
The Secretary of Energy
Washington, DC 20585

May 5, 1998

The Honorable John T. Conway
Chairman
Defense Nuclear Facilities Safety Board
625 Indiana Avenue, NW, Suite 700
Washington, D.C. 20004

Dear Mr. Chairman

I have enclosed the revised Implementation Plan (Plan) for Defense Nuclear
Facilities Safety Board (Board) Recommendation 93-3, Improving DOE Technical
Capability in Defense Nuclear Facilities Programs. This Plan renews the
Department’s commitment to maintaining the technical capability necessa~ to
safely manage and operate defense nuclear facilities.

The Department applied the principles of integrated safety management to develop
this Plan, which describes our commitment to’recruit, develop, and retain technical
personnel responsible for safety at defense nucleq, facilities. The Plan reflects
current initiatives, addresses previous actions that d“d not have the desired effect,

\
and identifies realistic commitments that account for significant changes in the
Department’s mission, resources, and personnel constraints. Of primary importance
is the Plan’s focus on senior leadership, line management ownership, and
management of the Department’s essential technical capabilities.

The Plan builds upon recent accomplishments, including, a two-year extension of
the Department’s Defense Act Excepted Service personnel authority, development
of a model set of policies and procedures to preserve critical technical capability in
a downsizing environment, noteworthy progress under the existing Technical
Qualification Program, and initiation of a technical career path pilot program.

By implementing this Plan, the Department will continue to consolidate its ongoing
efforts to improve Federal workforce technical capability. We look forward to the
continued involvement of your staff as a means of keeping you informed of our
progress.

Sincerely,

d Q“449=-4%
Federico Pefia

Enclosure
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C Credit for Existing Technical Qualification Program(s):  The program should be
structured to allow credit, where appropriate, for other technical qualification program
accomplishments to date.

C Transportability:  Competency requirements that have been identified as having
Department-wide applicability must be transferable.

C Measurable:  The program must contain sufficient rigor to demonstrate compliance to the
principles.

The approach that will be followed to evaluate the effectiveness of the Technical Qualification
Program will consist of an initial (Phase I) assessment of the existing Program for each office with
defense nuclear facility responsibilities.  Each assessment team will report to the Office Manager and
the Chair of the Federal Technical Capability Panel, and will generally consist of a small group of
personnel from the office being assessed, and other offices, and will include representation from the
Federal Technical Capability Panel to provide mentoring, rigor, and to ensure a consistent approach.
Phase I Assessments will be used as the basis for revising, as appropriate, the direction of the
Technical Qualification Program for the office.  This Assessment will be performance-based and will
evaluate the following:

C Are the Technical Qualification Program principles embodied in the office’s program?
C Are the roles and responsibilities defined?
C Does it require a rigorous job and task analysis to be performed for each identified position?
C Are related knowledge, skill, and ability elements defined?
C Is an assessment system in place that measures the technical competency of personnel?
C Are there feedback mechanisms included in the program?
C Does the program meet the office’s mission needs?
C Are the appropriate positions included in the program?
C Has the technical competency of personnel been upgraded?
C Is the level of technical competency of personnel who have completed the program adequate

and appropriate?
C Do the office programs identify job-specific requirements that focus on rules, regulations,

codes, standards, and guides necessary to carry out the office’s mission needs?
C Are the office-specific programs consistent with the office’s roles and responsibilities?
C Have the office-specific programs verified the adequacy of each individual’s experience and

relevant experience?
C Does the Program provide for continuing training?

Information will be addressed in the Level 1 Functions, Responsibilities and Authorities Manual that
defines the roles and responsibilities for each organization whose functions may affect the safe
operations of a defense nuclear facility.  Deficiencies in Technical Qualification Program Plans will
be corrected using the Systematic Approach to Training methodology to identify position
requirements, individual competence, and developmental needs.  Qualification requirements for each
position included in the Technical Qualification Program, and the offices’ Technical Qualification
Program Plan, will be based on the Systematic Approach to Training principles.  The Systematic
Approach to Training involves a system of analysis, design, development, implementation, and
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evaluation that addresses the roles and responsibilities of positions, the technical capability of persons
filling those positions, and alternatives for addressing identified developmental needs.   Revised
Technical Qualification Program Plans will be provided to the Federal Technical Capability Panel for
review to ensure that each office’s Plan is consistent with the Technical Qualification Program
principles.  These requirements will identify the necessary basic technical knowledge; the technical
discipline competency requirements; and the position-specific knowledge, skills, and abilities
(discussed below).  This will allow a flexible approach to meeting the principles of the Technical
Qualification Program to upgrade the technical capabilities of personnel to achieve the site’s mission.
It should be noted that the current Technical Qualification Program will meet these requirements if
effectively implemented.

Basic Technical Knowledge: This includes basic fundamental knowledge of radiation protection,
occupational safety, chemical safety, nuclear safety, environmental regulations, and other areas.  It
is expected that these requirements will be applicable to all federal technical personnel.

Technical Discipline Competency: Competency in a technical discipline (e.g., mechanical engineering,
chemical engineering) which can be demonstrated by education, professional certification, or 
examination.

Position Knowledge, Skills, and Abilities: Specific to the position and the office.

In a case where an office has performed a previous assessment of its Technical Qualification Program,
it may be acceptable for the office to deliver its assessment results to the Federal Technical Capability
Panel for an audit to assure that the intent of the policy, criteria and guidance for a Phase I
Assessment has been met.

Phase II will consist of a follow-on assessment, to be conducted after the Technical Qualification
Program is revised in accordance with the Phase I Assessment, and is being implemented.  Phase II
Assessments will continue periodically for the duration of the Program.

Policy, criteria, and guidance addressing the scope, team composition, and conduct of Phase I and
II Technical Qualification Program Assessments will be institutionalized and promulgated through
the Department’s Directives System to ensure a systematic approach to these activities.

The desired outcome for the resolution of this issue is a measurable commitment by the Department
to implement a flexible process, based on uniform principles, to appropriately enhance the technical
capabilities of the federal workforce.

Performance measures will include:

C Revised DOE Order 360.1 issuance,
C Completion of all Phase I Assessments, and
C Successful completion of all Phase II Assessments that show the Technical Qualification

Program principles are being met.



Department Implementation Plan - Improving DOE Technical Capability

Revision 1.d, 3/31/98 Page 23

DELIVERABLES/MILESTONES

Commitment 5.4.1 Revise DOE Order 360.1, Training, and issue supporting guidance as
applicable to incorporate the objectives, policies, requirements,
responsibilities, and authorities necessary to support federal workforce
technical capability development.

Lead Responsibility: Assistant Secretary for Human Resources and Administration

Deliverables: 1) Revised DOE Order 360.1, Training
2) Supporting guidance documents (as applicable)

Due Date: October 1998

Commitment 5.4.2 Phase I Assessments completed.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management

Deliverable: Phase I Assessment Reports provided to the Chair of the Federal
Technical Capability Panel.

Due Date: September 1998

Commitment 5.4.2.1 Phase I Assessments analyzed.

Lead Responsibility: Chair of the Federal Technical Capability Panel

Deliverable: Analysis of Phase I Assessment Reports.

Due Date: November 1998
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Commitment 5.4.3 Field Office and Program Office Technical Qualification Program
Plans will be updated to reflect the results of the Phase I Assessment.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management

Deliverable: Updated Technical Qualification Program Plans from each affected
Office provided to the Chair of the Federal Technical Capability Panel.

Due Date: December 1998

Commitment 5.4.4 A Technical Qualification Program which meets the Technical
Qualification Program principles, including completion of Phase II
Assessments, is in place at all Field Offices and Program Offices.

Lead Responsibility: Deputy Secretary

Deliverable: Each affected Office will report their commitment status to the Chair
of the Federal Technical Capability Panel, for inclusion in a
consolidated Technical Qualification Program implementation status
report.

Due Date: September 1999

5.5 RETENTION

ISSUE DESCRIPTION

The Department must identify the critical technical capabilities which are essential to defense nuclear
facility safety functions and retain highly qualified personnel in those positions.  

RESOLUTION APPROACH

A highly competent technical workforce, such as qualified Facility Representatives, Senior Technical
Safety Engineers, Criticality Safety Engineers, Fire Protection Engineers, and Nuclear Explosives
Safety Engineers, represent valuable corporate assets which must be managed and preserved to
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effectively and safely carry out the Department's missions.  The Department has concluded that three
issues provide challenges to the retention of capable technical personnel:

C Future funding actions are likely to result in significant staffing changes;
C During Reduction-In-Force actions, technical line managers have little control of the

personnel "bumping" and "retreating" process; and

C The scope of existing retention incentives are not sufficiently understood or used throughout
the Department.

In the face of likely future funding actions, the Department will proactively manage and preserve the
technical capabilities needed to perform functions essential to maintaining health and safety of the
public and workers.  While preparing for a Reduction-In-Force, some Departmental elements were
able to complete actions to ensure that Facility Representative positions would remain filled by
qualified personnel.  Examples of such mechanisms include the revision of position descriptions and
performance standards to reflect the selective qualifications required to perform the critical duties and
responsibilities of the positions.  Such qualifications can then justify different competitive levels from
those of general technical positions, and help ensure the Department’s preservation of critical
technical capabilities.  A working group has begun preparing a model incorporating these mechanisms
into Facility Representative position descriptions.  This model will be included in the Facility
Representative Personnel Guide, and discussed at information briefings for line managers.  These
mechanisms will be institutionalized and disseminated to all offices for use to ensure future funding
actions do not adversely affect technical capabilities represented by these positions. 

In conjunction with applying the standardized mechanisms to Facility Representative positions, the
Department's senior line managers will review their organizational structure to identify other positions
which possess critical technical capabilities.  This list of critical technical positions will be provided
to the Federal Technical Capability Panel for its review.  The Department’s standardized mechanisms
for retention of highly qualified technical personnel will be applied to these additional critical
positions.

Over the long-term, the Department must resolve the issue of the lack of senior line management
control over personnel retention activities.  Only line management can identify those technical
capabilities critical to ensuring continued safe operations of defense nuclear facilities.  The
identification of these capabilities and positions must be merged with retention activity planning, and
then integrated with the overall staffing plans.  Position descriptions must accurately reflect the full
spectrum of minimum standards and requirements for full qualification within that position, and
supervisors need a mechanism to hold employees accountable for performance.

Existing processes and regulatory authority are in place, but not generally used, to support various
retention efforts within the Department.  Fellowships, residencies, industry-exchange, and student
stipend programs are authorized in accordance with regulatory provisions found in 5 C.F.R. Part 410
governing academic degree training to relieve recruitment or retention problems.  More informal
activities can include rotational assignments, on-the-job training, and continuing education
opportunities.  The Department is currently piloting a dual-career path initiative at the Richland
Operations Office which provides a promotion path for highly skilled technical employees who do
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not choose supervision or management as their long-term career field of choice.  Once sufficient time
and experience has been invested in the pilot to adequately measure outcomes, the results will be
evaluated and referred to the Federal Technical Capability Panel to consider expanding the initiative
at other locations.

Employees who continuously exhibit sustained superior performance in identified technical positions
can be considered for these types of retention activities as a means of cultivating and maintaining
critical technical expertise within the Department.  Once the line organizations have identified their
critical technical capabilities and positions, managers can use the tools available to enhance retention
of personnel in those key positions.  These mechanisms will be incorporated into the handbook
entitled “RECRUITING, HIRING, AND RETAINING HIGH QUALITY TECHNICAL STAFF; A
Manager’s Guide to Administrative Flexibilities.”  The Servicing Personnel Office, Headquarters
Human Resources offices, or the Office of Personnel Management can provide support in
implementing these programs as required.

As the Department’s Field Offices undertake decommissioning and closure, a challenge arises to
maintain critical technical competence during the final shutdown phases at the office; and, after
closure, to retain and redeploy these employees to other offices in the Department.  In the case of the
Pinellas Plant, the Office of Defense Programs, Office of Environmental Management, and the
Albuquerque Operations Office effectively managed this challenge by addressing employment issues
in its Transition Plan.  Key employees who agreed to stay on at Pinellas until shutdown was complete
were then transferred to mutually agreeable assignments at other offices.  Other Field Offices and
Program Offices should address this retention issue when developing Transition Plans.

The desired outcome related to this initiative is a marked increase in line management’s systematic
planning and implementation of a variety of retention activities to increase the Department’s overall
success in maintaining technical capability.

Performance measures include:

C The number of technically qualified personnel retained in technical safety positions,
C The number of critical positions which are identified and adequately preserved against loss

of expertise, and
C Usage rate of retention tools and mechanisms to cultivate and retain critical technical

personnel.

DELIVERABLES/MILESTONES

Commitment 5.5.1 Develop Policies and Procedures which enhance line management
capabilities to preserve critical technical capabilities and positions
(such as Facility Representatives, Senior Technical Safety Managers,
Criticality Safety Engineers, Fire Protection Engineers, and Nuclear
Explosives Safety Engineers).

Lead Responsibility: Assistant Secretary of Human Resources and Administration and
Associate Deputy Secretary for Field Management
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Deliverable: Policies and Procedures incorporated into the Facility Representative
Personnel Guide.

Due Date: June 1998 

Commitment 5.5.1.1 As the Department-wide model for maintaining critical technical skills,
implement Policies and Procedures developed under Commitment
5.5.1 above for Facility Representative positions.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office

Deliverable: Description of how Policies and Procedures to preserve Facility
Representative capabilities and positions have been implemented.

Due Date: June 1998 

Commitment 5.5.1.2 Implement Policies and Procedures developed under Commitment
5.5.1 above, and strengthen position descriptions and performance
standards, for the other critical technical positions (e.g., Senior
Technical Safety Managers, Criticality Safety Engineers, Fire
Protection Engineers, and Nuclear Explosives Safety Engineers).
Completion of this Commitment will be reported to the Chair of the
Federal Technical Capability Panel.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management
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Deliverable: A letter stating that Policies and Procedures to preserve the critical
technical capabilities and positions identified in Commitment 5.3.1,
including representative samples of revised position descriptions and
performance standards, have been implemented.

Due Date: July 1998

Commitment 5.5.2 Communicate information on the level of authority and flexibility line
managers have related to retention activities, professional
development activities, and other personnel tools. 

Lead Responsibility: Federal Technical Capability Panel, with input from HR-3

Deliverable: Information briefings provided to Operations Office and Program
Office line managers.

Due Date: September 1998
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APPENDIX A:  Glossary of Terms

This glossary is intended to provide clarity to the Implementation Plan.  It is recognized that some
of the terms listed below may be defined in other ways.  The definitions provided below reflect the
meaning of the term as used in this Implementation Plan.

Alter Ego: Senior line managers at each office with defense nuclear facility
responsibilities who represented the Manager/Principle Secretarial
Officer in all technical personnel matters.

Attrition: The loss of qualified federal employees in the normal course of events,
as through retirement, relocation, reassignment, resignation, budget
cuts, etc.

Career Path Planning: An on-going process that provides periodic opportunities for
individuals to plan a direction for advancement and career
achievements within the organization and to communicate their desires
for future assignments and career aspirations.

Corporate Approach: An approach that calls for an alliance of training managers across the
complex joining together to address training policy and practices while
maintaining the autonomy of the day-to-day operations of the various
training organizations.

Critical Technical Skills: The knowledge, skills, and abilities essential to provide management,
direction, and guidance integral to the safe accomplishment of the
Department’s defense nuclear missions and responsibilities.

Defense Nuclear Facility: A production, utilization, or nuclear waste storage facility that is
under the control or jurisdiction of the Secretary of Energy and that
is operated for national security purposes.

Department of Energy
Facilities: Any of the Department-owned research, development, testing,

production, utilization, or nuclear waste storage facilities.

Directives Management
System: The Department’s formal structure for promulgating and controlling

its Directives and related documents, e.g., Orders, Manuals, Guides,
and Contractor Requirement Documents.

Excepted Service: Those civil service positions that are not in the competitive service or
the Senior Executive Service.  This allows for exceptions to federal
personnel policy and procedures in areas such as recruitment,
retention, or removal of employees.
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Executive Commitment: The Department’s obligation to provide the necessary corporate
leadership to ensure that federal employees have the required technical
capabilities to safely accomplish DOE’s missions and responsibilities.

Facility Representatives: For each major facility or group of lesser facilities, an individual
assigned responsibility by the Field Element Manager (or designee) for
monitoring the safety performance of the facility and its operations.
This individual is the primary point of contact with the contractor and
shall be responsible to the facility’s Departmental Line Manager.

Federal Technical
Capability Agent: Senior line manager representing an office with defense nuclear safety

responsibilities, responsible for overseeing and resolving issues
affecting the Federal Technical Capability Program.

Federal Technical
Capability Panel: Panel established by the Revised 93-3 Implementation Plan,

comprised Federal Technical Capability Agents.  The Panel will
oversee execution of the Revised Implementation Plan, will report to
the Deputy Secretary, and will meet periodically with the Board and
its staff to communicate achievements, issues, and expectations in the
execution of the Plan.

Federal Technical
Capability Program: Established by the Implementation Plan for federal technical

employees with safety responsibilities at defense nuclear facilities.
Through this program the Department will recruit, deploy, develop,
and retain federal personnel with the demonstrated technical
capabilities to safely accomplish the Department’s missions and
responsibilities.

Federal Technical
Workforce Review Group: Group established as an outcome of the joint Department of Energy

and Board off-site meeting held on June 13 and 14, 1996, responsible
for providing coordination, oversight, review, and recommendations
to the Under Secretary concerning initiatives to improve federal
technical workforce competency in support of defense nuclear safety
management.

Fellowship Program: A program whereby selected applicants are provided the opportunity
to pursue full-time study in an approved academic program while
receiving compensation and reimbursement for tuition and selected
expenses from the Department.
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Individual Development
Plan: An individually tailored plan, established between supervisor and

employee with the assistance of a Training Specialist, outlining the
employee’s short- and long-range career objectives and the means for
achieving these objectives within certain time frames.  The purpose of
an Individual Development Plan is to increase the current proficiency,
development, and progression of the employee through a systematic
training program.

Line Management: Any management level within the line organization, including
contractor management, that is responsible and accountable for
directing and conducting work.

Line Mgmt. Ownership: Assumption of responsibility by line management for recruitment,
development, and retention of employees with the necessary technical
skills to meet specific job requirements, to the maximum extent
possible in the face of downsizing and other budgetary constraints.

Performance Appraisal: Review and evaluation of an employee’s accomplishment of work
assignments or responsibilities against performance standards
established for their positions.

Recommendation 93-3
Implementation Plan
Recast Working Group: The Group established by the Secretary in April 1997 to determine the

content and structure of the revised 93-3 Implementation Plan, and to
communicate and resolve issues affecting the successful
implementation of the revised Plan.

Reduction-In-Force: Release of an employee required because of lack of work, shortage of
funds; insufficient personnel ceiling, reorganization, the exercise of
reemployment rights or restoration rights, or reclassification of an
employee’s position due to erosion of duties.

Retention Activities: Mechanisms or processes that can be used to retain a highly
competent technical workforce in the case of future funding actions.
These retention efforts include fellowships, residencies, and industry-
exchange programs as well as rotational assignments, on-the-job
training, and continuing education opportunities.

Retention Allowance: Bonus of up to 25% of basic pay that may be paid to an employee if
the unusually high or unique qualifications of the employee or a
special need of the Department for the employee’s services makes it
essential to retain the employee, who would otherwise leave the
federal service.
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Senior Technical
Safety Manager: A senior technical safety manager is that person who is usually at the

GS/GM-15 or Senior Executive Service (SES) level and assigned the
direct responsibility to manage technical programs, resources, and/or
Department personnel who provide assistance, direction, guidance,
oversight, or evaluation of contractor technical activities impacting the
safe operation of defense nuclear facilities.

Staffing Plan: A comprehensive analysis of organizations that identifies critical
technical capabilities and positions which must be maintained to assure
safe operations at defense nuclear facilities, with plans for addressing
gaps and shortages in such capabilities.

Systematic Approach
to Training: A process designed to assist facilities in their efforts to develop

training programs based on the following phases: 1) analysis, 2)
design, 3) development, 4) implementation, and 5) evaluation.

Technical Capability: The necessary experience, knowledge, skills, and abilities required of
Federal and contractor personnel to safely accomplish the
Department’s defense nuclear safety related missions and
responsibilities.

Technical Excellence: A Departmental philosophy intended to ensure that the Department’s
technical staff has the training and education necessary to execute the
Department’s missions and assure the safe, environmentally sound,
and cost-effective execution of its responsibilities with the goal of
continual improvement toward excellence.

Technical Leadership
Development (Intern)
Program: A formal, structured, continuous program for recruiting, developing,

and retaining high-quality, entry-level technical professionals.  The
program was designed to use a wide range of developmental
experiences to accelerate the growth and experience level of the
participants.

Technical Personnel: All Department personnel in 800 and 1300 occupational series and
others who, according to their duties and responsibilities, provide
direction, guidance, oversight, or evaluation of contractor technical
activities.  The definition is inclusive of positions that require
professional judgement in technical matters; thus, it is implied that
technical competence is requisite to the job.
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Technical Qualification: The process that is used to objectively determine that individuals
performing activities related to the technical management, oversight,
or operation of the Department’s nuclear facilities possess the
necessary knowledge, skills, and abilities, as determined by a
functional analysis of position requirements, to effectively perform
their specific duties and responsibilities.

Technical Qualification
Program: A program used to identify position requirements, individual

competence, and developmental needs of any employee performing
activities related to the technical management, oversight, or operation
of the Department’s defense nuclear facilities.

Technical Qualification
Standard: A document that describes the process and requirements to objectively

determine that individuals can effectively perform specific activities
related to technical management, oversight, or operation of the
Department’s nuclear facilities.  The document typically describes the
selection criteria, initial training requirements (in terms of knowledge,
skills, and abilities), continuing training requirements, and
performance evaluation criteria.

Workforce Analysis: An analysis of technical positions to identify required critical technical
skills necessary to accomplish the organization’s mission, and to
recognize where shortages of these skills necessitate possible
recruitment or deployment of qualified personnel to furnish the
necessary technical capacities.
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APPENDIX B:  Summary of Commitments

Commitment
Number

Deliverable Due Date

4.2.2.1 First semi-annual written report provided to the Board. October 1998
5.2.1 Designated Federal Technical Capability Agents. May 1998
5.2.1.1 Charter defining roles and responsibilities of the Federal Technical

Capability Panel, approved by the Deputy Secretary, and first
meeting conducted.

May 1998

5.2.2 Revised Federal Technical Capability Policy incorporated into the
Department’s Directives Management System.

July 1998

5.2.3 Revised handbook entitled “RECRUITING, HIRING, AND
RETAINING HIGH QUALITY TECHNICAL STAFF; A Manager’s
Guide to Administrative Flexibilities” incorporated into the
Department’s Directives Management System.

July 1998

5.2.4 Functions, Responsibilities and Authorities Manual revision 
(Level 1).

November 1998

5.3.1 Staffing Plans provided to the Chair of the Federal Technical
Capability Panel.

December 1998

5.3.2 First Annual Report provided to the Secretary. March 1999
5.3.3 Revised program guidance which addresses current issues and

including, as appropriate, procedures and methods that can be used
by Department line organizations.

December 1998

5.4.1 1) Revised DOE Order 360.1, Training
2) Supporting guidance documents (as applicable)

October 1998

5.4.2 Phase I Assessment Reports provided to the Chair of the Federal
Technical Capability Panel.

September 1998

5.4.2.1 Analysis of Phase I Assessment Reports. November 1998
5.4.3 Updated Technical Qualification Program Plans from each affected

Office provided to the Chair of the Federal Technical Capability
Panel.

December 1998

5.4.4 Each affected Office will report their commitment status to the Chair
of the Federal Technical Capability Panel, for inclusion in a
consolidated Technical Qualification Program implementation status
report.

September 1999

5.5.1 Policies and Procedures incorporated into the Facility
Representative Personnel Guide.

June 1998

5.5.1.1 Description of how Policies and Procedures to preserve Facility
Representative capabilities and positions have been implemented.

June 1998

5.5.1.2 A letter stating that Policies and Procedures to preserve the critical
technical capabilities and positions identified in Commitment 5.3.1,  
including representative samples of revised position descriptions and
performance standards, have been implemented.

July 1998

5.5.2. Information briefings provided to Operations Office and Program
Office line managers.

September 1998
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APPENDIX C:  Summary of Department Internal Management Actions

The Department Internal Management Actions describe the critical actions which support the
commitments described in section 5 of this Implementation Plan.  It is intended that these interim
actions can be changed without formal revision to the Implementation Plan, and without the formal
commitments being affected.  The following actions are for informational purposes only and are
included in the Implementation Plan as internal management actions:  

Action 1: Identify an individual in the Office of the Deputy Secretary to serve as
a focal point for the Federal Technical Capability Panel and to
coordinate with the Board on related issues.

Lead Responsibility: Deputy Secretary

Deliverable: Individual from the Office of the Deputy Secretary identified

Due Date: March 1998

Action 2: Identify the manager responsible for technical capability and revise
position descriptions and performance evaluation plans to reflect their
duties and responsibilities.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management

Applicability: Department-wide

Deliverable: Revised Position Descriptions and Performance Evaluation Plans

Due Date: April 1998
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Action 3: Institutionalize policy, criteria and guidance, based on the model and
mechanisms identified in the revised Implementation Plan, which are
expected to establish a systematic, corporate process which will
periodically assess technical needs and initiate action to recruit,
develop, and retain the technical capability necessary to achieve the
Department’s missions.

Lead Responsibility: Federal Technical Capability Panel

Applicability: Department-wide

Deliverable: Institutionalized policy, criteria and guidance for the Federal Technical
Capability Program assessments.

Due Date: June 1998

Action 4.a: Establish a mechanism to obtain internal and external experts to
periodically assess the effectiveness of the Federal Technical
Capability.

Lead Responsibility: Federal Technical Capability Panel

Applicability: Department-wide

Deliverable: Mechanism developed to obtain internal and external experts.

Due Date: September 1998

Action 4.b: Periodically assess the effectiveness of the Federal Technical
Capability Program using both internal and external experts.

Lead Responsibility: Federal Technical Capability Panel

Applicability: Department-wide

Deliverable: A letter to the Board which provides an overview of the Assessment
and key findings.

Due Date: June 1999
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Action 5: Conduct workshops in the field and at Headquarters, with affected
senior office managers, to increase awareness of the flexibilities
outlined in the revised handbook entitled “RECRUITING, HIRING,
AND RETAINING HIGH QUALITY TECHNICAL STAFF: A
Manager’s Guide to Administrative Flexibilities.”

Lead Responsibility: Federal Technical Capability Panel

Applicability: Department-wide

Deliverable: First workshop conducted and an aggressive schedule set for
remainder of the workshops

Due Date: Mid-1998

Action 6: Pursue periodic renewal of Excepted Service Authorities to fill key
technical positions.

Lead Responsibility: HR-31

Applicability: Department-wide

Deliverable: Actions to pursue periodic renewal of Excepted Service Authorities
initiated.

Due Date: February 1999

Action 7.a: Perform a workforce analysis to identify the critical technical skills,
including Senior Technical Safety Managers, which must be
maintained to assure safe operations at defense nuclear facilities.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management

Applicability: Department-wide
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Deliverable: Workforce analysis conducted.

Due Date: May 1998

Action 7.b: Where critical technical shortages exist, using the available hiring
flexibilities (including Excepted Service Authorities), recruit and
deploy qualified personnel to furnish the required technical
capabilities.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management

Applicability: Department-wide

Deliverable: List of positions identified as critical staffing needs.

Due Date: May 1998

Action 8.a: Using a systematic approach, establish policy, criteria and guidance
which addresses the scope, team composition, and conduct of Phase
I and Phase II Technical Qualification Program Assessments.

Lead Responsibility: Deputy Assistant Secretary for Human Resources and Administration
(HR-3)

Applicability: Department-wide

Deliverable: Policy, criteria, and guidance for Phase I and Phase II Assessments
established.

Due Date: June 1998
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Action 8.b: Institutionalize the policy, criteria, and guidance for Phase I and
Phase II Technical Qualification Program Assessments.

Lead Responsibility: Deputy Assistant Secretary for Human Resources and Administration
(HR-3)

Applicability: Department-wide

Deliverable: Policy, criteria, and guidance for Phase I and Phase II Technical
Qualification Program Assessments institutionalized and promulgated
through the Department’s Directives System.

Due Date: August 1998

Action 9: Develop and implement model policies and procedures for preserving
critical technical skills associated with Facility Representative
positions.

Lead Responsibility: Federal Technical Capability Panel

Applicability: Department-wide

Deliverable: Model policies and procedures developed for Facility Representative
positions.

Due Date: May 1998

Action 10: Implement the policies and procedures developed under Commitment
5.5.1, and strengthen position descriptions and performance standards,
for other technical positions identified in the Staffing Plan developed
under Commitment 5.3.1.  Completion of this commitment will be
reported to the Chair of the Federal Technical Capability Panel.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management
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Deliverable: A letter stating that Policies and Procedures to preserve the other
technical capabilities and positions identified in Commitment 5.3.1,
including representative samples of revised position descriptions and
performance standards have been implemented.

Due Date: March 1999

Action 11: Line managers (e.g. Field Office or Program Office managers) will
provide an annual briefing to the Board on their initiatives to improve
the technical capability of their workforce and their individual
progress in meeting the revised Implementation Plan objectives.

Lead Responsibility: Manager, Albuquerque Operations Office
Manager, Idaho Operations Office
Manager, Nevada Operations Office
Manager, Oak Ridge Operations Office
Manager, Oakland Operations Office
Manager, Ohio Field Office
Manager, Richland Operations Office
Manager, Rocky Flats Field Office
Manager, Savannah River Operations Office
Assistant Secretary, Office of Defense Programs
Assistant Secretary, Office of Environment, Safety and Health
Assistant Secretary, Office of Environmental Management

Deliverable: First annual briefing presented to the Board.

Due Date: By April 1999

Action 12: Evaluate the dual-career path initiative currently piloted at the
Richland Operations Office.  This initiative provides a promotion path
for highly skilled technical employees who do not choose supervision
or management as their long-term career fields of choice.

Lead Responsible: Manager, Richland Operations Office

Deliverable: Results of evaluation provided to the Federal Technical Capability
Panel for possible utilization Complex-wide.

Due Date: March 1999


