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FEDERAL TECHNICAL CAPABILITY MANUAL

1. PURPOSE. The Department of Energy (DOE) is committed to devel oping and maintaining
atechnically competent workforce to accomplish its missionsin a safe and efficient manner
through the Federal Technical Capability Program. It is DOE policy that the program and
functions described in this Manual be used to recruit, deploy, develop, and retain a
workforce that can ensure this occurs. The Department will strive to recruit and hire
technically capable personnel, continuously devel op the technical expertise of its existing
workforce, and, within the limitations of executive policy and Federal law, retain critical
technical capabilities within the Department at all times.

The program and processes described in this Manual support reguirements established in
DOE P 426.1, FEDERAL TECHNICAL CAPABILITYX POICYEOR DEFENSE
NUCLEAR FACILITIES and DOE O 360.1A, FEDERAKEMPROY EE TRAINING.

2. CANCELLATION. None.

3. APPLICABILITY. ThisManua applies tothese offices and organizations performing
functions related to the safe operatiogof defensesucl ear facilities, including the National
Nuclear Security Administration. Other organizations within the Department may also
apply elements of the program on‘an optional basis.

4. CONTACT. Questions concering this Manual should be directed to the Office of Training
and Human Resource Develepment at (202) 426-1506.

BY ORDER OF THE SECRETARY OF ENERGY

J. GLAUTHIER
EPUTY SECRETARY
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CHAPTER|

OVERVIEW OF THE FEDERAL TECHNICAL CAPABILITY
PROGRAM

The Secretary of Energy issued DOE P 426.1, FEDERAL TECHNICAL CAPABILITY POLICY
FOR DEFENSE NUCLEAR FACILITIES, to indtitutionalize the Federa Technica Capability
Program. This program specificaly goplies to those offices and organizations performing functions
related to the safe operation of defense nuclear facilities, including the National Nuclear Security
Adminigtration. It gppliesto al agpects of recruitment, deployment, develepment, and retention of
Federad employeesin these organizations.

Other DOE offices and organizations must ensure their Federal@mplayees aré appropriately trained
and technically capable when carrying out their respongibilities. Althoughythese offices and
organizations fal outsde the Defense Nuclear Facilities Safety Board(Board) jurisdiction, DOE is
committed to ensuring that the employees are trained.@nd techiically capable of performing their duties.
When appropriate, these offices and organizationsShouldTmplement gpplicable portions of the Federa
Technicd Capability Program.

The objective of the Federal Technical, Capability Program isto recruit, deploy, develop, and
retain Federal per sonnel with the necessary technical capabilitiesto safely accomplish the
Department’s missions and responsibifities: The Department has identified guiding principlesto
accomplish that objective and ientified feur genera functions of the Federd Technica Capability
Program. The guiding principles,and gemerd functions are identified in DOE P 426.1.

The Federd Technicd{Capability Pand (Pand) isresponsible for overseeing the overal implementation
of the Federd Technica“€agpabdility Program. Headquarters and field elements are responsible for
implementing specific activities within the program. Some activities addressing technica capability
functions apply complex-wide; for example, the Department’ s Policies, Orders, and Standards, which
promulgate requirements and guiddines for the adminidration of technica training. Other mechaniams
vary from ste to Site or between program offices. For example, in implementing an Order directed at
developing the technica capahiilities of its workforce, each fidd office and Headquarters program office
develops and implements a program that meets the complex-wide requirements defined in the Order.
However, the offices are then free to customize implementation details to meet the needs defined by line
management at each Site or program office.

The Department recognizes that activities may impact and affect multiple functions. For example,
technica needs might be identified during the deve opment of staffing plans, which occurs during the
recruitment function. However, in the integrated modd, the development of staffing plans aso affects
activities identified under the personnel development and retention functions. For example, onceline
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management completes an andyss tha projects a shortage in a set of critica technicd capabilities, they
might decide that the Department has enough time to develop the necessary technicd skillsin its existing
workforce. The staffing plan then serves as a driver to direct resources to mechanisms amed at
developing those technica capabilities. In that scenario, the saffing plan isaso adriver for line
management to focus reward, incentive, and retention mechanisms on personnd with those critica
cgpabilities to ensure that the Department retains its current capabilities while new personnd with those
capabilities can be developed or recruited.

The conceptua modd incorporating the Federa Technical Capability Program functionsisillustrated
below. This showstheinterrelationship and interdependence among the functions, for the Federa
Technica Capability Program to succeed, all functions must succeed.

Federal Technical Capability Program
Integrated Pragram Eunctionhs

Executive (:lmmitmont
an
Line Managemant Ownership

Technlecal

Retain > Capable v < Recruit and Deploy

Technically Capable Federal Technically Capable
Personnsl Workforce Personnel

Technically Capable
Personnel
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CHAPTER I

FEDERAL TECHNICAL CAPABILITY PANEL

1. OVERVIEW. The Depatment developed the Federd Technica Capability Program for Federa
technicad employees with safety responsibilities at defense nuclear facilities, including the Nationa
Nuclear Security Adminigtration. The Federa Technica Capability Pand (Panel) was chartered
recognizing that corporate leadership and line management ownership are essentid to successfully
implementing a program to recruit, develop, deploy, and retain technieal,capability at defense
nuclear facilities

The Pandl congsts of senior managers designated as Agents to represeaf Headquarters and field
elements with defense nuclear facility responshilities, includihg the Nétiona Nuclear Security
Adminigration. The Panel reports to the Deputy Seeretary andiig'tesponsible for overseeing and
resolving issues affecting the Department’ s Feder@ Technical Lapability Program. Thisincludes
overseaing the Senior Technica Safety Manager (ST'SM) Program, conducting periodic
assessments of the effectiveness of the Fedesd Technical Capability Program using interna and
independent experts, and providing recommendations to senior Departmentd officials regarding
DOE technicd capaility.

2. PANEL MEMBERSHIP. TheManager/Assstant Secretary/Deputy Administrator, Nationa
Nuclear Security Adminigtietion ofteach office listed below designates a senior manager to serve
as the office representative(Agent)on the Federal Technica Capability Pand. With the
exception of the Qffice of Management and Administration, these Agents must be qudified as
STSMs. To maiftain corsistency on the Pand, Agents mugt serve for aminimum of one yeer.

*  Albuquerque Operations Office

. Idaho Operations Office

*  Nevada Operations Office

. Oak Ridge Operations Office

*  Oakland Operations Office

e OhioFdd Office

»  Office of River Protection

. Richland Operations Office

*  Rocky Hats Fidd Office

. Savannah River Operations Office

»  Office of Defense Programs

. Office of Environment, Safety and Hedlth
»  Office of Environmenta Management

. Office of Management and Adminigtration
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Additiondly, the Office of the Chief Financid Officer, the Office of the Departmenta
Representative to the Defense Nuclear Fecilities Safety Board, and the Office of Congressiona
and Intergovernmenta Affairs has senior representation at each meeting, asrequired. The Pand
receives advice and support from the Office of the Deputy Secretary and other supporting
organizations as gppropriate.

PANEL LOGISTICS.

*  TheFederd Technica Capability Pand reports to the Deputy Secretary.

*  TheFedera Technica Capability Panel sdects one of its membersto serve asthe Chair of
the Panel. The Chair servesfor at least one year and no m@re than two.

*  TheOffice of Management and Adminidration AgenigServes aserdesgnates, the Executive
Secretary for the Panel.

*  ThePand meetsat least once a quarter and ,moke often asthe need arises. The Panel may
meet via teleconferences and tele-video canferences, Typicaly, the Pand will have two
face-to-face mesetings per year.

*  ThePaned submits an annua repart to the Secrétary of Energy that summarizes the status,
issues, and actions taken to improve and preserve the Department’ s critical technical
capabilities.

RESPONSIBILITIES.

a  Pand Respopsibilities

*  overszeing andresolving issues affecting the Federa Technical Capability Program,
*  deveoping and maintaining a Federd Technica Capabiility Policy for the Department,

e overseeing implementation of the Department’s STSM Program and Technica
L eadership Development Program (TLDP) as described in this Manud,

»  peforming or overseeing periodic assessments of the effectiveness of the Federa
Technica Cagpability Program using internd and externd experts,

*  conducting periodic meetings with the Defense Nuclear Facilities Safety Board and its
gaff to communicate issues and expectations regarding execution of the Federd
Technica Capability Program, and,

e providing recommendations to senior Departmentd officids regarding the improvement
of DOE technica cgpability, including issuing an annua report to the Secretary of
Energy.
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Agent Responghilities.

Coordinating development of the annud Workforce Analysis and Staffing Plan for their
organizations.

Participating in the recruitment and selection of Senior Technica Safety Managersin
their organizations.

Overseaing implementation of the Technicd Qudification Program for their
organizations.

Participating in or overseeing Federd Technica Capahility Program assessments and
Technica Qudification Program assessments within their organizations.

Soliciting information and feedback from personneliin théir organizetions regarding the
improvement of technica capability ofsthelRepartment’ s workforce.

Keeping personnd in their organizatioms infosmed of the progress/problems associated
with execution of the FederafTechnicayCGapability Program, and seeking support from
senior officids regarding suctessful implementation.
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CHAPTER I11

RELATED PERSONNEL PROGRAM COMPONENTS

1. OVERVIEW. Recruitment, hiring, and retention of high-qudity taff are essentid in performing
the DOE mission. Hiring and retaining high-quality staff are often mgor chalenges confronting
line managers. Severd tools, collectively referred to as adminigrative flexibilities, are available to
provide options in Federal employment actions. These tools are described in DOE G 426.1-1,
RECRUITING, HIRING, AND RETAINING HIGH-QUALITY TECHNICAL STAFF. A
MANAGER'S GUIDE TO ADMINISTRATIVE FLEXIBILITIESgl=ine managers and
sarvicing personnd offices should reference this Guide for informatton about recruitment, hiring,
and retention.

2. EXCEPTED SERVICE. Two Excepted Service appointment authofities, the National Defense
Authorization Act for 1995 and the Department of Erergy Organization Act, are avalable as
important tools for Headquarters and field organigZationsito reeftit and retain high-qudity technica
staff. Use of the Excepted Service authorities Can gxpedité'the hiring process and provide pay
flexibilities to enhance recruitment and retention@f keystechnica staff. The Excepted Service
authorities may be particularly useful t@ organizations undergoing restructuring and associated
skills mix concerns.

The Nationa Defense AuthorizationAetfer 1995 includes the authority to fill up to 200 scientific,
engineering, and technicalipestionsydating to the safety of DOE defense nudear facilities and
operations. This authority'ean®onlyybe used to hire personne for scientific, engineering, or
technica defense pbsitions related to the safety of nucleer facilities

The Excepted Servige appointment authority found in Section 621(d) of the Department of
Energy Organization Act isavailable for usein hiring up to 200 high-qudity individuas who may
otherwise be difficult to attract and retain under current competitive service rules and procedures.
Although primarily intended for scientific, engineering, and technica positions, this authority may
a0 be used for professond and adminigtrative positions and positions in operations not related
to defense nuclear facilities safety.

Pay under both Excepted Service personnd authorities may be established up to an amount
provided for by Executive Level 111. Pay administration in the Excepted Service is governed by
broad sadlary bandsin contrast to pay ranges established under the more traditiond GS/SL/SES
systems.
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BONUSES AND INCENTIVES. Bonuses and incentives are available to assigt in both hiring

and retaining highly competent technica personnel; severad of these are described below. Line
managers and servicing personnd office saffs should work together closely to determine the
gpplicable bonuses and incentives to consder and to ensure that the proper authorization and
approva are obtained before offering these to potential candidates.

a

Recruitment Bonus. Recruitment bonuses of up to 25 percent of basic pay may be paid to
high-quaity candidates who would otherwise be lost because the normal entry sdary is
non-competitive with others in the labor market. The recruitment bonus must be judtified by
demondrating difficulties encountered in filling the position with a high-qudity candidate,
including information about the success or failure in recent regruitment efforts. (Such
judtification may include offer acceptance rates, proportions of,postions filled, length of time
required to fill Smilar positions, etc.) Thejudtificationanust asoeopsder how the bonus
might affect the morale of current employees.

The amount of the bonus is based on the candidate's current salary and sdary history,
current benefits in comparison to those offered,by thefederal government, other earned
income, and salary increases aready scheduled. The bonus amount can aso reflect other
bona fide job offers the candidatedias reca viedgsd aries offered to others for the same or
gmilar pogtionsin the loca commuting aéa, and specid skills and qudifications required to
meet a pecific need. A serviceagregment of not |less than six monthsisrequired. The
recruitment bonus may lsereembined with critical pay, dua compensation redtriction waivers,
superior qudlifications appoiRtments above the minimum rate, and specid sdary rates.

Relocation Boaus. Relécation bonuses of up to 25 percent of basic pay may be paid to
attract high“quaity candidates or employeesto postions that are difficult to fill or keep filled.
The relocation bonus may be used for Federd employees who must relocate to different
commuting areasand who are gppointed to positions without time limitations or to
temporary gppointments of at least two years. The amount of the bonus is based on the
comparison between the exigting and new aress, whether the pogtion isin a shortage
category, specid qudifications of the employee, and special DOE need. A service
agreement is required at the new duty station. The bonus cannot exceed 25 percent of basic
pay. The relocation bonus may be combined with critica pay, dud compensation restriction
walvers, retention allowances, and specid salary rates.

Retention Allowance. Retention alowances of up to 25 percent of basic pay may be paid to
high-quaity employees who would otherwise leave the Federd Government. Retention
alowances may be used for current employees who are likely to leave Federal Service and
whose services the Department considers essentid.  The need for retention allowancesis
shown by the determination that the employeeislikely to leave Federd Service, how the
employee's leaving would affect the Department's ability to conduct essentid
activitiesfunctions, and data on the success or falure to recruit and retain high-quality
candidates for the podition or asmilar postion.
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The amount of the alowance is based on whether a specia need exigts within the
Department and whether the allowance is cost effective, funds are available, and the
dlowance is sengblein terms of overdl organizationd gods and gaffing dlocations. The
retention allowance may be combined with critical pay, dua compensation restriction
walvers, recruitment and relocation bonuses (provided no service agreements are in effect),
and specid sdary rates.

&
&
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CHAPTER IV

STAFFING PLANS AND PRESERVATION OF CRITICAL TECHNICAL

CAPABILITIES

1. OVERVIEW. Senior managers must conduct an annua workforce anadysis of their organizations
and deveop a gaffing plan that identifies critical technica capabilities and positions that ensure
safe operations a defense nuclear facilities. The gaffing plan identifies

critica safety needs and actions taken to address recruitment and deployment issues,
projected staffing needs for technical positions;

and the use of methods such as Excepted Service Autheritiesgredepl oyment, and the
Technica Leadership Development Program (TRDP) to fill'those positions with the best
qudified individuds.

Each Federd Technicad Capability Agent.eeordinétes the conduct of the analysis and
development of the resulting staffing report for his@rher office. The Federd Technica Capability
Panel is responsible for ensuring thet theworkfarce andyss is conducted and the results are
andyzed and included in the Pand’ s agnua®report to the Secretary.

2. RESPONSIBILITIES.

a

Field Elementsivienagefs, Principa Secretarid Officers, and the Adminigtrator, Nationdl
Nuclear Security Adminigtration . Ensure that their organizations conduct an annua
workforce analysis to identify critical technica cgpabilities and positions that must be
maintained to ensure safe operations at defense nuclear facilities.

Federal Technical Capability Agents. Coordinate the annua workforce andysis and
resulting saffing plan for their organizations and ensure thet the Saffing plan is submitted to
the Federal Technica Capability Pand.

Federa Technical Capability Panel (Pandl).

*  Review and andlyze results of the workforce andysis and staffing plans and develop a
Departmental report summarizing the results of the organizationa reports.

e Usereallts of the workforce analyss and staffing plans to provide recommendations to
the Secretary of Energy in the Panel’s Annua Report.
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IDENTIFICATION OF CRITICAL TECHNICAL CAPABILITIES. Theworkforce andyss
identifies the critica technica capabilities that must be maintained to ensure safe operation of
defense nuclear facilities. A pogtion determined to have criticd technica capabilities must meet
the following two criteria

*  betechnicd in nature with respongibilities related to the safe operation of defense nuclear
fadilities, and

» thecriticd capabilities associated with the position represent a speciaized skill set that could
not typicaly be replicated in 90 days through the use of formd training or externd recruiting.

Additiondly, postionsidentified as possessing critical technical, capabilitiesmust meet &t least one
of the fallowing criteria

»  thepodtion requires aqudification or certificatjon uniqueito the DOE mission (e.g., Facility
Representative), or

*  proficiency in the position requires criticalycapabilities that can only be obtained through a
lengthy period of on-the-job training (€.g., [onger than six months), or

»  thepogtion requires specidizedhSkills from a limited talent pool (e.g., criticality experts or
nuclear weapon des gr/safiety,expexts), or

*  lossof the technicaleapabilitiesresident within a postion would jeopardize the
Department’ sability tofmeet Safety or regulatory requirements.

WORKFORCE ANALYSIS AND STAFFING PLAN REPORT. The workforce andyssis
used as abass for deveoping the saffing plan for the organization. The following information is
included in each organization’s Workforce Analyss and Staffing Plan Report.

Section One briefly describes the current mission(s) of the organization to frame the need for
technica capabilitiesin the organization. 1t aso describes probable or potentia changes to the
mission(s) of the organization that may affect the required critical technica capabilities/positions
for the organization. This may include new missons, changing missons, downsizing, facility
gartup, facility shutdown, etc.

Section Two identifies the Critica Technicad Capabilities/Postions for the organization and the
minimum number of personnel/positions required in each area. Preparation of this section requires
areview and vdidation of the information submitted in the report from the previous year.
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Section Three identifies the current shortages, what is (or will) be done to fill the shortage
(including any compensatory measure), and the anticipated date that the shortage will be filled.

Section Four identifies the projected shortages or surplusesin critica technica
capabilities/pogtions over the next three years. These projections should be based on misson
changes indicated in Section One and vacancies created due to retirements, changing
demographics, etc. This section dso briefly describes how the organization will ded with the
changing requirements.

Section Five identifies any generd concerns or recommendations reated to ensuring thet critical
technica capabilities/positions are maintained for the organization @f the Department overal.

The Workforce Analyss and Staffing Plan Report is transmifted to the Chiair of the Federa
Technical Capability Panel, with a copy to the Executive Secrgiary in,December of each year.
The transmittal should be signed by the senior manager of the'@rgamization submitting the report
and include an effective date. The Panel reviews the tiadividud, reports and uses them as abasis
for their Annua Report to the Secretary of Enefgy.

5. PRESERVATION OF CRITICAL TECHNICAR.CAPABILITIES. Organizaions usethe
Workforce Analysis and Staffing Plans s a bagis for recruitment and devel opment programs, and
as part of the dirategy to reduce the petentia, effects of downsizing on technica capahilities. Inthe
reduction in force (RIF) processptheagency must establish competitive levels based on
regulations found in Title 5, Codeof Federd Regulations Part 351.40, which defines a
competitive level as

...all positiGns in a_competitive area which are in the same grade (or
occupational level)'and classification series, and which are similar enough in
duties, qualification requirements, pay schedules, and working conditions so that
an agency may reassign the incumbent of one position to any of the other
positionsin the level without undue interruption.

In some cases, especidly critical technica posgitions with unique duties and quaification
requirements, the organization may have to establish separate competitive levels based on
documentation of specid qudification requirements beyond those published by the Office of
Personnel Management. For competitive levels to be properly established, position descriptions
must document the duties and functions performed as well as the knowledge required to
accomplish the duties of the pogition, especidly if qudifications should be expanded through the
use of selective placement factors. Selective placement factors, dong with the unique nature of
the duties and functions of the position, distinguish a position as unique for competitive leve
purposes and for qualification determinations during the RIF process.
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Appropriate selective placement factors must be incorporated into the knowledge required by the
position and used to determine basic quaifications for job entry. In addition, inclusion of these
selective placement factors, dong with the unique nature of the duties and functions of the
position, support establishment of unique competitive level codes. Selective placement factors,
when incorporated into the knowledge required for job accomplishment, and when supported by
the duties and responsibilities of the position, extend the qudification requirements for initid entry
into the position as well as entry into the position during aRIF.

DOE G 426.1-1 provides a specific example of how competitive levels can be established for the

Facility Representative position. This process can be used to establish competitive levels for other
critica technicd postionsidentified in Workforce Analysis and Staffing Plan reports.
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CHAPTER YV

SENIOR TECHNICAL SAFETY MANAGER PROGRAM

1. OVERVIEW. The Department’s most critica objective isto ensure that work is done safely and
efficiently with regard to public hedth, worker safety, and the environment. Senior Technica
Safety Managers (STSMs) are key to meeting this objective.

By definition, the STSM isthat person, usudly a the GS'GM-15 orSenior Executive Service
(SES) level, who is assigned direct line responsibility for activitiesimpacting the safe operation of
defense nudear fadilitiesincuding:

*  managing technica programs and associated resourcesiand,

»  providing assstance, direction, guidance, aversight, or efauation of contractor technical
activities through the contracting officenor purSliant 10'some specific contract delegation.

It isimperative that STSMs be technicaly competent as well as good managers. Sdecting
STSMsisacomplex process. Thischapter provides direction for salecting gpplicants or ng
the competency of incumbents for STSM pésitions. This chapter isintended to complement loca
merit Saffing procedures, the previsiensof which sill apply. The Lead Program Secretarid
Officers (LPSOs), Princigal,Secretarial Officers (PSOs), and Field Element Managers (FEMS)
are encouraged to adopt aformaiprocess, smilar to that described in this chapter, to ensure that
personnd selectedifor'STSM positions have the highest level of technical competence obtainable.
This Manuad asa defines mechanisms for independently monitoring L PSO/PSO/FEM
implementation of'the SESM program.

2. RESPONSIBILITIES.

a  Fed Element Managers, Principa Secretarid Officers, and the Adminisirator, National
Nuclear Security Adminidration FEMs, PSOs, and LPSOs play acriticd rolein ensuring
that DOE has adequate numbers of quaified STSMs. Specificdly, they are reponsible for:

*  identifying the STSM postions for their offices;

e ensuring that individudsfilling STSM paositions, whether incumbents or candidates for
new or vacant positions, meet the technica competency criteria (only in rare cases may
compensatory measures be relied upon);
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*  edtablishing a processto recruit, screen, and hire competent technica personnel to fill
STSM positions,

»  deveoping detalled officefacility-gpecific technica competencies for each of the
STSM postionsin thelr organizations.

b. Federd Technica Capability Panel. Included in the Pand’s charter is the respongibility to
oversee implementation of the STSM Program across the Department. Thisincludes:

e @pproving additions or deletionsto the list of STSM positions,

*  overseaing the process for evauating the qudification ofypersonné filling STSM
positions to ensure that these individuas meet theftechni calycompetency criterig;

»  providing feedback to the Deputy Secretary regarding the STSM positions and the
qualification of personnd selected to fill thase positions, and

*  reviewing and gpproving the STSViyEunctional Area Qudification Standard and any
other related selection or qualification feguirements for STSMs.

c. Federd Technica Capability Agents,, Thiese Agents, who make up the Pandl, are
regponsible for coordinatingsaind, Overseeing implementation of the Federd Technica
Capability Program éat theireffices. Specificdly, they are responsble for:

*  assdingthe FEMIPSO/LPSO in establishing aforma STSM Program for the
organization;

» fadlitatihg reertitment to fill open pogtions with technically competent individuas,

e concurring with STSM vacancy announcements to ensure the inclusion of adequate
sdlection criterig; and

e presenting to the Pand the office s judtification for its identification and qudification of
STSM incumbents.

MONITORING STSM POSITIONS.

The Executive Secretary to the Pand maintains and publishes the approved list of STSM
positions, and monitors changesto the list. The Agent representing the changes must notify the
Pand of the changes at the first meeting that takes place after the changes are made. The
notification must address any of the following that apply:
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change in pogtion title,
organizationd change in postion respongbilities,
addition or removd of a pogtion fromthelig,

sdlection of anew individud for an STSM postion.

Any concern raised by the Pand must be resolved to the satisfaction of the Pand. Any issue that
cannot be resolved will be referred to the Deputy Secretary, the LPSO, and the PSO for their
information and action, as appropriate.

FILLING STSM POSITIONS.

a

Background and Experience. STSMs must possess a SSentific or engineering degree with a
magor in an academic area that supports the functiona responsibilities of the position.
Exceptions to this requirement should be€onsderedyonly in rare circumstances, and thenin
accordance with Office of Personnd Manegémentgualification standards for the 800 and
1300 classfication groups. An adanced techniCa degreeis desrable. Professiona
credentids (i.e,, Professona Engineer) and industry or governmenta
qudifications/certifications (i.eNFacility. Representative) should weigh heavily in favor of the
gpplicant or incumbent. Additionally, the gpplicant should have demonstrated management
and |leadership ills

The applicant’sesumesor work history should show a demonstrated capability to manage
technical issUes using an integrated and systematic approach at the level that the pogition
requires. Fok example, a management position that is narrow in scope with significant detail
work requires alevel of expertise close to that of a subject matter expert. Conversdy, a
management position that is very broad in scope requires an interdisciplinary background
and demonstrated technical competence. In both cases, direct operationa experience
should be requisite. Applicants should have three or more years experience in an equivaent
position or aposition one level below the position for which the applicant has applied.

In summary, both demondtrated technica expertise and manageria skills are necessary for
STSM positions.

Postion Descriptions. STSM position descriptions must clearly identify the podtion asan
STSM position and be written to ensure that the requisite education, experience, and
requirements areincluded. STSM position descriptions must reflect the prerequisites of:
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e atechnicd degree,
»  three or more years of experience in the technical work are(s) related to the postion,

e recognition as a subject matter expert in atechnica area.

To ensure the integration of safety management within the organization, incumbent STSMs
should be used as subject matter experts to assst the servicing human resource office in
developing position descriptions. The Agent representing the office should aso review and
concur with the STSM position descriptions for the office.

Knowledge and Experience Determination. If an existing pagitionisidentified as an STSM
position, the individua assigned to fill the position must be eveluated t© determineif he or
she mests the technicd prerequisites of the position. 1pfadditionte verifying that the
individual meets the education and experience requirements of the position, the extent of the
individud’ s understanding of safety management concepts aad 1ssues must be determined.
To do this, experienced supervisors or an interview board,conssting of individuaswith
strong safety management backgrounds piust interview/the individud. The FEM, PSO, or
LPSO could aso conduct an extensive deeumentation review and/or interview. Any
interviews performed should include the follewing kinds of questions, and facility-specific
safety questions relating directly t@ the STSM position.

*  Why are Safety Analysis Reports (SARS) written?

*  What is doneWith the SARs after they are written and approved?

*  What aetsequitements’ and how do they compare to regulations and rules?
*  How ae requirements trandated into policies, plans, and procedures?

«  Whaisa"safety envelope?

*  How doesthe “safety envelope’ influence desgn and operation?

*  What isthe sgnificance of “Conduct of Operations’ principles?

*  How does the systematic approach to training, qualifications, and personnel
certifications relate to operations?

*  Ddinewhat ismeant by line management respongbility for safety.
Wha is"defensein depth?” How doesit apply to high risk facilities?
*  Whaistherole of Unreviewed Safety Questionsin safety management?
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e

*  Wha are examples of sgnificant Occupationa Safety and Hedlth Adminigtration
(OSHA) requirements?

*  How does one balance safety, security, fire, and emergency procedures?

*  Explan how dl the various aspects of safety management interact and fit together to
form a safety culture.

It isimperative that the interview be structured to evaluate the individual adequately so that,
upon interview completion, the personne conducting the interview have complete faith that
the STSM has sufficient relevant knowledge to carry out the duties and respongbilities
associated with the position.

Upon determination that the individua understands saféty management concepts and has the
experience necessary to qualify for an STSM position;,thé competencies of the STSM
Qudification Standard are then used to develop training'andgudification records. These
records may take the form of technical qualificatien records, individua development plans,
or smilar documents. They are designedito ensurethat’an STSM acquires and maintains
qudifications necessary to support Departmenta safety management concernsin relaion to
the STSM position he or she holds:

STSM Vacancy Announcements. ‘Wacancy announcements should identify the postion as
an STSM position. The@aneuncement should fully reflect position requirements based on
the guidelines in this Manualy, the position description, and specific technica requirements
associated with the Jeb: W |-written vacancy announcements, including specidized
experience andsskill regirements, will help ensure that the people who apply have the
requisite technical kills, The vacancy announcement should be posted over awide
geographic'aea. This can be accomplished through the use of advertissmentsin
professiond publi€ations, newspapers, and other proven meansto attract a diverse pool of
highly qudified gpplicants. The crediting plan should be written to include the specific
education, experience, and technica competencies required of the position to ensure that the
mog qudified individud is selected.

Incumbent STSMs should serve as subject matter experts to help the servicing human
resources office devel op the vacancy announcement and the crediting plan. The Agent
representing the office should review and concur with the vacancy announcement and
crediting plan before the position is posted.

Hiring Process. The FEM/PSO/LPSO responsible for hiring the gpplicant should ensure
that each gpplicant’s credentias are thoroughly reviewed using a centrally managed
screening process as described in the following paragraphs. In this Manud, hiring dso
includes transfers and promotions.
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Human Resources office personne, with assstance from quaified STSMs, should evauae
the gpplications to develop alist of candidates who clearly meet the position requirements.

Successfully screened gpplicants should then be further reviewed under the direction of the
FEM/PSO/LPSO. A suggested processis asfollows.

The FEM/PSO/LPSO should consider establishing areview board comprising of
individuas who themsdaves meet the sdlection criteriafor STSM postions. The Agent
should dways be amember of the review process/board. If the Agent is a candidate
for the position, another Agent should be included.

Whether areview board is used or not, the review process must include
comprehensive interviews with the applicants, and shotlld include verification of
resumes and eva uations from previous employersto vaidete téchnica knowledge,
managerial competence, and operational expertence’

Interviews must evaluate the applicant’s teghnica and operational competence,
understanding of integrated safety mp@nagementyprinciples, experience in dedling with a
technica work force, breadth of intesdiSciplinary background, and leadership and
management skills. The questions contained in the “Knowledge and Experience
Determination” section should be considered for this interview.

In addition to interviews, thelsd ecting officia should conduct comprehengve reference
checks.

The process sheuld copelude with the FEM/PSO/LPSO or Agent reviewing or interviewing
those appli¢ants considered the best quaified.

COMPENSATORY®AND ALTERNATIVE MEASURES. If theincumbent in an identified

STSM position does not meet the education or experience requirements contained in the STSM
Qudification Standard, management has various options for addressing or compensating for the
deficiency. In developing and implementing compensatory measures, management hasthe
respongibility for creating an unbroken chain of fully qudified STSMsin postions of authority.
Various examples of compensatory measure options include the following.

Maintain the incumbent in the respective position and have afully quaified STSM assigned
to the office to be responsible for technica aspects of decisons. This may be advisable if
the incumbent isin place to address adminidrative or legd issues. This option may aso be
desrable if the incumbent isa political appointee.
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e Change the postion description to specify that the incumbent in the position does not decide
technical issues. Document that a member of the individua’ s staff (e.g., Deputy or senior
saff officer) isresponsble for the technica agpects of decision making for the work unit.
Include that the non-technical STSM overlays adminigtrative, legd, or other implications,
without changing the technicd decisons of the work unit. Any technicd issue on which the
two individuas cannot agree must be referred to the next senior qudified STSM in the
office.

*  Providetraining and development support to the individua so that he or she can eventualy
qudify asan STSM.

*  Reguedt that the Deputy Secretary review the STSM’ s quafications and the organizationa
gtuation to determine if the Stuation dictates an exception to policys”1n such cases, the
Deputy Secretary mugt find that, due to the unique quaifigations,or the incumbent and the
duties of the position, the individua—athough not meeting theé strict requirements of the
STSM Quadlification Standard—should remain Mthe position because hisher unique
qudifications contribute to and ensure ity

*  Reassgntheindividud to apogtigh that does,net require him/her to qualify asan STSM.

6. QUALIFICATION PROCESS. The STSM. @udlification Standard gppliesto dl Department
STSMsidentified in the approveehlist maintained by the Panel. This Standard, which isissued
through the Department’ s Techniga Standards Program, contains the competencies associated
with atypical STSM postionimDOE. Additional competencies specific to the office or facility
for which the STSMais respens ble should aso be consdered. Personnd designated as STSMs
participate in thefTechnicad Qualification Program and are required to satisfy the requirements of
the program as defined by DOE M 360.1A-1, FEDERAL EMPLOY EE TRAINING
MANUAL.

Personnel should be hired, transferred, or promoted into STSM positions using the process
described in Paragraph 5 above, “Filling STSM Postions.” Upon being placed in the postion,
they must complete the requirements identified in the STSM Qualification Standard and any other
locd requirements established for the position.

Training and quaification records must be maintained for STSMs as defined by DOE M,
360.1A-1 FEDERAL EMPLOYEE TRAINING MANUAL.
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CHAPTER VI

FACILITY REPRESENTATIVE PROGRAM

1. OVERVIEW. TheDOE Fecility Representative isthe “eyes and ears’ of DOE management
within the hazardous facilities owned by the Department. DOE line management is responsible for
safety at DOE facilities, and well-managed, well-trained Facility Representatives are an important
line management tool for ensuring safe operations. Facility Representatives perform oversight of
thelr assigned facilities to ensure thet:

C the contractor operates facilities safely and efficiently (i.egwithim the boundaries of those
controls invoked in the facility authorization bass);

C the contractor's management system is effectively, controllingé€onduct of operations and
implementing Integrated Safety Managemesat objectives, grinciples and functions,

C DOE Line/Program Managers are cognizant of thefoperationd performance of facility
contractors; and

C effectivelines of communicationbetweeR DOE and its operating contractors are maintained
during periods of norma operatiem:and following reportable events, in accordance with DOE
Orders and requirements.

2. Program Requirendents. Fagility Representatives must have independent and direct accessto
contractor personne, facilities, and records, as necessary, to carry out their assigned
responsibilities. The Fecility Representative should have access to the programvline manager to
provide information related to the assigned facilities. A Facility Representative must be quaified
by education, experience, and training to carry out the duties and responsibilities of the position.
Facility Representatives are required to meet stringent and comprehensive qudification standards.
Cognizant Secretarid Officers and Field Element Managers are responsible for providing
developmenta and career opportunities for Facility Representatives.

Field dements with hazardous facilities must establish aformad Facility Representative Program
using the guiddines established in DOE-STD-1063 Facility Representatives.
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CHAPTER VII

TECHNICAL LEADERSHIP DEVELOPMENT PROGRAM

1. OVERVIEW. The Depatment of Energy’s Technica Leadership Development Program
(TLDP) is desgned to provide a continuing source of highly competent technical personnel with
the skills and knowledge to meet the Department’ s current and future technical taffing needs,
while aso nurturing their potentid as future leaders and managers within the Department. The
TLDP is designed to attract recent college graduates (entry level), current employees, and
private-sector candidates with 3-5 years experience.

The program conggts of generd and specific technicd traipiing activitiesymanagement and
leadership development activities, and rotationa work experience in@variety of functiona
programs and program support areas (a various Headquartersoffices, field or area offices,
laboratories, and/or contractor organizations). After thefirst ihree years, 12 months of graduate
education may be made available to TLDP paiticipants forstudy in atechnica specidty area
gppropriate to the misson(s) of the home@rganiZetion@nd/or the Department.

2. RESPONSIBILITIES.

a.  TheFedea Technicd CapabilitysPand. The Panel collaborates with the Office of
Management and A@lmainistration to provide policy oversght and guidance for the TLDP.
Decisons rdative to'the direetion of the TLDP will be made by the Pandl. Pand oversight
includes butd§net limited to vaidating the overal effectiveness of the program, course
curriculums, learning activities, and other program objectives. Panel agents are dso charged
with ensuringithat_management support and resources are available to achieve program
goaswithin their home organizations.

b.  Office of Management and Adminigtration (MA). The Director, Office of Human
Resources Management (MA-3), assigns a program manager for overdl adminigrative
coordination of the TLDP. The TLDP Program Manager:

*  oversesthe nationd recruitment effort; the coordination of centraized training
activities, and the contracting, development, and maintenance of the Applied
Engineering Fundamenta's Course, Leadership/Management Learning Activities, and
Mentoring Course,
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»  overseesthe Applied Engineering Fundamenta's Course, L eadership/Management
Activities, and Mentoring Course delivery, including appointment of a class supervisor
to manage participants while on detall to these learning activities,

e coordinates rotationa assignments among Headquarters, field, |aboratories, and/or
contractor coordinators.

Field Element Managers, Principa Secretarid Officers, and the Adminigtrator, Nationdl
Nuclear Security Adminidration FEMs, PSOs, and LPSOs ensure the avail ability of
gppropriate resources to support the TLDP. Thisincludes but is not limited to funding, full
time equivaents (FTES), training, mentoring, and other activities thatywill ensure the success
of the program. They aso assgn home organization TL DP€eordinators for their
organizations.

Home Organization Management/TL DP Coordinator. Line management provides the
necessary support and resources to meet the objectives and gods of the TLDP. Home
organization TLDP coordinators are respansible for‘eogrdinating all TLDP activities within
their organizations and with other officeSyEvery effort will be made to ensure that TLDP
participants are fully integrated int@'the Technical Qudification Program. Learning activities,
rotational assgnments, and other T L DP-planned activities should assst the participantsin
fulfilling the Technica Qudlificationirogram and Home Organization objectives.

Mentors. Mentoring activities are avita component of the TLDP. Home organizations will
assign a mentor to each™ k. DPparticipant. Participants will be matched with a mentor to
guide them dukig theprogram while adgpting to a new environment and following the
program throughout to'eompletion. Mentors assst participantsin developing the kills
necessary tabe successful in their chosen fidds. Each home organization mentor will be
required to attendithe Departmental Mentoring Course before assuming duties as a mentor.

3. RECRUITMENT.

a

Staffing Needs. Staffing needs are identified through the home organization TLDP
coordinator and the TLDP Program Manager. The needs of al Headquarters and field
organizations should be addressed and targeted during each recruitment trip or effort.
Generic position descriptions are developed as templates at Headquarters to assst other
offices in developing their position descriptions as required.

Vacancy Announcements. The recruitment effort uses dl available competitive and
Excepted Service authorities. The area of consderation is nationwide/all sources.
Interdisciplinary positions (GS-7, GS-9, GS-11, and GS-12) in the engineering/physical
science area are targeted. Opening and closing dates are coordinated through the TLDP
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program managers and the home organization TLDP coordinators. Rating and selection
dates are established upon closing of the vacancy announcements. Conditions of
employment include security clearance, drug testing, and proof of draft registry. Geographic
locations are provided on the vacancy announcement so that the applicant can identify
geographic preference.

Sources for Candidates. Candidates are recruited through severd sources. Diverse
technica indtitutions are identified through a variety of sources, including data bases from
colleges and universities and from the DOE publication, Diversity Employment and
Recruitment Sources for Workforce 21. Once these inditutions are identified, staff
personnel begin recruitment trips to colleges and universities¢’Candidates are recruited
through job fairs and speciad mailings. As appropriate, advertisements are placed in
engineering and professiond journds, newspapers, and'other publigétions. The TLDP
program manager and home organization TL DP coordinetors work together to address
Headquarters and field office affing needs.

Recruiters. Headquarters and participating field offieefepresentatives recruit nationdly or
localy. It isrecommended that three recruitérs beised for each recruiting event, including a
personned specidist from a Headquiarters or i@ organization, a mentor or other
technica/adminidrative staff member, andjan intern/graduate of the TLDP program.

A recruitment package isavailabléto the candidates on dl recruitment trips. This package
includes information on bengfits, sdary, the Department of Energy, the TLDP, and the loca
area. Resumes are olleeted on these recruitment trips and provided to the appropriate HQ
or field personie, pedidist for rating, ranking, screening, and referrd to sdlecting officids.

4, SELECTION CRITERIA'AND PROCESS.

a

Applications and Resumes. Applications, resumes, and other required documentation are
received from recruiters, by direct mailings, persond ddivery, and by concerned managers
a Heedguarters and in thefidd. A personnd specidigt in the organization receiving the
application or resume will perform a basic qudifications screening, including gpplication or
resume review/andyss, qudifications andys's, matching of knowledge, skills, and abilities
with job requirements; and grade level determination.

Rating and Ranking. Rating and ranking give consderation and clearance to those
individuas digible for sdection under provisons of the Career Trandtion Assstance Plan
(CTAP), Reemployment Priority List (RPL), Interagency Career Trangtion Assistance Plan
(ICTAP), and re-promotion of digible employees (affected by reduction in force). The
delegated examiner provides alist of digibles, if applicable, to apand of three or more
subject matter experts/technica managers who, dong with a personnd specidig, review,
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rate, and rank the applications. Upon completion of these activities, selection certificates are
issued to the gppropriate selecting officia(s) by the designated personnd speciadist.

Interviews and References. The hiring organization issues and fundsinvitetiond travel
requests and conducts interviews and reference checks using knowledgeable and qualified
Headquarters and/or field representatives depending upon the nature and location of the
position and organizationd requirements.

Sdlections/Non-Sdlections. Selectees receive atentative job offer from the Office of
Management and Adminigtration or the hiring organization, normally within saven days.
Non-sdlectees are notified as soon as possible that a sel ectiop'has figen made and whether
the recruitment action has been canceled or the position re-aanounced.

Job Offers. Tentative offers of employment within &therdhe Generd Schedule or the
Excepted Service may be made only in writing and only*y afpersonnd specidig, with a
return receipt required. If the offer is accepted, the personnd specidist will establish an
effective date of employment, notify non¢se eciees,‘and arrange for a permanent change of
dation if gpplicable. If the offer is declinedgthe personnd specidis, in consultation with
gppropriate management officiasgmay offerineentives such as Advanced In-Hire Rate
and/or Recruitment and Rel ocati@n Bonuses as appropriate.

5. BUDGET AND FULL-TIMBEQUIVALENTS.

a

Desgnation of Full-imeEquivelents. Upon entering the TLDP, individud TLDP
candidates argass gnedito the responsible program and field elements that recruited and
selected them. Accordingly, program and field dements electing to participate in the
program arenormally required to dedicate positions (and associated FTES) from within their
gaffing targetSteSupport their TLDP hires.

Funding. Program and field dements eecting to establish TLDP positions are required to
formulate budgets and provide funding to cover the costs of sdaries, benefits, and travel

expenses for their program participants.

Additiondly, to ensure the continued success of the program, a centraized, reliable source
of funding is required to cover expenses associated with those aspects of the program that
are best managed centraly. Included are cogs for centralized recruitment and advertising,
development and adminigration of the Applied Engineering Fundamentals Course, and
maintenance of a central Saff to administer the program.

The Office of Management and Adminigration is reponsble for formulating and executing
al budgets associated with administering the centraized aspects of the program. Therefore,
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the Office of Management and Adminigtration and the Office of the Chief Financid Officer
must work together to develop a budget strategy for acquiring the funding needed to support
the program. In developing such a strategy, these organizations should assess the propriety
of including the TLDP as aline item in the Department’ s budget request.

6. SERVICE OBLIGATION.

A service obligation of three years for each year of graduate study completed whilein the TLDP
program or funded by DOE isincurred by TLDP participants.

7. PROGRAM CONTENT. The TLDP isdesigned to last for up tofiour years. The firgt three

years are comprised of training, rotationa assgnments, and developmenta activities within the
home organization. During the fourth year participants may g@epending, on'the availability of
resources and competing training priorities, attend advancedyedudcation in atechnica discipline
(i.e., graduate study).

a

Orientation. The 6-month orientation phase activities provide the TLDP participant with the
Department’ s history and organi zational “Stkucture, smission, core values, and vison; and the
home organization’s structure, miggon, corevades, and vison. Orientation is conducted by
the home organization and includes the follewing activities

*  completing employmest, paperwork;
*  badging activitiesincludimg security, intelligence, and employee conduct briefings,
*  introduetien to theé supervisor of record and organizationa group employees,

*  information about roles and responsihilities as they relate to the participant’ s assigned
job and dutysStation;

e introduction to the home organizational TL DP coordinator, who provides additiona
information on the program;

»  dection of gpplicable Technica Qudification Standards;
e initiation of performance and development/individua development/training plan;

*  assgnment of ahome organization mentor.

Rotational Assgnments. To achieve the Department’ s godl's, participants need additional
professona and technica skills and knowledge to begin productive careers. Rotationd
work assgnments provide practicd, red-life experiences and an opportunity to seethe
interactions between the assgned duty station and other e ements of the Department.
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Three rotational work assgnments are required. Each is designed to maximize exposure to
the range of responghilities of DOE activities and aid in development of confident, highly
qudified, knowledgeable technicd saff members. Rotationd assignments must be
structured work assgnments at the host location and are to be completed as follows:

*  onerotation at another field or area office;
*  onerotation a acontractor or |aboratory location;
e onerotation at Headquarters.

Rotationa assgnments are developed by the TL DP participanisang,home organization
TLDP coordinators, who coordinate the activity with the TIEDP program manager. All
rotetiona assgnments must provide meaningful work farthe pasticipant and include the
fallowing information as a minimum:

o fidd/program office misson,

*  magor goas associated with the fiel diprogramieffice strategic plan,

*  magor issuesof concern at the fidfprogram effice,

e paticipant's duties'responsaifities,

e paticipant’s expectations ofithe assgnment,

e paticipant’s performance measures, and

*  how the field/program,oitiCeass gnment contributes to the development of the
participant.

An on-site mentor andwork supervisor will be assigned to the participant to ensure the
above information isincluded as part of the participant's rotation.

c. Applied Engineering Fundamentals Course (AEF). An Applied Engineering Fundamentals
Course provides a bridge between academic training and education and the Department’s
missions. The AEF enables TLDP participants to integrate and apply varied technica
disciplinesto topical DOE problems and Stuations. Acquisition of interdisciplinary
knowledge and reliance on teamwork skills are dso emphasized.

A class supervisor is appointed to manage the TLDP participants while on detail to the
course. The class supervisor isresponsible for ensuring that al coordinated learning
activities are completed with integrity and for providing guidance to program participants as
requested or required.
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L eadership/Management Training. Leadership/management training enables TLDP
participants to assume leadership positionsin the Department in the future. It covers such
subjects as technica project management, program management, and contract
adminigration for technica representatives. Leadership/management training is offered a a
centrd location and is coordinated by the Office of Training and Human Resource
Development (MA-31).

Technicd Qudlification Program The Technica Qudification Program is the Department’s
program for ensuring the technica competence of its workforce. All TLDP participants are
required to meet the requirements of their assigned technica qualification standard(s) in
accordance with Technica Qualification Program requirements established by loca
procedure.

Advanced Education. The opportunity for graduate stiudysin a technical discipline, up to 12
months full-time or the part-time equivaent, may be made avalable to TLDP participants
who do not aready possess graduate degrees. ‘Graduate, studies provide participants with
advanced skills and knowledge in support of the Department’ s current or projected
missions. Participants maintain full-timeemployegstatus during the graduate study phase of
the TLDP.

Home organizations may consder ther devel opmenta assgnments for TLDP participants
who aready hold graduatesdegress, such as extended details to other Federd, private
sector, or internationa orgahizations. As with graduate education, the purpose of such a
developmenta assignmenit,is toyprovide participants with advanced skills and knowledge in
support of thePepartgént’ s current or projected missions.
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CHAPTER VIII

TECHNICAL QUALIFICATION PROGRAM

1. OVERVIEW. Traning, education, and experience combine to provide aworkforce that ensures
safe operaions of defense nuclear facilities. The Technicd Qudification Program establishesa
process to objectively determine that individuals performing activities related to the technica
support, management, oversight, or operation of defense nuclear facilities possess the necessary
knowledge, skills, and abilities to perform their assgned duties and respensbilities.

The Technica Qudification Program specificaly applies to DOE teghinica /employees whose
duties and responsibilities require them to provide assistanee, guidancepdirection, oversight, or
evauation of contractor activities that could impact the safe gperation’of a defense nuclear facility.
Thisincludes personnel designated as Senior Techniga Safety Mi@nagers and employees on detall
or temporary assgnment. Technica Quadlification’Programs may be established for other
Departmental employees with safety, hedth, aad environmenta responsibilities for facilities and
programs to ensure that they have the requiifed cOmpetencies to perform their duties effectively.

2. RESPONSIBILITIES.

a  Hdd Element Managers, Brincipal Secretarid Officars, and the Administrator, Nationd
Nuclear Security Administration

e Impleéntforma training and qudification programs for personnd who provide
management direction or oversght of contractor technica activities that could impact
the saf@lgperation of a defense nuclear facility.

. Desgnate the positions and/or individudsin their respective organizations required to
participate in the Technica Qudification Program and the Technica Qualification
Standard(s) that apply to them.

b. Federd Technica Capability Panel.

*  Ovesetheoverdl implementation of the Technicd Qudification Program across the
Department.

*  Review and approve the Technica Qualification Standards for use throughout the
Department as guides.
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C  Review Technicd Qudlification Program Plans and assess Technica Qudification
Programs

Federa Technical Capability Agents. Oversee implementation of the Technical Qudification
Program within their respective organizations.

Office of Management and Adminigtration

*  Coordinate the development, revison, and gpprova of Department-wide Functional
Area Qudification Standards.

»  Coordinate the development and revison of training ang,qualification programs
throughout DOE for personnel who provide magagement direetion or oversight of
contractor technica activities that could affect the safe operation of a defense nuclear
fadlity.

3. OBJECTIVES AND PRINCIPLES. The objectives of thedTechnicd Qudification Program are

asfollows

to identify and document the functional competencies that individual employees must possess
to ensure that DOE defense ntiglearfecilities and programs are operated in accordance with
applicable safety, hedthdand.envirenmenta requirements;

to establish a program that,clearly identifies and documents the process used by senior line
management te,demonstrate employee technica competence, consstent with applicable
industry standards for Similar occupations;

to ensure that employees maintain their technical competence;
to maintain acycle of continuous performance improvement through structured,

individudized training and development programs and through review and assessment of
Headquarters and field eement programs.

Each Headquarters and field eement, including the Nationa Nuclear Security Adminigtration, with
defense nuclear facilities respongbility isrequired to establish a Technicad Qudification Program
for itsorganization. Thiswill alow aflexible approach to upgrade the technical capabilities of
personnd to achieve the 9te' s mission. Although the programs may be designed to meet the
unique needs and responghilities of each organization, the following principles will be used asthe
bassfor dl Technicd Qudification Programs.
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C

Demondiration of Competence: The program must clearly identify and document the
process used to demonstrate employee technical competence (e.g., professiona
certification, qudification cards, background and experience, etc.).

Competency Levels: The competency levels within the program must be clearly defined and
cons stent with gpplicable industry standards for smilar occupations.

Plans and Procedures. Plans and procedures must be devel oped and implemented to
govern the administration of the program.

Qualification Tailored to Work Activities: The program mugi€leariyyidentify unique
Department and position-specific work activities, and the knewledgeand skills necessary to
accomplish the work.

Credit for Existing Technica Qualification Program(s): “Tthe program should be structured to
alow credit, where appropriate, for other teghni€al qudification program accomplishments
to date.

Trangportability: Competency reguirementSidentified as having Department-wide
applicability must be transferabl e

Messurable: The programmiust Gentain sufficient rigor to demonstrate compliance to the
principles.

4. TECHNICAL QUALIFICATION PROGRAM PLANS. Each organization must document its

Technicd Qudification Pragram requirementsin a Technica Qudification Program Plan.
Technica Qualification Program Plans must be gpproved by the head of the dement and include
the process and requirements for:

identifying personnd and/or positions required to participate in the Technical Qudification
Program;

identifying, developing, approving, revisng, and updating Technica Qudlification Standards
or individud qudification requirements, as appropriate;

evauating employees againg Technicd Quadlification Standards and documenting the
gpproval of equivaencies for Department-wide competencies,

edtablishing and/or updating individua development plans, training plans, qudification cards,
or related records to document the learning activities that an individua must accomplish to
satisfy established competencies,
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e implementing continuing training and requdification programs,
e mantaning training and qudification records.
5. TECHNICAL QUALIFICATION PROGRAM REQUIREMENTS. Each organizationd
element must use Technicd Qudification Standards or other appropriate means to document

technica qudlification requirements for the pogtion. These requirements must be established using
the systematic gpproach to training methodology and include the following.

»  Basc Technicd Knowledge. Basic information about topics such as radiation protection,
occupationa safety, chemica safety, nuclear safety, and enviropmenta regulations.

»  Technicd Discipline Competency. Competency in atechnicaidiscipline (e.g., mechanica
engineering, chemica engineering), which can be demonstrated Byfeducation, professiond
certification, or examination.

»  Podtion Knowledge, Skills, and Abilities. Sompetenciessspecific to the position and the
office.

Headquarters and fidld el ement managers, includingithe National Nuclear Security Administration,
must designate the positions and/ordndividua s if their repective organizations required to
participate in the Technica Qudificaien Pregfam and the qudlification requirements that apply to
them. A senior training officid@d/émasenior line management officid(s) must be designated as
responsible for program dikection and performance. Technical Qudification Program employees
must stisfy the qualification reguirements assgned to them in accordance with a defined schedule
established by linemariagement.

Equiva encies mayabe granted to personne who satisfy competencies indicated in Technical
Qudification Standards based upon objective evidence of previous education, training,
certification, or experience.

Personnel who complete applicable qualification requirements must continue their professiona
development and maintain proficiency through participation in continuing training, education, and
other developmentd activities.

The duties and responsibilities contained in an individua position description drive participation in
the Technicd Quadlification Program. They determine which functiond area sandards and
individua competencies in the Technicd Qualification Program are gppropriate for the position.
Individua performance standards should reflect and note that individud’ s particular requirements
under the Technicd Qudification Program.
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Workforce deployment, including reorganizations, must recognize the performance requirements
of covered positions and maintain the safety, hedlth, and environmental management technica
competency requirements of the workforce.

6. DEVELOPMENT AND REVISION OF TECHNICAL QUALIFICATION STANDARDS.

A key dement of the Technicd Qudification Program isa set of common Functiona Area
Quadlification Standards (Standards). These Standards are developed for various functiona areas
of responghbility in the Department. For each functiond area, the Standards identify the
recommended duties and responsibilities, background, technical competencies, and supporting
knowledge and killsfor atypicd SME working in the area. Althetigh agherence to these
Standards is not mandatory, organizations across the Department agy use them in developing
their Technica Qudification Programs.

a  Generd. Each Standard has a sponsor organization, whieh istisually a Headquarters or field
office. The Executive Secretary of the Fedesd Technicad Capability Pand maintainsthe list
of sponsor organizations for the Pandl. e spensonorganization is responsible for
coordinating the development, update, and révision.of the Standard in accordance with the
guidance contained in this Manuals

The Executive Secretary of thelederd_Technical Capability Pand aso maintainsalist of
subject matter experts (SMiESs),foreach Standard. Each Headquarters and field office
participating in the Technical Qudification Program can submit the names of two SMEs for
each Standard. If an\Offiee does not have an SME for a Standard, they need not submit a
name. The names anddecontact information for the SVIEs are provided to the sponsor
organization to helpdewdop, revise, and/or review Standards. Maintaining an up-to-date
and vadid lishof SMEs s essentid to ensuring technically adequate and accurate Standards.

Technica Qudification Standards will be reviewed, gpproved and issued through the
Departments Technica Standards Program in accordance with the requirements of that
program. The Technicd Qudification Standards will not be issued until gpproved by the
Federa Technica Capability Pand.

b. Processfor Developing or Revisng a Functiona Area Qudification Standard.

(1) Conduct an SME Working Group Session to gather data. (Note: At the sponsor’s
discretion, this step is optiona for reviang an existing Standard.)

The sponsor organization coordinates a face-to-face working group session at a
location readily accessible by the SVIES. Approximately five SMEs from across the
complex should participate in this sesson. The sponsor solicits volunteers from the list
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of SMEs maintained by the Panel. The preferred make-up of the group isthree SMEs
from the fidd and two from Headquarters, with dl the SVIEs from different
organizations. The purpose of the sesson isto establish the following for atypica
SME working in the functiona areax

e dutiesand responghilities associated with the functional area,

e technica competencies required to perform the roles and responsibilities,
*  knowledge and skills associated with the competencies,

e gppropriae continuing education or proficiency @pportunities, and

e goplicable continuing education and/or preficienCy requirements.

Develop adraft Standard using data fromthe SME Working Group Session. (Note:
This step may be done as part of thé'workshop.described above, if time allows.) The
sponsor develops the draft Standardhitathe fopmat described in thisManua. The
sponsor does research as negéssary to expand upon the information obtained in the
working group session to ensure that competency statements and supporting
knowledge and skills aretechnically’adequate and accurate.

The sponsor sends thedraft Standard to the SMEs from the working group for review
and comment ), TRessponsor revises the Standard as applicable based on the SME's
comments:

The gensor transmits the Standard to the Technicd Standards Organization for formal
review an@€omment using the process established by that program. The sponsor
ensures that the SMEs designated by the Pand are informed that the Standard isin the
Technical Standards process, and encourages them to review and comment on the
Standard through that process.

The sponsor will work with the Technica Standards organization to resolve comments
in accordance with the process established by that program. The sponsor reviews dl
comments and cata ogs them in a comment resolution document. The comment

resol ution document is a three-column document that shows the organization that made
the comment, the comment, and the sponsor’ s resolution of the comment. The draft
Standard is revised as gpplicable based upon the comments received.

After completing al requirements of the Technica Standards Program, the sponsor
tranamitsthe find draft Standard and the comment digposition document to the
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Executive Secretary of the Federd Technicd Capability Pand. After ensuring that the
Standard is consgtent in format with al other Standards, the Executive Secretary
transmits the find draft Standard and the final comment resol ution document to Pandl
members for review and gpprova. Once the Standard is approved by the Pand, the
Executive Secretary of the Pand tranamitsit to the Technicd Standards Program for
digtribution throughout the Department.

c. Technicd Qudification Standard Format. Sponsors who develop and revise Functional
Area Qudification Standards must ensure that they are consstent in form and format, which
makes them easier to use throughout the Department. To do this, sponsors must ensure that
Standards have the content described below. A template (with Stlandardized language) for a
Functional Area Qudification Standard is maintained by the'@ffice of [Training and Human
Resource Devel opment.

Approval Peage. Indicate that the Federal TechnicaiCapébility Pand has approved the
Standard.

Table of Contents. Develop a tableoffcontents identifying al sections required for the
Standard.

Acknowledgment. Nametheerganization sponsoring the Standard and list the names
and organizations afithe persennel who acted as SMEs and/or reviewers.

Purpose. DeseribBeithe Technica Qualification Program, the purpose of the Standard,
and someguiding/principles for usng Standards in the personnel processes.

Applicability. Briefly indicate who should use the Standard and the relationship of the
Standard te"effice/facility-specific Standards and other parts of the Technica
Qudification Program.

Implementation Describe competency requirements and the level of knowledge
necessary to meet the Standard; also describe the process by which participants may
use equivaencies, training, experience, or other means to meset requirements.

Evauation Requirements. Briefly describe any specific documentation requirements
necessary to complete the qualification process.

Continuing Educetion, Training, and Proficiency. Briefly describe the need to maintain
proficiency through continuing education, training, or other activities, dso refer the
reader to Appendix A of the Standard, which suggestsalist of activities that may be
used to maintain proficiency upon completion of the competencies in the Standard.
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SMEswho devel oped the Standard are to develop the list and suggest aleve of
continuing education, training, or participation in other activities that is necessary to
maintain proficiency. SMEs may use a point system or other means to establish the
level of continuing education necessary.

Duties and Responsibilities. List and describe the typica duties and responsibilities of
an individua working in the functiond area. This section aso provides the framework
for the remainder of the Standard. The recommended background and technical
competencies should support the identified duties and responsibilities.

Background and Experience. (Note: the U.S. Office ofgPersonne Management's
Quadlification Standards Handbook establishes minimumyeducation, training,
experience, or other relevant requirements appligéble to ajpaicular occupationa
seriesd/grade leve, and dternatives to meeting Specified reguirements.)) Provide
additiona guidance reated to the preferred backgroundd@f an individua in terms of
specific education credentials and experienee related to the particular functiond area.

Required Technica Competenciesfidentify the specific technica competencies an
individud should have to wark within theftinctiond area. This section should identify
only those competencies that would e common throughout DOE within the functiona
area. It should not identify, nem-techinical competencies, such as those related to
communication, |eadlership, personne management, etc., unless they have some unique
feature specificaly related to the functiond area.

Supportiag,knowleédge and/or kill statements are identified for each competency
daterment. The purpose of the knowledge and skill satementsisto further define the
competency statement.

Appendix A. Lig suggested activities for maintaining proficiency upon completion of
the competencies in the Standard. The SMEs who developed the Standard are to
develop the list and suggest alevel of continuing education, training, or participation in
other activities that is necessary to maintain proficiency.
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CHAPTER IX

ASSESSMENTS

1. OVERVIEW. The Federd Technica Capability Program provides for the recruitment,
deployment, development, and retention of Federa personnel with the demonstrated technical
capability to safely accomplish the Department’ s missons and respongbilities. The Federd
Technica Cagpability Panel periodically assesses the effectiveness of the four functions of the
Federa Technica Capability Program using both internd and independent experts. In addition to
Federa Technica Capability Program assessments, Headquarters aneifield € ements conduct
periodic sdf-assessments of Technicd Qualification Program implémentation within their
organization.

This chapter establishes the guidance and criteriafor conducting Fedéral Technica Capability
Assessments and Technical Quadlification Program AssessmentSy¢Regardless of the type of
assessment conducted, or who conducts the assessmentithe abjectives and criteriawithin this
Manua are used as abasis for the assessment.. Objéctivesiand criteriamust be used consistently
to establish basdlines and to track and trenehperfermaace.

2. RESPONSIBILITIES.

a  Fedead Technica Capadility Panel.

*  Review theresults.ofFedera Technica Capability Assessments and Technica
Qudifjeation Pragram Assessments and make recommendations for improvement as

apprapriate.

e Charter Indépendent Federa Technical Capability Assessments when the potentia
exigs for a performance problem in an area of the Federd Technica Capability
Program, or the need for an independent review of an organization or program is
indicated.

b. Federa Technica Capability Agents. Coordinate Internal Federa Technical Capability
Asessments and Technical Qudification Program Assessments within their respective
organizations and ensure that assessment results are forwarded to the Federd Technica

Capability Pandl.

3. FEDERAL TECHNICAL CAPABILITY ASSESSMENTS. Within the context of this Manud,
Federd Technicd Capability Assessments are classified as either interna assessments or
independent assessments, and elther local assessments or Departmental assessments.
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Internal Federal Technical Capability Assessments. Experts from within DOE conduct
Internal Federd Technica Capability Program Assessments. Although experts from other
organizations may be part of the assessment team, internal assessments are typicdly
conducted by personnel from within that organization or program. Internal assessments are
led by a senior manager from within the organization.

Independent Federdl Technica Capability Assessments. Independent Federal Technica
Capability Assessments are conducted using experts from outside the Department, or
experts from within the Department that have no involvement with the organization or
program being assessed. Externa experts may include independent consultants, personnel
from other agencies, or experts from industry organizations. #rhe intlependent assessment
team may be lead by an externa expert or an independent DOE expert.

Local Federd Technica Capability Assessments. Biennially, each DOE office with safety
responsibilities for defense nuclear facilities conducts a BecagFedera Technical Capability

Assessment covering al of the objectives and criteriain thisManud. Thisincludesfidd
elements and Headquarters offices. Local'Federd Teghnical Capability Assessments should
be led by a Senior Technical Safety Manager, whayreports directly to the office manager for
the purpose of the assessment. Although loeal gssessments may be internd or independent
assessments, usudly they are intefna assessments.

The Pand reviews the resulis,of dlof the local assessments. Based upon their findings, the
Pand may charter a Departmenta assessment team to review the implementation of sdect
objectives and criteria threugheut DOE.

mental Federal Technical ility Assessments. Departmental Federa Technical
Capability Assessments are conducted across multiple DOE offices and may be conducted
internaly or independently. Departmental assessments may cover the entire Federd
Technica Capability Program, or they may cover a single aspect of the program, such as
recruitment or the intern program.

The Federal Technica Capability Panel charters Departmenta Federd Technical Capability
Assessments when the potentid exigts for a performance problem in an area of the Federd
Technica Capability Program, and on a periodic bass. Departmental assessments are
conducted based upon the objectives and criteriain this Manud, but the Panel may add
objectives and criteria to the scope of the assessment. The Pand sdlects the Departmental
assessment team leader and determinesiif external experts will be used on the team.
Departmental assessments conducted in the same year as locd assessments should be
conducted after the locd assessments are completed and evauated by the Pand. This
enables the Departmenta assessment team to use the results of the loca assessmentsto
assg in thelr assessment.
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4.

TECHNICAL QUALIFICATION PROGRAM ASSESSMENTS. To ensure effective
implementation of the Technical Qudification Program, Headquarters and field e ements conduct
periodic saf-assessments of the program. Typically, these salf-assessments are conducted by an
interna Technica Qualification Program Assessment Team lead by a senior line manager. The
results of these assessments are used by the locad organization to determine if improvements are
required. The Pand as0 reviews the results of TQP assessments and determinesiif further action
is necessary on a Departmentd leve.

ASSESSMENT TEAM MEMBERS - Choosing the proper assessment team leader is a key
element to ensuring a successful assessment. Loca assessment team leaders are selected by the
organization manager, and Departmental assessment team leaders are typiedly selected by the
Pand. Key attributes of an assessment team leader include:

. If internd to the Department, the individua is a senidpleve (GS-15 or above) line manager
with knowledge of, and experience with, the program beingéssessed. The assessment team
leader should be a Senior Technical Safety Manager.

C  If externd to the Department, the individud ishighly‘respected within the professond
community in areas and programs similar tQ,thatddeing assessed.

*  Theindividud has experience leading an eva uation or project team.

*  Theindividud, by virtugef reputetion, background, and/or experience, will be respected by
the organization being asssssed.

The roles and respongbilities of the assessment team leader are asfollows:

*  sarvesasthe project imanager for al assessment team activities and acts as the primary
poi nt-of -contaet,with the organization being assessed;

*  coordinates assessment team activities and ensures they are performed in a competent and
professona manner;

o  forloca assessments, prepares and submits the find report to the office manager, who
gpproves and forwards it to the Federal Technical Capability Pand;

C  for Depatmenta assessments, prepares and submits the fina report to the Pand.

The assessment team leader has primary responsbility for sdecting team members. The
importance of this task cannot be overemphasized. No other task so directly affects the overall
quaity of the assessment. The assessment team may cons st of members from the organization
being assessed, other DOE Headquarters or field elements, and/or independent experts. The
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number and type of personnel on the team vary based upon the scope of the assessment.
Typicaly, an assessment team will have ateam leader and three to five team members,

The following guiddines should be used when sdecting team members.

Assessment team members should have technical experience rdevant to their assgnment
and should aso have some experience conducting program assessments. This experience
provides the background for team members to work independently a an unfamiliar location,
gather information quickly, and make objective recommendations.

Use of the Core Technical Group should be considered when assembling the assessment
team.

The team leader should determine whether any conflictyof interest, agtual or perceived, exists
for any potentid team member. If so, that individuafmusi#not be considered further.

Team members, by virtue of their reputation, kackgroundyand/or experience, should be
respected by the organization requesting thé'ass Stance,

6. REPORTING THE RESULTS OF ASSESSMENTS.#To facilitate the review and evauation of

assessment results by the Federd Techmical Capability Pandl, the results of al assessments must
be documented in a consstent manner(\The assessment report covers the status of complying
with the objectives and criterialistediin thisivi@nual. The assessment report is gpproved by the
assessment team leader.  The formatsef-the assessment reportsis as follows.

C

Cover Page. Include thetitle of the report, the name of the office assessed, and the date of
the report.

Executive Summary.’ Limit this section to one page that provides a short overview of the
team composition, dates of the assessment, and methodology. The executive summary
should briefly describe assessment results, including strengths and wesknesses.

Introduction. Provide relevant background information and describe the purpose and
format of the report.

Scope and Methodology. Describe the make-up of the team in generd terms (referring to
Attachment A of the report for more detail), describe the scope of the assessment
referencing the use of the objectives and criteria, and briefly describe the methodology

applied.

Reaults. Addressthe overal program and each of the applicable objectives listed in this
chapter, describe the status of the effort to achieve the objective, and identify any strengths
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or weaknesses. Addressing each criterion for the objectives is not necessary; however, any
criterion that is not achieved should be identified as a deficiency for that objective.

Attachments. Include the following:

objectives and criterig;

listing of team leader and team members, including a brief description of ther
background and experience;

list of personnel contacted and documents reviewed; and

any other pertinent information.

7. EEDERAL TECHNICAL CAPABILITY PROGRAM ASSESSMENT OBJECTIVES AND
CRITERIA.

a

FTC-1, Executive Commitment and LineiManagement Ownership. Line management is

actively involved in dl aspects of echnica employee recruitment, retention, development,
and deployment.

Criteria:

11

12

13

14

15

16

Line managersar@awareef the requirements and adminidretive flexibilities associated
with recriting, Riving, and retaining high-qudity technicad employees.

Senior line management supports the continuous technica development and
improvemenisof employees.

Supporting organizations (personnd, training, contracts, finance, etc.) recognize line
managers as cusomers and effectively support them in achieving and maintaining
technica excdlence.

The applicable Level One and/or field level Functions, Responsihilities, and Authorities
Manud (FRAM) clearly defines Federd line management responsibilities in the area of
technica capability.

Achieving and maintaining technical competence is reflected in the goals and objectives

of the organization and the position descriptions and performance evauation plans of
senior manager's.

Technica Cagpability programs and processes are inditutionaized through Policy,
Orders, Standards, and procedures.
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1.7 Management uses the results of previous Federa Technical Capability Assessments as
atool to improve the program.

b. ETC-2, Recruiting Technicaly Capable Personnel. An effective processisimplemented to
attract highly competent technica personnd to fill key positionsin the Department.

Criteria:

2.1 Excepted Service Authorities are consdered as atool to attract highly competent
technicd personnd to fill key safety postions.

2.2 Intern programs, such asthe Technica Leadership Development Program, are
recognized as an effective method to attract techni¢ally competent personnd to the

Department.

c. FTC-3 Saffing and Deployment. Technica steffing plans@re developed, maintained, and
used as the basis for recruiting, devel opinggand deploying personnel to ensure thet critica
safety pogitions are filled with technical l§z. competent personnd.

Criteria:
3.1 Technica gaffing plans ar@devaeped and maintained to identify critical safety
positions and other key technical positions within the organization.

3.2 Technicd daffingplans form the basis for recruiting, developing, and deploying
technicalspersonnd in the organization.

3.3 Personnd in critical safety positions and other key technica positions possess the
requiSiteledueation, training, experience, and background for the position.

3.4 The Senior Technicd Safety Manager Program is effectively implemented in the
organization.

d. ETC-4, Development of Technicaly Capable Personnegl. Programs and processes are
effectively implemented to encourage the continuous improvement of technical personnel.

Criteria:

4.1 The Technicd Qudification Program is effectively implemented. (Note: This program
is evaduated using the Technica Qualification Program objectives and criteria)

4.2 Fdlowship programs and other continuing education processes are effectively used to
enhance the continuous improvement of technica personnd.
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4.3

Personnd are encouraged to join professiona organizations, write professond papers,
and pursue professiona certifications.

FTC-5, Retaining Technically Capable Personnel. DOE is an organization where technicaly

competent personnel are respected and want to work.

Criteria:

51

5.2

53

5.4

Technica personnd are assigned positions and respongbilities that alow them to
effectively use their education, training, experience, and background in afulfilling way.

Career path planning and succession planning are effectively usad to help retain
technicaly cgpable personnd.

Technicd performanceis used as abasis for performanee reviews, promotions,
recognitions, rewards, etc.

An effective processisin place to preserve citical technica capabilitiesduring a
reduction in force (RIF).

8. TECHNICAL QUALIFICATION'PROGRAM ASSESSMENT OBJECTIVES AND

CRITERIA.

a

TQP-1, Demondtration'ef.Competence. The program clearly identifies and documents the

process used te;demanstrate employee technical competence.

Criteria:

11

12

13

At aminimum, personned providing management direction or oversight that could
impact the safe operation of a defense nuclear facility have been identified as Technicdl
Qudification Program participants.

Individual Development Plans (IDPs), training plans, technica qudification records, or
other related documents are updated to reflect the activities required for each
individud to satisfy competencies.

A formd evauation processisin place to objectively measure the technical
competency of personnel. Therigor of the evauation processis commensurate with
the respongihilities of the pogtion.
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TQP-2, Competency Levels. Competency requirements are clearly defined and consstent

with applicable indusiry standards for smilar occupeations.

Criteria:

21

2.2

2.3

24

Competency requirements include clearly defined knowledge, skill, and ability
elements.

Subject Matter Experts help establish competency requirements.

Related professiona certification requirements are congi@erediin the program as
applicable.

Competency requirements are identified in the'aseashisted bdow. (Note: thisdoes
not imply that three separate documents are requireg.)

»  Basc Technica Knowledge. JCompeteneyyin areas such as radiation protection,
occupationa safety, chemical"safety, nuelear safety and environmenta
regulations..

»  Technicd Discipline Competency. Competency in atechnica discipline (e.g.,
mechanica engineering, chemica engineering) that can be demondrated by
education, profess ona“eertification, examination, or on-the-job performance.

»  Podtion Knowledge: Skills, and Abilities. Competencies specific to the position
andithe office.

TQP-3, Plans and Procedures. Plans and/or procedures are developed and implemented to
govern administraiton of the program.

Criteria:

31

3.2

3.3

34

Senior management is committed to the Technical Qudification Program.

Written procedures that adequately define the processes and requirements to
implement the Technical Qudification Program arein place.

Roles and respongihilities for implementing the Technical Qudification Program are
clearly defined and understood by dl involved.

The procedures that govern implementation of the Technica Qudification Program are
understood by dl involved and are being implemented as written.



DOEM 426.1-1 IX-9
6-5-00

3.5 A training and qudification records system is established for each employee in the
Technicd Qudification Program.

d. TQP-4, Quadification Tailored to Work Activities. The program identifies unique
Department- and position-specific work activities and specifies the knowledge and skills
necessary to accomplish that work.

Criteria:

4.1 Anandyss has been performed to identify the related knowledge, kill, and ability
elements to accomplish the duties and respongbilities forfeachifl echnica Qudification
Program functiond area or pogition.

4.2 The program includes job-specific requirementsrel ated to the rules, regulations, codes,
standards, and guides necessary to carry out the missiopfof the office.

4.3 The program supports the mission péeds of the office.

e. TQP-5, Credit for Exigting Technied Qudifieation Program(s). The program is structured
to dlow credit, where appropriate, for other Technical Qudification Program
accomplishments.

Criteria:

5.1 Credit (equivaeney) IS granted for previous training, education, experience, and
complétion of related qudification/certification programs, where applicable.

5.2 Equivaeneysis granted based upon areview and verification of objective evidence,
such as transcripts, course certificates, test scores, or on-the-job experience.

5.3 Equivdencies are formally validated, approved, and documented.

f.  TQP-6, Transportability. Competency requirements identified as applying throughout the
Department are transferable.

Criteria:

6.1 The program includes dl competencies that have been identified as gpplying throughout
the Department.
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6.2

6.3
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Forma documentation of the completion of Department-wide competenciesis
maintained in amanner that alows for easy trandferability.

The Technical Qudification Program is integrated with personnel-related activities,
such as position descriptions, vacancy announcements, recruiting, and performance
gppraisas.

TQP-7, Measurable. The program contains sufficient rigor to demonstrate compliance to
the principles.

Criteria:

7.1

7.2

7.3

The technica competency of personnd who hav; requirements of the
Technica Qudification Program is adequate opriate.

The program alows for continuous f and ic evauation to ensure that it
meets the needs of the Departm d t ion(s) of the office.

The Technicd Qudification

X

for continuing training.
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CHAPTER X

ANNUAL REPORT TO THE SECRETARY OF ENERGY

1. Oveview. The Federd Technica Capability Pand prepares an annua report to the Secretary of
Energy, based in part on the staffing plans described in this Manud. The report summarizes
actions taken to address the Department’ s hiring and deployment needs and identifies future
actionsto preserve critica technica capabilities to ensure safe operations of defense nuclear
facilities. The report istypicaly submitted through the Deputy Secretay.in the second quarter of
the cdendar year.

2. REPORT FORMAT. Theformat of the report is as follaws.

Introduction. Briefly describe the backgroundiand purpose®f the report and indicete the
period covered by the report.

Status of Critical Technical Capabilities and Staffing Related to Safe Operations of Defense
Nuclear Fecilities. Provide an overview of; thefresults of the workforce andyses and staffing
reports submitted by each organiZetion as@escribed in Chapter 1V of this Manual; describe
the anadysis process and indicatelhowfany postions are identified as critical technica
capabilities in the Department, Rew many vacancies currently exist, and any other particulars
associated with thegtaffing report results.

Accomplishments Relaed to Improving Technica Capability. Briefly describe each of the
accomplishments fr@m the previous year.

|ssues Related to Improving Technical Capabiility. Briefly describe the issues or problems
associated with improving technica capability.

Recommendations to Maintain or Improve Technicd Ceapability. Provide specific
recommendations (as applicable) related to improving or maintaining technica capability in
the Department.

Attachment. Provide asummary, by organization, of the results of the workforce andyses
and resulting identification of critica technica capaiilities for safe operations of defense
nuclear facilities. The attachment is a four-column table indicating each organization, the
number of critical technica capabilities identified for each organization, the current number of
vacancies in each organization, and applicable comments for each organization.
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