
March 24, 2015 

Department of Energy 

Bonneville Power Administration 
P.O. Box 3621 

Portland, Oregon 97208-3621 

FREEDOM OF INFORMATION ACT PROGRAM 

In reply refer to: FOIA #BPA-2014-00119-F 

Ted Sickinger 
The Oregonian 
1500 SW First Avenue, Suite 400 
Portland, OR 97201 

Dear Mr. Sickinger: 

This is the final response to your request for records that you made to the Bonneville Power 
Administration (BPA), under the Freedom of Information Act, 5 U .S.C. 552. Your request was 
received in our office on October 22, 2013, with an acknowledgment letter sent to you on 
October 28, 2013. On November 21 , 2013, December 9, 2013, February 28, 2014, August 14, 
2014, October 29, 2014 and December 17, 2014 we sent you letters extending our deadlines due 
to the complexity of your request. 

You requested: 
"A copy of correspondence, electronic or otherwise, between BP A employees and contractors 
and A vue Technologies regarding A vue 's DOE/OPM DE audit analysis and recommendations, 
dated Sept 27, 2013." 

Response: 
We conducted a search ofthe paper and electronic records ofBPA's Human Capital 
Management persmmel associated with audit analysis and recommendations. We have located 98 
pages of material responsive to your request. We are releasing 77 pages in full and releasing 21 
pages with redactions under Exemptions (b)(5) and (b)(6). 

The Freedom of Information Act generally requires the release of all government records upon 
request. However, FOIA pennits withholding certain, limited information that falls under one or 
more of nine statutory exemptions (5 U.S.C. §§ 552(b)(1-9)). 

Exemption 5 protects "inter-agency or intra-agency memorandums or letters which would not be 
available by law to a party other than an agency in litigation with the agency" (5 U.S.C. § 
552(b)(5)). In plain language, the exemption protects privileged documents. The deliberative 
process privilege protects the decision-mak.ing processes of government agencies. Records 
protected under this privilege must be ( 1) pre-decisional - created before the adoption of an 
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agency policy or course of action, and (2) deliberative - making recommendations or expressing 
opinions on a legal or policy matter. In this case, we assert Exemption 5 to protect inter-agency 
communications discussing the report and potential repercussions. 

Records protected by Exemption 5's pre-decisional and deliberative privilege may be 
discretionarily released. We considered discretionary release in accordance with the guidelines 
set forth in Attorney General Holder's March 19, 2009, FOIA Memorandum. Agencies may 
decline to discretionarily release material when they reasonably foresee that disclosure would 
harm an interest protected by the statutory exemption. The deliberative process privilege protects 
the decision-making processes of government agencies, and Exemption 5 encourages open, frank 
discussions on matters of policy and protects against public confusion and the premature 
disclosure of proposed policies. Disclosure of the protected draft material and internal 
discussions would have a chilling effect on future BP A discussions and decisions, and we 
decline to discretionarily release this material. 

In addition, Exemption 5 protects " inter-agency or intra-agency memorandums or letters which 
would not be available by law to a party other than an agency in litigation with the agency" (5 
U.S.C. § 552(b)(5)). In plain language, the exemption protects privileged documents. The 
attorney work-product privilege protects documents prepared in anticipation of foreseeable 
litigation, including civil, criminal, and administrative proceedings. ln this case, we assert 
Exemption 5 to protect email communications with BPA' s Office of General Counsel. 

Exemption 6 protects information in "personnel and medical files and similar files" when the 
disclosure of such information "would constitute a clearly unwarranted invasion of personal 
privacy" (5 U.S.C. § 552(b)(6)). Exemption 6 requires balancing the public interest in the 
information against the individual privacy interest at issue. Here, we assert this exemption to 
redact individual cell phone numbers. We find no public interest in this information and 
therefore redact it under Exemption 6. 

Information that falls under Exemption 6 cannot be discretionarily released; the right of privacy 
belongs to the individual, not to the agency. Therefore, we did not analyze this information under 
the discretionary release guidelines in Attorney General Holder's March 19, 2009, FOIA 
Memorandum. 

Appeal: 
Pursuant to Department of Energy Privacy Act regulations at I 0 C.F.R. § 1008.11 , you may 
administratively appeal this response in writing within 30 calendar days. If you choose to appeal, 
please include the following: 

( 1) A copy of your original request; 
(2) A copy of the detennination letter; and 
(3) A statement detailing the reasons for your belief that the denial was made in error. 
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Clearly mark both your letter and envelope with the words "Privacy Act 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 

I appreciate the opportunity to assist you. If you have any questions, please contact 
Colleen Cushnie, Case Coordinator (BPA Contractor, ACS) at (503) 230-5986 or via email at 
cacushnie@bpa.gov. 

Sincerely, 

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

Enclosure: Responsive documents 



From: Avue Co-CEOs
To: Kundu,Sanjit  K (BPA) - NSSF-4; Young,Winston B (BPA) - NSSF-4
Subject: Analysis of the DOE and OPM Audit Reports
Date: Sunday, September 29, 2013 2:09:35 PM
Attachments: BPA Audit Findings and Reports Analysis 09 29 2013.pdf

Sanjit and Winston, per our discussion, attached is the summary of the most significant elements of the OPM and
DOE audit reports.  We would appreciate it if you would forward this to interested and involved senior managers
at BPA.  As you will see in the report, the findings can be distilled to a relatively simple discussion that leads
more clearly to appropriate corrective actions.  We remain particularly concerned that certain of the report
findings, particularly by DOE, do not remain unchallenged.  To do so would materially affect the going forward
competitiveness and stature of BPA as an employer.  We welcome any discussions of this analysis with you or
others at BPA. 
 
We will follow up with you concerning the Avue SOW as it relates to the findings by DOE and OPM.  All of the
required actions in both reports are successfully addressed in Avue and were part of the demonstrated capability
in Avue that warranted the selection of Avue for BPA.  We understand there may be speculation regarding Avue’s
compliance with regulations and we can assure you that these are not founded.  In all cases, Avue’s rules engines
and configurations comply with laws and regulations.  However, there were ill-advised decisions made during the
implementation of Avue at BPA and BPA’s insistence on certain business processes that allowed individual
employees of NH to override system safeguards and default settings.  While these were consistently brought to
the attention of NHQ and NH staff and managers, internal communications and quality assurance measures did
not alter the past behavior of HR specialists. 
 
Additionally, we will follow up with you to get a meeting with Kevin Bell regarding the past due amounts owed to
Avue and the appropriate contract modifications required. 
 
Please let us know if you have any questions regarding the attached report or would like us to engage with BPA
managers for further discussion.
 
Linda and Jim
 
 

Linda E. Brooks Rix and James D. Miller
Co-Chief Executive Officers
Avue Technologies Corporation
1145 Broadway Plaza, Suite 800, Tacoma, WA 98402
Phone: 253.573.1877 (Ellin Bursese, Executive Assistant)
Cell:  for LBR, for JDM 
Email: ceo@avuetech.com
Web: www.avuetech.com
 
Internet Email Confidentiality:  Privileged/Confidential Information may be contained in this message. If you are
not the addressee indicated in this message (or responsible for delivery of the message to such person), you may
not copy or deliver this message to anyone. In such case, you should destroy this message and kindly notify the
sender by reply email. Please advise immediately if you or your employer do not consent to Internet email for
messages of this kind. Opinions, conclusions, and other information in this message that do not relate to the
official business of my firm shall be understood as neither given nor endorsed by it.
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Avue Technologies Corporation I For Bonneville Power Administration 

BPA's DOE/OPM DE 
Audit Analysis & 
Recommendations 

September 27, 2013 



The following pages contain an analysis of the OPM and DOE reports resulting from their respective audits of the Human Capital Management 
Program and Delegated Examining Unit of Bonneville Power Administration. The document is designed to focus on the most critical elements of the 
two reports as they relate to the assessment of the HCM program at BPA. 

Table of Contents 
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The Relative Importance of Correcting Underlying Hiring Problems Found in the OPM and DOE Audit Reports ......................................... 6 
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Appendix B: Review and Analysis of Regulatory Citations in the DOE DEU Audit of BPA .................................................................................... 14 

This document contains an analysis by A vue Technologies Corporation of the policy issues addressed for the sole purpose of assisting its client in 
evaluating policy options. While A vue has substantial experience and expertise in matters of federal government workforce management including with 
respect to applicable law and regulation this analysis has not been prepared or reviewed by attorneys and is not intended to be used as a legal opinion 

with respect to any of the matters addressed. 
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The DOE Audit Finding with the Most Significant Adverse 
Impact on BPA 
DOE rates BPA's classification program as 'Not Met' for classification accuracl and DOE has revoked BPA's delegated classification authority as a result. DOE 
states "Of the positions reviewed, the majority were assigned incorrect grade levels. In many positions reviewed it was noted that higher factor levels had 

been assigned to the position descriptions than warranted on the basis of the BPA HCM classifier identifying work performed at BPA, as being agency
level." [Emphasis added.] DOE then requires BPA to "Review all position descriptions associated with hiring cases between FY10 and FY13 and obtain new or 

modify position descriptions, as necessary, so that they adequately and accurately describes the work assigned to the position and performed by the 
employee. Prepare written evaluation statements to determine the correct pay plan, t itle, series, and grade of the position." 

This is an impactful statement by DOE which could lower the grades of 1,331 positions at BPA currently classified as nonsupervisory GS-13s, 14s, and 15s. 
Avue identified, in its July 22, 2012 policy analysis report to BPA that sustaining these nonsupervisory grades required that Bonneville be defined as an 
'agency' and not a 'field office' as DOE had begun characterizing BPA. The purpose of the A vue policy analysis document was to outline actions BPA could 
execute to sustain these grades using a highly expert classificat ion process that would assert BPA meets the definition of 'agency' for position classification 

purposes and, at the same time, provide the documentation and position management practices necessary to support the grades of these positions. For 
Avue's July 2, 2013 meeting with COO Anita Decker, A vue provided updated statistics regarding the possible impact of DOE's characterization of BPA as a 
'field office' rather than an independent agency. 

If DOE's dilution of BPA's independent agency status is sustained, at least 500 of these positions would classify at no higher than the GS-12 level. Although 

personnel practices exist to minimize the impact on current incumbents of these positions, including flagging adversely impacted positions as 'incumbent 
only allocations', positions that are f lagged in this manner would be abolished when the current incumbent vacates the position and the FTE is then 
reclassified to the lower grade. The adverse impact on BPA's ability to retain and recruit in an intensely competitive energy industry labor market is 
significant. Not only would compensation levels be much lower, the OPM-required qualification standards have much lower requirements resulting in a less

skilled talent pool and workforce. Career ladders for BPA employees would also be truncated and the number of available promotion opportunities so 
reduced as to become a serious impediment to employee retention. 

DOE's finding that BPA has improperly evaluated positions as being "agency-level" is not a reflection of the accuracy of BPA's classification program. Instead 

it is a reflection of DOE's assertion that BPA is not an independent agency. If BPA is defined as an independent agency, the classification of these 1,331 
positions is, in fact, accurate. DOE's revocation of BPA's classification authority rests solely on its unilateral and highly politicized dilution of BPA's status as 
an independent agency. Further, DOE based its finding on a targeted sampling of positions that allowed it to back into the adverse finding. The issue that 
BPA needs to address here is not the accuracy of its classification program. While improvements can be made in the program- such as instituting a 

common federal practice of supervisory recertification of position description accuracy- the core issue is whether or not BPA is an independent agency. 

1 See DOE HCMAP Report, Position Classification Critical Success Factor titled: Grades Properly Assigned to Positions and the Appropriate Classification Is Selected; 
Classification Adheres to Federal And 44 
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The Substantive Differences between the OPM and DOE Audit 
Reports 

The differences between the OPM and the DOE audit reports are striking. There are 30 total critical success 
factors in the combined OPM and DOE reports. Of the 30, DOE rated BPA as 'Not Met' on 18 of the 30, 
whereas OPM rated BPA as 'Not Met' on only 4 of t he 30. Additionally, OPM was more likely to credit BPA with 
'Partially Met' rather than 'Not Met' ratings on factors. On factors where OPM and DOE disagreed on SPA's 
rating, OPM rated BPA more favorably 87% of the time.2 

In theory, some differences could be based on different case reviews. However, expert HR practitioners who 
reviewed t he findings, report that OPM did not f ind issues materially different than those presented by DOE. 
Even if DOE examined more cases, their findings are still in the same class as the findings by OPM- meaning 
finding more instances of the same problem would not support a more severe rating. 

The DOE report does appear to focus its ratings more on adherence to DOE policy than laws or regulations. For 
example, DOE states that "BPA has chosen not to disseminate or follow written DOE orders and policy 

guidance, as well as any verbal direction f rom proper HR authorities in DOE Headquarters, associated with the 
implementation and execution of Federal HR activities." [Emphasis added.] The emphasis on BPA's choices 
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runs through the report as it does in this broad-based finding. DOE's reliance on "verbal direction" weakens its own position here as such direction cannot 
be considered a deviation from DOE pol icy. There is an existing memo of April 2, 2010 from COO Anita Decker to then DOE CHCO Michael Kane regarding 
the adoption of DOE HCM policies. The memo states that: 

"The BPA Administrator has the delegated authority to determine, for all DOE HR directives, which directives, or parts thereof, are 
applicable to BPA, with two exceptions. First, HR directives documented in Appendix C to Order 251.1C are fully applicable to BPA. 
This list is limited to HR directives addressing the Senior Executive Service, Annual Confidential Financial Disclosure Reports, and the 
Drug-Free Federal Workplace program. Second, new or modified directives taking effect after July 20, 2009 will apply to BPA if by 
their terms they specifically state they are applicable to BPA. In determining whether a new or modified DOE HR directive should 
specifically state that it applies to BPA, the Department and BPA will consult on the needs of the Department as balanced against 
BPA's unique statutory authority, business-like operating processes, and historic autonomy. If a current HR directive is not applicable 
to BPA, it is presumed that a modification of the directive will not be applicable to BPA absent a compelling Department need. If 
BPA's systems and processes already address the concerns giving rise to a new Directive, it is presumed that the new directive will not 
apply to BPA absent a compelling Department need. 

A for a detailed and corrective actions. See ix B for the accu citations in the DOE 
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BPA was established in law as a separate organization with a mandate to implement its unique statutory authorities in a "sound and 
business-like manner." 16 U.S. C. § 839f{b). BPA must act with the flexibility and efficiency of a business enterprise, while at the same 
time being accountable as a public organization. BPA was initially organized as a separate entity within the Department of the 
Interior, with a degree of autonomy compatible with the nature of the agency and the regional character of its programs and 
functions. Congress reaffirmed this independent arrangement in the Department of Energy Organization Act when it directed that 
BPA "shall be preserved as a separate and distinct organizational entity(y) within the Department" and that the Secretary's functions 
shall be exercised by the Secretary "acting by and through" the Administrator. 42 U.S. C.§ 7152{a)(2). 

BPA has a permanent, indefinite appropriation in the form of the "BPA Fund." 16 U.S. C.§ 838i{a). BPA is fully self-financed and 
receives no direct appropriations for operations. BPA must generate sufficient revenues from the sale of power and transmission 
services to cover its total costs. This requires BPA to manage its financial affairs more like a business than a government agency. 
BPA's human resource and labor relations policies, programs, systems and processes have been developed in support of these 
authorities and principles. 

It would appear that DOE's ratings, in large part, are critical of SPA's authority to operate under a variety of delegations that recognize the independence of 
SPA and the Administrator's ability to best determine how to accomplish the SPA mission. This is also in keeping with DOE's assertion in the Position 

Management section of its report that SPA is not an independent agency. Failure to follow DOE pol icy, especially given SPA's specific delegation to operate 
its HR program with independence, should not be the basis for DOE's revocation of SPA personnel authorities or many of the ratings and conclusions 
reached in its audit report, which create the appearance of a catastrophic failure on the part of SPA's HCM program. Further, DOE's report requires SPA 
compliance with DOE policies that specifically exempt SPA (see DOE Order 331.1C, for example). 

Actual violations of laws and regulations are the basis for the OPM report, which does not seek to force compliance with DOE policy. The contrast in findings 
illustrates the degree of DOE's reliance on claims that SPA's systemic problems are associated with a failure to follow DOE policy. The policies highlighted in 
the audit report's findings would not correct the systemic causes of SPA's non-compliance with the laws and regulations found in OPM's audit report. 
Required actions focused on DOE policy adherence are merely procedural elements of the program that would not provide material value to SPA. In fact, 
many of the recommendations would create inefficiencies and further detract from SPA's ability to meet the 80-day time-to-hire mandate in the President's 

Hiring Process Improvement Memorandum. DOE's reliance on deviations from its own policies, as the basis for SPA's ratings, demonstrates the extent to 
which these negative ratings are w ithout merit. Further, DOE's assertions that "The level of effort needed to complete all required corrective actions is 

monumental and the road to full recovery w ill be extremely challenging/' are nothing more than hyperbole. As illustrated in OPM's report, SPA's 
implementation of the required training and their acquisition of the A vue talent acquisition system place SPA in a position to operate a compliant talent 
acquisition program. Compliance with DOE policy and guidance is contrary to the prior delegations and represents a clear subordination of SPA. 

OPM and DOE both identified the following contributing factors leading to the conclusions in their respective reports. We include a column to show if the 
factor was identified rt of its audit of SPA hiri of 2012. 
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The Relative Importance of Correcting Specific Hiring 
Problems Found in the OPM and DOE Audit Reports 
It is very important to note that differences in actions taken by OPM versus DOE. OPM decertified individual staff members in BPA but not the Delegated 
Examining Unit (DEU) supporting BPA hiring. This would have enabled BPA to continue hiring using Avue as the alternative arrangement because Avue 
personnel are DE certified. In contrast, for the same infractions and regulatory violations that OPM found, DOE decertified SPA's DEU which has all but shut 
down hiring at BPA. 

The table below outlines the underlying problems that need to be corrected in the procedures, practices, and pol icies of the hiring program in BPA. 

The ' Impact' column is meant to illustrate the degree to which solving that particular underlying problem will help BPA move forward in a fully compliant 
manner. Items are assigned a score of a 1 (the greatest posit ive impact ) through 5 (the least positive impact). The 'Priority' assigned is meant to illustrate 
the urgency of solving that problem so that hiring authorities can be restored and adhere to law and regulation. Items in this column are assigned a score of 
1 (very urgent) through 5 (low priority). If an item is rated as -0-, it means that item has already been addressed. 

An * next to the issue means that it is fully resolved and any future incidents are prevented by the rules engines in the A vue system. By implementing A vue, 
these issues would not recur again or, if individual HR practitioners attempt to do this in Avue, the issue would be flagged and escalated to management for 
resolution. 

Notes regarding specific items follow this table. 
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Notes: 
!/This was formally addressed in May of 2012; however, DOE maintains that the waiver process is not appropriate whereas OPM requires that if the waiver 

process is to be used, it be documented in SPA policy. 
Y SPA has never had a need to clear an RPL because it has never had a reduction-in-force or other layoff action. DOE is requiring SPA to use its RPL and by 

that requirement is extending the boundary of DOE's RPL. This allows DOE to ensure that SPA vacancies are used to fi ll displaced employees who were 

displaced by virtue of the actions of other DOE components. 
'Y Links are prevalent in all federal vacancy announcements including those posted by OPM. The links are one way to meet the requirements of the 

President's Hiring Process Improvement Memorandum to reduce the length of vacancy announcements. In one example, where SPA posted a job using 
links, the vacancy announcement was eight pages long. By putting text in instead of links, the announcement was made three pages longer. 

~This is not a regulatory violation. It appears that DOE is making a case that SPA uses overly restrictive criteria in vacancy announcements to give 
preferential treatment to contractors and exclude applicants without SPA experience from meeting basic qual ifications. This is a highly subjective 
finding. 

2/ This is focused on SPAs requirement that applicants provide KSA narrative justifications on submitting their initial applications. The President's Hiring 
Process Improvement Memorandum prohibits requiring narratives until after the applicant has been determined to be at least basically qualified for the 
position. In the prior manual application process, applicants did not have a two-part process which meant they responded in the 'initial application.' 
DOE components currently use this language in their initial application process: "Your application and resume should demonstrate that you possess the 
following knowledge, skills and abilities {KSAs). Do not provide a separate narrative written statement. Rather, you must describe in your application how 
your past work experience demonstrates that you possess the KSAs identified below. Cite specific examples of employment or experience contained in 
your resume and describe how this experience has prepared you to successfully perform the duties of this position. DO NOT write "see resume" in your 
application I" This would meet OPM's definition of ' inappropriately encouraging' applicants. It appears DOE should resolve this on a Department-wide 
basis. 

§/This requires SPA to get college transcripts from appl icants to determine if the applicant meets any education requirements mandated by OPM 
qualification standards, even if another agency, by appointing that applicant to a job in the same occupational series, has already done so. This is 
redundant work as a practice and is contrary to requirements, such as in the President's Hiring Process Improvement Memorandum, which requires such 
proof documents be submitted only at the time the applicant is successfully selected and prior to the hire date. 

1) The form SPA uses in Avue for all applications has been approved by OMS. 
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The Most Interesting Element of Both Reports 

On July 15, 2013, the DOE IG's Management Alert, asserted that, "Although only preliminary, we have determined that Bonneville engaged in prohibited 
personnel practices in 65 percent {95 of 146 cases) of its competitive recruitments conducted from November 2010 to June 2012." Neither OPM's or DOE's 

report contained a finding of a PPP. 

To f ind a PPP, "An employee who has authority to take, direct others to take, recommend, or approve any personnel action, shall not, with respect to such 
authority:"3 

(4) deceive or willfully obstruct any person with respect to such person's right to compete for employment; 
(5) influence any person to withdraw from competition for any position for the purpose of improving or injuring the prospects of any other person 
for employment; 
(6) grant any preference or advantage not authorized by law, rule, or regulation to any employee or applicant for employment (including defining 
the scope or manner of competition or the requirements for any position) for the purpose of improving or injuring the prospects of any particular 
person for employment; 
(11) knowingly take, recommend, or approve any personnel action if the taking of such action would violate a veterans' preference requirement; or 
knowingly fai l to take, recommend, or approve any personnel action if the failure to take such action would violate a veterans' preference 
requirement; 
{12) take or fail to take any other personnel action if the taking of or failure to take such action violates any law, rule, or regulation implementing, or 
directly concerning, the merit system principles contained in section 2301 of this t itle . This subsection shall not be construed to authorize the 
withholding of information from the Congress or the taking of any personnel action against an employee who discloses information to the Congress. 

It is important to note that a PPP is not the same as a Merit System violation. To demonstrate a PPP occurred, an individual with the authority to take a 
personnel action must have acted in a manner that meets the criteria of at least one of the 12 prohibited personnel practices. As reported in its August 26, 
2012 report, Avue found, in it its audit of BPA cases where veterans applied and the cutoff scores were raised after the vacancy was posted, that: 

"Although the practice, on the surface, might appear alarming, examination of the problem in more detail, in particular the statistics from cases ... 
reveals that no pattern of adverse impact emerges regarding veterans. In fact, of the 50 cases, only 11 affected veterans leaving 78% affecting only 
non-veterans ... The insertion of cut-off scores was a practice to help reduce the BQ group to a manageable size rather than an attempt to disqualify 
veterans or to circumvent veteran's preference." 

OPM's report states it is the competency level of the HR staff that is the likely root cause of the regulatory findings in their report. OPM states: 

While we acknowledge BPA faces chaffenges resulting from considerable transition in HR staff over the past few years, we believe 
competency gaps among HR staff members are chiefly responsible for the problems we identified. We are also concerned by the lack of a 

Part Iii - Section 2302- Prohibited Personnel Practices 
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system of accountability, including quality controls and competency assessments for HR staff, which we believe exacerbate these 
problems. We are encouraged by steps you and your staff have taken since our evaluation began to address needed improvements, 
notably, the identification of appropriate training and developmental opportunities for the staff 

The root cause of DOE's findings are similarly are limited t o: 

Over the past few years, BPA has chosen to hire individuals without any prior Federal HR knowledge or experience into key HR 
management positions and in HR staff specialist positions ... BPA has chosen not to disseminate or follow written DOE orders and policy 
guidance, as well as any verbal direction from proper HR authorities in DOE Headquarters, associated with the implementation and 
execution of Federal HR activities .... BPA has been slow in implementing an effective automated hiring process, thus having to rely on 
cumbersome paper-based manual processes. 

Three separate reviews by, three different organizations, all conducted by federal HR experts, failed to confirm the IG's preliminary determination. 
Allegations that violations of category rating and other hiring procedural and regulatory errors were the result of HR specialists, hiring managers, or BPA 
executives engaging in Prohibited Personnel Practices, are simply unfounded. 
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Appendix A: Comparison of DOE and OPM Findings 

Expected Outcomes of Critical Success DOE OPM DOE and OPM f indings/Required or Recommended Actions Avue Comments 
Documented job-anatvsis process that are valid {as defined in 

the Uniform Guidelines) are used as a basis to identify 
objectives, assessable KSA's and/cx competeocie-s appropriate 

to the positions being filled, induding any selective placement 

factors for both Merit Promotion and Delegated Examining. tn 

addition to the Job Analysis, the appropriate qualifkation 

standard shookl be included in the case examining file . 

Assessment aiteria (e.g., aediti:ng plans, occupational 
questioooaires) are aligned with job analyses; they make clear 

and appropriate distinctions between creditable levels of 

qualifiCat ions a nd do not contain i:n appropriate measures 

{e.g., knowledgeable peculiar to agency regulations or 

processes whidl could be Seamed relatively quickly). Hiring 

Management {when used) contained retrievable 
documentatKin that lin.ks job-related KSA's with a job a na tysis 

and the supplemental questions upon which applicants are 

evaluated. 

Public notice and merit promotion vacancies meet legal and 
regulatory requirements, including posting on USAJobs. Length 

of open periods i.s appropriate to the type of positions 

announced and t o the reSevant applicant pools. Vaancies 
opening and d osing periods are valid and adequatety justified. 

Vacancy announcements include a definition of we-ll quaUf.ed 

for CTAP/K:rAP eligibles in addition to tclentifying a.ll required 
information from applicants and distinguished specialized 

experience that fits the applicant pool {meaning not to agency 

specifiC or restrictive thus limiting the qualified applicant 

pool). 

Policies and procedures on acceptance and processing of 

applications, induding from status applicants, are appropriate~ 
specified d early in vacancy a nnouncements, and consistently 

applied. There is an active policy or standard operating 
procedure that contains information en accepting late 

applications from 10-point preference eligibles. 

Delegated Examinfng and Me-rit Promotion case files are 

organized a nd readi.ly available {with all information needed to 

reconstruct case files}. In adcfrtion, supporting documentation is 
included in fiie along with ti:mely and accurate notices of 

results. 

Not Met 

Not Met 

Not Mot 

Not Met 

Mot 

Met 

Partialty Met 

Partialty Met 

DOE: Required Action.: Develop job analysis and creditng plans that have a rational relationship between 

perfonnance in the position to be filled and the employment practke used. Use cert(fation requirements 
that are not overly restrive so that competition is fair and open. Discontinue the pnictke of eliminating 

candidates from consideration for failing to identify or address a partictJiar knowledge, skills artd/or ability. 

Required Action: Include a signed copy of a job analysts and crediting plan in all delegated examining a nd 

mertit promotion case files. Rate and rank candidates using valid job analysts that are conducive to the 

Uniform Guklelines.. Citation: S USC 2301{b)(l) and 5 CFR 300.103(a ) and 5 CfR 300.103(b}. 

OPM: NO REQUIRED ACTION 

DOE: Required Action: Ensure that aU rating factors are measurable. Rate, rank and refer candidates solely 

on the basts of the relative abitity, knowledge and skills of the position, after fair and open compet~ion. 

Crtatton: 5 
U.S.C. 2301 {b ) {2) and S U.S.C. 2:301 {b)(l) Required Action: Discontinue the pcactice of requiring applicants 

to respond to KSA's with written narratives at the time of appliation. Citation: tmproving the Federal 

Recruitment and Hiring Process, dated May 11, 
2010. 

OPM: HR STAfF MEMBERS NEED TRAINING SO THAT THEY CAN REllASlY AND COMPETENlt Y DEVElOP 

GOOD CREDffiNG PLANS. 

DOE: Required Action: Specialized experience statements: All specialized experience statements should be 

d early distinguished per grade le..,el. Each grade level should have a meaningful level of experience required 

for each position, at each grade level, keeping in mind the requirements highlighted in Qualification 

Standards, Policies Instructions, section E. Citation:: Qualification Standards, Policies Instructions, section E. 
DOE: Required Action: Prepare vacancy aooooncements consistent with public notice requirements. Ensure 

annou.ncements include the number of positions to be filled {or a .standard statement$ e .g., number of 
positions subject to change) and the appropriate Equal Emptoyment Opponunity Statement that includes 

sexual orientation as presai:becl in S CfR 330.707 and Executive Order 13087. Avoid using language not 
relevant to the competitive process, e.g., Time in Grade on pubiK notice vacancy announcements. Ensure 

merit promotion announcements clearly identify the area of consideration a.nd the definition of weh 
qualtfied as it pertains to crAP/fcrAP eligibles. Citation: 5 CFR 3l0.707 and Executive Order 13087. 

OPM: RECOMMEND ISSUING SEPARATE JOAS FOR MP AND 0£. REQUIRED ACTION: JOA TEMPlATE; ACTION 

PlAN TO OPM TO ENSURE COMPUANCE OPM citations: S CfR 330.104 a nd 5 CFR 250.103 

DOE: Required Action: Immediately discontinue any practice of altering the cut-off score after the job 

announcement has been posted. BPA•s operating procedural guidance must be re-written to comply with 

Federal regulations and agency porfCY regarding the acceptance of applications and the Category Rating 

Parti:alty Met process. Consuft and wort with the Office of Huma n Capital Management. Human Capital Policy Division (HC· 
11) to ensure that polices are aligned with the Department's, OPM and Title S regu1atory requjrements. 

Met 

OPM: ESTABUSH WRJITEN PROCEDURES TO 'RECONSIDER RATING DEOSIONS' AND FOR "STAfF INVOLVED IN 

DE TO NOTIFY SUPERVISORS IN WRITING OF INTENT TO APPLY ... ' OI'M Citations: (1) S USC 1104(8)(1), S CFR 

250.102 AND S CFR 

DOE: Most Delegated Examining and Merit Promotion case files were organized and readily available for 

review. Most supporting documentation was obtainable, thus giving the HCMAP team the ability to 

reconstruct cases where applicable. There were howevN, many cases that the team was unable to render a 
c-onclusion, although they were reconstructable. 

OPM: The examining process can be fully reconstructed. Documentation stored in automated staffing 

systems is ac-cessible_. 
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Avue Comments: This "Required Action" is automatically 
generated by the A vue System for all future SPA Vacancy 
Postings. The Job Analysis methodology used within Avue 
provides for creation of a Job Analysis worksheet at the time 
that the position description for the vacancy is created with 
system generated KSAs that are directly related to the duties of 
the position to be filled. 

Avue Comments: This "Required Action" is automatically 
generated by the Avue System for all future SPA Vacancy 
Postings. The Crediting Plan is "system generated" 
around the KSAs selected for use with the Vacancy 
Announcement. KSA narratives are NOT required unless 
specifically selected by the vacancy creator (HR specialist). 

Avue Comments: This "Required Action" is automatically 
generated by the Avue System for all future SPA Vacancy 
Postings. The Avue systems allows the user to issue one 
vacancy announcement that will field candidates for all of the 
relevant hiring authorities based on their attributes and 
eligibilities. The vacancy announcements contain the 
necessary information for All categories of applicants, and 
the system determines if they should be considered under 
MP or DE processes, and takes the "guess work" out of that 
process for the applicant. 



Expected Outcomes of Critical Success DOE OPM DOE a nd OPM findings/Required or Recommended Actions Avue Comments 
DE operations reflect adherence to the expectations of the 
Pledge to Applicants that enable rather than deter applicants 

from applying for vacancies (e.g. .• plai:n-language vacancy 

announcements with d ear application procedures; meaningful 
defmitions of qualifying specialized experience specific to 

positions advertised; dear descriptions of evaluations methods; 
timely appliam: updates on status of applications; and timely 

hiring process). 

Training and comprehension: Federal staff members 
conducting competitive examining haw a current DE 

certification from OPM and a d ear understanding and 

appficabitity of internal and external recruitment process. 

Recruitment activities use appropriate sources in an endeavor 

to ad'lieve a diverse applicant pool from all segments of 

society. 

Late applications are appropriate-ly reviewed to determine- if 
they meet valid e-xceptions and are processed accordingty and 

consistently. In c:ase- examining situations, late applications 
from l()..point preference e ligibles are retained and refe-rred 
for future vacancies as appropriate. 

The application process complies with the- merit system 
principles a nd related legal requirements. For example, 

appropriate- qualification standards are used; applicants with 

comparable- qualifations receive appropriate- and comparable 

treatment. 

Whe-n a self-assessment rating instrument is used to CGnk 
candidates, applicant responses are checked against other 

application materials for evidence supponing applicant ratings. 

Appropriate rating adjustments are made and documented. 
Official transaipts or equivalent documentation .suppon 

applicants who qualify based on education. 

Certification activities for displaced/surplus employees (ICTAP, 

ClAP and RPL, are documented and meet requirements~ 

including second reviews and notiftc:ation of otherwise~tigible 

ICTAP candidates found not well qualified. 

NotMN 

NotMN 

PartiallyMe,t 

Met 

NotMN 

NotMN 

Not Met 

Not Rated 

Met 

Not Rated 

Met 

Not Rated 

Met 

DOE: Required Action: SPA must adhere to the Pledge to Applicants, the President ial Hiring Reform of 2010, 

and to arrv Departmental or OPM policies relating to Delegated Examining and Category Rating. 

DOE: Required Action: Direct all HR Specialist's that are involved with every aspect of Delegated Examining 
and Merit Promotion to take the following courses {at minimum): Bask Staffing. Oassifteation, Job Analysis 

and kSA Examining. Delegated Examining Training, Qualifteation Analysis and Pay Setting. 

OPM: PROVIDE lRAINING (BECAUSE INDIVIDUAL DE aRTIFICATIONS WERE REVOKED) 

DOE: Recommendation: Wo11t w ith H~U. Employment Solutions Division, in order to receive information 

on the best approadl to reach more minority candidate-s, disabled candidates, and diverse applkants from 

aU segments of society. 

DOE: 8PA handtes late- 10-point preference- applkants accordingly. The tea m found no significant issues in 
this area. 

DOE: Required Action: Ensure that aU rating factors are measurable. Rate, rank and refer candidates solely 

on the basis of the relative ability, knowledge and skills of the position, after fair and open competition. 

Citatton: S 
U.S.C. 2301 (b) (2)and S U.S.C. 2301 (b)(1). 
DOE: Required Action: Discontinue altering or modrtying the cut-off score after the job opportunity 

announcement has been posted. Begin to conduct qualification analysis base on the OPM standards. 

Discontinue the process of using the minimum qualifiCation process as a method to determine who will be 

among the best qualifloed. Citatton: Memorandum Guidance #10, OPM Qualfficatjoo Standards, Delegated 

Examining Handbook, T•d e S O:R 330 a nd 5 USC 2301_. 

DOE: Recommendation: The HavtAP team strongly recommends the consideratiofl of a n automated 

system in order to facilitate a .seamless process of accepting and reviewing applications. 

DOE: Required Action: Discontinue altering or modifying the cut-off score {best qualified category) afte,r a 

job announcement has been posted. Begin to conduct qualification analysis based on the OPM standards. 
Discontinue the process of using the minimum qualifiCation process as a method to determine w ho will be 

among the best qualified. Citation: Memorandum Guidance #10, OPM Qualifiation Standards, Delegated 

Examining Handbook, T•d e S O:R 330 a nd 5 USC 2301_. 

DOE: Required Action: The Department has created a single Reemployment Priority lists based on geographic 
locations for which all components within the local commuting area must dear. Case files must be indicative 

Partiatty Met of the RPL d earance. As such, until BPA begins to use the Department's intranet sites, they must contact 
someone in HC-11 to clear RPL before posting any vacancy positions. Citation: S O:R 330201 (b). 

OPM: MUST MAINTAIN VERIFICATION OF ClEARANCE OF THE AGENCY RPl OPM Citations: 5 CFR 330.201C 

AND 5 CFR 330.2 10(D) 
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Avue Comment: There are over 1,600 recruitment sources 
available within Avue for use that will allow BPA to reach out 
to a wide- range of applicant pools to meet diversity 
recruiting needs. 

A vue Comment: This practice was "pre-Avue" implementation 
at BPA. The "Category Rating Rules" are defined within the 
A vue system, and applicants are grouped into the respective 
categories based on their overall scores, and Veteran's 
Preference is then applied . The Referral list functionality 
employees a "list locking" mechanism that ensures that eligible 
veterans must be adjudicated prior to non-veteran applicants 
being considered. 

Avue Comment: This practice was "pre-Avue" implementation 
at BPA. The "Category Rating Rules" are defined within the 
Avue system, and applicants are grouped into the respective 
categories based on their overall scores, and Veteran's 
Preference is then applied. The Referral List functionality 
employees a "list locking" mechanism that ensures that eligible 
veterans must be adjudicated prior to non-veteran applicants 
being considered. 



Expected Outcomes of Critical Success DOE OPM DOE a nd OPM f indings/Required or Recommended Actions Avue Comments 
MinWnum qua.lifteation determinations are documented and 

can be reconstructed. Applicable qualification standards are 

applied correctly. 

Determinations regarding eligibility for vetenns' preference 

{VP) and/or VEOA are property made, and indlviduals with 
such preference are afforded their legal rights in recruitme-nt, 

referral, consideration, and selection. 

Certification procedures involving the "rule of three•, category 

rating or internal placement procedLVes are properly followed 

and weU documented. Selectees are qualified for positions. 

Certificates are audited and documented by certified staff or 
trained contractors before appointees ent rance on duty. 

Selections are property made and actions such as dedi nation 

or failure to respond are properly documented. 

candidate's interview, selection, and placement practices are 
• neuml• and do not arbitrarily favor or disfavor specific 

candidates or types of applicants 

Decisions to use pay flexibilities for hiring (e.g., recruitment 
and relocation incef'ltives and superior qualrficarions and 
special needs pay setting) are appropriately documented and 

justified accordingly. 

Established procedures for objections and requesting veteran 
pass-owrs are followed and appropriate action {if any) Is 

taken. 

Not Met 

Not Mot 

Not Met 

Not Met 

Not Met 

DOE: Required Action: Ensure that all candidates' qualifiCations are reviewed and assessed in accordance 

Partially Met with the Qualification Standards and any other rating criterion that is directty related to the position being 

foiled. Otat;on: S U.S.C 2301 (b) (1) S CFR 300.103. 

OPM: BPA HR STAFF MEMBERS NEED TRAINING 

DOE: Required Action: Certify ~igible applicants by grade level and numerical rating {when applica ble) 

augmented bynterans' preference status accordingly. Ensure that veterans' preference is applied and 

annotated accurately whenever applicable. Citation: 5 USC 3313; S CFR 250.101; 5 CFR 250.102 and S CfR 
Panfalty Met 332.401. 

Met 

Met 

Not Rated 

DOE: Required Action: Ensure hirif'lg cases are weJI docll"'lented to demonstrate that aU applicants have 

been treated fairly and equitabtv during all phases of the hiring process. Citation: S USC 2301; 5 USC 

2302. 

OPM: HRMtS CORRECTED IN 2 CASES; NO FURTHER RECOMMENDED OR R£QUIR£0 ACT,ON 

DOE: Required Actions: Ensure that a ll candidates' qua.lifrcations are reviewed and assessed i:o accordance 

with the Qualif.cation Standards and any other rating criterion that is directty related to the position being 

foi led. Otat;on: S U.S.C 2301 (b) (1) S CFR 300.103. 

DOE: Required Actions: Rate, ~Gnk and refer candidates solefy on the basis of the r~ative abilrty, knowledge 
and skills of the position, after fair a.nd open competition. Citation: S U.S.C. 2301 (b) {2) and 5 U.S.C. 2301 (b) 

(1). 

In a majority of the cases reviewed BPA failed to treat many candidates consistently, fairly, and equitably 

w1lidl resulted in lost consideration for a substantial nu.mber of appliants; and a missed opportunity to 
compete and interv;ew for vacant positions. 

DOE: Required Actions: Ensure that all ca:ndtdates• qualifications are reviewed and assessed in accordance 

with the Qualif.cation Standards and any other rating criterion that is directly related to the position betng 

foi led. Otat;on: S U.S.C. 2301(b)(1) 5 CfR 300.103. 

DOE: Required Acti.ons: Rate, rank and refer candidates solely on the basis of the relative ability, knowtedge, 
and skills of the position, after fair and open competition. Citation: S U.S.C. 2301{b){2) and 5 U.S.C. 2301 

(b)(1). 

DOE: Required Action: BPA must discontinue the practice of offering recruitmer~t incentives for positions that 

are easily recruited for aod available to fill without past recruitment diff.culttes, i.e., Human Resource 
Specialist. 
DOE: Required Action: Discontinue the practice of using superior qualifiCations appointment for the purpose 

of setting pay at a rate companble with the appointee•s non-Federal salary. Clearly document why the 

appointee•s qualifations were truly superior to that of others if'l the ftek:l or factors supporting the superior 

qualifications of the caodidate{s). Citation: S U.S.C. 1104(c} and 5 CFR 531.212. 

DOE: Required Action: Discontinue the practice of using superior qualifkations appointment for the purpose 
of setting pay at a rate com.pa.rable with the appointee•s non-Federal salary. Clearly document why the 

Avue Comment: This finding as outlined above was "pre-Avue" 
implementation at SPA. Applicants applying for vacancies that 
have been advertised within the Avue system are all evaluated 
by the same "objective systems" criteria when it comes to 
making Basic Qualifications determinations. All applicants are 
required to possess one year or more of Specialized Experience 
in order to meet Basic Qualifications. 

Avue Comment: This practice was "pre-Avue" implementation 
at SPA. Under the Avue System, all candidates are evaluated 
consistently by the system, applying the correct OPM 
qualification standards and other valid and merit-based criteria 
uniformly. Not only is this high ly effective in creating a merit
based process, any attempts by HR or hiring managers to 
override such determinations are flagged and can be escalated 
for review by subject-matter experts. 

Met Partialty Met appointee~ qualifottons were truly superior to that of others in the fiekt or factors supporting the superior 
qualifiCations of the candidate{s). Citation: S U.S.C. U04{c} and 5 CFR 531.212. 

Not Met Met 

DOE: Recommendation: Ensure that all recruitment incentives are appropriately justified a.nd consistently at 

all times. To facilitate this process, conduct (or continue to conduct) workforce and trend analysis to 

detennine the most appropriate grade levels to fill all positions and the best sources of applicants. Oewlop a 

recruitment strategy which includes plans to coodua targeted outreach and recruitment activities to ensure 

a viable and manageable intensive pool of interested, diverse, and well qualified applicants, 

OPM: ESTA8USH A MECHANISM TO PLAN, REVIEW, AND OOOJMENT ... OPM Citation: S CFR 531.212-

Superior QuaHf10tions and Special Needs Pay Authorizations 

DOE: Required Action: Consutt and wort with the OffiCe of Human capital Management, Human Capital Policy 
Division {HC-11) to ensure that BPA HCM guidance papers are aliqned with the Department's, OPM and Title 
5 requlatory requirements. 
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Expected Outcomes of Critical Success DOE OPM DOE and OPM findings/Required or Recommended Actions Avue Comments 
Annual self-audits of DE activities have been conducted and 

perlooned by staff who are not involved with the DE 

ope-rations and have current DE certifications. 

Appropriate corrective action is taken when cases of k>st 
consideration or- other types of viol-ations are identified. 

Sf-SO's and 52's are coded accurately and reflects all 
requw-ements in the Guide to processing personnel actions and 

the Guide to Personnel Data Standards. Official Personnel 

Foklers have acctJr-ate documentation in file thus supporting 

the accession. 

The DE coordinator submrts accurate and timely quarterly 
workload repons via OPM's DE lnfonnation System. 

OPM Report. Appendix B~ Page 5 of 15, 15: Applicants may 
apptv by submitting a resume in the fonnat o f the-ir 

choosing .. .Applicants are not requested or required to provide 

written essays or narratives at the initial stage of the process. 

OPM Report, Appendix ~ Page 1 of 15, HQualifteations 

are unifonnly appli:ed ... determinations are documet'lted 

and acoorately made. 

OPM Report,. Appendix B. Page 10 of 15~ 113Certffication 
and mergjng procedures are appropriate and consistent 

wjth vet pref laws and agency polities 

.... 
properly made from candidates in the highest quality category 
on a certificate of eligibles, lAW vet p1"ef laws. 

system is in place to assure compliance with MSPs and legal, 

regulatory, and lnteragency Delegated Examining AgreemenL. 

OPM Re·port, Appendix 8, Page 14 of 15, 125Security 

of examining records is proper; Privacy Act information 

is property maintained and safeguarded_. 

NotMH 

Not Met 

Met 

Not Met 

Not Rated 

Not Rated 

.Not Rated 

Not Rated 

Not Rated 

Not Rated 

Not Rated 

Not Met 

Met 

Partial~ Met 

Partially Met 

Not Met 

Not Met 

Required Action: Conduct the Annual Self Aud'rt:s as required by ttle OffiCe of Personnel Management's 
Delegated Examining Handbook. Citation: Delegated Examining Operations Handbook, Chapter 7, section 0 . 

OPM: PROVlDE A PlAN TO MEET REQUIREMENT TO CONDUCT ANNUAl INTERNAL DE AUD4TS 

DOE: As soon as an illegal appointment has been identified, contact the Office of HC-11 for remedial 

guidance. ln addition, in cases wtlere lost consideration is evident, immediately contact those candidates 

who failed to receive appropriate consideration and offN priority consideration and/or placement where 
appropriate. 

DOE: Overall, the Sf-SO's are coded with the correa NOA and legal authorities. A significant improvement 

from the 2010 HCMAP audit. 

OPM: IDENTIFY CAUSE OF NONCOMPUANCE TO GPPA; SUBMIT PLAN. RECOMMEND INTERNAL TRAINING 
AND INTERNAL QA OPM Citations: S CFR 293.303(E) AND S CFR 250.103 

DOE: Required Action: Begin to issue the Delegated Examining Quanerty workload reports to the Agency's 

Delegated Examining Coordinator in a timely manner. Citation; Delegated Examining Operat ions Handbook,. 

Ap(>EndU< c. 

OPM: UPDATE JOA TEMPlATES AND ASSESSMENT TOOLS TO EliMINATE REQUIREMENTS TO PROVIDE 
EXPLANATIONS FOR EMPLOYMENT GAPS AS PART OF INtnAl APPUCATION PROCESS. 

OPM: RECOtolSTRUCT ALL STAFFING AND PERSONNEl AC110NS TAKEN SINCE JUNE 
30,2011 

OPM: TAJ<E CORRECTM ACTIONS IDENTIFIED IN APPENDIX C CASE LISTINGS 1 ANO 2 (OF FINAL REPORT) 

PartiaUy Met SELECTlONS. 

Met 

Not Met EXAMINlNG. SPA DID MONITOR TIME TO Fil l WllH END-TO-END NHQ PROC£SS ..• 

Met 
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Appendix B: Review and Analysis of Regulatory Citations in the 
DOE DEU Audit of BPA 

A vue reviewed all of the regulatory citations in the DOE audit report. The review determined that on 10 occasions DOE cited the incorrect regulation in 
asserting its findings. In two additional cases,~, DOE linked Merit System Principles to its assessments which, given the necessarily board-based and goal-oriented 
nature of Merit System Principles, make it dirricult to identify or correct a specific regulatory violation. 

Expected Outcomes of Critical Success Factors DOE Assessment Avue Review & Analysis of DOE-Used Citations 

Documented job-analysis process that are valid (as 

defined in t he Uniform Guidelines) are used as a 
basis to identify objectives, assessable KSA's and/or 

competencies appropriate to t he positions being filled, 
including any selective placement factors for both 

Merit Promotion and Delegated Examining. In 
addition to the Job Analysis, the appropriate 

qualification standard should be included in the case 
examining file. 

Assessment criteria (e g., crediting plans, 

occupat ional questionnaires) are aligned with job 
analyses; they make clear and appropriate 

distinctions between creditable levels of qualifications 

Not Met 

Not Met 

Citation: 5 usc 2301 (b}(1} 

Merit system principles 

(b) Federal personnel management should be implemented consistent w ith the following merit system principles: 

(1) Recruitment should be from qualif ied individuals from appropriate sources in an endeavor to achieve a 
work force from all segments of society, and selection and advancement should be determined solely on the 

basis of relative ability, knowledge, and skills, after fair and open compet it ion which assures that all receive 

equal opportunity. 
Is citation valid? MAYBE 

Was citat ion applied correctly? MAYBE - it is overly broad to apply directly to BPA cases. 

Citation: 5 CFR 300.103 
(a) Job analysis. Each employment practice of t he Federal Government generally, and of individual agencies, shall be based on a job analysis 

to identify: 
(1) The basic duties and responsibilities; 

(2) The knowledges, skills, and abilities required to perform the duties and responsibilities; and 

(3) The factors that are important in evaluat ing candidates. The job analysis may cover a single position or group of posit ions, or an 

occupation or group of occupations, having common characteristics. 
Is citation valid? YES 

Was citation applied correctly? YES 

Citation: 5 CFR 300.103 
(b) Relevance. (1) There shall be a rational relationship between performance in the position to be filled (or in the target position in the 

case of an entry position) and the employment practice used. The demonstration of rational relationship shall include a showing t hat the 

employment practice was professionally developed. 
A minimum educational requirement may not be established except as authorized under section 3308 of title 5, United States Code. 

(2) In the case of an entry position the required relevance may be based upon t he target position when-

(i) The entry position is a training position or the first of a progressive series of established t raining and development positions leading to a 

target posit ion at a higher level; and 
(ii) New employees, within a reasonable period of time and in the great majority of cases, can expect to progress to a target position at a 

higher level. 

Is citation valid? YES 
Was citation applied correctly? YES 

Citation: 5 USC 2301 (b}{1} 

Merit system principles 
(b) Federal personnel management should be implemented consistent with the following merit system principles: 

(1) Recruitment should be from qualified individuals from appropriate sources in an endeavor to achieve a work force from all segments of 

society, and selection and advancement should be determined solely on the basis of relative ability, knowledge, and skills, after fair and 
open competition which assures t hat all receive equal opportunity 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations 

and do not contain in appropriate measures (e.g., 
knowledgeable peculiar to agency regulations or 
processes which oould be learned relatively quickly). 

Hiring Management (when used) oontained 
retrievable documentat ion that links job-related KSA's 

with a job analysis and the supplemental questions 

upon which applicants are evaluated. 

Public notice and merit promotion vacancies meet 

legal and regulatory requirements, including posting 
on USAJobs. Length of open periods is appropriate 

to the type of posit ions announced and to the relevant 

applicant pools. Vacancies opening and closing 
periods are valid and adequately j ust ified. Vacancy 
announcements include a definition of well qualified 

for CTAP/ICTAP eligibles in addition to identifying all 

required information from applicants and 
distinguished specialized experience that fits the 

applicant pool (meaning not to agency specific or 

restrictive thus limiting the qualified applicant pool). 

Policies and procedures on acceptance and processing of 
applicants, are appropriate, specified clearly in applications, 
including from status vacancy announcements, and consistently 
applied. There is an active policy or standard operating 
procedure that contains information on accept ing late 

Examining Merit Promotion case 
are organized and readily available (with all 

information needed to reoonst ruct case fi les). In 

addit ion, supporting documentation is included in file 
along with t imely and accurate notices of results. 

Not Met 

Not Met 

Met 

Is citation valid? YES 

Was citation applied correctly? YES 

Citation: 5 usc 2301 (b}(2) 

Merit system principles 

(b) f ederal personnel management should be implemented consistent with the following merit system principles: 
(2) All employees and applicants for employment should receive fair and equit able t reatment in all aspects of personnel management 

without regard to political affil iation, race, color, religion, nat ional origin, sex, marital status, age, or handicapping condit ion, and with 

proper regard for their privacy and constit ut ional rights. 

Is citation valid? MAYBE 
Was citation applied correctly? MAYBE- it is overly broad to apply directly to BPA cases. 

Presidential Memorandum - Improving the Federal Recruitment and Hiring Process, 

May 11,2010 
~ Directions to Agencies. Agency heads shall take the following actions no later than November 1, 2010: 

(a) consistent with merit system principles and other requirements of t itle 5, United States COde, and subject to guidance to be issued by 
t he Office of Personnel Management (OPM), adopt hiring procedures that: 

(1) el iminate any requirement that applicants respond to essay-style questions when submitting their initial application materials for any 

federal job; 
Is citation valid? NO 

Was citation applied correctly? NO, this practice is not used at BPA. 

Citation: Qualification Standards, Policies Instructions, section E. 
Is citation valid? CANNOT BE FOUND 

Was citation applied correctly? CANNOT BE FOUND 

Citation: 5 CFR 330.707 Exceptions to ICTAP selection 

Is citation valid? NO 

Was citation applied correctly? NO 

Citation: Executive Order 13087 

Is citation valid? YES 

Was citation applied correctly? YES 

Avue COmments: Qualification Standard citation is out of date. 5 CFR 330.707 is not on point. Executive order is appropriate. 

Avue Comments: BPA practice was to announce on USAJobs using one posting that listed both the DE and MP 

vacancy announcement number with l inks that took t he applicant back to each respective 

vacancy posting on the BPA website . Depending on which link the applicant clikced on, they could either apply for t he DE, the MP 
vacancy, or both. Having one vacancy announcement generated via for t he USAJobs posting does not present 

this problem since the applicant responds to the system eligibility and attribute questions, and are then made available 

for the hiring categories for which t hey are qual ified for based on responses. 

Avue COmments: This is the report does not include a specific regulatory cite on the sooring issue for category Rating referenced above. 
* Relevant regulatory the OPM Delegated Examining Operations Handbook, May 2007, Chapter 5. Defining quality categories.guidance for 
Category Rating is found at 5 USC 3319, 5 CfR 337, and 

NO CITATION 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations ,. ·=· ------ - - ~ - ----------------------------------
------------------------------------------------------------------------------------

DE operations reflect adherence to the expectations 

of the Pledge to Applicants that enable rather than 

deter applicants from applying for vacancies (e.g., 
plain-language vacancy announcements with dear 

application procedures; meaningful definitions of 

qualifying specialized experience specific to positions 
advertised; dear descriptions of evaluations methods; 

timely applicant updates on status of applications; 

and timely hiring process). 

Training and oomprehension: Federal staff members 

conducting oompetitive examining have a current DE 

certification from OPM and a dear u nderstanding and 
applicability of internal and external recruitment 

process. 

Recruitment activities use appropriate sources in an 

endeavor to achieve a diverse applicant pool from all 

segments of society. 

late applications are appropriately reviewed to 
determine if they meet valid exceptions and are 

processed accordingly and consistently. In case
examining situations, late applications from 10-point 

preference eligibles are retained and referred for 
future vacancies as appropriate. 

The application process complies with the merit 

system principles and related legal requirements. For 

example, appropriate qualification standards are 
used; applicants with oomparable qualifications 

receive appropriate and comparable treatment. 

When a self-assessment rat ing instrument is used to 

rank candidates, applicant responses are checked 
against other application materials for evidence 

supporting applicant ratings. Appropriate rating 

Not Met 

Not Met 

Citation: Presidential Hiring Reform of 2010 
Is citation valid? YES 

Was citation applied correctly? YES 

Citation: Departmental or OPM policies relating to Delegated Examining and category Rating. 
Is citation valid? NO DIRECT REFERENCE 

Was citation applied correctly? NO DIRECT REFERENCE 

Avue Comments: Vague reference to OPM Policies is open ended 

NOOTATION 

Note that at the time of the OPM audit, all BPA HR staff requiring DE certification were, in fact, certified . 

Partially Met NO OTA T/ON 

Met NOOTATION 

Not Met Citation: 5 U.S.C. 2301 (b} (1} and (2) 

Is citation valid? Yes 

Not Met 

Was citation applied correctly? Yes 

Citation: Memorandum Guidance #10 (unable to locate) 

Citation: OPM Qualificotion Standards 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Citation: DEU Handbook 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: Title 5 CFR 330 

Is citat ion valid? No 

Was citat ion applied correctly? No 

A vue Comments: This is the entire Recruitment, Selection & Placement (General) Chapter and covers a variety of areas such as: Methods of 
Filing Vacancies; RPL; Restricting to Preference Eligibles; Restricting to Protect Competitive Principles; CTAP; ICTAP; and Prohibited Personnel 

Practices. This is NOT an appropriate citation for this finding. 

Citation: 5 USC 2301 
Is citation valid? Yes 

Was citation applied correctly? Yes 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations 

adjustments are made and documented. Official 
transcripts or equivalent documentation support 

applicants who qualify based on education. 

Certif ication activities for displaced/surplus employees 
(ICTAP, CTAP and RPL} are documented and meet 

requirements, including second reviews and 
not ification of otherwise-eligible ICT AP candidates 

found not well qualified. 

Minimum qualification determinations are documented 

and can be reconstructed. Applicable qualification 

standards are applied correctly. 

Determinations regarding eligibility for veterans' 

preference (VP) and/or VEOA are properly made, and 
individuals with such preference are afforded their 

legal lights in recruitment, referral, consideration, and 

selection. 

Not Met 

Not Met 

Not Met 

Citation: 5 USC 1301 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: Memorandum Guidance #10 {Unable to locate} 

Citation: OPM Qualificotian Standards 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: DEU Handbook 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: ntle 5 CFR 330 

Is citation valid? No 
Was citation applied correctly? No 

Avue COmments: Is the entire Recruitment, Selection & Placement (General) Chapter and covers a variety of areas such as: Methods of 

Filing Vacancies; RPL; Restricting to Preference Eligibles; Rest ricting to Protect Competitive Principles; CTAP; ICTAP; and Prohibited 
Personnel Practices for which there are no direct case citations regarding violations. 

Citation: 5 USC 1301 
Is citation valid? No 

Was citation applied correct ly? No 

A vue COmments: BPA has never conducted a RIF or otherwise had displaced employees for which this citation would apply. 

Citation: 5 CFR 330.101(b} 

Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 USC 1301 {b) {1}- Merit Systems Principles 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Citation: 5 CFR 300.103- Job AnaiY$iS 
Is citat ion valid? No 

Was citation applied correctly? No 

A vue COmments: Refers to a basic requirement of a job analysis which is relevant to ensuring applicants are appropriately measured but 

not for applying minimum qualifications as outlined in the OPM Qualificat ion Standards. 

Citation: 5 USC 3313 - Competitive Setvice · Registers 

Is citation valid? Yes 

Was citat ion applied correctly? Yes 
Avue COmments: Addresses competitive service and registers of eligibles. 

Citation: 5 CFR 250.101 -Personnel Management in Agencies 
Is citation valid? No 

Was citat ion applied correctly? No 

A vue COmments: This citat ion broadly addresses personnel management in agencies and not VP or VEOA requirements. 

Citation: 5 CFR 250.102 -Delegated Authorities 

Is citation valid? No 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations 

Certif ication procedures involving the •rule of three", 

category rating or internal placement procedures are 
properly followed and well documented. Selectees 

are qualified for positions. 

Certificates are audited and documented by certified 

staff or trained contractors before appointees 

entrance on duty. Selections are properly made and 
actions such as declinat ion or failure to respond are 

properly documented. 

candidate's interview, selection, and placement practices are 
"neutral" and do not arbitrarily favor or disfavor specific 

candidates or types of applicants 

Decisions to use pay f lexibilities for hiring (e.g., 
recruitment and relocat ion incentives and superior 

qualifications and special needs pay setting) are 

appropriately documented and just ified accordingly. 

Established procedures for objections and requesting 
veteran pass-overs are followed and appropriate 

action (if any) is taken. 

Annual self-audits of DE activit ies have been 

conducted and performed by staff who are not 
involved with the DE operations and have current DE 

certifications. 

Not Met 

Not Rated 

Not Met 

Met 

Not Met 

Not Met 

Was citation applied oorrectly? No 

Avue Comments: Thi.s citation addresses delegations of authority and not the required actions prescribed by DOE to certify eligible 

applicants correctly and document cases. 

Citation: 5 CFR 332.401 -Order on Registers 

Is citation val id? Yes 

Was citation applied correctly? Yes 

Citation: 5 USC 2301 - Merit Systems Principles 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Citation: 5 USC 2302 - Merit Systems Principles - Fair & Equitable Treatment 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: DEOH, Chapter 6 - creating certificate of eligibles. 

Is citation valid? Yes 

Was citation applied correctly? Yes 
Avue Comments: DOE pointed out that SPA omitted putting the Duty Location on referral lists and that is covered in th'is citation. 

Citation: 5 USC 2301{b}{1} -Merit Systems Principles 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 CFR 300.103-Job Analysis 

Is citation valid? Yes 

Was citat ion applied correctly? Yes 

Citation: 5 USC 2301(b)(2) - Merit Systems Principles - Fair & Equitable Treatment 
Is citat ion valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 USC 1104{c) - Delegation of Authorities for Personnel Management 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 CFR 531.212 -Superior Qualifications and Special Needs Pay Authorizations 
Is citation valid? Yes 

Was citation applied correctly? Yes 

NO CITATION 

Citation: Delegated Examining Operations Handbook, Chapter 7, section D. 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Who performs the self-review? 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations ,. ·=· ------ - - ~ - --------------------------------
-------------------------------------------------------------------------------

Appropriate corrective action is taken when cases of 

lost consideration or other types of violat ions are 

Identified. 

SF-SO's and 52's are coded accurately and reflects all 

requirements in the Guide to processing personnel 
actions and the Guide to Personnel Data Standards. 

Official Personnel Folders have accurate 

documentation in file thus supporting the accession. 

The DE coordinator submits accurate and t imely 

quarterly workload reports via OPM's DE Information 

System. 

Not Met 

Met 

Not Met 

NO CITATION 

NOOTATION 

Citation: DEOH, Appendix C. 

Is citation valid? No; it shou ld be Appendix M 
- Instructions for Completing the DE Quarterly Workload Report Form 

Was citation applied correctly? Appendix M is correctly applied. 
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Winn,Kim S (BPA) - NN-1

From: Young,Winston B (BPA) - NSSF-4
Sent: Wednesday, October 02, 2013 4:31 PM
To: Bell,Kevin (BPA) - N-4
Cc: Polizos,Vasia A (BPA) - NSSF-4
Subject: FW: Revised Analysis of DOE and OPM Reports
Attachments: BPA Audit Findings Analysis 10 01 2013.pdf

Updated analysis of audit findings…. 
 
 

From: Avue Co-CEOs [mailto:CEO@avuetech.com]  
Sent: Wednesday, October 02, 2013 4:27 PM 
To: Young,Winston B (BPA) - NSSF-4; Kundu,Sanjit K (BPA) - NSSF-4 
Subject: Revised Analysis of DOE and OPM Reports 
 
Sanjit and Winston, 
  
Attached is an updated report regarding our analysis of the DOE and OPM reports.  Sorry to trouble you but if you wouldn’t mind 
sending it to whomever you sent the original report to, that would be great.  Thanks very much. 
  
Linda 
  
  

Linda E. Brooks Rix and James D. Miller 
Co-Chief Executive Officers 
Avue Technologies Corporation 
1145 Broadway Plaza, Suite 800, Tacoma, WA 98402 
Phone: 253.573.1877 (Ellin Bursese, Executive Assistant) 
Cell:  for LBR,  for JDM  
Email: ceo@avuetech.com 
Web: www.avuetech.com 
  
Internet Email Confidentiality:  Privileged/Confidential Information may be contained in this message. If you are not the addressee 
indicated in this message (or responsible for delivery of the message to such person), you may not copy or deliver this message to 
anyone. In such case, you should destroy this message and kindly notify the sender by reply email. Please advise immediately if you 
or your employer do not consent to Internet email for messages of this kind. Opinions, conclusions, and other information in this 
message that do not relate to the official business of my firm shall be understood as neither given nor endorsed by it. 
  
  
  

(b)(6) (b)(6) (b)(6)
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The following pages contain an analysis of the OPM and DOE reports resulting from their respective audits of the Human Capital Management 
Program and Delegated Examining Unit of Bonneville Power Administration. The document is designed to focus on the most critical elements of the 
two reports as they relate to the assessment of the HCM program at BPA. 

Table of Contents 

The DOE Audit Finding with the Most Significant Adverse Impact on BPA .................................................................................................................... 3 

The Substantive Differences between the OPM and DOE Audit Reports .......................................................................... .. ............................................. 4 

The Relative Importance of Correcting Underlying Hiring Problems Found in the OPM and DOE Audit Reports ......................................... 6 

The Most Interesting Element of Both Reports ...................................................................................................................... .................................................... 8 

Appendix A: Comparison of DOE and OPM Findings ............................................................................................................ ................................................. 10 

Appendix B: Review and Analysis of Regulatory Citations in the DOE DEU Audit of BPA .................................................................................... 14 

This document contains an analysis by A vue Technologies Corporation of the policy issues addressed for the sole purpose of assisting its client in 
evaluating policy options. While A vue has substantial experience and expertise in matters of federal government workforce management including with 
respect to applicable law and regulation this analysis has not been prepared or reviewed by attorneys and is not intended to be used as a legal opinion 

with respect to any of the matters addressed. 
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The DOE Audit Finding with the Most Significant Adverse 
Impact on BPA 
DOE rates BPA's classification program as 'Not Met' for classification accuracl and DOE has revoked BPA's delegated classification authority as a result. DOE 
states "Of the positions reviewed, the majority were assigned incorrect grade levels. In many positions reviewed it was noted that higher factor levels had 

been assigned to the position descriptions than warranted on the basis of the BPA HCM classifier identifying work performed at BPA, as being agency
level." [Emphasis added.] DOE then requires BPA to "Review all position descriptions associated with hiring cases between FY10 and FY13 and obtain new or 

modify position descriptions, as necessary, so that they adequately and accurately describes the work assigned to the position and performed by the 
employee. Prepare written evaluation statements to determine the correct pay plan, t itle, series, and grade of the position." 

This is an impactful statement by DOE which could lower the grades of 1,331 positions at BPA currently classified as nonsupervisory GS-13s, 14s, and 15s. 
Avue identified, in its July 22, 2012 policy analysis report to BPA that sustaining these nonsupervisory grades required that Bonneville be defined as an 
'agency' and not a 'field office' as DOE had begun characterizing BPA. The purpose of the A vue policy analysis document was to outline actions BPA could 
execute to sustain these grades using a highly expert classificat ion process that would assert BPA meets the definition of 'agency' for position classification 

purposes and, at the same time, provide the documentation and position management practices necessary to support the grades of these positions. For 
Avue's July 2, 2013 meeting with COO Anita Decker, A vue provided updated statistics regarding the possible impact of DOE's characterization of BPA as a 
'field office' rather than an independent agency. 

If DOE's dilution of BPA's independent agency status is sustained, at least 500 of these positions would classify at no higher than the GS-12 level. Although 

personnel practices exist to minimize the impact on current incumbents of these positions, including flagging adversely impacted positions as 'incumbent 
only allocations', positions that are f lagged in this manner would be abolished when the current incumbent vacates the position and the FTE is then 
reclassified to the lower grade. The adverse impact on BPA's ability to retain and recruit in an intensely competitive energy industry labor market is 
significant. Not only would compensation levels be much lower, the OPM-required qualification standards have much lower requirements resulting in a less

skilled talent pool and workforce. Career ladders for BPA employees would also be truncated and the number of available promotion opportunities so 
reduced as to become a serious impediment to employee retention. 

DOE's finding that BPA has improperly evaluated positions as being "agency-level" is not a reflection of the accuracy of BPA's classification program. Instead 

it is a reflection of DOE's assertion that BPA is not an independent agency. If BPA is defined as an independent agency, the classification of these 1,331 
positions is, in fact, accurate. DOE's revocation of BPA's classification authority rests solely on its unilateral and highly politicized dilution of BPA's status as 
an independent agency. Further, DOE based its finding on a targeted sampling of positions that allowed it to back into the adverse finding. The issue that 
BPA needs to address here is not the accuracy of its classification program. While improvements can be made in the program- such as instituting a 

common federal practice of supervisory recertification of position description accuracy- the core issue is whether or not BPA is an independent agency. 

1 See DOE HCMAP Report, Position Classification Critical Success Factor titled: Grades Properly Assigned to Positions and the Appropriate Classification Is Selected; 
Classification Adheres to Federal And 44 
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The Substantive Differences between the OPM and DOE Audit 
Reports 

The differences between the OPM and the DOE audit reports are striking. There are 30 total critical success 
factors in the combined OPM and DOE reports. Of the 30, DOE rated BPA as 'Not Met' on 18 of the 30, 
whereas OPM rated BPA as 'Not Met' on only 4 of t he 30. Additionally, OPM was more likely to credit BPA with 
'Partially Met' rather than 'Not Met' ratings on factors. On factors where OPM and DOE disagreed on SPA's 
rating, OPM rated BPA more favorably 87% of the time.2 

In theory, some differences could be based on different case reviews. However, expert HR practitioners who 
reviewed t he findings, report that OPM did not f ind issues materially different than those presented by DOE. 
Even if DOE examined more cases, their findings are still in the same class as the findings by OPM- meaning 
finding more instances of the same problem would not support a more severe rating. 

The DOE report does appear to focus its ratings more on adherence to DOE policy than laws or regulations. For 
example, DOE states that "BPA has chosen not to disseminate or follow written DOE orders and policy 

guidance, as well as any verbal direction f rom proper HR authorities in DOE Headquarters, associated with the 
implementation and execution of Federal HR activities." [Emphasis added.] The emphasis on BPA's choices 
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runs through the report as it does in this broad-based finding. DOE's reliance on "verbal direction" weakens its own position here as such direction cannot 
be considered a deviation from DOE pol icy. There is an existing memo of April 2, 2010 from COO Anita Decker to then DOE CHCO Michael Kane regarding 
the adoption of DOE HCM policies. The memo states that: 

"The BPA Administrator has the delegated authority to determine, for all DOE HR directives, which directives, or parts thereof, are 
applicable to BPA, with two exceptions. First, HR directives documented in Appendix C to Order 251.1C are fully applicable to BPA. 
This list is limited to HR directives addressing the Senior Executive Service, Annual Confidential Financial Disclosure Reports, and the 
Drug-Free Federal Workplace program. Second, new or modified directives taking effect after July 20, 2009 will apply to BPA if by 
their terms they specifically state they are applicable to BPA. In determining whether a new or modified DOE HR directive should 
specifically state that it applies to BPA, the Department and BPA will consult on the needs of the Department as balanced against 
BPA's unique statutory authority, business-like operating processes, and historic autonomy. If a current HR directive is not applicable 
to BPA, it is presumed that a modification of the directive will not be applicable to BPA absent a compelling Department need. If 
BPA's systems and processes already address the concerns giving rise to a new Directive, it is presumed that the new directive will not 
apply to BPA absent a compelling Department need. 

A for a detailed and corrective actions. See ix B for the accu citations in the DOE 
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BPA was established in law as a separate organization with a mandate to implement its unique statutory authorities in a "sound and 
business-like manner." 16 U.S. C. § 839f{b). BPA must act with the flexibility and efficiency of a business enterprise, while at the same 
time being accountable as a public organization. BPA was initially organized as a separate entity within the Department of the 
Interior, with a degree of autonomy compatible with the nature of the agency and the regional character of its programs and 
functions. Congress reaffirmed this independent arrangement in the Department of Energy Organization Act when it directed that 
BPA "shall be preserved as a separate and distinct organizational entity(y) within the Department" and that the Secretary's functions 
shall be exercised by the Secretary "acting by and through" the Administrator. 42 U.S. C.§ 7152{a)(2). 

BPA has a permanent, indefinite appropriation in the form of the "BPA Fund." 16 U.S. C.§ 838i{a). BPA is fully self-financed and 
receives no direct appropriations for operations. BPA must generate sufficient revenues from the sale of power and transmission 
services to cover its total costs. This requires BPA to manage its financial affairs more like a business than a government agency. 
BPA's human resource and labor relations policies, programs, systems and processes have been developed in support of these 
authorities and principles. 

It would appear that DOE's ratings, in large part, are critical of SPA's authority to operate under a variety of delegations that recognize the independence of 
SPA and the Administrator's ability to best determine how to accomplish the SPA mission. This is also in keeping with DOE's assertion in the Position 

Management section of its report that SPA is not an independent agency. Failure to follow DOE pol icy, especially given SPA's specific delegation to operate 
its HR program with independence, should not be the basis for DOE's revocation of SPA personnel authorities or many of the ratings and conclusions 
reached in its audit report, which create the appearance of a catastrophic failure on the part of SPA's HCM program. Further, DOE's report requires SPA 
compliance with DOE policies that specifically exempt SPA (see DOE Order 331.1C, for example). 

Actual violations of laws and regulations are the basis for the OPM report, which does not seek to force compliance with DOE policy. The contrast in findings 
illustrates the degree of DOE's reliance on claims that SPA's systemic problems are associated with a failure to follow DOE policy. The policies highlighted in 
the audit report's findings would not correct the systemic causes of SPA's non-compliance with the laws and regulations found in OPM's audit report. 
Required actions focused on DOE policy adherence are merely procedural elements of the program that would not provide material value to SPA. In fact, 
many of the recommendations would create inefficiencies and further detract from SPA's ability to meet the 80-day time-to-hire mandate in the President's 

Hiring Process Improvement Memorandum. DOE's reliance on deviations from its own policies, as the basis for SPA's ratings, demonstrates the extent to 
which these negative ratings are w ithout merit. Further, DOE's assertions that "The level of effort needed to complete all required corrective actions is 

monumental and the road to full recovery w ill be extremely challenging/' are nothing more than hyperbole. As illustrated in OPM's report, SPA's 
implementation of the required training and their acquisition of the A vue talent acquisition system place SPA in a position to operate a compliant talent 
acquisition program. Compliance with DOE policy and guidance is contrary to the prior delegations and represents a clear subordination of SPA. 

OPM and DOE both identified the following contributing factors leading to the conclusions in their respective reports. We include a column to show if the 
factor was identified rt of its audit of SPA hiri of 2012. 
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The Relative Importance of Correcting Specific Hiring 
Problems Found in the OPM and DOE Audit Reports 
It is very important to note that differences in actions taken by OPM versus DOE. OPM decertified individual staff members in BPA but not the Delegated 
Examining Unit (DEU) supporting BPA hiring. This would have enabled BPA to continue hiring using Avue as the alternative arrangement because Avue 
personnel are DE certified. In contrast, for the same infractions and regulatory violations that OPM found, DOE decertified SPA's DEU which has all but shut 
down hiring at BPA. 

The table below outlines the underlying problems that need to be corrected in the procedures, practices, and pol icies of the hiring program in BPA. 

The ' Impact' column is meant to illustrate the degree to which solving that particular underlying problem will help BPA move forward in a fully compliant 
manner. Items are assigned a score of a 1 (the greatest posit ive impact ) through 5 (the least positive impact). The 'Priority' assigned is meant to illustrate 
the urgency of solving that problem so that hiring authorities can be restored and adhere to law and regulation. Items in this column are assigned a score of 
1 (very urgent) through 5 (low priority). If an item is rated as -0-, it means that item has already been addressed. 

An * next to the issue means that it is fully resolved and any future incidents are prevented by the rules engines in the A vue system. By implementing A vue, 
these issues would not recur again or, if individual HR practitioners attempt to do this in Avue, the issue would be flagged and escalated to management for 
resolution. 

Notes regarding specific items follow this table. 
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Notes: 
!/This was formally addressed in May of 2012; however, DOE maintains that the waiver process is not appropriate whereas OPM requires that if the waiver 

process is to be used, it be documented in SPA policy. 
Y SPA has never had a need to clear an RPL because it has never had a reduction-in-force or other layoff action. DOE is requiring SPA to use its RPL and by 

that requirement is extending the boundary of DOE's RPL. This allows DOE to ensure that SPA vacancies are used to fi ll displaced employees who were 

displaced by virtue of the actions of other DOE components. 
'Y Links are prevalent in all federal vacancy announcements including those posted by OPM. The links are one way to meet the requirements of the 

President's Hiring Process Improvement Memorandum to reduce the length of vacancy announcements. In one example, where SPA posted a job using 
links, the vacancy announcement was eight pages long. By putting text in instead of links, the announcement was made three pages longer. 

~This is not a regulatory violation. It appears that DOE is making a case that SPA uses overly restrictive criteria in vacancy announcements to give 
preferential treatment to contractors and exclude applicants without SPA experience from meeting basic qual ifications. This is a highly subjective 
finding. 

2/ This is focused on SPAs requirement that applicants provide KSA narrative justifications on submitting their initial applications. The President's Hiring 
Process Improvement Memorandum prohibits requiring narratives until after the applicant has been determined to be at least basically qualified for the 
position. In the prior manual application process, applicants did not have a two-part process which meant they responded in the 'initial application.' 
DOE components currently use this language in their initial application process: "Your application and resume should demonstrate that you possess the 
following knowledge, skills and abilities {KSAs). Do not provide a separate narrative written statement. Rather, you must describe in your application how 
your past work experience demonstrates that you possess the KSAs identified below. Cite specific examples of employment or experience contained in 
your resume and describe how this experience has prepared you to successfully perform the duties of this position. DO NOT write "see resume" in your 
application I" This would meet OPM's definition of ' inappropriately encouraging' applicants. It appears DOE should resolve this on a Department-wide 
basis. 

§/This requires SPA to get college transcripts from appl icants to determine if the applicant meets any education requirements mandated by OPM 
qualification standards, even if another agency, by appointing that applicant to a job in the same occupational series, has already done so. This is 
redundant work as a practice and is contrary to requirements, such as in the President's Hiring Process Improvement Memorandum, which requires such 
proof documents be submitted only at the time the applicant is successfully selected and prior to the hire date. 

1) The form SPA uses in Avue for all applications has been approved by OMS. 
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The Most Interesting Element of Both Reports 

On July 15, 2013, the DOE IG's Management Alert, asserted that, "Although only preliminary, we have determined that Bonneville engaged in prohibited 
personnel practices in 65 percent {95 of 146 cases) of its competitive recruitments conducted from November 2010 to June 2012." Neither OPM's or DOE's 

report contained a finding of a PPP. 

To f ind a PPP, "An employee who has authority to take, direct others to take, recommend, or approve any personnel action, shall not, with respect to such 
authority:"3 

(4) deceive or willfully obstruct any person with respect to such person's right to compete for employment; 
(5) influence any person to withdraw from competition for any position for the purpose of improving or injuring the prospects of any other person 
for employment; 
(6) grant any preference or advantage not authorized by law, rule, or regulation to any employee or applicant for employment (including defining 
the scope or manner of competition or the requirements for any position) for the purpose of improving or injuring the prospects of any particular 
person for employment; 
(11) knowingly take, recommend, or approve any personnel action if the taking of such action would violate a veterans' preference requirement; or 
knowingly fai l to take, recommend, or approve any personnel action if the failure to take such action would violate a veterans' preference 
requirement; 
{12) take or fail to take any other personnel action if the taking of or failure to take such action violates any law, rule, or regulation implementing, or 
directly concerning, the merit system principles contained in section 2301 of this t itle . This subsection shall not be construed to authorize the 
withholding of information from the Congress or the taking of any personnel action against an employee who discloses information to the Congress. 

It is important to note that a PPP is not the same as a Merit System violation. To demonstrate a PPP occurred, an individual with the authority to take a 
personnel action must have acted in a manner that meets the criteria of at least one of the 12 prohibited personnel practices. As reported in its August 26, 
2012 report, Avue found, in it its audit of BPA cases where veterans applied and the cutoff scores were raised after the vacancy was posted, that: 

"Although the practice, on the surface, might appear alarming, examination of the problem in more detail, in particular the statistics from cases ... 
reveals that no pattern of adverse impact emerges regarding veterans. In fact, of the 50 cases, only 11 affected veterans leaving 78% affecting only 
non-veterans ... The insertion of cut-off scores was a practice to help reduce the BQ group to a manageable size rather than an attempt to disqualify 
veterans or to circumvent veteran's preference." 

OPM's report states it is the competency level of the HR staff that is the likely root cause of the regulatory findings in their report. OPM states: 

While we acknowledge BPA faces chaffenges resulting from considerable transition in HR staff over the past few years, we believe 
competency gaps among HR staff members are chiefly responsible for the problems we identified. We are also concerned by the lack of a 

Part Iii - Section 2302- Prohibited Personnel Practices 
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system of accountability, including quality controls and competency assessments for HR staff, which we believe exacerbate these 
problems. We are encouraged by steps you and your staff have taken since our evaluation began to address needed improvements, 
notably, the identification of appropriate training and developmental opportunities for the staff 

The root cause of DOE's findings are similarly are limited t o: 

Over the past few years, BPA has chosen to hire individuals without any prior Federal HR knowledge or experience into key HR 
management positions and in HR staff specialist positions ... BPA has chosen not to disseminate or follow written DOE orders and policy 
guidance, as well as any verbal direction from proper HR authorities in DOE Headquarters, associated with the implementation and 
execution of Federal HR activities .... BPA has been slow in implementing an effective automated hiring process, thus having to rely on 
cumbersome paper-based manual processes. 

Three separate reviews by, three different organizations, all conducted by federal HR experts, failed to confirm the IG's preliminary determination. 
Allegations that violations of category rating and other hiring procedural and regulatory errors were the result of HR specialists, hiring managers, or BPA 
executives engaging in Prohibited Personnel Practices, are simply unfounded. 
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Appendix A: Comparison of DOE and OPM Findings 

Expected Outcomes of Critical Success DOE OPM DOE and OPM f indings/Required or Recommended Actions Avue Comments 
Documented job-anatvsis process that are valid {as defined in 

the Uniform Guidelines) are used as a basis to identify 
objectives, assessable KSA's and/cx competeocie-s appropriate 

to the positions being filled, induding any selective placement 

factors for both Merit Promotion and Delegated Examining. tn 

addition to the Job Analysis, the appropriate qualifkation 

standard shookl be included in the case examining file . 

Assessment aiteria (e.g., aediti:ng plans, occupational 
questioooaires) are aligned with job analyses; they make clear 

and appropriate distinctions between creditable levels of 

qualifiCat ions a nd do not contain i:n appropriate measures 

{e.g., knowledgeable peculiar to agency regulations or 

processes whidl could be Seamed relatively quickly). Hiring 

Management {when used) contained retrievable 
documentatKin that lin.ks job-related KSA's with a job a na tysis 

and the supplemental questions upon which applicants are 

evaluated. 

Public notice and merit promotion vacancies meet legal and 
regulatory requirements, including posting on USAJobs. Length 

of open periods i.s appropriate to the type of positions 

announced and t o the reSevant applicant pools. Vaancies 
opening and d osing periods are valid and adequatety justified. 

Vacancy announcements include a definition of we-ll quaUf.ed 

for CTAP/K:rAP eligibles in addition to tclentifying a.ll required 
information from applicants and distinguished specialized 

experience that fits the applicant pool {meaning not to agency 

specifiC or restrictive thus limiting the qualified applicant 

pool). 

Policies and procedures on acceptance and processing of 

applications, induding from status applicants, are appropriate~ 
specified d early in vacancy a nnouncements, and consistently 

applied. There is an active policy or standard operating 
procedure that contains information en accepting late 

applications from 10-point preference eligibles. 

Delegated Examinfng and Me-rit Promotion case files are 

organized a nd readi.ly available {with all information needed to 

reconstruct case files}. In adcfrtion, supporting documentation is 
included in fiie along with ti:mely and accurate notices of 

results. 

Not Met 

Not Met 

Not Mot 

Not Met 

Mot 

Met 

Partialty Met 

Partialty Met 

DOE: Required Action.: Develop job analysis and creditng plans that have a rational relationship between 

perfonnance in the position to be filled and the employment practke used. Use cert(fation requirements 
that are not overly restrive so that competition is fair and open. Discontinue the pnictke of eliminating 

candidates from consideration for failing to identify or address a partictJiar knowledge, skills artd/or ability. 

Required Action: Include a signed copy of a job analysts and crediting plan in all delegated examining a nd 

mertit promotion case files. Rate and rank candidates using valid job analysts that are conducive to the 

Uniform Guklelines.. Citation: S USC 2301{b)(l) and 5 CFR 300.103(a ) and 5 CfR 300.103(b}. 

OPM: NO REQUIRED ACTION 

DOE: Required Action: Ensure that aU rating factors are measurable. Rate, rank and refer candidates solely 

on the basts of the relative abitity, knowledge and skills of the position, after fair and open compet~ion. 

Crtatton: 5 
U.S.C. 2301 {b ) {2) and S U.S.C. 2:301 {b)(l) Required Action: Discontinue the pcactice of requiring applicants 

to respond to KSA's with written narratives at the time of appliation. Citation: tmproving the Federal 

Recruitment and Hiring Process, dated May 11, 
2010. 

OPM: HR STAfF MEMBERS NEED TRAINING SO THAT THEY CAN REllASlY AND COMPETENlt Y DEVElOP 

GOOD CREDffiNG PLANS. 

DOE: Required Action: Specialized experience statements: All specialized experience statements should be 

d early distinguished per grade le..,el. Each grade level should have a meaningful level of experience required 

for each position, at each grade level, keeping in mind the requirements highlighted in Qualification 

Standards, Policies Instructions, section E. Citation:: Qualification Standards, Policies Instructions, section E. 
DOE: Required Action: Prepare vacancy aooooncements consistent with public notice requirements. Ensure 

annou.ncements include the number of positions to be filled {or a .standard statement$ e .g., number of 
positions subject to change) and the appropriate Equal Emptoyment Opponunity Statement that includes 

sexual orientation as presai:becl in S CfR 330.707 and Executive Order 13087. Avoid using language not 
relevant to the competitive process, e.g., Time in Grade on pubiK notice vacancy announcements. Ensure 

merit promotion announcements clearly identify the area of consideration a.nd the definition of weh 
qualtfied as it pertains to crAP/fcrAP eligibles. Citation: 5 CFR 3l0.707 and Executive Order 13087. 

OPM: RECOMMEND ISSUING SEPARATE JOAS FOR MP AND 0£. REQUIRED ACTION: JOA TEMPlATE; ACTION 

PlAN TO OPM TO ENSURE COMPUANCE OPM citations: S CfR 330.104 a nd 5 CFR 250.103 

DOE: Required Action: Immediately discontinue any practice of altering the cut-off score after the job 

announcement has been posted. BPA•s operating procedural guidance must be re-written to comply with 

Federal regulations and agency porfCY regarding the acceptance of applications and the Category Rating 

Parti:alty Met process. Consuft and wort with the Office of Huma n Capital Management. Human Capital Policy Division (HC· 
11) to ensure that polices are aligned with the Department's, OPM and Title S regu1atory requjrements. 

Met 

OPM: ESTABUSH WRJITEN PROCEDURES TO 'RECONSIDER RATING DEOSIONS' AND FOR "STAfF INVOLVED IN 

DE TO NOTIFY SUPERVISORS IN WRITING OF INTENT TO APPLY ... ' OI'M Citations: (1) S USC 1104(8)(1), S CFR 

250.102 AND S CFR 

DOE: Most Delegated Examining and Merit Promotion case files were organized and readily available for 

review. Most supporting documentation was obtainable, thus giving the HCMAP team the ability to 

reconstruct cases where applicable. There were howevN, many cases that the team was unable to render a 
c-onclusion, although they were reconstructable. 

OPM: The examining process can be fully reconstructed. Documentation stored in automated staffing 

systems is ac-cessible_. 
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Avue Comments: This "Required Action" is automatically 
generated by the A vue System for all future SPA Vacancy 
Postings. The Job Analysis methodology used within Avue 
provides for creation of a Job Analysis worksheet at the time 
that the position description for the vacancy is created with 
system generated KSAs that are directly related to the duties of 
the position to be filled. 

Avue Comments: This "Required Action" is automatically 
generated by the Avue System for all future SPA Vacancy 
Postings. The Crediting Plan is "system generated" 
around the KSAs selected for use with the Vacancy 
Announcement. KSA narratives are NOT required unless 
specifically selected by the vacancy creator (HR specialist). 

Avue Comments: This "Required Action" is automatically 
generated by the Avue System for all future SPA Vacancy 
Postings. The Avue systems allows the user to issue one 
vacancy announcement that will field candidates for all of the 
relevant hiring authorities based on their attributes and 
eligibilities. The vacancy announcements contain the 
necessary information for All categories of applicants, and 
the system determines if they should be considered under 
MP or DE processes, and takes the "guess work" out of that 
process for the applicant. 



Expected Outcomes of Critical Success DOE OPM DOE a nd OPM findings/Required or Recommended Actions Avue Comments 
DE operations reflect adherence to the expectations of the 
Pledge to Applicants that enable rather than deter applicants 

from applying for vacancies (e.g. .• plai:n-language vacancy 

announcements with d ear application procedures; meaningful 
defmitions of qualifying specialized experience specific to 

positions advertised; dear descriptions of evaluations methods; 
timely appliam: updates on status of applications; and timely 

hiring process). 

Training and comprehension: Federal staff members 
conducting competitive examining haw a current DE 

certification from OPM and a d ear understanding and 

appficabitity of internal and external recruitment process. 

Recruitment activities use appropriate sources in an endeavor 

to ad'lieve a diverse applicant pool from all segments of 

society. 

Late applications are appropriate-ly reviewed to determine- if 
they meet valid e-xceptions and are processed accordingty and 

consistently. In c:ase- examining situations, late applications 
from l()..point preference e ligibles are retained and refe-rred 
for future vacancies as appropriate. 

The application process complies with the- merit system 
principles a nd related legal requirements. For example, 

appropriate- qualification standards are used; applicants with 

comparable- qualifations receive appropriate- and comparable 

treatment. 

Whe-n a self-assessment rating instrument is used to CGnk 
candidates, applicant responses are checked against other 

application materials for evidence supponing applicant ratings. 

Appropriate rating adjustments are made and documented. 
Official transaipts or equivalent documentation .suppon 

applicants who qualify based on education. 

Certification activities for displaced/surplus employees (ICTAP, 

ClAP and RPL, are documented and meet requirements~ 

including second reviews and notiftc:ation of otherwise~tigible 

ICTAP candidates found not well qualified. 

NotMN 

NotMN 

PartiallyMe,t 

Met 

NotMN 

NotMN 

Not Met 

Not Rated 

Met 

Not Rated 

Met 

Not Rated 

Met 

DOE: Required Action: SPA must adhere to the Pledge to Applicants, the President ial Hiring Reform of 2010, 

and to arrv Departmental or OPM policies relating to Delegated Examining and Category Rating. 

DOE: Required Action: Direct all HR Specialist's that are involved with every aspect of Delegated Examining 
and Merit Promotion to take the following courses {at minimum): Bask Staffing. Oassifteation, Job Analysis 

and kSA Examining. Delegated Examining Training, Qualifteation Analysis and Pay Setting. 

OPM: PROVIDE lRAINING (BECAUSE INDIVIDUAL DE aRTIFICATIONS WERE REVOKED) 

DOE: Recommendation: Wo11t w ith H~U. Employment Solutions Division, in order to receive information 

on the best approadl to reach more minority candidate-s, disabled candidates, and diverse applkants from 

aU segments of society. 

DOE: 8PA handtes late- 10-point preference- applkants accordingly. The tea m found no significant issues in 
this area. 

DOE: Required Action: Ensure that aU rating factors are measurable. Rate, rank and refer candidates solely 

on the basis of the relative ability, knowledge and skills of the position, after fair and open competition. 

Citatton: S 
U.S.C. 2301 (b) (2)and S U.S.C. 2301 (b)(1). 
DOE: Required Action: Discontinue altering or modrtying the cut-off score after the job opportunity 

announcement has been posted. Begin to conduct qualification analysis base on the OPM standards. 

Discontinue the process of using the minimum qualifiCation process as a method to determine who will be 

among the best qualifloed. Citatton: Memorandum Guidance #10, OPM Qualfficatjoo Standards, Delegated 

Examining Handbook, T•d e S O:R 330 a nd 5 USC 2301_. 

DOE: Recommendation: The HavtAP team strongly recommends the consideratiofl of a n automated 

system in order to facilitate a .seamless process of accepting and reviewing applications. 

DOE: Required Action: Discontinue altering or modifying the cut-off score {best qualified category) afte,r a 

job announcement has been posted. Begin to conduct qualification analysis based on the OPM standards. 
Discontinue the process of using the minimum qualifiCation process as a method to determine w ho will be 

among the best qualified. Citation: Memorandum Guidance #10, OPM Qualifiation Standards, Delegated 

Examining Handbook, T•d e S O:R 330 a nd 5 USC 2301_. 

DOE: Required Action: The Department has created a single Reemployment Priority lists based on geographic 
locations for which all components within the local commuting area must dear. Case files must be indicative 

Partiatty Met of the RPL d earance. As such, until BPA begins to use the Department's intranet sites, they must contact 
someone in HC-11 to clear RPL before posting any vacancy positions. Citation: S O:R 330201 (b). 

OPM: MUST MAINTAIN VERIFICATION OF ClEARANCE OF THE AGENCY RPl OPM Citations: 5 CFR 330.201C 

AND 5 CFR 330.2 10(D) 
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Avue Comment: There are over 1,600 recruitment sources 
available within Avue for use that will allow BPA to reach out 
to a wide- range of applicant pools to meet diversity 
recruiting needs. 

A vue Comment: This practice was "pre-Avue" implementation 
at BPA. The "Category Rating Rules" are defined within the 
A vue system, and applicants are grouped into the respective 
categories based on their overall scores, and Veteran's 
Preference is then applied . The Referral list functionality 
employees a "list locking" mechanism that ensures that eligible 
veterans must be adjudicated prior to non-veteran applicants 
being considered. 

Avue Comment: This practice was "pre-Avue" implementation 
at BPA. The "Category Rating Rules" are defined within the 
Avue system, and applicants are grouped into the respective 
categories based on their overall scores, and Veteran's 
Preference is then applied. The Referral List functionality 
employees a "list locking" mechanism that ensures that eligible 
veterans must be adjudicated prior to non-veteran applicants 
being considered. 



Expected Outcomes of Critical Success DOE OPM DOE a nd OPM f indings/Required or Recommended Actions Avue Comments 
MinWnum qua.lifteation determinations are documented and 

can be reconstructed. Applicable qualification standards are 

applied correctly. 

Determinations regarding eligibility for vetenns' preference 

{VP) and/or VEOA are property made, and indlviduals with 
such preference are afforded their legal rights in recruitme-nt, 

referral, consideration, and selection. 

Certification procedures involving the "rule of three•, category 

rating or internal placement procedLVes are properly followed 

and weU documented. Selectees are qualified for positions. 

Certificates are audited and documented by certified staff or 
trained contractors before appointees ent rance on duty. 

Selections are property made and actions such as dedi nation 

or failure to respond are properly documented. 

candidate's interview, selection, and placement practices are 
• neuml• and do not arbitrarily favor or disfavor specific 

candidates or types of applicants 

Decisions to use pay flexibilities for hiring (e.g., recruitment 
and relocation incef'ltives and superior qualrficarions and 
special needs pay setting) are appropriately documented and 

justified accordingly. 

Established procedures for objections and requesting veteran 
pass-owrs are followed and appropriate action {if any) Is 

taken. 

Not Met 

Not Mot 

Not Met 

Not Met 

Not Met 

DOE: Required Action: Ensure that all candidates' qualifiCations are reviewed and assessed in accordance 

Partially Met with the Qualification Standards and any other rating criterion that is directty related to the position being 

foiled. Otat;on: S U.S.C 2301 (b) (1) S CFR 300.103. 

OPM: BPA HR STAFF MEMBERS NEED TRAINING 

DOE: Required Action: Certify ~igible applicants by grade level and numerical rating {when applica ble) 

augmented bynterans' preference status accordingly. Ensure that veterans' preference is applied and 

annotated accurately whenever applicable. Citation: 5 USC 3313; S CFR 250.101; 5 CFR 250.102 and S CfR 
Panfalty Met 332.401. 

Met 

Met 

Not Rated 

DOE: Required Action: Ensure hirif'lg cases are weJI docll"'lented to demonstrate that aU applicants have 

been treated fairly and equitabtv during all phases of the hiring process. Citation: S USC 2301; 5 USC 

2302. 

OPM: HRMtS CORRECTED IN 2 CASES; NO FURTHER RECOMMENDED OR R£QUIR£0 ACT,ON 

DOE: Required Actions: Ensure that a ll candidates' qua.lifrcations are reviewed and assessed i:o accordance 

with the Qualif.cation Standards and any other rating criterion that is directty related to the position being 

foi led. Otat;on: S U.S.C 2301 (b) (1) S CFR 300.103. 

DOE: Required Actions: Rate, ~Gnk and refer candidates solefy on the basis of the r~ative abilrty, knowledge 
and skills of the position, after fair a.nd open competition. Citation: S U.S.C. 2301 (b) {2) and 5 U.S.C. 2301 (b) 

(1). 

In a majority of the cases reviewed BPA failed to treat many candidates consistently, fairly, and equitably 

w1lidl resulted in lost consideration for a substantial nu.mber of appliants; and a missed opportunity to 
compete and interv;ew for vacant positions. 

DOE: Required Actions: Ensure that all ca:ndtdates• qualifications are reviewed and assessed in accordance 

with the Qualif.cation Standards and any other rating criterion that is directly related to the position betng 

foi led. Otat;on: S U.S.C. 2301(b)(1) 5 CfR 300.103. 

DOE: Required Acti.ons: Rate, rank and refer candidates solely on the basis of the relative ability, knowtedge, 
and skills of the position, after fair and open competition. Citation: S U.S.C. 2301{b){2) and 5 U.S.C. 2301 

(b)(1). 

DOE: Required Action: BPA must discontinue the practice of offering recruitmer~t incentives for positions that 

are easily recruited for aod available to fill without past recruitment diff.culttes, i.e., Human Resource 
Specialist. 
DOE: Required Action: Discontinue the practice of using superior qualifiCations appointment for the purpose 

of setting pay at a rate companble with the appointee•s non-Federal salary. Clearly document why the 

appointee•s qualifations were truly superior to that of others if'l the ftek:l or factors supporting the superior 

qualifications of the caodidate{s). Citation: S U.S.C. 1104(c} and 5 CFR 531.212. 

DOE: Required Action: Discontinue the practice of using superior qualifkations appointment for the purpose 
of setting pay at a rate com.pa.rable with the appointee•s non-Federal salary. Clearly document why the 

Avue Comment: This finding as outlined above was "pre-Avue" 
implementation at SPA. Applicants applying for vacancies that 
have been advertised within the Avue system are all evaluated 
by the same "objective systems" criteria when it comes to 
making Basic Qualifications determinations. All applicants are 
required to possess one year or more of Specialized Experience 
in order to meet Basic Qualifications. 

Avue Comment: This practice was "pre-Avue" implementation 
at SPA. Under the Avue System, all candidates are evaluated 
consistently by the system, applying the correct OPM 
qualification standards and other valid and merit-based criteria 
uniformly. Not only is this high ly effective in creating a merit
based process, any attempts by HR or hiring managers to 
override such determinations are flagged and can be escalated 
for review by subject-matter experts. 

Met Partialty Met appointee~ qualifottons were truly superior to that of others in the fiekt or factors supporting the superior 
qualifiCations of the candidate{s). Citation: S U.S.C. U04{c} and 5 CFR 531.212. 

Not Met Met 

DOE: Recommendation: Ensure that all recruitment incentives are appropriately justified a.nd consistently at 

all times. To facilitate this process, conduct (or continue to conduct) workforce and trend analysis to 

detennine the most appropriate grade levels to fill all positions and the best sources of applicants. Oewlop a 

recruitment strategy which includes plans to coodua targeted outreach and recruitment activities to ensure 

a viable and manageable intensive pool of interested, diverse, and well qualified applicants, 

OPM: ESTA8USH A MECHANISM TO PLAN, REVIEW, AND OOOJMENT ... OPM Citation: S CFR 531.212-

Superior QuaHf10tions and Special Needs Pay Authorizations 

DOE: Required Action: Consutt and wort with the OffiCe of Human capital Management, Human Capital Policy 
Division {HC-11) to ensure that BPA HCM guidance papers are aliqned with the Department's, OPM and Title 
5 requlatory requirements. 
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Expected Outcomes of Critical Success DOE OPM DOE and OPM findings/Required or Recommended Actions Avue Comments 
Annual self-audits of DE activities have been conducted and 

perlooned by staff who are not involved with the DE 

ope-rations and have current DE certifications. 

Appropriate corrective action is taken when cases of k>st 
consideration or- other types of viol-ations are identified. 

Sf-SO's and 52's are coded accurately and reflects all 
requw-ements in the Guide to processing personnel actions and 

the Guide to Personnel Data Standards. Official Personnel 

Foklers have acctJr-ate documentation in file thus supporting 

the accession. 

The DE coordinator submrts accurate and timely quarterly 
workload repons via OPM's DE lnfonnation System. 

OPM Report. Appendix B~ Page 5 of 15, 15: Applicants may 
apptv by submitting a resume in the fonnat o f the-ir 

choosing .. .Applicants are not requested or required to provide 

written essays or narratives at the initial stage of the process. 

OPM Report, Appendix ~ Page 1 of 15, HQualifteations 

are unifonnly appli:ed ... determinations are documet'lted 

and acoorately made. 

OPM Report,. Appendix B. Page 10 of 15~ 113Certffication 
and mergjng procedures are appropriate and consistent 

wjth vet pref laws and agency polities 

.... 
properly made from candidates in the highest quality category 
on a certificate of eligibles, lAW vet p1"ef laws. 

system is in place to assure compliance with MSPs and legal, 

regulatory, and lnteragency Delegated Examining AgreemenL. 

OPM Re·port, Appendix 8, Page 14 of 15, 125Security 

of examining records is proper; Privacy Act information 

is property maintained and safeguarded_. 

NotMH 

Not Met 

Met 

Not Met 

Not Rated 

Not Rated 

.Not Rated 

Not Rated 

Not Rated 

Not Rated 

Not Rated 

Not Met 

Met 

Partial~ Met 

Partially Met 

Not Met 

Not Met 

Required Action: Conduct the Annual Self Aud'rt:s as required by ttle OffiCe of Personnel Management's 
Delegated Examining Handbook. Citation: Delegated Examining Operations Handbook, Chapter 7, section 0 . 

OPM: PROVlDE A PlAN TO MEET REQUIREMENT TO CONDUCT ANNUAl INTERNAL DE AUD4TS 

DOE: As soon as an illegal appointment has been identified, contact the Office of HC-11 for remedial 

guidance. ln addition, in cases wtlere lost consideration is evident, immediately contact those candidates 

who failed to receive appropriate consideration and offN priority consideration and/or placement where 
appropriate. 

DOE: Overall, the Sf-SO's are coded with the correa NOA and legal authorities. A significant improvement 

from the 2010 HCMAP audit. 

OPM: IDENTIFY CAUSE OF NONCOMPUANCE TO GPPA; SUBMIT PLAN. RECOMMEND INTERNAL TRAINING 
AND INTERNAL QA OPM Citations: S CFR 293.303(E) AND S CFR 250.103 

DOE: Required Action: Begin to issue the Delegated Examining Quanerty workload reports to the Agency's 

Delegated Examining Coordinator in a timely manner. Citation; Delegated Examining Operat ions Handbook,. 

Ap(>EndU< c. 

OPM: UPDATE JOA TEMPlATES AND ASSESSMENT TOOLS TO EliMINATE REQUIREMENTS TO PROVIDE 
EXPLANATIONS FOR EMPLOYMENT GAPS AS PART OF INtnAl APPUCATION PROCESS. 

OPM: RECOtolSTRUCT ALL STAFFING AND PERSONNEl AC110NS TAKEN SINCE JUNE 
30,2011 

OPM: TAJ<E CORRECTM ACTIONS IDENTIFIED IN APPENDIX C CASE LISTINGS 1 ANO 2 (OF FINAL REPORT) 

PartiaUy Met SELECTlONS. 

Met 

Not Met EXAMINlNG. SPA DID MONITOR TIME TO Fil l WllH END-TO-END NHQ PROC£SS ..• 

Met 
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Appendix B: Review and Analysis of Regulatory Citations in the 
DOE DEU Audit of BPA 

A vue reviewed all of the regulatory citations in the DOE audit report. The review determined that on 10 occasions DOE cited the incorrect regulation in 
asserting its findings. In two additional cases,~, DOE linked Merit System Principles to its assessments which, given the necessarily board-based and goal-oriented 
nature of Merit System Principles, make it dirricult to identify or correct a specific regulatory violation. 

Expected Outcomes of Critical Success Factors DOE Assessment Avue Review & Analysis of DOE-Used Citations 

Documented job-analysis process that are valid (as 

defined in t he Uniform Guidelines) are used as a 
basis to identify objectives, assessable KSA's and/or 

competencies appropriate to t he positions being filled, 
including any selective placement factors for both 

Merit Promotion and Delegated Examining. In 
addition to the Job Analysis, the appropriate 

qualification standard should be included in the case 
examining file. 

Assessment criteria (e g., crediting plans, 

occupat ional questionnaires) are aligned with job 
analyses; they make clear and appropriate 

distinctions between creditable levels of qualifications 

Not Met 

Not Met 

Citation: 5 usc 2301 (b}(1} 

Merit system principles 

(b) Federal personnel management should be implemented consistent w ith the following merit system principles: 

(1) Recruitment should be from qualif ied individuals from appropriate sources in an endeavor to achieve a 
work force from all segments of society, and selection and advancement should be determined solely on the 

basis of relative ability, knowledge, and skills, after fair and open compet it ion which assures that all receive 

equal opportunity. 
Is citation valid? MAYBE 

Was citat ion applied correctly? MAYBE - it is overly broad to apply directly to BPA cases. 

Citation: 5 CFR 300.103 
(a) Job analysis. Each employment practice of t he Federal Government generally, and of individual agencies, shall be based on a job analysis 

to identify: 
(1) The basic duties and responsibilities; 

(2) The knowledges, skills, and abilities required to perform the duties and responsibilities; and 

(3) The factors that are important in evaluat ing candidates. The job analysis may cover a single position or group of posit ions, or an 

occupation or group of occupations, having common characteristics. 
Is citation valid? YES 

Was citation applied correctly? YES 

Citation: 5 CFR 300.103 
(b) Relevance. (1) There shall be a rational relationship between performance in the position to be filled (or in the target position in the 

case of an entry position) and the employment practice used. The demonstration of rational relationship shall include a showing t hat the 

employment practice was professionally developed. 
A minimum educational requirement may not be established except as authorized under section 3308 of title 5, United States Code. 

(2) In the case of an entry position the required relevance may be based upon t he target position when-

(i) The entry position is a training position or the first of a progressive series of established t raining and development positions leading to a 

target posit ion at a higher level; and 
(ii) New employees, within a reasonable period of time and in the great majority of cases, can expect to progress to a target position at a 

higher level. 

Is citation valid? YES 
Was citation applied correctly? YES 

Citation: 5 USC 2301 (b}{1} 

Merit system principles 
(b) Federal personnel management should be implemented consistent with the following merit system principles: 

(1) Recruitment should be from qualified individuals from appropriate sources in an endeavor to achieve a work force from all segments of 

society, and selection and advancement should be determined solely on the basis of relative ability, knowledge, and skills, after fair and 
open competition which assures t hat all receive equal opportunity 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations 

and do not contain in appropriate measures (e.g., 
knowledgeable peculiar to agency regulations or 
processes which oould be learned relatively quickly). 

Hiring Management (when used) oontained 
retrievable documentat ion that links job-related KSA's 

with a job analysis and the supplemental questions 

upon which applicants are evaluated. 

Public notice and merit promotion vacancies meet 

legal and regulatory requirements, including posting 
on USAJobs. Length of open periods is appropriate 

to the type of posit ions announced and to the relevant 

applicant pools. Vacancies opening and closing 
periods are valid and adequately j ust ified. Vacancy 
announcements include a definition of well qualified 

for CTAP/ICTAP eligibles in addition to identifying all 

required information from applicants and 
distinguished specialized experience that fits the 

applicant pool (meaning not to agency specific or 

restrictive thus limiting the qualified applicant pool). 

Policies and procedures on acceptance and processing of 
applicants, are appropriate, specified clearly in applications, 
including from status vacancy announcements, and consistently 
applied. There is an active policy or standard operating 
procedure that contains information on accept ing late 

Examining Merit Promotion case 
are organized and readily available (with all 

information needed to reoonst ruct case fi les). In 

addit ion, supporting documentation is included in file 
along with t imely and accurate notices of results. 

Not Met 

Not Met 

Met 

Is citation valid? YES 

Was citation applied correctly? YES 

Citation: 5 usc 2301 (b}(2) 

Merit system principles 

(b) f ederal personnel management should be implemented consistent with the following merit system principles: 
(2) All employees and applicants for employment should receive fair and equit able t reatment in all aspects of personnel management 

without regard to political affil iation, race, color, religion, nat ional origin, sex, marital status, age, or handicapping condit ion, and with 

proper regard for their privacy and constit ut ional rights. 

Is citation valid? MAYBE 
Was citation applied correctly? MAYBE- it is overly broad to apply directly to BPA cases. 

Presidential Memorandum - Improving the Federal Recruitment and Hiring Process, 

May 11,2010 
~ Directions to Agencies. Agency heads shall take the following actions no later than November 1, 2010: 

(a) consistent with merit system principles and other requirements of t itle 5, United States COde, and subject to guidance to be issued by 
t he Office of Personnel Management (OPM), adopt hiring procedures that: 

(1) el iminate any requirement that applicants respond to essay-style questions when submitting their initial application materials for any 

federal job; 
Is citation valid? NO 

Was citation applied correctly? NO, this practice is not used at BPA. 

Citation: Qualification Standards, Policies Instructions, section E. 
Is citation valid? CANNOT BE FOUND 

Was citation applied correctly? CANNOT BE FOUND 

Citation: 5 CFR 330.707 Exceptions to ICTAP selection 

Is citation valid? NO 

Was citation applied correctly? NO 

Citation: Executive Order 13087 

Is citation valid? YES 

Was citation applied correctly? YES 

Avue COmments: Qualification Standard citation is out of date. 5 CFR 330.707 is not on point. Executive order is appropriate. 

Avue Comments: BPA practice was to announce on USAJobs using one posting that listed both the DE and MP 

vacancy announcement number with l inks that took t he applicant back to each respective 

vacancy posting on the BPA website . Depending on which link the applicant clikced on, they could either apply for t he DE, the MP 
vacancy, or both. Having one vacancy announcement generated via for t he USAJobs posting does not present 

this problem since the applicant responds to the system eligibility and attribute questions, and are then made available 

for the hiring categories for which t hey are qual ified for based on responses. 

Avue COmments: This is the report does not include a specific regulatory cite on the sooring issue for category Rating referenced above. 
* Relevant regulatory the OPM Delegated Examining Operations Handbook, May 2007, Chapter 5. Defining quality categories.guidance for 
Category Rating is found at 5 USC 3319, 5 CfR 337, and 

NO CITATION 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations ,. ·=· ------ - - ~ - ----------------------------------
------------------------------------------------------------------------------------

DE operations reflect adherence to the expectations 

of the Pledge to Applicants that enable rather than 

deter applicants from applying for vacancies (e.g., 
plain-language vacancy announcements with dear 

application procedures; meaningful definitions of 

qualifying specialized experience specific to positions 
advertised; dear descriptions of evaluations methods; 

timely applicant updates on status of applications; 

and timely hiring process). 

Training and oomprehension: Federal staff members 

conducting oompetitive examining have a current DE 

certification from OPM and a dear u nderstanding and 
applicability of internal and external recruitment 

process. 

Recruitment activities use appropriate sources in an 

endeavor to achieve a diverse applicant pool from all 

segments of society. 

late applications are appropriately reviewed to 
determine if they meet valid exceptions and are 

processed accordingly and consistently. In case
examining situations, late applications from 10-point 

preference eligibles are retained and referred for 
future vacancies as appropriate. 

The application process complies with the merit 

system principles and related legal requirements. For 

example, appropriate qualification standards are 
used; applicants with oomparable qualifications 

receive appropriate and comparable treatment. 

When a self-assessment rat ing instrument is used to 

rank candidates, applicant responses are checked 
against other application materials for evidence 

supporting applicant ratings. Appropriate rating 

Not Met 

Not Met 

Citation: Presidential Hiring Reform of 2010 
Is citation valid? YES 

Was citation applied correctly? YES 

Citation: Departmental or OPM policies relating to Delegated Examining and category Rating. 
Is citation valid? NO DIRECT REFERENCE 

Was citation applied correctly? NO DIRECT REFERENCE 

Avue Comments: Vague reference to OPM Policies is open ended 

NOOTATION 

Note that at the time of the OPM audit, all BPA HR staff requiring DE certification were, in fact, certified . 

Partially Met NO OTA T/ON 

Met NOOTATION 

Not Met Citation: 5 U.S.C. 2301 (b} (1} and (2) 

Is citation valid? Yes 

Not Met 

Was citation applied correctly? Yes 

Citation: Memorandum Guidance #10 (unable to locate) 

Citation: OPM Qualificotion Standards 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Citation: DEU Handbook 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: Title 5 CFR 330 

Is citat ion valid? No 

Was citat ion applied correctly? No 

A vue Comments: This is the entire Recruitment, Selection & Placement (General) Chapter and covers a variety of areas such as: Methods of 
Filing Vacancies; RPL; Restricting to Preference Eligibles; Restricting to Protect Competitive Principles; CTAP; ICTAP; and Prohibited Personnel 

Practices. This is NOT an appropriate citation for this finding. 

Citation: 5 USC 2301 
Is citation valid? Yes 

Was citation applied correctly? Yes 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations 

adjustments are made and documented. Official 
transcripts or equivalent documentation support 

applicants who qualify based on education. 

Certif ication activities for displaced/surplus employees 
(ICTAP, CTAP and RPL} are documented and meet 

requirements, including second reviews and 
not ification of otherwise-eligible ICT AP candidates 

found not well qualified. 

Minimum qualification determinations are documented 

and can be reconstructed. Applicable qualification 

standards are applied correctly. 

Determinations regarding eligibility for veterans' 

preference (VP) and/or VEOA are properly made, and 
individuals with such preference are afforded their 

legal lights in recruitment, referral, consideration, and 

selection. 

Not Met 

Not Met 

Not Met 

Citation: 5 USC 1301 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: Memorandum Guidance #10 {Unable to locate} 

Citation: OPM Qualificotian Standards 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: DEU Handbook 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: ntle 5 CFR 330 

Is citation valid? No 
Was citation applied correctly? No 

Avue COmments: Is the entire Recruitment, Selection & Placement (General) Chapter and covers a variety of areas such as: Methods of 

Filing Vacancies; RPL; Restricting to Preference Eligibles; Rest ricting to Protect Competitive Principles; CTAP; ICTAP; and Prohibited 
Personnel Practices for which there are no direct case citations regarding violations. 

Citation: 5 USC 1301 
Is citation valid? No 

Was citation applied correct ly? No 

A vue COmments: BPA has never conducted a RIF or otherwise had displaced employees for which this citation would apply. 

Citation: 5 CFR 330.101(b} 

Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 USC 1301 {b) {1}- Merit Systems Principles 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Citation: 5 CFR 300.103- Job AnaiY$iS 
Is citat ion valid? No 

Was citation applied correctly? No 

A vue COmments: Refers to a basic requirement of a job analysis which is relevant to ensuring applicants are appropriately measured but 

not for applying minimum qualifications as outlined in the OPM Qualificat ion Standards. 

Citation: 5 USC 3313 - Competitive Setvice · Registers 

Is citation valid? Yes 

Was citat ion applied correctly? Yes 
Avue COmments: Addresses competitive service and registers of eligibles. 

Citation: 5 CFR 250.101 -Personnel Management in Agencies 
Is citation valid? No 

Was citat ion applied correctly? No 

A vue COmments: This citat ion broadly addresses personnel management in agencies and not VP or VEOA requirements. 

Citation: 5 CFR 250.102 -Delegated Authorities 

Is citation valid? No 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations 

Certif ication procedures involving the •rule of three", 

category rating or internal placement procedures are 
properly followed and well documented. Selectees 

are qualified for positions. 

Certificates are audited and documented by certified 

staff or trained contractors before appointees 

entrance on duty. Selections are properly made and 
actions such as declinat ion or failure to respond are 

properly documented. 

candidate's interview, selection, and placement practices are 
"neutral" and do not arbitrarily favor or disfavor specific 

candidates or types of applicants 

Decisions to use pay f lexibilities for hiring (e.g., 
recruitment and relocat ion incentives and superior 

qualifications and special needs pay setting) are 

appropriately documented and just ified accordingly. 

Established procedures for objections and requesting 
veteran pass-overs are followed and appropriate 

action (if any) is taken. 

Annual self-audits of DE activit ies have been 

conducted and performed by staff who are not 
involved with the DE operations and have current DE 

certifications. 

Not Met 

Not Rated 

Not Met 

Met 

Not Met 

Not Met 

Was citation applied oorrectly? No 

Avue Comments: Thi.s citation addresses delegations of authority and not the required actions prescribed by DOE to certify eligible 

applicants correctly and document cases. 

Citation: 5 CFR 332.401 -Order on Registers 

Is citation val id? Yes 

Was citation applied correctly? Yes 

Citation: 5 USC 2301 - Merit Systems Principles 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Citation: 5 USC 2302 - Merit Systems Principles - Fair & Equitable Treatment 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: DEOH, Chapter 6 - creating certificate of eligibles. 

Is citation valid? Yes 

Was citation applied correctly? Yes 
Avue Comments: DOE pointed out that SPA omitted putting the Duty Location on referral lists and that is covered in th'is citation. 

Citation: 5 USC 2301{b}{1} -Merit Systems Principles 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 CFR 300.103-Job Analysis 

Is citation valid? Yes 

Was citat ion applied correctly? Yes 

Citation: 5 USC 2301(b)(2) - Merit Systems Principles - Fair & Equitable Treatment 
Is citat ion valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 USC 1104{c) - Delegation of Authorities for Personnel Management 
Is citation valid? Yes 

Was citation applied correctly? Yes 

Citation: 5 CFR 531.212 -Superior Qualifications and Special Needs Pay Authorizations 
Is citation valid? Yes 

Was citation applied correctly? Yes 

NO CITATION 

Citation: Delegated Examining Operations Handbook, Chapter 7, section D. 

Is citation valid? Yes 
Was citation applied correctly? Yes 

Who performs the self-review? 
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Expected Outcome~ of Critical Succe~s Factors DOE Assessment Avue Review & Analy~is of DOE-Used Citations ,. ·=· ------ - - ~ - --------------------------------
-------------------------------------------------------------------------------

Appropriate corrective action is taken when cases of 

lost consideration or other types of violat ions are 

Identified. 

SF-SO's and 52's are coded accurately and reflects all 

requirements in the Guide to processing personnel 
actions and the Guide to Personnel Data Standards. 

Official Personnel Folders have accurate 

documentation in file thus supporting the accession. 

The DE coordinator submits accurate and t imely 

quarterly workload reports via OPM's DE Information 

System. 

Not Met 

Met 

Not Met 

NO CITATION 

NOOTATION 

Citation: DEOH, Appendix C. 

Is citation valid? No; it shou ld be Appendix M 
- Instructions for Completing the DE Quarterly Workload Report Form 

Was citation applied correctly? Appendix M is correctly applied. 
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Appointment 

From: Fox, Troy J (CONTR)- NHQ-1 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

(FYDI SOHF23SPDL T)/CN=RECIPI ENTS/CN=TJF682402D] 

Sent: 10/4/2013 10:13:46 PM 

To : Fox, Troy J (CONTR)- NHQ-1 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

(FYDIS0HF23SPDLT)/CN=RECIPIENTS/CN=TJF682402d); Clark,David C (SPA)- NHI-1 (dcclark@bpa.gov) 

[/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=DXC7678]; Claire,Jody 

A (BPA)- NH-7 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

CC: 

Subject: 

location: 

Start: 

End: 

(FYDIBOHF23SPDL T)/CN=RECIPIENTS/CN=JAC6591]; Shaut Jr,David l (BPA) - NHQ-1 

[/O=BPA/OU=BPASite1/cn=Recipients/cn=DLSS89S); Wachai,EIIen E (BPA)- NHQ-1 

[/O=BPA/OU=BPASite1/cn=Recipients/cn=EEW3821]; Cockrum Jr,Mitchell A (BPA) • NHQ-1 

[/O=SPA/OU=SPASite1/cn=Recipients/cn=MAC9590]; Henderson,Robin Y (SPA) · NHQ-1 

[/O=BPA/OU=BPASite1/cn=Recipients/cn=RYH0662]; Dan Creamer [dan@avuetech.com]; Ava Krogh 

[akrogh@avuetech.com] 

Telles,Francisca G (BPA) - NH-1 [/O=SPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

(FYDISOHF23SPDL T)/CN=RECIPIENTS/CN=FGT84339ec]; Wentworth,Julia J (BPA)- NHI-1 [/O=BPA/OU=EXCHANGE 

ADMINISTRATIVE GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=JJW8406]; 'Waldmann, George 

(George. Waldmann@hq.doe .gov)' [George. Waldmann@hq.doe.gov] 

Avue Gap Analysis Technical Review 

BPAHQ 196A 

10/10/2013 8:00:00 PM 

10/10/2013 11:00:00 PM 

Show Time As: Busy 

Required 

Attendees: 

Agenda: 

Fox, Troy J (CONTR)- NHQ-1; Clark,David C (SPA)- NHI-1 (dcclark@bpa.gov); Claire,Jody A (SPA)- NH-7; Shaut 

Jr,David l (BPA)- NHQ-1; Wachai,EIIen E (SPA)- NHQ-1; Cockrum Jr,Mitchell A (BPA)- NHQ-1; Henderson,Robin Y 

{SPA)- NHQ-1; Dan Creamer; Ava Krogh 

Joint Avue I BPA SME technical review of Avue system gap analysis based upon feedback received to date from the OPM 
audit, DOE audit, OPM training and DOE verbal direction. We will begin scoping discussions to identify short and long 
term options to address these items before we can resume hiring within the Avue system. Within the Gap analysis we 
will need to address the following points: 

What options does A vue have to address these items with current system functionality? 
What options could Avue provide via system change requests to address these items? 
Of the short I long term options discussed, which can be accommodated within the current contract and which would 
require modifications and additional funding? 
Determine estimated scope, schedule and or costs for each option ident ified. 
Determine next step, meetings, stakeholders and timelines required to complete the go forward assessment plan. 

Please distribute this meeting invitation to appropriate SME's not included on this initial invite. 

*Note, Draft Gap Analysis document will be distributed to all attendees on Monday 101712013. 

Conference Bridge: 
Dial-in number from HQ, Ross, or Van Mall: x3344 
External dial-in number: 503-230-3344 
Passcode: 1309 



Note: This system does not provide voice prompts.After the double beep, enter the passcode (no'#' 
required). If you are the first caller into the bridge you will hear silence until a second caller connects. 



To: M~inzer, EIIiot E (BPA)- D-7[eemainzer@bpa.gov]; Roach,Randy A (SPA)- L-7[raroach@bpa.gov]; 
Andrews,Claudia R (SPA)- K-7{crandrews@bpa.gov]; Margesoi),Jacilyn R (BPA)- LC-
70rmargeson@bpa.gov]; CogsweJI,Peter (SPA)- DK-7[ptcogswell@bpa.gov] 
From: Johnson,G Douglas (SPA)- DKPM-7 
Sent: Sat 10/q/2013 3:56:01 PM 
Subject: Re: Statement on AVUE report 

I will work with Pete to combine the Ran·dy info with our original statement. Do you think 
we need to run it by DOE HQ? 

From: Mainzer,EIIiot E (BPA)- D-7 
Sent: Saturday, October 05, 2013 08:51 AM Pacific Standard Time 
To: Roach,Randy A (BPA) - L-7; Andrews, Claudia R (BPA) - K-7; Johnson,G Douglas 
(SPA)- OKPM-7; Margeson,Jacilyn R (SPA)- LC-7; Cogsweii,Peter (BPA)- OK-7 
Su~ject: Re; Statement on AVUE report 

We will want to discuss this at the 9am call (I w ill call in) and also have an aggregated 
statement eombining the ClearingUp message and the statement that Randy drafted 
below ready to go .out to all employees first thing Mon am. Pete and Doug, pis pull 
something together for us to review Sun eve. 

From: Roach,Randy A (BPA)- L-7 
Sent: Saturday, October 05, 2013 08:26 AM 
To: Andrews,Ciaudia R (BPA)- K-7; Mainzer,EIIiot E (BPA)- 0-7; Johnson,G Douglas 
(SPA)- DKPM-7; Marg.eson,Jacilyn R (BPA) - LC-7; Cogsweii,Peter (BPA) - DK-7 
Subject: RE: Statement on AVUE report 



From: .Andrews,Ciaudia R (BPA) - K-7 
Sent: Friday, October 04, 2013 6:11 PM 
To: Mainzer,Elliot E (SPA) - 0-7; Johnson,G Douglas (BPA) - DKPM-7; Roach,Randy A (:SPA)- L-7; 
Margeson,Jacilyn R (BPA) - LC-7;. Cogsweii,Peter ( BPA)- OK-7 
Subject: FW: Statement on AVUE report 

This is what I sent to Ken 

From: Andrews,Giaudla R (BPA)- K-7 
Sent: Friday, October 04, 2013 6:01 PM 
To: 'Venuto. Kenneth (Kenneth.Venuto@hq.doe.gov)' 
Subject: FVV: Statement on AVUE report 

Ken, 

Please see below message. Clearing Up is th-e northwest energy industry· weekly that 
came out this afternoon with an article that says that BPA commissioned the report from 
A vue. The reporter says that A vue told him that our contracting officer asked for this 
report to be done. Unfortunately, we have not been able to get in touch with the 
contracting officer to find out if that is true. John Hairston and Frances Telles have no 
knowledge of any such request to·Avue. 

We probably won't be able to get to the bottom of this until Monday, but I wanted you to 
be aware that so far, I can't find anyone in BPA leadership who requested this report or, 
in fact, had any knowledge that it vyas being done. 



The reporter doesn't seem to have talked to anyone at BPA about this, but he thought 
that we had a copy of the report (which we didn't, although I believe the reporter has 
sent a copy to Elliot). When we talked to him, he was surprised to find out that we didn't 
have the report . 

More to come next week. 

Claudia 

From: Andrews,Ciaudia R (BPA)- K-7 
Sent: Friday, October 04, 2013 5:45PM 
To: Mainzer,EIIiot E (BPA)- D-7 
Subject: Statement on AVUE report 

Elliot 

We are sending the below statement to Clearing Up to immediately correct any 
misperceptions that may have been created from today's article about an A vue report 
that says was "commissioned by BPA" and later "prepared for BPA". 

BPA's Acting Administrator Elliot Mainzer and Actir~g Chief Operating Officer Claudia 
Andrews did not request and were not aware of any report prepared by AVUE related to 
the DOE Human Capital Management Accountability Program and Office of Personnel 
Management audits. In addition, neither would have commissioned such a report. Until 
BPA has an opportunity to determine the reportJs origin and contents, we will be unable 
to comment further. 



To: Cogswell, Peter (SPA)- DK-7[ptcogswell@bpa.gov]; Roach,Randy A (BPA)- L-
7[raroach@bpa.govJ; Margeson.Jacilyn R (SPA) - LC-7Urmargeson@bpa.gov]; Andrews,Ciaudla R (SPA)- K-
7(crandrews@.bpa.gov]; Mainzer,EIIiot E (BPA)- 0·7[eemainzer@bpa.gov] 
From: Johnson,G Douglas (SPA)- DKPM-7 
Sent: Sat 10/5/2013 1 :Oo:04AM 
Swject FW: Cleanng Up 
91earinq Up l0-4-13.pdf 

Just sent this to my contacts at DOE HQ. 

From: Johnson,G Douglas (BPA)- DKPM-7 
Sent: Friday, October 04, 2013 6:05 PM 
To: niketa.kumar@hq.doe.gov; aoife.mccarthy@hq.do.e.g.ov.; Markovitz, Alison 
(Alison. Markovitz@ Hq. Doe.Gov) 
Subject: Clearing Up 

We were b lindsided by a story about a report prepared by AVUE (our HCM contractor) 
in this week's edition of Clearing Up. I have sent the following statement to. Ben Tansey 
in hopes that C learing Up can send it to its mailing list, so we can be perfectly clear 
about the report without having to wait t,mt il next week's edition. I will let you know as 
soon as possible if Ben is successful in his attempt to issue our statement to the 
publication 's mailin.g list. 

ltBPA's Acting Administrator Elliot Mainzer and Acting Chief Operating Officer Claudia 
Andrews did not request and were not aware of any report prepared by A VUE related to 
the DOE Human Capital Management Accountability Program and Office of Personnel 
Management a1.1-dits. In acldition, neither would have commissioned such a report: Until 
BPA has an opportunity to determine the report's origin and contents, we will be unable 
to comment further." 

I wanted to get t.his to you as soon as possible. I have attached a copy of the 
publication for you . Ple(3se contact me at the number below if you need anything else. 
can also be reached on my cell phone (b )(6) 

Doug Johnson 

503-230-5840 
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EnergyNewsD.ata,Seorttle&rSanFranclsco: October4,2013 • No.161S 

The Week In Summary 
(1] Re]>ort Calls Out DOE Quest to Make 

BPA a 'Field Office' 
A. repon cormnissionedJly BPA detem1il1ed the agency's compliance 

with DOE lluman-rc:so~m;e 110licies Is "oo,nuat)'" ro polki~ from wbicb 
Bimneville is ~Llci!IJ. ~e:mpt :md .to iu legal S1anJj ;!.\ •a separa~ and 
<liltlnct" organi+ation wi!hin DOE. Compliance could resu1t. in dQwn· 
~;radlilg m<>N; lhru.1 1,:300 l:ll'A positioru;. lower pay &c<!.le.<~, difficui(JI 
in rrotuiring and reltinlng tal~t. and tUming 13fA io.lo a DOE "fie1d 
office ." Also, rttenl 008 :md Office of Pets()llllel M311Jgernem 
revio.YI's "faued tO el)l)finu • lhe DOEi ins~r sen~roJ'$ prellminn)y 
iindlng that B~A engag~d in prohibited per$0nnel practices. Aiso Q/ (1~, 
/JI~ creatty OlflicipQ/td DOE I G's .fir!nl·npqrl was cirou.lbled Ill BPA, llut 
ils rtlMSo mtzy be si;ymi4d by the pmtlal govemmmt shuido1m-

(2] Draft 2015-20l9 NEfA Plan Outtines 
Two Key Strategic Goals 
Filling r:he enetr;y-efii:cienoy pi~n:e and fostering acceletared, 

$USUined rnarkel adoption <1f EE are th~ two overarclilitg goafs in 
tbe Northwest F.nergy llfficien~y Alliance's drafr strategic plan for 
;tQU-2019. Released for COlll.lllellt Sept. 23. Lbe plan acknowledges 
oJJgl!ing chlllle.ng~-lnetuding an uneven I!C4)110my. minima] load 
gro.wth . utility rare ptll$3u~ ilnd low avoided costs- lim outlines 
a cootlnl1ing :regional alllanee to transform mancers. ~om~ changed 
empltll81N wrtf sliJni'IUir· budgets mvisiontd /or NEEA. pdst-2014, oJ {ll}. 

[3) Montana PSC Drops Cap on Small QFs to 3 MW 
111"' M911mna I:'SC V!)ted 3-2 on Ocl .. l w !Q"er !I~ Ctl(l onSIUIJJ QF 

l}rojccts. from tO MW lo 3 MW. ~ PSC nad earlier proposed dropping 
tlie cap ro 100 kW. but raise<llt~fic:r 1he Mootu)a Legis13rnte's E!lerzy 
and Tr:.fJlllportation ln~ ConlJil,itt~irn:lk.atec( it wamed a 3-MW .;ap. 
Per the·eommirree·s reqcest, PSC Staff had prepared an economic ililjli!Ct 
s.tatentem Qil ·tbe 1 00-i;;W cap. ·trut \he committee sen lit tmck1 S.1ying ii 
WS4 in$ufl;'icient f\)j' nor also. CO<Jsidering a 3-M W cap. S m.oJJ (!Fs t,o ger 
fvtll s111Dikr in MtHtUinft at[l3). 

[4J WECCsTransmission Long View Looks 
'Adequate' for Load Gl'owth, Renewables 
A swdy of the Westen> lnte.conoeotion 's f u(tJTe tn)der a varicry 

of scenarios linds that the region 's grid will likely be adequareto 
support growing lOilds and RPS mandales overt)le oexl two decades. 
Ll>okl'ng almd 10 202Z and 203.2 . the Westom Electricity Coordin.uins 
Council's 2013 lnt~rconneaion·wlde TransmJssion Plan employed an 
·expecrea• furure lb:at mclude~; COIDpletion of au 30 regloJ.nUy signifi
cant uansroission prqje_CI$ : enough net ge.oeration for planning reserve 
margins. RPS requirements and t.1 illfomia 's ooce-lhrougb-cooling 
rciDJI:arlon.~: and full rci!Uzarlon of ~tate eoergy efficiency and DSM 
programs. AJ J'J2], fl!newobles IJ()orM in rcmctr lociJ/es and 0!1 &Cal 
81,M lands pose ~iJil cards. 

Inside 
Steefhe<K.i Expectations Drop Even More; 
Fall Chinook Still Strong .. .. . . •• ./lmlp to (91. 

BPA Releases scoping Documentfor Energy 
Effkiency PoSt-20 l 1 Frev~w .. Jump to (9.1]. 

Cipponems Petition Colu'mbla County on 
Port Rezone Application . . ... . Jump to (9.2}. 

UW, Air Agtncy to Srudy Ultm·Fine Particulate$ 
Re,levant to Biomass Co~t'l . . . Jump w/9.3}. 

Battery-Based Energy Storage Pr.oject 
Completed in B.C. . . ..... ..• .. JUfnp to {9.4]. 

Feds Seek IntereSt in Wind Lease Off 
Sout~m Oregon Coast .. •.. . Jump w [9.5.1. 

Brief Mentions: News Roundup . . Jump to [9.6]. 

RPA t:unomer~ Want Wo Change in 

F&W Focus , . ... . .......... . ... Jump to [ 14}. 

Niners Uphold Lethal Removal of Sea Uoos 
at BonneVille Dam ..•..... .. .. . Jump to {IS]. 

CARS Issues DraftofAB 32 Scoptng Plan 
Updatt> __ •••... . . •.. . . .• . . •. •. . Jump to [171. 

POTOMAC! Wyden Blames 'Olgan!zed Pfl' 
for Bfn~ FERC Withdniwal. .. .. .Jump to [ 18). 

Perspectives 
If a BPA ExPc Falls and N·o.Q'ne Covers li. 

.Did It Really Happen? .. -· .. .. Jumpto£10). 

Northwest Numbers 
Northwest Employment Growth Near 
Standstill Dfltails on Page 6. 

Price Report 
Mode~t Gain for Western Energy Prices 

Details on Page 7. 

Energy Jobs Portal 
Go to www.E11ergyJobsf'ortal:com for t he latest lfr 

rtgional energy career opportunities. 
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upheld B ruling by ~ relMive Mwcomer 1.0 lb.!. fe&ral 
bench in thil Ounmt of On:gun, Jcdge M ich4cl Sull()n, 
whose rnling t•vored th~ federal a~c:y·s lnterp~et;Jtion 
of lbe bw Si.mocl bn llWm over ~be 8i0p liuptloa from 
retired Judge J&mc$ Redden. and it f«lllS fil:.el)' lbt lare4t 
salmoa plan "'ill k headed ba.:k to roun. after lbt l~tt5l 
venioo comes out by tbt f!m of lltltt yeu. 

ln his MIUCb 2013 culm& in 1he sea Uoo case, Simon 
wrote, ·the Court ~$ !.hal NMfS hu n;uanably 
explained any IJll)artllt lllQlOSJsrencu:nmong ns find. 
ingJ fOT tWO ~uons nll,l. NMFS idetllified ~b!tantin 
diffe.I"'C'lJC(l' amoo!,llttQ •ppll~ble 5Jarulory SLl.ndaJ'd.s, Bncl 

~ond, NMF S identified rc.levttnt qwlli\Atlve dilTerences 
between the impacts CSU5ed by fl!bcrlt~.4 lnd lbe ruoNlity 
CWJed by plnnipcd preda.tloa.-
Stmon~ ihe N2LilliW M.tniiL" h~m,riM 

Scn'lO<:'s argumtnt tbat "SJglulicarn" bad diffcrau 
roearun.as. depcndmg on the ruuuw lovolved Qll1i"bflhcr 
It was IN Eru!an~ SpecleS ACI of 197J M4nne 
Muntnal Proltaicx1 Aet or Nlltional Envirolllllenlal 
Policy Aa. He said plalntilts dld DO( n:cognlT.c tbal lbe 
feels use dilferin.g stliJldards for e~UJainll advuse effects 
ffOIIl ban-«t mel -'Calions. $0 lbc pllintll'r.. IU'KWJlOIIl 

comparln& lhll rwo results wM Incorrect (Bill RudJJiplt]. 

Clearing It Up 
[16] Report calls Out DOE Que.st to 

Make BPA a 'Field Office' from (11 
B.PA can llllpl'O\C lu Human Capital Manaitmml 

Offlc:e, but •lht oa~ !$SUe 1.& wbelhe1- Qr not OPA tS an 
indtpcndcnt tll(OC}'. • ~rcling tO I Sept 27, 2013, 
rept\rt prepared for BPA. o copy of whi4:b "'*5 obllined 
by Ct~ann1 Up. 

Tht repon 11150 finds rbar ·oompllance wrth DOE 
policy 1IIKi I'll~ tJ cooll'llr)'" to auii!Qntle$ alrm:l} 
delegllttd ro llPA.l s.nd ~>.ould ~ •a ~ 
sulm.dinauon of tJ PA • 

Meanwhile. lhe llfeWY IW&ied DOli lntpettor 
GeMral's llnt1l rt{l6rt ha~ llor yet ~o refused 

{ 

The Stp1. 17 repon. by Tacana-based A vue Tecbnqlo. 
gies. compares Jlndil!D of lbe tvO rea:ntly COOIJ~M (OIJ 
era! TC'VIc:wl of BPA's hum311 capital mM38etnenl (ECM) 
p~r illldit br DOE's HCM office .ilnd an ev.llunttOO 
by me teocrat Otf.a of l"mlaund Managc:mexu (OPM) 

One key dlffef-enu. A vue said. is dial .,,befe OPM 
decertified irldlVldu&l OPA saffmembcrs, it dld DOt 
raum tile Dckpu:d Sumlning Uolt lhal5ilJIPGrt5 hiring 
Based on !he same in:fncti01'15. bove,-er. DOE deanitled 
the DBV. "'*hidt ha~ all but sbut dowu hinogat BPA • 
If Oll!y indivriblt l!.d lx= dl::ccnlJ'ied. BM rou1d 
ba~1: continued turmg by UJ!ni A V11C as an •aJ1ematlvt 
arrangement,· since A ~'Ue bas Certlfied employees.. 

A vue .said It foWJcl lO loa~Ancea-aboul 2j pen:ent-ln 
wbieb DOE "cl!cd lhe mcorrect regulation in P.~&erling hs 
ftnding~ • 

Tbc federal flnc:lina: wh.h •t~~e mOSt si~iftCilllllldve~ 
impact on SPA," tbO A vue report lit!le.d, W3$ f.X:lli:·, ~
Citl>'lo!l tbaJ b1gbtr gtadts hid been auigned «>job clescrip
clons lh:ao "'ere Wlltnnled because !he "'ad. .10 be pa
fOI:med "'1U ldcuUf'll:d liS belllg ·~·k\'d • Thai pllrue 
isla}, b smd. becallllt. ll CCIWd rtS~lt in ha' ln.g 10 10\1'!!7 
the gnldeJ: .,f u rn~ny ti 1.331 ~at BPA C'\1.1Te1:111y 
d.witied u IIOil~i.sory GS- 13. -1 .: or-Uievtls. 

"11 OOE.'s tblouon ()( BP:\ ·s 1lldiepeJJ<leru a.gtD:y swu.s 
is .!IU5'Illined, at lcast.SOO of abese. posilloos 'OIOUid cbssll)' 
ar no higbu rlwlrtlt OS..tllevel • The pooitions 1dcnufae.<1 
"would be abohlbell when lhc OliMU inalmbellt Yae4!ell~ 
and tbejob ts reclusifled ro t\tt, Lowar ~-

"11l<lndvc~ liDJX!Cl on BPA '$' tbllity to reuun a.nd 
recruit in an inll:LISCiy competluve ellergy mdu.my 

lal>or marm "ttgrulicanl,, ~ ll1e TeJI(lrt Slid •1\ot only 
would onmperuoadon lev& be much lo-r. but !he 
OPM·requked qualificarian StllldM-dt bA•t muoh lower 
rcqolJtments reiuJting m a ksNlutled tatenr 9001 and 
~~oorkforee. Carur tad~rs fOt QPA ttnp~eea "'oold 
also be tr1ulcllted and the number or avm!Able prot001ioll 
opporw.ni~ so reduced II$ w ~ • serious 
lmtJedimenc ro employe.! ~ • 

This ~ould come irl addlti!!n to the lmpoct of !he 
p~. already unr.kr way, or hllvlui co hire new JlQ'· 
~~mnel adversely lmpackd by !he hlt!n& erroti. 

DOE's finding !hat BPA improperly desosnated 
JmiiiO!!S as belqg -'agency-lever I• n01 1 renec6on 
of l.lie h.ct'UI<lcy of BPA 's classdicaJ.ion prognml.~ tile 
repon &aid. "lllS!Ud, it h a reflc~on of DOB'l as&ertion 
thai OPA lsnonudndepeodem a1~Y " lfll wen:, lbe 
cull'lclluon.( of the 1.331 posltlom · would be accurate. 
DOE'• revocetiQo of BPA ·~ clu~tfication 'lllthoricy rests 
~!ely on~ llllillltc:al md h t;h.ly politidled dllutioo of 
BPA '• mtus a.s an independeru ~&eocy • 
A~ d.ttd an analysis it did 1.5 months aao docu

menlin« lltlioos. BPA 00<11d tt~-.: 1(1 Rep abe br&)let: IJ)lde 
lcveh 11w :mlysts Aldsus~J. ~ 1111<1es wu 
1~uited co ensul'e that ·BPA be defined u an '~y· 
W1d 111)1.1l 'Reid offic:c:.' " Two wed;& before 6PA COO 
Anita Decker was removed fTOt!l B P A. A vue said. ir 
rcporled \lpdatcd cl:lw ro her ou "!he JXN~ble impncr of 
002'11 eh&.r:u:te'lir;ation of DPA • tiS n foeld office i,n$tead 
of an lndtpendent a,geocy 

The DOE audit dinged BPA for thnracttnz.mg Itself 
., an • ~&ency" in job de$c:ripdons, ond requlred lhar it 
• C:elUe dlilil«t.rl7.ing 8 PA as n.n i!ldepeudct)l agency • 

A""e· which. offers wb.1t it calla • •c:.oruprebtn-
SJ•·e bunwn nr~rces ~i phlfelml to federal 
agenelcs lJSillg a Clood-«ntrlc !Mekl. • ca.me oo boaro ar 
B PA In Juty 10 t2 af~« a si.l IDOilUJ alCtiJli!UtlVe mting 
thJt bepn wilb il ~ for propoulk h W.'IS w1ced 
wltb belplng !he agency ro ~ ill •cunc-to-lnre, • 
e:nsnr~ compi120Ct "''Ill OPM ~"e~Uiat!OJll aod Set up 1 
r«.rulltnenl program. 

BPA hu also relied on I\ vue as the aaeney'• fnunm 
capital lllallllimJetU JY.oblem$ bejllll iO eq>IOde lhis 
SU!Illller. contributing tO DOH's )uty I !I decision to 
remo~e Aclmlnistr.~tor .Bill Drummond and COO 
ArriuJ ~er, wh9m sJill r«.lllircd 10 check In Gaily 
with DOE. DOE still bll! noii)Ublicly ltated the staM or 

C9QY<lgln 0 2013, f~rg~ lll<fw•O.tt Co~?Q.r 4Uon 
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Dru:mmood and Decker: 9PA 's website siill lists diem as· 
adnl.ir).i$ttator Md COO, 

The A vue r.epon $3!d ih~ DOt; audit, OPM re,•iew and 
Avue's own review of the data all "failed to oonfiru1~ the 
OO;E Jnspcctor Genc.rars JUly I~ prel:iniinary. finding that 
BJ>A "C)tgaged Jn prollibittd perslil.urel prnctice3• tPPPs)' 
ln 65 percent of its oampetlrive recruitments. Neither !he 
OPM nor DOE reviews comalned $ fwding of a P.PP, it 
no«:d, PPPs arc d.iffecc:Dt illld ue·mo.Rc seriQWS Om Merit 
System Yiclations. as PPP! require (ntenL 

Radler, bolh OPM and DOE said the "roote<UJSe" o! 
lbt-.i.r frndings was llJC COillj)eiC.llC) level of llP A':; JfR mff
one of ihl! things AYUe was tiroui!IU in tO heli> rectify. 

Moreover, AYl»said that in illl A-ugusl'2012audit of 
casea i.o wl\ich cutoff scores were raised. aftet" the vacancy 
w.u posted. ~oo patiem of adYerse impact emerges. 
regardin~ ve.tefllns ·Of lbe 50 cases e~~. lbe v~t 
maj,ority, odl7 pc{CCIU, did '1)01 .ut'eet vetCI"aru at all. 

"The lnsertioQ of cu1-of( ~res W'!ls a p~acl!cf! to help 
reduce !he "beSt qualified" gl'Qop to a manageable size, 
~atl;er than an attiimp.L ri> disquruify veccrtuJS or to .ciTCilni
VCIJl vet.er411's prefer:ence." it fotmd. AUegaiion.s ofPPP 
vlolati~tM ·are slmply uoiOWlded. • 
Rel~a.~~ of lhe 'DOE 'IC'• fin:ll r,eport. Ylhiob the 

region ~ greatly anticlpared. ~been COJlSiderCd 
imminent for weeP. A draft copy w~ rc;cen(ly cirt.'Ulated 
am<>nga smallgr~ <>f peopl~ at BPA, \\>'ruch was given 

Of the SO cases 
examined, the vut 

majority, or 87 percent 
did not affect veterans 

at all. 

an oppo,rtun.ity 10 respond. 
It was 'Unclear wttal effect, 
l'£11t1y, the fed=.! ,aovem· 
meoi:'s partial sbutdo~ 
woold. tmve on release 
of the final doeumen~ 
the lO's media represcn
tatl\>e did not remrn a 
Clearing Up can. 

[,II comparing tb~ DOE 
and OPM reviews, AVIl<l 

noted a to.tal of 30'"criti.C3l success fa.coon· were evalu
ated. DOEfouad'B-}'A h;ill ·nol·met l8of these. while 
OPM f!)UJ!d .BPA had no1 met rom. 

OPM was al$o more likely to credit RP.A with hav. 
ing "pclnially met· crireriu. ~Of fact<:,u.s wtwre O:PM ll!l.d 
DOE <i,isagrcei.l on BPA'3 racing," A vue: s~d. "OPM 
raied EPA more {avorably 87 percent of ihe time. • 

Tili! cootr~t ~illusu:ates ilic degreep to wbieh DOE 
W.M .foc:usc:d on violali<lllll of i~S gwn policies. lhe· report 
said. "DOE'$ reliance oo deviation.s l'rom its own pcilicies 
as tbe' basis for BPA ·s ratings demonstrate6 the exr.ent 
tO which these negative rating arcwil.hgut mcr~t. • the 
A vue report ~d. Adhering to tbe policies in tbe DOE 
audi't ·w~>Uld 001 correct the systemic causes of BPA 's 
non-oomp'tiauce" " ·jth J,he ~gulalions cited by OPM, and 
compl)'ix\8 wltll the DOE audit's rtqoired actions w()Uid 
~ •me.rety procedu.tal " Jt Would "not prr,tvide materllil 
value 10 BPA ft and many of die recommenibtioru "would 
create lnefticiencies. • 

Moreover, DOE overlooked SPA's Stal\!IO[)' 
exceptiQm. l.n faet, • it requires BPA compliance with 
DOE palicies lhat speci'fically e1eropt BPA. • 

BPA lias preViously m.emonalizea lhe e.lttellt of irs 
autonomy. In an April 2, 1010, sneroo to then-DOE Chief 
Ffuman Capital Officer Michael ~ne, Deeker n()ted 

that with two ellceptlons. the BI'A admtn.isttator ~M; 
the delegated authority to. determine:' wbi~h DOE liR 
directive&. or pans tbe1eof, •are applicable 10 B.PA. • To 
determine when diredives apply. She wrote.'BPA and 
DOE "will consult on the nt:ei!S of the ~runenL as 
balanc-.eq agalo!;! BPA' s unique sta,rutory authority, lrosl· 
ne...<S-lill:e operating processes. and bistor.ic autOli.Oill.)'·· • 

Under tbe SPA Fund, the ~-fiuanced.;rgency is 
~i.Jcd tomaJ.llj.gc it$ fiOilllcW .affairs ''®re !ike a busincs:~ 
than a go.veJ.llltleiiL age11C)'~ and.BPA's Jiwnan ~ 
policies wetJ: dev(lopcd IICCQ!'Clingly, lkd:er wW~e. 

The .agency wa~ "or!l!'oized as a ~aratt: emily" 
wi!.hin DOE "with a ®aree <Yf a111onomy corupa1lblc With 
t1le·nalllre oftbe agcn~y md !.he tegional ·clu.racter c1f its 
progrnm~ and fuilCtiow;. ' O~ker WT6tethnt C<Jt\grC3s 
affinn.ed "llili illdcpendem arrangement" in the DOE 
Organization Act when i14irect.c:d rhlit BPA "shaiii;,Je 
ptc::lcrved M a ~pan.te and 'lll~inct orgaolzati:Ollll.l enHty 
wi.t..Wn die J:)epanment." 

"h would a)lpcar illc DOE'.s. raling1, .in large pan, lire 
bntical of.B.PA 's.au:tl\ority to operatil under a 'variety of 
deJegati.Oils that recognh;e t.bp ~ce of BPA." 
acro.rding oo A. vue.. But "'failure to foUow DOE policy, 
esR«'nlly given BPA '~ ·specific delegati9Q to oper.ite irs 
HR prqgram widlindtpeJXleoee. should fl01. be !he basis for 
ootrs ~oc.atiOJJ of SPA ~!:Lauthoril.ie$ OT1114llY ()[' 
the r.ru:il>gs and coocltJSioos reacbed in It$ .nuclilreport. whieh 
Creal¢ !he· appearance of a catastrq!hic failure," 

Some observers said th.e situation was r.eminiscem of 
da)'$ 1v.bt!U che Org;m.iz.ati<>n 1\ct was being lrnpleOlelitetl. 
In a Jan. 20, 1978. memo 10 DOE. BQlUieville's then
AdmlllistrJtor Sterling Muruoo wrote. "'The key Issue 
is w.hether BPA is tO b¢ eonsidered • DO~ Jie.ld offi·~ 
•.. or wbeOler we are to t'emain a ·~rate and di~cf' 
organizational enriry u the DOE Organization Act anc:t 
previous p.rncdcc. f~d ill law. would have u~- • 

A vue identified 14 acti90•-DOE ·and/or OPM directed 
BPA to~' and ranlee<l lhe1r ,PriOtity. It said lmplonen
tstiOtl of Avue.•s system b'as.alTeady fully resolved I I of 
!llese actions, includin~ all but one .9f tfu: lllilf·dozen 
ranked as a No. 1 prlotity. Con.o;equ&ntly, Ulese i=· 
will 'not rc:cur again. • i 1 said. 

T.b.is coll.ll'asts with various DOE Statements, ir said, 
such a.~ that from Ken Venuro .• dln:aor of POE's Of.flce 
of Hwnan Capilal Mana1ement. In hi$ Introduction 10 
the DOE audit, Venuto .said "the level of effort needed 
to complete all required corteetive act:ions is monumemaJ' 
and the road tO fuU recovery wUt be extremely 
cliallengi.Jlg. •· Such sult.etnems, A vue sl!i<l "!lfe nothing 
cnote ~him hYJ:>Crbo'te• {Bt:n Tans~y]. 



To: 
From: 
Sent: 
Subject: 

Cogswell, Peter (SPA)- DK-7{ptcogswell@bpa.gov) 
Baskerville.Sonya L (SPA) · DKN·WASH 
Sun 10/6/20'13 10:31 :29 PM 
Re: Avue Technologies report oritici,z.ing DOE 

I doubt we commissjoned this??? 

Sonya Baskerville 
BPA National Relations 
202.253.7352 

From: Cogsweii ,Peter (BPA)- OK-7 
Sent Sunday, October 06, 2013 04:11 PM 
To; Baskerville,Sonya L (BPA)- DKN-WASH 
Subject: FW; Avue Technologies report criticizing DOE 

FYI. 

From: Mainzer,EIIiot E (BPA) - D-7 
Sent: Saturday, October 05, 2013 12:44 PM 
To: Roach,Randy A (BPA)- L-7; Andrews,Cia:udia R (BPA)- K-7; Hairston,John L (BPA) - N-4; 
Cogsweii,Peter (BPI\)- DK-7; Johnson,G Douglas (BPA)- DKPM-7 
Subject: Fw: Avue technoiogres report criticizing DOE 

FYI. 

From: Poneman,. Daniel [ mailto: Daniel. Poneman @ hq .doe .gov] 
Sent: Saturday, October 05, 201312:07 PM 
To: Markovitz, Alison <Aiison.Markovitz@ Hq.Doe.Gov>; Mainzer;EIIiot E (BPA)- D-7; 
Cadieux, Gena <Gena.Cadieux@hq.doe.gov>; Harris,, Sk.ila 
<Sk.ila.Harris@ Hq.Doe.Gov> 
Cc: Woods, Gre·gory <Gregory.Woods@Hq.Doe.Gov>; Beard, Susan 
<Susan. Beard@ hq.doe.gov> 
SubJect: FW: Avue Technologies report c.riticizing DOE 

From: (b)(6) 



Sent: Saturday, October OS, 2013 2:56 PM 
To: Poneman, Daniel 
Subject: Avue Technologies report criticizing DOE 

Deputy Secretary Poneman: 

The trade publication Clearing Up carried the attached arti.cle .on Friday summarizin g a 
report commissioned by SPA that is quite critical of DOE's human capital management 
audit. FYI. 

The company tha1 wrote the report. A vue Technolog.ies. does not appear to be a 
disinterested party. 

I don't know enough about federal hiring practices to say who is right but I ·find it odd 
that SPA would commission the study not from an independent source but from a SPA 
contractor who is itself (if I understand corr§'ctly) heavily invested in the status quo at 
BPA. 

Sincerely, 

Dan 

Daniel Seligman, Att0rney at Law 
Columbia Research Corp. (water/energy/natural resources consulting) 
Phone: 206-285-1 185 (Seattler Washington) 
http :1/www .dan ielseligrnan .com 

Many thanks! 

DP 

From~ (b)(6) 
Sent: Sunday, February 10, 2013 2:52PM 
To: Poneman, Daniel 
Subject: The Steve Wright Era-- a BPA Watch newsletter 

Deputy Secretary Poneman: 

Attached is the latest BPA Watch newsletter-- it's on Steve Wright's tenure as B.PA 
Administrator. I thought you might be interested. The newsletter is also posted on 
www .bpawatch.com 



Dan 

Daniel Seligman. Attorney at Law 
Columbia Research Corp. (water/energy/natural resources consult1ng) 
Phone: 206-285-1185 (Seattle, Washington) 
http 1/www dan1elsehgman.com 



To: Johnson,G Douglas (BPA)- DKPM-7[gdjohnson@bpa.gov] 
From: Cogsweii,Peter (BPA)- DK-7 
Sent: Sun 10/6/2013 11 :45:38 PM 
Subject Fw· All employee email AVUE report 10-7-13 
All employee email AVUE report 10-7-13.doc 
A TT00001.htm 

Second of two ... this has his proposed order and other edits. First email has my one 
suggested change. I will try to make in doc via Bberry, but will be in early enough 
tomorrow that we can work on it. 

See you bright amd early. 

From: Mainzer,EIIiot E (BPA} - D-7 
Sent: Sunday, October 06, 2013 03:41 PM 
To: Cogsweii,Peter (BPA)- DK-7 
Subject: All employee email AVUE report 10-7-13 







To: Malnzer,EIIIot E (~PA) - D-7[eemainzer@bpa.gov]; Andrews, Claudia R (BPA)- K-
7[crandrews@bpa.gov]; Roach,Randy A (BPA) - l-7[raroach@bpa.gov]; Margeson,Jacllyn R (BPA)- LC-
70rmargeson@bpa.gov]: Cogsweii,Peter (BPA)- DK-7[ptcogswell@bpa.govJ 
From: Jotmson,G Douglas (BPA)- DKPM-7 
Sent Mon 101712013 5:57:03 PM 
Subject FW: Draft All employee email: Avue report/Clearing Up article 
All emplovee email AVUE report 10-7-13 PC. EM edlts.doc 

Here's what we got back from DOE HQ. (b )(5) 

See attached. 

From: Mari<ovitz, Alison [mailto:Aiison.Markovitz@Hq.Doe.Gov] 
Sent: Monday, October 07, 2013 10:54 AM 
To: Johnson,G Douglas (BPA)- DKPM-7 
Cc: Kumar, Niketa; McCarthy, Aoife 
Subject: RE: Draft All employee email: A vue report/Clearing Up article 

Thanks Doug. (b )(5) 

From: Johnson, G Douglas 
Sent: Monday, October 07. 2013 11 :30 AM 
To: Mari<ovitz, Alison 
Subject: RE: Draft All employee email: A vue report/Clearing Up article 

(b )(5) (b )(5) 

From: Markovitz. Alison rmailto:Aiison.Markovitz@Hg.Doe.GovJ 
Sent: Monday, October 07, 2013 8:20AM 
To: Johnson,G Douglas (BPA)- DKPM-7; Kumar, Niketa; McCarthy, Aolfe 
Cc: Beard, Susan: Harris, Skila 
Subject: RE: Draft All employee email: A vue report/Clearing Up article 

(b )(5) 



From: Johnson, G Douglas 
Sent: Monday, October 07, 201310:58 AM 
To: Markovitz, Alison; Kumar, Niketa; McCarthy, Aoife . 
Subject: Draft All employee email: A vue report/Clearing Up article 

Alison, 

As discussed Friday, here is the email we would like to send to all employees as soon as possible 
this. morning. Please Jet us know if you have edits or changes. Let me know if you have 
questions. Thanks. 

Doug Johnson 

503-230-5840 



To: ~~P~'($P .. DK;.1[pt~weff(lbpa.g~J 
from: Joh:~fl.~ PA)- OKPM .. t 
Sent Mon'f017/20133:44;;~AM 
~ RE: Nl1bmf)loyee ~~ AVUE 1'$01'110 .. 7·13 

A toUo do tortk>rrow. Should' 1::>& furl. 

Frotn: COg$\Veii,PttW' "PA~ ·'DK;.7 
Sent: Sunday, OCJ: .. QB~ 2013 4;46, filM 
To: Johnson;G:~ (BPA) .. DKP .... 1 
SubJect: Fw: .411 •"*'oveeeman AVUtsreport 10·7:..ts. 

Second Of, two .... this has his proposed order and other edit$. First email has my ooe 
suggested, otu~nge. f wifl try to ~ke it1 doc Via Bt>erry, ,butwi!l be in early eft~h 
tomorrow that we can work on it. 

See y® bright amd early. 

From: Mainzer,EUiot E (SPA) ~ 1::) .. 7 
Sent: Sun<fay,j Qctol);lrOO. 2013;~:41·PM 
To: Ccgsw.11.Peter (BPA) .. DK;.7 
Subject: AI employee email AVUE report.1~7-13 



To: Cogswell, Peter (SPA)- DK-7[ptcogswell@bpa.gov]; Johnson,G Douglas (SPA)- DKPM-
7{gdjohnson@bpa.gov] 
From: Mainzer,EIIiot E (SPA)- D-7 
Sent: Mon 10/7/2013 5:55:07 AM 
Subject: Re: All employee email AVUE report 10-7-13 

Let's try to do a final check in by 7:30am. Thx. 

From: Cogswell, Peter (BPA)- DK-7 
Sent: Sunday, October 06, 2013 06:49PM 
To: Mainzer,EIIiot E (BPA) - D-7 
Subject: Re: All employee email AVUE report 10-7-13 

Will do and will have first thing. Will be in early with Doug J. 

From: Mainzer,EIIiot E (BPA) - D-7 
Sent: Sunday, October 06, 2013 03:59 PM 
To: Cogswell, Peter (BPA)- DK-7 
Subject: Re: All employee email AVUE report 10-7-13 

Agree. Pls edit appropriately. 

Elliot E. Mainzer 
Acting Administrator 
Bonneville Power Administration 
(503) 230.4175 (w) 
(503) 754-2393 (c) 
eemainzer@bpa.gov 

On Oct 6, 2013, at 3:57PM, "Cogswell,Peter (BPA)- DK-7" <ptcogswell@bpa.gov> wrote: 

Thanks for chat today ... I like the way you are thinking about this stuff. Always happy to be a 
sounding board. 

From: Mainzer,EIIiot E (BPA)- 0 -7 
Sent: Sunday, October 06, 2013 03:41 PM 
To: Cogsweii,Peter (BPA)- DK-7 
Subject: All employee email AVUE report 10-7-13 



Fellow BPA Employees, 

Elliot 



Fellow BPA Employees,

I will keep you posted on this situation as more information becomes available.

Elliot

(b)(5)



Message 

From : 

Sent: 

Avue Co-CEOs [CEO@avuet ech.com] 

10/8/2013 12:29:23 AM 

To: Kundu,Sanjit K (BPA)- NSSF-4 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

(FYDI BOHF23SPDL T)/CN=RECIPI ENTS/CN=SKK 1567] 

Subject : RE : Clearing Up Article 

Sanjit- gave you a call on your office phone - give me a call regarding this on my cell at--when you can, this 

evening or tomorrow morning" Thanks, Linda 

L_;nda r_. brooks f\ix and James D. f\1ilier 
Co-Chief Executive Officers 
Avue Technologies Corporation 
1145 Broadway Plaza, Suite 800, Tacoma, WA 98402 
Phone: 2 53.573.1877 (ElUn Bursese, Executive Assistant} 

(b)(6) Cell: for LBR, for JDM (b )(6) 

Email: ceo@avuetech.com 
Web: www.avuetech.com 

Internet Email Confidentiality: Privileged/Confidential Information may be contained in this message" If you are not the 

addressee indicated in this message (or responsible for delivery of the message to such person), you may not copy or 

deliver this message to anyone. In such case, you should destroy this message and kindly notify the sender by reply 

ern ail. Please advise immediately if you or your employer do not consent to Internet email for messages of this kind. 

Opinions, conclusions, and other information in this message that do not relate to the official business of my firm shall 

be understood as neither given nor endorsed by it. 

From: Kundu,Sanjit K (BPA) - NSSF-4 [mailto:skkundu@bpa.gov] 
Sent: Monday, October 07, 2013 5:11 PM 
To: Avue Co-CEOs 
Subject: RE: Clearing Up Article 

Thanks very much for the email. 

The front office also requested t hat I ask if you would not mind sharing with us to whom the report was sent to, outside 

of BPA? Did that include "Clearing Up" or can we assume that the newsletter got it elsewhere? 

We can speak directly on the phone if that is preferred. 

Thanks, 

SKK 

Sanjit K Kundu 
IT Contracts Administrator 
NSSF - IT, Supplemental Labor, & Professional Services Purchasing 
Bonneville Power Administration 
U.S. Department of Energy 



Mail Stop NSSF-4, P.O. Box 3621 
Portland, Oregon 97208 
Phone: 503-230-3518 
Fax: 503-230-4508 

From: Avue Co-cEOs [mailto:CEO@avuetech.com] 
Sent: Monday, October 07, 2013 12:48 PM 
To: Kundu,Sanjit K (BPA)- NSSF-4; Young,Winston B (BPA) - NSSF-4 
Subject: Clearing Up Article 

Sanjit and Winston, 

We're writing to clarify the recent article in "Clearing Up" which states that SPA "commissioned" the report we did regarding the 

two audit reports. We want you to know that A vue has never believed, said to any party, or stated in t he report itself, that the 

report was "commissioned by BPA" and the reporter has been informed that this was not correct characterization. 

As we discussed a few weeks ago, A vue created an analysis of the two reports in order to more critically examine the changes 

needed, if any, to the manner in which A vue's system is configured and operates in BPA. As you know, the configurat ions are 

structured around each client's operating practice in concert with requirements that must be met to be in compliance with 

governing laws and regulations. As part of that review process, A vue also rechecked against requirements SPA set as part of the 

competitive contracting process. In that review, we found a strong match between the requirements SPA defined and its desire to 

be compliant with governing federal regulations. Since the audits largely examined cases that were processed pre-A vue, it was 

important to determine what, if any, changes would be necessary to ensure that the rules engines in AvLte would assist in making 

program improvements in its SPA's operations going forward. 

In addition, Avue was setting the record straight with respect to comments made by DOE personnel in meetings with members of 

the Washington State Congressional Delegation in early- and mid-July. We heard from members of the delegation that DOE made 

statements that disparaged Avue's compliance with regulation and attempted to create a nexus between the A vue system and the 

results of the audit findings by DOE and OPM. This concerned us for a number of reasons, among them our longstanding 

relationship with Veterans Service Organizations and other individuals in Congress whose work to support veterans were actively 

supported by A vue. 

The report extensively quoted in the Clearing Up article was created for the purpose of providing SPA with our response on how the 

Avue system would ensure future actions taken by SPA would be compliant with regulation as well as ensure that the statements 

made by DOE to our home state delegation were addressed. BPA did not commission the work we performed, rather the work we 

performed was in the context of our normal operations in support of SPA's HCM program and program improvements. 

Please let us know if you have any questions. Linda and Jim 

L_inda E. brooks 1\ix and james D. Miller 
Co-Chief Executive Officers 
Avue Technologies Corporation 
1145 Broadway Plaza, Suite 800, Tacoma, WA 98402 
Phone: 253.573.1877 (Ellin Bursese, Executive Assistant) 

Cell:~ for LBR, ~for JDM (b )(6) 

Email: ceo@avuetech.com 
Web: www.avuetech.corn 



Internet Email Confidentiality: Privileged/Confidential Information may be contained in this message. If you are not the addressee 

indicated in this message (or responsible for delivery of the message to such person), you may not copy or deliver this message to 

anyone. In such case, you should destroy this message and kindly notify the sender by reply email. Please advise immediately if you 

or your employer do not consent to Internet email for messages of this kind. Opinions, conclusions, and other information in this 

message that do not relate to the official business of my firm shall be understood as neither given nor endorsed by it. 



1

Winn,Kim S (BPA) - NN-1

From: Margeson,Jacilyn R (BPA) - LC-7
Sent: Tuesday, October 08, 2013 2:56 PM
To: Kundu,Sanjit K (BPA) - NSSF-4; Young,Winston B (BPA) - NSSF-4; Bell,Kevin (BPA) - N-4
Cc: Hawkins,Sarah T (BPA) - LC-7
Subject: 10.08.2013 Avue Chronology
Attachments: 10.08.2013 Avue Chronology.docx

Does this chronology look right?  Also, do you have a copy of the draft Avue report sent on Sept. 29? 
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Message 

From: Young, Winston B (BPA)- NSSF-4 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

(FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=WBV8256] 

Sent : 7/19/2013 9:23:15 PM 

To: Avue Co-CEOs (CEO@avuetech.com); Kundu,Sanjit K (BPA) - NSSF-4 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE 

GROUP (FYDIBOHF23SPDL T)/CN=RECIPIENTS/CN=SKK1567] 

Subject: RE: Briefing Slide Deck- RE: BPA Audits 

Thank you very much. 

From: Avue Co-CEOs [mailto:CEO@avuetech.com] 
Sent: Friday, July 19, 2013 2:15 PM 
To: Young, Winston B (BPA) - NSSF-4; Kundu,Sanj it K (BPA) - NSSF-4 
Subject: Briefing Slide Deck - RE: BPA Audits 

Sanjit and Winston, 

On July 3'0, I briefed Anita Decker concerning next steps with respect to the audit results from the DOE and OPM audits. The 

attached slide deck covers our conversation and agreement regarding near-term action items. We also discussed the 100% case 

reconstruction process and how we would proceed with moving forward on that based on a shared belief that the case 

reconstruction was a critical path item for restoration of authorities to BPA. DOE has approved and authorized seven A vue 

personnel to conduct this an ongoing hiring activities, including merit promot ion and classification, while BPA undergoes the 

restoration process. 

This slide deck was not shared with anyone else at BPA unless Anita distributed it; however, I sent it to Dave Clark today to make 

sure he was aware of the discussion and what issues were raised. Besides Anita and myself, Dan Creamer from Avue was in 

attendance at this meeting. 

Thanks, linda and Jim 

Linda E. I:)rook.s l\ix and james D. Mil ler 
Co-Chief Executive Officers 
Avue Technologies Corporation 
1145 Broadway Plaza, Suite 800, Tacoma, WA 98402 
Phone: 253.573.1877 (Ellin Bursese, Executive Assistant) 

(b)(6) Cell: for LBR, for JDM (b)(6) 

Email: ceo@avuetech.com 
Web: www.avuetech.com 

Internet Email Confidentiality: Privileged/Confidential Information may be contained in this message. If you are not the addressee 

indicated in this message (or responsible for delivery of the message to such person), you may not copy or deliver this message to 

anyone. In such case, you should destroy this message and kindly notify the sender by reply email. Please advise immediately if you 

or your employer do not consent to Internet email for messages of this kind. Opinions, conclusions, and ot her information in this 

message that do not relate to the official business of my firm shall be understood as neither given nor endorsed by it. 



Message 

From : 

Sent: 

Avue Co-CEOs [CEO@avuetech.com) 

7/19/2013 9:15:07 PM 

To: Young, Winston B (BPA) - NSSF-4 [/O=BPA/OU=EXCHANGE ADMI NISTRATIVE GROUP 

(FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=WBY8256]; Kundu,Sanjit K (BPA)- NSSF-4 [/O=BPA/OU=EXCHANGE 

ADMINISTRATIVE GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=SKK1567] 

Subject: Briefing Slide Deck- RE: BPA Audits 

Attachments: July 02 2013 Executive Briefing re Audit Issues. pdf 

Sanjit and Winston, 

On July 3'", I briefed Anita Decker concerning next steps with respect to the audit results f rom the DOE and OPM audits. The 

attached sl ide deck covers our conversation and agreement regarding near-term action items. We also discussed the 100% case 

reconstruction process and how we would proceed with moving forward on that based on a shared belief that the case 

reconstruction was a critical path item for restoration of authorities to BPA. DOE has approved and authorized seven A vue 

personnel to conduct this an ongoing hiring activities, including merit promotion and classification, while BPA undergoes the 

restoration process. 

This slide deck was not shared with anyone else at BPA unless Anita distributed it; however, I sent it to Dave Clark today to make 

sure he was aware of the discussion and what issues were raised. Besides Anita and myself, Dan Creamer from Avue was in 

attendance at this meeting. 

Thanks, linda and Jim 

Linda E_. Drook.s Rix and james D. Miller 
Co-Chief Executive Officers 
Avue Technologies Corporation 
11 45 Broadway Plaza, Suite 800, Tacoma, WA 98402 
Phone: 253.573.1877 (Elli n Bursese, Execut ive Assistant) 

(b )(6) Cell: for LBR, or JDM (b )(6) 

Email: ceo@avuetech.com 
Web: www.avuetech.com 

Internet Email Confidentiality: Privileged/Confidential Information may be contained in this message. If you are not the addressee 

indicated in this message (or responsible for delivery of the message to such person), you may not copy o r deliver this message to 

anyone. In such case, you should destroy this message and kindly notify the sender by reply email. Please advise immediately if you 

or your employer do not consent to Internet email for messages of this kind. Opinions, conclusions, and other information in this 

message that do not relate to the official business of my f irm shall be understood as neither given nor endorsed by it . 



Findings 
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•!•BPA April 2010 Memo to DOE: 
•This memo is intended to provide support and justification for BPA's request to adopt the 
following principle regarding applicability of DOE Human Resources (HR) directives to BPA. 
This principle is consistent with the Secretary's delegation of authority to the BPA 
Administrator (Delegation Order No. 00-033.008), the Department's recent Order 251.1C, and 
the long-standing operating practice between the Department and BPA. 
•If a current HR directive is not applicable to BPA, it is presumed that a modification of the 
directive will not be applicable to BPA absent a compelling Department need. If BPA's systems 
and processes already address the concerns giving rise to a new Directive, it is presumed that 
the new directive will not apply to BPA absent a compelling Department need. 

•!•BPA's DOE Guidance Memoranda, last modified 09 20 2012 
•Not applicable to BPA. BPA is not covered by Chapter 7 (VII)- Position Classification, therefore 
Guidance Memo does not apply. 

•!• Presidential Memorandum, Improving the Federal Recruitment and Hiring 
Process I May 11, 2010 

•"Sec. 5. General Provisions. (a) Except as expressly stated herein, nothing in this 
memorandum shall be construed to impair or otherwise affect: (1) authority granted by law 
or Executive Order to an agency, or the head thereof..." 

Extr;Jct 
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•:• 
11Moreover, agency managers and supervisors must assume 
a leadership role in recruiting and selecting employees 
from all segments of our society. Human resource offices 
must provide critical support for these efforts." 

•:• Agency heads shall take the following actions no later than 
November 1, 2010: 
(a) consistent with merit system principles and other requirements 
of title 5, United States Code, and subject to guidance to be issued 
by the Office of Personnel Management (OPM), adopt hiring 
procedures that: 

(1) eliminate any requirement that applicants respond to essay-style 
questions when submitting their initial application materials for any 
Federal job; 

Extr;Jct 
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Action Hem #1: Streamline all Job Opportunity An110uncements and standardize them to the 
maximum extent possible throughout the Department, eliminating essay questions associated 
with knowledge, skills, and abilities and minimizing tbe number of short answer questions. 
Require only a resume and an optional cover letter by November 20 l 0. 

• Why Selected: This item will reduce the time needed to complete recruitment packages 
and job annotmcements by an estimated 3 days. lt will also make the joh mmouncen1ent 
and application pmcess for pohmtial applicants easiet to understand and more user 
friendly, Mitigates process issue (1 51 Why) idcntil1cd through root cause analysis, and 
addresses the following initiatives in the President's Memorandum dated May 11,2010: 
no hmg cssuy que,o;tions tied to knowledge, skills, and abilities upon initial application; 
resume only; and quality/speed of hiring. 

• .Batriers: Normal human tendency to resist change, and demonstrating that eliminating 
essay questions and relying on resumes will streamline the hiring process and yield high 
quality canrlidutes. Current Hit · · · · 
associated ... vith knowledge, ski: • Barriers: Nonnal hmn.an tendency to resist. change, and demonstrating tbat eliminating 
appear on certificates. There is essay questions and relying on resurnes \Vil1 streamline the hiring process and yield high 
Human Resources Spe~\ialis!s a 
candidates to appear on certitlc quality candidates, Current Hiring Manager perception is that eliminating long essays 

associated -vvith knmvledge~ skiHs, and abilities wiH reduce the quality of candidates that 
appear on eertitlcatcs. There is abo concern that it will take longer nnd 'will be harder for 
Human Resources Specialists and/or Subject Matter Experts to identify the best qualifled 

• Responsible Parties and Key St 
(Lead) in consultation with Sub 
Executives and Resources S.tafi 

• Outputs!Deliverab!es: Hul.nan candidates to appear on certHkates, 
and standardize an increasing n . . .• , , , 
the number by September 2011, and eliminate long essay questions associated with 
knowledge, skills, and abilities by November 2010, 

• Tracking Methatl~/Measures,' When I he automated time-to-hire tracking systl}!ll is 
upgraded in December 2010, Htunan Resources Otllces will be uble to report on a daily 
basis the numbers of new streamlined Job Opportunity Announcements developed and 
the percentage or streamlined Job Oppnrlunity Announcements US(.>tl in relationship to the 
total number of Job Opportunity Announcements issued during the period. Tilis will also 
become part of lhe Department's HCMAP Accountability Program. Actual timeframe to 
accomplish Atmouncement Preparation for each Human Resources Office and the 
Department as a whole is captured in the current release of the automated tracking 
system. 

Extr;Jct 



•!• DOE Instructions to Applicants: {/Your application and resume should demonstrate 
that you possess the following knowledge, skills and abilities (KSAs). Do not 
provide a separate narrative written statement. Rather, you must describe in your 
application how your past work experience demonstrates that you possess the 
KSAs identified below. Cite specific examples of employment or experience 
contained in your resume and describe how this experience has prepared you to 
successfully perform the duties of this position. DO NOT write 11 See resume II in 
your application!" 

•!• No policy or directive has been issued by DOE regarding use of narratives other 
than instructions to applicants on other DOE job postings using the 
Monster/QuickHire system. 

•!• TVA uses a resume-only process and does not use KSAs. 
•!• Agencies using OPM's USAStaffing, the SEC and FLRA, require narratives for KSAs 

on initial application. 
•!• OPM has approved KSA narratives for DOJ use in Avue's Part I I II process. 

Extr;Jct 



* 8~ Check the ONE block below t.f~cat best describes your expertise wit:h ti1e application of 
civ1J/seismi£ and construction codes and standlards"' as \.l\teH as relevant DOE Directives 
(e.g., DOE. 0 413.311, DOE. STD 1020~2012., DOE STD 118.9{ etc}. 

1 have had education or training in performing this task, but have not 'iet performed it on the jt::~>b 

l have a limited years of specialized experience in conducting seismic analysis and/or prm.>'hding pro.fe:ssiona! 
consulting advice for seismic analvsis for nuclear or high hazard facilities. 

r".:l. J have extensi·ve ' • ' .~ :: eGa f:Z€< experiEnce in conducting seismic 2lr'12! ]i _-_, = , .JJ · 
~J 

' ·~· g advice for seismic analysis for nuclear or high hazard facilities. 

* 9 ... For your answer for question ttB abover pde:ase briefly identify where in your resurlH~ 
where the exf,)erience is documented .. i.,e .. : name of organizatlonlcompanyf Frmn & To 
dates of etnployrnent_. title of your position. 

Extr;Jct 



Sedi~)i1 i 
i' .......................................... i 

~~tM'2 

R.;; -IJs~ lkeurn~nt~ 
................................. , 

Jpb~d rklc~meflls 
i'···································································i 

Sd<mil 1/li Ao1SWt!~ 

Ju!J Title: l'.ttomey f'.dv1ser 

Afll10lHK:emenl Nmnber: B-EX-C!·L~184-FB LJSAJOBS Conl!ol Numoor: 345610100 

Applicant Name: 

r-·· Next ·····1 ,_ 
r·- Sa:(::;-----~ 
,_ 

3. Pi1las1.> seiad the Hem be'•O'JI H1at llest trescribes your le'il'!! of expwence 

®A I h<M:l a! leas! lwcyEars d spec\ati<ed ex~ience as a practicing attomev {in lhe privatE sectM cr ptJbiit sector) oM year of w11:m lndiJdes pr(wirltng aMice on :ssue;; end poricies related 
to fuefedec;:ll sMlirtb:m f.aw~;; daMe~, fl.lle$ ~nct regulations, partwlart those related lo munidpa! sewri!ies Experience must include c:onctw:tir•Q legal res~arc:h and analysis. 

0 B I ha~~ arlefi!l!t'l(?~ )'¢llrs ()fp{>~t J.D. s:;:peril!no.t tl!> a praetcing obJmey f1lllr;e private se~!or or put<Ec sec~Jrj tMJ years oh'>'hbh mchJ•:le ~·rcVldirg adv;ce >Jr is%.es and pob:tes reialed 
tofu£~ Fe!l~ta! !lecuirttes Ems; siMlJles. rult~s .a?id regulaii.:ons. particul•lr; those related lr• munh>pa! sectwlies. Expe:;Eno:o must include cDnducnr,g legal research and analysi:; ~n•J analyzing and 
!d$rpre!i~g new and p~~opc;;eCiegis!al\m an{l imp!emen!ing regui.o\icns. 

0 C Mt il:wel ''f•JX!)efiem:;e lsJess th.an fuaias ~esaiMd above and theref>Jre, am inetgibie ior !his posi!:Dn. 

Extr;Jct 
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Job Title: Mtomay Adviser 

Armo·uncemanl Number: B-EX-Q1&184-FB USAJOBS Om!rol Nurnller: 34W1Cl00 

Applicant Name: 

Db noh~~;rSlille d.unilernlate~·&JOevel tif.efpiid'enc~e and demnr~<\r;;te.d cap;;bil>y You stoulrt te ~w;;re mat yow r;;tir,gilO subjecc to e~a)tia!ion a~-:! ver;ficalion ba&~d on the rewme. 
~iirf<'JU'i!lS, ~;~(lolhllf s;JfJWrllng il<.Jc!'m'ieiilalion. baler o!~ps inlhe sa!ectJiJn pmc.esE ar;;- spocilicaliy t!as;()neJ to \i·erlly ;w1r stale>:! le>ml m a:qxeriem;e ami demnnstr;;ted capaoi!iiy 
.altem.pffi ·fo falsify irlfufmruliln may be gmu~ds !orr non-;;eiiKM'>-
M~rrat;ve 
!.r:dhi:d.e:Rt:~ok~~iow, ~teas~ d$crlb:e:ytnJf ~xp.ed~-c£ as lt relates· h') ymJr :<u:r:wAedge onaws. rul9s. and regufatlcns ·~nat gm~em tll~ securmes. ~ndli·St~"Y. i:r: p:artlcu!ar.. the Fedeoral secur!ti:es ::aws 
imollil~g fll\!)t)Qipii !i1't!lri(l"'ii of ol!)er \€§~! aspech of m~niqp.a! securiiies. Failure tc• demcnslrote ynt~r qt;a!mc-Jtions mey result in oei~g wnsirtereJ 20i r;-ghly qt!alifi~ed for lf·•e pGsitbn 
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., .t-cs~n~n~·e: 
~h:?.Sn~~ Y:U::Jr. ~b~~it~·to £~s~inch.:$r~d ¥>'li~ ~:tb!3~tccmp~e:x: iegal1s.st:es, tnc·:ud:ir:g t~ws:e retate-d to tat<O:r fH'lC: :e-~p·!~.:wr:~:et~t fa1.)<'. ar:-d;'or Q!J:es:J:::m:.;: c:f s.t~:t:Jt:Dr~ and r:egw!.;tm)' interpH~t:a!k:l'l 
*·R:z:qtlke-1 

U::e 3e3H:er ~!JHespon-cHn-g ta ;:he sta:temer:t ~!~at tn!)S.t clearly aml accurate~y (!es.::xlt:.es ynu; H13HEST 1.e'-;:e11Jf f!'iper:e-nc~ 
?"""""~"""'·"f.!lf ~he F~cl-re:::a~ Sm"i:i":ii"..:.f1 :LabGr·Marle:gem:f1nt Re:la~::c:·n-:: Stat:.Ite and :Tiher ;aws, rule::. and regt;!:aiions !:nvo!vlng tabor-mar.a9err:e:1t rel•s:E~mrs. sud~ es tr·'!-e "''"'!j;"""'""'J' 

0 B ~ I1~Ve ~~·$lm¢WI:i;::d!;}~ :Oi' t~1(;: F:(:!<l~!'8·i Se:·v~c.e· la00r-Mana.g-B:r::€·nt R.~;:dotio:"".:s stattJte ar:d lJ:tne·r ta·;>,<s, ru~es, and r·~gllla1~cms in~mlving i;;b{lr-managem€~~ n;;:~attons. 3t:-::;l1 as ih-s NaU0~a: 
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•!• Specifically authorized by OPM Philadelphia 
Office 

•!• DOJ Inquiry 

•!• Will request written interpretation. 
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•!• Manager Access During the Post-Posting and 
Pre-Certificate Phases 

•!• Use of Overly Narrow Specialized Experience 

Requirements 

•!•Improper Application of OPM Basic 

Qualifications Standards and Role of the HRA 

•!• Skill Level of NHQ Staff 
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•!• "Moreover, agency managers and supervisors must 
assume a leadership role in recruiting and selecting 
employees from all segments of our society. Human 
resource offices must provide critical support for these 
efforts." 

•!• Agency heads shall take the following actions no later 
than November 1, 2010: 
(b) require that managers and supervisors with 
responsibility for hiring are: 

{1} more fully involved in the hiring process, including planning 
current and future workforce requirements, identifying the skills 
required for the job, and engaging actively in the recruitment and, 
when applicable, the interviewing process; and 

Extr;Jct 
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•!• 5 USC§ 2301. MERIT SYSTEMS PRINCIPLES 
• (b) Federal personnel management should be implemented consistent with the following merit system 

principles: Recruitment should be from qualified individuals from appropriate sources in an endeavor to 
achieve a work force from all segments of society, and selection and advancement should be determined 
solely on the basis of relative ability, knowledge, and skills, after fair and open competition which assures 
that all receive equal opportunity. 

•!• 5 USC§ 2302- PROHIBITED PERSONNEL PRACTICES 
• 11 (A) knowingly take, recommend, or approve any personnel action if the taking of such action would violate 

a veterans' preference requirement; or (B)knowingly fail to take, recommend, or approve any personnel 
action if the failure to take such action would violate a veterans' preference requirement; or (12) take or fail 
to take any other personnel action if the taking of or failure to take such action violates any law, rule, or 
regulation implementing, or directly concerning, the merit system principles contained in section 2301 of this 
title. 

•!• DOE presumes that viewing candidates prior to certificate generation is equal to a 
merit system violation. 

•!• DOE Statement: {(Unless it is expressly permitted, we are taking the stance that it is 
prohibited." 

•!• There are no regulations or case law that prohibits managers from engaging in the 
hiring process and reviewing candidates prior to certificate generation including 
participation in the ranking panel process. 

Extr;Jct 
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•!• Avue has two features that DOE is calling into question. 
• 1. Test List Functionality 
• 2. Managers viewing candidates post-posting and pre-certificate generation. 

•!• Test-List Functionality has been in Avue since 2001 and never been questioned in an OPM 
audit or an agency internal audit. 

•!• Manager views were added after the hiring process memo was released in order to provide 
managers with information, metrics, and views into how their recruitment was going. 

•!• In OPM audits, questions related to Avue functionality have included the following: 
• How does Avue generate the random number for tie-breakers? 
• How is the algorithm structured to score candidates in the competency-based assessment process? 
• Specific references to Avue in the text of the vacancy announcement are inappropriate and may lead 

to the appearance of an endorsement. 

•!• No audits by OPM or internal agency conducted accountability audits have had any other 
questions, issues, or findings with regard to Avue functionality. 

•!• Avue has an Interconnection Agreement with OPM to transfer data into Avue for job 
applicants and to transfer the four notification points into USAJOBS for the agency's applicant 
profiles there. 

•!• Avue functionality has never had an adverse finding in any employment litigation or internal 
or other employment investigation. 

Extr;Jct 
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1. Level Definitions of KSAs: In some cases, it was difficult to 
distinguish between the level definitions. 

2. KSAs Absent Supportable Measures 
3. Use of KSAs as De facto Screen-Out Elements: BPA is using 

the KSA as a screen-out/selective placement factor. There is 
no indication of the screen-out/selective placement factor 
on the vacancy announcement as required in DEOH, 
Chapter 3, Section C, Create a Job Announcement. 

4. Lack of Clear Guidance on the Rules for Panel Scoring 
s. Inconsistent and Unstructured Case File Management: Case 

files maintenance is a particularly notable problem. 

Extr;Jct 
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1. Identify Any Patterns in the Vacancies where Cut-off Scores Were Used. 
2. Rewrite the Standard Operating Procedure on Category Rating. 
3. Analyze the Applicant Pools of Vacancies with Large Numbers of Applicants 

to Increase the Quality of Basic Qualifications Screening. 
4. Incorporate Avue's Assessment Process into Applicant Review. 
s. Identify RSAs, HRAs and Selecting Officials Needing Additional 

Inform at i o n/T raining. 
6. Address all Cases with Legal Violations. 
7. Case File Management. The DEO Handbook offers guidance on what 

should be maintained as part of a case file. 
8. Finally, BPA should determine how it will deal with the lost consideration 

cases created by the use of cut-off scores. If BPA determines that it should 
not have used cut-off scores, those cases where lost employment occurred 
as a result of this practice should be addressed immediately. 

Extr;Jct 
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•!• Need detailed case listings from DOE and OPM 
•!• Thus far, the general and broad conclusions presented by DOE to BPA are 

not regulatory violations as related to Title 5. 
•!• Category rating violations, which have been deemed violations of 

veterans' preference, are due to deviations of BPA's own category rating 
policy. Category rating policies are established individually by agency and 
not by across the board regulations as defined by statute or OPM. 

•!• Use of overly narrow qualification requirements or improper application 
of OPM qualification standards may violate the Uniform Guidelines on 
Employee Selection Procedures and BPA likely has violations of the 
procedures in OPM's DEOH that may result in adverse consequences to 
veterans as a result of these requirements or how they are interpreted. 

•!• OPM and DOE are charging BPA with 100% case reconstruction to 
determine if other violations have occurred. It is highly likely that this will 
be a predecessor activity to BPA having hiring authority restored by DOE. 

Extr;Jct 
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•:•BPA's DOE Guidance Memoranda, last modified 09 20 2012 

Not applicable to BPA. BPA is not covered by Chapter 7 (VII}- Position Classification, therefore 

Guidance Memo does not apply. 

•!•DOE 320.1 I REQUIREMENTS 
General. Human resources officer and chief classifier positions must be classified by or under the 
direction of the senior human resources officer at the next higher level in the organization. In no 
case may human resources officers (or any of their subordinates) classify their own positions or 
that of their senior human resource specialist (classification} positions. 

•!• Impact Analysis on BPA for Non-Supervisory GS-13/14/15 Positions 
•!• DOE Issues: 

11 Use of language from the classification standard in the PD 
11 BPA is not an 'agency' for classification purposes 

•!• Review Avue Policy Analysis 
11 High Grade 1-Grade Interval Jobs 
11 Non-Supervisory GS-14/15 Crediting Factor 1-8 and 2-5 
11 Position Management Governance Board Structure 
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Recommendations & Resolution 
Staffing 
•!• Take no individual actions unless a 

specific regulatory violation is 
identified. 

•!• Unless considered of value to BPA, 
do not change any processes 
without first determining that a 
regulatory violation has occurred 
and proven to be a pattern and 
practice. 

•!• Adhere to the review process 
initially established jointly by Avue 
and BPA HCM management. 

•!• Ascertain what DOE believes to be 
the process for activating hiring 
immediately. 

•!• Continue with deactivation of the 
manager's view of candidates until 
BPA determines a different process 
for engagement is valuable. 

Classification 
•!• Focus on management's right to assign 

work and the right to structure BPA in 
accordance with its mission 
requirements. 

•!• Utilize the right to assign work to 
suspend any adverse actions related to 
job classification until sufficient position 
management reviews are conducted 
and internal position management 
controls are in place. 

•!• Write BPA-unique policies that interpret 
the classification standards in a manner 
that relates to the mission and proper 
execution of the mission. 

•!• Review and determine which positions 
are (interchangeable' between BFTE 
and CFTE for classification purposes- to 
use the {constructed' grade for 
classification purposes especially for 
positions that may appear non
superprvisory in the classic sense. 

tn 
Perrr~tssion to Extract 
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•!• Conduct thorough manager training and institute a communications 
plan regarding the current hiring process and improvements to it 
and BPA's policy on position management and classification. 

•!• Activate the position management governance board process. 
•!• Hire a Chief of Classification to reside in NHI- ensure the criteria 

for candidate assessment is heavily focused on federal classification 
experience to include appeal adjudication if possible. 

•!• Hire a replacement for the NHQ supervisory position that has very 
clear and directly applicable federal staffing and classification 
credentials and has experience with successful audits and staffing 
operations management. 

•!• Determine how NH should be structured to provide immediate 
opportunities to regain authorities and provide DOE and OPM with 
assurances there are sufficient internal controls within BPA. 
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Message 

From: Avue Co-CEOs [CEO@avuetech.com) 

Sent: 9/23/2013 2:42:30 AM 

To: Young, Winston B (BPA)- NSSF-4 [/O=BPA/OU=EXCHANGE ADMINISTRATIVE GROUP 

(FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=WBY8256]; Kundu,Sanjit K (BPA)- NSSF-4 [/O=BPA/OU=EXCHANGE 

ADMINISTRATIVE GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=SKK1567] 

Subject: Analysis of Audit Results for BPA 

Sanj it and Winston, we are nearly complete with respect to the reports for BPA. We will have a complete analysis of the dueling 

audit reports as wel l as a fit-gap analysis regarding DOE/OPM required and recommended actions as related to the 

feature/functionality delivered under our contract with BPA. We thought it important to tie in the features required under the 

contract and associate them to each required action in order to illustrate that, by using A vue, BPA would have essentially completed 

all required actions mandated by either DOE or OPM. We hope to have this to you by close of business Tuesday. Also, our offer still 

stands to provide BPA executives with a full briefing. Thanks very much, linda and Jim 

l_inda E. !)rooks Kix and james D. Miller 
CzChief Executi.'ie Officers 
Jl'!tfe Technologies Corporation 

1145 Broadway Plaza, Suite 800, Tacoma, WA 98402 
Ph• 253.573.1877 (Ellin Bursese, Executive Assistant) 
Celt:~for LBR, for JDM 
Em~l: ct=o@avuetech.com 
Web: '\.~.avuetech.com 

(b )(6) (b)(6) 

Internet Email Confidentiality: Privileged/Confidential Information may be contained in this message. If you are not the addressee 

indicated in this message (or responsible for delivery of the message to such person), you may not copy or deliver this message to 

anyone. In such case, you should destroy this message and kindly notify the sender by reply email. Please advise immediately if you 

or your employer do not consent to Internet email for messages of this kind. Opinions, conclusions, and other information in this 

message that do not relate to the official business of my firm shall be understood as neither given nor endorsed by it. 
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Winn,Kim S (BPA) - NN-1

From: Young,Winston B (BPA) - NSSF-4
Sent: Tuesday, October 08, 2013 4:44 PM
To: Kundu,Sanjit K (BPA) - NSSF-4; Margeson,Jacilyn R (BPA) - LC-7; Bell,Kevin (BPA) - N-4
Cc: Hawkins,Sarah T (BPA) - LC-7
Subject: RE: 10.08.2013 Avue Chronology

Hi Jaci, 
 
Well stated.  No additional comments. 
 
I concur with Sanjit’s clarification of the competitive award.   
 
Thanks, 
Winston 
 

Winston B. Young 
Contract Specialist 
Bonneville Power Administration 
Mail Stop NSSF‐4, P.O. Box 3621 
Portland, OR 97208 
Phone: 503.230.3603 
 

From: Kundu,Sanjit K (BPA) - NSSF-4  
Sent: Tuesday, October 08, 2013 4:00 PM 
To: Margeson,Jacilyn R (BPA) - LC-7; Young,Winston B (BPA) - NSSF-4; Bell,Kevin (BPA) - LC-7 
Cc: Hawkins,Sarah T (BPA) - LC-7 
Subject: RE: 10.08.2013 Avue Chronology 
 
Hello Jaci –  
 
I think that you have captured everything accurately with the exception of the first sentence.  This acquisition was fully 
competed (against Monster, DOE’s hiring system) over the course of almost a year.  I have attached the Document of 
Award Decision. 
 
Please let me know if you have any questions.  Winston has come back from his training class and will review this and 
provide any additional comments. 
 
Thanks, 
SKK 
 

Sanjit K. Kundu  
IT Contracts Administrator  
NSSF - IT, Supplemental Labor, & Professional Services Purchasing  
Bonneville Power Administration  
U.S. Department of Energy  
Mail Stop NSSF-4, P.O. Box 3621  
Portland, Oregon 97208  
Phone: 503-230-3518  
Fax: 503-230-4508  



From~ 

Sent: 
To: 

Subject: 

Johnson,G Douglas (BPA) ~ DKPM~7 

Wednesday. October 09, 2013 3:54 PM 
Mainzer,EIIiot E (Bf>A)- A-7; Margeson,Jacilyn R (SPA)- LC-7; Cogsweii,Peter (BPA)
DK-7; Beii,Kevin (BPA)- N-4 
AP request for Avue report 

The new AP reporter in the Portland Bureau I was working with yesterday has asked for a copy of the A vue report . She 
called A vue and requested i t. They replied that they have now delivered the report to us, and she would have to get a 
copy from us. Given what we are sending to Ben by the end of the day) I would suggest we send her this: 

(b)(5) 

Thoughts. 

Doug Johnson 
503-230-5840 




