmen (series 2604).

Black or African American women have zero representation in the
major occupations of Electrical Worker (series 2810), Substation
Operators & Dispatchers (series 5407), Mechanical Engineers
(series 0830), SPC Craftsman (series 2606) and PSC Craftsmen
(series 2604). Table A6

Asian women have zero representation in the major occupations
of Electrical Worker (series 2810), Substation Operators &
Dispatchers (series 5407), Mechanical Engineers (series 0830),
SPC Craftsman (series 2606) and PSC Craftsmen (series 2604).
Table A6

Native Hawalian or Other Pacific Islander women have zero
representation in alt of the major occupations except for Public
Utilities Specialist (series 1130). Table A6

American Indian or Alaska Native Women have zero in all of the
major occupations except for Public Utilities Specialist (series
1130) and General Business (series 1101). Table A6

Women with two or more races have zero representation in the
major occupations of Electrical Worker (series 2810), Substation
Operators & Dispatchers (series 5407)SPC Craftsman (series
2606) and PSC Craftsmen (series 2604) Ta. 46
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New Hires by Type of Appointment Permanent and
Temporary: A total of 16 (18.39%) women were New Hires. 15
(17.44%) women are permanent new hires and one woman was
hired in a temporary position. In the permanent new hires
positions there was zero representation of Black or African
American women, Native Hawaiian or other Pacific islander,
American Indian or Alaska Native and Women of two or more
races. There were no minority women hired in the temporary
appointment category. Table A8, New Hires by Type of
Appointment.

Time Off Awards 1-9 hours: Women overall received 58.26% of
time off awards in the 1-9 hours category. Native Hawaiian or
other Pacific Islander, American Indian or Alaska Native women
did not receive time off awards. Table A13 Employee Recognition
and Awards

Time Off Awards 9+ hours: No women received awards in the
9+ hours in the time off category.

Cash Awards ($100 - $500): Women received 36.39% of the
cash awards ($100 - $500) and received an average of $238
compared to males who received 63.61% of cash awards ($100 -
$500). White women received 29.11% and averaged $238.
Hispanic women received 1.58% and averaged $241. Black or
African American women received 1.57% and averaged $245.
Asian women received 2.19% and averaged $225. Native
Hawaiian or other Pacific American women received 0.15% and
averaged $191. American indian and Alaska Native women
received 0.81% and averaged $270. Women of two or more
races received 0.98% and averaged $247.

Cash Awards ($501+). Women received 32.34% of the monetary
cash awards compared to men who received 67.66%. Hispanic
women received 1.31% and averaged $1027. White women
received 27.15% and averaged $1209. Black or African American
women received 1.03% and averaged $1501. Asian women
received 1.77% and averaged $1084. Native Hawaiian or other
Pacific American women received 0.17% and averaged $921.
American Indian or Alaska Native women received 0.40% and
averaged $1253. Women of two or more races received 0.51%
and averaged $1343.

Quality Step Increases: Women received 50.43 % of the quality
step increases compared to men who received 49.57% of the
quality step increases. Hispanic women received 2.61%, White
women received 42.61%, Black or African American women
received 0.87%, Asian women received 1.74% and American
Indian or Alaska Native women received 2.61%. Native Hawaiian
or other Pacific Islander women of two or more races did not
receive Quality Step Increases. Table A13, Employee
Recognition and Awards.

Separations: Voluntary separations of women overali
represented 32.70% of the total, while men represented 67.48%.
Involuntary separations of women represented 40%, white men
represented 60%, White women had the highest voluntary
separation rate at 28.64% and the highest involuntary separation
rate at 40%. Table A14, Separations by type of separation.

BARRIER ANALYSIS:

Provide a description of the steps taken and data analyzed to
determine cause of the condition.

Tables A1, Total Workforce and A6 Participation Rates for Major
Occupations and A8 New Hires by Type of Appointment, Table
A13 Awards and Table A14, Separations were analyzed.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy, procedure or
practice that has been determined to be the barrier of the undesired
condition.

After reviewing the above information, it appears that BPA's
recruitment and hiring/selection practices have not resulted in
significant changes to the participation rates of Women, through
the applicant flow analysis and as identified in the FEORP, work
still needs to be done to have a more focused recruitment
strategy in reaching all female applicants, both internally and
externally.
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OBJECTIVE:

State the alternative or revised agency policy. procedure or

practice to be implemented to correct the undesired condition.

BPA will continue to strengthen its recruitment efforts locally,
through community partnerships, outreach efforts, apprentice and
Pathways Programs and other organizations involved with the
hiring and placement of women. BPA will continue to encourage
its management to work towards a diverse workforce that mirrors
the community that we serve and the civilian labor force. BPA will
review statistical data quarterly regarding female employees to
ascertain improvement.

RESPONSIBLE OFFICIAL:

Chief Human Capital Officer; Talent Acquisition Manager:
Recruitment and Staffing: Strategic Business Partners; and BPA
Hiring Officials.

DATE OBJECTIVE INITIATED:

October 1. 2009

TARGET DATE FOR COMPLETION OF OBJECTIVE:

September 30, 2020
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EEOC FORM

715-01 EEO Plan To Eliminate Identified Barrier

PART |

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

BPA will obtain a process to gather Applicant Fiow data collection and analysis regarding the zero
and low participation rates of Women in the various applicant pools. Modification: A new hiring
system in FY 2015 is being put into place to produce applicant flow data.

September 30, 2015 and ongoing

BPA will continue its use of Ambassadors to provide outreach to colleges and universities,
veterans outreach, and trade organizations, etc., to improve recruitment efforts resuiting in
placement of Women. Modification: BPA conducted a survey in FY 2014 to identify needs when
executives attend outreach events. The Cross Agency Diversity Team then assembied and piloted
an ambassador toolkit. Executives will be using the toolkit at outreach events in FY 2015. Itis
available to non-executives attending outreach events.

FY 2014

Continue to participate in the Women in the Trades Fair to continue to outreach for
tradeswomen; the fair reaches out to 1,500+ women and girls each year.

Ongoing

BPA’s Strategic Business Partners will continue to work with BPA Management and
selecting officials about recruitment and hiring strategies for increasing the
employment of Women with conspicuous absence and low participation rates.

September 30, 2012 and ongoing

Continue with internal and external Leadership development programs with emphasis
on mid-management and non-managerial leadership development.

September 30, 2012 and
continuing

Assess the opportunity to leverage recruitment firms with diversity expertise and
track record for delivering diverse candidates when necessary to recruit for hard-to-fill
and Senior Management opportunities, and for positions where diversity has low
representation.

September 30, 2012 and ongoing
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REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Objective: BPA will continue to work with HCM to obtain Applicant Flow data collection and analysis regarding the zero and low

participation rates of Women in the various applicant pools.
Accomplishment: Implementing a new hiring system in FY 2015.

Objective: BPA will continue its use of Ambassadors to provide outreach to colleges and universities, veterans outreach. and trade
organizations, etc., to improve recruitment efforts resulting in placement of Women.

Accomplishment: While not specifically targeted as Recruitment of Women events, with the exception of the Women In Trades event,
BPA participated in the following recruitment efforts in FY 2014 concentrating on Veterans. A survey will be conducted in FY 2015 to
assess the current ambassador’s toolkit. The results of the survey will determine if the Ambassador toolkit needs to be updated and
provided to executives and senior managers and by staff who attend outreach events in the future. Will report on this objective in the
next MD-715. See appendix for FY 2014 Recruitment Schedule.

Objective: BPA Human Capital Management function will continue to work with Management and selecting officials regarding
recruitment and hiring strategies aimed at increasing the employment of Women in fields with low participation rates.
Accomplishment: The Women in the Trades Fair is the main outreach we participate in for tradeswomen - it reaches 1,500+ women

and girls each year.

Objective: Create training opportunities focused on educating BPA employees on how to navigate the career network with emphasis
on mid-management and non-managerial leadership development.
Accomplishment: Implemented the Emerging Leaders Training in FY 2014.
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715-01 FEDERAL AGENCY ANNUAL
PART | EEO PROGRAM STATUS REPORT

US Department of Energy Bonneville Power Administration

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.

How was the condition recognized as a potential barrier?

FY 2014

The BPA Persons With Targeted Disabilities permanent workforce
participation rate is at 0.52%, which is significantly below the
federal high of 2.0%.

The BPA Persons With Disabilities permanent workforce
participation rate is at 8.74%.

BARRIER ANALYSIS:
Provide a description of the steps taken and data analyzed to
determine cause of the condition.

Table B1 was analyzed regarding the permanent BPA workforce
of Persons With Targeted Disabilities and Persons with
Disabilities.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy, procedure or
practice that has been determined to be the barrier of the
undesired condition.

In analyzing the tables it appears that limited hiring resources
may be affecting the low participation rate of the permanent BPA
workforce of Persons with Targeted Disabilities and Persons with
Disabilities.

OBJECTIVE:
State the alternative or revised agency policy. procedure or
practice to be implemented to correct the undesired condition.

Increase representation rates of Persons with Targeted
Disabilities and Persons with Disabilities.

RESPONSIBLE OFFICIAL:

Chief Human Capital Officer; Talent Acquisition, People with
Disabitities Program Manager, Hiring Officials.

DATE OBJECTIVE INIT!IATED:

January 2008

TARGET DATE FOR COMPLETION OF OBJECTIVE:

September 2020
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TARGET DATE

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: (Must be specific)

Implement BPA’s Targeted Recruitment Plan for Individuals with Disabilities which will provide
information on special hiring authorities, resources, and outreach/recruitment methods. September 30, 2020

Increase the education and awareness levels of managers and supervisors regarding the
Schedule A Hiring Authority. September 30, 2020

Continue to train managers, supervisors, and employees annually regarding diversity, EEQ,
accessibility, and reasonable accommodation. September 30, 2020

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

FY 2013 Goals and Status
Goal 1: Create and implement the Persons with Targeted Disabilities (PWTDs) Recruitment and Retention Plan

Modification: The office of Performance Enhancement plans to increase representation of PWTD in the performance standards
of managers and supervisors. The goal will hold managers accountabte for attaining a 2% hiring goal for PWTDs by including that
goal as an element of the managers’ contracts.

Goal 2: Improve Career Development Opportunities for PWTDs
BPA encourages all employees to complete an Individual Development Plan with their manager. which is used to identify training
needs necessary to be successful in their current position, and in possibie future advancement opportunities.

Accomplishment. A standard component of instructions is issued to managers and supervisors as they work with employees on
their Performance Plans.

Goal 3: Training for all employees Managers and Supervisors on Individuals with Targeted Disabilities
Modification: In FY 2015 BPA will research possible training classes that can be made available to all employees, managers and
supervisors.

Goal 4: Promote the Individuals With Targeted Disabilities Special Emphasis Program
Modification: Information about the Schedule A Hiring Authority is available for managers on BPA's internal Manager's Resource

page.

Modification: BPA will create an external webpage on BPA Jobs website to promote Schedule A Hiring Authority once there is a
Person’s with Targeted Disabilities Recruitment pian in place.

BPA will incorporate the following measures for FY 2015 and beyond as suggested by the Equat Employment Opportunity

Commission:
1. Collect and review applicant flow data to access the recruitment of qualified individuals with targeted disabilities.

2. Conduct focus groups with employees and targeted disabilities to discuss their recruitment, hiring and career growth
experiences with the agency.
Action Taken: BPA’s Office of Performance Enhancement to partner with internal agency resources to conduct
surveys to discern the workforce’s overall feelings about PWTDs and caiculate the number of employees in that

category.

3. Meet with disability organizations and universities’ Disabled Student Services offices to explore the perceptions of the
agency within the disability community.

4. Evaluate the career advancement opportunities for employees with targeted disabilities to and through the mission
critical occupations.

5. Review all occupations and identify series having occupational requirements that may prectude employment of People
with Targeted Disabilities.

6. Conduct climate assessment (surveys) to obtain feedback from the workforce.
Action Taken: See number 2.
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Resurvey the workforce to ensure accurate disability status information.
Action Taken: On October 30. 2014, Robert Gibbs, Department of Energy’s Chief Human Capital Officer sent a memo

to Department of Energy employees, of which BPA is a part of, and asked employees to consider updating their
disability status information. In FY 2015 BPA will also send out a memo to personally ask employees to consider

updating their disability status.
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EEOC U.S. Equal Employment Opportunity Commission
FORM FEDERAL AGENCY ANNUAL
715-01 EEO PROGRAM STATUS REPORT
PART J Special Program Plan for the Recruitment, Hiring, and Advancement of Individuals With Targeted
’ Disabilities
PART ! 1. Agency 1. U.S. Department of Energy
Department
orAgency | 15 2" |evel 1.a. Bonneville Power Administration
Information | component
1.b. 3° Level or 1b.
lower
PART Il Enter ... beginning of FY. ...end of FY. Net Change
Employment | Actual
Trend and | Number at Number % Number % Number Rate of
Special the ... Change
Recruitment
for
Individuals Total Work 3011 100.00% 2888 100.00% -123 -4.09
With Force
Targeted
Disabilities Reportable 271 9.00% 254 8.80% -17 -6.27
Disability
Targeted 18 0.60% 15 0.52% -3 -16.67
Disability*

* If the rate of change for persons with targeted disabilities is not equal to or greater than the rate of change for
the total workforce, a barrier analysis should be conducted (see below).

1. Total Number of Applications Received From Persons With 0
Targeted Disabilities during the reporting period.
2. Total Number of Selections of individuals With Targeted 0
Disabilities during the reporting period.
PART {ll Participation Rates In Agency Employment Programs
Other TOTAL Reportable Targeted Not Identified No Disability
Employment/Personnel Disability Disability
Programs
# % # % % # %
3. Competitive Promotions
4. Non-Competitive 105 11 10.48 0 0.00 2 1.90 92 87.62
Promotions
5. Employee Career
Development Programs
5.a. Grades 5 - 12 0 0 0.00 0 000 | O 000 | O 0.00
5.b. Grades 13 - 14 0 0 0.00 0 0.00| O 000 | O 0.00
5.c. Grade 15/SES 0 0 0.00 0 000 | O 000 | O 0.00
6. Employee Recognition
and Awards

59




6.a. Time-Off Awards (Total 70 8 1143 | 0O 0.00 | 1 1.43 | 61 87.14
hrs awarded)

6.b. Cash Awards (total $$$ $3449110 $259176 $15268 $89638 $3085028
awarded)

6.c. Quality-Step Increase 115 3 2.61 0 000 1| O 0.00 112 97.39
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EEOC FORM Special Program Plan for the Recruitment, Hiring, and Advancement of Individuals with Targeted
715-01 Disabilities
Part J
Part IV Agencies with 1,000 or more permanent employees MUST conduct a barrier analysis to address any

Identification and
Efimination of
Barriers

barriers to increasing employment opportunities for employees and applicants with targeted disabilities
using FORM 715-01 PART l. Agencies should review their recruitment, hiring, career development,
promotion, and retention of individuals with targeted disabilities in order to determine whether there
are any barriers.

PartV

Goals for Targeted
Disabilities

Agencies with 1,000 or more permanent employees are to use the space provided below to describe
the strategies and activities that will be undertaken during the coming fiscal year to maintain a special
recruitment program for individuals with targeted disabilities and to establish specific goals for the
employment and advancement of such individuals. For these purposes, targeted disabilities may be
considered as a group. Agency goals should be set and accomplished in such a manner as will effect
measurable progress from the preceding fiscal year. Agencies are encouraged to set a goal for the
hiring of individuals with targeted disabilities that is at least as high as the anticipated losses from this
group during the next reporting period, with the objective of avoiding a decrease in the total
participation rate of employees with disabilities.

Goals, objectives and strategies described below should focus on internal as well as external sources
of candidates and include discussions of activities undertaken to identify individuals with targeted
disabilities who can be (1) hired; (2) placed in such a way as to improve possibilities for career
development; and (3) advanced to a position at a higher level or with greater potential than the
position currently occupied.

All goals are addressed in part | of this report under the Report of accomplishments and modifications section.
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10.

11.

12.

13.

14.

15.

16.

17.

U.S.DEPARMENT OF ENERGY
BONNEVILLE POWER ADMINSITRATION
FY 2014
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
APPENDICES

BPA Workforce Data Tables — 2014

a. “A” Tables for Distribution by Race/Ethnicity and Sex

b. “B” Tables for Distribution by Disability Status and Targeted Disabilities
FY 2014 - Annual Federal EEO Statistical Report of Discrimination Complaints
(includes Informal EEO Counseling, Formal Complaints of Discrimination, and
Alternative Dispute Resolution) (EEOC 462 Report)
BPA Organizational Chart December 2014
Harassment-Free Workplace Policy (Internal Policy) PL-752-3

Memorandum from DOE and Bonneville Power Administration, Update regarding
Bonneville Power Administration

BPA Manual Chapter 400-713C titled: BPA Equal Employment Opportunity and Non-
Discrimination Policy updated and issued November 30, 2011

FY 2014 Training

Diversity Cross Agency Team

Talent Management Strategy FY 13-14
Reasonable Accommodation, (PL): 900-02

BPA’s Strategic Direction an Targets 2013 - 2017

Disabled Veterans Affirmative Action Program (DVAAP), FY 14 Accomplishment
Report

Bonneville Power Administration FY 2014 People with Disabilities Strategies
Positive Work Environment Team Charter, April 2014

Bonneville Power Administration Mission Critical Occupations and Workforce
Treatment Plans, FY 2015

‘Get Well Plan” Updates 07/21/14 and 09/03/14

FY 2014 Recruitment Schedule
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ANNUAL FEDERAL EQUAL EMPLOYMENT OPPORTUNITY
STATISTICAL REPORT OF DISCRIMINATION COMPLAINTS
(REPORTING PERIOD BEGINS OCTOBER IST AND ENDS SEPTEMBER 30TH)

AGENC1 un DEPARTMENT: DOE Bonneville Power Administration REPORTING PERIOD: FY 2014

PART V - SUMMARY OF CLOSURES BY STATUTE

Al TITLE VI
A la. PREGNANCY DISCRIMINATION ACT (PDA)

A.2. AGE DISRIMINATION IN EMPLOYMENT ACT (ADEA)

A 3. REHABILITATION ACT

A.4 EQUAL PAY ACT (EPA;

A5 GENETIC INFORMATION NONDISCRIMINATION ACT (GINA)

B. TOTAL BY STATUTES THIS NUMBER MAY BE LARGER THAN THE TOTAL
NUMBER OF COMPLAINTS CLOSED. (Al-Ala+A2+A3~A4+AS)

Im —
alojola|lwiols

PART VI - SUMMARY OF CLOSURES BY CATEGORY

TOTAL TOTAL AVERAGE
NUMBER DAYS DAYS
A.TOTAL NUMBER OF CLOSURES 14 3578 255.57
A.l. WITHDRAWALS 5 1692 338 40
A-1.a. NON-ADR WITHDRAWALS 3 1181 393.67
A.1b. ADR WITHDRAWALS 2 511 255.50
A.2. SETTLEMENTS 3 1202 400.67
A.2.a NON-ADR SETTLEMENTS 1 382 382.00
A.2.b. ADR SETTLEMENTS 2 820 410.00
A 3. FINAL AGENCY ACTIONS 6 684 114 00
B. FINAL AGENCY DECISIONS WITHOUT AN ADMINISTRATIVE JUDGE DECISION 6 684 114.00
B.1. FINDING DISCRIMINATION 0 0 0.00
B.2. FINDING NO DISCRIMINATION 5 495 99.00
B3 DISMISSAL OF COMPLAINTS 1 189 189.00
C. FINAL AGENCY ORDERS WITH AN ADMINISTRATIVE JUDGE (AJ) DECISION 0 0 000
C 1 AJDECISION FULLY IMPLEMENTED 0 0 0.00
C.1.a FINDING DISCRIMINATION 0 0 0.00
C.1.b FINDING NO DISCRIMINATION 0 0 0.00
C.1.c DISMISSAL OF COMPLAINTS 0 0 0.00
C.2. AJ DECISION NOT FULLY IMPLEMENTED 0 0 0.00
C.2.2a FINDING DISCRIMINATION 0 0 0.00
C.2.a.i. AGENCY APPEALED FINDING BUT NOT REMEDY 0 0 000
C.2.a.ii. AGENCY APPEALED REMEDY BUT NOT FINDING 0 0 0.00
C 2.a.iii. AGENCY APPEALED BOTH FINDING AND REMEDY 0 0 0.00
C.2.b FINDING NO DISCRIMINATION 0 0 0.00
C.2.c DISMISSAL OF COMPLAINTS 0 0 0.00

EEOC FORM 462 (REVISED APR 2011} Report Status: Finalized, 11/06/2014 6:14 PM 7













ANNUAL FEDERAL EQUAL EMPLOYMENT OPPORTUNITY
STATISTICAL REPORT OF DISCRIMINATION COMPLAINTS
(REPORTING PERIOD BEGINS OCTOBER 1ST AND ENDS SEPTEMBER 30TH)

AGENCY OR DEPARTMENT: DOE Bonneville Power Administration REPORTING PERIOD: FY 2014

PART X1 SUMMARY OF ADR PROGRAM ACTIVITIES

FORMAL PHASE ‘COMPLAINT FILED)

B_ADR ACTI S [CLOSURES COMPLAINTS COMPLAINANTS |
Bl F__._YAGENCY s 3
B2 REJECTED BY COMPLAINANT 1 1

B3 INTENTIONALLY LEFT BLANK

B.4. TOTAL ACCEPTED INTQO ADR PROGRAM b) 5
C. ADR RESOURCES USED IN COMPLAINT CLOSURES (TOTALS) 3 2
C.1_ INHOUSE 3 3
C.2. ANOTHER FEDERAL AGENCY. 0 0
/IDL 1
C5 FEDERAL EXECUTIVE BOARD o — 0 0
C6. 0 1]
c 0 0
COMPLAINTS COMPLAINANTS DAYS AVERAGE DAYS
D. ADR TECHNIQUES USED IN COMPLAINT CLOSURES (TOTALS) 3 2 513 171.00
D.]. MEDIATION ) . 1 ] 83 8300
D.2. SETTLEMENT CONFERENCES i 1 1 217 217.00
D.3. EARLY NEUTRAL EVALUATIONS 0 0 0 0.00
D.4. FACTFINDING 0 0 0 0.00
D.5. FACILITATION 1 It 213 213.00
D.6. OMBUDSMAN 0 0 0 0.00
D.7. MINI-TRIALS 0 0 0 000
D.8. PEER REVIEW Q 0 1) 000
D.9 MULTIPLE TECHNIQUES USED (Please specify m a comment box) 0 0 0 000
D10 0 0 0 000
D11 0 0 0 000
D.12. 0 0 0 000
E. STATUS OF CASES [N COMPLAINT CLOSURES COMPLAINTS _| COMPLAINANTS DAYS AVERAGE DAYS
E.l. TOTAL CLOSED ] 5 937 187.40
E.la SETTLEMENTS WITH BENEFITS (Monetary and Non-monetary) 2 2 382 191.00
E.1b. WITHDRAWAL FROM EEQ PROCESS 2 2 sit 255.50
E.1.c. NO RESOLUTION 0 1] 0
E.1.d. NO ADR ATTEMPT i 1 44 s
2 INTENTIONALLY LEFT BLANK |
F. BENEFITS RECEIVED COMPLAINTS | COMPLAINANTS AMOUNT
F.1. MONETARY (INSERT TOTALS) 2 2 $33,500.00
Fla COMPENSATORY DAMAGES 1] 1] $0.00
F1b BACKPAY/FRONTPAY [i] ] §0.00
F.l.c. LUMP SUM 0 0 $0.00
F1d ATTORNEY FEES AND COSTS 2 2 $33.500.00
F.le Q 1] $0.00
FLL 0 0 50.00
Flg 1] 1] $0.00
F.2. NON-MONETARY (INSERT TOTALS) 2 2
F.2.s HIRES 9 i}
F.2ai RETROACTIVE 0 1]
F.2.a.ii. NON-RETROACTIVE 0 0
F.2.b. PROMOTIONS 0 0
F.2.b.i. RETROACTIVE 9 0
F.2.b.ii. NON-RETROACTIVE ] 0
F.2.c. EXPUNGEMENTS 2 2
F.2.d. REASSIGNMENTS 0 0
F 2.c. REMOVALS RESCINDED 1 i
F.2ei REINSTATEMENT Q 0
F.2.e.ii VOLUNTARY RESIGNATION 1 |
F.2.£ ACCOMMODATIONS 0 0
F.2.g TRAINING 0 0
F.2.h APOLOGY 1) 0
F.2.i DISCIPLINARY ACTIONS 1 i
F.2.ii. RESCINDED [4] (1]
F.2.i.ii. MODIFIED 1 )]
F.2.j PERFORMANCE EVALUATION MODIFIED (] 0
F.2k LEAVE RESTORED ] !
F210 Q 0
F.2.m. 0 0
BEOC FORM 461 (REVISED AP 20111 Repon Status: Finalized, 11/06/2014 6:14 PM 1
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Attachment A

BONNEVILLE POWER ADMINISTRATION POLICY
HARASSMENT-FREE WORKPLACE

E]

POLICY The Bonneville Power Administration's (BPA) policy is to have a harassment-free work
environment where people treat one another with respect. (Complete guidance on this policy is
contained in the MAS Handbook.)

ACTION Managers and supervisors, both Federal and non-Federal, have the primary responsibility for

REQUIRED  creating and sustaining this harassment-free environment (by example, by job supervision, by
coaching, by training, by contract enforcement, and by other means). But all persons in the
BPA work environment must take personal responsibility for maintaining conduct that is '
professional and supportive of this environmént. Managers and supervisors must take
immediate action to stop harassment, to protect the people targeted by harassers, and to take
all reasonable steps to insure that no further harassment or retaliation occurs.

LOCATIONS The BPA work environment includes areas in and around facilities owned or leased by BPA,

COVERED including food service and other service areas (e.g., credit unions and other commermal/vendor
areas); and it includes government vehicles, employee fitness centers and break locations, and
any other areas or conveyances where BPA employees work or where work-related activities
occur, including official travel.

DEFINITION  BPA defines harassment as any unwelcome, inappropriate, non-job- related oonduct, including -
retaliation, which causes a person to feel threatened, intimidated, or distressed in the BPA work
environment. This includes making false accusations of harassment with the intent of hamming
someone else. By "non-job-related”, BPA means the conduct is not a part of successful
performance of assigned duties.

EXAMPLES Examples of harassment inciude, but are not hmlted to:

Physical conduct: Unwelcome touching; standing too close; leering or threatening staring or
glaring; obscene, threatening, or offensive gestures.

Verbal or wntten conduct: References to private body parts; derogatory or demeamng
comments, jokes or personal questions; sexual innuendoes; offensive remarks about race,
gender, religion, age, ethnicity, sexual orientation, political beliefs, marital status, veteran status,
union membership, or disability; obscene letters or telephone calls, catcalls; whisties; sexually
suggestive sounds; loud and abusnve comments.

Visual or symbolic conduct: D|splay or plctures of nude, scantily clad or offensively clad
people; display of intimidating religious, political, or other symbols; display of offensive,
threatening or demeaning drawings, cartoons or other graphics; offensive T-shirts, coffee mugs,
bumper stickers, or other articles.

OPTIONS Individuals who believe they are being harassed or retaliated against should exercise any one
or more of the following options as soon as possuble

Tell the harasser how you feel and ask the person to stop the offensive conduct; and/or
Tell a manager or supervisor about the conduct and how you feel about it; and/or

Call the confidential Employee Assistance Hotline for-altemnatives on how to deal with the
situation.

INTERNAL In addition, if you are a BPA employee, you may seek help from Employee Assistance, an EEQ

SUPPORT counselor, your union steward, or the DOE Office of Civil Rights/Sexual Harassment Hotline,
Mediation services may be available to help resolve conflict. Contact'the Confiict Resolution
Information/Referral Line, EEO counselors, or a management official for more mfonmatxon

PENALTIES BPA staff who engage in harassment will face consequences ranging from verbal wamings and
letters of reprimand up to and including termination from BPA employment, depending upon the
seriousness of the misconduct. BPA managers and supervisors who do not take action when
they know or suspect the harassment is occurring will face the same range of consequences,
Contractor staff and other non-Federal personnel who engage in harassment may be subject to
comparable penalties from their employers, and a contractor who fails to enforce this policy may
have its contract with BPA terminated. Visitors who harass may be removed from a BPA
workplace and prevented from returning.

Personnel Letter 752-3(Rev), December 13, 2002
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Department of Energy
Washington, DC 20585

MEMORANDUM FOR THE DEPUTY SECRETARY

\
.
FROM: ROBERT C. GIBBS ? SRRV /CQ(
CHIEF HUMAN CAPITAL OFFICER / o ALY

¢/ NEHARKAVY /#
ACTING GENERAL COUNSE

SKILA S. HARRIS ‘z;a,/;;/d it
SENIOR ADVISOR, OFFICE OF THE SECRETARY

ELLIOT E. MAINZER ~ -
ADMINISTRATOR QN‘/\ PMMenn~_
BONNEVILLE POWER ADMINISTRATION

SUBJECT: Update regarding Bonneville Power Administration

On October 24, 2013, you issued a “Get Well” Plan to address issues identified in
reviews of the Bonneville Power Administration (BPA) by the DOE Inspector General
(1G) and others. We have been taking a number of steps to address those issues, and on
April 24, 2014, we provided you with a six-month status report. This memorandum
contains a summary of that report.

1. Practices to encourage communication of concerns without fear of retaliation.

BPA reviewed and revised rc  rting mechanisms as appropriate to ensure employees feel
they can express concerns without fear of intimidation or retaliation. In November, the
chain of command for the BPA Ombudsman was shified to report directly to the deputy
administrator, assuring the office’s independence. The hotline complaint review process
was changed to address the appearance of conlflicts of interest and to also address
retaliation concerns, i.e. no internal organization would be assigned to investigate
complaints brought against t ir specific organization.

The Department’s Office of the General Counsel (HQ GC) evaluated the BPA
Harassment-Free Workplace Policy and recommended replacing it with the Department-
wide policy. BPA issued the Department-wide policy to all employees on April 11,
2014. Over the next several months, BPA intends to review its Harassment-Free
Workplace Policy in light of the adoption of the Department-wide policy to ensure clarity
and avoid confusion.

BPA has converted to the Department’s Performance M :ment system as of March
, 2014 1willconvert =Performance by _ :ptemb 4.

Pnnted with s K on recycled paper



2. BPA Human Capital

BPA has made significant progress towards regaining full Human Resources (HR)
authority. The BPA “Get Well” Plan was signed by BPA on February 6, 2014. Key
activities necessary to regain HR authority, as outlined within the BPA “Get Well” Plan,
are being accomplished on-time or ahead of schedule. BPA has worked in a
collaborative and proactive manner with the Department’s Office of the Chief Human
Capital Officer (CHCO) to facilitate the restoration of full HR authority necessary for it
to operate independently and in a manner that is in accordance with applicable legal,
regulatory, and Departmental policy requirements. BPA has regained provisional
authority to conduct labor relations activity, conduct their internal bid list process, and
process personne] actions.

Additionally, BPA's Human Capital Management staff has completed all required OPM
training and regained their individual delegated examining certification. BPA is
migrating to the Department’s “Hiring Manager” HR IT recruitment system to ensure
consistency with the rest of the Department’s recruiting efforts. The reporting
relationship of BPA HR to OCHCO will be re-evaluated when full HR operating
authority is returned to BPA.

The case reconstruction progress (as of April 25, 2014) is as follows:
» Total Cases - 75 percent of all cases have been reconstructed
Delegated Examining cases- 68 percent complete
Merit Promotion cases - 65 percent complete
BID List - 100 percent complete
60 priority placements have been identified with 22 veterans accepting job
offers.
» 22 veteran placements have entered on duty.

3. BPA General Counsel

On November 12, 2013, the Department’s General Counsel sent a letter to the BPA
Acting Administrator memorializing the reporting and communications structure for the
BPA General Counsel that they had discussed and agreed upon, which had at its
centerpiece the need for increased communication between BPA GC and HQ GC. This
has largely been accomplished. In particular, the Assistant General Counsel for General
Law and her staff have been in close and regular communication with BPA GC staff on
general law issues, including hiring practices and particular cases. In addition, the
Assistant General Counsel who handles PMA issues remains in regular communication
with all the PMA GC'’s, including BPA GC, on power and transmission issues. More
recently, in light of BPA’s decision (supported by HQ GC) to reorganize the BPA GC
office, and the recent retirement of the BPA GC, HQ GC Deputy General Counsel has
discussed with both the Administrator and Deputy Administrator at BPA appropriate HQ
GC involvement in upcoming hiring decisions for the new BPA GC and the new






Phase 2 will consist of joint reviews to develop recommendations on the applicability of
the remaining directives identified for further review. Included are joint reviews of
directives related to Human Capital and Safety by BPA and headquarte

experts. Additionally, BPA’s Chief Operating Officer is conducting a review of all
safety-related laws, regulations, directives and BPA policies as part of a complete Safety
Program review. Finally, BPA’s Deputy Administrator has commissioned a broad
review of BPA’s regulatory compliance obligations. The results of each of these reviews
will be considered in our recommendations as to whether the directives associated with
these two functions are applicable to BPA. Additionally, there are some areas of specific
interest identified through the review process that present opportunities for the entire
Department to benefit through further collaboration and sharing of best practices between
headquarters program offices and BPA. These opportunities will be pursued by the
relevant offices at headquarters and BPA over the next six months.
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United States Government Department of Energy

Bonneville Power Administration
m I T

pate: APR 0 6 2016

REPLY TO

attNoFr: DGE

sussecT: 2014 Equal Employment Opportunity "~ =0), Harassment, and Retaliation Policy

to. All BPA Employees

On December 31, 2013, Secretary of Energy Ernest J. Moniz issued the Department-wide Policy on
Equal Employment Opportunity, Harassment, and Retaliation. It is attached. As Administrator and CEO
of the Bonneville Power Administration (BPA), | want to reiterate it and ask you to review it again. |
affirm Secretary Moniz’s policy and agree wholeheartedly that as he stated - “a workplace without
barriers is an essential element of our culture of | 1, and a key to our success. Equal Employment
Opportunity (EEO) 1s not only the law, but a fundamental business practice...”

1 too am personally committed to equal employment opportunity and ensuring that BPA maintains a
workplace free from any and all forms of prohibited discrimination, harassment (sexual and non-sexual),
and retaliation. | am committed to creating and sustaining a diverse workforce and to the principies of
equality. It is important for each of you to help cultivate and sustain a culture where all individuals are
valued and respected for who they are and the capabilities they bring to the workplace. Our customers,
stakeholders, employees, applicants for employment, and contract personnel expect us to exemplify
equity and inclusiveness.

Equal employment opportunity is integral to our mission. Creating and maintaining an environment free
from discrimination, harassment and retaliation will help us attract, develop, and retain outstanding
employees, while motivating and inspiring employee engagement and loyalty. Adherence to the
principles of equal opportunity creates a positive work environment where all employees can reach their
fullest potential. These principles are essential to being a model organization that promotes operational
excellence.

BPA does not condone discrimination or retaliation (reprisal) based on race, color, religion, sex,
(including sexual harassment, pregnancy and gender identity). sexual orientation, national ongin, age (40
years of age and over), protected genetic information, status as a parent, marital status, veteran’s
preference, or disability (physical and mental), including the provision of reasonable accommodation for
qualified applicants and employees with disabilities.

Retaliation against those who initiate discrimination complaints, serve as witnesses, or otherwise oppose
discrimination and harassment is strictly prohibited. These protections encompass all management
practices and decisions, including recruitment and hiring practices, appraisal systems, promotions,
recognition, training and career development programs. We seek to resolve workplace conflicts in a
prompt, impartial, confidential, nondiscriminatory, and constructive manner, without fear of reprisal. We
encourage all BPA employees to use the informal EEO counseling process, and/or the Alternative
Dispute Resolution (ADR) Program as a valuable tool in resolving disputes. You must contact an EEQ
counselor within 45 calendar days of whatever incident occurred that causes you to believe that
discrimination occurred.



Every employee is responsible for acting professionally and not participating in discriminatory or
harassing behaviors that offend, intimidate, or interfere with the work performance of others. Any person
who believes he or she has been the subject of harassment or observes such conduct should report the
matter to anyone in their chain of supervision and/or to the EEO office. All managers and supervisors are
responsible and accountable for acting promptly to prevent, document, correct and eliminate
discrimination and harassment. Managers and supervisors who have knowledge of an act of possible
discrimination, harassment, or retaliation should contact the EEO office.

Additional information regarding discrimination, harassment and retaliation is available on the BPA
intranet at the Civil Rights and EEO web site and BPA Manual Chapter 400/713C contains BPA’s Equal
Employment Opportunity and Non-Discrimination Policy. Please feel free to contact the BPA Civil
Rights and EEO Office for other assistance as needed.

As a federal entity, BPA is stronger, more credible, and more effective when our workforce reflects the
experience, judgment, and energy from individuals from diverse backgrounds. We have an affirmative
responsibility to comply with all laws, regulations, and Executive Orders which promote EEO, diversity
and inclusion. All managers and supervisors are encouraged to increase the participation of
underrepresented groups through effective outreach and recruitment. Affirmative employment is an
integral part of our diversity goals, and managers and supervisors are accountable for our success. We
need a fully engaged workforce to meet our stakeholder and constituent expectations.

Thanks in advance for your efforts as we work together to ensure equity of opportunity at BPA.
C\ﬁ/_/\ \f\/\ [ g

Eliot E. Mainzer

Administrator and Chief Executive Officer

Attachment:

Equal Employment Opportunity, Harassment, and Retaliation Policy memorandum
from Secretary of Energy, Emest Moniz






of the employer, a supervisory employee who does not supervise the victim, a coworker,
or a nonemployee.

Retaliation

Employees are entitled to report such incidents without fear of retaliation (reprisal).
Retaliation is a form of discrimination where an employee is subjected to an adverse
employment action or harassment, solely because he or she filed a charge of
discrimination, participated in an investigation, proceeding or hearing, or took other,
similar action in opposition to unlawful discrimination.

Reporting an EEO Complaint

Employees should promptly report any incidents of discrimination, harassment or
retaliation to any management official, or directly to the EEO office at your workplace.

Employees who wish to file an EEO complaint regarding discrimination, harassment, or
retaliation must contact an EEO Counselor within 45 calendar days of the date of the
alleged discrimination, or 45 calendar days from the date on which they reasonably
become aware of the discrimination. If a formal complaint is accepted, a prompt,
thorough, and impartial investigation will be conducted. The Department will seek to
protect the confidentiality of harassment and retaliation allegations, to the extent possible,
and will share information only with those who have a need to know in the performance
of their official duties. Furthermore, it is the responsibility of the Department to address
matters before they reach the level of severe and pervasive harassment, with the goal of
preventing harassment before employees have been subject to actionable harm.
Accordingly, the Department may choose to conduct an inquiry into the matter, even in
the absence of an equal employment opportunity complaint.

Any employee of the Department of Energy who engages in discrimination, harassment,
or retaliation in violation of the law or of this policy is subject to disciplinary action,
which may include suspension or dismissal. Managers who have knowledge of an act of
possible discrimination, harassment, or retaliation should contact their local EEO or
Human Capital Office, or the DOE Office of the Ombudsman, for guidance. Managers
must act promptly and appropriately to eliminate and prevent discrimination, harassment,
and retaliation in the workplace.

Equal Employment Opportunity and Our Mission

Our mission is critical to our Nation. Together, we can ensure that every individual at
DOE has an equal opportunity to contribute to our success, in an environment free of
discrimination, harassment, and retaliation.

For more information regarding discrimination in the workplace, or information on how
to file an EEO complaint, go to hutp://energy.gov/diversity/services, and click on “Protecting
Civil Rights.” :
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BONNEVILLE BPA MANUAL Page:

POWER ADMINISTRATION

400/713C
Chapter 400/713C: BPA Equal Employment

Opportunity and Non-Discrimination Policy vate:

Part: Personnel 11/30/11

400/713C.1 PURPOSE

This chapter establishes Bonneville Power Administration’s (BPA’s) equal employment opportunity and
nondiscrimination policy which implements and assures compliance with Federal nondiscrimination laws,
regulations, merit system principles, and related U.S. Department of Energy orders and policies.

This policy is founded on the following principles:

1. BPA employees work in an environment that fosters equal opportunity for all to reach their full
potential.

2. BPA business needs, coupled with individual performance and productivity are the determining
factors that guide management’s employment and personnel decisions.

3. Management-based employment and personnel decisions are not compromised by personal biases
that hinder sound judgment and adversely affect our work environment.

400/713C.2 DEFINITIONS

A

Equal Employment Opportunity (EEO) means that all individuals must be treated equally in the hiring
process, in training, in promotions, and in employment decisions. Each person has the right to be
evaluated as an individual on his or her qualifications without discrimination based upon protected
characteristics.

Diversity is defined as the human differences and similarities such as language, ethnicity, race, lifestyle,
talent, education, background, life experience, culture, disability, age, class, and other unique
characteristics. A diverse environment is one that embraces diversity of thought, is inclusive, and
promotes innovation and creativity.

Discrimination is treating individuals or groups less favorably than others in job-related matters, when
an otherwise neutral policy and/or practice has a disparate impact on an individual or a particular group
and/or because a decision is based on one or more protected characteristic.

Job-related matters are the terms and conditions of employment including, but not limited to,
appointment, selection, work assignments, training, awards, advancement and promotional
opportunities, reassignments, leave, details or temporary assignments, and performance evaluation
appraisals.

Genetic Information includes information about genetic tests of applicants, employees, or their family

members; the manifestation of diseases or disorders in family members (family medical history); and
requests for or receipt of genetic services by applicants, employees, or their family members.

TAC No. DG-09-11 Supersedes: 12/21/01 Responsible Organization: Civil Rights & Equal

Employment Opportunity






BONNEVILLE BPA MANUAL Page:

POWER ADMINISTRATION

400/713C

Chapter 400/713C: BPA Equal Employment
Opportunity and Non-Discrimination Policy Date:

Part: Personnel 11/30/11

retaliation for participating in the EEO process or for opposing any unlawful practice, and promotes
programs of affirmative recruitment and employment at all levels of the organization along with the right to
work, compete, and advance on the basis of merit, ability and potential. BPA complies with, and will
implement to the full extent, all applicable laws and regulations that promote equality of opportunity.

BPA prohibits all forms of harassment. BPA managers and supervisors are responsible for preventing,
documenting and promptly correcting harassing conduct in the workplace. Employees are encouraged to
report incidents of harassment.

BPA’s managers and supervisors shall make employment decisions based upon merit. They shall not use
non merit factors of race, color, religion, sex (male/female, sexual harassment, and/or pregnancy), national
origin, age (40+), disability (physical/mental), genetic information (GINA), sexual orientation, retaliation or
other bases prohibited by applicable law or statute to make employment decisions.

BPA adheres to Presidential Executive Orders and other laws designed to protect federal employees
including the prohibitions against discrimination based on political affiliation, status as a parent, marital
status and/or veteran status.

Discrimination, harassment, and/or retaliation is not acceptable and any employee, manager, supervisor or
executive engaging in discrimination, harassment and/or retaliation is subject to disciplinary action, including

termination from government service.

400/713C.4 LOCATIONS COVERED

This policy applies to all BPA work environments, including the areas in and around BPA buildings, facilities,
fitness centers, vehicles, food service areas, break locations, day-care centers, and any other areas or
conveyances where BPA employees work or where work-related activities occur, including official travel.

400/713C.5 RESOURCES

A. BPA employees may seek information from any of the following resources in any order they
choose:

1. Any BPA management official (supervisors, managers, executives and/or strategic business
partners)

2. Any member of the Civil Rights and Equal Employment Opportunity Office staff: (503) 230-4725
or (800) 305-7341

3. An EEO Counselor: (503) 230-3451 or (800) 631-1931

4. The Alternative Dispute Resolution Coordinator or The Dispute Resolution Message Line:
(800) 631-1931

TAC No. DG-09-11 Supersedes: 12/21/01 Responsible Organization: Civil Rights & Equal
Employment Opportunity
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NNEVILLE BPA MANUAL Page:

400/713C

Chapter 400/713C: BPA Equal Employment
Opportunity and Non-Discrimination Policy Date:

Part: Personr 11/30/11

r

Civil Service Reform Act of 1978 (P.L. 95-454)--Merit System Principles and Prohibited Personnel
Practices

Equal Pay Act of 1963, as amended
29 CFR 1614, Federal Sector Equal Employment Opportunity

Equal Employment Opportunity Commission (EEOC) Management Directive 110--Federal Sector
Complaint Processing

EEOC Notice: 915.002, Dated 6/18/99, Enforcement Guidance: Vicarious Employer Liability for
Unlawful Harassment by Supervisors

EEOC Notice: N-915-050, dated 3/19/90, Policy Guidance on Current Issues of Sexual Harassment

M. Executive Order 13087, Sexual Orientation, dated May 29, 1998

o0

e L >

PN <Xz

ccC.

TAC

Title Il of the Genetic Information Non-Discrimination Act of 2008 (GINA) (effective November 2009),
EEOC published final regulations on November 9, 2010

29 CFR 1607, Uniform Guidelines on Employee Selection Procedures

Executive Order 11246, Part |i, Equal Employment Opportunity--Nondiscrimination in Employment by
Government Contractors and Subcontractors

41 CFR 60, Office of Federal Contract Compliance Programs Equal Employment Opportunity
BPA Manual Chapter 400/752A, BPA Harassment Free Workplace Policy

BPA/CPTC Collective Bargaining Agreement

BPA/CPAEC Collective Bargaining Agreement

BPA/Professional Collective Bargaining Agreement

BPA Personnel Letter 630-1-04, Excused Absences (Administrative Leave) Procedures and
Requirements, See IV. Non-discretionary individual excused absences; F. Equal Employment

Opportunity Activity

BPA Personnel Letter713-01, Disability, Race/National Origin, and Sex Identification

BPA Personnel Letter 720-01, Equal Employment Opportunity (EEO) Collateral Duties

BPA Personnel Letter 752-02, Guidance on Violent and Threatening Behavior in the Workplace
BPA Personnel Letter 752-03, Harassment-Free Workplace Guidance

BPA Personnel Letter 900-01, Policy on Alternative Dispute Resolution (ADR) for Workplace
Disputes and Conflicts at BPA

BPA Personnel Letter 900-02, BPA Reasonable Accommodation Plan

BPA Personnel Letter 900-03, Application of Equal Employment Opportunity (EEO) Laws to
Contractors

No. DG-09-11 Supersedes: 12/21/01 Responsible Organization: Civii Rights & Equal
Employment Opportunity



BONNEVILLE BPA .JANUAL Page:

rolwl.l. ADHI""'IA'I‘,I’ON 400/7130
Chapter 400/713C: BPA Equal Employment

Opportunity and Non-Discrimination Policy Date:

Part: Personnel 11/30/11

400/713C.9 REVIEW
This BPAM Chapter is scheduled for review in 2016.

» No. DG-09-11 Supersedes: 12/21/01 Responsible Organlzation: Civil Rights & Equal
Employment Opportunity
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New manager reports

Easier access

Within the coming months, HCM will be creating three new manager reports in HRmis to provide
easier access to training information most frequently inquired about.

New reports include:
Required Training by Fiscal Year (how most required training is tracked)
Required Training by Calendar Year (how NERC CIP and Ethics is tracked)
Diversity Not Completed (includes training started but not completed)

Once available, go to the Manager’s Self-Service in HRmis, Learning and Development, and then
look under Reports. An updated job aid will also be available at that time.

Business Justification Forms for Licenses and Certification are accepted for review and approval during
the months of June and December each year. To add a critical professional license or certification to
the BPA Approved List, follow the process outlined:

Submit a compieted justification form via email to HCM Training during the month of June or
December only.

Wait for a decision from the cross-functional Certification team comprised of HCM, Legal and
Finance. Decisions are rendered, and the Point of Contact notified, during January and July.

When qualified employees receive or renew an approved license or certification, they first pay for
it, then submit a reimbursement form and receipts to Finance (FTD-2).

For more information, refer to Policy Letter 410-03 or email HCM Training.

NHT’s Training Registration team has been busy improving processes to make your work-life easier

when requesting external training. Several improvements have been made over the past 18 months
and we continue to evaluate ways to continue to make the processes better for everyone. Below are
just a few of the improvements you may have already experienced.

New automated messages tell employee the status of their training request at each step of process.

Manager approval for required training (e.g. Diversity, Performance Management for Managers) is
no longer needed.

Approving manager for training requests can now be selected by the employee should their current
manager role be vacant or their manager is on leave.

Employees now submit their own training registration that includes all the related necessary
information (e.g. professional membership numbers that permit discounts in fees).

on processing requests has decreased employee “touch points” by 50%. It has also increased
our ability to capture group discounts and ‘early bird’ specials that alone netted a savings of $56.4K in FY-
13. As a result of NHT's efforts, 85% of external registrations are processed within five days and many are
completed within three days or less.
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Diversity Training FY14

New and Different

BPA employees have a variety of flexible options for completing their FY14
Diversity Training.

What's new?

» Fewer and bigger classroom sessions in the Portland and
Vancouver area
Each month, between 3 to 4 classroom sessions of Let’s Talk Diversity:
Generations at BPA will be open for enrollment in the
Portland/Vancouver area. The session enrollment cap is now 40
participants. If you prefer classroom training, enroll early!

» No classroom sessions scheduled outside of the Portland and
Vancouver area
FY14 classroom sessions will not be held in the Field Office locations

because of a full schedule of other mandatory training. Instead,
employees in the Field Office locations may obtain their diversity
training hours via one of the other approved options.

» A change for all BPA employees
The required No FEAR Act training now counts as 1 hour toward the
annual requirement of 3 diversity training hours for employees and 4
hours for managers and supervisors. Be sure to complete the web-
based training when it is launched in Q1.

What are the approved diversity training options for FY14?

Diversity training hours may be completed using one or a combination of the
following approved options.

» Let's Talk Diversity - Classroom Option - Enroll through HRMIS
#012282

Imagine a required tnining course where you have fun, get a bit noisy, and learn a lot -
without cracking open a participant guide. That’'s what you can expect if you enroll in a
classroom session of



You've heard it before - people from four generations are working side-by-side at BPA.
But now that generational mix is shifting - in a big way — creating new challenges and

opportunities for all of us.

Each generation brings with it different experiences that shape its perspectives and
values; each is in a different stage of life with its own personal and professional needs.
Attracting, engaging, and retaining a diverse mix of talent in our workforce requires
knowing how to leverage these differences and communicate across the generations, in
respectful and meaningful ways.

Attend the session expecting to...

° Better understand generational perspectives and values in the workplace
. Discuss the trends and dynamics of the shifting BPA workforce
° Recognize inclusive practices that can motivate and engage all generations

Waming: Participants in this course may experience meaningful (and entertaining)

dialogue with others.

Let’s Talk Divers y — Cultural Events - Enroll through HRMIS
Diversity training credit may be given for some, but not all, Let’s .alk
Diversity: Cultural Events or other events for national observances
(e.g. Black History Montt  Approved events are decided by the EEO
office based upon established criteria for receiving diversity training
credit. Once an event is approved for diversity credit, enroll through
HRMIS.

Web Based ..ainin ( _BT) - Enroll through D_ :’s Online
Learning Center

DOE’s Online Learning Center is a great option for employees needing
the flexibility WBT offers; 1 hour modules that can be taken at any
time of the day and from any location.

Approved training classes for 2014 are:
« Managing Workforce Generations: Working with the 21%-century
Generation Mix (1 hour)
Communicating Across Cultures (1 hour)
« Workplace Diversity Awareness (1 hour)
» Managing Internal Dynamics in a Cross-functional Team (1 hour)
« Understanding the Americans with Disabilities Act (ADA) (1 hour)
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BONNEVILLE POWER ADMINISTRATION
HUMAN CAPITAL MANAGEMENT
Portland, Oregon

PERSONNEL LETTER (PL): 900-02 DATE: June 18, 2012

SUBJECT: Reasonable Accommodation

PURPOSE

This Personnel Letter —
e Describes reasonable accommodation program.
¢ Describes methods and procedures for initiating the reasonable accommodation
interactive process.

Revisions
¢ Revises the definition of disability in accordance with the Americans with
Disabilities Act Amendments Act of 2008 (ADA-AA).
o Clarifies the definition of reasonable accommodation and offers additional
examples.
¢ Supersedes PL 900-02 dated August 24, 2001.

BPA BUSINESS OBJECTIVE

BPA relies on a highly skilled workforce to meet its business objectives in a timely and
efficient manner. The reasonable accommodation program removes barriers to
employment and job performance for qualified employees with disabilities, thereby
supporting employees in remaining at work and performing to their highest potential.

POLICY SUMMARY

Reasonable accommodation removes workplace barriers for individuals with disabilities
so they can enjoy the Benefits and privileges of employment equal to those enjoyed by
similarly situated employees without disabilities. Reasonable accommodation enables
individuals with disabilities to apply for jobs and for employees with disabilities to
perform their jobs or access work-related services, benefits, or facilities. The reasonable
accommodation interactive process is the means by which an employee, the Reasonable
Accommodation (RA) Coordinator, and other individuals (as needed) collaborate to
evaluate possible reasonable accommodations. In order to be reasonable, an
accommodation must be effective and cannot cause BPA undue hardship.
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I. COVERAGE

IL.

This policy covers all BPA employees and all applicants for BPA positions. Contract
workers should contact their employing agency to initiate a reasonable accommodation
request.

DEFINITIONS

Disability

For the purposes of this Personnel Letter, the term “disability” means (1) a physical or
mental impairment that substantially limits one or more major life activities; (2) a
record of such an impairment. An impairment that is episodic or in remission may still
be a disability if the impairment substantially limits a major life activity when active.
As defined in 29 C.F.R. 1630.3, the terms disability and qualified individual do not
include individuals currently engaged in the use of illegal drugs.

Essential Functions
The fundamental job duties of the employment position the individual with a disability
holds or desires. It does not include the marginal functions of the position.

Interactive Process

An interactive communication process, formal or informal, used to identify the
limitations resulting from the disability and potential reasonable accommodations that
could overcome those limitations.

Qualified Individual with a Disability

A person with a disability who satisfies the requisite skill, experience, education, or
other job-related requirements of an employment position that he or she holds or seeks,
and who can perform the “essential functions” of the position with or without
reasonable accommodation.

Reasonable Accommodation

A workplace change or modification that: enables a qualified applicant with a disability
to be considered for a position; enables a qualified individual with a disability to
perform the essential functions of their position; and\or enables a qualified individual
with a disability to enjoy equal benefits and privileges of employment as other similarly
situated employees without disabilities. Reasonable accommodation may include but is

not limited to:

¢ Modifying job application process to enable a qualified applicant with a
disability to complete the application process;

¢ Modifying or adjusting the work environment as to the manner or
circumstances under which the work is performed to enable a qualified
employee to perform his or her essential job functions; and/or



II1.

BPA Personnel Letter 900-02
Human Capital Management
June 18, 2012

e Modifying or adjusting the work environment to remove barriers so a
qualified employee with a disability can access employment-related benefits
O Services.

All reasonable accommodations must be effective, efficient, and not result in an undue
hardship to BPA.

Substantially Limits

Unable to perform or significantly restricted in performing a major life activity that the
average person in the general population can perform. When considering whether a
person is substantially limited, BPA ignores mitigating meas: s (except regular
eyeglasses and contacts) the person uses.

Undue Hardship

Significant difficulty, e: nse, or safety issue for requestor or others as det 1ined by a
medical or safety professional. An accommodation is not required if it causes an undue
hardship. An action may cause undue hardship if it 1s unduly extensive, substantial,
disruptive, or fundamentally alters the nature or operation of the business.

Vacant Position

For the purposes of this policy. a position that is available when the employee asks for
reasonable accommodation, or that the employer knows will become available within a
reasonable amount of time. A “reasonable amount of time” is determined on a case-by-
case basis considering relevant facts, such as whether the employer, based on
experience, can anticipate that an appropriate position will become vacant within a
short period of time.

RESPONS___LIT :S
A. Chief Human Capital Officer, through his or h: delegate:

Reasonable Accon odation Program Manager

1. Ensures managers and supervisors are familiar with and follow BPA’s
reasonable accommodation policy and process.

2. Ensures reasonable accommodation procedures are compliant with applicable

Federal Statutes, Department of Energy regulations, BPA policy, and Equal

Employment Opportunity Commission (EEOC) guidance.

Ensures reasonable accommodation procedures are effective.

4. Issues final determination of whether an individual is a qualified individual with
a disability.

5. Issues final approval or denial of accommodation requests and advises the
employee and the supervisor or manager of the decision.

6. Ensures all parties follow the reassignment process if there is no reasonable

omme¢ tion to enable een oyee to successfully perform the essential

functions of his « her current position.

w2
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Designates a Reasonable Accommodation Coordinator to administer the
program.
Makes final determination on any “undue hardship” decisions.

Reasonable Accommodation Coordinator

1.

10.

Oversees the interactive process and ensures all parties are following
appropriate procedures.

Limits medical information request(s) to the minimum necessary to verify
disability(s), work-related limitations and the necessity for reasonable
accommodation.

Works with the supervisor or manager, employee, and others as required to
explore possible reasonable accommodations.

Makes recommendations regarding appropriate accommodations to the Program
Manager.

Maintains records of all accommodation requests processed under the
Reasonable Accommodations procedures in accordance with the Privacy Act of
1974 and OPM regulations.

Provides Equal Employment Opportunity Commission (EEOC) required
statistical reports on reasonable accommodation requests and their disposition.
On a need-to-know basis, keeps others in the organization apprised of the status
of an accommodation request when appropriate.

Once an accommodation is in place, follows up with the employee as needed to
ensure the accommodation is adequate and effective.

Refers the employee to Talent Acquisition for reassignment if needed. Provides
information on employee’s work-related limitations and restrictions to facilitate
the reassignment process.

Keeps medical information confidential and shares only limitations and
restrictions (not diagnostic information) with the employee’s supervisor and
others with a need to know.

Talent Acquisition

1.

2.

Contacts the Reasonable Accommodation Coordinator if an applicant appears to

need or requests accommodation.

During the reasonable accommodation reassignment process:

a. Reviews the employee’s qualifications for vacant positions.

b. Reviews vacant positions to determine whether any are suitable for
reassignment based on the employee’s skill level and qualifications.

c. Offers a reassignment position, if appropriate.

d. Reassigns an employee to an appropriate vacant position for which the
employee has accepted an offer and sets the employee’s pay according to
the terms of this policy and the Office of Personnel Management (OPM)
regulations.
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B. Employee or Applicant:

1. Notifies the Reasonable Accommodation Coordinator, verbally or in writing, of
a reasonable accommodation request (including requests for proximal parking to
work facility).

2. Submits any requested medical documentation to the Medical Program Manager
(NOT to the immediate supervisor or manager).

3. Participates cooperatively in the interactive process.

C. Manager for Civil Rights and Equal Employment Opportunity through his or
her delegate:

1. Advises supervisors and managers on responsibilities under the Americans with
Disabilities Act (ADA), the Americans with Disabilities Amendments Act
(ADAA) and other applicable laws and guidance.

Processes discrimination complaints.

Ensures compliance with applicable Equal Employment Opportunity processes
and regulations.

) I

D. Information Technology:

1. Collaborate with the Reasonable Accommodation Coordinator on technical
hardware/software solutions to accommodation requests.
2. Provide requested items as quickly as possible.

E. Managers d Supe sors:

1. Promptly notify the Reasonable Accommodation Coordinator of an
accommodation request from an employee or applicant, even if request is
indirect (e.g., *I am having trouble typing due to a medical condition.™).

2. Participate in the interactive process.

Suggest or review possible reasonable accommodations.

4. Work with Reasonable Accommodation Coordinator to identify essential job
functions.

5. When hiring for a vacancy, work with Human Capital Management to consider
any employees under reassignment consideration.

W

F. Office of Facilities and Building Maintenance:

1. Make accommodation recommendations, as appropriate, and implement when
needed.

2. Coordinates with leasing/renting agencies in cases of building or facility
modifications affecting BPA-leased facilities.

3. Works with Reasonable Accommodation Coordinator in the evaluation and
provision of equipment or furniture associated with approved accommodation
requests.
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4. Note: the Reasonable Accommodation Coordinator will not discuss any medical

information with the Office of Facilities and Building Maintenance, except
limitations and restrictions as needed to evaluate the accommodation request.

G. Office of Ergonomics: Makes accommodation recommendations, as appropriate,
and implements when needed.

H. Safety: Consults and shares information with Reasonable Accommodation
Coordinator, specifically under conditions where safety of the employee, other
employees, or the public is a concern.

REASONABLE ACCOMMODATION

A. The Interactive Process

1.

Any of the following situations may trigger the interactive process:

a.

b.
c.

The employee or applicant, or his or her representative, requests
accommodation or otherwise indicates a need;

The applicant fails a post-offer physical; or

The employee returns to work from medical leave of absence with
restrictions or limitations.

Any of the following individuals may initiate the interactive process:

a.
b.

The employee or his or her representative designated in writing;

The supervisor or manager, after a request or indication of need from the
employee or applicant; _

A member of Human Capital Management, after receiving medical
information indicating the employee may need accommodation.

The Reasonable Accommodation Coordinator coordinates the interactive
process. The interactive process may be different for each situation, but may

include:

a.  Meeting with the employee;

b.  Meeting with the supervisor or manager to identify the essential
functions of the position;

c.  Requesting and reviewing medical documentation as given to the
Medical Program Manager;

d.  Discussing possible accommodations with the requesting employee and

supervisor/manager.

The Reasonable Accommodation Coordinator works with the Medical
Program Manager, Reasonable Accommodation Program Manager and others
to determine which accommodations (if any) are reasonable, and then
oversees implementation, if applicable.

B. Reasonable Accommodations

1.

Accommodations may include, but are not limited to, the following:
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a.  Modifying work schedule;

b.  Modifying facility access;

¢.  Providing equipment or technological aides;

d.  Allowing the employee to telework;

e.  Job restructuring; or

f. A leave of absence, for example in addition to or outside of the Family

and Medical Leave Act (FMLA).

2. Accommodations do not include:
a.  Changing the immediate supervisor or manager (unless part of
reassignment);
b.  Eliminating essential job functions or changing performance
expectations; or
c.  An indefinite leave of absence not covered by leave policies.

3. The Reasonable Accommodation Program Manager may exclude from
consideration accommodations that would cause undue hardship.

. Essential Job Functions

1. To be effective, a reasonable accommodation must enable the employee to
perform all essential job functions.

2. The supervisor or manager and reasonable :commodation Coordinator work
together to determine the essential job functions for the position.

. Medical Confidentiality. The Medical Program Mana; keeps medical
information exclusively in the Official Employee Medical Folder in accordance
with Personnel Letter No. 293-02, Occupational Medical Records. The Medical
Program Manager shares information wi  others only on a need-to-know basis and
only to the extent needed to resolve reasonable accommodation question(s). Such
information may include physical limitations and restrictions for determining
whether an employee can perform essential job functions.

. Procurement

1. Reasonable accommodation equipment expenses generally come from the
Human Capital Management (HCM) budg

2. The Program Manager notifies other areas (IT, Facilities, or the supervisor or
manager) if any expenses fall outside of the HCM budget.

. Denials

The Reasonable Accommodation Program Manager 1y deny a reasonable
accommodation request in writing upon:

1. Determining the requestor is not a qualified individual with a disability; or

2. Determining there is an alternate effective accommodation that will enable the
individual to successfully perform the essential job functions; and/or

3. Determining the accommodation requested would cause und  hardship.
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V. APPEALS
A. An employee may appeal a reasonable accommodation denial as follows:

1. Within five (5) business days of a written denial, the employee may submit a
verbal or written reconsideration appeal to the Reasonable Accommodation
Coordinator with additional information to support the claim. The Reasonable
Accommodation Program Manager will review the appeal within five (5)
business days.

2. If the Reasonable Accommodation Program Manager upholds the denial, the
employee has five (5) business days to submit an appeal to the Chief Human
Capital Officer (CHCO) for a final determination. The CHCO will respond
within ten (10) business days.

3. The employee may start the Alternative Dispute Resolution process at any time.
This program is voluntary.

B. An employee may file an EEO complaint at any point the employee believes he or
she has been subjected to discrimination based on a disability. This includes before,
during or after the interactive process or after the CHCO’s decision on an internal

appeal.

1. The employee has forty-five (45) days from the date of the most recent alleged
discrimination to file the appeal.

2. Ifthe employee files a complaint, BPA will conduct informal Equal
Employment Opportunity (EEO) counseling, or the parties may engage in the
mediation process or other alternative dispute resolution processes (both of
which are voluntary). If the issue is not resolved at the informal resolution
stage, BPA will provide the employee with a Notice of Final Interview and
Right to File a Formal EEO Complaint.

V1. REASONABLE ACCOMMODATION REASSIGNMENT

A. Reassignment

Note: Personnel Letter 810-01, Workers’ Compensation and Return to Work
Program, Chapter 3 addresses procedures related to job assignments and job offers
for employees receiving benefits under the Federal Employees’ Compensation Act
(FECA).

1. Eligibility. If no reasonable accommodation exists to enable the employee to
perform his or her essential job functions, the employee may qualify for
reassignment if: :

a. The Reasonable Accommodation Coordinator has notified the employee in
writing that no suitable accommodation is available in his or her existing
position;

b.  The employee agrees to accept the reassignment offer;
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c.  The employee meets OPM qualifications requirements for a vacant
position as determined by the Talent Acquisition group; and

d.  The employee can perform the essential job functions of the vacant
position, with or without accommodation.

2. Offer Letter. If the employee qualifies for a vacant position, HCM (Talent
Acquisition) will contact the employee via telephone and the Reasonable
Accommodation Coordinator will follow up with a written or emailed offer
letter. The employee has five (5) working days from receiving the written or
emailed offer to accept or decline the offer in writing or via email as long as the
response is postmarked or time stamped by the 5" working day. If the
employee fails to accept the offer. recruitment will continue as scheduled for the
position that was offered.

3. Relocation. Subject to the provisions of any applicable collective bargaining
agreement. BPA does not pay for relocation to a new 1ty station outside the
employee’s current commuting area. unless a paid move would normally be
available because of recruiting difficulties or other staffing circumstances.

4. Multiple Vacancies. If more than one reassignment opportunity is available,
the employee may indicate a preference; however, the Reasonable
Accommodation Program Manager. in conjunction with the Hiring Official and
Talent Acquisition, ultimately selects the reassignment position according to
business nee¢

5. Limitations. Reasonable Accommodation does not include creating a new
position or removing an employee from his/her position in order to create a

vacancy.
6. Process. The reassignment process is as follows:

a.  RA coordinator writes employee saying there is no accommodation.

b.  Employee submits resume or other information about qualifications.

c.  RA Coordinator provides limitations/restrictions to RSA.

d.  RSA and employee both look for suitable vacant positions.

e.  If RSA cannot identify suitable position within reasonable time, BPA will

separate the employee from BPA employment.

A reasonable amount of time is determined case by case, considering
relevant facts, such as whether HCM staff anticipate a suitable position
will become vacant within a short period of time. In most cases, 60
calendar days is sufficient to determine whether a suitable vacant position
will become available. The 60 calendar days begins the day the
Reasonable Accommodation Coordinator notifies the employee in writing
that no accommodation exists to enable the employee to perform his or her
current essential job functions.

]

B. Pay Setting

1. Annu mployees. If a requesting en loyee accepts a reassignment offer for
aj 1ition at a lower grade level, the following rules will apply:

10
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a. HCM will set the employee’s pay using the grade assigned the new
position.

b.  If the position has multiple grades, HCM will assign the employee the
highest grade for which qualified.

c. HCM will set pay using the “High  Previous Rate” (HPR) Rule
described in PL 531-03, “Pay Setting for Annual (General Schedule)
Employees.” Using HPR, HCM will set the employee’s pay at the step in
the new grade closest to the employee's prior rate of basic pay. If the prior
rate of basic pay exceeds Step 10 of the new grade level, HCM will set
pay at Step 10.

2. Hourly Employees. If a requesting hourly employee accepts reassignment to
another hourly job with a lower basic rate of pay, HCM will set pay according
to the provisions of the appropriate collective bargaining agreement. If a
requesting hourly employee accepts reassignment to an annual job, HCM will
set pay using the HPR described in PL 531-03.

RESOURCES

The Job Accommodation Network: www.askjan.org.

REFERENCES

Executive Order 13164, dated July 26, 2000.

Rehabilitation Act of 1973, Sections 501, 503 and 504, 29 U.S.C. 793(d) and
974(d).

The Americans with Disabilities Act, 1990, as amended.

Title VII, Civil Rights Act of 1964, as amended.

EEOC Enforcement Guidance: Reasonable Accommodation and Undue Hardship
Under the Americans with Disabilities Act (ADA), dated October 17, 2002; EEOC
Enforcement Guidance on the ADA and Psychiatric Disabilities; and EEOC
Enforcement Guidance: Worker’s Compensation and the ADA.

Personnel Letter No. 293-02, Occupational Medical Records.
5 CFR, Part 293, Subpart E, Employee Medical File System Records.

/s/ Roy B. Fox

Roy B. Fox
Chief Human Capital Officer

11
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pelow are summaries of our Key Agency Targets for
FY 2013. For details, go to www.bpa.gov/go/strategy.

Keep the lights on by effectively managing transmission
system availability, interruptions and reliability.

Federal Hydro Performance

Keep the lights on by effectively managing federal hydro
generation availability, outages, cost and reliability.
Columbia Generating Station Performance

Energy Northwest operates and maintains its nuclear
plant within cost and performance targets.

Promote and achieve cost-effective energy conservation
N the region.

Renewable Resource Integration

Develop durable solutions for managing oversupply
conditions and increasing available balancing reserves
to integrate renewable resources.

Columbia River Treaty

BPA and the U.S. Army Corps of Engineers lead the
development of a balanced and informed recommendation
to the State Department on the future of the Treaty with
Canada and effectively engage federal and regional entities
and other parties.

BPA Rate Case

Develop, propose and establish new wholesaie power and
transmission rates for the 2014-2015 rate period.
Commercial Transmission Policy

Modify Network Open Season and Generation Interconnection
policies and processes to support efficient regional planning.

Protect and enhance the condition of endangered and
threatened fish through implementation of the FCRPS
Biological Opinion and Columbia Basin Fish Accords.

Keep actual total departmental operating costs at or below
the start-of-year budget.

Capital Access Strategy Implementation
Implement a comprehensive plan for long-term access to
cost-effective capital.

Adjusted Net Revenue

Realize adjusted net revenue within or above the targeted
range.

Treasury Payment

Make annual planned payments to the U.S. Treasury in full
for the 30" consecutive year.

Bond Rating

Sustain high credit ratings on BPA-backed bonds.

Meet NERC reliability compliance standards while avoiding
high risk violations and submitting Mitigation Plans in a
timely manner.

Hydro Generation System Infrastructure
Replace and modernize FCRPS hydro generation equipment
to sustain reliability and performance.

Transmission System Infrastructure

Expand and strengthen the transmission system to meet
current and future demands.

Grand Coulee Mechanical Overhauls

Meet milestones for a multi-year overhaul of a Third
Powerplant generating unit to preserve the long-term
value of the federal hydro system.

Smart Grid and Demand Response

Collaborate and meet milestones for the regional Smart
Grid Demonstration Project, Western Interconnection
Synchrophasor Program and Demand Response
Business Plan.

Cybersecurity
Monitor and improve BPA’s overall cybersecurity posture.

Develop and maintain a BPA workforce with the right size,
skills and environment to deliver on agency objectives.

Safety

Create and maintain a safe work environment to keep
employee and contract staff accident rates low and
without fatalities.

sSuccess Share awards tor BPA employees are based
on successfil nerformance against targets denoted
with a star and on achieving the Treasury payment
target and a. reast $5 million in net revenue.

DOE/BP-1-1302 ¢ February 2013
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DOE Bonneville Power Administration

I. Executive Summary

FY14 DVAAP Accomplishment Report

In Fiscal Year 2014, veterans and disabled veterans comprised the majority
(73.6%) of all new permanent hires into Bonneville Power Administration
(BPA), which included an increase in the percentage of disabled veterans
(17.2%). This increase was due to the priority placement of many veterans and
disabled veterans during the reconstruction process of prior BPA hiring actions.

Veterans also comprised the majority (86.7%) of new Pathways Interns, which

included an increase of disabled veterans as Interns (33.3%).

While BPA’s overall workforce decreased from the previous year, the

percentage of all veterans increased to 25.8% and the percentage of disabled
veterans decreased to 4.5%.

BPA’s workforce:

FY12 FY13 FY14 Change
from FY13
to FY14

Total Workforce 3101 3012 2889 -123
All Veterans 679 21.9% | 733 243% | 745 | 25.8% +1.5%
Veterans with disabilities 142 4.6% 155 51% 131 4.5% -0.6%
Total New Hires 187 139 87 -52
All Veteran New Hires 44 23.5% 52 37.4% 64 73.6% +36.2%
Disabled Veteran New 10 5.3% 16 11.5% 15 17.2% +5.7%
hires
Total New Pathways 53 22 15 -7
Interns
All Veterans New 2 3.8% 12 54.5% 13 86.7% +32.1%
Pathways Interns
Disabled Veterans New 3 5.7% 3 13.6% 5 33.3% +19.7%
Pathways Interns

II. Organizational Structure

A. Mission Overview — BPA’s Mission as a public service organization is to
create and deliver the best value for customers and constituents while acting
in concert with others to assure the Pacific Northwest:

1) An adequate, efficient, economical and reliable power supply;

2




DOE Bonneville Power Administration FY14 DVAAP Accomplishment Report

2) A transmission system that integrates and transmits power from federal
and non-federal generating units, provides service to BPA's customers,
provides interregional interconnections, and maintains electrical
reliability and stability; and

3) Mitigation of the Federal Columbia River Power /stem's impacts on
fish and wildlife.

B. BPA’s 2013-2014 Talent Management Strategy focused on a workforce of
the “right size and composition, with the right skills and competencies,
working in a positive work environment.”

BPA’s FY 2011-2015 Diversity Program Action Plan is tied to the Talent
Management Strategy through three diversity strategic objectives which
assisted BPA in reflecting the region’s demographics to create an
environment which fosters inclusion, respect and encourages the
contributions of all employees.

C. Point of Contact - Human Capital Man: :ment (HCM) Talent Acquisition
Manager Liza A. Rosa (larosa@bpa.gov) and Human Resources Specialist
Mary T. Marrs (mtmarrs@bpa.gov).

Strategic (*‘ectives & ("~-ls

A. U lize eligible and qualified disabled veteran’s resumes which are on file
for current openings and expedited placement.

Increase targeted recruitment at military installations, schools with veteran’s
¢ anizations, and attend events v ich focus on military personnel and
veterans.

C. Increase the use of non-competitive special appointing authorities for
vete s to include Veterans Rect tment Authority, 30% or more disabled,
and Schedule A authorities.

Ac lis ments

A. Recruit and Employ
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FY14 DVAAP Accomplishment Report

1) Recruitment strategies focused on veterans and disabled veterans for
permanent, temporary, student and apprentice positions. Recruitment was
conducted throughout Washington, Oregon and Montana and included
veteran, military, commercial, university/school, federal and state career
and job event venues. The recruitment schedule included:

Date Event Location Sponsored by Attendees
April Joint Base Lewis-McChord Career | Tacoma, Joint Base Lewis- 500+
2014 | Day WA McChord
May Veterans Career Fair Kent, WA WA King County 200+
2014 Veterans Program
May WorkSource Veterans Career Fair | Tacoma, Washington State 100+
2014 WA Employment
June Hiring our Heroes Roseburg, Dept. of Defense 100+
2014 OR
June Recruit Military Career Fair Seattle, WA | Recruit Military 800+
2014
June Natural Resources Career Event Portland, Incight (disability 50+
2014 OR service organization)
& US Forest Service
July Hiring our Heroes Career Fair Springfield, | Hiring Our Heroes 200+
2014 OR
July Veterans Hiring Event Seattle, WA | Washington State 50+
2014 Employment
August | Hiring Heroes - Joint Base Lewis- | Tacoma, Dept. of Defense 300+

2014 | McChord WA
Sept Montana Tech Veterans Group Butte, MT | Montana Tech 20
2014

Sept WorkSource Disabled Workers Portland, Oregon State 200+

2014 OR Employment
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B. Promote and Develop

1)

2)

Seven veterans/disabled veterans participated in BPA’s leadership
development courses, including “Leadership Essentials,” “Leadership
Forum” and “Leadership Foundations”. Veterans comprised 29% of the
participants which included 12% disabled vet ins.

Conducted informal check-in interviews with all new BPA veteran
employees regarding their onboarding experience and transition into
BPA.

BPA’s Military Veteran’s Resource Group (MVRG) provided informal
support to and networking to BPA’s veteran employees regarding
deployment, military leave, employment/reemployment rights of
uniformed services, career development, training, mentoring along with
other resources to assist with the transition into the civilian workforce.
The MVRG 1s part of BPA's Pluralism Council (PC) which functions
with the support of the Civil Rights and EEO Office.

HCM Human Resources Director convened regular meetings throughout
the year with Military/Veterans Resource Groups, to share information
an discuss topics regarding BPA’s veterans and disabled veterans
workforce.

C. Program Oversight

I

HCM Talent Acquisition Manager and the Human Resources Director
provided oversight to the program and assigned a Ve an’s Program
Coordinator.

2) HCM monitored and reported employment data of disabled veterans to

U.S. Department of Energy in the quarterly DVAZ  and the annual MD-
715 Reports.

D. Program Execution

1) BPA operated under the DOE FY 14 Affirmative Action Program Plan for

wisabled Ve i s,
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V.  Challenges

A. Between October 2013 and July 2014, the reconstruction of prior BPA
hiring actions limited the number of positions which were recruited and
filled by other candidates. During this period, there were fewer
opportunities to recruit veterans and disabled veterans or to exercise veteran
employment authorities to fill vacant positions.
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VI. Plan Certification

This certification indicates that the program is being implemented as required
by 5 CFR § 720 and appropriate guidance issued by the U.S. Office of
Personnel Management. Additionally, this agency has a current plan as
required by the regulation.

A. Designated DVAAP Certifying Official
1) Brian E. Carter
2) Human Resources Director
3) becarter(@bpa.gov
4) (503) 230-4527

B. Designated DVAAP POC
1) Mary T. Marrs
2) Lead Human Resources Sy ialist
3) mtmarrs@bpa.gov
4) (503) 230-5320

C. Plan Last Amended (DOE FY 14 Affirmative Action Program Plan for
Disabled Veterans):

D. Date Effective:

CERTIFYING OFFICIAL SIGNATURE: 4., ..

Date: =, /201"/
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Department of Energy - Bonneville Power Administration

Bonneville Power Administration
FY14 People with Disabilities Strategies

Strategies

1. Establish hiring goal of 2% for people with targeted disabilities (PWTD). Create a plan to
hire additional PWTD in order to achieve 2% of its total workforce.

2. Implement the following proactive measures:
A. Include the goal to increase representation of employees with targeted disabilities in
performance standards of managers and supervisors
B. Hold managers and supervisors accountable for meeting the hiring goal.

Action Taken

I. BPA’s Office of Performance Enhancement to partner with internal agency resources
to conduct surveys to discern the workforce’s overall feelings about PWTDs and
calculate the number of employees in that category. In addition, the office of
Performance Enhancement plans to increase representation of PWTD in the
performance standards of managers and supervisors. The goal will hold managers
accountable for attaining a 2% hiring goal for PWTDs by including that goal as an
element of the managers™ contracts. See Parts | and ] for further accomplishments and
goals.
Increased participation at recruitment events which targeted persons with disabilities
and disabled veterans.

o
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POSITIVE WORK ENVIRONMENT TEAM CHARTER
April, 2014

VISION / GOALS

Increase employees’ awareness of BPA resources dedicated to resolving issues in the
workplace, and issues that affect the work environment. Increase employees’ confidence in
resolving issues. Support employees’ ability to resolve issues at the lowest level.

PURPQSE / ROLE

Support Elliot Mainzer’s goal of a workplace free from harassment, retaliation and intimidation.
Raise issues to the appropriate level; notification of “hot spots;” coordinate services; support
each other; share lessons learned; track progress; provide education to the workforce; market
our programs.

ML'AADL'QS

e Ombudsman, Jackie Shelpman-Woolery

e Employee Assistance Program, Richard Joslin

e Civil Rights and Equal Employment and Opportunity Office, Anthony jackson and judy
Rush

The Ombudsman serves as a neutral, independent, confidential resource for employees who
are seeking assistance resolving workplace issues. As a trained neutral or impartial person, she
does not take sides and won't serve as an advo: e forany. cific person in a dispute. The BPA
Ombudsman provides coaching/consultation and facilitated discussions as well as referrals to
other resources.

t Vs Civil Rights and Equal Employment Opportunity Office counsels employees and managers
on workplace issues that are perceived as discrimination and/or harassment issues. EEQ
counselors and the EEQ staff serve as neutral third parties.

BPA’s Employee Assistance P-3gram provides confidential short-term mental health
consultation, assessment and professional referral and education for employees and members
of their immediate families, including domestic partners. All services are confidential and are
provided by licensed professionals. BPA will pay fees for up to six counseling sessions per
calendar year. Services are not restricted to work-related probiems and inciude assistance on
financial, eldercare, marital, parenting, stress, career changes, and weliness issues. Counselors
are located throughout the BPA service area.




BUSINESS CASE

Need easier access and navigation of services by managers and employees

Need clear roles and responsibilities among service providers

Need more consistent application of conflict management services across BPA

Easier access, clearer roles and a more consistent application of conflict management
services would result in employees’ increased productivity, reduced use of sick leave,
and reduced use of formal, more costly avenues of problem resolution (e.g. legal).

B wWwN e

KEY AGENCY STRATEGIC OBJECTIVES

BPA Core Values: Trustworthy Stewardship, Collaborative Relationships, Operational Excellence
and Safety

Agency Strategic Objectives: BPA’s positive work environment enables its diverse workforce to
do its best work.

DELIVERABLES

Reporting trends (themes and “hot spots”) across BPA to sponsors and other managers or
executives as issues arise; annual Positive Work Environment report; quarterly written reports
to sponsors. The team is committed to reporting urgent issues in a timely manner.

OUT OF SCOPE

This team will not write policy for BPA, such as the Harassment Free Workplace Policy;
however, we will be included in any related policy review processes. This team does not
provide legal advice or advocate for individuals.

SPONSORS

e Administrator, Elliot Mainzer
e Deputy Administrator, Greg Delwiche
o Chief Operating Officer, Claudia Andrews

Roles of sponsors: help remove roadbiocks to the team’s stated goals; provide visible support of
these programs; provide feedback and clear expectations of this team’s mission

ANCILLARY MEMBERS

e BPA Hotline

e Strategic Business Partners

e Employee Relations

e Legal

e Training and Organization Effectiveness
e Talent Sustainment



Roles of ancillary members: help build awareness and educate the workforce of the range of
services available to them; provide appropriate referrals; provide data related to the trends
they are tracking; provide input to the annual Work Environment Report, including positive and
negative patterns across BPA, and suggestions and recommendations for the future.

SPONSOR TEAM ACCEPTANCE

We, the undersigned, affirm our understanding of the scope of the Positive Work Environment
team charter and our commitment to achieving successful delivery.

Signature: Date:

Elliot Mainzer, Administrator

Signature: . Date:

Greg Delwich, Deputy Administrator

Signature: Date:

Claudia Andrews, Chief Operating Officer

Signature: Date:

Jackie Shelpman, Ombudsman, Team Lead

Signature: Date:

Richard Joslin, EAP Coordinator, Member

Signature: Date:

Anthony Jackson, EEO Program Coordinator, Member

S*-nature- Date:

Judy Rush, Civil Rights Program Coordinator, Member
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Introduction

The Bonneville Power Administration (BPA) vision is to be an engine of the Northwest’s
economic prosperity and environmental sustainability. BPA’s actions as a bureau of the
Department of Energy advance a Northwest‘power and transmission system that is a national
leader in providing:

e High Reliability

e Low rates consistent with sound business principles
e Responsible environmental stewardship

e Accountability to the region

To deliver on these public responsibilities through a commercially successful business, BPA
must invest in its assets. BPA’s workforce is the asset that makes it possible to realize the full
value of the hard capital assets in the 31 dams of the Federal Columbia River Power System
(FCRPS) and the 15,000 miles of transmission lines that comprise the grid. The effective
management of this asset, or “talent management”, is the effective identification,
development, and deployment of talent across BPA. This plan provides an overview of how
BPA will work towards mitigating risks to the workforce specifically around occupations that
have been identified as the most critical to BPA’s mission.

The goal of this instaliment of the BPA Workforce Plan is to provide Human Capital
Management (HCM), the executive leadership team, managers and supervisors with
recommendations that will ensure BPA had the workforce it needs to deliver on BPA’s strategic
business objectives.

This past year, BPA has had limited delegated hiring authority and Human Capital resources
were laser focused on meeting required milestones in the BPA and DOE “Get Well Plan” to
regaining hiring authority.

Given those constraints, the workforce planning approach this year was to identify Mission
Critical Occupations (MCOs) at BPA. An MCO is defined as an occupation which carries out
work activities most closely connected to the core functions that fulfill BPA’s mission. This work
includes both short-term and long-term strategic perspective. The first phase of the MCO
identification was intensifying BPA’s core functions.

2|Page



The ten identified core functions are:

e Customer Transactions

e Energy Efficiency & Demand Management

e Environmental Protection/Stewardship

¢ Infrastructure Preservation and Enhancement
e load Forecasting and Analysis

e Power Generation Operations

e Power/Transmission Sales & Marketing

e Reliable and Fair Transmission of Power

e Renewable Energy

e Transmission Services Operations

The Function Framework consists of three components as related to each of the core functions.
The first component “Core Work” represents the various ways in which a position might
perform work that directly impacts a core function (e.g. Operations, Design, Maintenance and
Technical Support). The second and third components, “Risk, Compliance, and Policy Alignment
functions, (RCPA)” and “Supporting Functions” are functions that provide support to the
organization as a whole. These are the functions that ensure BPA personnel have the materials,
tools, and resources required to fulfill the core functions in the most efficient, compliant and
effective way.

In total, 157 MCOs were identified from across BPA. These 157 MCOs represent an estimated
total of 1,245 federal employees and supplemental labor worker positions. This represents
about 27% of the total workforce

Scope for this lan

BPA’s talent management strategy was originally created to develop a more strategic approach
to treating risks identified through the enterprise ri.  management committee. The scope for
the plan this year is to continue to execute BPA’s Talent Management Strategy by developing of
a list of mission critical occupations that would allow BPA to strategically prioritize HCM work.
The FY 2015 MCOs and associated Workforce Treatment Plans to support the talent
management framework of the Right Size and Ct  »osition, with the Right Skills and
Competencies, and working in a Positive Work Environment.
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Objectives

o |dentify BPA's Core Functions, Core Work, RCPA, and Supporting Functions
e |dentify the Mission Critical Occupations at BPA

e Prioritize the short list and focus for FY 2015

e Develop Treatment Plans for Shortlist MCOs

Analysis of Shortlist Mission Critical Occupations

This phase of the workforce plan identified which among the 157 MCOs represented the
highest risk to BPA from a workforce sufficiency perspective (the “Shortlist”). We took a
number of factors into consideration to determine this shortlist:

e Are there skill gaps in the MCOs that are jeopardizing the Core Functions of the
business?

e Are there a high number of retirements expected in the MCOs that warrant increased
recruiting activity?

e Is there high risk of turnover in the MCOs?

e |sthe MCO a Hard-to-Fill role for BPA?

e Has the MCO been treated as part of a past BPA Workforce Plan?

The following plan provides strategies and treatment activities that will mitigate identified risks
to MCO shortlist occupations and help ensure that BPA continues to have the right skills and
competencies needed to deliver on its mission.

It is important to note, with this year’s HCM leadership and resource uncertainties, this analysis
was not as comprehensive as it ideally should have been. It is strongly recommended that
future iterations follow a more robust process in order to fully analyze the set of MCOs and to
determine those at highest risk. With the resource constraints experienced in 2014, it is
acknowledge that the processes applied could be bolstered. With that in mind and after
considering risk factors as a set, we determined the following Shortlist MCOs would be treated
in the FY 15 Workforce and Treatment Plan (the results of these risk factors for each of the
Shortlist MCOs appear in the table below).
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Appendix 16






restarting the hiring process, BPA HCM staff worked tirelessly to
accomplish the task three months ahead of schedule. Accomplishing
this would not have been possible without an HCM team that was
dedicated and determined to exceed expectations on this project, and
that entailed putting in many extended work hours and weekend
duty. With very little hiring occurring over the past year, there is no
doubt that many of you have aiso experienced longer hours and
added stress due to being short-staffed. That was all the more reason

Have questions or comments for us to expedite completion of the reconstruction project.
abou* *=i- o -t-t-or
page

We realize that an enhanced resource focus toward reconstruction
meant longer-than-desired processing times in other requests
submitted to HCM. However, if we had worked toward the stated goal
of completing reconstruction this September, with continued
workforce attrition projected every month, it would have placed us
several more months behind in filling all our positions and getting you
the help that you need. So while I apologize for delays that have
occurred, I hope you will understand the necessity that caused them.

With reconstruction behind us, we look forward to restarting the
hiring process. As of July 7, 2014, we went live with the use of the
DOE Hiring Management System. HCM staff will be the primary users
of this system, with hiring managers (i.e., selecting officials) only
needing to use the system to review applications and make their
selections on the back end of the process. HCM staff members have
received hands-on, interactive training using this system, and they
have been operating in its test environment for a few weeks with
practice scenarios. We will be sharing reports on hiring progress as
we move forward; please stay tuned for those updates.

You have been patiently, yet anxiously, waiting for the day that you
can start seeing the fruits of alt this labor by way of new employees
coming on board — and that day draws nigh. While there will be
some spin-up time in the beginning as HCM’s human resources
specialists build questions and templates for each new job request,
the process will become increasingly more efficient as we move
forward. Also, our strategic business partners are working with
leaders in prioritizing the recruit requests. It is critically important
that we fill the right jobs (taking any organizationai restructuring into
consideration) and the right jobs first (from a big-picture prioritization
view). I encourage managers to continue working with their strategic
business partners in identifying business-driven hiring priorities.

All jobs will be posted to USAJOBS.GOV. The exception to this rule is
internal temporary actions (i.e., temporary promotion and detail
opportunities) and BID List announcements, which will continue to be
posted to BPA Connection. Anybody can, at any time, build a
USAJOBS profile with up to five resumes and other supporting
documents attached to it. This can be accomplished now; there’s no
reason to wait until you are ready to apply for a job to get the profile
established. When applicants find a job in which they are interested
(preferably a BPA job), they can apply online through USAJOBS and
attach the resume and other required documents from their profile
onto the application for the desired position. Please read all the
instructions carefully on each announcement, which will describe the
required documentation and submission process. Applicants may
contact HR HELP for assistance or questions on the process.

http://internal.bpa.gov/News/NewsAnnouncements/Pages/HumanCapitalMa... 1/16/2015



In other human resources automation news, HCM is on track in
implementing DOE’s e-performance management system. HCM
personnel and others will receive train-the-trainer-style instruction
this summer. Employees will be provided training in September and
October just-in-time as we establish fiscal year 2015 performance
plans. There will be more information to come on this effort.

We know that succession planning has been a topic of much
discussion and great concern. As with any organization, knowledge
transfer and talent depth are essential components of continued
success, and that is especially important when large portions of the
workforce are nearing retirement eligibility. All leaders at all levels
can do many things to facilitate succession success in their own
organizations, and most of those actions do not require a format
program to implement. I encourage managers who need assistance
with this to first reach out to their strategic business partners, who
can guide them through an assessment and connect them with
appropriate helping resources. One of the resources that we are
developing is a succession toolkit for managers, which will be
available by the end of August.

We will be rolling out a pilot executive succession planning program
in a few weeks. This program will address specific needs identified
with potential near-term (within the next few years) departures of
executives. The program provides an opportunity to prepare
individuals to be competitive for these positions — it will not
guarantee or even indicate future seiections. The program itself will
be competitive. Eventually, we anticipate expanding the program, or
some version of it, throughout BPA.

As you can see from this lengthy update, there has been a lot going
on in HCM in the past few months. There is aiso a lot more to do in
the coming months. I continue to weicome and appreciate feedback
on our efforts, and I continue to be proud that I get to work alongside
such dedicated HCM professionals who have tackled these challenges
with relentless positivity and passion. We know that all these efforts
are meaningful only when they contribute toward our purpose — right
person, right place, right time for the BPA mission. That's our focus.

Best regards,

Brian
July 21, 2014

Comments

at 7/22/14 9:01 AM said...

What is the benefit of a strong performance management system if BPA would rather
bring in new people in rather than develop career employees? Why does BPA get to
pick and choose which DOE programs to implement, i.e. implementing the e-
performance but not willing to let career employees participate in training
opportunities such as “Naval War College”.

Add Comment

RPA Cannection encourages you to make comments on any story; however, please be sure to review the |

http://internal.bpa.gov/News/NewsAnnouncements/Pages/HumanCanpitalMa... 1/16/2015



[ Submit Comment ]
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hiring manager before the applications of any other applicants. The
hiring manager will determine whether to select a priority
consideration applicant or may provide a justification if no priority
consideration applicant is selected for the job.

I want to stress that the priority consideration process will be
conducted as part of, not instead of, the hiring process. Unlike the
priority placement process that we have completed, we do not have
to work through the priority consideration list before we can start

Have‘qhtiestlorls or comments announcing jobs again. HCM will announce the jobs, and the priority

228: co consideration list will be one source - the first source - from which a
hiring manager may make a selection. With justification, the hiring
manager may then move on to select from other qualified
applicants.

From the perspective of an applicant who is on the priority
consideration list, it is important to remember that BPA is providing
consideration prior to other applicants. Those on the priority
consideration list are eligible for and are encouraged to apply for
positions through the vacancy announcement process on

During this priority consideration phase, there is no
veterans preterence.

From the perspective of applicants who are not on the priority
consideration list (most BPA employees), it is important to remember
that hiring managers may, with justification, choose not to select a
candidate from the priority consideration list. And there may not be
any applicant on the priority consideration list who qualifies for or is
due consideration for the particular position on which you are
applying. Therefore, please do not let the priority consideration
process discourage you from apolvina through the vacancy process
when the job is advertised or

From the perspective of hiring managers, it is important to remember
that the priority consideration list is a viable selection source of ready
talent. It provides an opportunity to remedy prior administrative
error, and it will likely speed the hiring process when you select an
appticant from the list. If you do not select a candidate from the list
and provide a justification, the certification of other eligible applicants
who apply through the vacancy announcement process wiil be
provided for your consideration.

If you applied for a position during our reconstruction period (October
2010 through June 2013) and have not received notification, you
were not found to be due priority placement or priority

consideration. If you have not been notified and have reason to
believe that this is an error, or if you have other questions, contact

September 3, 2014
Comments

at 9/04/14 2:56 PM said...

Can you provide an example of an "Administrative" error? Is priority consideration and
OPM term? I've searched OPM’s website for this term and only found a bunch of noise
and nothing specifically related to this type of issue that BPA experienced. From what I
read above, it appears that priority consideration trumps Veterans Preference since

http://internal.bpa.gov/News/NewsAnnot cements/Pages/Priorityconsiderat... 1/16/2015



these foiks are submitted to the Hiring Manager prior to them seeing any other
candidates including Vets? Lastly, the justification that managers must submit if they
choose to exclude the priority consideration candidate...is there a standard form to fill
out and who approves it or where is the reguiation that outlines this process?

at 9/04/14 3:03 PM said...

You mention: At this time, letters have been sent to all applicants who are due priority
consideration, including some current BPA employees. The letters were sent during the
first half of August via certified mail and email, based on the contact information we
have on file. So if a person has moved and it is over a year since this happened, the
mail will never reach the affected person. Is that accurate?

at 9/08/14 8:47 AM said...

Priority consideration is a general term to describe a remedy provided in different
scenarios (e.g., displaced federal employees, prior erroneous certification resulting in
lost consideration), and it is referenced in various locations within Title 5 and the
Delegated Examining Operations Handbook. As is always the case, veterans preference
is considered when a hiring manager makes selection from the type of certificate that
requires veterans preference. Justification for not setecting from among the priority
consideration candidates presented to he hiring manager will be approved by me or a
senior leader of my team (e.g., HCM Deputy or Staffing & Classification Manager). We
sent notifications by both maii and email, based on the latest contact information we
had on record. If we received a returned notification from the USPS with a forwarding
address, then we resent the letter to that forwarding address.

at 9/23/14 10:37 AM said...

What about the more recent HCM "error" concerning the hiring of students? Why did
some of the GS-9 positions get pulled, and downgraded to GS-7 positions? Why do
they have to re-apply for their converted position, interview, and get offered the
position again? Why are these positions only being offered to internal BPA employees?
Right when I felt I was gaining confidence in our HCM, another so called "hiccup"
occurs. Is there any accountability? Who dropped the bali?

at 9/24/14 10:20 AM said...

Thomas, the Pathways-related issue was experienced by many agencies throughout
the Federal government. It was rooted in the lack of clarity when we converted from
the previous intern program to the new program (the new program is Pathways). It
affected a small number of people, we self-identified the issue, and we are working
with the affected employees and their supervisors to resolve quickly and in a
statutorily and regulatorily compliant manner. This is a bit off topic from the original
article, but please feel free to reach out to us if you have additional questions.

Add Comment

RPA nnnertion encourages you to make comments on any story; however, please be sure to review the (
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Appendix 17



FY 2014 Bonneville Power Administration Recruitment Schedule

MAR

our o

FY14

FY14 Event Focus Location
George Fox University )

7 Networking All Majors Newberg, OR

APRIL

FY14

11 First Robotics STEM High School Portland, OR

30 JBLM Career Day Veterans Tacoma, WA

MAY FY14

v Apprentice Interviews Veterans Vancouver, WA

7 Apprentice Interviews Veterans Vancouver, WA

v —_ vwvomen in Trades Diversity Portland, OR

12 Apprentice Interviews Veterans Vancouver, WA

13 i r\pplgn—hce interviews Veterans Vancouver. WA

14 Apprentice Interviews Veterans Vancouver, Wr

15 Veterans Career Fair Veterans Kent. WA

28 ;:va\i)r.mource Veterans Career Veterans Tacoma. WA

JUNE

FY14

4 Hiring our Heroes Veterans Roseburg, OR

5 Recruit Military Career Fair Veterans Seattle, WA

24 Natural Resources Event Disabled Workers Portland, OR

JULY

FY14

9 Hiring our Heroes Career Fair Veterans Springfield, OR

JULY FY

14

15 Veterans Hiring Event Veterans Seattle, WA
Peace Corps Returning

23 Volunteers Peace Corps/Federal Portland, OR

AUG FY14

6 DOD Hiring Heroes JBLM Veterans Tacoma, WA

20 Diversity Career Fair Diversity Portland. OR

27 Boots to Work Veterans Tacoma, WA




PGE Diversity and Inclusion

World Trade

9 Networking Event Disabled Workers Center Portland
10 Montana Tech Veteran Group Veterans Butte, MT

11 Montana Tech Engineering Butte, MT

23 University of Portland Engineers Engineering Portland, OR
24 MOSAIC Career Fair Diversity Portland, OR
25 Worksource Disabled Workers | Diversity/Disabled Portiand, OR

Workers









