From: Mack, Jonathan

To: Harry Humbert

Cc: Pletcher, Mary; Caroline (Carrie) Soave
Subject: Request to Recruit Form

Date: Tuesday, October 24, 2017 5:18:06 PM

Attachments: Request to Recruit Form (1).docx

Harry,
Please see request to recruit form for the OWF position.
If you have any questions, please let me know.

Thanks!

Jonathan Mack

Director, Executive Resources Division
Office of Human Resources
Department of the Interior

Phone: 202-208-5590

Fax: 202-208-5285
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Department of the Interior
Request to Recruit for Senior Executive Service or Senior Level Positions

Position Title Director, Office of Wildland Fire

Pay Plan-Series, ES-340

Duty Station Washington, DC

Is this a new position?

] Yes No

Name of Former Incumbent: Bryan Rice

Brief Description of Duties: The Director, OWF manages the Department’s wildland fire budget, and
oversees and coordinates the Wildland Fire Management Program in its entirety, ensuring
consistency of policy and programs, provides advice to Departmental leadership, manages enterprise
systems and applications, and coordinates with other Federal agencies, particularly the Department
of Agriculture, the Forest Service, State foresters, Tribes, state and local governments.

Area of Consideration

[ Federal Government Wide All Sources

Length of Announcement

[1 14days X 30days [ Other:

Announcement Format

[J Resume only Narrative ECQs/Tech Quals

[J Resume only for ECQs/Narrative for Tech
Quals

Primary Rating Panel Members Bureau | Alternate Rating Panel Members Bureau
1. 1.
2. 2.
3. 3.
Will an Interview Panel be used? [1 Yes [1 No
Primary Interview Panel Members | Bureau | Alternate Interview Panel Members Bureau
1. 1.
2. 2.
3. 3.

Requesting Official Signature Date
Bureau Director/Deputy Assistant

Secretary
Assistant Secretary
Executive Resources Board Decision
[0 APPROVED ] DISAPPROVED
For the Executive Resources Signature Date

Board







From: Mack, Jonathan

To: Alesia Pierre-Louis

Cc: Pletcher, Mary; Caroline (Carrie) Soave
Subject: Fwd: Final Addington Memo

Date: Tuesday, October 24, 2017 4:49:15 PM
Attachments: Addington Selection Memo.docx

Alesia, please see attached draft. Because he is getting extra Law Enforcement pay the normal
6% increase would take him over the $187,000 pay cap, even 3% sets his pay high given that
he's not a Bureau Director, as aresult we have offered an option for a $10,000 relocation

incentive.



To: Executive Resources Board

Through: John Tahsuda, Acting Assistant Secretary
for Indian Affairs

From: Bryan Rice
Director, Bureau of Indian Affairs

Subject: Request Approval of the Selection of Charles Addington to a Senior Executive
Service Position

The Director, Bureau of Indian Affairs is requesting approval of the selection of Charles
Addington to the SES position Deputy Bureau Director-Justice Services, within the Bureau of
Indian Affairs, located in Washington, DC. Mr. Addington was non-competitively selected
based on completion of the SES Candidate Development Program, which confers non-
competitive placement into the SES.

The Deputy Director Justice Services is the line officer for the Bureau’s law enforcement
services programs and internal affairs program. The Deputy Director is responsible for all
headquarters and field activities associated with policy implementation, procedures,
coordination, and operation of law enforcement programs and internal affairs programs.

Mr. Addington currently serves as GS-15 Supervisory Criminal Investigator, Deputy Associate
Director in the Division of Drug Enforcement and earns $155,073 per annum. In addition, Mr.
Addington earns $23,240 per annum in availability pay as he currently occupies a secondary law
enforcement position, bringing his total compensation to $178,313 per annum. The Director, BIA
recommends the Board approve a starting salary of $183,662, which represents a 3 percent
increase over Mr. Addington’s total salary. This salary is in line with the DOI’s SES Pay Policy,
as the Deputy Bureau Director-Justice Services is a Category 3 position, which requires a
minimum pay of $161,900.

Alternatively, the Director, BIA recommends Mr. Addington be offered a $10,000 relocation
incentive with no pay increase to offset the substantial increase in the cost of living from
Muskogee, Oklahoma to Washington, DC. The median home price in Washington, DC is
$786,415 and the median rental price is $2,111. This is more than two times the median housing
costs in Muskogee, Oklahoma. As the cost of living is 59% higher in Washington, DC than
Muskogee, Oklahoma, without a salary increase or relocation incentive, Mr. Addington would
experience financial hardship making the transition from his current duty station in Muskogee,
Oklahoma to the District of Columbia. Since this appointment would involve a geographic move
for Mr. Addington, this relocation incentive will be sufficient to offset any financial hardship he
might otherwise experience.

Mr. Addington has a fifteen year career at the Department of the Interior and has had over ten
years’ experience working with Tribal, federal, state, and local law officials to strengthen safety
and security on Tribal lands. He has served in positions of progressively higher responsibility
and oversight in the Office of Justice Services within the Bureau of Indian Affairs since 2007,



including time as the Deputy Associate Director — Division of Drug Enforcement and the
Associate Director of Field Operations. Most recently, Mr. Addington completed a four month
detail assignment as the Acting Deputy Regional Director of the Lower Colorado Region within
the Bureau of Reclamation. Mr. Addington graduated from the Department’s SES Candidate
Development Program in November 2016. His Executive Core Qualifications were certified by
the Qualifications Review Board on July 27, 2017.

Approved by the Executive Resources Board:

( 3% Salary Increase or $183,662 total salary )

( $10,000 Relocation Incentive )

$ (ERB Approved Amount)

Chair, Executive Resources Board Date



From: Pletcher, Mary

To: Harry Humbert; Amy Holley; Gonzalez, Elena; Gould. Greq; Olivia B Ferriter; Steve Glomb; Christopher B Lawson
Subject: hiring waiver decisions
Date: Tuesday, October 24, 2017 3:51:16 PM

Attachments: Consolidated PMB Hiring Waiver Requests 2017-10-15.xlsx

See attached for the hiring waiver decisions. All of the PMB requests were approved.

Thanks,
Mary

Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505



Deputy Secretary Approval

DAS/Office/Position
BFPA
PAM

Assoc. Director - Acquisition and Financial Assistance

Grants Management Specialists (two positions)
ONRR
(blank)
Accountant
Program Analyst
SUPVY IT SPECIALIST (INFOSEC)
SUPVY PROGRAM ANALYST
SUPVY AUDITOR
MINERALS REVENUE SPECIALIST
SUPVY MINERALS REV SPECIALIST
SUPVY ACCOUNTANT
SUPVY APPEALS ANALYST
APPEALS ANALYST
Supervisory Accountant
PIA
OEPC

Supervisor, Resource Protection, Preparedness, Response, and Recovery Team

PRE
OAS
Aviation Safety Inspector (Equipment)
Aviation Safety Training Writer/Editor
Aviation Training Technician
Aviation Safety Program Evaluation Specialist
OEM

Supervisory Emergency Management Office (Assistant Director for Emergency Operations)

OWF
IT Supervisory Project Manager
TIBS
ocio
IT Specialist (Threat Management)
Telecom Specialist
OHA
Legal Assistant
ovSs
Administrative Support Specialist
Project Management Officer
Review Appraiser
Interdisciplinary Physical Scientist
OFAS
Property Management Specialist
Grand Total

(blank)

Count
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Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jeosft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
Develops administrative strategies for office We currently have adminstrative needs in our office
management, data and record handling, technical that are not covered by existing PDs. As an interim
workload efficiency improvement and office measure to meet the needs, one member of our
operations. Analyzes, evaluates and identifies current staff has been assigned duties and
This is a new administrative needs, develops and maintains tracking [responsibilities that are above grade. We are working
position within and control systems for all office functions. Tracks with HR to reclassify the PD of the current position
our office. We SIWRO's budget, and agency budgets for programs which is at the GS 7 to reflect the grade level of the
99 10S IWRO 9/15/2017 |Program Analyst GS9/11 Washington, DC currently have the support water rights program throughout the duties being assigned to this staff person. Creating YeS Yes
an ETE for this annual budget formulation process, develops this position and compensating at the appropriate
position. recommendations to present to the Director and level for this position will ensure stability and mission
Deputy Director on program funding levels. Provides |delivery for the Secretary's Indian Water Rights Office
advice on budget execution and the formulation (SIWRO).
process, and flags funding issues for the Director and
Deputy Director.
The position is responsible for (1) developing policy PAM'’s work touches every Department of the Interior
and guidance for DOI's acquisition and financial (DOI) entity and mission area, and has a significant
assistance functions, totaling over $4 billion and $5 financial impact on the Department. PAM's
billion, respectively, each year; (2) establishing and responsibilities for acquisition and financial assistance
implementing performance measures and internal policy and oversight directly affect all DOI bureaus and
controls; (3) developing DOI's financial assistance offices, which are collectively responsible for an
program and career management policies related to |annual volume of over 71,000 procurement
grants, cooperative agreements, and other types of  [transactions totaling over $4 billion; over 36,000
assistance; (4) Overseeing and monitoring DOI's financial assistance actions within 289 different
acquisition program to ensure compliance with programs totaling over S5 billion; and approximately
Government-wide standards; (5) Providing direction |three million charge card transactions valued at over
to the DOI Charge Card Program, used for transactions|$650 million. These combined procurement and
valued in excess of $650 million each year; (6) assistance actions total over 65 percent of the
administering the Federal Acquisition Certification agency's annual appropriated budget. The lack of
100 BEPA PAM 9/15/2017 Assoc. Director - Acquisition and £S-1102 Washington, DC Since December ves |Programs for Acquisition, Contracting Officer's dedicated executive leadership over these functions H O LD H O LD ERB

Financial Assistance

2016 (9 months)

Technical Representative, and Program/Project
Manager; (7) managing Department-wide access and
input into Government-wide data collection and
reporting systems; and (8) supervising a high-level
professional staff.

places the DOI acquisition and financial programs at
an increased risk for fraud, waste and abuse. The
Associate Director - Acquisition and Financial
Assistance position will also ensure strategic
alignment between Interior's acquisition and financial
assistance functions and the Secretary's priority goals.
The position would oversee efforts to align grants
spending with Departmental priorities in FY 2018, and
to update guidance to enhance transparency and
accountability. The position will also provide executive
leadership for strategic purchasing within the
Department, to optimize our acquisition workforce,
increase quality, and realize cost savings. The
Associate Director will also engage with the Office of
Management and Budget and other Federal agencies
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Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
3 Approval
This position performs a number of legal/clerical and |[Traditionally, IBLA and IBIA have each had a legal
para-professional duties, including: (1) Maintenance |assistant position. In recent budget reduction
and operation of the Boards' differing docketing exercises the Chief Judges of both boards were asked
procedures; (2) Receipt, identification, and correct to consider whether sharing one legal assistant
distribution of incoming notices, pleadings, motions, [position is feasible. They agreed to try this approach.
petitions, letters; (3) Preparation of case-control Without any legal assistant on either board, a large
records, ensuring reflection of current status of cases; |number of critical duties would not be performed or
(4) Preparation of statistical reports relating to case  |would have to be performed by higher graded
production, case types and disposition, docket personnel (paralegal or docket attorney), in which
backlog, and other regular periodic reports required |case higher level work of those positions would be
by Board or OHA management; (5) Handling of negatively impacted. The longer this position remains
incoming telephone traffic, responding to clerical or  |unfilled, the greater the impact to the efficient
para-professional questions; ( 6) Interpreation and operation of both boards.
application of established rules,
101 |mss OHA 9/15/2017 |Legal Assistant GS7/8 'IABrIIX'gton -IBLA& 9/18/2017 No re?“'?tionslpr°ced”res' pf’“des' prece.de”ts' or other Yes Yes
criteria; (7) Word processing of draft/final form
orders, decisions, memoranda, legal or technical
repports, travel vouchers and other related materials;
(8) Receipt and proofreading of decisions, orders, and
opinions, ensuring accurate references to the record,
as well as correct spelling, grammar, and punctuation;
(9) Scheduling of conference calls and/or meetings in
support of Boards' work; (10) Expected to develop
skills relating to the operation of computerized docket
system and statistical data storage; (11) Review of
actual appeals cases and attendant legal research to
assist in preparation of draft decisions for judges'
approval; and other duties as specified by Boards'
Chief Judges.
This position serves as the IT Security Officer for IT security is a mandatory component for information
ONRR. Responsibilities include management of other |technology (IT). This position is essential in ensuring
IT security professionals and being the point of that ONRR meets all OMB, DOI and DHS security
contact with contractor staff who are responsible for [policies, and ensures implementation of security
the day to day operations of ONRR's IT systems. This |controls to protect ONRR data. ONRR's major IT
position ensures that all policies are implemented and |investment, MRMSS, has been classified as a DOI top
monitoring is done to keep ONRR systems in 10 IT high value asset (HVA). All support in IT for
compliance and protected. This position works with  [ONRR, both federal and contractor, resides in
DOI, other federal agencies, sister bureaus and Lakewood. In order for this position to be most
offices to enhance and ensure IT security. efficient and effective it needs to be filled onsite and
104 |onrRr 10/1/2017 |SUPVY IT SPECIALIST (INFOSEC) GS-14 *Lakewood, CO 9/22/2017| Yes working with other IT professionals already located in Yes Yes

Lakewood to discuss, problem solve and provide
solutions for IT security for ONRR overall. ONRR's IT
security program will deteriorate if this position is not
filled. There needs to be a coordination point where
all parties involved can consult with for guidance and
assistance, and this position fills that need.

Page 3 of 14




Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
3 Approval
This is a Program Analyst position in ONRR’s new Data |If not filled, ONRR’s reorganization vision to use new
Analytics group responsible for developing new business analytics to improve our risk, audit selection
methods of statistical analysis, data visualization, data |and work assignment processes will not be met.
mining, and risk analysis for quick and more efficient |ONRR’s employee productivity and return on
ONRR 10/1/2017 |PROGRAM ANALYST 6513 *Lak 4.CO 2/19/2017| N identification of underpaid royalties and data investment may also be negatively impacted. Because
105 /1/ akewood, /19/ © |anomalies. of the needed collaboration among analysts to Yes Yes
successfully incorporate these new practices into the
routines of ONRR, failure to locate this position in
Lakewood will further diminish ONRR’s new data
analytics vision.
The Data Governance Office (DGO) Supervisory GS-14 |lt is critical to fill this position in Denver, Colorado to
Analyst position is required to facilitate the collection, [facilitate communication and direct efforts with data
discussion, and resolutions of cross-functional data users from the four major collect, disburse, verify, and
quality issues and to promote data governance enforcement organizations located in Denver. The
processes within ONRR. In addition this position will  [DGO supervisor requires access to Denver based IT
106 ONRR 10/1/2017 [SUPVY PROGRAM ANALYST GS-14 *|akewood, CO 9/7/2017| Yes [lead the Data Stewardship Council (DSC) activities and |system networks and to support major data Yes Yes
report results to ONRR. The key responsibility for this |modernization efforts. Not filling this position will risk
position is to execute the Data Governance that ONRR’s Data Governance program will not be
Implementation Plan approved by the ONRR fully implemented or become an effective part of
Leadership Team in August 2017. making data quality a priority within ONRR.
This position is responsible for assuring timely and It is imperative that a Data Retrieval Supervisor
efficient data services and statistical reporting to position be filled in Denver to provide leadership to
support ONRR's four core mission areas: Collect, the team in planning and moitoring workflow,
disburse, verify and enforce. The Data Retrieval investigating, assessing and determining the best way
Supervisor manages all internal and external data to improve work flow, processes and procedures.
requests related to mineral revenues, production, Without agile and proactive strategic approaches to
107 ONRR 10/1/2017 |SUPVY PROGRAM ANALYST GS-14 *Lakewood, CO 11/27/2016] Yes Ieas.e <?lata., and disl?ursements a,s well fas prc.)viding improve access to i.nforr.na.tion, Pata Retriev.al wiI.I Pe YeS YES
statistical information for ONRR’s public facing seriously compromised in its ability to refer identified
websites. data anomalies; provide timely large and/or complex
revenue, production, disbursement, and reference
data sets in response to internal and external
requestors; and provide all required data for the
bankruptcy process.
Financial Services (FS) performs account Financial Services needs to be fully staffed to continue
reconciliations to match open receivables (royalties, |to meet our Indian Trust Responsibilities and fulfill our
rents, invoices, etc.) to open payments (checks, wires, |Agency's mission pertaining to account receivables
credits, etc.), initiates the billing process (financial and billings for our Tribal and Individual Mineral
108 ONRR 10/1/2017 |ACCOUNTANT FPL GS-12 *Lakewood, CO 5/31/2017| No |term exceptions such as rent and minimum royalty, |Owners. the position is required in Denver as Indian Yes Yes
Indian over-recoupment exceptions, and late payment |Bill files and Correspondence Files, which are required
interest exceptions including insufficient estimates).  [to be retained indefinitely, are maintained and stored
This position would work with Indian Reporters and on site at the Denver Federal Center.
Payors.
The Southern Federal Audit, Office D, Team One (Org. |The Compliance Team A Manager is critical to the
Code 6214100) Supervisory GS-13 Auditor position is [success of ONRR's Compliance Management program.
required to supervise audits conducted by a team of |Not filling this position would compromise ONRR's
five auditors to promote industry compliance with ability to collect every dollar due and signifcantly
109 ONRR 10/1/2017  |SUPVY AUDITOR GS-13 **Houston, TX 9/25/2017| Yes Federal and Indian royalty management laws and reduce ONRR's compliance collections and will YeS Yes

lease terms. The key responsibility for this position is
to execute the annual audit work plan for Team One,
Office D.

increase risk that ONRR is not collecting royalties
owed by the mineral industry operating on Federal
and Indian lands.
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Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
As a team member, the incumbent is responsible for |Reference data is the underlying foundation upon
assuring that all leases, agreements, and other which every process within ONRR relies to complete
required reference data is complete, accurate, and in |its mission critical functions. The Minerals Revenue
conformity with current regulations, procedures, and |Specialist position is essential to ensure ONRR
policies resulting in timely processing of royalty and maintains its ability to accurately update and maintain
production data and accurate distribution of revenue |oil, gas and solid minerals leasing data received from
1 10 ONRR 10/1/2017 |MINERALS REVENUE SPECIALIST FPL GS-12 *Lakewood, CO 2/19/2017| No jco recipi..ents. The incur’r?bent resolves procedural its sister agencies: BLM, BIA, and BOEM. Ar.1 ac.cur:?lte YeS Yes
issues with the appropriate surface management reference data system ensures the proper distribution
agency and industry representatives and prepares and disbursement of funds. Historical lease and
routine orders, demands, and NONCs with supporting |agreement records are maintained in the Denver
documentation. office and an analyst must have access to such
records in order to update and maintain the reference
database system.
The GS-14 Supervisory Minerals Revenue Specialist The Compliance Team A Manager is critical to the
manages Compliance Team A within the Compliance |success of ONRR's Compliance Management program.
Management program. The incumbent supervises 2 |Not filling this position would compromise ONRR's
volume comparison teams, 2 compliance assurance |ability to collect every dollar due and signifcantly
teams, and the reporting analysis team. In addition, |reduce ONRR's compliance collections and prevent
1 1 1 ONRR 10/1/2017 |SUPVY MINERALS REV SPECIALIST GS-14 *Lakewood. CO 9/25/2017| Yes the Manager provides oversight for development of |ONRR from achieving our return on investment goals. YeS Yes
’ the data mining components in OMT and guides the  [Locating this position in Lakewood, CO allows for
strategic direction of ONRR's compliance activities. oversight of Compliance Team A, promotes
collaboration with other ONRR and DOI Denver-based
programs, and creates an environement of teamwork
and consistency critical to the success of both
Compliance Teams A and B.
This position is the Supervisor over Debt Collection Not having a Supervisor to lead and direct debt
Activities. Debt Collection steps include sending collection acitivities would impact our ability to
Demands to Payor, Notices of Demands to Lessees, comply with the legal requirments of the Debt
and the Referral of Debt to the Dept. of Treasury. Collection Improvement Act of 1996 (Treasury
1 12 ONRR 10/1/2017 |SUPVY ACCOUNTANT GS-13 *Lakewood, CO 9/25/2017| Yes |Functions also include responding to BLM requests for |referrals), and would serve to reduce collection of Yes Yes

Lease Account Status on Solid Mineral leases.

revenue. All members of the Debt Collection team, as
well as the hard copy debt collection activity files, are
located in Denver. It would difficult to manage the
daily activities of a Team in Denver from a remote
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Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jeosft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
This critical position will lead ONRR's regulatory If this Administration chooses to draft regulations to
specialists to meet this Administration's goals of implement recommendation made by the Royalty
regulatory reform, increased energy development, Policy Committee, ONRR will not have a legally-trained
and reduced regulatory burden on industry. This oil, gas, and coal valuation expert it can dedicate to
position also will serve as the principal drafter of rapidly and correctly draft those regulations and move
amendments to ONRR regulations needed to them through the rulemaking processes. Also, ONRR's
implement recommendations made by the Royalty current rulemaking process, information collection,
Policy Committee (RPC). and Federal Register personnel will be under the
firstline supervision of a GS-15, which is an inefficient
113 |onRR 10/1/2017 [SUPVY APPEALS ANALYST GS-14 *Lakewood, CO 9/15/2017| Yes use of GS-15 time and expertise. Further, this position Yes Yes
would not be available to help adjudicate the backlog
of industry appeals of ONRR orders, which is one of
the duties of this position as time allows. Since this
position will lead regulatory specialists working in
Lakewood and draw on the expertise of royalty
valuation subject matter experts centralized in
Lakewood, it can operate most effectively if placed in
Lakewood.
This position must be filled to promptly adjudicate Without this position, valid Federal and Indian orders
industry appeals of ONRR orders, which orders to report and pay royalties remain unenforceable for
typically require industry to re-report oil, gas, and coal |prolonged periods, flawed orders saddle industry with
royalties and pay additional sums to Federal or Indian |the costs of litigation and appeals bonds, and the
lessors. Department misses its statutory deadline to resolve
Federal oil and gas appeals, which in some instances
results in Department loss by default. In FY 2017 the
backlog of industry appeals of ONRR orders increased
114 |ongr 10/1/2017 |APPEALS ANALYST FPL GS-14  |*Lakewood, CO 8/7/2017| No 42% because of an increased number of appeals, Yes Yes

diversion of Appeals Analysts to rulemaking, and
Appeals Analyst vacancies; if this position is not filled,
the backlog will continue to grow. Locating this
position in Lakewood allows the appeals analyst to
receive intensive royalties and legal training while
working collaboratively with other appeals analysts to
most rapidly and correctly resolve appeals .
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Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
3 Approval
This position must be filled to promptly adjudicate Without this position, valid Federal and Indian orders
industry appeals of ONRR orders, which orders to report and pay royalties remain unenforceable for
typically require industry to re-report oil, gas, and coal |prolonged periods, flawed orders saddle industry with
royalties and pay additional sums to Federal or Indian |the costs of litigation and appeals bonds, and the
lessors. Department misses its statutory deadline to resolve
Federal oil and gas appeals, which in some instances
results in Department loss by default. In FY 2017 the
backlog of industry appeals of ONRR orders increased
115 |[ongr 10/1/2017 |APPEALS ANALYST FPL GS-14  |*Lakewood, CO 8/7/2017| No 42% because of an increased number of appeals, Yes Yes
diversion of Appeals Analysts to rulemaking, and
Appeals Analyst vacancies; if this position is not filled,
the backlog will continue to grow. Locating this
position in Lakewood allows the appeals analyst to
receive intensive royalties and legal training while
working collaboratively with other appeals analysts to
most rapidly and correctly resolve appeals .
Financial Services (FS) performs account The vacancy puts us at risk for incurring Late
reconciliations to match open receivables (royalties, [Disbursement interest penalties, and are next most
* Lakewood, CO rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
(This action is credits, etc.), issues refunds to customers as needed, [risk of failing to comply with the Debt Collection Act
requested if initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
previously such as rent and minimum royalty, Indian over- Department of Treasury prior to being 120 days past
1 16 ONRR 10/1/2017  |Supervisory Accountant EPL 13 approved waive.r 8/20/2017| Yes recoup.men.t exce.ptio.ns, arlld. late pa.yment interest due, and failing t? cor’.nplete Bureau of Land YeS YeS
requests result in exceptions including insufficient estimates), performs |Management Solid Mineral Lease Account Status
inability to fill limited-scope reviews such as lease account status requests in a timely manner.
positions in and history of timely payments, and follows Debt
Albuequerque, Collection procedures to pursue delinquent invoices.
NM) This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.
Financial Services (FS) performs account The vacancy puts us at risk for incurring Late
reconciliations to match open receivables (royalties, |Disbursement interest penalties, and are next most
* Lakewood, CO rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
(This actions is credits, etc.), issues refunds to customers as needed, [risk of failing to comply with the Debt Collection Act
requested if initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
previously such as rent and minimum royalty, Indian over- Department of Treasury prior to being 120 days past
1 17 ONRR 10/1/2017 |Accountant FPL-12 approved waiver 3/7/2017| No recoupment exceptions, and late payment interest due, and failing to complete Bureau of Land YES Yes

requests result in
inability to fill
positions in
Albuequerque,
NM)

exceptions including insufficient estimates), performs
limited-scope reviews such as lease account status
and history of timely payments, and follows Debt
Collection procedures to pursue delinquent invoices.
This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.

Management Solid Mineral Lease Account Status
requests in a timely manner.
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Consolidated PMB Hiring Waiver Requests 2017-

.
Date of '§ Deputy
No. DAS Office Request Position Title Grade Location Vacant g Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
Financial Services (FS) performs account The vacancy puts us at risk for incurring Late
reconciliations to match open receivables (royalties, |Disbursement interest penalties, and are next most
* Lakewood, CO rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
(This action is credits, etc.), issues refunds to customers as needed, [risk of failing to comply with the Debt Collection Act
requested if initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
previously such as rent and minimum royalty, Indian over- Department of Treasury prior to being 120 days past
1 18 ONRR 10/1/2017 |Accountant EPL-12 approved waive.r 11/8/2016] No recoup.men't exce.ptio'ns, ar.1d. late pa.yment interest due, and failing tC') corT1pIete Bureau of Land YeS Yes
requests result in exceptions including insufficient estimates), performs |Management Solid Mineral Lease Account Status
inability to fill limited-scope reviews such as lease account status requests in a timely manner.
positions in and history of timely payments, and follows Debt
Albuequerque, Collection procedures to pursue delinquent invoices.
NM) This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.
Financial Services (FS) performs account The vacancy puts us at risk for incurring Late
reconciliations to match open receivables (royalties, |Disbursement interest penalties, and are next most
* Lakewood (This rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
action is requested credits, etc.), issues refunds to customers as needed, |risk of failing to comply with the Debt Collection Act
if previously initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
approved waiver such as rent and mihimum royalty, Indian oyer- Departmen_t.of Treasury prior to being 120 days past
1 19 ONRR 10/1/2017 |Accountant FPL-12 requests result in 12/26/2016| No recoup'men't exce'ptlo.ns, ar'ld' late pa'yment interest due, and failing t(? corTwpIete Bureau of Land YeS Yes
inability to fill e.xc'eptlons |nclud!ng insufficient estimates), performs Managen‘\ent 'SO|Id Mineral Lease Account Status
. . limited-scope reviews such as lease account status requests in a timely manner.
positions in . .
and history of timely payments, and follows Debt
Albuequerque, ) ) o
NM) Collection procedures to pursue delinquent invoices.
This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.
Financial Services (FS) performs account The vacancy puts us at risk for incurring Late
reconciliations to match open receivables (royalties, |Disbursement interest penalties, and are next most
rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
credits, etc.), issues refunds to customers as needed, [risk of failing to comply with the Debt Collection Act
initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
such as rent and minimum royalty, Indian over- Department of Treasury prior to being 120 days past
120 ONRR 10/1/2017 |Accountant FPL-12 *Albuquerque, 1/6/2017| No recoupment exceptions, and late payment interest due, and failing to complete Bureau of Land Yes YeS

New Mexico

exceptions including insufficient estimates), performs
limited-scope reviews such as lease account status
and history of timely payments, and follows Debt
Collection procedures to pursue delinquent invoices.
This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.

Management Solid Mineral Lease Account Status
requests in a timely manner.
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Consolidated PMB Hiring Waiver Requests 2017-

.
Date of '§ Deputy
No. DAS Office Request Position Title Grade Location Vacant g Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
Financial Services (FS) performs account The vacancy put us at risk for incurring Late
reconciliations to match open receivables (royalties, |Disbursement interest penalties, and are next most
* Lakewood, CO rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
(This action is credits, etc.), issues refunds to customers as needed, [risk of failing to comply with the Debt Collection Act
requested if initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
previously such as rent and minimum royalty, Indian over- Department of Treasury prior to being 120 days past
12 1 ONRR 10/1/2017 |Accountant EPL-12 approved waive.r 4/7/2016| No recoup.men't exce.ptio'ns, ar.1d. late pa.yment interest due, and failing tC') corT1pIete Bureau of Land YeS Yes
requests result in exceptions including insufficient estimates), performs |Management Solid Mineral Lease Account Status
inability to fill limited-scope reviews such as lease account status requests in a timely manner.
positions in and history of timely payments, and follows Debt
Albuequerque, Collection procedures to pursue delinquent invoices.
NM) This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.
Financial Services (FS) performs account The vacancy puts us at risk for incurring Late
reconciliations to match open receivables (royalties, |Disbursement interest penalties, and are next most
* Lakewod, CO rents, invoices, etc.) to open payments (checks, wires, |important. Last, vacancies in Debt Collection put us at
(This action is credits, etc.), issues refunds to customers as needed, [risk of failing to comply with the Debt Collection Act
requested if initiates the billing process (financial term exceptions [requirement to have valid debt referred to the
previously such as rent and minimum royalty, Indian over- Department of Treasury prior to being 120 days past
122 ONRR 10/1/2017 |Accountant EPL-12 approved waive.r 1/3/2017| No recoup'men't exce'ptio.ns, ar'ld' late pa'yment interest due, and failing t(? corTwpIete Bureau of Land YeS Yes
requests result in exceptions including insufficient estimates), performs |Management Solid Mineral Lease Account Status
inability to fill limited-scope reviews such as lease account status requests in a timely manner.
positions in and history of timely payments, and follows Debt
Albuequerque, Collection procedures to pursue delinquent invoices.
NM) This work involves both Federal and Indian accounts
and covers oil & gas, solid minerals, and geothermal
leases.
Manages the Interagency Aviation Training technology|The Aviation safety training program is responsible for
and related databases (https://www.iat.gov/). the management of DOI Aviation Training records
Directly supports approved positions (Trainier 1712 system, certification and evaluation of DOI aviation
series) and all departmental (and USFS) aviation training instructors, development, ongoing evaluation
training including (but not limited to) firefighting, of aviation training curriculum and supporting
Search and Rescue, Law Enforcement, Emergency instructional materials. The safety training program is
Management/response, and biological and geological |responsible for tracking over 35,000 users and on
resource management. average over 32,000 course are delivered annually,
either through instructor led delivery or web based
123 PRE OAS 10/1/2017 [Aviation Training Technician GS-11/12 Boise, ID 4 Months No training annually. Inability to provide on-line training Yes Yes

will result in untrained and unqualified personnel
using aviation resources to accomplish bureau
missions. Inability to update training modules with
latest policy, technology or equipment changes.
Inaccurate training records will significantly inhibit
management's ability to assess unit readniness for any
given mission requirements.
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Consolidated PMB Hiring Waiver Requests 2017-

2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
This position is integral to DOI fulfilling its legal OAS is responsible for conducting safety compliance
requirements as a Public Aircraft Operator as defined |evaluations of government, commercial, and
in 49 U.S.C. § 40102(a)(41) and § 40125 and regulatory|cooperating agency aircraft in fulfilling DOI's legal
requirements in FAA Advisory Circular 00-1.1A, dated |requirements as a Public Aircraft Operator as defined
2/12/14 . The position evaluates government, in 49 U.S.C. § 40102(a)(41) and § 40125 and regulatory
commercial and other cooperating agency aircraft and [requirements in FAA Advisory Circular 00-1.1A, dated
support equipment to ensure they are properly 2/12/14 . All current equipment inspectors are
equipped, maintained and functional to safely working at 110% of their inspection capacity.
N/A (Incumbent complete wildland fire and natural resource missions |Inspectors are scheduled for continuous travel,
124 PRE OAS 10/1/2017 |Aviation Safety Inspector (Equipment) |GS-1825-13 Anchorage, AK retired on NO |for all of the DOI bureaus and services and the U.S. approving aircraft and equipment for critical DOI Yes YeS
9/1/2017) Forest Service. missions (NPS, BIA & BLM exclusive use contracts for
wildland fire, Search and Rescue, Law Enforcement
and NPS visitor safety). The loss of an inspector due to
sickness or injury, may impair our ability to meet
inspection requirements. Critical DOI aviation
contracts may start late due to the lack of inspectors
to inspect equipment required to complete DOI
missions.
Administers an internal technical on-site/field audit  [This is a vital component to the entire mishap
program designed to increase efficiency, improve prevention program as it enables data driven decision
procedures and processes and correct existing making via
deficiencies resulting in the enhanced overall proactive, systematic process for analyzing and
management of DOI aviation programs. In reporting information with regard to the aviation
conjunction with Bureaus and other OAS divisions, programs at all
identifies and analyzes underlying factors contributing |levels of the Department of the Interior. It is the
to unsafe and/or inefficient operations such as primary vehicle for connecting management with their
inadequate training, inadequate management control, |respective
lack of discipline, budget constraints, etc. Formulates [operations which improves communication and
and recommends actions which will assist in managing [ultimately decision making at both strategic and
risk and improve efficiency. operational levels. Leaving this position unfilled will
Assists in timely and professional on-site result in a severe reduction in proactive aviation
investigations of aviation hazards, aircraft incidents management activities.
Aviation Safety Program Evaluation N/A (Incumbent d ai ft accidents. M f
125 |rre OAS 10/1/2017 [ yrTog GS-0301-12/13|Boise, ID retiring on No |2ndaircrattaccidents. My perform numerous Yes Yes
pecialist 8/1/2017) phases of an investigation in conjunction with OAS Air

Safety Investigators, to include the collection of
factual evidence, witness interviewing, arranging for
component analysis, examination of maintenance and
pilot records, researching commercial aircraft
operator’s approved operations manuals, investigative
report writing and other investigative duties as may be
required.

Coordinates closely with cross functional DOI areas to
ensure lessons learned are effectively disseminated;
Training methods are developed to adequately
prepare operations personnel, supervisors, and
managers for the standardization, oversight and
quality control practices that meet department goals.
Coordinates closely with the Safetv element of the
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2 Deputy
No. DAS Office ::t:jeosft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
This position performs advanced threat analysis to This position was initially approved as a 4-year term
maximize the confidentiality, integrity, and availability |position. After further evaulation, there is a critical
of information systems by defending against and need to fill this difficult to recruit INFOSEC
preventing unauthorized access to information and cybersecurity position as a permanent position. This
information systems. Provides cyber security will help to ensure stability in providing cyber security
analytical support to DOI’s Enterprise Threat analytical support to DOI’s Enterprise Threat
Management Team which includes close collaboration |Management Team which includes close collaboration
with the Incident Management Team and individual  [with the Incident Management Team and individual
bureau and office cybersecurity teams. Operates, bureau and office cybersecurity teams.
maintains and improves existing cybersecurity
solutions. Provides input to the design, development [Additionally, by exercising our Direct Hire authority
and implementation of current and future automated |and hiring as a permanent position, we can terminate
systems and tools for threat detecton and incident our existing contract for this service that costs
identification. $245,412 annually. Assuming a fully loaded
1 26 TIBS OClIO 10/15/2017 |[IT Specialist (Threat Management) GS-14 Raleigh, NC New position adjustment of 31% over the 2017 GS Pay Table for Yes Yes

Raleigh, NC, DOI could realize a direct annual savings
of between $63,266 - $104,494.

Supporting Data

GS 14 Step 1 ($104,899) + 31% + $3,500 (OCIO Non-
Labor Support Difference) = $140,918

GS 14 Step 10 ($136,371) +31% + $3,500 (OCIO Non-
Labor Support Difference) = $182,146

*Formula provided by OCIO Business Operations
Division

DOI’s networks and information systems are under
attack daily. Information Assurance personnel are
critically needed to help ensure that cybersecurity

controls continue to be properlv planned for, selected.
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2 Deputy
No. DAS Office ::t:jeosft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
This position assists with radio/field communications |The position was created from a GS14 position
program management through technical services and |following the retirement of the incumbent. The duties
radio operations that directly support DOI's most from the original position were re-distributed, and this
disadvantaged remote users. It also provides GS11/12 position was created to fill an identified,
communications security (COMSEC) and encryption critical mission gap that used to be filled years ago. (A
key management and support, and operates COMSEC [selection has been made for the position, as the
and radio/ field communications devices during announcement was made prior to the freeze and
national and regional emergencies and incidents, waiver requirements.)
including secure connectivity with the White House.
The position provides mission support to on-the-
ground law enforcement, wildland fire responders,
field researchers, search and rescue personnel, border
security, and other DOI personnel who depend on
radio/field communications for remote sensing,
127 |mss 0Cl0 | 10/15/2017 |Telecom Specialist GS 11/12 Denver 1year access to criminal databases, etc. or for their sole life- Yes Yes
line to dispatch centers, coordination centers,
monitoring stations, etc to obtain assistance or help in
extremely remote areas. Interoperability of DOI
radios/field communications with partner agencies
(DHS, USFS, USBP, etc) is essential in mission success.
The position directly supports the mission of
numerous DOI offices (e.g. OEM, OWF, OAS, OLES)
and six bureaus (NPS, BLM, FWS, BOR, BIA, USGS) with
the proper operation and performance of over 700
public safety or scientific communications systems
across the U.S. and territories. Chief among the duties
of this position is using the capabilities at DOI's
National Radio Laboratory (NRL) in Denver, CO to test
and verifv the proper operation (software and
Utilizing two The positions will be responsible for (1) developing If these positions are not filled, the Department's
FTEs vacated by policy and guidance for DOI's financial assistance ability to implement sound practices for financial
GS-14 Program programs, totaling $7 billion annually; (2) establishing |assistance that guard against inefficiency and maintain
Analyst in and implementing performance measures and internal[systems of internal control will be hindered. This
February 2017, controls; (3) advancing DOI's financial assistance places the DOI inancial Assistance function at an
and a GS-14 program and career management policies related to |increased risk of fraud, waste and abuse. This is
Grants Management Specialists (two . Program grar\ts, cooperative agrfaements, anf:I o’fher types of  |especially con.cernl.ng bec.ause of the ccrmbmed dollar
128 BFPA PAM 10/15/2017 ositions) GS-14 Washington, DC Analvst in No |assistance; (4) Overseeing and monitoring DOI's value of DOI financial assistance and Tribal awards. YeS Yes
P Septhber financial assistance program to ensure compliance Leaving these positions unfilled will also negatively
2017 (nine with Government-wide standards; and (5) Providing [impact the Department's ability to implement
leadership to the DOI financial assistance community. |strategic actions for Interior's financial assistance
months and one
and a half functions that are in alignment with the Secretary of
the Interior's and the President's priority goals.
months,

respectively)
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2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
From a functional perspective, this position serves as |This position is in the OFAS Property Branch; they are
the OFAS Fleet Manager and became vacant due to a |responsible for managing personal property for ALL
retirement earlier in 2017. Currently, OFAS has a GS-9 |0S offices (102 OS cost centers) nationwide. The
Program Specialist on a 120 day temporary promotion |branch manages sensitive and system-controlled
to a GS-11 performing the duties. That temporary property in FBMS; trains OS personnel on procedures
promotion expires in September. This position is for managing property; and provides guidance to
essential to the operation of the Office of the Collateral Duty Property Managers for five large
Secretary’s Fleet and Personal Property Programs; offices (OCIO, IBC, SOL, OST and OIG) and 80 Custodial
management of the Secretary’s motor pool; overall Property Officers. If this position is not approved,
fleet/property reporting and accountability; and OFAS must reassign the workload for Fleet
serves as the Contracting Officer’s Representative for [Management to the remaining four OFAS Property
the Secretary’s leased executive vehicles. This Mgmt Specialists which results in the following
position also manages GSA's lease vehicle reporting  |impacts to the Personal Property program:
requirements; performs data entry into FBMS for fleet|1) We will not meet Department-mandated reporting
129 TIBS OFAS 10/15/2017 |Property Management Specialist 11/12 DC 38 Months No data; and as a coIIater:_aI duty, suppF)rt the [?OI requirements on time for Assurance Statements and Yes Yes
personal property audit and reporting requirements. |ICRs.
2) Level of Property support requested by OS offices
will be reduced thus affecting internal control
mandates related to system-controlled property in
FBMS for these offices.
3) Accuracy will be compromised for Department's
FBMS property management system, general ledger,
and depreciation of accountable personal property.
This will result in audit findings for compliance with
applicable laws and regulations in accordance with
OMB Circular A-123, "Management’s Responsibility
for Enterprise Risk Mgmt and Internal Control."
The announcement for this position will target
emplovees in DOI OS onlyv. If the most qualified
Provides administrative support for the FWS team; Leaving position open requires significant increase in
fills a position vacant for 7 months. Lack of a person in |workload for GS-9 level staff, and more attention from
the position has led to delays in fulfilling GS-14/15 supervisors. Note: OVS moving into AVSO
130 |[mss ovs 10/15/2017 |Administrative Support Specialist GS-11 Atlanta.1, GA or 7 mos. No |administrative responsibilities for the team and OVS. |(new organization, combining with OST/OAS) and Yes Yes
Bloomington, MN Federal Lands Division will have two fewer GS-15
management positions; having GS-11 Admin support
alleviates management burden.
Provides administrative support for the Public Lands [Leaving position open requires significant increase in
(BLM) team; fills a position vacant for 10 months. Lack [workload for GS-9 level staff, and more attention from
of a person in the position has led to delays in fulfilling |GS-14/15 supervisors. Note: OVS moving into AVSO
13 1 TIBS ovs 10/15/2017 |Administrative Support Specialist GS-11 Portland, OR 10 mo. No |administrative responsibilities for the team and OVS. |(new organization, combining with OST/OAS) and Yes Yes
Federal Lands Division will have two fewer GS-15
management positions; having GS-11 Admin support
alleviates management burden.
Review appraiser backfills vacant OAS position Leaving position open creates potential for significant
(retirement); workload analysis completed, identified [backlog (presently at zero, but could increase to 20-25
need for appraiser to handle Alaskan Native cases as |cases) to occur; further, this position can support
13 2 TIBS ovs 10/15/2017 |Review Appraiser GS-13 Anchorage, AK 2 mos. No |well as BLM, NPS, FWS cases in Alaska. Will co-locate |FWS, BLM and NPS cases as well, alleviating the need Yes Yes

with and be supervised by OAS (Indian Trust Property
Division) Regional Supervisory Appraiser.

for travel of other staff to Alaska. Filling this newly
vacant position will enhance service for both Indian
Trust Property and Federal Lands Divisions in AVSO.
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2 Deputy
No. DAS Office ::t:jec;ft Position Title Grade Location Vacant E{ Description of Position Mission Impact DAS Rec Secretary Comments
a Approval
Technical Analyst to support Mineral Evaluations, Due |Current vacancy has shifted significant workload to
Diligence reports, Mineral Lease Valuations, Coal other analysts, resulting in slower turn times, delayed
Lease valuations, Land Buy Back Program minerals response to client requests for minerals evaluations
133 TIBS ovs 10/15/2017 |Interdisciplinary Physical Scientist GS-7/9/11 FPL {Lakewood, CO 2 mos. No |evaluations, Area-wide minerals economic and lower morale for over-burdened staff. Vacancy Yes Yes
evaluations. occurs at a time of significant increase in workload for
DME. Position partially funded through Reimburseable
Services Agreements.
Technical Analyst to support Mineral Evaluations, Due |Expected vacancy will shift significant workload to
Diligence reports, Mineral Lease Valuations, Coal other analysts, further exacerbating concern over
anticipated Lease valuations, Land Buy Back Program minerals slower turn times, delayed response to client requests
134 TIBS ovs 10/15/2017 |Interdisciplinary Physical Scientist GS-7/9/11 FPL {Lakewood, CO retirement No |evaluations, Area-wide minerals economic for minerals evaluations and lower morale for over- Yes YeS
12/17 evaluations. burdened staff. Vacancy occurs at a time of significant
increase in workload for DME. Position partially
funded through Reimburseable Services Agreements.
Provides supervision for Wildland Fire Information This position provides oversight, accountability, and
Technology Project Managers, Data Mgmt Specialist |approriate risk management for the Information and
135 PRE OWF 10/15/2017 |IT Supervisory Project Manager 14 Boise, Idaho May, 2017 Yes |and is the liaison for the DOI managed Wildland Fire  |Technology applications, systems managed by DOl in Yes Yes
applications with the OCIO to ensure security support of the interagency wildland fire community.
requirements, CPIC, FITARA compliance
Serves as Assistant Director of the Office of If the position is not filled, this greatly degrades the
Emergency Management and leads the Emergency Interior Operations Center’s ability to provide direct
Operations Division. Responsible for emergency and |[notification and coordination of response activities
continuity of operations/government notifications and|and increases the potential for lapse in the
coordination, as well as all-hazards inter- and intra- Department’s ability to fulfill emergency response and
agency response coordination and information emergency response coordination obligations, as well
management, while providing a 24/7 common as advise senior officials within the Department on
operating picture for response and Senior Leadership |such matters. Increased lag in reporting/notification
officials pertaining to emergency and disaster time and reduced coordination capacity per given
response. Facilitates coordination of these functions |shift, even under less-than-catastrophic conditions,
across all DOI bureaus and offices, and coordinates would be experienced.
with DHS, Federal Emergency Management Agency
(FEMA) and other Departments and Agencies. The This position serves as the principle facilitator of inter-
Supervisory Emergency Management Becomes incumbent is part of the Department’s principal and intra-agency response to all-hazards response and
136 PRE OEM 10/15/2017 |Office (Assistant Director for Emergency |15 DC Vacant Yes coordinating body on ongoing and .emerglng natlopal .contlnwt.y of government/ope.ratlons. events, Yes Yes
Operations) 10/29/2017 emergency response and recovery issues, and advises |information management during crisis, and common

the Secretary and other senior officials on Interior’s
responses related to all-hazards (to include law
enforcement, wildland fire, search and rescue, etc).
This position is responsible for ensuring the
coordination and information management of the
Department’s incident management personnel during
emergency situations, including Incident Command
System (ICS) and the National Incident Management
System (NIMS) reporting, and is also a member of the
Secretary’s Continuity of Operations (COOP) Team.

operating picture development 24/7, which includes
direct liaison with responders, senior Department
officials, and stakeholders on behalf of the
Department’s response obligations, capable of
coordinating inter- and intra-agency response support
via the constructs of the Emergency Management
Council, connection to other Federal Emergency
Operations Centers, and expertise in operational
information requirements in accordance with the
National Incident Management System (NIMS) and
the Incident Command System.
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From: Mack, Jonathan

To: Pletcher, Mary

Cc: Amy Holley; Gonzalez, Elena

Subject: Re: proposed ERB memo

Date: Tuesday, October 24, 2017 11:58:29 AM

Attachments: ERBmemo.singer.10.24.17 (2) (1).docx

Please see attached. If you need anything else, please let me know.
Thanks!

Jonathan Mack

Director, Executive Resources Division
Office of Human Resources
Department of the Interior

Phone: 202-208-5590

Fax: 202-208-5285

On Tue, Oct 24, 2017 at 11:40 AM, Pletcher, Mary <mary_pletcher@ios.doi.gov> wrote:
Jonathan,

Can you add the lines at the bottom to the memao for approval versus disapprova of the
memo and resend to everyone? It can be finalized at that point for Elena and Scott's
signature.

Thanks,
Mary

On Tue, Oct 24, 2017 at 11:12 AM, Gonzal ez, Elena <maria_gonzal ez@i0s.doi.gov> wrote:
Hi Mary. As discussed, attached is the proposed ERB memo requesting that Director IBC position be re-located
inDC. Amy reviewed it already. Please let me know if the Executive Resources team puts together the
package. | think | would like this to go before the ERB this Friday, if possible. | want to get this change of duty
station accomplished before we lose our chief of staff who knows the history of why the duty station has been
in NY, and before we get our new Assistant Secretary for PMB. Having the TIBS leadership team in place
when the Assistant Secretary PMB arrives would be optimal for IBC in my view.

| will brief Scott today too.

Thanks.
Elena

Elena Gonzalez

U.S. Department of the Interior

Deputy Assistant Secretary for Technology, Information and Business Services
1849 C St NW Room 5124

Washington, DC 20240
(0) 202-208-7966



Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505



To: Executive Resources Board

Through: Scott Cameron
Acting Assistant Secretary — Policy, Management and Budget

From: Elena Gonzalez
Deputy Assistant Secretary — Technology, Information and Business Services

Subject: Request Approval for Change in Duty Station for Ms. Michele Singer

The Deputy Assistant Secretary — Technology, Information and Business Services (DAS TIBS) requests
approval for a permanent change of duty station for the Director of the Interior Business Center (IBC),
Michele Singer, from Brooklyn, NY, to Washington, DC. The cost of the move will be funded by the IBC.
The relocation of this senior leadership position to DC, aligns the IBC executive leadership team in the
metro DC area and in Lakewood, CO, where the majority of IBC's employees, contractor support, and
customers are located, and affords greater accessibility and more consistent interactions with senior
leaders in DOI’s headquarters.

IBC is a federal shared service provider with three lines of business: human resources/payroll, financial
management and acquisition services, and approximately 950 full time employees in seven locations
nationwide: DC, Herndon, Lakewood, Boise, Anchorage, Sacramento and Sierra Vista. The leadership
for acquisition services is in Herndon, VA, and for human resources/payroll is in Lakewood, CO. Financial
management services and the Office of the Director have managers and staff in DC and Lakewood. The
Office of the Chief Information Officer (OCIO) works closely with IBC, with managers and staff co-located
with IBC in Lakewood and DC. The CIO leadership team is in DC. IBC services more than 75 other federal
organizations. Those customers’ headquarters and senior leadership are primarily located in DC. The
federal shared services governance structures and councils operate under the auspices and guidance of
the General Services Administration and the Office of Management and Budget out of DC.

Moving Ms. Singer’s duty station to DC will improve ease of coordination and communication with key
stakeholders, support IBC’s organizational change management initiatives including better integration
with DOI leadership and engagement with bureau representatives on the Working Capital Fund
Consortium, and reduce the need for travel between NY and DC.



Thank you for your consideration of this request. If you need additional information, please contact
Elena Gonzalez, DAS TIBS, at Elena Gonzalez@ios.doi.gov or 202-208-5043.

Approved: Disapproved:

For the Executive Resources Board Date



From: Gonzalez, Elena

To: Mary Pletcher

Cc: Mack, Jonathan J; Amy Holley

Subject: proposed ERB memo

Date: Tuesday, October 24, 2017 11:13:08 AM
Attachments: ERBmemo.singer.10.24.17.docx

Hi Mary. Asdiscussed, attached is the proposed ERB memo requesting that Director IBC position be re-located in
DC. Amy reviewed it aready. Please let me know if the Executive Resources team puts together the package. |
think 1 would like this to go before the ERB this Friday, if possible. | want to get this change of duty station
accomplished before we lose our chief of staff who knows the history of why the duty station has been in NY, and
before we get our new Assistant Secretary for PMB. Having the TIBS leadership team in place when the Assistant
Secretary PMB arrives would be optimal for IBC in my view.

I will brief Scott today too.

Thanks.
Elena

Elena Gonzalez

U.S. Department of the Interior

Deputy Assistant Secretary for Technology, Information and Business Services
1849 C St NW Room 5124

Washington, DC 20240

(0) 202-208-7966



To: Executive Resources Board

Through: Scott Cameron
Acting Assistant Secretary — Policy, Management and Budget

From: Elena Gonzalez
Deputy Assistant Secretary — Technology, Information and Business Services

Subject: Request Approval for Change in Duty Station for Ms. Michele Singer

The Deputy Assistant Secretary — Technology, Information and Business Services (DAS TIBS) requests
approval for a permanent change of duty station for the Director of the Interior Business Center (IBC),
Michele Singer, from Brooklyn, NY, to Washington, DC. The cost of the move will be funded by the IBC.
The relocation of this senior leadership position to DC, aligns the IBC executive leadership team in the
metro DC area and in Lakewood, CO, where the majority of IBC's employees, contractor support, and
customers are located, and affords greater accessibility and more consistent interactions with senior
leaders in DOI’s headquarters.

IBC is a federal shared service provider with three lines of business: human resources/payroll, financial
management and acquisition services, and approximately 950 full time employees in seven locations
nationwide: DC, Herndon, Lakewood, Boise, Anchorage, Sacramento and Sierra Vista. The leadership
for acquisition services is in Herndon, VA, and for human resources/payroll is in Lakewood, CO. Financial
management services and the Office of the Director have managers and staff in DC and Lakewood. The
Office of the Chief Information Officer (OCIO) works closely with IBC, with managers and staff co-located
with IBC in Lakewood and DC. The CIO leadership team is in DC. IBC services more than 75 other federal
organizations. Those customers’ headquarters and senior leadership are primarily located in DC. The
federal shared services governance structures and councils operate under the auspices and guidance of
the General Services Administration and the Office of Management and Budget out of DC.

Moving Ms. Singer’s duty station to DC will improve ease of coordination and communication with key
stakeholders, support IBC’s organizational change management initiatives including better integration
with DOI leadership and engagement with bureau representatives on the Working Capital Fund
Consortium, and reduce the need for travel between NY and DC.

Thank you for your consideration of this request. If you need additional information, please contact
Elena Gonzalez, DAS TIBS, at Elena Gonzalez@ios.doi.gov or 202-208-5043.




From: Limon, Raymond

To: Mary Pletcher

Subject: Appraisals" Update

Date: Tuesday, October 24, 2017 8:31:48 AM
Attachments: CL FY17 FINAL EPAP.doc

MP FY17 FINAL EPAP.docx
JM FY17 FINAL EPAP.doc
KH FY17 FINAL EPAP.doc

Office Goals & Objectives FY17.docx
DR FY17 FINAL EPAP.doc

Hi Mary,
| have the Division Directors' and Donna's with ...Karisis anon-supervisor....though she's been
with usfor lessthan ayear I'd like to give her an ....she's been through alot but is a trooper....|

till need to work on her EPAP...here are the others....These are the word versions. | can bring up the earlier signed
hard copies for signatures....

Also, including our Office Strategic Plan penned at the beginning of the year.....

Stand by....Thanks!

Raymond A. Limon

Ditector, Office of Human Resources
Deputy, Chief Human Capital Officer
Department of Interior

202-208-5310



Department of the Interior

Supervisory Performance Appraisal Plan

DI-3100S
September 2012 (previous edition obsolete)

U.S. DEPARTMENT OF THE INTERIOR
Supervisory Performance Appraisal Plan

Employee Name:
Christopher B. Lawson

Duty Station:
Washington, DC

Appraisal Period:
Fiscal Year 2017

Title/Series/Grade:
Director, Human Resources Information Systems
GS-0201-15
From: To:
10/01/2016 09/30/2017

Part A-1: Notification of Standards: Signatures certify that Critical elements/standards were discussed. (Part E)

Employee:

Rating Official:

Reviewing Official (if applicable*):

Date:

Date:

Date:

supervisor:

Part A-2: Employee Input into Development of Standards: Signatures certify employee involvement was solicited by

Employee:

Date:

Rating Official:

Date:

Part A-3: Employee Training: Signatures certify employee was provided training in Performance Management System.

Employee:

Date:

Rating Official:

Date:

Part A-4: Individual Development Plan: Signatures certify that supervisor’s Individual development plan was created

required)

Employee: Date: Rating Official: Date:
Part B: Progress Review: Signatures certify that performance was discussed.

Employee: Date: Rating Official: Date:

Part C: Summary Rating Determination: Assign the numerical rating level that accurately reflects the employee's
performance for each of the Critical elements (Use only whole numbers: Exceptional = 5 points; Superior = 4 points, Fully
Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points.) See reverse for complete

instructions.

Element Number

QBRI =

Total Numerical Rating

Part D: Summary Rating: Use conversion chart to determine rating. Check appropriate box:

Numerical Rating

Exceptional

4.6 — 5.00 AND No Critical element rated lower than “Superior”.

Superior

3.6 —4.59 AND No Critical element rated lower than “Fully Successful”.

Fully Successful

3.0 — 3.59 AND No Critical element rated lower than “Fully Successful”.

Minimally Successful

2.0 — 2.99 AND No Critical element rated lower than “Minimally Successful”.

Unsatisfactory

One or more Critical elements rated “Unsatisfactory”.

Employee: Rating Official: Reviewing Official: (if applicable):
Date: Date: Date:

Check here if Interim Rating:

Performance Award: QSI Cash: $ or % of pay Time Off
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Instructions for Completing the Supervisory Employee Performance Appraisal Plan

Establishing Critical Elements and Performance Standards: Critical elements (at least one, but not more than five)
must be established for each employee at the start of each performance year. Through these elements, employees are
held accountable for work assignments and responsibilities of their position. A Critical element is an assignment or
responsibility of such importance that Unsatisfactory performance in that element alone would result in a determination
that the employee’s overall performance is Unsatisfactory. Please see the Performance Appraisal Handbook for more
detailed information.

Performance standards are expressions of the performance threshold(s), requirement(s), or expectation(s) that must be
met for each element at a particular level of performance. They must be focused on results and include credible
measures. You may use the attached Benchmark Performance standards to describe general parameters of the
standards, but must augment those benchmarks with specific, measurable criteria such as quality, quantity, timeliness
and/or cost effectiveness, for the “Fully Successful” level for each element. Rating officials are strongly encouraged to
develop specific performance standards at additional levels to ensure that the employee has a clear understanding of the
levels of performance expected. At least one, and preferably all, Critical elements must show how the element is linked
to strategic goals, such as Government Performance Results Act (GPRA) or mission related goals of the organization. If
possible, these goals should be aligned throughout the organization (i.e., show how the strategic goal cascades from the
SES down to the lowest non-supervisory levels.) The employee should be able to clearly understand how the results they
are held responsible for are linked to the strategic and/or mission goals of the organization.

Employee Involvement: Employees must be involved in the development of their performance plans. Part A-2 of this
form requires employee and supervisor signatures certifying that employee input into the development of the plan was
solicited.

Individual Development Plan: The IDP provides the connection between the employee’s career interests and needs to
the organizational mission and priorities. All supervisors are required to have an IDP that is updated annually.
Required training as well as individual training needs and development activities will be identified in the IDP PB 06-04,
dated 11-09-2005).

Progress Reviews: A progress review is required approximately mid-way through the rating period. Part B should be
completed after the progress review. Any written feedback or recommended training can be noted on a separate sheet
and attached to the employee performance appraisal plan.

Assigning the Summary Rating: A specific rating is required for each Critical element to reflect the level of
performance demonstrated by the employee throughout the rating period. Only one numerical rating level is assigned for
each Critical element. Before the rating official assigns a summary rating, he/she should consider all interim summary
ratings received for the employee during the annual appraisal period. The summary rating is assigned as follows:

A. Assess how the employee performed relative to the described performance standards.

B Document the employee’s performance with a narrative that describes the achievements for the Critical
elements as compared to the performance standards. A narrative must be written for each Critical element
assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory, to provide examples of the
employee’s performance that substantiate and explain how the performance falls within the level assigned.
There is a block provided for the narrative for each Critical element.

C. In Part C of this form, assign one of the numerical rating levels that accurately reflects the employee’s
performance for each of the Critical elements (Use only whole numbers: Exceptional = 5 points, Superior= 4
points, Fully Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points).

D. Add up the numerical rating levels to get a total, and then divide the total by the number of Critical elements
to get an average. (Elements that are “not rated” because an employee has not had a chance to perform
them during the rating year are not assigned any points and should not be used to determine the average
rating.)

E. Assign a summary rating based on the table in Part D of this form. Employee and supervisor sign the form
Certifying that the rating was discussed. Reviewing Official’s signature is required for Exceptional,
Minimally Successful and Unsatisfactory ratings.

Note: Whenever an employee is rated “ Unsatisfactory” on one or more critical elements, the overall rating must be “ Unsatisfactory”
(regardless of total points). The rating official should immediately contact the servicing Human Resources Office. Whenever an employee is
rated “Minimally Successful” on one or more Critical elements, the overall rating may not be higher than “Minimally Successful” (regardless
of total points).
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at
least one, but not more than five) and their corresponding performance standards. If Benchmark standards are used,
indicate “Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified

at the Fully Successful level.

Critical Element 1

GPRA/Strategic Goal: Building a 215t Century Workforce — Sustainability of
Interior's Operations.

Performance Measure: Supervisory/Managerial duties are effectively carried
out in order to support the Department’s capacity to manage its programs in
results oriented, customer-focused, and efficient manner.

Supervisory/Managerial Element: Performance of supervisory/managerial
duties will be carried out in accordance with regulatory requirements and other
Bureau/Office policies governing the following area:

= Merit System Principles

= Anti-harassment, anti-discrimination & EEO obligations

= Strengthening diversity & inclusion

= Effective management of ethics, conduct & discipline issues

= Strategic planning of workforce requirements and effective use of
recruitment, retention and hiring tools

= Reasonable accommodation obligations

= Safety and occupational health obligations

= Strengthening employee engagement and customer service

= Effective performance management

= |IT security, data protection and records management obligations

= Internal management policies and controls

Performance Standards

Exceptional In addition to attached Benchmark standards, the following measurable criteria
apply:
e Assigns work that encourages skill building and increased competency
in team members.
e Addresses problems with team, resulting in better communication and
understanding.
e Provides support, coaching, training, and mentoring both to team and
non-team members.
Superior See attached Benchmark standards.

Fully Successful

In addition to attached Benchmark standards, the following measurable criteria
apply:

e [Establishes internal management controls and quality assurance
processes.

o Establishes performance plans and timely evaluations for those
supervised.
Provides leadership, coaching and mentoring to team members.

o Actively seeks to build and enhance work relationships.

¢ Demonstrates an understanding of the relationship between individual,
office and Departmental goals.

Minimally Successful

See attached Benchmark standards.

Unsatisfactory

See attached Benchmark standards.

Narrative Summarx
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Describe the employee’s performance for each Critical element. A narrative summary must be written for
each element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.

Rating for Critical Element 1:
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 2: GPRA/Strategic Goal: Building a 215t Century Workforce — Sustainability of
Interior's Operations.

Performance Measure: Build customer service and business partnership
capacity.

Performance Standards

Exceptional The following measurable criteria apply:

o Recognized as an HR thought leader.

Is sought out as a consultant, presenter, or speaker by internal and
external entities.

e Provides leadership and innovative solutions to strategic human
problems, enabling the HR community and other stakeholders to better
accomplish their goals.

e Seeks out opportunities to benchmark policies, products and/or services
in an effort to improve overall office performance.

o Receives high value feedback from multiple stakeholders.

Superior

Fully Successful The following measurable criteria apply:

o Demonstrates customer service by anticipating, understanding, and
addressing stakeholder needs (i.e., effectively contributes to new
customer service office tool).

e [Establishes internal standard operating procedures and meets deadlines
for required reports, data calls, and other actions.

e Provides the most accurate, data supported, and complete information
available.

Solution oriented, focuses on possible resolution to problems and issues.

o s flexible and adaptable in responding to client and other stakeholder
needs.

e Is accessible, knowledgeable, and responsive to inquiries within 48 hours
with at least an acknowledgement of receipt.

e Coordinates, develops, and communicates policies necessary to ensure
effective processes and compliance of staffing, compensation, and
classification regulations.

Minimally Successful

Unsatisfactory

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Rating for Critical Element 2:
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 3: GPRA/Strategic Goal: Building a 215t Century Workforce — Dependability and
Efficiency of Information Technology.

Performance Measure: Provide strategic leadership and oversight of Human
Resources Information Technology (HRIT).

Performance Standards

Exceptional The following measurable criteria apply:

e Trusted advisor to the Deputy Assistant Secretary, Human Capital and
Diversity (DAS HCD) / Chief Human Capital Officer (CHCO), the Director
of the Office of Human Capital (OHC), and the Human Capital Team.

o Recognized as a subject matter expert in HRIT and shared services for
the Federal Government.

e Leads change and builds public and private sector coalitions that address
the challenges, goals, and objectives of Human Capital in the Federal
Government.

e Provides oversight and guidance regarding the Interior Business Center —
Human Resources Division.

Superior

Fully Successful The following measurable criteria apply:

e Serves as Chair of the HRIT Council; increases the awareness of HRIT
solutions, improves communication, and encourages collaboration.

e Represents the Department at the Multi-Agency Executive Strategy
Committee (MAESC).

o Represents the Department at HRIT working groups.

Minimally Successful

Unsatisfactory

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Rating for Critical Element 3:
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 4: GPRA/Strategic Goal: Building a 215t Century Workforce — Dependability and
Efficiency of Information Technology.

Performance Measure: Manage the Human Resources Management (HRM)
portfolio of information technology solutions.

Performance Standards

Exceptional The following measurable criteria apply:

e Provides innovative HRIT solutions that reduce and/or avoid costs,
improve efficiency, increase transparency, increase quality, and increase
accuracy.

e Obtains stakeholder support for investments.

e Provides leadership and guidance for the solutions in the portfolio.

Superior

Fully Successful The following measurable criteria apply:

e Maintains the Human Resources Management (HRM) Segment Roadmap
and Portfolio for DOI.

e Supports Capital Planning and Investment Control (CPIC).
Supports Budget Formulation.

e Supports the Planning, Implementation, Operation, and Maintenance of
HR information systems.

Minimally Successful

Unsatisfactory

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 5: GPRA/Strategic Goal: Building a 215t Century Workforce — Dependability and
Efficiency of Information Technology.

Performance Measure: Provide HRIT support to the DOl Human Capital Team.

Performance Standards

Exceptional The following measurable criteria apply:

e Provides innovative HRIT solutions to issues related to the management,
administration, maintenance, and operation of HR information systems.

o Obtains stakeholder support for the proposed resolution of issues.

e Effectively communicates status updates and issues to DOI Leadership
and the Human Capital Team.

e Provides leadership and guidance over HR information systems as the
System Owner and the User Group Representative for DOI.

Superior

Fully Successful The following measurable criteria apply:

e Obtains or maintains the Authority to Operate (ATO) HR information
systems.

e Continuously monitors HR information systems.

e Provides System Owner (SO) support by reviewing weaknesses and risk
acceptance requests for HR information systems.

e Provides Information System Security Officer (ISSO) support for HR
information systems.

e Provides Contract Officer Representative (COR) support for HR
information systems.

e Provides System Administrator (SA) support for HR information systems.

e Represents the Department at HRIT user groups.

Minimally Successful

Unsatisfactory

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Rating for Critical Element 5:
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Privacy Act Notice: Chapter 43 of Title 5, U.S.C., authorizes collection of this information. The primary
use of this information is by management and your servicing human resources office to issue and record
your performance rating. Additional disclosures of this information may be: To MSPB, Office of Special
Counsel, EEOC, the FLRA, or an arbitrator in connection with administrative proceedings; to the Department
of Justice or other Federal agency, courts, or party to litigation when the Government is a party to or has an
interest in the judicial or administrative proceeding; to a congressional office in response to an inquiry made
on behalf of an individual; to the appropriate Federal, State, or local government agency investigating
potential violations of civil or criminal law or regulation; and to Federal State, local and professional licensing
boards in determining qualifications of individuals seeking to be licensed.

If your agency used the information furnished on this form for purposes other than those indicated above, it
may provide you with an additional statement reflecting those purposes.

Refusal to sign: In cases where the employee refuses to sign the EPAP, the supervisor has the authority to
implement the performance standards and rating without employee agreement. Supervisor’'s should identify
in the employee’s signature block that the “Employee Refused to sign.”
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Benchmark Supervisory Employee Performance Standards

Exceptional:
Supervisory: The employee demonstrates excellent leadership skills and with only rare

exceptions develops effective working relationships with others; immediately handles difficult
situations with subordinates with professionalism and effectiveness, and demonstrates foresight
in correcting situations that may cause future problems before they arise; encourages
independence and risk-taking among subordinates, yet takes responsibility for their actions; is
open to and solicits the views of others, and promotes cooperation among peers and
subordinates, while guiding, motivating and stimulating positive responses.

The employee demonstrates a strong commitment to fair treatment, equal opportunity and the
affirmative action objectives of the organization, and has a significant positive impact on
achievement of goals in this area. In addition, the employee demonstrates innovation and
specific positive achievements in meeting other management obligations such as safety, internal
management controls, merit systems principles, performance management, and management of
ethics, conduct and discipline issues. The employee systematically monitors quality, delivery,
and customer satisfaction levels and makes adjustments accordingly; and works with staff to
proactively implement solutions to prevent problems and avoid gaps in customer expectations.

Effective Performance Management: Uses employee preferences and performance
information to identify both immediate and long-term developmental needs, helps staff to identify
their own developmental needs and provides challenging assignments to address those needs;
promotes cooperation among peers and subordinates, while guiding, motivating and stimulating
positive responses to accomplishments; and provides continuing constructive performance
feedback, working with employees to identify ways to improve their strengths.

Superior:
Supervisory: The employee demonstrates good leadership skills and establishes sound working

relationships; almost always handles difficult situations with subordinates with professionalism
and effectiveness; shows good judgment in dealing with others and considering their views; has a
strong sense of mission and seeks out responsibility; demonstrates a commitment to fair
treatment, equal opportunity and the affirmative action objectives of the organization, and has a
positive impact on achievement of goals in this area. In addition, the employee promotes a safe
working environment and solutions to problems encountered in meeting other management
obligations including internal management controls, merit systems obligations, managing
performance, and management of ethics, conduct and discipline issues; and anticipates customer
needs and resolves or avoids potential problems, resulting in high customer satisfaction.
Employee tailors methods of reward and recognition to the individual to the extent possible,
resulting in increased motivation in staff; and solicits employee input and takes initiative to seek
out and arrange for a variety of developmental opportunities beyond standard training.

Effective Performance Management: Using effective planning works with employees to exceed
expectations in critical areas and shows sustained support of organizational goals; establishes
sound working relationships with subordinates and shows good judgment in dealing with them,
considering their views; works with employees to develop plans and timeframes to improve
performance.

Fully Successful:

Supervisory: The employee is a capable leader who works successfully with others and listens
to suggestions. The employee generally handles difficult situations with subordinates with
professionalism and effectiveness. The employee also works well as a team member, supporting
the group’s efforts and showing an ability to handle a variety of interpersonal situations. The
employee’s work with others shows an understanding of the importance of fair treatment and
equal opportunity and meets all management commitments related to providing a safe working
environment, merit systems obligations, performance management, and internal controls, and
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management of ethics, conduct and discipline issues. The employee maintains contact with
customers (internal and/or external), and is effective in understanding their needs and using
feedback to address customer requirements. The Supervisory employee provides timely, flexible,
and responsive products and/or services to customers, resulting in value to the mission. Solicits
employee input to improve work products and/or services and to develop employee skills.
Recognizes and rewards employee contributions in a fair and consistent manner.

Effective Performance Management: The employee identifies and ensures alignment of unit
goals with agency goals, seeks input of employees in the development of performance criteria,
effectively translates and communicates project or work unit goals into concrete work
assignments for staff; provides feedback and conducts reviews according to DOI established
timeframes; ensures performance distinctions are made among individuals and awards are
reflective of employee contributions toward organizational performance; and addresses poor
performance in a fair and timely manner.

Minimally Successful:

Supervisory: The employee’s supervisory performance shows serious deficiencies that require
correction. The employee must motivate subordinates and promote team spirit; provide clear
assignments and performance requirements or sufficient instructions to subordinates; provide
sufficient explanation of organizational goals to subordinates; satisfy customer needs and/or meet
customer service objectives; and/or meet production or mission goals in a timely and quality
manner. Their work with others must show a consistent understanding of the importance of fair
treatment and equal opportunity. The employee must meet all management obligations related to
internal controls, merit system obligations, performance management, and/or management of
ethics, conduct and discipline issues.

Unsatisfactory:

Supervisory: The employee’s supervisory performance is unsatisfactory. The employee usually
fails to motivate subordinates and promote team spirit; often provides unclear assignments and
performance requirements or insufficient instructions to subordinates; frequently fails to provide
sufficient explanation of organizational goals to subordinates; generally fails to satisfy customer
needs and/or meet customer service objectives; and/or frequently fails to meet production or
mission goals in a timely and quality manner. The employee’s work with others consistently fails
to show an understanding of the importance of fair treatment and equal opportunity. Employee
frequently fails to meet other management obligations related to internal controls, merit systems
obligations, performance management, and/or management of ethics, conduct and discipline
issues.




Department of the Interior DI-3100S
Supervisory Performance Appraisal Plan September 2012 (previous edition obsolete)

Understanding Performance Management

An Employee’s Duties — Your supervisor should provide you with a copy of the position description for
your job. Your position description is the official record of your main duties and responsibilities and is
used in developing performance appraisal criteria. Take some time to read through your position
description. Ask your supervisor about anything that is not clear to you. Your supervisor should review
your position description with you at least once a year to ensure that it accurately reflects your main
duties and responsibilities. Keep a copy of your position description and refer to it from time to time. You
may want to make notes on your copy when your job changes, so that you can discuss the changes with
your supervisor.

Employee Performance Appraisal Plan (EPAP) — The Employee Performance Appraisal Plan (EPAP) is
the form used by the Department to evaluate the work performance of its employees under the 5-level
appraisal system. When used effectively, the EPAP is a valuable communication tool for both employee
development and organizational accomplishments.

Managers and supervisors are responsible for the following:
1. Complying with provisions of the U.S. Department of the Interior's Performance Appraisal
Departmental Manual and Handbook (370 DM 430).
2. Establishing performance elements and performance standards that are linked to organizational
goals and position descriptions.
3. Monitoring employee performance, communicating with employees about their performance
and resolving performance problems.
4. Approving or reviewing ratings recommended by supervisors or rating officials.

The EPAP has several important goals:
1. Clarifying how the employee’s performance requirements link to the strategic mission of their
organization;
2. Increasing individual productivity by giving employees the information they need to do their jobs
effectively;
3. Improving individual/organizational productivity by promoting communication between
employees and supervisors about job-related matters, so that better and more efficient methods of
operation can be developed; and,
4. Providing a process to recognize employees for good performance and their contributions to the
organization.

Appraisal Period — The appraisal period begins October 1 and ends September 30 of each year, except
where specific exceptions have been granted. The minimum period on which an appraisal may be based is
90 calendar days. During the appraisal period, your supervisor may periodically discuss your work with you
and let you know how you are doing. In addition, before the end of the appraisal period, the supervisor will
conduct one formal progress review with you. This progress review is another opportunity for you and your
supervisor to discuss your progress, review your position description, identify any training needs or
improvements, or to revise your critical performance elements and performance standards.

Performance Elements and Performance Standards — Your supervisor will explain your duties and
responsibilities to you and discuss what is expected of you in order to achieve satisfactory performance. To
further define your performance expectations, your supervisor will establish performance elements and
performance standards for your job. Employee input into this process is required.

Performance elements tell you what work assignments and responsibilities need to be accomplished during
the appraisal period. All employees must have one performance element that is linked to the strategic
mission or Government Performance Results Act goals of the organization. Between one and five
performance elements can be established for a position. These elements are all considered critical
elements. They are of such importance to the position that unsatisfactory performance in one element alone
would result in a determination that the employee's overall performance is unsatisfactory.

Performance standards tell employees how well performance elements must be done by defining achievable
rating levels for: Exceptional, Superior, Fully Successful, Minimally Successful, and Unsatisfactory
performance. These five rating levels focus on results and include credible measures such as quality,
quantity, timeliness, cost effectiveness, etc.
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Your overall performance is evaluated by your supervisor or rating official using these performance
standards. A determination that an employee's overall performance is unsatisfactory could result in remedial
action and unsatisfactory performance may be the basis for removal or reduction in grade. Minimally
successful performance may result in the denial of a within-grade increase.

The Rating Process — At the end of the appraisal period, your supervisor will carefully review the
performance elements and standards for your position. Based on your actual performance, one of five rating
levels may be assigned. The rating will be presented to you during the formal performance discussion
between you and your supervisor. The appraisal will be completed with your signature and a

copy provided to you. This rating is documented on the EPAP form and is considered as your Rating of
Record. Your rating of record is directly linked to your eligibility for certain types of pay increases and
awards.

Rewarding Performance — Rewarding performance means recognizing good performance and providing
incentives to employees for their work efforts and contributions to the organization. At the end of the
appraisal period, your supervisor may consider you for an award based on your performance and rating of
record as follows:

e Exceptional — Eligible for an individual cash award up to 5% of base pay; a Quality Step Increase;
Time-Off Award; or other appropriate equivalent recognition.

e  Superior — Eligible for an individual cash award up to 3% of base pay; Time-Off Award, non-
monetary award, or other appropriate equivalent recognition.

e  Fully Successful — Not eligible for any performance award, but may receive monetary, non-
monetary, Time-off, or other appropriate incentive awards for specific accomplishments throughout
the year.

e Minimally Successful and Unsatisfactory — Ineligible for any performance recognition.

How to get the most out of your Employee Performance Appraisal Plan

1. Ask for Feedback throughout the appraisal period.

How do you know if you are learning how to do your job and meeting your performance expectations? Talk
to your supervisor throughout the appraisal period. Your supervisor wants you to succeed and is available to
provide guidance to help you learn how to effectively do your job. Communicating regularly with your
supervisor gives you the opportunity to understand the job expectations. It also lets your supervisor know
what type of assistance or resources you need to perform your work, and it is a good way to get feedback.

Feedback is information that helps you know how you are progressing in learning the duties and
responsibilities of your job. Employees who seek feedback from their supervisors learn their jobs more
quickly and with fewer wrong turns than employees who shy away from feedback. Employees who seek
feedback spend less time redoing work and turn in work with fewer mistakes. As a result, they improve their
work performance.

Getting and using feedback is one of the most important keys to learning your job. As you do your work, ask
for feedback from your supervisor to see if you are on track. At first you may feel uncomfortable asking for
feedback. But, remember that your supervisor wants you to succeed. As you master your job and get to
know your supervisor, you will soon feel more comfortable asking for and receiving feedback.

2. Preparation

a. Before your supervisor prepares your appraisal:
1. Prepare a list of key work accomplishments and give it to your supervisor for consideration in
preparing your rating.
2. If you have specific issues come prepared to discuss them. Give your supervisor a "heads up" so
that they can also prepare to discuss the issues.
3. Write down any key points and questions you may have.
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b. During your performance discussion:
1. Don't be shy about asking for clarification, especially about your supervisor's expectations.
2. Refer to your notes, so that you don't overlook any points that are important to you.
3. Tell your supervisor how you feel things are progressing and if you need any additional
information or materials.
4. Let your supervisor know what your short/long-term career goals are.
5. Ask for feedback.

If you still have questions about the Employee Performance Appraisal Plan after carefully reviewing this
handbook, please discuss your questions with your supervisor.
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Supervisor’s Guide to Developing Individual Development Plans

The Individual Development Plan (IDP) is a valuable performance enhancement tool for any federal
employee. The IDP can be of great assistance to those who want to enhance skills and strengths and learn
more about matters of interest that are relevant to the performance of the agency. Bureaus/Offices are
required to use an IDP for supervisory positions. Check with your Human Resources Office for the IDP or
other appropriate form to be used by your Bureau/Office for documenting employee development needs.

The following is a brief outline of the definition, steps and goals of an IDP.

Goals: The employee and the rating official develop goals together. The IDP provides a connection
between the employee’s career interests and needs to the organizational mission and priorities. The most
common goals of an IDP are to:

e Learn new skills to improve current job performance

e Maximize current performance in support of organizational requirements
e Increase interest, challenge, and satisfaction in current position

e  Obtain knowledge, skills and abilities necessary for career growth

Definition: An IDP identifies a broad spectrum of developmental opportunities for the employee, including
on-the-job training, distance learning, formal classroom training, details, shadow assignments and self-
development. It addresses the needs of the organization and of the employee beginning with a focus on
maximizing employee performance in the current job.

An IDP is a guide to help individuals reach career goals within the context of organizational objectives. Itis
a developmental action plan to move employees from their current place to where they want to go. It
provides the systematic steps to improve and to build on strengths as individuals improve job performance
and pursue career goals.

An IDP is a partnership between the employee and the rating official in personal development. Preparing an
IDP involves open feedback, clarification and discussion about developmental needs, goals, and plans.
Periodic communication between the rating official and the employee is the key to the currency and success
of an IDP.

An IDP is not a:

e Performance appraisal. It is not used to determine pay, awards or other personnel actions based
on performance.

e Contract for training. Final approval of training opportunities is made based on factors such as
timing and budget availability.

e Position description. It is not used for clarifying discrepancies in the duties as described.

e Guarantee for promotion or for reassignment to another position. While the developmental
experiences identified in an IDP may have some training that might qualify the employee for
another position or grade, there is no guarantee of advancement.

Responsibilities: As in all aspects of the employee/supervisor relationship, direct and open communication
is the key to the success of an IDP. The following responsibilities address the IDP process specifically.

The employee is responsible for:

e Assessing personal skills necessary for performing the current position

e Suggesting developmental experiences which would enhance the skills necessary for performing
the current position and for the desired career goals

e Identifying personal career goals

e Understanding what skills are necessary for meeting the career goals

e Participating in open discussions with the rating official concerning the elements of the IDP
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e Completing the developmental experiences in the IDP as approved by the rating official
e Alerting the rating official when the IDP needs review and updating

The rating official is responsible for:

e Providing constructive feedback to the employee about skills necessary for performing the current
position

e Suggesting and reviewing employee suggestions for developmental experiences which would
enhance the skills necessary for performing the current position

e Counseling the employee about career goals

e Identifying developmental experiences which would enhance the skills necessary for performing in
the next type of position toward the employee’s career goal

e Participating in open discussions with the employee concerning the elements of the IDP, in periodic
updates and reviews of the IDP for currency

e  Giving final approval to specific developmental experiences

e Monitoring the progress of the employee in completing the developmental experiences agreed
upon in the IDP
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Individual Development Plan (Bureaus/Offices are require to use an IDP for supervisory positions.
Check with your Human Resources Office for the IDP or other appropriate form to be used by your
Bureau/Office for the IDP or other appropriate form to be used by your Bureau/Office for documenting
employee developmental needs).

Individual Development Plan Plan Performance Year
Employee’s Name Position Title/Grade Office Phone Office Fax Email
Address
Current Supervisor's Name Supervisor's Title Office Phone Office Fax Email
Address
Goals for Successful Short-term Career Goals | Long-term Goals (3+ years)
Performance in Current (2-3 years)
Position
Developmental Objectives: Developmental Activities | Proposed Estimated Date
What do you need to do this (training, assignments, Dates Costs Completed
year to work towards your projects, details, etc.)
goals?
Notes: Employee’s Signature/Date
Supervisor’s Signature/Date
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Instructions for completing the Individual Development Plan

Employee Development and Career Goals — the employee and supervisor work together to complete
the goals for successful performance in the employee’s current position and the employee’s short- and
long-term career goals on the IDP.

Developmental Objectives — describe what the employee needs to do this year to work toward his/her
goals. Objectives describe what the employee needs to learn or achieve in order to reach his/her goals.

Determine a method of training and a training time frame — determine what type of training or
activity is needed to accomplish the employee’s developmental goals. It could be on-the-job training, a
detail, or a formal training course or a combination of methods. Identify the proposed dates for the
training or activity in the “Proposed Dates” column. Enter the actual or estimated cost of the activity in
the “Estimated Costs” column. This column can be used in preparing your office’s annual budget.
Once the training is completed, write the date in the “Date Completed” column.

Methods of Training:

On-the-job training — this can include coaching by a skilled individual or details into positions that will
give the employee the skills and knowledge needed.

Details — temporary assignments to another location and/or position to gain specific knowledge and/or
experience.

Courses — formal training courses, e.g., from your agency, local universities, commercial vendors.

Satellite Broadcasts/Computer/Web Based Learning — a variety of topics available through your
agency via satellite broadcasts, software packages, and on-line training.

Discuss the Development Plan with your Employee — discuss the IDP with the employee and make
any necessary modifications. The supervisor and employee should sign and date the plan. This plan
should be completed within 60 days from the beginning of the performance year.

Review and Modifications — the plan should be reviewed at each performance review and modified as
situations or needs change.
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U.S. DEPARTMENT OF THE INTERIOR
Supervisory Performance Appraisal Plan

Employee Name:

Title/Series/Grade: Human Resource Specialist (Supervisory)

Martin Pursley GS-201-15

Duty Station: Appraisal Period: From: To:

Washington DC FY2017 Qctober 1, 2016 September 30, 2017
Part A-1: Notification of Standards: Signatures certify that Critical Elements/standards were discussed. (Part E)

Employee: Rating Official: Reviewing Official (if applicable*):

Date: Date: Date:

supervisor:

Part A-2: Employee Input into Development of Standards: Signatures certify employee involvement was solicited by

Employee:

Date:

Rating Official:

Date:

Employee:

Part A-3: Employee Training: Signatures certify employee was provided training in Performance Management System.

Date:

Rating Official:

Date:

Part A-4: Individual Development Plan: Signatures certify that supervisor’s Individual Development Plan was created

required)
Employee: Date: Rating Official: Date:
Part B: Progress Review: Signatures certify that performance was discussed.
Date:

Employee:

Date:

Rating Official:

Part C: Summary Rating Determination: Assign the numerical rating level that accurately reflects the employee’s
performance for each of the Critical Elements (Use only whole numbers: Exceptional = 5 points; Superior = 4 points, Fully
Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points.) See reverse for complete

instructions.

Element Number

Q| B XN =

Total Numerical Rating

Part D: Summary Rating: Use conversion chart to determine rating. Check appropriate box:




Department of the Interior DI-3100S

Supervisory Performance Appraisal Plan October 2016 (previous edition obsolete)
Exceptional 4.6 — 5.00 AND No Critical Element rated lower than “Superior”.
Superior 3.6 —4.59 AND No Critical Element rated lower than “Fully Successful”.
Fully Successful 3.0 — 3.59 AND No Critical Element rated lower than “Fully Successful”.
Minimally Successful 2.0 — 2.99 AND No Critical Element rated lower than “Minimally Successful”.
Unsatisfactory One or more Critical Elements rated “Unsatisfactory”.

Employee: Rating Official: Reviewing Official: (if applicable):

Date: Date: Date:

Check here if Interim Rating:
Performance Award: QS Cash: $ or % of pay Time Off
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Instructions for Completing the Supervisory Employee Performance Appraisal Plan

Establishing Critical Elements and Performance Standards: Critical Elements (at least one, but not more than five)
must be established for each employee at the start of each performance year. Through these elements, employees are
held accountable for work assignments and responsibilities of their position. A Critical Element is an assignment or
responsibility of such importance that Unsatisfactory performance in that element alone would result in a determination
that the employee’s overall performance is Unsatisfactory. Please see the Performance Appraisal Handbook for more
detailed information.

Performance standards are expressions of the performance threshold(s), requirement(s), or expectation(s) that must be
met for each element at a particular level of performance. They must be focused on results and include credible
measures. You may use the attached Benchmark Performance Standards to describe general parameters of the
standards, but must augment those benchmarks with specific, measurable criteria such as quality, quantity, timeliness
and/or cost effectiveness, for the “Fully Successful” level for each element. Rating officials are strongly encouraged to
develop specific performance standards at additional levels to ensure that the employee has a clear understanding of the
levels of performance expected. At least one, and preferably all, Critical Elements must show how the element is linked
to strategic goals, such as Government Performance Results Act (GPRA) or mission-related goals of the organization. If
possible, these goals should be aligned throughout the organization (i.e., show how the strategic goal cascades from the
SES down to the lowest non-supervisory levels.) The employee should be able to clearly understand how the results they
are held responsible for are linked to the strategic and/or mission goals of the organization.

Employee Involvement: Employees must be involved in the development of their performance plans. Part A-2 of this
form requires employee and supervisor signatures certifying that employee input into the development of the plan was
solicited.

Individual Development Plan: The IDP provides the connection between the employee’s career interests and needs
and the organizational mission and priorities. All supervisors are required to have an IDP that is updated annually.
Required training as well as individual training needs and development activities will be identified in the IDP PB 06-04,
(dated 11-09-2005).

Progress Reviews: A progress review is required approximately mid-way through the rating period. Part B should be
completed after the progress review. Any written feedback or recommended training can be noted on a separate sheet
and attached to the employee performance appraisal plan.

Assigning the Summary Rating: A specific rating is required for each Critical Element to reflect the level of
performance demonstrated by the employee throughout the rating period. Only one numerical rating level is assigned for
each Critical Element. Before the rating official assigns a summary rating, he/she should consider all interim summary
ratings received for the employee during the annual appraisal period. The summary rating is assigned as follows:

A. Assess how the employee performed relative to the described performance standards.

B. Document the employee’s performance with a narrative that describes the achievements for the Critical
Elements as compared to the performance standards. A narrative must be written for each Critical Element
assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory, to provide examples of the
employee’s performance that substantiate and explain how the performance falls within the level assigned.
There is a block provided for the narrative for each Critical Element.

C. In Part C of this form, assign one of the numerical rating levels that accurately reflects the employee’s
performance for each of the Critical Elements (use only whole numbers: Exceptional = 5 points, Superior = 4
points, Fully Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points).

D. Add up the numerical rating levels to get a total, and then divide the total by the number of Critical Elements
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to get an average. Elements that are “not rated” because an employee has not had a chance to perform

them during the rating year are not assigned any points and should not be used to determine the average
rating.

E. Assign a summary rating based on the table in Part D of this form. Employee and supervisor sign the form
certifying that the rating was discussed. Reviewing Official’s signature is required for Exceptional,
Minimally Successful and Unsatisfactory ratings.

Note: Whenever an employee is rated “ Unsatisfactory” on one or more critical elements, the overall rating must be “Unsatisfactory”
(regardless of total points). The rating official should immediately contact the servicing Human Resources Office. Whenever an employee is

rated “Minimally Successful” on one or more Critical Elements, the overall rating may not be higher than “Minimally Successful” (regardless
of total points).
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical Elements (at
least one, but not more than five) and their corresponding performance standards. If Benchmark Standards are used,
indicate “Benchmark Standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical Element supports. At a minimum, measurable criteria must be identified
at the Fully Successful level.

Critical Element 1 GPRA/Strategic Goal:

Performance Measure: Supervisory/Managerial duties are effectively carried
Mandatory out in order to support the Department’'s capacity to manage its programs in a
Supervisory/Managerial | results-oriented, customer-focused, and efficient manner.
Element

Performance of supervisory/managerial duties will be carried out in
accordance with statutory/regulatory requirements and Bureau/Office policies
governing the following areas:

= Merit System Principles
= Anti-harassment, anti-discrimination & EEO obligations
= Strengthening diversity & inclusion
= Effective management of ethics, conduct & discipline issues
= Strategic planning of workforce requirements and effective use of
recruitment, retention and hiring tools
= Reasonable accommodation obligations
= Safety and occupational health obligations
= Strengthening employee engagement and customer service
= Effective performance management
= |IT security, data protection and records management obligations
= Internal management policies and controls
Performance Standards
Exceptional In addition to the attached benchmark standards, the following measurable
criteria apply:
e Assigns work that encourages skill building and increased competency
in team members
e Addresses problems with team, resulting in better communication and
understanding
e Provides support, coaching, training and mentoring both to team and
non-team members
Superior See attached Benchmark Standards.

Fully Successful In addition to the attached benchmark standards, the following measurable
criteria apply:
e Establishes internal management controls and quality assurance
processes
e Establishes performance plans and timely evaluations for those
supervised
e Provides leadership, coaching and mentoring to team members
e Actively seeks to build and enhance work relationships
e Demonstrates an understanding of the relationship between individual,
office and Departmental goals
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Minimally Successful See attached Benchmark Standards.

Unsatisfactory See attached Benchmark Standards.

Narrative Summary
Describe the employee’s performance for each Critical Element. A narrative summary must be written for
each element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical Elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark Standards are used, indicate
“Benchmark Standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical Element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 2: GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from all
segments of society; DOI — Building a 215t Century Workforce; OHR — Promote
innovative tools and practices, build partnerships and establish policies that will
build DOI's capacity to recruit and employ a highly qualified, diverse workforce

Performance Measure: Build customer service and business partnership
capacity

Performance Standards

Exceptional See attached Benchmark Standards.
In addition to attached Benchmark standards, the following measurable criteria
apply.
e Recognized as an HR thought leader and problem solver
e s sought out as a consultant, presenter or speaker by internal and
external entities
e Provides leadership and innovative solutions to strategic HR problems,
enabling the HR community and other stakeholders to better accomplish
their goals
e Seeks out opportunities to benchmark products and services in an effort
to improve overall office performance
¢ Reviews and updates 80% of existing HR Staffing, Compensation,
Classification Policies

Superior See attached Benchmark Standards.
Fully Successful In addition to attached Benchmark standards, the following measurable criteria
apply.

¢ Demonstrates customer service by anticipating, understanding, and
addressing stakeholder needs

o Establishes internal standard operating procedures and meets deadlines
for required reports, data calls and other actions

e Provides the most accurate, data supported, and complete information
available
Solution oriented, focuses on possible resolution to problems and issues

o Isflexible and adaptable in responding to client and other stakeholder
needs

e [s accessible, knowledgeable, and responsive to inquiries within 48 hours
with at least an acknowledgement of receipt

e Coordinates, develops, and communicates policies necessary to ensure
effective processes and compliance of staffing, compensation, and
classification regulations

e Provides expedited service to senior management officials
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Minimally Successful

See attached Benchmark Standards.

Unsatisfactory

See attached Benchmark Standards.

Narrative Summary

Describe the employee’s performance for each Critical Element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical Elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark Standards are used, indicate
“Benchmark Standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical Element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.
Critical Element 3: GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from all
segments of society; DOI — Building a 215t Century Workforce; OHR — Promote
innovative tools and practices, build partnerships and establish policies that will
build DOI's capacity to recruit and employ a highly qualified, diverse workforce

Performance Measure: Implements the Institutionalization of Hiring Excellence

Performance Standards

Exceptional Accomplishes the following, in addition to attached Benchmark Standards:

e Leads the development of products and activities that strengthen
collaboration and engagement of HR and Hiring Officials in
recruitment process

e Meets 90% of goals established on DOI Hiring Excellence Priority
Mapping Tool and OHR (Talent Programs) Strategic Goals for FY17

Superior See attached Benchmark Standards.
Fully Successful In addition to attached Benchmark Standards, the following measurable criteria
apply:

e Leads the improvement of DOI’s employer branding posture within
social media, targeted institutions and diversity focused organizations

e Builds HR and hiring manager acumen of hiring flexibilities through
quarterly training / discussion sessions with HR leadership / hiring
officials

e Meets 70% of goals established on DOI Hiring Excellence Priority
Mapping Tool and OHR (Talent Programs) Strategic Goals for FY17

Minimally Successful See attached Benchmark Standards.

Unsatisfactory See attached Benchmark Standards.

Narrative Summary

Describe the employee’s performance for each Critical Element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical Elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark Standards are used, indicate
“Benchmark Standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical Element supports. At a minimum, measurable criteria must be identified at the

Fully Successful level.

Critical Element 4:

GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from all
segments of society; DOI — Building a 215t Century Workforce; OHR — Promote
innovative tools and practices, build partnerships and establish policies that will
build DOI's capacity to recruit and employ a highly qualified, diverse workforce

Performance Measure: Strengthen relationship and collaboration with key
stakeholder offices/groups with the Department

Performance Standards

Exceptional Accomplishes the following, in addition to attached Benchmark Standards.

e Leads strategic communication activities resulting in strengthened
external relationships with key stakeholder groups related to
recruitment, hiring and retention activities

e Establishes collaborative relationship with DOl ERGs

e Builds a strong relationship with OCR and OSOED that leverages
resources, skills and communities towards common goals

Superior See attached Benchmark Standards.

Fully Successful

In addition to attached Benchmark Standards, the following measurable criteria
apply:
e Work with OPM and bureaus to engage DOI in PMF STEM recruitment
e Connect DOI bureaus to the three (3) talent network resources

e Develop marketing material targeting next generation candidates for DOI
positions

Minimally Successful

See attached Benchmark Standards.

Unsatisfactory

See attached Benchmark Standards.

Narrative Summary

Describe the employee’s performance for each Critical Element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical Elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark Standards are used, indicate
“Benchmark Standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical Element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.
Critical Element 5: GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from all
segments of society; DOI — Building a 215t Century Workforce; OHR — Promote
innovative tools and practices, build partnerships and establish policies that will
build DOI's capacity to recruit and employ a highly qualified, diverse workforce

Performance Measure: Improve utilization of data and analysis in programmatic
areas related to talent management

Performance Standards

Exceptional Accomplishes the following in addition to the attached Benchmark Standards.

e Leads collaborative effort with OPM to provide new information/data
points for decision-makers

e Builds internal understanding of “how to” use data to drive
recruitment, hiring, retention results

e Develops a Hiring Excellence Dashboard that integrates data collection
to inform diverse reporting and decision-making needs across
Departmental programs - related to talent management

Superior See attached Benchmark Standards.
Fully Successful In addition to attached Benchmark Standards, the following measurable criteria
apply:
e Supports Agency data interpretation needs through collaborating with
HRIS
e Works with OCR and bureaus to ensure data consistency on required
reports
Minimally Successful See attached Benchmark Standards.
Unsatisfactory See attached Benchmark Standards.

Narrative Summary

Describe the employee’s performance for each Critical Element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Privacy Act Notice: Chapter 43 of Title 5, U.S.C., authorizes collection of this information. The primary use of this information is by
management and your servicing human resources office to issue and record your performance rating. Additional disclosures of this
information may be: To MSPB, Office of Special Counsel, EEOC, the FLRA, or an arbitrator in connection with administrative
proceedings; to the Department of Justice or other Federal agency, courts, or party to litigation when the Government is a party to or
has an interest in the judicial or administrative proceeding; to a congressional office in response to an inquiry made on behalf of an
individual; to the appropriate Federal, State, or local government agency investigating potential violations of civil or criminal law or
regulation; and to Federal State, local and professional licensing boards in determining qualifications of individuals seeking to be
licensed.

If your agency used the information furnished on this form for purposes other than those indicated above, it may provide you with an
additional statement reflecting those purposes.

Refusal to sign: In cases where the employee refuses to sign the EPAP, the supervisor has the authority to implement the
performance standards and rating without employee agreement. Supervisor’s should identify in the employee’s signature block that the
“Employee Refused to Sign.”
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Benchmark Supervisory Employee Performance Standards

Exceptional:
Supervisory: The employee demonstrates excellent leadership skills and with only rare exceptions develops effective

working relationships with others; immediately handles difficult situations with subordinates with professionalism and
effectiveness, and demonstrates foresight in correcting situations that may cause future problems before they arise;
encourages independence and risk-taking among subordinates, yet takes responsibility for their actions; is open to and
solicits the views of others, and promotes cooperation among peers and subordinates, while guiding, motivating and
stimulating positive responses.

The employee demonstrates a strong commitment to fair treatment, equal opportunity and the affirmative action objectives
of the organization, and has a significant positive impact on achievement of goals in this area. In addition, the employee
demonstrates innovation and specific positive achievements in meeting other management obligations such as the Merit
System Principles, anti-harassment, anti-discrimination and EEO obligations, strengthening diversity and inclusion,
effective management of ethics, conduct and discipline issues, strategic planning of workforce requirements and effective
use of recruitment, retention and hiring tools, reasonable accommodation obligations, safety and occupational health
obligations, strengthening employee engagement and customer service, effective performance management, IT security,
data protection and records management obligations, and internal management policies and controls. The employee
systematically monitors quality, delivery, and customer satisfaction levels and makes adjustments accordingly; and works
with staff to proactively implement solutions to prevent problems and avoid gaps in customer expectations.

Effective Performance Management: The employee uses staff preferences and performance information to identify
both immediate and long-term developmental needs, helps staff to identify their own developmental needs and provides
challenging assignments to address those needs; promotes cooperation among peers and subordinates, while guiding,
motivating and stimulating positive responses to accomplishments; and provides continuing constructive performance
feedback, working with employees to identify ways to improve their strengths.

Superior:
Supervisory: The employee demonstrates good leadership skills and establishes sound working relationships; almost

always handles difficult situations with subordinates with professionalism and effectiveness; shows good judgment in
dealing with others and considering their views; has a strong sense of mission and seeks out responsibility; demonstrates
a commitment to fair treatment, equal opportunity and the affirmative action objectives of the organization, and has a
positive impact on achievement of goals in this area. In addition, the employee promotes a safe working environment and
solutions to problems encountered in meeting other management obligations such as the Merit System Principles, anti-
harassment, anti-discrimination and EEO obligations, strengthening diversity and inclusion, effective management of
ethics, conduct and discipline issues, strategic planning of workforce requirements and effective use of recruitment,
retention and hiring tools, reasonable accommodation obligations, safety and occupational health obligations,
strengthening employee engagement and customer service, effective performance management, IT security, data
protection and records management obligations, and internal management policies and controls. Employee anticipates
customer needs and resolves or avoids potential problems, resulting in high customer satisfaction. Employee tailors
methods of reward and recognition to the individual to the extent possible, resulting in increased motivation in staff; and
solicits employee input and takes initiative to seek out and arrange for a variety of developmental opportunities beyond
standard training.

Effective Performance Management: Using effective planning works with employees to exceed expectations in critical
areas and shows sustained support of organizational goals; establishes sound working relationships with subordinates
and shows good judgment in dealing with them, considering their views; works with employees to develop plans and
timeframes to improve performance.

Fully Successful:
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Supervisory: The employee is a capable leader who works successfully with others and listens to suggestions. The
employee generally handles difficult situations with subordinates with professionalism and effectiveness. The employee
also works well as a team member, supporting the group’s efforts and showing an ability to handle a variety of
interpersonal situations. The employee’s work with others shows an understanding of the importance of fair treatment
and equal opportunity and meets other management obligations such as the Merit System Principles, anti-harassment,
anti-discrimination and EEO obligations, strengthening diversity and inclusion, effective management of ethics, conduct
and discipline issues, strategic planning of workforce requirements and effective use of recruitment, retention and hiring
tools, reasonable accommodation obligations, safety and occupational health obligations, strengthening employee
engagement and customer service, effective performance management, IT security, data protection and records
management obligations, and internal management policies and controls. The employee maintains contact with
customers (internal and/or external), and is effective in understanding their needs and using feedback to address
customer requirements. The employee provides timely, flexible, and responsive products and/or services to customers,
resulting in value to the mission. Solicits employee input to improve work products and/or services and to develop
employee skills. Recognizes and rewards employee contributions in a fair and consistent manner.

Effective Performance Management: The employee identifies and ensures alignment of unit goals with agency goals,
seeks input of employees in the development of performance criteria, effectively translates and communicates project or
work unit goals into concrete work assignments for staff; provides feedback and conducts reviews according to DOI
established timeframes; ensures performance distinctions are made among individuals and awards are reflective of
employee contributions toward organizational performance; and addresses poor performance in a fair and timely manner.

Minimally Successful:

Supervisory: The Department of the Interior has not developed a benchmark standard for Minimally Successful standard
for this performance cycle; however, managers and supervisors must develop a Minimally Successful standard when
plans are established for the year and/or if it is determined that an employee has not achieved Fully Successful
performance. This may include a specific standard in the EPAP itself or a narrative Letter of Expectations attached and
made part of the performance standard which must indicate the following information: 1) the employee is on notice that
his/her performance is less than Fully Successful; 2) that the employee’s performance is Minimally Successful and what
constitutes the Minimally Successful performance (written in a forward, not backward manner), such as “your performance
is Minimally Successful which means that you have completed certain work products 50% of the time;” 3) that the
employee must continue at this level in order to avoid falling to the Unsatisfactory level; and 4) that the expectation is that
the employee will get back to the Fully Successful level of performance. Please contact your servicing Human Resource
Office for assistance.

Unsatisfactory:

Supervisory: The employee’s supervisory performance is unsatisfactory. The employee usually fails to motivate
subordinates and promote team spirit; often provides unclear assignments and performance requirements or insufficient
instructions to subordinates; frequently fails to provide sufficient explanation of organizational goals to subordinates;
generally fails to satisfy customer needs and/or meet customer service objectives; and/or frequently fails to meet
production or mission goals in a timely and quality manner. The employee’s work with others consistently fails to show an
understanding of the importance of fair treatment and equal opportunity. Employee frequently fails to meet other
management obligations such as the Merit System Principles, anti-harassment, anti-discrimination and EEO obligations,
strengthening diversity and inclusion, effective management of ethics, conduct and discipline issues, strategic planning of
workforce requirements and effective use of recruitment, retention and hiring tools, reasonable accommodation
obligations, safety and occupational health obligations, strengthening employee engagement and customer service,
effective performance management, IT security, data protection and records management obligations, and internal
management policies and controls.
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Understanding Performance Management

An Employee’s Duties — Your supervisor should provide you with a copy of the position description for your job. Your position
description is the official record of your main duties and responsibilities and is used in developing performance appraisal criteria.
Take some time to read through your position description. Ask your supervisor about anything that is not clear to you. Your
supervisor should review your position description with you at least once a year to ensure that it accurately reflects your main duties
and responsibilities. Keep a copy of your position description and refer to it from time to time. You may want to make notes on your
copy when your job changes, so that you can discuss the changes with your supervisor.

Employee Performance Appraisal Plan (EPAP) — The Employee Performance Appraisal Plan (EPAP) is the form used by the
Department to evaluate the work performance of its employees under the 5-level appraisal system. When used effectively, the EPAP is
a valuable communication tool for both employee development and organizational accomplishments.

Managers and supervisors are responsible for the following:
1. Complying with provisions of the U.S. Department of the Interior's Performance Appraisal Departmental Manual and
Handbook (370 DM 430).
2. Establishing performance elements and performance standards that are linked to organizational goals and position
descriptions.
3. Monitoring employee performance, communicating with employees about their performance and resolving performance
problems.
4. Approving or reviewing ratings recommended by supervisors or rating officials.

The EPAP has several important goals:
1. Clarifying how the employee’s performance requirements link to the strategic mission of their organization;
2. Increasing individual productivity by giving employees the information they need to do their jobs effectively;
3. Improving individual/organizational productivity by promoting communication between employees and supervisors about
job-related matters, so that better and more efficient methods of operation can be developed; and,
4. Providing a process to recognize employees for good performance and their contributions to the organization.

Appraisal Period — The appraisal period begins October 1 and ends September 30 of each year, except where specific exceptions
have been granted. The minimum period on which an appraisal may be based is 90 calendar days. During the appraisal period, your
supervisor may periodically discuss your work with you and let you know how you are doing. In addition, before the end of the appraisal
period, the supervisor will conduct one formal progress review with you. This progress review is another opportunity for you and your
supervisor to discuss your progress, review your position description, identify any training needs or improvements, or to revise your
critical performance elements and performance standards.

Performance Elements and Performance Standards — Your supervisor will explain your duties and responsibilities to you and
discuss what is expected of you in order to achieve satisfactory performance. To further define your performance expectations, your
supervisor will establish performance elements and performance standards for your job. Employee input into this process is required.

Performance elements tell you what work assignments and responsibilities need to be accomplished during the appraisal period. All
employees must have one performance element that is linked to the strategic mission or Government Performance Results Act goals of
the organization. Between one and five performance elements can be established for a position. These elements are all considered
Critical Elements. They are of such importance to the position that unsatisfactory performance in one element alone would result in a
determination that the employee's overall performance is unsatisfactory.

Performance standards tell employees how well performance elements must be done by defining achievable rating levels for:
Exceptional, Superior, Fully Successful, Minimally Successful, and Unsatisfactory performance. These five rating levels focus on results
and include credible measures such as quality, quantity, timeliness, cost effectiveness, etc.

Your overall performance is evaluated by your supervisor or rating official using these performance standards. A determination that an
employee's overall performance is unsatisfactory could result in remedial action and unsatisfactory performance may be the basis for
removal or reduction in grade. Minimally Successful performance may result in the denial of a within-grade increase.

The Rating Process — At the end of the appraisal period, your supervisor will carefully review the performance elements and standards
for your position. Based on your actual performance, one of five rating levels may be assigned. The rating will be presented to you
during the formal performance discussion between you and your supervisor. The appraisal will be completed with your signature and a
copy provided to you. This rating is documented on the EPAP form and is considered as your Rating of Record. Your rating of record is
directly linked to your eligibility for certain types of pay increases and awards.
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Rewarding Performance — Rewarding performance means recognizing good performance and providing incentives to employees for
their work efforts and contributions to the organization. At the end of the appraisal period, your supervisor may consider you for an
award based on your performance and rating of record as follows:

e Exceptional — Eligible for an individual cash award up to 5% of base pay; a Quality Step Increase; Time-Off Award; or other
appropriate equivalent recognition.

e  Superior — Eligible for an individual cash award up to 3% of base pay; Time-Off Award, non-monetary award, or other
appropriate equivalent recognition.

e  Fully Successful — Not eligible for any performance award, but may receive monetary, non-monetary, Time-Off, or other
appropriate incentive awards for specific accomplishments throughout the year.

e Minimally Successful and Unsatisfactory — Ineligible for any performance recognition.

How to get the most out of your Employee Performance Appraisal Plan
1. Ask for Feedback throughout the appraisal period.

How do you know if you are learning how to do your job and meeting your performance expectations? Talk to your supervisor
throughout the appraisal period. Your supervisor wants you to succeed and is available to provide guidance to help you learn how to
effectively do your job. Communicating regularly with your supervisor gives you the opportunity to understand the job expectations. It
also lets your supervisor know what type of assistance or resources you need to perform your work, and it is a good way to get
feedback.

Feedback is information that helps you know how you are progressing in learning the duties and responsibilities of your job. Employees
who seek feedback from their supervisors learn their jobs more quickly and with fewer wrong turns than employees who shy away from
feedback. Employees who seek feedback spend less time redoing work and turn in work with fewer mistakes. As a result, they improve
their work performance.

Getting and using feedback is one of the most important keys to learning your job. As you do your work, ask for feedback from your
supervisor to see if you are on track. At first you may feel uncomfortable asking for feedback. But, remember that your supervisor wants
you to succeed. As you master your job and get to know your supervisor, you will soon feel more comfortable asking for and receiving
feedback.

2. Preparation
a. Before your supervisor prepares your appraisal:
1. Prepare a list of key work accomplishments and give it to your supervisor for consideration in preparing your rating.
2. If you have specific issues come prepared to discuss them. Give your supervisor a "heads up" so that they can also prepare
to discuss the issues.
3. Write down any key points and questions you may have.

b. During your performance discussion:
1. Don't be shy about asking for clarification, especially about your supervisor's expectations.
2. Refer to your notes, so that you don't overlook any points that are important to you.
3. Tell your supervisor how you feel things are progressing and if you need any additional information or materials.
4. Let your supervisor know what your short/long-term career goals are.
5. Ask for feedback.

If you still have questions about the Employee Performance Appraisal Plan after carefully reviewing this handbook, please discuss your
questions with your supervisor.
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Supervisor’'s Guide to Developing Individual Development Plans

The Individual Development Plan (IDP) is a valuable performance enhancement tool for any federal employee. The IDP can be of great
assistance to those who want to enhance skills and strengths and learn more about matters of interest that are relevant to the
performance of the agency. Bureaus/Offices are required to use an IDP for supervisory positions. Check with your Human Resources
Office for the IDP or other appropriate form to be used by your Bureau/Office for documenting employee development needs.

The following is a brief outline of the definition, steps and goals of an IDP.

Goals: The employee and the rating official develop goals together. The IDP provides a connection between the employee’s career
interests and needs to the organizational mission and priorities. The most common goals of an IDP are to:

Learn new skills to improve current job performance

Maximize current performance in support of organizational requirements
Increase interest, challenge, and satisfaction in current position

Obtain knowledge, skills and abilities necessary for career growth

Definition: An IDP identifies a broad spectrum of developmental opportunities for the employee, including on-the-job training, distance
learning, formal classroom training, details, shadow assignments and self-development. It addresses the needs of the organization and
of the employee beginning with a focus on maximizing employee performance in the current job.

An IDP is a guide to help individuals reach career goals within the context of organizational objectives. It is a developmental action plan
to move employees from their current place to where they want to go. It provides the systematic steps to improve and to build on
strengths as individuals improve job performance and pursue career goals.

An IDP is a partnership between the employee and the rating official in personal development. Preparing an IDP involves open
feedback, clarification and discussion about developmental needs, goals, and plans. Periodic communication between the rating official
and the employee is the key to the currency and success of an IDP.

An IDP is not a:

Performance appraisal. It is not used to determine pay, awards or other personnel actions based on performance.

Contract for training. Final approval of training opportunities is made based on factors such as timing and budget availability.
Position description. It is not used for clarifying discrepancies in the duties as described.

Guarantee for promaotion or for reassignment to another position. While the developmental experiences identified in an IDP
may have some training that might qualify the employee for another position or grade, there is no guarantee of advancement.

Responsibilities: As in all aspects of the employee/supervisor relationship, direct and open communication is the key to the success of
an IDP. The following responsibilities address the IDP process specifically.

The employee is responsible for:

e Assessing personal skills necessary for performing the current position

Suggesting developmental experiences which would enhance the skills necessary for performing the current position and for
the desired career goals

Identifying personal career goals

Understanding what skills are necessary for meeting the career goals

Participating in open discussions with the rating official concerning the elements of the IDP

Completing the developmental experiences in the IDP as approved by the rating official

Alerting the rating official when the IDP needs review and updating

The rating official is responsible for:
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e Providing constructive feedback to the employee about skills necessary for performing the current position

e Suggesting and reviewing employee suggestions for developmental experiences which would enhance the skills necessary for
performing the current position

e Counseling the employee about career goals

e Identifying developmental experiences which would enhance the skills necessary for performing in the next type of position
toward the employee’s career goal

e Participating in open discussions with the employee concerning the elements of the IDP, in periodic updates and reviews of
the IDP for currency

e  Giving final approval to specific developmental experiences

e  Monitoring the progress of the employee in completing the developmental experiences agreed upon in the IDP



Department of the Interior DI-3100S
Supervisory Performance Appraisal Plan October 2016 (previous edition obsolete)

Individual Development Plan (Bureaus/Offices are required to use an IDP for supervisory positions. Check with your Human
Resources Office for the IDP or other appropriate form to be used by your Bureau/Office for documenting employee developmental
needs).

Employee’s Name Position Title/Grade Office Phone Office Fax Email Address

Martin_pursley
: Director, Strategic Talent 202-219-0727 @ios.doi.gov

Martin Pursley Programs

Current Supervisor's Name Supervisor's Title Office Phone Office Fax Email Address
Raymond_limon

Raymond Limon Director, OHR 202-208-5310 @ios.doi.gov

Goals for Successful Performance in Short-term Career Goals (2-3 Long-term Goals (3+ years)

Current Position

Date Completed '

Estimated
Costs

. Developmental Activities . Proposed Dates
(training, assignments, projects,

details, etc.

' Developmental Objectives: What do you
need to do this year to work towards your
oals?

Employee’s Signature/Date

Supervisor’s Signature/Date

Individual Development Plan Plan Performance Year 2017
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Instructions for Completing the Individual Development Plan

Employee Development and Career Goals — the employee and supervisor work together to complete the goals for successful
performance in the employee’s current position and the employee’s short- and long-term career goals on the IDP.

Developmental Objectives — describe what the employee needs to do this year to work toward his/her goals. Objectives describe
what the employee needs to learn or achieve in order to reach his/her goals.

Determine a method of training and a training time frame — determine what type of training or activity is needed to accomplish
the employee’s developmental goals. It could be on-the-job training, a detail, or a formal training course or a combination of
methods. Identify the proposed dates for the training or activity in the “Proposed Dates” column. Enter the actual or estimated cost
of the activity in the “Estimated Costs” column. This column can be used in preparing your office’s annual budget. Once the
training is completed, write the date in the “Date Completed” column.

Methods of Training:

On-the-job training — this can include coaching by a skilled individual or details into positions that will give the employee the skills
and knowledge needed.

Details — temporary assignments to another location and/or position to gain specific knowledge and/or experience.
Courses — formal training courses, e.g., from your agency, local universities, commercial vendors.

Satellite Broadcasts/Computer/Web Based Learning — a variety of topics available through your agency via satellite broadcasts,
software packages, and on-line training.

Discuss the Development Plan with your Employee — discuss the IDP with the employee and make any necessary
modifications. The supervisor and employee should sign and date the plan. This plan should be completed within 60 days from
the beginning of the performance year.

Review and Modifications — the plan should be reviewed at each performance review and modified as situations or needs
change.
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Department of the Interior
Supervisory Performance Appraisal Plan

U.S. DEPARTMENT OF THE INTERIOR
Supervisory Performance Appraisal Plan

Title/Series/Grade:
Supervisory Human Resources Specialist, GS-0201-15

Employee Name:
Jonathan Mack

Duty Station: From: 10-01-16 To: 09-30-17

Washington DC

Appraisal Period:

Part A-1: Notification of Standards: Signatures certify that Critical elements/standards were discussed. (Part E)
Employee: Jonathan Mack Rating Official: Ray Limon Reviewing Official (if applicable*):

Date: Date: Date:

Part A-2: Employee Input into Development of Standards: Signatures certify employee involvement was solicited by
supervisor:

Employee:

Date Rating Official: Date:

Jonathan Mack 01-14-16:
Part A-3: Employee Training: Signatures certify employee was provided training in Performance Management System.
Employee: Date: Rating Official: Date:

Part A-4: Individual Development Plan: Signatures certify that supervisor’s Individual development plan was created
required)

Employee: Date: Rating Official: Date:
Part B: Progress Review: Signatures certify that performance was discussed.
Employee: Date: Rating Official: Date:

Part C: Summary Rating Determination: Assign the numerical rating level that accurately reflects the employee's
performance for each of the Critical elements (Use only whole numbers: Exceptional = 5 points; Superior = 4 points, Fully
Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points.) See reverse for complete
instructions.

Element Number Numerical Rating

QBRI =

: Summary Rating: Use conversion chart to determine rating. Check appropriate box:

Exceptional 4.6 —5.00 AND No Critical element rated lower than “Superior”.

Superior 3.6 —4.59 AND No Critical element rated lower than “Fully Successful”.
Fully Successful 3.0 — 3.59 AND No Critical element rated lower than “Fully Successful”.
Minimally Successful 2.0 — 2.99 AND No Critical element rated lower than “Minimally Successful”.
Unsatisfactory One or more Critical elements rated “Unsatisfactory”.

Employee: Rating Official: Reviewing Official: (if applicable):
Date: Date: Date:

Check here if Interim Rating:

Performance Award: QSI Cash: $ or % of pay Time Off
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Instructions for Completing the Supervisory Employee Performance Appraisal Plan

Establishing Critical Elements and Performance Standards: Critical elements (at least one, but not more than five)
must be established for each employee at the start of each performance year. Through these elements, employees are
held accountable for work assignments and responsibilities of their position. A Critical element is an assignment or
responsibility of such importance that Unsatisfactory performance in that element alone would result in a determination
that the employee’s overall performance is Unsatisfactory. Please see the Performance Appraisal Handbook for more
detailed information.

Performance standards are expressions of the performance threshold(s), requirement(s), or expectation(s) that must be
met for each element at a particular level of performance. They must be focused on results and include credible
measures. You may use the attached Benchmark Performance standards to describe general parameters of the
standards, but must augment those benchmarks with specific, measurable criteria such as quality, quantity, timeliness
and/or cost effectiveness, for the “Fully Successful” level for each element. Rating officials are strongly encouraged to
develop specific performance standards at additional levels to ensure that the employee has a clear understanding of the
levels of performance expected. At least one, and preferably all, Critical elements must show how the element is linked
to strategic goals, such as Government Performance Results Act (GPRA) or mission related goals of the organization. If
possible, these goals should be aligned throughout the organization (i.e., show how the strategic goal cascades from the
SES down to the lowest non-supervisory levels.) The employee should be able to clearly understand how the results they
are held responsible for are linked to the strategic and/or mission goals of the organization.

Employee Involvement: Employees must be involved in the development of their performance plans. Part A-2 of this
form requires employee and supervisor signatures certifying that employee input into the development of the plan was
solicited.

Individual Development Plan: The IDP provides the connection between the employee’s career interests and needs to
the organizational mission and priorities. All supervisors are required to have an IDP that is updated annually.
Required training as well as individual training needs and development activities will be identified in the IDP PB 06-04,
dated 11-09-2005).

Progress Reviews: A progress review is required approximately mid-way through the rating period. Part B should be
completed after the progress review. Any written feedback or recommended training can be noted on a separate sheet
and attached to the employee performance appraisal plan.

Assigning the Summary Rating: A specific rating is required for each Critical element to reflect the level of
performance demonstrated by the employee throughout the rating period. Only one numerical rating level is assigned for
each Critical element. Before the rating official assigns a summary rating, he/she should consider all interim summary
ratings received for the employee during the annual appraisal period. The summary rating is assigned as follows:

A. Assess how the employee performed relative to the described performance standards.

B Document the employee’s performance with a narrative that describes the achievements for the Critical
elements as compared to the performance standards. A narrative must be written for each Critical element
assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory, to provide examples of the
employee’s performance that substantiate and explain how the performance falls within the level assigned.
There is a block provided for the narrative for each Critical element.

C. In Part C of this form, assign one of the numerical rating levels that accurately reflects the employee’s
performance for each of the Critical elements (Use only whole numbers: Exceptional = 5 points, Superior= 4
points, Fully Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points).

D. Add up the numerical rating levels to get a total, and then divide the total by the number of Critical elements
to get an average. (Elements that are “not rated” because an employee has not had a chance to perform
them during the rating year are not assigned any points and should not be used to determine the average
rating.)

E. Assign a summary rating based on the table in Part D of this form. Employee and supervisor sign the form
Certifying that the rating was discussed. Reviewing Official’s signature is required for Exceptional,
Minimally Successful and Unsatisfactory ratings.

Note: Whenever an employee is rated “ Unsatisfactory” on one or more critical elements, the overall rating must be “ Unsatisfactory”
(regardless of total points). The rating official should immediately contact the servicing Human Resources Office. Whenever an employee is
rated “Minimally Successful” on one or more Critical elements, the overall rating may not be higher than “Minimally Successful” (regardless
of total points).
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at
least one, but not more than five) and their corresponding performance standards. If Benchmark standards are used,

indicate “Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified

at the Fully Successful level.

Critical Element 1

GPRA/Strategic Goal: Building a 215t Century Workforce, Enabling
agencies to hire the best talent from all segments of society.
Division Goal:

Performance Measure: Supervisory/Managerial duties are effectively carried
out in order to support the Department’s capacity to manage its programs in
results oriented, customer-focused, and efficient manner.

Supervisory/Managerial Element: Performance of supervisory/managerial
duties will be carried out in accordance with regulatory requirements and other
Bureau/Office policies governing the following area:

= Diversity/EEO obligations;

= Internal Management controls;

= Merit Systems Principles;

= Safety and Occupational Health obligations;

= Effective Performance Management; and

» Effective Management of ethics, conduct & discipline issues.

= Hiring Reform

= Employee Engagement

Performance Standards

Exceptional In addition to the attached benchmark standards, the following measureable
criteria apply.
e Provides effective results based leadership to ensure success in
assigned tasks.
e Assigns work that encourages skill building and increased competency
in team members.
e Addresses problems with team, resulting in better communication and
understanding.
e Provides support, coaching, training and mentoring both to team and
non-team members.
Superior See attached Benchmark standards.

Fully Successful

In addition to the attached benchmark standards, the following measurable
Criteria apply.
e Establishes internal management controls and quality assurance
processes.
o Establishes performance plans and timely evaluations for those
supervised.
Provides leadership, coaching and mentoring to team members
o Actively seeks to build and enhance work relationships.
o Demonstrates an understanding of the relationship between individual,
office and Departmental goals.

Minimally Successful

See attached Benchmark standards.

Unsatisfactory

See attached Benchmark standards.
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Narrative Summary
Describe the employee’s performance for each Critical element. A narrative summary must be written for
each element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 2: GPRA/Strategic Goal: DOI-Building a 215t Century Workforce
Division Goal:

Performance Measure: Build customer service and business partnership
capacity.

Performance Standards

Exceptional In addition to the attached benchmark standards, the following measurable
criteria apply.
e Recognized as an Executive Resources thought leader.
e s sought out as a consultant, presenter or speaker by internal and
external audiences.
¢ Provides leadership and innovative solutions to strategic
executive resources problems, enabling the HR community and
other stakeholders to better accomplish their goals.
Receives high value feedback from a multiple stakeholders.
o Effectively communicate, and build on strong business
partnerships throughout the Department, which includes
SES/SL/ST members and senior Department leadership.

Superior See attached Benchmark standards.
Fully Successful In addition to attached Benchmark standards, the following measurable criteria
apply.

¢ Demonstrates customer service by anticipating, understanding, and
addressing stakeholder needs.

o Establishes internal standard operating procedures and meets deadlines
for required reports, data calls and other actions

e Provides the most accurate, data supported, and complete information
available

e Solution oriented, focuses on possible resolution to problems and issues.
Is flexible and adaptable in responding to clients and other stakeholder
needs.

e Coordinates, develops, and communicates policies that are necessary for
accomplishing assignments.

Minimally Successful See attached Benchmark standards.

Unsatisfactory See attached Benchmark standards.
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Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 3: GPRA/Strategic Goal: Building a 215t Century Workforce-Dependability and
Efficiency of Executive Resources Programs.
Division Goal:

Performance Measure: Provides strategic workforce planning guidance to
bureaus and senior leadership as it relates to succession planning. Serves as
Executive Secretary to the ERB and ensures materials reviewed and decided by
the ERB are sound and logical.

Performance Standards

Exceptional

e Provides leadership to Bureaus on requests that require ERB approval.

e Uses sound judgment and makes recommendations to leadership team
on actions that are problematic.

o Develop an SES talent management system that will ensure the best
talent is being recruited.

e Provides ERB with relevant past practices that pertain to an issue being
decided.

e Provide strategic advice to bureaus on best practices to accomplish
desired goals.

e Manages the Departments SES/SL/ST allocation, this includes keeping
management aware of our current allocation and managing requests for
additional allocations as necessary.

e Assist senior leadership’s adherence to the new Federal Information
Technology Acquisition Reform Act (FITARA).

Superior See attached Benchmark standards.
Fully Successful In addition to attached Benchmark standards, the following measurable criteria

apply.
¢ Manage actions from Bureaus that require ERB approval.
e Assist Bureaus with developing and submitting cases for ERB review.
o Ensures PMF candidates have met mandatory requirements prior to
securing ERB approval.
e Is available to all clients for questions and follows up timely with
requested information.

Minimally Successful See attached Benchmark standards.
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Unsatisfactory See attached Benchmark standards.

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the

Fully Successful level.

Critical Element 4:

GPRA/Strategic Goal: Building a 215t Century Workforce, Ensure efficient
SES/SL/ST Performance Management
Division Goal:

Performance Measure: Provide leadership to Bureau HR Professionals and
Executives on developing robust performance plans; specifically in 3" quarter of
FY-2017 we will begin implementation of DOIs adoption of OPM's basic SL/ST
performance appraisal system.

Performance Standards

Exceptional See attached Benchmark standards.
e Provide leadership and innovative solutions to ensure a timely, seamless
transition to OPM’s basic SL/ST performance appraisal form.
e Provide leadership to bureau points of contact on the development of
performance plans and make adjustments as necessary to ensure our
SES/SL/ST systems are certified by OPM.
e Serve as an expert and thought leader on all aspects of the SES/SL/ST
performance close-out.
e Pro-actively seek solutions to problems that can be anticipated.
Superior See attached Benchmark standards.

Fully Successful

In addition to attached Benchmark standards, the following measurable criteria
apply.
o Represent the Executive Resources Division in discussions regarding
performance management improvements.
e Provide bureau points of contact with updated information from OPM
regarding SES performance management.
e Respond timely to inquiries regarding SES performance management.

Minimally Successful

See attached Benchmark standards.

Unsatisfactory

See attached Benchmark standards.
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Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 5: GPRA/Strategic Goal: Building a 215t Century Workforce, Assist the

Department in succession planning via the CDP and PMF programs.

Division Goal:

Performance Measure: Ensure the Department’'s SES CDP program graduates
obtain OPM approval.

Performance Standards

Exceptional See attached Benchmark standards.
¢ Provides leadership and innovative solutions on CDP recruitment
strategies.

e Is sought out as a consultant, presenter by internal and external entities.
e Provide assistance to CDP graduates in securing certification by OPM
e Receives high value feedback from multiple stakeholders.

Superior See attached Benchmark standards.
Fully Successful In addition to attached Benchmark standards, the following measurable criteria
apply.

o Demonstrates customer service by anticipating, and addressing
stakeholder needs.

e [Establishes internal standard operating procedures and meets deadlines
for required reports.

e Is accessible, knowledgeable, and responsive to inquiries within 48 hours
with at least acknowledgment of receipt.

e Coordinates, develops, and communicates policies necessary to ensure
effective compliance of CDP program.

Minimally Successful See attached Benchmark standards.

Unsatisfactory See attached Benchmark standards.

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Privacy Act Notice: Chapter 43 of Title 5, U.S.C., authorizes collection of this information. The primary
use of this information is by management and your servicing human resources office to issue and record
your performance rating. Additional disclosures of this information may be: To MSPB, Office of Special
Counsel, EEOC, the FLRA, or an arbitrator in connection with administrative proceedings; to the Department
of Justice or other Federal agency, courts, or party to litigation when the Government is a party to or has an
interest in the judicial or administrative proceeding; to a congressional office in response to an inquiry made
on behalf of an individual; to the appropriate Federal, State, or local government agency investigating
potential violations of civil or criminal law or regulation; and to Federal State, local and professional licensing
boards in determining qualifications of individuals seeking to be licensed.

If your agency used the information furnished on this form for purposes other than those indicated above, it
may provide you with an additional statement reflecting those purposes.

Refusal to sign: In cases where the employee refuses to sign the EPAP, the supervisor has the authority to
implement the performance standards and rating without employee agreement. Supervisor’'s should identify
in the employee’s signature block that the “Employee Refused to sign.”
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Benchmark Supervisory Employee Performance Standards

Exceptional:
Supervisory: The employee demonstrates excellent leadership skills and with only rare

exceptions develops effective working relationships with others; immediately handles difficult
situations with subordinates with professionalism and effectiveness, and demonstrates foresight
in correcting situations that may cause future problems before they arise; encourages
independence and risk-taking among subordinates, yet takes responsibility for their actions; is
open to and solicits the views of others, and promotes cooperation among peers and
subordinates, while guiding, motivating and stimulating positive responses.

The employee demonstrates a strong commitment to fair treatment, equal opportunity and the
affirmative action objectives of the organization, and has a significant positive impact on
achievement of goals in this area. In addition, the employee demonstrates innovation and
specific positive achievements in meeting other management obligations such as safety, internal
management controls, merit systems principles, performance management, and management of
ethics, conduct and discipline issues. The employee systematically monitors quality, delivery,
and customer satisfaction levels and makes adjustments accordingly; and works with staff to
proactively implement solutions to prevent problems and avoid gaps in customer expectations.

Effective Performance Management: Uses employee preferences and performance
information to identify both immediate and long-term developmental needs, helps staff to identify
their own developmental needs and provides challenging assignments to address those needs;
promotes cooperation among peers and subordinates, while guiding, motivating and stimulating
positive responses to accomplishments; and provides continuing constructive performance
feedback, working with employees to identify ways to improve their strengths.

Superior:
Supervisory: The employee demonstrates good leadership skills and establishes sound working

relationships; almost always handles difficult situations with subordinates with professionalism
and effectiveness; shows good judgment in dealing with others and considering their views; has a
strong sense of mission and seeks out responsibility; demonstrates a commitment to fair
treatment, equal opportunity and the affirmative action objectives of the organization, and has a
positive impact on achievement of goals in this area. In addition, the employee promotes a safe
working environment and solutions to problems encountered in meeting other management
obligations including internal management controls, merit systems obligations, managing
performance, and management of ethics, conduct and discipline issues; and anticipates customer
needs and resolves or avoids potential problems, resulting in high customer satisfaction.
Employee tailors methods of reward and recognition to the individual to the extent possible,
resulting in increased motivation in staff; and solicits employee input and takes initiative to seek
out and arrange for a variety of developmental opportunities beyond standard training.

Effective Performance Management: Using effective planning works with employees to exceed
expectations in critical areas and shows sustained support of organizational goals; establishes
sound working relationships with subordinates and shows good judgment in dealing with them,
considering their views; works with employees to develop plans and timeframes to improve
performance.

Fully Successful:

Supervisory: The employee is a capable leader who works successfully with others and listens
to suggestions. The employee generally handles difficult situations with subordinates with
professionalism and effectiveness. The employee also works well as a team member, supporting
the group’s efforts and showing an ability to handle a variety of interpersonal situations. The
employee’s work with others shows an understanding of the importance of fair treatment and
equal opportunity and meets all management commitments related to providing a safe working
environment, merit systems obligations, performance management, and internal controls, and
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management of ethics, conduct and discipline issues. The employee maintains contact with
customers (internal and/or external), and is effective in understanding their needs and using
feedback to address customer requirements. The Supervisory employee provides timely, flexible,
and responsive products and/or services to customers, resulting in value to the mission. Solicits
employee input to improve work products and/or services and to develop employee skills.
Recognizes and rewards employee contributions in a fair and consistent manner.

Effective Performance Management: The employee identifies and ensures alignment of unit
goals with agency goals, seeks input of employees in the development of performance criteria,
effectively translates and communicates project or work unit goals into concrete work
assignments for staff; provides feedback and conducts reviews according to DOI established
timeframes; ensures performance distinctions are made among individuals and awards are
reflective of employee contributions toward organizational performance; and addresses poor
performance in a fair and timely manner.

Minimally Successful:

Supervisory: The employee’s supervisory performance shows serious deficiencies that require
correction. The employee must motivate subordinates and promote team spirit; provide clear
assignments and performance requirements or sufficient instructions to subordinates; provide
sufficient explanation of organizational goals to subordinates; satisfy customer needs and/or meet
customer service objectives; and/or meet production or mission goals in a timely and quality
manner. Their work with others must show a consistent understanding of the importance of fair
treatment and equal opportunity. The employee must meet all management obligations related to
internal controls, merit system obligations, performance management, and/or management of
ethics, conduct and discipline issues.

Unsatisfactory:

Supervisory: The employee’s supervisory performance is unsatisfactory. The employee usually
fails to motivate subordinates and promote team spirit; often provides unclear assignments and
performance requirements or insufficient instructions to subordinates; frequently fails to provide
sufficient explanation of organizational goals to subordinates; generally fails to satisfy customer
needs and/or meet customer service objectives; and/or frequently fails to meet production or
mission goals in a timely and quality manner. The employee’s work with others consistently fails
to show an understanding of the importance of fair treatment and equal opportunity. Employee
frequently fails to meet other management obligations related to internal controls, merit systems
obligations, performance management, and/or management of ethics, conduct and discipline
issues.
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Understanding Performance Management

An Employee’s Duties — Your supervisor should provide you with a copy of the position description for
your job. Your position description is the official record of your main duties and responsibilities and is
used in developing performance appraisal criteria. Take some time to read through your position
description. Ask your supervisor about anything that is not clear to you. Your supervisor should review
your position description with you at least once a year to ensure that it accurately reflects your main
duties and responsibilities. Keep a copy of your position description and refer to it from time to time. You
may want to make notes on your copy when your job changes, so that you can discuss the changes with
your supervisor.

Employee Performance Appraisal Plan (EPAP) — The Employee Performance Appraisal Plan (EPAP) is
the form used by the Department to evaluate the work performance of its employees under the 5-level
appraisal system. When used effectively, the EPAP is a valuable communication tool for both employee
development and organizational accomplishments.

Managers and supervisors are responsible for the following:
1. Complying with provisions of the U.S. Department of the Interior's Performance Appraisal
Departmental Manual and Handbook (370 DM 430).
2. Establishing performance elements and performance standards that are linked to organizational
goals and position descriptions.
3. Monitoring employee performance, communicating with employees about their performance
and resolving performance problems.
4. Approving or reviewing ratings recommended by supervisors or rating officials.

The EPAP has several important goals:
1. Clarifying how the employee’s performance requirements link to the strategic mission of their
organization;
2. Increasing individual productivity by giving employees the information they need to do their jobs
effectively;
3. Improving individual/organizational productivity by promoting communication between
employees and supervisors about job-related matters, so that better and more efficient methods of
operation can be developed; and,
4. Providing a process to recognize employees for good performance and their contributions to the
organization.

Appraisal Period — The appraisal period begins October 1 and ends September 30 of each year, except
where specific exceptions have been granted. The minimum period on which an appraisal may be based is
90 calendar days. During the appraisal period, your supervisor may periodically discuss your work with you
and let you know how you are doing. In addition, before the end of the appraisal period, the supervisor will
conduct one formal progress review with you. This progress review is another opportunity for you and your
supervisor to discuss your progress, review your position description, identify any training needs or
improvements, or to revise your critical performance elements and performance standards.

Performance Elements and Performance Standards — Your supervisor will explain your duties and
responsibilities to you and discuss what is expected of you in order to achieve satisfactory performance. To
further define your performance expectations, your supervisor will establish performance elements and
performance standards for your job. Employee input into this process is required.

Performance elements tell you what work assignments and responsibilities need to be accomplished during
the appraisal period. All employees must have one performance element that is linked to the strategic
mission or Government Performance Results Act goals of the organization. Between one and five
performance elements can be established for a position. These elements are all considered critical
elements. They are of such importance to the position that unsatisfactory performance in one element alone
would result in a determination that the employee's overall performance is unsatisfactory.

Performance standards tell employees how well performance elements must be done by defining achievable
rating levels for: Exceptional, Superior, Fully Successful, Minimally Successful, and Unsatisfactory
performance. These five rating levels focus on results and include credible measures such as quality,
guantity, timeliness, cost effectiveness, etc.
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Your overall performance is evaluated by your supervisor or rating official using these performance
standards. A determination that an employee's overall performance is unsatisfactory could result in remedial
action and unsatisfactory performance may be the basis for removal or reduction in grade. Minimally
successful performance may result in the denial of a within-grade increase.

The Rating Process — At the end of the appraisal period, your supervisor will carefully review the
performance elements and standards for your position. Based on your actual performance, one of five rating
levels may be assigned. The rating will be presented to you during the formal performance discussion
between you and your supervisor. The appraisal will be completed with your signature and a

copy provided to you. This rating is documented on the EPAP form and is considered as your Rating of
Record. Your rating of record is directly linked to your eligibility for certain types of pay increases and
awards.

Rewarding Performance — Rewarding performance means recognizing good performance and providing
incentives to employees for their work efforts and contributions to the organization. At the end of the
appraisal period, your supervisor may consider you for an award based on your performance and rating of
record as follows:

e Exceptional — Eligible for an individual cash award up to 5% of base pay; a Quality Step Increase;
Time-Off Award; or other appropriate equivalent recognition.

e  Superior — Eligible for an individual cash award up to 3% of base pay; Time-Off Award, non-
monetary award, or other appropriate equivalent recognition.

e  Fully Successful — Not eligible for any performance award, but may receive monetary, non-
monetary, Time-off, or other appropriate incentive awards for specific accomplishments throughout
the year.

¢ Minimally Successful and Unsatisfactory — Ineligible for any performance recognition.

How to get the most out of your Employee Performance Appraisal Plan

1. Ask for Feedback throughout the appraisal period.

How do you know if you are learning how to do your job and meeting your performance expectations? Talk
to your supervisor throughout the appraisal period. Your supervisor wants you to succeed and is available to
provide guidance to help you learn how to effectively do your job. Communicating regularly with your
supervisor gives you the opportunity to understand the job expectations. It also lets your supervisor know
what type of assistance or resources you need to perform your work, and it is a good way to get feedback.

Feedback is information that helps you know how you are progressing in learning the duties and
responsibilities of your job. Employees who seek feedback from their supervisors learn their jobs more
quickly and with fewer wrong turns than employees who shy away from feedback. Employees who seek
feedback spend less time redoing work and turn in work with fewer mistakes. As a result, they improve their
work performance.

Getting and using feedback is one of the most important keys to learning your job. As you do your work, ask
for feedback from your supervisor to see if you are on track. At first you may feel uncomfortable asking for
feedback. But, remember that your supervisor wants you to succeed. As you master your job and get to
know your supervisor, you will soon feel more comfortable asking for and receiving feedback.

2. Preparation

a. Before your supervisor prepares your appraisal:
1. Prepare a list of key work accomplishments and give it to your supervisor for consideration in
preparing your rating.
2. If you have specific issues come prepared to discuss them. Give your supervisor a "heads up" so
that they can also prepare to discuss the issues.
3. Write down any key points and questions you may have.
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b. During your performance discussion:
1. Don't be shy about asking for clarification, especially about your supervisor's expectations.
2. Refer to your notes, so that you don't overlook any points that are important to you.
3. Tell your supervisor how you feel things are progressing and if you need any additional
information or materials.
4. Let your supervisor know what your short/long-term career goals are.
5. Ask for feedback.

If you still have questions about the Employee Performance Appraisal Plan after carefully reviewing this
handbook, please discuss your questions with your supervisor.
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Supervisor’s Guide to Developing Individual Development Plans

The Individual Development Plan (IDP) is a valuable performance enhancement tool for any federal
employee. The IDP can be of great assistance to those who want to enhance skills and strengths and learn
more about matters of interest that are relevant to the performance of the agency. Bureaus/Offices are
required to use an IDP for supervisory positions. Check with your Human Resources Office for the IDP or
other appropriate form to be used by your Bureau/Office for documenting employee development needs.

The following is a brief outline of the definition, steps and goals of an IDP.

Goals: The employee and the rating official develop goals together. The IDP provides a connection
between the employee’s career interests and needs to the organizational mission and priorities. The most
common goals of an IDP are to:

e Learn new skills to improve current job performance

e Maximize current performance in support of organizational requirements
e Increase interest, challenge, and satisfaction in current position

e  Obtain knowledge, skills and abilities necessary for career growth

Definition: An IDP identifies a broad spectrum of developmental opportunities for the employee, including
on-the-job training, distance learning, formal classroom training, details, shadow assignments and self-
development. It addresses the needs of the organization and of the employee beginning with a focus on
maximizing employee performance in the current job.

An IDP is a guide to help individuals reach career goals within the context of organizational objectives. Itis
a developmental action plan to move employees from their current place to where they want to go. It
provides the systematic steps to improve and to build on strengths as individuals improve job performance
and pursue career goals.

An IDP is a partnership between the employee and the rating official in personal development. Preparing an
IDP involves open feedback, clarification and discussion about developmental needs, goals, and plans.
Periodic communication between the rating official and the employee is the key to the currency and success
of an IDP.

An IDP is not a:

e Performance appraisal. It is not used to determine pay, awards or other personnel actions based
on performance.

e Contract for training. Final approval of training opportunities is made based on factors such as
timing and budget availability.

e Position description. It is not used for clarifying discrepancies in the duties as described.

e Guarantee for promotion or for reassignment to another position. While the developmental
experiences identified in an IDP may have some training that might qualify the employee for
another position or grade, there is no guarantee of advancement.

Responsibilities: As in all aspects of the employee/supervisor relationship, direct and open communication
is the key to the success of an IDP. The following responsibilities address the IDP process specifically.

The employee is responsible for:

e Assessing personal skills necessary for performing the current position

e Suggesting developmental experiences which would enhance the skills necessary for performing
the current position and for the desired career goals

e Identifying personal career goals

e Understanding what skills are necessary for meeting the career goals

e Participating in open discussions with the rating official concerning the elements of the IDP
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e Completing the developmental experiences in the IDP as approved by the rating official
e Alerting the rating official when the IDP needs review and updating

The rating official is responsible for:

e Providing constructive feedback to the employee about skills necessary for performing the current
position

e Suggesting and reviewing employee suggestions for developmental experiences which would
enhance the skills necessary for performing the current position

e Counseling the employee about career goals

¢ Identifying developmental experiences which would enhance the skills necessary for performing in
the next type of position toward the employee’s career goal

e Participating in open discussions with the employee concerning the elements of the IDP, in periodic
updates and reviews of the IDP for currency

e Giving final approval to specific developmental experiences

e Monitoring the progress of the employee in completing the developmental experiences agreed
upon in the IDP
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Individual Development Plan (Bureaus/Offices are require to use an IDP for supervisory positions.
Check with your Human Resources Office for the IDP or other appropriate form to be used by your
Bureau/Office for the IDP or other appropriate form to be used by your Bureau/Office for documenting
employee developmental needs).

Individual Development Plan Plan Performance Year
Employee’s Name Position Title/Grade Office Phone Office Fax Email
Address
Current Supervisor's Name Supervisor's Title Office Phone Office Fax Email
Address
Goals for Successful Short-term Career Goals | Long-term Goals (3+ years)
Performance in Current (2-3 years)
Position
Developmental Objectives: Developmental Activities | Proposed Estimated Date
What do you need to do this (training, assignments, Dates Costs Completed
year to work towards your projects, details, etc.)
goals?
Notes: Employee’s Signature/Date
Supervisor’s Signature/Date
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Instructions for completing the Individual Development Plan

Employee Development and Career Goals — the employee and supervisor work together to complete
the goals for successful performance in the employee’s current position and the employee’s short- and
long-term career goals on the IDP.

Developmental Objectives — describe what the employee needs to do this year to work toward his/her
goals. Objectives describe what the employee needs to learn or achieve in order to reach his/her goals.

Determine a method of training and a training time frame — determine what type of training or
activity is needed to accomplish the employee’s developmental goals. It could be on-the-job training, a
detail, or a formal training course or a combination of methods. Identify the proposed dates for the
training or activity in the “Proposed Dates” column. Enter the actual or estimated cost of the activity in
the “Estimated Costs” column. This column can be used in preparing your office’s annual budget.
Once the training is completed, write the date in the “Date Completed” column.

Methods of Training:

On-the-job training — this can include coaching by a skilled individual or details into positions that will
give the employee the skills and knowledge needed.

Details — temporary assignments to another location and/or position to gain specific knowledge and/or
experience.

Courses — formal training courses, e.g., from your agency, local universities, commercial vendors.

Satellite Broadcasts/Computer/Web Based Learning — a variety of topics available through your
agency via satellite broadcasts, software packages, and on-line training.

Discuss the Development Plan with your Employee — discuss the IDP with the employee and make
any necessary modifications. The supervisor and employee should sign and date the plan. This plan
should be completed within 60 days from the beginning of the performance year.

Review and Modifications — the plan should be reviewed at each performance review and modified as
situations or needs change.
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U.S. DEPARTMENT OF THE INTERIOR
Supervisory Performance Appraisal Plan

Title/Series/Grade:
Supervisory Human Resources Specialist, GS-0201-15

Department of the Interior
Supervisory Performance Appraisal Plan

Employee Name:
Kermit Howard

Duty Station:
Washinc_;ton, DC

Appraisal Period:

From:
October 1, 2016

To:
September 30, 2017

Part A-1: Notification of Standards: Signatures certify that Critical elements/standards were discussed. (Part E)

Employee:

Rating Official:

Reviewing Official (if applicable*):

Date:

Date:

Date:

supervisor:

Part A-2: Employee Input into Development of Standards: Signatures certify employee involvement was solicited by

Employee:

Date:

Rating Official:

Date:

Part A-3: Employee Training: Signatures certify employee was provided training in Performance Management System.

Employee:

Date:

Rating Official:

Date:

Part A-4: Individual Development Plan: Signatures certi

ify that supervisor’s Individual development plan was created

required)

Employee: Date: Rating Official: Date:
Part B: Progress Review: Signatures certify that performance was discussed.

Employee: Date: Rating Official: Date:

Part C: Summary Rating Determination: Assign the numerical rating level that accurately reflects the employee’s
performance for each of the Critical elements (Use only whole numbers: Exceptional = 5 points; Superior = 4 points, Fully

Successful =
instructions.

3 points, Minimally Successful =

2 points, and Unsatisfactory = 0 points.) See reverse for complete

Element Number

QBRI =

Total Numerical Rating

Part D: Summary Ratlng Use conversion chart to determine ratlng Check appropriate box:

Numerical Rating

Exceptional

4.6 — 5.00 AND No Critical element rated lower than “Superior”.

Superior

3.6 —4.59 AND No Critical element rated lower than “Fully Successful”.

Fully Successful

3.0 — 3.59 AND No Critical element rated lower than “Fully Successful”.

Minimally Successful

2.0 — 2.99 AND No Critical element rated lower than “Minimally Successful”.

Unsatisfactory

One or more Critical elements rated “Unsatisfactory”.

Employee: Rating Official: Reviewing Official: (if applicable):
Date: Date: Date:

Check here if Interim Rating:

Performance Award: QSI Cash: $ or % of pay Time Off
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Instructions for Completing the Supervisory Employee Performance Appraisal Plan

Establishing Critical Elements and Performance Standards: Critical elements (at least one, but not more than five)
must be established for each employee at the start of each performance year. Through these elements, employees are
held accountable for work assignments and responsibilities of their position. A Critical element is an assignment or
responsibility of such importance that Unsatisfactory performance in that element alone would result in a determination
that the employee’s overall performance is Unsatisfactory. Please see the Performance Appraisal Handbook for more
detailed information.

Performance standards are expressions of the performance threshold(s), requirement(s), or expectation(s) that must be
met for each element at a particular level of performance. They must be focused on results and include credible
measures. You may use the attached Benchmark Performance standards to describe general parameters of the
standards, but must augment those benchmarks with specific, measurable criteria such as quality, quantity, timeliness
and/or cost effectiveness, for the “Fully Successful” level for each element. Rating officials are strongly encouraged to
develop specific performance standards at additional levels to ensure that the employee has a clear understanding of the
levels of performance expected. At least one, and preferably all, Critical elements must show how the element is linked
to strategic goals, such as Government Performance Results Act (GPRA) or mission related goals of the organization. If
possible, these goals should be aligned throughout the organization (i.e., show how the strategic goal cascades from the
SES down to the lowest non-supervisory levels.) The employee should be able to clearly understand how the results they
are held responsible for are linked to the strategic and/or mission goals of the organization.

Employee Involvement: Employees must be involved in the development of their performance plans. Part A-2 of this
form requires employee and supervisor signatures certifying that employee input into the development of the plan was
solicited.

Individual Development Plan: The IDP provides the connection between the employee’s career interests and needs to
the organizational mission and priorities. All supervisors are required to have an IDP that is updated annually.
Required training as well as individual training needs and development activities will be identified in the IDP PB 06-04,
dated 11-09-2005).

Progress Reviews: A progress review is required approximately mid-way through the rating period. Part B should be
completed after the progress review. Any written feedback or recommended training can be noted on a separate sheet
and attached to the employee performance appraisal plan.

Assigning the Summary Rating: A specific rating is required for each Critical element to reflect the level of
performance demonstrated by the employee throughout the rating period. Only one numerical rating level is assigned for
each Critical element. Before the rating official assigns a summary rating, he/she should consider all interim summary
ratings received for the employee during the annual appraisal period. The summary rating is assigned as follows:

A. Assess how the employee performed relative to the described performance standards.

B Document the employee’s performance with a narrative that describes the achievements for the Critical
elements as compared to the performance standards. A narrative must be written for each Critical element
assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory, to provide examples of the
employee’s performance that substantiate and explain how the performance falls within the level assigned.
There is a block provided for the narrative for each Critical element.

C. In Part C of this form, assign one of the numerical rating levels that accurately reflects the employee’s
performance for each of the Critical elements (Use only whole numbers: Exceptional = 5 points, Superior= 4
points, Fully Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points).

D. Add up the numerical rating levels to get a total, and then divide the total by the number of Critical elements
to get an average. (Elements that are “not rated” because an employee has not had a chance to perform
them during the rating year are not assigned any points and should not be used to determine the average
rating.)

E. Assign a summary rating based on the table in Part D of this form. Employee and supervisor sign the form
Certifying that the rating was discussed. Reviewing Official’s signature is required for Exceptional,
Minimally Successful and Unsatisfactory ratings.

Note: Whenever an employee is rated “ Unsatisfactory” on one or more critical elements, the overall rating must be “ Unsatisfactory”
(regardless of total points). The rating official should immediately contact the servicing Human Resources Office. Whenever an employee is
rated “Minimally Successful” on one or more Critical elements, the overall rating may not be higher than “Minimally Successful” (regardless
of total points).
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at
least one, but not more than five) and their corresponding performance standards. If Benchmark standards are used,
indicate “Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified
at the Fully Successful level.

Critical Element 1 GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent
from all segments of society; DOl — Building a 215t Century Workforce
SHCPA Goal: Provide strategic and transformative workforce solutions to ensure program

efficiency, and continuous improvement while focusing on a results-focused accountability
system that ensures compliance with laws, regulations, and merit system principles.

Performance Measure: Supervisory/Managerial duties are effectively carried
out in order to support the Department’s capacity to manage its programs in
results oriented, customer-focused, and efficient manner.

Supervisory/Managerial Element: Performance of
supervisory/managerial duties will be carried out in accordance with regulatory
requirements and other Bureau/Office policies governing the following area:

= Diversity/EEO obligations;

= Internal Management controls;

» Merit Systems Principles;

= Safety and Occupational Health obligations;

= Effective Performance Management; and

= Effective Management of ethics, conduct & discipline issues.

= Hiring Reform

= Employee Engagement

Performance Standards

Exceptional Leads, builds and facilitates internal and external teams to meet organizational
goals; Facilitates three (3) learning sessions for internal and/or external
employees; ensures direct reports establish IDPs that include internal
employee development and innovative opportunities — with 95% or greater
participation; provides quarterly performance feedback to employees.
Superior Leads, builds and facilitates internal teams to meet organizational goals;
Facilitates two (2) learning sessions for internal and/or external employees;
ensures direct reports establish IDPs that include internal employee
development and innovative opportunities — with 90% or greater participation;
provides semi-annual performance feedback to employees.
Fully Successful Leads, builds and facilitates teams to meet program goals; Facilitates one (1)
learning sessions for internal and/or external employees; ensures direct
reports establish IDPs that include internal employee development and
innovative opportunities — with 85% or greater participation; provides semi-
annual performance feedback to employees.
Minimally Successful See attached Benchmark standards.

Unsatisfactory See attached Benchmark standards.

Narrative Summary
Describe the employee’s performance for each Critical element. A narrative summary must be written for
each element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.
Critical Element 2: GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from
all segments of society; DOl — Building a 215t Century Workforce SHCPA
Goal: Provide strategic and transformative workforce solutions to ensure program efficiency,
and continuous improvement while focusing on a results-focused accountability system that
ensures compliance with laws, regulations, and merit system principles.
Performance Measure: Builds customer service and business partnership
capacity. Able to be a strategic problem solver and demonstrate responsiveness
to internal and external stakeholders. Looked upon as a thought leader and
consultant within the Department.

Performance Standards
Exceptional Recognized as a HR/HC thought leader and problem solver able to find strategic
alternatives with win/win scenarios as well as escalate and/or de-escalate issues
when appropriate. Sought out as a consultant, presenter or speaker by internal
and external entities. Provides leadership and innovative solutions to strategic
human capital problems, enabling the HR community and other stakeholders to
better accomplish their goals. Seeks out opportunities to benchmark policies,
products and/or services in an effort to improve overall office performance.
Receives high value feedback from multiple stakeholders.

Superior See attached Benchmark Standards

Fully Successful Provides expedited service to senior management officials. Establishes internal
standard operations procedures and meets deadlines for required reports, data
calls and other actions. Provides the most accurate, data supported and
completed information available. Is flexible and adaptable in responding to client
and other stakeholder needs. Solution oriented, focuses on possible resolution to
problems and issues. Is accessible, knowledgeable, and responsive to inquiries
within 48 hours with at least an acknowledgement of receipt. Demonstrates
customer service by anticipating, understanding and addressing stakeholder
needs (i.e., effectively contributes to new customer service office tool).

Minimally Successful See attached Benchmark standards.

Unsatisfactory See attached Benchmark standards.

Narrative Summary
Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Rating for Critical Element 2:
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the
Fully Successful level.

Critical Element 3: GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from
all segments of society; DOI — Building a 215t Century Workforce SHCPA
Goal: Provide strategic and transformative workforce solutions to ensure program efficiency,
and continuous improvement while focusing on a results-focused accountability system that
ensures compliance with laws, regulations, and merit system principles.

Performance Measure: Manages a rigorous, results-focused human capital
accountability system that ensures compliance with title 5 laws, with an emphasis
on 5 CFR 250 requirements, regulations, merit system principles and agency
policies. Promotes effectiveness and efficiencies through and allows for
continuous improvement with human capital program performance in support of
the Department’s mission.

Performance Standards

Exceptional Enhances the accountability system through innovative techniques, such as
HRStat evaluations and/or processes. Develops tools and/or mediums that refine
Department-wide accountability reviews methodologies and reporting.

Superior Builds accountability capacity and strengthen accountability teams’ competencies
closing skills gaps through the enhancement of knowledge of 5 CFR 250 within
the Department.

Fully Successful Ensure the Department and bureaus conduct robust accountability reviews to
ensure the Department and bureaus are regulatory and legislatively compliant
with Merit System Principles and title 5 of the Code of Federal Regulations and
United States Code. Conducts evaluations to inform human capital programs on
progress and performance.

Minimally Successful See attached Benchmark standards.

Unsatisfactory See attached Benchmark standards.
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Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the

Fully Successful level.

Critical Element 4:

GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from
all segments of society; DOl — Building a 215t Century Workforce SHCPA
Goal: Provide strategic and transformative workforce solutions to ensure program efficiency,
and continuous improvement while focusing on a results-focused accountability system that
ensures compliance with laws, regulations, and merit system principles.

Performance Measure:

Provide human capital solutions to meet the needs of a 21st Century Department.
Leverage external and internal organizations and programs to acquire ideas,
innovations, resources and influences that will enhance Departmental workforce
planning and analytics, employee performance and hiring reform to achieve
enhanced Departmental performance.

Performance Standards

Exceptional Develop broad networks with Federal agencies to leverage in human capital
management and human resources best practices. Collaborate with other
Federal agencies on government-wide work groups to address human capital
cross agency priorities and initiatives.

Superior Establishes communities of practice within the Department to leverage resources

which will provide human capital solutions to address Departmental human capital
goals such as employee engagement, Information Technology and Cybersecurity
reform and reduce time to hire for mission critical occupations.

Fully Successful

Ensures human capital policies are aligned with the mission of the organization.
Provides advisory services on workforce restructuring, planning and analysis.
Ensures deadlines are met with OPM data calls to include time to hire and other
hiring reform metrics.

Minimally Successful

See attached Benchmark standards.

Unsatisfactory

See attached Benchmark standards.
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Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Part E: Critical Elements and Performance Standards: List each of the Supervisory employee’s Critical elements (at least
one, but not more than five) and their corresponding performance standards. If Benchmark standards are used, indicate
“Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the
GPRA/strategic/mission goal that the Critical element supports. At a minimum, measurable criteria must be identified at the

Fully Successful level.

Critical Element 5:

GPRA/Strategic Goal: PMA — Enabling agencies to hire the best talent from
all segments of society; DOl — Building a 215t Century Workforce SHCPA
Goal: Provide strategic and transformative workforce solutions to ensure program efficiency,
and continuous improvement while focusing on a results-focused accountability system that
ensures compliance with laws, regulations, and merit system principles.

Performance Measure:

Institutes organizational change management practices and processes to
enhance organizational resiliency of the Department’s human capital programs
through the alignment of the Department’'s human capital and strategic goals and
implementation of human capital operations plan.

Performance Standards

Exceptional Provide advisory services which ensure the Department is able to achieve its
corporate level goals and Government-wide cross agency priority goal, and
Government-wide cross agency priority goals. ...

Superior Provides advisory services that result in a change in behavior on how bureaus

achieve their human capital goals outlined by the Department’s goals.

Fully Successful

Provides recommendations, data analytics and best practices to bureaus and
inform on anticipated impacts from newly originated or altered human capital
regulations, legislation or Department Secretarial Orders, policies and/or
directives.

Minimally Successful

See attached Benchmark standards.

Unsatisfactory

See attached Benchmark standards.

Narrative Summary

Describe the employee’s performance for each Critical element. A narrative summary must be written for each
element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory.
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Privacy Act Notice: Chapter 43 of Title 5, U.S.C., authorizes collection of this information. The primary
use of this information is by management and your servicing human resources office to issue and record
your performance rating. Additional disclosures of this information may be: To MSPB, Office of Special
Counsel, EEOC, the FLRA, or an arbitrator in connection with administrative proceedings; to the Department
of Justice or other Federal agency, courts, or party to litigation when the Government is a party to or has an
interest in the judicial or administrative proceeding; to a congressional office in response to an inquiry made
on behalf of an individual; to the appropriate Federal, State, or local government agency investigating
potential violations of civil or criminal law or regulation; and to Federal State, local and professional licensing
boards in determining qualifications of individuals seeking to be licensed.

If your agency used the information furnished on this form for purposes other than those indicated above, it
may provide you with an additional statement reflecting those purposes.

Refusal to sign: In cases where the employee refuses to sign the EPAP, the supervisor has the authority to
implement the performance standards and rating without employee agreement. Supervisor’'s should identify
in the employee’s signature block that the “Employee Refused to sign.”
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Benchmark Supervisory Employee Performance Standards

Exceptional:
Supervisory: The employee demonstrates excellent leadership skills and with only rare

exceptions develops effective working relationships with others; immediately handles difficult
situations with subordinates with professionalism and effectiveness, and demonstrates foresight
in correcting situations that may cause future problems before they arise; encourages
independence and risk-taking among subordinates, yet takes responsibility for their actions; is
open to and solicits the views of others, and promotes cooperation among peers and
subordinates, while guiding, motivating and stimulating positive responses.

The employee demonstrates a strong commitment to fair treatment, equal opportunity and the
affirmative action objectives of the organization, and has a significant positive impact on
achievement of goals in this area. In addition, the employee demonstrates innovation and
specific positive achievements in meeting other management obligations such as safety, internal
management controls, merit systems principles, performance management, and management of
ethics, conduct and discipline issues. The employee systematically monitors quality, delivery,
and customer satisfaction levels and makes adjustments accordingly; and works with staff to
proactively implement solutions to prevent problems and avoid gaps in customer expectations.

Effective Performance Management: Uses employee preferences and performance
information to identify both immediate and long-term developmental needs, helps staff to identify
their own developmental needs and provides challenging assignments to address those needs;
promotes cooperation among peers and subordinates, while guiding, motivating and stimulating
positive responses to accomplishments; and provides continuing constructive performance
feedback, working with employees to identify ways to improve their strengths.

Superior:
Supervisory: The employee demonstrates good leadership skills and establishes sound working

relationships; almost always handles difficult situations with subordinates with professionalism
and effectiveness; shows good judgment in dealing with others and considering their views; has a
strong sense of mission and seeks out responsibility; demonstrates a commitment to fair
treatment, equal opportunity and the affirmative action objectives of the organization, and has a
positive impact on achievement of goals in this area. In addition, the employee promotes a safe
working environment and solutions to problems encountered in meeting other management
obligations including internal management controls, merit systems obligations, managing
performance, and management of ethics, conduct and discipline issues; and anticipates customer
needs and resolves or avoids potential problems, resulting in high customer satisfaction.
Employee tailors methods of reward and recognition to the individual to the extent possible,
resulting in increased motivation in staff; and solicits employee input and takes initiative to seek
out and arrange for a variety of developmental opportunities beyond standard training.

Effective Performance Management: Using effective planning works with employees to exceed
expectations in critical areas and shows sustained support of organizational goals; establishes
sound working relationships with subordinates and shows good judgment in dealing with them,
considering their views; works with employees to develop plans and timeframes to improve
performance.

Fully Successful:

Supervisory: The employee is a capable leader who works successfully with others and listens
to suggestions. The employee generally handles difficult situations with subordinates with
professionalism and effectiveness. The employee also works well as a team member, supporting
the group’s efforts and showing an ability to handle a variety of interpersonal situations. The
employee’s work with others shows an understanding of the importance of fair treatment and
equal opportunity and meets all management commitments related to providing a safe working
environment, merit systems obligations, performance management, and internal controls, and
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management of ethics, conduct and discipline issues. The employee maintains contact with
customers (internal and/or external), and is effective in understanding their needs and using
feedback to address customer requirements. The Supervisory employee provides timely, flexible,
and responsive products and/or services to customers, resulting in value to the mission. Solicits
employee input to improve work products and/or services and to develop employee skills.
Recognizes and rewards employee contributions in a fair and consistent manner.

Effective Performance Management: The employee identifies and ensures alignment of unit
goals with agency goals, seeks input of employees in the development of performance criteria,
effectively translates and communicates project or work unit goals into concrete work
assignments for staff; provides feedback and conducts reviews according to DOI established
timeframes; ensures performance distinctions are made among individuals and awards are
reflective of employee contributions toward organizational performance; and addresses poor
performance in a fair and timely manner.

Minimally Successful:

Supervisory: The employee’s supervisory performance shows serious deficiencies that require
correction. The employee must motivate subordinates and promote team spirit; provide clear
assignments and performance requirements or sufficient instructions to subordinates; provide
sufficient explanation of organizational goals to subordinates; satisfy customer needs and/or meet
customer service objectives; and/or meet production or mission goals in a timely and quality
manner. Their work with others must show a consistent understanding of the importance of fair
treatment and equal opportunity. The employee must meet all management obligations related to
internal controls, merit system obligations, performance management, and/or management of
ethics, conduct and discipline issues.

Unsatisfactory:

Supervisory: The employee’s supervisory performance is unsatisfactory. The employee usually
fails to motivate subordinates and promote team spirit; often provides unclear assignments and
performance requirements or insufficient instructions to subordinates; frequently fails to provide
sufficient explanation of organizational goals to subordinates; generally fails to satisfy customer
needs and/or meet customer service objectives; and/or frequently fails to meet production or
mission goals in a timely and quality manner. The employee’s work with others consistently fails
to show an understanding of the importance of fair treatment and equal opportunity. Employee
frequently fails to meet other management obligations related to internal controls, merit systems
obligations, performance management, and/or management of ethics, conduct and discipline
issues.
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Understanding Performance Management

An Employee’s Duties — Your supervisor should provide you with a copy of the position description for
your job. Your position description is the official record of your main duties and responsibilities and is
used in developing performance appraisal criteria. Take some time to read through your position
description. Ask your supervisor about anything that is not clear to you. Your supervisor should review
your position description with you at least once a year to ensure that it accurately reflects your main
duties and responsibilities. Keep a copy of your position description and refer to it from time to time. You
may want to make notes on your copy when your job changes, so that you can discuss the changes with
your supervisor.

Employee Performance Appraisal Plan (EPAP) — The Employee Performance Appraisal Plan (EPAP) is
the form used by the Department to evaluate the work performance of its employees under the 5-level
appraisal system. When used effectively, the EPAP is a valuable communication tool for both employee
development and organizational accomplishments.

Managers and supervisors are responsible for the following:
1. Complying with provisions of the U.S. Department of the Interior's Performance Appraisal
Departmental Manual and Handbook (370 DM 430).
2. Establishing performance elements and performance standards that are linked to organizational
goals and position descriptions.
3. Monitoring employee performance, communicating with employees about their performance
and resolving performance problems.
4. Approving or reviewing ratings recommended by supervisors or rating officials.

The EPAP has several important goals:
1. Clarifying how the employee’s performance requirements link to the strategic mission of their
organization;
2. Increasing individual productivity by giving employees the information they need to do their jobs
effectively;
3. Improving individual/organizational productivity by promoting communication between
employees and supervisors about job-related matters, so that better and more efficient methods of
operation can be developed; and,
4. Providing a process to recognize employees for good performance and their contributions to the
organization.

Appraisal Period — The appraisal period begins October 1 and ends September 30 of each year, except
where specific exceptions have been granted. The minimum period on which an appraisal may be based is
90 calendar days. During the appraisal period, your supervisor may periodically discuss your work with you
and let you know how you are doing. In addition, before the end of the appraisal period, the supervisor will
conduct one formal progress review with you. This progress review is another opportunity for you and your
supervisor to discuss your progress, review your position description, identify any training needs or
improvements, or to revise your critical performance elements and performance standards.

Performance Elements and Performance Standards — Your supervisor will explain your duties and
responsibilities to you and discuss what is expected of you in order to achieve satisfactory performance. To
further define your performance expectations, your supervisor will establish performance elements and
performance standards for your job. Employee input into this process is required.

Performance elements tell you what work assignments and responsibilities need to be accomplished during
the appraisal period. All employees must have one performance element that is linked to the strategic
mission or Government Performance Results Act goals of the organization. Between one and five
performance elements can be established for a position. These elements are all considered critical
elements. They are of such importance to the position that unsatisfactory performance in one element alone
would result in a determination that the employee's overall performance is unsatisfactory.

Performance standards tell employees how well performance elements must be done by defining achievable
rating levels for: Exceptional, Superior, Fully Successful, Minimally Successful, and Unsatisfactory
performance. These five rating levels focus on results and include credible measures such as quality,
guantity, timeliness, cost effectiveness, etc.
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Your overall performance is evaluated by your supervisor or rating official using these performance
standards. A determination that an employee's overall performance is unsatisfactory could result in remedial
action and unsatisfactory performance may be the basis for removal or reduction in grade. Minimally
successful performance may result in the denial of a within-grade increase.

The Rating Process — At the end of the appraisal period, your supervisor will carefully review the
performance elements and standards for your position. Based on your actual performance, one of five rating
levels may be assigned. The rating will be presented to you during the formal performance discussion
between you and your supervisor. The appraisal will be completed with your signature and a

copy provided to you. This rating is documented on the EPAP form and is considered as your Rating of
Record. Your rating of record is directly linked to your eligibility for certain types of pay increases and
awards.

Rewarding Performance — Rewarding performance means recognizing good performance and providing
incentives to employees for their work efforts and contributions to the organization. At the end of the
appraisal period, your supervisor may consider you for an award based on your performance and rating of
record as follows:

e Exceptional — Eligible for an individual cash award up to 5% of base pay; a Quality Step Increase;
Time-Off Award; or other appropriate equivalent recognition.

e  Superior — Eligible for an individual cash award up to 3% of base pay; Time-Off Award, non-
monetary award, or other appropriate equivalent recognition.

e  Fully Successful — Not eligible for any performance award, but may receive monetary, non-
monetary, Time-off, or other appropriate incentive awards for specific accomplishments throughout
the year.

e Minimally Successful and Unsatisfactory — Ineligible for any performance recognition.

How to get the most out of your Employee Performance Appraisal Plan

1. Ask for Feedback throughout the appraisal period.

How do you know if you are learning how to do your job and meeting your performance expectations? Talk
to your supervisor throughout the appraisal period. Your supervisor wants you to succeed and is available to
provide guidance to help you learn how to effectively do your job. Communicating regularly with your
supervisor gives you the opportunity to understand the job expectations. It also lets your supervisor know
what type of assistance or resources you need to perform your work, and it is a good way to get feedback.

Feedback is information that helps you know how you are progressing in learning the duties and
responsibilities of your job. Employees who seek feedback from their supervisors learn their jobs more
quickly and with fewer wrong turns than employees who shy away from feedback. Employees who seek
feedback spend less time redoing work and turn in work with fewer mistakes. As a result, they improve their
work performance.

Getting and using feedback is one of the most important keys to learning your job. As you do your work, ask
for feedback from your supervisor to see if you are on track. At first you may feel uncomfortable asking for
feedback. But, remember that your supervisor wants you to succeed. As you master your job and get to
know your supervisor, you will soon feel more comfortable asking for and receiving feedback.

2. Preparation

a. Before your supervisor prepares your appraisal:
1. Prepare a list of key work accomplishments and give it to your supervisor for consideration in
preparing your rating.
2. If you have specific issues come prepared to discuss them. Give your supervisor a "heads up" so
that they can also prepare to discuss the issues.
3. Write down any key points and questions you may have.
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b. During your performance discussion:
1. Don't be shy about asking for clarification, especially about your supervisor's expectations.
2. Refer to your notes, so that you don't overlook any points that are important to you.
3. Tell your supervisor how you feel things are progressing and if you need any additional
information or materials.
4. Let your supervisor know what your short/long-term career goals are.
5. Ask for feedback.

If you still have questions about the Employee Performance Appraisal Plan after carefully reviewing this
handbook, please discuss your questions with your supervisor.
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Supervisor’s Guide to Developing Individual Development Plans

The Individual Development Plan (IDP) is a valuable performance enhancement tool for any federal
employee. The IDP can be of great assistance to those who want to enhance skills and strengths and learn
more about matters of interest that are relevant to the performance of the agency. Bureaus/Offices are
required to use an IDP for supervisory positions. Check with your Human Resources Office for the IDP or
other appropriate form to be used by your Bureau/Office for documenting employee development needs.

The following is a brief outline of the definition, steps and goals of an IDP.

Goals: The employee and the rating official develop goals together. The IDP provides a connection
between the employee’s career interests and needs to the organizational mission and priorities. The most
common goals of an IDP are to:

e Learn new skills to improve current job performance

e Maximize current performance in support of organizational requirements
e Increase interest, challenge, and satisfaction in current position

e  Obtain knowledge, skills and abilities necessary for career growth

Definition: An IDP identifies a broad spectrum of developmental opportunities for the employee, including
on-the-job training, distance learning, formal classroom training, details, shadow assignments and self-
development. It addresses the needs of the organization and of the employee beginning with a focus on
maximizing employee performance in the current job.

An IDP is a guide to help individuals reach career goals within the context of organizational objectives. Itis
a developmental action plan to move employees from their current place to where they want to go. It
provides the systematic steps to improve and to build on strengths as individuals improve job performance
and pursue career goals.

An IDP is a partnership between the employee and the rating official in personal development. Preparing an
IDP involves open feedback, clarification and discussion about developmental needs, goals, and plans.
Periodic communication between the rating official and the employee is the key to the currency and success
of an IDP.

An IDP is not a:

e Performance appraisal. It is not used to determine pay, awards or other personnel actions based
on performance.

e Contract for training. Final approval of training opportunities is made based on factors such as
timing and budget availability.

e Position description. It is not used for clarifying discrepancies in the duties as described.

e Guarantee for promotion or for reassignment to another position. While the developmental
experiences identified in an IDP may have some training that might qualify the employee for
another position or grade, there is no guarantee of advancement.

Responsibilities: As in all aspects of the employee/supervisor relationship, direct and open communication
is the key to the success of an IDP. The following responsibilities address the IDP process specifically.

The employee is responsible for:

e Assessing personal skills necessary for performing the current position

e Suggesting developmental experiences which would enhance the skills necessary for performing
the current position and for the desired career goals

e Identifying personal career goals

e Understanding what skills are necessary for meeting the career goals

e Participating in open discussions with the rating official concerning the elements of the IDP
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e Completing the developmental experiences in the IDP as approved by the rating official
e  Alerting the rating official when the IDP needs review and updating

The rating official is responsible for:

e Providing constructive feedback to the employee about skills necessary for performing the current
position

e Suggesting and reviewing employee suggestions for developmental experiences which would
enhance the skills necessary for performing the current position

e Counseling the employee about career goals

e Identifying developmental experiences which would enhance the skills necessary for performing in
the next type of position toward the employee’s career goal

e Participating in open discussions with the employee concerning the elements of the IDP, in periodic
updates and reviews of the IDP for currency

e Giving final approval to specific developmental experiences

¢ Monitoring the progress of the employee in completing the developmental experiences agreed
upon in the IDP
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Individual Development Plan (Bureaus/Offices are require to use an IDP for supervisory positions.
Check with your Human Resources Office for the IDP or other appropriate form to be used by your
Bureau/Office for the IDP or other appropriate form to be used by your Bureau/Office for documenting
employee developmental needs).

Individual Development Plan Plan Performance Year
Employee’s Name Position Title/Grade Office Phone Office Fax Email
Address
Current Supervisor's Name Supervisor's Title Office Phone Office Fax Email
Address
Goals for Successful Short-term Career Goals | Long-term Goals (3+ years)
Performance in Current (2-3 years)
Position
Developmental Objectives: Developmental Activities | Proposed Estimated Date
What do you need to do this (training, assignments, Dates Costs Completed
year to work towards your projects, details, etc.)
goals?
Notes: Employee’s Signature/Date
Supervisor’s Signature/Date
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Instructions for completing the Individual Development Plan

Employee Development and Career Goals — the employee and supervisor work together to complete
the goals for successful performance in the employee’s current position and the employee’s short- and
long-term career goals on the IDP.

Developmental Objectives — describe what the employee needs to do this year to work toward his/her
goals. Objectives describe what the employee needs to learn or achieve in order to reach his/her goals.

Determine a method of training and a training time frame — determine what type of training or
activity is needed to accomplish the employee’s developmental goals. It could be on-the-job training, a
detail, or a formal training course or a combination of methods. Identify the proposed dates for the
training or activity in the “Proposed Dates” column. Enter the actual or estimated cost of the activity in
the “Estimated Costs” column. This column can be used in preparing your office’s annual budget.
Once the training is completed, write the date in the “Date Completed” column.

Methods of Training:

On-the-job training — this can include coaching by a skilled individual or details into positions that will
give the employee the skills and knowledge needed.

Details — temporary assignments to another location and/or position to gain specific knowledge and/or
experience.

Courses — formal training courses, e.g., from your agency, local universities, commercial vendors.

Satellite Broadcasts/Computer/Web Based Learning — a variety of topics available through your
agency via satellite broadcasts, software packages, and on-line training.

Discuss the Development Plan with your Employee — discuss the IDP with the employee and make
any necessary modifications. The supervisor and employee should sign and date the plan. This plan
should be completed within 60 days from the beginning of the performance year.

Review and Modifications — the plan should be reviewed at each performance review and modified as
situations or needs change.



Office of Human Resources
Strategic Goals and Objectives
Priorities and Initiatives for 2017

Mission: The Office of Human Resources is the premiere and corporate human capital office and partner leading the Department’s HR strategic planning efforts by

providing policies, solutions, oversight and guidance to further the Department’s overall mission.

Goal #1: Strategic Human Capital Planning and Evaluation Division

Division Goals Objectives Priorities Initiatives Status
Provide strategic and . . Produce a report on human capital
tmnsformativeg Utilize the Human Capital Create a process b.y p:ograms eiffp';:c;ivclness, eﬂicigrllcy
workforce solutions to | Assessment and which evaluation informs and return on investment
ensure program Accountability Strategic planning verify Inform SHROs and bureau/office

efficiency, and
continuous
improvement while
focusing on a results-
focused accountability
system that ensures
compliance with laws,
regulations, and merit
system principles

Framework, to establish a
system by which the
Department can determine
the effectiveness and
efficiencies of its human
capital programs.

Utilize the program to
gauge the maturity of the
human capital programs
and monitor the progress
of human capital goals and
initiatives.

achievement of human
capital goals and overall
objectives, monitor and
assess effectiveness in
implementing merit-
based strategies that
support the
office/bureau/Department
mission and sustain and
continuously improve
sound human capital
management.

Create a Strategic WF
Planning and Evaluation
CoP.

Assess the cost of Human
Capital programs.
Evaluate human capital
programs through 5 CFR
250 and HRStat maturity
model for efficiencies.
Evaluate the
implementation of the
SSR tables implemented
for the oil and gas
producing regions.
HRStat Cop.

Develop a HRStat
Dashboard

leadership where improvements
can be made in their HR/HC
programs.

Produce a business operations
report to showcase justifications for
continued human capital program
operations.

Educate bureau HR practitioners on
the 5 CFR250 and HRStat
programs and the value proposition
it has for their programs.




Develop and maintain an
enterprise-wide system to
assess the current and
future workforce
requirements for the
Department.

Coordinate with OCIO on
the implementation of the
IMT Workforce Plan.

Align SCHP with DOI
Strategic Plan

Conduct review and
submission of
VERA/VSIP requests
Coordinate with
bureaus/office CoP
Workforce Analysis reps
to conduct enterprise
level workforce analysis.
Re-validate MCOs. High
risk occupations and high
volume occupations.
Conduct workforce
reshaping workshops.
Re-validate current skills
gaps and identify future
skills gaps

Provide analysis of youth
engagement data

Examine VERA/VSIP acceptance rates
to determine impact to workforce
resilience and closing skill gaps within
the Department and Federal
Government-wide MCOs.

Produce action plans that will inform
strategies to address MCO, high risk,
high volume shortages.

Provide report on the youth
engagement initiative; identify best
practices and accomplishments by the
bureaus/offices.

Ensure that the
Department and its
bureaus carry out a robust
accountability review
program to ensure HR
compliance, effectiveness,
efficiency and strategic
alignment

Develop annual
accountability review
schedule with input from
bureaus

e Lead or provide hands on support

for each accountability review in
terms of:
0 Planning and preparation
0  Onsite review activities
0 Reporting and corrective
action plan development
and follow-through.

e  Ensure all reporting requirements

are met within the established
timeframes

e  Ensure reports are thorough and

complete, identifying all significant
and/or systemic issues found.

e  Ensure that corrective action plans

sufficiently address all required and
recommended actions.

e  Ensure reviews are closed out in a

timely manner.




Develop tools and
resources to assist in
carrying out accountability
review activities.

Ensure all accountability
program participants
have the tools and
resources to carry out
accountability review
activities.

Communicate best
practices and lessons
learned.

e  Continue to issue quarterly

accountability newsletter to share
news and information, including
best practices and lessons learned
from accountability reviews

e  Develop and refine review

methodology based on changes,
new initiatives, regulations,
policies, or procedures.

o0  Evaluation plans and

criteria

o  Case file checklists

0 Interview guides

0  Survey tools

e  Maintain an accountability

program SharePoint site or other
portal for accountability program
information.

Enhance strategies
employee engagement and
overall individual and
organizational

Synthesize EVS data and
provide trend analysis for
all bureaus and offices.
Identify progress being

Identify barriers within the FEVS data
results to inform bureau leadership,
manager and HR.

Identify improvements made in areas

performance. made and best practices highlighted by the FEVS results.
Identify areas that may Educate leadership and employees on
require improvement and the value proposition of the survey.
provide Identify improvements made in
recommendations. employee, and overall bureau/office
Provide information on performance and agency performance.
how the data can be used
to enhance employee
engagement.
Conduct FEVS
workshops.
Conduct employee
engagement workshops.

Build bureau Censure all e Identify competency gaps.

accountability program
capacity and strengthen
review team competencies

accountability program
participants are trained
and competent to carry
out accountability review
activities.

Coordinate

e  Promote training and development
for all accountability participants
0 Publicize OPM’s
evaluator training
o0  Consider arranging for
customized OPM training




Accountability System
review with OPM-
MSAC.

Coordinate Excepted
Service study with OPM-
MSAC.

for all DOI
accountability leads or
representatives

e  Foster accountability program

networking

e  Promote and encourage bureau

representatives to participate in
other bureaus’ accountability
reviews and evaluations

e  Continue to represent DOI on

OPM’s Accountability Program
Manager’s Council

e Issue a survey to bureau

accountability counterparts to
assess program performance.

Ensure the validity of the
current model established
in FY2009.

Coordinate with the
bureaus E2E POCs to
review their processes.
Determine consistency of
E2E processes
throughout the bureaus.
Run T2H reports for
MCOs, high risk
occupations and high
volume occupations.
Identify barriers that
hinder meeting 80 day
model per OPM
guidance.

Monitor progress of SSR
implementation on T2H
on STEM occupations
(oil & gas).

Identify barriers with current processes
to reach 80 day model goal.

Provide best practices being
implemented by the bureaus.

Ensure the development of action plans
to address barriers that prevent
reaching 80 day model goal.
Re-validate current hiring model or
make enhancement where needed.
Produce quarterly reports on the impact
of the SSR implementation has on T2H
for STEM in oil and gas occupations.

Ensure human capital
policies are aligned with
the mission of the
Department through
review, update and,
guidance.

Established internal
controls program that
will monitor and update
human capital policies as
required by Federal

Produce an internal controls standard
operating procedure.

Produce a workflow design that will
track the progress of policy
augmentation.




regulations and/or
legislation and/or
Agency.

Identify Department-wide
improvement initiatives
based on accountability
review results

Establish/refine
department-wide
accountability review
metrics.

Identify other
methodologies to gage
department-wide
performance.

Ensure that all bureaus are aware of the
department-wide metrics. Work with
the bureaus to incorporate metrics into
their accountability review planning
activities

Develop and/or implement tools to
assess department-wide human capital
activities (i.e., an exit survey, or other
types of climate surveys)

Assess performance against these
metrics across the department to identify
bureau-specific, as well as department-
wide improvement needs.

Track human capital performance via
tools such as a Human Capital
Dashboard or Federal Employee
Viewpoint Survey results to gage human
capital performance and needs.

Work with OHR/HC and Diversity
counterparts to develop improvement
strategies, products, and initiatives (i.e.,
training programs, policies, procedures,
and tools)

Goal #2: Strategic Talent Programs Division

Division Goals

Objectives

Priorities

Initiatives

Status

Promote innovative
tools and practices,
build partnerships and
establish policies that
will build DOI’s
capacity to recruit and
retain a highly
qualified, diverse
workforce

Implement policies that
provide clarity,
consistency, compliance
and eliminate Agency
barriers to effective
recruitment, hiring and
retention.

Strengthen current and
identify opportunities for
new policy /guidance

Review and update current policies /
guidance

Design and implement communication
strategies to enhance policy awareness
and understanding

Address methodology / practice in
guidance documents

Develop internal process SOPs

Review 100% of current policies




Institutionalize Hiring
Excellence and integrate
with DOI strategic, human
capital, and diversity/
inclusion plans to drive
improvements in hiring
processes through better
HR/Hiring manager
collaboration and
improved satisfaction of
hiring process and results.

Strengthen collaboration
between supervisors/
hiring managers and HR
specialists and clarify
understanding of their
roles

Provide “easy-to-use” tools, resources
and information to build hiring manager
understanding of “how” to engage
effectively in the recruitment and hiring
process

Integrate “effective hiring” elements
into supervisory training program
Design and execute HR communication
and training strategy to build HR
staffing and consultation skill set

Increased engagement of hiring
managers in process

Increased hiring manager
satisfaction with HR collaboration

Improve strategic
recruitment to reach well-
qualified and diverse
candidate pools

Establish a data collection plan,
including feedback from surveys
Enhance utilization of data in Agency
barrier analysis and data visibility at
component levels

Connect recruitment/hiring/retention
data to drive process and outcome
improvements

Increase utilization of hiring flexibilities
and tools (e.g. resume mining)
Improve communication strategies
(employer branding) to external diverse
communities

Improve DOI digital footprint to build
employer brand (e.g. social media,
webpages, better JOAS)

Engage hiring managers and ERGs in
outreach / recruitment efforts

Develop strategy to bridge PLC
participants and interns to DOI
opportunities

Collaborate with CR, AEP Branch

Improve assessment
strategies to get best
talent

Develop guidance to enhance HR, SME,
and hiring manager engagement in
assessment strategy development and
improve occupational questionnaires
Work with mission areas to standardize
PDs

Execute a training strategy to improve
job analysis

Establish competency models and
assessment tools for MCO and high
volume occupations




Clarify assessment strategies for ACWA
occupations

Address Agency retention
challenges proactively, as
a strategic issues.

Foster data-driven
Agency level
understanding of agency
level retention barriers/
challenges

Strengthen retention
through tools, resources
and practices

Integrate retention / attrition data into
overall “talent dashboard”

Collaborate to close skill gaps in MCOs
Develop a core DOI employee
orientation curriculum

Establish transparent all employee
communication strategy/ tools for HR
topics

Identify HR career paths strategy with
bureaus

Engage ERGs and other employee
groups to find opportunities to leverage
retention program opportunities (e.g.
group driven mentoring, etc.)

Goal #3: HR Information Technology Division

Division Goals Objectives Priorities Initiatives Status
Support the Supervisory/Managerial e Employee Engagement e Increase Employee Engagement Team is collaborating on
Department’s Human ¢  Employee Development e  Encourage Employee Development reporting and analytics, case
Capital Team in e Receive Positive Feedback management, and

managing the Human
Resources
Management portfolio
of information
technology solutions.

performance management
Team has completed
Entellitrak and Tableau
training

Team has maintained COR,
PMP, and CISSP
certifications

Team has received
exceptional performance
reviews for FY 2016

Customer Service

Customer Satisfaction

Deliver a high level of Customer
Satisfaction

Data and analysis performed
for Next100 and other data

e Improve Efficiency initiatives has been well

e  Improve Quality received

e  Improve Accuracy
Provide strategic e HRIS Council e  Reduce and/or Avoid Costs HRIS Council is functioning
leadership, oversight, e MAESC/HRLOB e  Improve Efficiency well
management, and e USSM e  Increase Transparency Team contributes to the
administration of Human e User Groups e Increase Awareness MAESC
Resources Information e  Working Groups e  Improve Communication Team is engaged with FPPS




Technology (HRIT).

Encourage Collaboration

User Group

Manage the Human
Resources Management

Reporting and Analytics
[OBIEE, Tableau]

Obtain Stakeholder Support for
Investments

Working with OFM to
configure Tableau for HR

(HRM) portfolio of Talent Management Solution Maintain the HRIT Roadmap Market research of Talent
information technology [SumTotal, Totara, etc.] Support Capital Planning and Management solutions is in
solutions Case Management Solutions Investment Control (CPIC) progress
[Micropact, ServiceNow] Support the Budget Formulation and Working with OCIO on
FPPS Modernization Execution Process Micropact contract renewal
HR Portal Support the Planning, Implementation,
Operation, and Maintenance of Systems
Provide HRIT support to System Administration Provide System Administrator Support Exercising contracts and

the Human Capital Team.

[cOPF, ELRTS]

Contract Administration
[eOPF, Micropact, USA
Jobs, HR LOB, IBC]
Reporting and Analytics
[OBIEE, Tableau]

Federal Employee Viewpoint
Survey (FEVS)

Best Places to Work

PMA Benchmarking

HRstat

Electronic Forms System
[ServiceNow]

Content Management
[Drupal, Google, SharePoint]

Obtain or Maintain the Authority to
Operate Systems

Continuously Monitor Systems

Provide System Owner (SO) Support
Provide Information System Security
Officer (ISSO) Support

Provide Contract Officer Representative
(COR) Support

agreements with the bureaus
and offices and external
agencies / vendors
Upgrading ELRTS to the
latest version of Entellitrak
Development of
visualizations using Tableau
is in progress

Supporting Hiring Excellence
effort and other data
initiatives

Preparing for next round of
PMA Benchmarking
Supporting automation of
performance forms using the
new EFS

Building the new HR Google
site

Goal #4: Workforce Relations Division

Division Goals Objectives Priorities Initiatives Status
Provide strategic Performance Management: Ensure the performance Develop a business case which supports
leadership and Focus on having a management program is a 4-level performance rating system,

transparent delivery of
human resource advice
and consultation for
employee performance
and workforce
management
programs

performance management
system that effectively
plans, monitors, develops,
rates, and rewards
employee performance.

aligned with organizational
objectives and strategies,
meeting the organization’s
performance appraisal
requirements.

Conduct performance
management system/program
compliance audits and
reviews.

Provide technical expertise

based on best practice research and input
from leadership and employee relations
practitioners in the bureaus/offices for
targeted implementation in FY18.
Partner with HRIS Division to identify
and implement a new electronic
performance management tool to
automate the process.

Identify and share best practices across
the Department quarterly.




on complex performance
management/appraisal
issues.

Improve internal processes
for EPAPs.

Sustain a robust employee
recognition/awards program.

Employee Relations:
Strengthen existing
employee conduct-related
policies, procedures and
tools, reflecting Federal
sector best practices,
agency priorities and a
respectful and civil
workplace culture.

Strengthen the Department’s
capability to review trends in
conduct-related issues.
Develop and implement
accountability procedures in
the area of employee
relations.

Update existing policies to
reflect changes in case law,
Federal sector best practices,
and agency leadership
priorities.

Strengthen the professional
capabilities of bureau/office
employee relations
practitioners.

Support Departmental civil
treatment initiatives as
applicable.

Partner with HRIS Division to update,
revise and re-launch the electronic
Employee and Labor Relations
Tracking System (ELRTS).

Continue developing and implementing
regular oversight of the use of
administrative leave across the
Department, working closely with
bureaus/offices to timely review
requests for approval and track
extended cases.

Evaluate and update 370 DM 752, with
particular focus on the Table of
Penalties (including cybersecurity
violations and harassment-related
misconduct).

Conduct a training needs assessment
for employee relations community of
practice to identify necessary skill
gaps; conduct training or develop
supporting materials as necessary.
Develop and coordinate training on
investigative procedures for employee
relations practitioners.

Labor-Management
Relations:

Promote cooperative
labor-management
relations that further the
mission and goals of the
Department and reflect
Federal sector best
practices and DOI

Facilitate and encourage
resolution of labor-
management disputes at the
lowest level possible.
Continue to engage unions as
appropriate at the national
and/or local/bureau level
with respect to DOI wide
initiatives such as civil

Consult with national labor
organizations as appropriate, regarding
workplace challenges such as civil
treatment, performance management,
telework, etc., and endeavor to develop
solutions jointly.

Expand communication strategies to
share experiences and best practices of
collective bargaining, using various




priorities. treatment, performance platforms.
management and telework. Partner with HRIS Division to update,
Increase presence of labor- revise and re-launch Employee and
management forums and Labor Relations Tracking System
committees throughout DOI. (ELRTS).
Provide technical expertise Conduct a training needs assessment for
and guidance on complex the labor relations community of
labor-management relations practice to identify necessary skill gaps;
issues. conduct training or develop supporting
Strengthen the professional materials as necessary.
capabilities of bureau/office
labor relations practitioners.

Benefits: Advise Department Assist OPM in extending the FEHB

Effectively oversee and
manage OPM retirement
and employee benefits,
concepts, principles, and
practices.

management officials on the
development and
implementation of
innovations related to the
retirement HR technical area.
Strengthen the professional
capabilities of bureau/office
benefit officers.

Resolve complex retirement
inquiries regarding the
CSRS, FERS, and Special
Retirement programs.
Expand participation in
Human Capital Assessment
Accountability Framework
reviews, evaluating HR
practices to include special
retirement program
management.

Ensure updates to agency
policies to reflect changes in
federal employee benefits,
regulations, and laws.
Communicate/articulate
various workforce planning
tools (phased retirement,
VERA/VSIP, NDAA, etc.) to
leaders and stakeholders.

program to the Emergency/Casual work-
force.

Maintain relationships with OPM to
leverage consultation on
difficult/complex retirement and benefit
issues.

Continue to conduct special retirement
quarterly audits to ensure regulatory
compliance (eligibility, maximum entry
age, mandatory retirement age, etc.).




Strengthen business
process application,
capacity, and policies.

Ensure policies support a
diverse workforce.

Promote a fair and inclusive
workplace.

Provide results oriented data
/ information for decision-
making.

Work Life Balance
Programs:

Establish and oversee
work life policies and
activities in areas such as
(telework, absence and
leave, employee assistance
etc.), to meet
organizational goals and
customer expectations.

Ensure the work-life program
is aligned with organizational
objectives and strategies.
Provide technical expertise
on complex absence and
leave issues and regularly
evaluate programs and
policies.

Promote OPM and
bureau/office work/life
balance initiatives as part of
a complete health and safety
program in the workplace.
Incorporate work life balance
best practices that strengthen
the Department’s work life
program.

Assist senior leadership and
bureau work-life
coordinators in strategically
setting goals, creating action
plans, and conducting
evaluations.

Collect, analyze, and share
DOI work-life data with
senior leadership and
counterparts.

Continue to assist fostering a
civil culture among DOI
employees and surrounding
communities.

Evaluate, update, and implement the
Telework Handbook and Agreement.
Re-compete the EAP contract and
expand EAP support to the DOI
workforce and their families.

Leverage the Department’s internal
communication platform to maximize
visibility and promote awareness of the
Federal Work Life Survey.

Workers” Compensation:
Effectively manage and
oversee policies, concepts,

Expand the role of workers’
compensation specialists to
meet strategic objectives of

Establish a total case management
system to manage worker’s
compensation process.




principles, and practices
ensuring alignment with
Departmental goals and
objectives.

the Department. This
includes evaluation of bureau
workers’ compensation
program effectiveness,
return-to-work efforts, and
training to increase
awareness of workers’
compensation costs to DOL
Develop and implement
outcome-based data and
trends to measure, track,
project, and decrease
worker’s compensation
chargeback costs.

Update existing policies to
strengthen DOI’s capability
to implement best practices
and agency leadership
priorities.

Strengthen the professional
capabilities of human
resources practitioners for
bureau/office workers’
compensation programs.
Advise Department
management officials on new
developments for
implementation within
workers’ compensation
areas.

Expand the use of the Department of
Labor’s ECOMP claims management
system department-wide.

Goal #5: Executive Resources Division

Division Goals

Objectives

Priorities

Initiatives

Status

Promote innovative
tools and practices,
build partnerships and
establish policies that
will help DOI maintain
a highly effective
Executive Resources
Division

Provide effective
Presidential transition
assistance.

Ensure off-boarding Senior
political employees are
provided with need to know
information regarding their
departure; ensure incoming
Senior Political employees
are seamlessly and efficiently
on-boarded.

Have assisted in several briefings
to departing political employees
and currently attend and provide
key input in planning meeting for
arrivals in the new Administration.




Assist SES CDP graduates
in obtaining OPM
certification upon
completion of the
program.

Provide technical expertise to
graduates on the proper
presentation of Executive
qualifications statements.
Ensure each candidate is
given a timely in-depth
review.

SES CDP class 18 reviews will be
completed in first quarter of FY-
2017; SES CDP class 19 reviews
will be completed in second
quarter of 2017.

Successfully complete the
annual Performance
management close-out for
SES/SL/ST members.

Optimize the SES/SL/ST
performance close-out
process.

Provide bureaus with
previous year performance
results.

Improve understanding of
Executive Resources Office’s
requirements and mandates.
Improve effectiveness
Executive resources
consultation in Performance
process.

Acculturate new employees
to DOI by developing an
Agency Wide SES On-
boarding program

The 2016 SES/SL/ST Performance
Close-out will be completed in
January 2017.

Build customer service and
business partnership
capacity

Ensure policies enable
success

Improve internal processes
Provide results oriented data
/ information for decision-
making

Establish communities of practice.
Internal standard operating procedures.
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DEPARTMENT OF THE INTERIOR
Employee Performance Appraisal Plan

Employee Name and Social Security Number, Y Title/Series/Grade: Administrative Specialist GS-0301-11
Duty Station: WASHINGTON, DC Appraisal Period: From: To:
10/1/2016 09/30/2017

Part A-1: Notification of Standards: Signatures certify that critical elements/standards were discussed.(Part E)
Employee: Rating Official: Reviewing Official (if applicable*):

Date: Date: Date:

Part A-2: Employee Input into Development of Standards: Signatures certify employee involvement was solicited by supervisor:
Employee: Date: Rating Official: Date:

Part A-3: Employee Training: Signatures certify employee was provided training in Performance Management System.
Employee: Date: Rating Official: Date:

Part B: Progress Review: Signatures certify that performance was discussed.
Employee: Date: Rating Official: Date:

Part C: Summary Rating Determination: Assign the numerical rating level that accurately reflects the employee’s
performance for each of the critical elements (Use only whole numbers: Exceptional = 5 points; Superior = 4 points, Fully
Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points.) See reverse for complete instructions.
Element Number

1

Q| WIN

: Use conversion chart to determine rating. Check appropriate box:

Exceptional 4.6 — 5.00 AND No critical element rated lower than “Superior”.

Superior 3.6 —4.59 AND No critical element rated lower than “Fully Successful”.
Fully Successful 3.0 — 3.59 AND No critical element rated lower than “Fully Successful”.
Minimally Successful 2.0 — 2.99 AND No critical element rated lower than “Minimally Successful”.
Unsatisfactory One or more critical elements rated “Unsatisfactory”.

Employee: Rating Official: Reviewing Official: (if applicable):

Date: Date: Date:

Check here if Interim Rating:

Performance Award: QSI Cash: $ or % of pay Time Off
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Instructions for Completing the Employee Performance Appraisal Plan
Establishing Critical Elements and Performance Standards

Critical elements (at least one, but no more than five) must be established for each employee at the start of the performance
year. Through these elements, employees are held accountable for work assignments and responsibilities of their position. A
critical element is an assignment or responsibility of such importance that Unsatisfactory performance in that element alone
would result in a determination that the employee’s overall performance is Unsatisfactory. Please see the Performance
Appraisal Handbook for more detailed information.

Performance standards are expressions of the performance threshold(s), requirement(s), or expectation(s) that must be met for
each element at a particular level of performance. They must be focused on results and include credible measures. You may
use the attached Benchmark Performance Standards to describe general parameters of the standards, but must augment those
benchmarks with specific, measurable criteria such as quality, quantity, timeliness and/or cost effectiveness, for the “Fully
Successful” level for each element. Rating officials are strongly encouraged to develop specific performance standards at
additional levels to ensure that the employee has a clear understanding of the levels of performance expected. At least one,
and preferably all, critical elements must show how the element is linked to strategic goals, such as Government Performance
Results Act (GPRA) or mission related goals of the organization. These goals should be aligned throughout the organization
(i.e., show how the strategic goal cascades from the SES down to the lowest non-supervisory levels.) The employee should be
able to clearly understand how the results they are held responsible for are linked to the results that those in their
supervisory/managerial chain are held responsible for.

Employee Involvement: Employees must be involved in the development of their performance plans. Part A-2 of this form
requires employee and supervisor signatures certifying that employee input into the development of the plan was solicited.

Progress Reviews

A progress review is required approximately mid-way through the rating period. Part B should be completed after the progress
review. Any written feedback or recommended training can be noted on a separate sheet and attached to the employee
performance appraisal plan.

Assigning the Summary Rating

A specific rating is required for each critical element to reflect the level of performance demonstrated by the employee
throughout the rating period. Only one numerical rating level is assigned for each critical element. Before the rating official
assigns a summary rating, he/she should consider all interim summary ratings received for the employee during the annual
appraisal period. The summary rating is assigned as follows:

A. Assess how the employee performed relative to the described performance standards.

B. Document the employee’s performance with a narrative that describes the achievements for the critical elements as
compared to the performance standards. A narrative must be written for each critical element assigned a rating of
Exceptional, Minimally Successful, or Unsatisfactory, to provide examples of the employee’s performance that
substantiate and explain how the performance falls within the level assigned. There is a block provided for the
narrative for each critical element.

C. In Part C of this form, assign one of the numerical rating levels that accurately reflects the employee’s performance
for each of the critical elements (Use only whole nhumbers: Exceptional = 5 points, Superior= 4 points, Fully
Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 points).

D. Add up the numerical rating levels to get a total, and then divide the total by the number of critical elements to get
an average. (Elements that are “not rated” because an employee has not had a chance to perform them during the
rating year are not assigned any points and should not be used to determine the average rating.)

E. Assign a summary rating based on the table in Part D of this form. Employee and supervisor sign the form
certifying that the rating was discussed. Reviewing Official’s signature is required for Exceptional, Minimally
Successful and Unsatisfactory ratings.

Note: Whenever an employee is rated “ Unsatisfactory” on one or more critical elements, the overall rating must be
“Unsatisfactory” (regardless of total points). The rating official should immediately contact the servicing human
resources office. Whenever an employee is rated “Minimally Successful” on one or more critical elements, the overall
rating may not be higher than “Minimally Successful” (regardless of total points).



DI-3100
September 2007 (previous edition obsolete)

Part E: Critical Elements and Performance Standards: List below each of the employee’s critical elements (at least one, but
no more than 5) and their corresponding performance standards. If Benchmark Standards are used, indicate “Benchmark
Standards are attached” in the space below, and ensure they are attached to this form. Identify the GPRA/strategic/mission goal
that the critical element supports. At a minimum, measurable criteria must be identified at the Fully Successful level.

Critical Element 1:

GPRA/Strategic Goal: Management Excellence- Manage the
Department to be highly skilled, accountable, modern, functionally
integrated, citizen centered and result oriented: Provides a broad range of
administrative services for the Director, Office of Human Resources, and staff
following Departmental guidelines and within established timeframes. Complete,
control, and track correspondence in compliance with all Departmental guidelines,
and within the established timeframes. Attend the executive secretariat meeting on
behalf of the Office of Human Resources, while ensuring all correspondence is up to
date and meets existing requirements. Maintain records and communicates with the
individual staff members to advise and ensure compliance with due dates as required.
Achieves other assignments as assigned.

Performance Standards

Exceptional

See Benchmark Standards attached.

Superior

See Benchmark Standards attached.

Fully Successful

In addition to the benchmark standard, correspondence is accurately and timely
prepared, tracked, and maintained. Copies are filed and provided to the originator and
the appropriate office staff as required. Employee shall complete all assignments
timely (within established standards for each assignment) with no more than three
instances where complete files are not provided as required to the appropriate staff
member during each reporting period. Employee shall complete all assignments and
correspondence with no more than three instances of late or incorrect work products
that meet Departmental guidelines.

Minimally Successful

See Benchmark Standards attached.

Unsatisfactory

See Benchmark Standards attached.

Narrative Summary
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Part E: Critical Elements and Performance Standards: List below each of the employee’s critical elements (at least one, but
no more than 5) and their corresponding performance standards. If Benchmark Standards are used, indicate “Benchmark
Standards are attached” in the space below, and ensure they are attached to this form. Identify the GPRA/strategic/mission goal
that the critical element supports. At a minimum, measurable criteria must be identified at the Fully Successful level.

Critical Element 2:

GPRA/Strategic Goal: Management Excellence- Provide exceptional
customer service to staff, visitors, and other DOI and external agency/organization
representatives. Exhibits a courteous, professional, and service oriented demeanor to
represent positively the Office of Human Resources, and the DOI. Works in a
collaborative manner with the Secretarial Assistant for the DAS/HCPP and the
DCHCO as required.

Performance Standards

Exceptional

See Benchmark Standards attached.

Superior

See Benchmark Standards attached

Fully Successful

In addition to the benchmark standard, the employee shall complete all assignments
and interactions with no more than three (3) instances of customer complaints which
are found to be valid during a reporting period. Employee shall complete all
assignments with no more than three (3) instances of errors in administrative
paperwork. Employee shall meet all established timelines with no more than three (3)
instances of untimely work products.

Minimally Successful

See Benchmark standards attached

Unsatisfactory

See Benchmark standards attached

Narrative Summary
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Part E: Critical Elements and Performance Standards: List below each of the employee’s critical elements (at least one, but
no more than 5) and their corresponding performance standards. If Benchmark Standards are used, indicate “Benchmark
Standards are attached” in the space below, and ensure they are attached to this form. Identify the GPRA/strategic/mission goal
that the critical element supports. At a minimum, measurable criteria must be identified at the Fully Successful level.

Critical Element 3:

GPRA/Strategic Goal:

Performance Measure: Process and maintain sales orders, IAA and purchase
requests for the Office of Human Resources. Ensuring fund availability, mandated
procedures are followed and appropriate signatures are obtained. Assembles budget
estimates and justifications from the OHR Directors for the budgets of each office
serviced; exercises fund controls; analyze/reconciles cost and obligation ledgers
against actual expenses; and recommends appropriate actions. Provides monthly
funds reports to the Director of Human Resources and OHR Directors. Prepares
budget projections and revise as needed. Ensures credit card statements are signed as
required by Departmental policy.

Performance Standards

Exceptional

See Benchmark Standards attached.

Superior

See Benchmark standards attached

Fully Successful

In addition to the benchmark standard,

Minimally Successful

See Benchmark standards attached

Unsatisfactory

See Benchmark standards attached

Narrative Summary
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Part E: Critical Elements and Performance Standards: List below each of the employee’s critical elements (at least one, but
no more than 5) and their corresponding performance standards. If Benchmark Standards are used, indicate “Benchmark
Standards are attached” in the space below, and ensure they are attached to this form. Identify the GPRA/strategic/mission goal
that the critical element supports. At a minimum, measurable criteria must be identified at the Fully Successful level.

Critical Element 4:

GPRA/Strategic Goal:

Performance Measure: Manage and schedule meetings on behalf of the Director of
Human Resources, staff, as needed to ensure that all appointments are scheduled
timely, accurately and efficiently. Oversee the scheduling of conference rooms and
ensures the needed technology is available to conduct professional and effective
meetings. Create and maintain office files and historical data for future use. Achieve
other duties as assigned.

Schedules and organizes travel for the Director, Office of Human Resources. Process
travel authorizations and vouchers in accordance with Departmental guidelines and
requirements in a timely manner. Ensures the collection and filing of all required
documents meet travel regulations and guidelines. Complete the time keeping and
attendance process for the Office of Human Resources in a timely and accurate
manner. Utilizes various office automation and administrative systems to
successfully accomplish work assignments.

Performance Standards

Exceptional

See Benchmark Standards attached.

Superior

See Benchmark standards attached

Fully Successful

In addition to the benchmark standard, all assignments for scheduling appointments,
changes and cancellations are completed with no more than three instances of error in
scheduling, foreseeable changes, or cancellations during this reporting period. Office
files are adequately supported, overseen, and updated to ensure accurate and
professional record keeping with no more than three (3) instances of erroneous filings.
Travel vouchers are processed in a timely and efficient manner within two (2) days of
receipt from the staff. Travel documents are completed with no more than two (2)
errors in scheduling to meet Departmental needs and requirements. Time and
attendance are timely completed as required and verified by the due date as mandated
by payroll (Normally the Monday a week prior to payday at 10 a.m.) with no more
than three (3) errors or instances annually.

Minimally Successful

See Benchmark standards attached

Unsatisfactory

See Benchmark standards attached

Narrative Summary
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Rating for Critical Element 4:
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Part E: Critical Elements and Performance Standards: List below each of the employee’s critical elements (at least one, but
no more than 5) and their corresponding performance standards. If Benchmark Standards are used, indicate “Benchmark
Standards are attached” in the space below, and ensure they are attached to this form. Identify the GPRA/strategic/mission goal
that the critical element supports. At a minimum, measurable criteria must be identified at the Fully Successful level.

Critical Element 5:

GPRA/Strategic Goal:

Performance Measure: Participate and contribute in a positive manner in the
activities and goals of the Office of Human Resources. Support the Secretary
of the Interior's Initiatives, the DOI Strategic Plan, and the Departmental goals
as needed. Actively promote an effective and efficient interaction among the
Office of Human Resources Staff and coworkers. Attends assigned meetings,
prepares and maintains reports, agendas and responds appropriately to the
required participants.

Performance Standards

Exceptional

See Benchmark Standards attached.

Superior

See Benchmark standards attached

Fully Successful

In addition to the benchmark standard, employee shall accomplish all tasks
from customers with no more than two (2) instances of valid complaints.
Employee shall be responsive and timely to the requirements and needs of the
team in the Office of Human resources. Prepare agendas and minutes. All
agendas and minutes are distributed within two days before the meeting with
no more than three (3) instances of untimely distribution during this reporting
period.

Minimally Successful

See Benchmark standards attached

Unsatisfactory

See Benchmark standards attached

Narrative Summary

See earlier comments.
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Privacy Act Notice: Chapter 43 of Title 5, U.S.C., authorizes collection of this information. The primary use of
this information is by management and your servicing human resources office to issue and record your
performance rating. Additional disclosures of this information may be: To MSPB, Office of Special Counsel,
EEOC, the FLRA, or an arbitrator in connection with administrative proceedings; to the Department of Justice or
other Federal agency, courts, or party to litigation when the Government is a party to or has an interest in the
judicial or administrative proceeding; to a congressional office in response to an inquiry made on behalf of an
individual; to the appropriate Federal, State, or local government agency investigating potential violations of civil
or criminal law or regulation; and to Federal State, local and professional licensing boards in determining
qualifications of individuals seeking to be licensed.

Collection of your Social Security Number is authorized by Executive Order 9397. Furnishing your Social
Security Number is mandatory, failure to provide this information will prohibit data collection required by the
Office of Personnel Management.

If your agency used the information furnished on this form for purposes other than those indicated above, it may
provide you with an additional statement reflecting those purposes.
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Benchmark Employee Performance Standards

Exceptional:

Employee demonstrates particularly excellent performance that is of such high quality that organizational goals have been
achieved that would not have been otherwise. The employee demonstrates mastery of technical skills and a thorough
understanding of the mission of the organization and has a fundamental impact on the completion of program objectives.

The employee exerts a major positive influence on management practices, operating procedures and/or program
implementation, which contributes substantially to organizational growth and recognition. The employee plans for the
unexpected and uses alternate ways of reaching goals. Difficult assignments are handled intelligently and effectively. The
employee has produced an exceptional quantity of work, often ahead of established schedules and with little supervision.

The employee’s oral and written communications are exceptionally clear and effective. He/she improves cooperation
among participants in the workplace and prevents misunderstandings. Complicated or controversial subjects are
presented or explained effectively to a variety of audiences so that desired outcomes are achieved.

Superior:

Employee demonstrates unusually good performance that exceeds expectations in critical areas and exhibits a sustained
support of organizational goals. The employee shows a comprehensive understanding of the objectives of the job and the
procedures for meeting them.

Effective planning by the employee improves the quality of management practices, operating procedures, task assignments
and/or program activities. The employee develops and/or implements workable and cost-effective approaches to meeting
organizational goals.

The employee demonstrates an ability to get the job done well in more than one way while handling difficult and
unpredicted problems. The employee produces a high quantity of work, often ahead of established schedules with less
than normal supervision.

The employee writes and speaks clearly on difficult subjects to a wide range of audiences and works effectively with others
to accomplish organizational objectives.

Fully Successful:

The employee demonstrates good, sound performance that meets organizational goals. All critical activities are generally
completed in a timely manner and supervisor is kept informed of work issues, alterations and status. The employee
effectively applies technical skills and organizational knowledge to get the job done. The employee successfully carries
out regular duties while also handling any difficult special assignments. The employee plans and performs work according
to organizational priorities and schedules. The employee communicates clearly and effectively.

Minimally Successful:

The employee’s performance shows serious deficiencies that requires correction. The employee’s work frequently needs
revision or adjustments to meet a minimally successful level. All assignments are completed, but often require assistance
from supervisor and/or peers. Organizational goals and objectives are met only as a result of close supervision. On one or
more occasions, important work requires unusually close supervision to meet organizational goals or needs so much
revision that deadlines were missed or imperiled.

Employee shows a lack of awareness of policy implications or assignments; inappropriate or incomplete use of programs or
services; circumvention of established procedures, resulting in unnecessary expenditure of time or money; reluctance to
accept responsibility; disorganization in carrying out assignments; incomplete understanding of one or more important
areas of the field of work; unreliable methods for completing assignments; lack of clarity in writing and speaking; and/or
failure to promote team spirit.

Unsatisfactory:

The employee’s performance is unsatisfactory. The quality and quantity of the employee’s work are not adequate for the
position. Work products do not meet the minimum requirements expected.

The employee demonstrates little or no contribution to organizational goals; failure to meet work objectives; inattention
to organizational priorities and administrative requirements; poor work habits resulting in missed deadlines and/or
incomplete work products; strained work relationships; failure to respond to client needs; and/or lack of response to
supervisor’s corrective efforts.
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Understanding Performance Management

An Employee’s Duties — Your supervisor should provide you with a copy of the position description for your job. Your
position description is the official record of your main duties and responsibilities and is used in developing performance
appraisal criteria. Take some time to read through your position description. Ask your supervisor about anything that is
not clear to you. Your supervisor should review your position description with you at least once a year to ensure that it
accurately reflects your main duties and responsibilities. Keep a copy of your position description and refer to it from
time to time. You may want to make notes on your copy when your job changes, so that you can discuss the changes
with your supervisor.

Employee Performance Appraisal Plan (EPAP) — The Employee Performance Appraisal Plan (EPAP) is the form used by
the Department to evaluate the work performance of its employees under the 5-level appraisal system. When used
effectively, the EPAP is a valuable communication tool for both employee development and organizational
accomplishments.

Managers and supervisors are responsible for the following:
1. Complying with provisions of the U.S. Department of the Interior's Performance Appraisal Departmental
Manual and Handbook (370 DM 430).
2. Establishing performance elements and performance standards that are linked to organizational goals and
position descriptions.
3. Monitoring employee performance, communicating with employees about their performance and resolving
performance problems.
4. Approving or reviewing ratings recommended by supervisors or rating officials.

The EPAP has several important goals:
1. Clarifying how the employee’s performance requirements link to the strategic mission of their organization;
2. Increasing individual productivity by giving employees the information they need to do their jobs effectively;
3. Improving individual/organizational productivity by promoting communication between employees and
supervisors about job-related matters, so that better and more efficient methods of operation can be developed;
and,
4. Providing a process to recognize employees for good performance and their contributions to the organization.

Appraisal Period — The appraisal period begins October 1 and ends September 30 of each year, except where specific
exceptions have been granted. The minimum period on which an appraisal may be based is 90 calendar days. During the
appraisal period, your supervisor may periodically discuss your work with you and let you know how you are doing. In
addition, before the end of the appraisal period, the supervisor will conduct one formal progress review with you. This
progress review is another opportunity for you and your supervisor to discuss your progress, review your position
description, identify any training needs or improvements, or to revise your critical performance elements and performance
standards.

Performance Elements and Performance Standards — Your supervisor will explain your duties and responsibilities to
you and discuss what is expected of you in order to achieve satisfactory performance. To further define your performance
expectations, your supervisor will establish performance elements and performance standards for your job. Employee input
into this process is required.

Performance elements tell you what work assignments and responsibilities need to be accomplished during the appraisal
period. All employees must have one performance element that is linked to the strategic mission or Government
Performance Results Act goals of the organization. Between one and five performance elements can be established for a
position. These elements are all considered critical elements. They are of such importance to the position that unsatisfactory
performance in one element alone would result in a determination that the employee's overall performance is unsatisfactory.

Performance standards tell employees how well performance elements must be done by defining achievable rating levels
for: Exceptional, Superior, Fully Successful, Minimally Successful, and Unsatisfactory performance. These five rating levels
focus on results and include credible measures such as quality, quantity, timeliness, cost effectiveness, etc.

Your overall performance is evaluated by your supervisor or rating official using these performance standards. A
determination that an employee’s overall performance is unsatisfactory could result in remedial action and unsatisfactory
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performance may be the basis for removal or reduction in grade. Minimally successful performance may result in the denial
of a within-grade increase.

The Rating Process — At the end of the appraisal period, your supervisor will carefully review the performance elements
and standards for your position. Based on your actual performance, one of five rating levels may be assigned. The rating will
be presented to you during the formal performance discussion between you and your supervisor. The appraisal will be
completed with your signature and a copy provided to you. This rating is documented on the EPAP form and is considered
as your Rating of Record. Your rating of record is directly linked to your eligibility for certain types of pay increases and
awards.

Rewarding Performance — Rewarding performance means recognizing good performance and providing incentives to
employees for their work efforts and contributions to the organization. At the end of the appraisal period, your supervisor
may consider you for an award based on your performance and rating of record as follows:
e  Exceptional — Eligible for an individual cash award up to 5% of base pay; a Quality Step Increase; Time-Off
Award; or other appropriate equivalent recognition.
e  Superior — Eligible for an individual cash award up to 3% of base pay; Time-Off Award, non-monetary award, or
other appropriate equivalent recognition.
e  Fully Successful — Not eligible for any performance award, but may receive monetary, non-monetary, Time-off, or
other appropriate incentive awards for specific accomplishments throughout the year.
e  Minimally Successful and Unsatisfactory — Ineligible for any performance recognition.

How to get the most out of your Employee Performance Appraisal Plan

1. Ask for Feedback throughout the appraisal period.

How do you know if you are learning how to do your job and meeting your performance expectations? Talk to your
supervisor throughout the appraisal period. Your supervisor wants you to succeed and is available to provide guidance to
help you learn how to effectively do your job. Communicating regularly with your supervisor gives you the opportunity to
understand the job expectations. It also lets your supervisor know what type of assistance or resources you need to perform
your work, and it is a good way to get feedback.

Feedback is information that helps you know how you are progressing in learning the duties and responsibilities of your job.
Employees who seek feedback from their supervisors learn their jobs more quickly and with fewer wrong turns than
employees who shy away from feedback. Employees who seek feedback spend less time redoing work and turn in work with
fewer mistakes. As a result, they improve their work performance.

Getting and using feedback is one of the most important keys to learning your job. As you do your work, ask for feedback
from your supervisor to see if you are on track. At first you may feel uncomfortable asking for feedback. But, remember that
your supervisor wants you to succeed. As you master your job and get to know your supervisor, you will soon feel more
comfortable asking for and receiving feedback.

2. Preparation

a. Before your supervisor prepares your appraisal:
1. Prepare a list of key work accomplishments and give it to your supervisor for consideration in preparing your
rating.
2. If you have specific issues come prepared to discuss them. Give your supervisor a "heads up" so that they can
also prepare to discuss the issues.
3. Jot down any key points and questions you may have.

b. During your performance discussion:
1. Don't be shy about asking for clarification, especially about your supervisor's expectations.
2. Refer to your notes, so that you don't overlook any points that are important to you.
3. Tell your supervisor how you feel things are progressing and if you need any additional information or
materials.
4. Let your supervisor know what your short/long-term career goals are.
5. Ask for feedback.
If you still have questions about the Employee Performance Appraisal Plan, stop by and talk to your supervisor,

who will be happy to address any questions you may have.



From: Mack, Jonathan

To: Pletcher, Mary

Cc: Caroline (Carrie) Soave

Subject: Fwd: OIG Records Check

Date: Monday, October 23, 2017 10:38:17 AM
Attachments: SES. SL, ST Roster 9.30.17.xIsx

Mary and Steve,

In 2014, OPM began requiring that agencies provide their Performance Review Boards (PRBs) with information
regarding misconduct that has impacted the performance for any SES, SL or ST employee, as appropriate.

The PRB must take into account the impact of any documented misconduct on the executive’s performance, within
the parameters of the applicable performance requirements or performance standards for the underlying position
during the relevant appraisal period when making recommendations on appraisals and performance awards.

To satisfy this requirement and to provide the Executive Resources Board (ERB) with all relevant information
needed in making their final decisions on performance and recognition, we are requesting an IG records check

of all SES, SL and ST employees. If there are any *ongoing* or former (in the past 12 months) investigations
involving misconduct involving an SES, SL or ST employee, please provide us a summary of information regarding
the investigation. The ERB can decide to delay performance decisions until after an investigation is completed.

Attached is a list of all SES, SL and ST employees on the rolls as of September 30, 2017. In order to provide this
information in a timely manner to the PRBs and ERB, we need this information not later than Wednesday,

November 22nd.

If you have any questions, please let me know as soon as possible.

Thanks,
Mary
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Bureau Desc

Sub Bur

Pay Plan

Occ Series

Grade

Position Title

Type Of
Appointment

Type of Appointment2

201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 DEERINWATER DANIELJ. ES 0301 00 SENIOR ADVISOR TO THE AS-IA 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS GG STREATER EDDIE R. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 CHAVARRIA GABRIELA DEL CARMEN SL 0480 00 FISH AND WILDLIFE ADVISOR 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AD PATINO REYNALDO ST 0482 00 RESEARCH FISH BIOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AP FERRERO RICHARD C. ES 0401 00 REGIONAL DIRECTOR - NORTHWEST REGION 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 FRANKEL ARTHUR D. ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 HEIN JAMES R. ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 KEELEY JON E. ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT 1D MURPHY TIMOTHY M. ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 01 GRAY LORRIJ ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BATHRICK MARK L. ES 0340 00 DIRECTOR OFFICE OF AVIATION SERVICES 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 40 ESTENOZ SHANNON A. ES 0340 00 DIRECTOR EVERGLADES RESTORATION 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 18 CLARK HORACE G. ES 0905 00 REGIONAL SOLICITOR 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE SE AUSTIN STANLEY J. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE OREMLAND RONALD S. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE CLOERN JAMES E. ST 1301 00 RESEARCH PHYSICAL SCIENTIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE INGEBRITSEN STEVEN E. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AQ HILDRETH EDWARD W. ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 HANKS THOMAS C. ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 LOCKNER DAVID A. ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 PARSONS THOMAS E. ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS I DUTSCHKE AMY L. ES 0340 00 REGIONAL DIRECTOR-PACIFIC 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT CA PEREZ JEROME E ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 SOGGE MARK K. ES 0401 00 REGIONAL EXECUTIVE - PACIFIC REGION 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 02 MURILLO DAVID G. ES 0340 00 REGIONAL DIRECTOR MID PACIFIC REGION 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 15 JOSEPHSON CLEMENTINE ES 0905 00 REGIONAL SOLICITOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 08 SOUZA PAUL ES 0480 00 REGIONAL DIRECTOR SACRAMENTO CA 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY A0 LAFFERTY KEVIN D. ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AL 'WEYERS HOLLY S. ES 0401 00 REGIONAL DIRECTOR - SOUTHEAST 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 ENOMOTO STANTON KEONE SL 0340 00 SENIOR PROGRAM DIRECTOR 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE HARVEY RONALD W. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE NORDSTROM DARRELL K. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 22 OFC OF SURFACE MINING RECLAMATION & E 27 BERRY DAVID A ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 WIGHT TIMOTHY S. SL 2210 00 ASSOCIATE CHIEF INFORMATION OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AM BARON JILLS. ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AP FIELD EDWARD H. ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AP 'WALD DAVID J. ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 10 NATIONAL PARK SERVICE MW SHOLLY CAMERON H ES 0340 00 REGIONAL DIRECTOR MIDWEST REGION 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 SLACK JAMES J. ES 0340 00 DIRECTOR NCTC 50 CAREER (SES PERM)
201721 IN 22 OFC OF SURFACE MINING RECLAMATION & E 27 SHOPE THOMAS D. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 LAKE TIMOTHY CHARLES ES 0340 00 REGIONAL FIDUCIARY 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS AA LAPOINTE TIMOTHY L. ES 0340 00 REGIONAL DIRECTOR-GREAT PLAINS 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AH KELLY FRANCIS P. ES 1301 00 DIR (EROS) CENTER & POLICY ADVISOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AH LOVELAND THOMAS R. ST 1301 00 RESEARCH PHYSICAL SCIENTIST 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 KLINNER KENNETH OSCAR SL 2210 00 DIRECTOR PLANNING AND PERFORMANCE 10 CAREER (COMP SVC PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS SS MAYTUBBY BRUCE W. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 99 ONEILL KEITH JAMES ES 1102 00 ASSOCIATE DIRECTOR FOR ACQ SERVICES 50 CAREER (SES PERM)
201721 IN 24 OFFICE OF THE INSPECTOR GENERAL oM ANDERSON RODERICK M. ES 0301 00 ASSISTANT INSPECTOR GENERAL 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE MASON ROBERT R JR. SL 1315 00 SENIOR SCIENCE ADVISOR-SURFACE WATER 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AR PLUMLEE GEOFFREY S. SL 1301 00 ASSOC DIRECTOR ENVIRONMENTAL HEALTH 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al TISCHLER MICHAEL ALLAN SL 1301 00 SENIOR SCIENCE ADVISOR 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al DELOATCH IVAN B. SL 1301 00 FEDERAL GEOGRAPHIC DATA 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AD ORGAN JOHN FRANCIS SL 0401 00 SENIOR SCIENCE ADVISOR-COOP RESEARCH 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AQ IVERSON RICHARD M. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al KRABBENHOFT DAVID P. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 22 OFC OF SURFACE MINING RECLAMATION & E 27 CLAYBORNE ALFRED L ES 0340 00 REGIONAL DIRECTOR-MCRO 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AD MARTIN THOMAS E. ST 0486 00 RESEARCH WILDLIFE BIOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 10 NATIONAL PARK SERVICE PW RICHARDSON LIZETTE ES 0340 00 PARK MANAGER (SUPERINTENDENT) 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 03 FULP TERRANCE J ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE DETTINGER MICHAEL ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT NV RUHS JOHN F ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE MILLY PAULC.D. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 REYNOLDS THOMAS G. ES 0340 00 REGIONAL FIDUCIARY TRUST ADMIN 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS KK JAMES JAMES D. JR. ES 0340 00 DEPUTY DIRECTOR FIELD OPS 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS MM WALKER WILLIAM T. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 02 LUEDERS AMY L. ES 0480 00 REGIONAL DIRECTOR ALBUQUERQUE 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS KK LORDS DOUGLAS A. ES 0340 00 DEPUTY BUREAU DIRECTOR-TRUST SVS. 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 19 WENGER LANCE C. ES 0905 00 REGIONAL SOLICITOR-SOUTHWEST 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 ARAGON JOSE RAMON ES 0301 00 SENIOR ADVISOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 WILLIAMS MARGARET C. ES 0340 00 REG FIDUCIARY TRUST ADMINISTRATOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 WHITE JOHN ETHAN ES 0340 00 DEPUTY SPECIAL TRUSTEE FOR PROGRAM 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 CRAFF ROBERT C. ES 0340 00 REG FIDUCIARY TRUST ADMINISTRATOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 BURCH MELVIN E. ES 0340 00 REGIONAL FIDUCIARY TRUST 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 LOUDERMILK WELDON B. ES 0340 00 DEPUTY SPECIAL TRUSTEE - 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 RIGGS HELEN ES 0340 00 DEPUTY SPECIAL TRUSTEE - 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY Al TILLITT DONALD E. ST 0415 00 RESEARCH TOXICOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al USERY EDDY L. ST 1301 00 RESEARCH PHYSICAL SCIENTIST 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 DUMONTIER DEBRA L. ES 0340 00 DEPUTY SPECIAL TRUSTEE FOR BUSINESS 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE M LEHNERTZ CHRISTINE S. ES 0340 00 PARK MANAGER 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT Az SUAZO RAYMOND ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS HH BOWKER BRYAN L. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 15 KRUSE MICHAEL SL 0905 00 CHIEF JUSTICE 40 SCHED A (EXC SVC NONPERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS DD PFEIFFER TAMARAH NMN ES 1701 00 ASSOC DEPUTY DIRECTOR-NAVAJO 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AQ DEVARIS AIMEE MARIE ES 1301 00 REGIONAL DIRECTOR - ALASKA 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE AK FROST HERBERT C. ES 0340 00 REGIONAL DIRECTOR ALASKA 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 17 DARNELL JOSEPH D. ES 0905 00 REGIONAL SOLICITOR 50 CAREER (SES PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT M) KENDALL JAMES J. JR. ES 0340 00 ALASKA REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 07 SIEKANIEC GREGORY EUGENE ES 0480 00 REGIONAL DIRECTOR - ANCHORAGE 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AD MCGUIRE ANTHONY D ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 99 BEALL JAMES W ES 0340 00 ASSOCIATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo HUDSON JODY LEE ES 0340 00 ASSISTANT DIRECTOR 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS DD HAMLEY JEFFREY L. ES 1720 00 ASSOC DEP DIR - PERFORMANCE & ACCTBY 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wo MCALEAR CHRISTOPHER J ES 0340 00 ASSISTANT DIRECTOR NLCS & CP 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo NEDD MICHAEL D. ES 0340 00 AD MINS REAL & RES PRO 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo HANNA JEANETTE D. ES 0301 00 SEN ADVISOR FOR TRIBAL ENERGY DEV/ 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 ROSS JOHN W ES 0340 00 DIRECTOR OFFICE OF VALUATION 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 NASSAR JOSEPH W ES 0340 00 DIRECTOR OFFICE OF FACILITIES 50 CAREER (SES PERM)
201721 IN 26 BUREAU OF SAFETY AND ENVIRONMENTAL EI EE MORRIS DOUGLAS W. ES 0340 00 REGULATORY PROGRAMS CHIEF 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT ES MOURITSEN KAREN E. ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS KK ORTIZ HANKIE P. ES 0340 00 DEPUTY BUREAU DIRECTOR INDIAN SVS. 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 99 HOLMES TROY EDWARD ES 0340 00 PROGRAM MANAGER FOR DHS 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 98 CLEMENT JOEL P. ES 0301 00 SENIOR PROGRAM ADVISOR 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 09 MIKKELSEN ALAN WAYNE ES 0301 00 DEPUTY COMMISSIONER 55 NONCAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wo REYNOLDS MICHAELT. ES 0340 00 DEPUTY DIRECTOR OPERATIONS 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wo AUSTIN TERESA MADEYA ES 0340 00 ASSOCIATE DIRECTOR BUSINESS SERVICES 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wWo COMPTON JEFFREY S. ES 2210 00 ASSOC CHIEF INFORMATION OFFICER 50 CAREER (SES PERM)




201721 IN 10 NATIONAL PARK SERVICE wo BENGE SHAWN T. ES 0340 00 ASSOC DIR PARK PLAN FACILIT & LANDS 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 09 PALUMBO DAVID M. ES 0340 00 DEPUTY COMMISSIONER- OPERATIONS 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 09 WOLF ROBERT W ES 0340 00 DIR PROGRAM & BUDGET 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 09 PAYNE GRAYFORD F. ES 0340 00 DEPUTY COMMISSIONER PAB 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS DD STEVENS BARTHOLOMEW S. ES 0340 00 DEPUTY DIRECTOR FOR SCHOOL OPERATIONS 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS DD DEARMAN TONY L. ES 1710 00 DIRECTOR BUREAU OF INDIAN EDUCATION 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo BAIL KRISTIN MARA ES 0340 00 ASSISTANT DIRECTOR RES & PLANNING 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo WOODY WILLIAM C. ES 1811 00 DIR LAW ENFORCEMENT AND SECURITY 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo BENEDETTO KATHLEEN M F ES 0301 00 SENIOR ADVISOR 55 NONCAREER (SES PERM)
201721 IN 22 OFC OF SURFACE MINING RECLAMATION & E 27 WORONKA THEODORE ES 0340 00 ASST DIR-FOR FINANCE & ADMIN. 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 MARTINEZ CYNTHIAT ES 0480 00 AD-NATIONAL WLDLFE REFUGE MANAGER 50 CAREER (SES PERM)
201721 IN 22 OFC OF SURFACE MINING RECLAMATION & E 27 OWENS GLENDA HUDSON ES 0340 00 DEPUTY DIRECTOR - OSM 50 CAREER (SES PERM)
201721 IN 24 OFFICE OF THE INSPECTOR GENERAL IN ELLIOTT MATTHEW T ES 1811 00 ASSISTANT IG FOR INVESTIGATIONS 50 CAREER (SES PERM)
201721 IN 24 OFFICE OF THE INSPECTOR GENERAL 1G DELAPLAINE L. BRUCE ES 0905 00 GENERAL COUNSEL 50 CAREER (SES PERM)
201721 IN 24 OFFICE OF THE INSPECTOR GENERAL 1G HARDGROVE STEPHEN A. ES 0301 00 CHIEF OF STAFF 50 CAREER (SES PERM)
201721 IN 24 OFFICE OF THE INSPECTOR GENERAL 1G KENDALL MARY L. ES 0905 00 DEPUTY INSPECTOR GENERAL 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 08 SMITH MARC ALAN ES 0905 00 ASSOCIATE SOLICITOR FOR 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 07 HAWBECKER KAREN S. ES 0905 00 ASSOCIATE SOLICITOR 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 06 BROWN LAURA B. ES 0905 00 ASSOCIATE SOLICITOR 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 05 SAXE KEITH E ES 0905 00 ASSOCIATE SOLICITOR - WATER RESOURCES 50 CAREER (SES PERM)
201721 IN 24 OFFICE OF THE INSPECTOR GENERAL IE MCGOVERN KIMBERLY ELMORE ES 0511 00 ASST IG FOR AUDITS INSPEC. & EVAL. 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 THORSTENSON MARY P SL 0905 00 ADMINISTRATIVE JUDGE IBIA 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 GONZALEZ MARIA E ES 0340 00 DEPUTY ASSISTANT SECRETARY-TECHNOLOGY 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 DAVIS MARK H ES 0340 00 DIRECTOR BUSINESS SERVICES 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 RUFFIN LAWRENCE K. SL 2210 00 CHIEF INFORMATION SECURITY OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 DABOLT THOMAS O SL 0340 00 GEOSPATIAL INFORMATION OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 SANTOSA DAUD SL 2210 00 ENTERPRISE SOLUTIONS STRATEGIST 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 DOWNS BRUCE M ES 2210 00 DEPUTY CHIEF INFORMATION OFFICER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 MATRAGRANO KAREN E SL 2210 00 DIRECTOR OF SERVICE DELIVERY 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BURNS SYLVIAW. ES 2210 00 CHIEF INFORMATION OFFICER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 RICE BRYAN C ES 0340 00 DIRECTOR OFFICE OF WILDLAND FIRE 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BRANUM LISA A. ES 0089 00 DIRECTOR OFFICE OF Y MGMT 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 CRUZAN DARREN A. ES 1811 00 DIRECTOR OFFICE OF LAW ENFORCEMENT 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HUMBERT HARRY L ES 0340 00 DAS-PUBLIC SAFETY RESOURCE PROTEC. & 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 RANGE BRENT K SL 0301 00 PROGRAM MANAGER BORDER COORDINATION 10 CAREER (COMP SVC PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT mC ORR L. RENEE ES 0340 00 STRATEGIC RESOURCES CHIEF 50 CAREER (SES PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT MA ANDERSON JAMES G. ES 0340 00 PROGRAM MANAGER OFFICE OF BUDGET AND 50 CAREER (SES PERM)
201721 IN 26 BUREAU OF SAFETY AND ENVIRONMENTAL EI EA ANGELLE SCOTT A ES 0301 00 DIRECTOR BUREAU OF SAFETY & 55 NONCAREER (SES PERM)
201721 IN 22 OFC OF SURFACE MINING RECLAMATION & E 27 RIDEOUT STERLING J. JR ES 0340 00 ASST DIRECTOR-PROGRAM SUPPORT 50 CAREER (SES PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT MA CRUICKSHANK WALTER D. ES 0340 00 DEPUTY DIRECTOR 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE NC VOGEL ROBERT A. ES 0340 00 REGIONAL DIR NATL CAPITOL REGION 50 CAREER (SES PERM)
201721 IN 26 BUREAU OF SAFETY AND ENVIRONMENTAL EI EC MABRY SCOTT L. ES 0340 00 ASSOC DIR FOR ADMINISTRATION 50 CAREER (SES PERM)
201721 IN 26 BUREAU OF SAFETY AND ENVIRONMENTAL EI EA SCHNEIDER MARGARET N. ES 0340 00 DEPUTY DIRECTOR 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wo NGUYEN NHIEN TONY ES 0340 00 ASSOC DIR. WORKFORCE MANAGEMENT 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wo MCDOWALL LENA E ES 0340 00 CHIEF FINANCIAL OFFICER 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wo BOWRON JESSICA L. ES 0501 00 COMPTROLLER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 PIERRE-LOUIS ALESIA J. ES 0340 00 CHIEF LEARNING OFFICER/DIR.OSEOD 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 FREIHAGE JASON E. ES 0560 00 CHIEF DIV OF BUDGET & PROG REVIEW 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 WAYSON THOMAS C. ES 0560 00 CHIEF BUDGET ADMINISTRATION AND 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 FLANAGAN DENISE A. ES 0560 00 DIRECTOR OFFICE OF BUDGET 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 MOSS ADRIANNE L. ES 0560 00 DEPUTY DIRECTOR OFFICE OF BUDGET 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 FERRITER OLIVIA B. ES 0501 00 DEP ASST SECY-BUDGT FIN PERF&AC 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 GLOMB STEPHEN J. ES 0340 00 DIRECTOR OFFICE OF RESTORATION AND 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 VELASCO JANINE M. ES 0341 00 ASSISTANT DIRECTOR - BUS MGMT & OPER 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 HOSKINS DAVID WILLIAM ES 0480 00 AD-FISHERIES & HABITAT CONSERVATION 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 04 ROMANIK PEG A. ES 0905 00 ASSOC SOLICTOR-PARKS & WILDLIFE 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 03 TUCKER KAPRICE LYNCH ES 0905 00 ASSOC SOL FOR GEN LAW 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 03 RICHARDSON KAREN K SL 0905 00 DIRECTOR EMP & LABOR LAW 30 SCHED A (EXC SVC PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 02 SHEPARD ERICN. ES 0905 00 ASSOCIATE SOLICITOR - INDIAN AFFAIRS 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 01 DALTON KENNETH A. SL 0905 00 DIR INDIAN TRUST LITIGATION OFFICE 30 SCHED A (EXC SVC PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 01 KEABLE EDWARD T. ES 0905 00 DEPUTY SOLICITOR 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 01 GOEKEN RICHARD WILLIAM ES 0905 00 DEPUTY SOLICITOR FOR PARKS & WILDLIFE 55 NONCAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 01 HAUGRUD KEVIN JACK ES 0905 00 DEPUTY SOLICITOR 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 01 JORJANI DANIEL H ES 0905 00 PRINCIPAL DEPUTY SOLICITOR 55 NONCAREER (SES PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT MG BROWN WILLIAM Y ES 0340 00 CHIEF ENVIRONMENTAL OFFICER 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 FRAZER GARY D. ES 0480 00 ASST DIRECTOR - ENDANGERED SPECIES 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 TUGGLE BENJAMIN N. ES 0480 00 ASST DIR SCIENCE APPLICATION 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 SHEEHAN GREGORY JOHN ES 0301 00 PRINCIPAL DEPUTY DIRECTOR USFWS 55 NONCAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 KURTH JAMES W. ES 0480 00 DEPUTY DIRECTOR (OPERATIONS) 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 CRIBLEY BUD C ES 0301 00 SENIOR ADVISOR - ENERGY POLICY 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 WAINMAN BARBARA W. ES 0340 00 ASSISTANT DIRECTOR - EXTERNAL AFFAIRS 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 RAUCH PAULA. ES 0340 00 AD-WLDLFE & SPORT FISH RESTOR PROGRAM 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wWo C RICHARD ES 0340 00 ASSOCIATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE wWo SAUVAJOT RAYMOND MARC ES 0401 00 AD NATURAL RESOURCE STEWARD & SCIENCE 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 GOKLANY INDUR M. ES 0301 00 SENIOR ADVISOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BUCKNER SHAWN M ES 0340 00 DEPUTY DIRECTOR-OFFICE OF 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BURDEN JOHN W. ES 0340 00 CHIEF DIVERSITY OFFICER/DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 LIMON RAYMOND A ES 0201 00 DEPUTY CHIEF HUMAN CAP. OFFICER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BECK RICHARD T. ES 0340 00 DIRECTOR OFFICE OF PLANNING & 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 OLSEN MEGAN C. ES 1102 00 DIRECTOR OFFICE OF ACQUISITION 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 SIMS DAVID M. SL 0301 00 DEBARMENT & SUSPENSION MANAGER 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BAGLEY TAMMY L. ES 0340 00 ASSOCIATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HUNTER TERESA R ES 0505 00 DEPUTY DIRECTOR OFFICE OF FINANCIAL 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 GLENN DOUGLAS A ES 0505 00 DIRECTOR OFFICE OF FINANCIAL MNGT & 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 NOBLE MICHAELA E ES 0340 00 DIRECTOR OFFICE OF ENVIRONMENTAL 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 ARROYO BRYAN ES 0340 00 DEPUTY DIRECTOR OFFICE OF 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HOLLEY AMY LIN SL 0301 00 SR ADVISOR TO THE ASST SEC 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 CAMERON SCOTTJ ES 0301 00 PRINCIPAL DEPUTY ASSISTANT SECRETARY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 PLETCHER MARY F. ES 0340 00 DAS HUMAN CAPITAL AND DIVERSITY 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 BURCKMAN JAMES N. ES 0301 00 DIRECTOR OF HUMAN CAPITAL MGMT 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 BEARPAW GEORGE WATIE ES 0560 00 BUDGET OFFICER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 SCHOCK JAMES H. ES 0501 00 CHIEF FINANCIAL OFFICER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 HART PAULA L. ES 0301 00 DIR OFF OF INDIAN GAMING MGT 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 FREEMAN SHAREE M. ES 0340 00 DIRECTOR OFC OF SELF-GOV 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 TAHSUDA JOHN NMN i1l ES 0301 00 PRINCIPAL DEPUTY ASSISTANT 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 CLARKSON GAVIN S ES 0301 00 DEPUTY ASSISTANT SECRETARY - 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 99 WILLIAMS LC ES 0340 00 ASSOCIATE DIRECTOR HRD 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 98 MEHLHOFF JOHN J. ES 0340 00 PROGRAM DIRECTOR (CEVA) 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE MCCABE GREGORY J. JR ST 1301 00 RESEARCH PHYSICAL SCIENTIST 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 98 DAVIS KIMBRA G ES 0340 00 PRGM DIR FOR FIN & PRODUCTION MGMT 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT ocC CANTOR HOWARD M ES 0340 00 DIRECTOR NATIONAL OPERATIONS CENTER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 99 EDSALL DONNA LYNN ES 0505 00 ASSOCIATE DIRECTOR FMD 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 98 TYLER PAUL GRAHAM ES 0340 00 PRGM DIR FOR AUDIT & COMPLIANCE MGMT 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 98 STEWARD JAMES D. ES 0340 00 DEP DIR OFC OF NATURAL RESOURCES REV 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 98 GOULD GREGORY J. ES 0340 00 DIR OFC OF NATURAL RESOURCES REVENUE 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AM GOLDHABER MARTIN B. ST 1320 00 RESEARCH CHEMIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AM COLLETT TIMOTHY S. ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AM MUHS DANIEL R. ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 07 BUREAU OF RECLAMATION 08 BECKER BRIAN D SL 0801 00 SENIOR ADVISOR - DESIGN ESTIMATING & 10 CAREER (COMP SVC PERM)




201721 IN 07 BUREAU OF RECLAMATION 08 MULLER BRUCE CJR ES 0340 00 DIR SECURITY SAFETY&LAW ENFORCEMENT 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 09 RAFF DAVID A SL 1301 00 SCIENCE ADVISOR 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AM ETHRIDGE MAX M. ES 1301 00 REGIONAL DIRECTOR - SOUTHWEST REGION 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 08 LUEBKE THOMAS A ES 0340 00 DIRECTOR TECHNICAL SERVICE CENTER 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 08 SPIKER MAX E. SL 0301 00 SENIOR ADVISOR-HYDROPOWER/ELECTRIC 10 CAREER (COMP SVC PERM)
201721 IN 07 BUREAU OF RECLAMATION 08 WELCH RUTH L. ES 0340 00 DIRECTOR POLICY AND ADMINISTRATION 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 12 MCKEOWN MATTHEW J. ES 0905 00 REGIONAL SOLICITOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HAVELY ANDREW W. SL 2210 00 CHIEF TECHNOLOGY OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HARTLEY DEBORAH J. SL 2210 00 SENIOR ASSOCIATE CHIEF INFORMATION 10 CAREER (COMP SVC PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 06 WALSH NOREEN E. ES 0480 00 REGIONAL DIRECTOR - DENVER CO. 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE M MASICA SUEE. ES 0340 00 REGIONAL DIRECTOR INTERMTN. REGION 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 08 CORDOVA-HARRISON ELIZABETH ES 0340 00 DIR MISSION SUPPORT ORGANIZATION 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE MYERS DONNA N. SL 1315 00 SENIOR SCIENCE ADVISOR-WATER QUALITY 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AC GONZALES-SCHREINER ROSEANN C. ES 0340 00 ASSOCIATE DIRECTOR FOR ADMINISTRATION 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 08 SMILEY KARLA J. ES 2210 00 ASSOCIATE CHIEF INFORMATION OFFICER 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE DS TODD RAYMOND K. ES 0340 00 DIRECTOR DENVER SERVICE CENTER 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wWo NIELSEN MARK A SL 2210 00 ASSOCIATE CHIEF INFORMATION OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 QUINLAN MARTIN J. ES 0340 00 DIRECTOR BUSINESS INTEGRATION 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS DD DAVIS ROSE MARIE ES 1701 00 ADD-TRIBALLY CONTROLLED SCHOOLS 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 03 MELIUS THOMAS O ES 0480 00 REGIONAL DIRECTOR - TWIN CITIES 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY Al MECH L. DAVID ST 0486 00 RESEARCH WILDLIFE BIOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AL GRACE JAMES B. ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 10 NATIONAL PARK SERVICE M VELA RAYMOND DAVID ES 0025 00 PARK MANAGER (SUPERINTENDENT) 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE M 'WENK DANIEL N. ES 0025 00 PARK MANAGER (SUPERINTENDENT) 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AM BELNAP JAYNE ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 10 NATIONAL PARK SERVICE SE RAMOS PEDRO M ES 0025 00 PARK MANAGER (SUPERINTENDENT) 50 CAREER (SES PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT ut ROBERSON EDWIN L ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 04 RHEES BRENT B. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 11 STEIGER JOHN W. ES 0905 00 REGIONAL SOLICITOR-INTERMOUNTAIN 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 FORD JEROME E. ES 0480 00 FISH & WILDLIFE ADMINISTRATOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 SHEEHAN DENISE E. ES 0341 00 ASST-DIR BUDGET PLNG & HR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 TAYLOR KENNETH S. SL 2210 00 SENIOR ADVISOR FOR INFORMATION TECHN 10 CAREER (COMP SVC PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT wy RUGWELL MARY J. ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AP HAIG SUSAN M. ST 0486 00 RESEARCH WILDLIFE BIOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 05 BUREAU OF LAND MANAGEMENT OR CONNELL JAMIE E. ES 0340 00 STATE DIRECTOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 01 THORSON ROBYN ES 0480 00 REGIONAL DIRECTOR-PORTLAND 50 CAREER (SES PERM)
201721 IN 21 OFFICE OF THE SOLICITOR 14 PETERSON PENNY LYNN ES 0905 00 REGIONAL SOLICITOR 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS PR SPEAKS STANLEY M. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HALL WILLIAM E SL 0301 00 SENIOR ADVISOR FOR COLLABORATIVE 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 JONES EILEEN GAY SL 0905 00 CHIEF ADMINISTRATIVE JUDGE IBLA 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 40 FOSTER MAUREEN D. SL 0301 00 CHIEF OF STAFF 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 40 SKIPWITH AURELIA NMN ES 0301 00 DEPUTY ASSISTANT SECRETARY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 40 HAMMOND CASEY B ES 0301 00 DEPUTY ASSISTANT SECRETARY- 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 40 BLANCHARD MARY JOSIE ES 0340 00 DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 30 RAE KAREN L. SL 0301 00 SENIOR ADVISOR TO THE ASSISTANT 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 30 EWELL AUSTIN B Il ES 0301 00 DEPUTY ASSISTANT SECRETARY-WATER 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 30 TRAVNICEK ANDREA J ES 0301 00 DEPUTY ASSISTANT SECRETARY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 20 MACGREGOR KATHARINE S ES 0301 00 DEPUTY ASSISTANT SECRETARY- 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 20 CARDINALE RICHARD T. ES 0301 00 SENIOR POLICY PROGRAM MANAGER 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 15 PULA NIKOLAO IULI ES 0301 00 DIRECTOR OFFICE OF INSULAR AFFAIRS 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 RIGAS LAURA CK ES 0301 00 DIR OFC OF COMMUNICATIONS 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 SALOTTI CHRISTOPHER P. ES 0905 00 LEGISLATIVE COUNSEL 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 LILLIE JULIETTE ANNE FALKNER ES 0301 00 DIRECTOR OFFICE OF THE EXECUTIVE 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 CASON JAMES E ES 0301 00 ASSOCIATE DEPUTY SECRETARY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 MCCLANAHAN JOHN H. SL 0301 00 DIRECTOR LAND BUY-BACK PROGRAM 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 HOMMEL SCOTT C ES 0301 00 CHIEF OF STAFF 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 MIHALIC DAVID A ES 0301 00 SENIOR ADVISOR TO THE SECRETARY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 DEVITO VINCENT NMN ES 0301 00 COUNSELOR FOR ENERGY POLICY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 MAGALLANES DOWNEY P ES 0301 00 SENIOR ADVISOR AND COUNSELOR 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 10 WILLENS TODD D ES 0301 00 ASSISTANT DEPUTY SECRETARY 55 NONCAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 MONTEL JOHN H. SL 2210 00 ASSOCIATE CHIEF INFORMATION OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 70 GIDNER JEROLD L. ES 0340 00 PRINCIPAL DEPUTY SPECIAL TRUSTEE 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AL DEANGELIS DONALD L ST 0408 00 RESEARCH ECOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 10 NATIONAL PARK SERVICE NE VIETZKE GAY E. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AD ANNE E. ES 0401 00 ASSOCIATE DIRECTOR FOR ECOSYSTEMS 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AG HITZMAN MURRAY WALTER ES 1350 00 ASSOC DIRECTOR FOR ENERGY & MINERALS 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE BOHLKE JOHN KARLF. P. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE SANFORD WARD E. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE SHAPIRO ALLEN M. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE BETANCOURT JULIO L. ST 1315 00 RESEARCH HYDROLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE COPLEN TYLERB. Il ST 1320 00 RESEARCH CHEMIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AE CLINE DONALD WALTER ES 1301 00 ASSOCIATE DIRECTOR FOR WATER 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AA HILDEBRANDT BETSY J. ES 0340 00 ASSOCIATE DIRECTOR FOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AA NOWAKOWSKI JUDY JENNIFER ES 0301 00 SENIOR ADVISOR TO THE DIRECTOR 60 LIMITED TERM (SES NONPERNM
201721 IN 08 GEOLOGICAL SURVEY AA WERKHEISER WILLIAM H. ES 1301 00 DEPUTY DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY Al GALLAGHER KEVIN T ES 0340 00 ASSOCIATE DIRECTOR FOR CORE SCI SYS 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AK CRONIN THOMAS M. ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AK TUPPER MICHAEL H. ES 0340 00 REGIONAL DIRECTOR-NORTHEAST 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AF LEITH WILLIAM S. SL 1301 00 SENIOR SCIENCE ADVISOR - EARTHQUAKES 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AF APPLEGATE JAMES D. R. ES 1301 00 ASSOCIATE DIR FOR NATURAL HAZARDS 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AE CUNNINGHAM WILLIAM L. SL 1315 00 SENIOR SCIENCE ADVISOR - GROUNDWATER 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AA QUINN TIMOTHY S. SL 2210 00 ASSOCIATE CHIEF INFORMATION OFFICER 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al HOUSEKNECHT DAVID W. ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al SEAL ROBERTR. II ST 1350 00 RESEARCH GEOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AA LABSON VICTORF. SL 1301 00 SENIOR SCIENCE ADVISOR FOR 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AA ROBINSON CRAIG R SL 1301 00 DIRECTOR OsQl 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AA LODGE CYNTHIA LOUISE ES 0501 00 ASSOCIATE DIRECTOR FOR BUDGET 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 AUSTIN JOSEPH J. SL 2210 00 ASSOC CHIEF INFORMATION OFFICER-IA 10 CAREER (COMP SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 50 LAROCHE DARRELL WILLIAM ES 0340 00 DIR FACILITIES SAFETY & PROP MGMT 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS NN PINTO SHARON ANN ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 99 SINGER MICHELE F. ES 0340 00 DIRECTOR INTERIOR BUSINESS CENTER 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE NE LAIRD JOSHUA RADBILL ES 0301 00 EXECUTIVE DIRECTOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AK SAUER JOHN R. ST 0486 00 RESEARCH WILDLIFE BIOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AK ROYLE JEFFREY A ST 1530 00 RESEARCH STATISTICIAN (BIOLOGY) 10 CAREER (COMP SVC PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 05 WEBER WENDI ES 0480 00 FISH & WILDLIFE ADMINISTRATOR 50 CAREER (SES PERM)
201721 IN 08 GEOLOGICAL SURVEY AK MCCORMICK STEPHEN D. ST 0413 00 RESEARCH PHYSIOLOGIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY AK TEN BRINK URI ST 1313 00 RESEARCH GEOPHYSICIST 10 CAREER (COMP SVC PERM)
201721 IN 08 GEOLOGICAL SURVEY Al CARL LEON M. ES 0401 00 REGIONAL DIRECTOR - MIDWEST 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE SE CASH CASSIUS M ES 0025 00 PARK MANAGER (SUPERINTENDENT) 50 CAREER (SES PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT MG CLUCK RODNEY E. SL 0301 00 CHIEF DIVISION OF ENIV. SCIENCES 10 CAREER (COMP SVC PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS KK BLACK MICHAELS. ES 0301 00 SENIOR ADVISOR TO THE DIRECTOR-BIA 50 CAREER (SES PERM)
201721 IN 06 BUREAU OF INDIAN AFFAIRS cc LA COUNTE DARRYLD. Il ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 07 BUREAU OF RECLAMATION 06 RYAN MICHAELJ. ES 0340 00 REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 15 FISH AND WILDLIFE SERVICE 09 GUERTIN STEPHEN D. ES 0480 00 DEPUTY DIRECTOR (PROG. MGMT. & PLCY) 50 CAREER (SES PERM)
201721 IN 10 NATIONAL PARK SERVICE PW JOSS LAURA ES 0340 00 REGIONAL DIRECTOR PACIFIC WEST REG 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 RIECHEL SILVIA MARIA SL 0905 00 ADMINISTRATIVE JUDGE IBLA 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 KALAVRITINOS CHRISTINA S SL 0905 00 ADMINISTRATIVE JUDGE - IBLA 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 JACKSON JAMES K. SL 0905 00 ADMINISTRATIVE JUDGE 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 SOSIN AMY B. SL 0905 00 ADMINISTRATIVE JUDGE - IBLA| 30 SCHED A (EXC SVC PERM)




201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 ROBERTS JAMES F. SL 0905 00 DEPUTY CHIEF ADMINISTRATIVE JUDGE 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 HALL ROBERT E. SL 0905 00 ADMINISTRATIVE JUDGE 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 BLASER THOMAS A. SL 0905 00 CHIEF ADMINISTRATIVE JUDGE IBIA 30 SCHED A (EXC SVC PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 SIMMONS SHAYLA F. ES 0905 00 DIRECTOR OFFICE OF HEARINGS 50 CAREER (SES PERM)
201721 IN 01 OFFICE OF THE SECRETARY OF THE INTERIOR 60 LIN JANET H. SL 0905 00 DEPUTY DIRECTOR 30 SCHED A (EXC SVC PERM)
201721 IN 26 BUREAU OF SAFETY AND ENVIRONMENTAL EI EN HERBST LARS T. ES 0340 00 GULF OF MEXICO REGIONAL DIRECTOR 50 CAREER (SES PERM)
201721 IN 27 BUREAU OF OCEAN ENERGY MANAGEMENT ML CELATA MICHAEL A. ES 0340 00 GULF OF MEXICO REGIONAL DIRECTOR 50 CAREER (SES PERM)




From: Mack, Jonathan

To: Pletcher, Mary

Cc: Caroline (Carrie) Soave

Subject: Fwd: IG Records Check - SES/SL/ST Performance
Date: Friday, October 20, 2017 4:25:33 PM
Attachments: No derogatory information 12-15-16.pdf

Identified information 12-15-16.pdf

Mary, reminder to send this again for this year.

Thanks!

---------- Forwarded message ----------

From: Pletcher, Mary <mary pletcher@ios.doi.gov>
Date: Wed, Dec 21, 2016 at 12:18 PM

Subject: Fwd: IG Records Check - SES/SL/ST Performance

To: Jonathan Mack <jonathan mack@ios.doi.gov>, Michelle Oxyer
<michelle oxyer@ios.doi.gov>, "Caroline (Carrie) Soave" <caroline soave@ios.doi.gov>

See below from the OIG for the results of the record check.

Thanks,

Date: Thu, Dec 15, 2016 at 9:32 AM
Subject: Re: IG Records Check - SES/SL/ST Performance
To: "Pletcher, Mary" <marv pletcher@ios.doi.gov>

doioig.gov>

Deputy Assistant Secretary Pletcher,

Please find the Department of Interior (DOI) Office of Inspector General (OIG) response to

your November 30, 2016, request to provide an OIG Office of Investigations records check on names

of current and former DOI employees in the Senior Executive Service (SES), Senior Level (SL) and Scientific or Professional
(ST) positions. Specifically, we checked our records to determine "if there are any ongoing or former (in the past 12 months)
investigations involving misconduct related to SES, SL, or ST employees." Attached you will find two memorandums, the
first containing a list of all the employees that did not meet the specified criteria, regarding investigations involving
misconduct in the past 12 months. The second memorandum contains note worthy complaint referrals or investigations for
your review.

If you have questions or concerns, please do not hesitate to contact me at your earliest convenience.

Thank you, I appreciate your continued time, attention and support of the Office of Inspector General!

Spcc1a| Agent in Charge



Intake Management Unit
Investigative Support Division
381 Elden Street

Herndon, VA 20170

O:

C:

Begin forwarded message:

From: "Pletcher, Mary" <mary pletcher@ios.doi.gov>
Date: November 30, 2016 at 12:02:28 PM EST

doiia o, NN
0101 ov>

Cc: Jonathan Mack <jonathan mack@ios.doi.gov>, Michelle Oxyer
<michelle oxyer(@ios.doi.gov>

Subject: IG Records Check - SES/SL/ST Performance

_,

In 2014, OPM began requiring that agencies provide their Performance Review Boards (PRBs) with
information regarding misconduct that has impacted the performance for any SES, SL or ST employee, as
appropriate. The PRB must take into account the impact of any documented misconduct on the executive’s
performance, within the parameters of the applicable performance requirements or performance standards
for the underlying position during the relevant appraisal period when making recommendations on
appraisals and performance awards.

To satisfy this requirement and to provide the Executive Resources Board (ERB) with all relevant
information needed in making their final decisions on performance and recognition, we are requesting

an IG records check of all SES, SL and ST employees. If there are any ongoing or former (in the past 12
months) investigations involving misconduct involving an SES, SL or ST employee, please provide us a
summary of information regarding the investigation. The ERB can decide to delay performance decisions
until after an investigation is completed.

Attached is a list of all SES, SL and ST employees on the rolls as of September 30, 2016. In order to
provide this information in a timely manner to the PRBs and ERB, we need this information not later than
Wednesday, December 15th.

If you have any questions, please let me know as soon as possible.

Thanks,

Mary Pletcher
Department of the Interior

: ant Secretary for Human Capital and Diversity
sapital Officer




Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505
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Memorandum

OFFICE OF
INSPECTOR GENERAL

U.S.DEPARTMENT OF THE INTERIOR

To: Elizabeth Klein

Principal Deputy Assistant Secretary

Policy Management and Budget

From: Edward J. Baugh, Special Agent in Charge {Z/ ﬂ@i

Investigative Support Division — Intake Management Unit

Subject:

Records Review of SES, SL and ST employees

DEC 15 2915

In response to your November 30, 2016, request, we have queried the names of Senior
Executive Service (SES), Senior Level (SL), and Scientific and Professional (ST) employees
through our Case Management System between October 1, 2015 and December 7, 2016. As a
result of our search, we determined that we have no derogatory information to report on the
following SES, SL and ST employees:

Michele J. Altemus
Allyson K. Anderson
Jonathan M. Andrew
James D. R. Applegate
Jose Ramon Aragon
Brian F. Atwater
Stanley J. Austin
Muhammad H. Awni
Kristin Mara Bail
Jerad D. Bales

Ervin J Barchenger
Jill S. Baron

John A. Barron

Mark L. Bathrick
James W Beall
Michael J. Bean
George Watie Bearpaw
Tommy P. Beaudreau
Richard T. Beck
Brian D Becker
Alletta D. Belin
Jayne Belnap
Michael J. Berrigan

Robert Geoffrey Dreher
Ronald L Dunton
Amy L. Dutschke
Donna Lynn Edsall
Steven A Ellis
William L. Ellsworth
Shannon A. Estenoz
Max M. Ethridge
Lorraine V. Faeth
Michael D Farber
Richard C. Ferrero
Olivia B. Ferriter
Denise A. Flanagan
Jerome E. Ford
Vicki L. Forrest
Arthur D. Frankel
Gary D. Frazer
Sharee M. Freeman
Jason E. Freihage
Herbert C. Frost
Kevin T Gallagher
Jerold L. Gidner
Jennifer L. Gimbel

Kevin D. Lafferty
Joshua Radbill Laird
Linda L Lance
Timothy L. LaPointe
Darrell William Laroche
Lorri J Lee

Christine S. Lehnertz
Amanda C Leiter
William S. Leith
Juliette Anne Fal Lillie
Raymond A Limon
Janet H. Lin

Steven K. Linscheid
Cynthia Louise Lodge
Melinda J. Loftin
Renne R. Lohoefener
Douglas A. Lords
Weldon B. Loudermilk
Thomas R. Loveland
Thomas A Luebke
Amy L. Lueders
James R Lyons

Scott L. Mabry

Office of Investigations | Herndon, VA

Lizette Richardson
Karen K Richardson
Sterling J. Jr Rideout
Silvia Maria Riechel
Helen Riggs

Edwin L Roberson
Lawrence Scott Roberts
James F. Roberts
Peg A. Romanik
Diane K. Rosen
Barry N. Roth
Lawrence K. Ruffin
Mary J. Rugwell
John F Ruhs

Michael J. Ryan
Denise E Ryan

Brian M Salerno
Christopher P. Salotti
Ward E. Sanford
Daud Santosa
Kristen Sarri

John R. Sauer

Raymond Marc Sauvajot



David A. Berry

Julio L. Betancourt
Bret Creech Birdsong
Michael S. Black
John Watson Blair
Richard J. Blakely
Mary Josie Blanchard
Thomas A. Blaser
John Karl F. P. Bohlke
Edward A. Boling
David M. Boore
Bryan L. Bowker

Lisa A. Branum

Uri Ten Brink

Laura B. Brown
William Y Brown
Mark F Brzezinski
Shawn M Buckner
Nicole Nmn Buffa
Melvin E. Burch
James N. Burckman
Virginia Burkett
Sylvia W. Burns
Richard T. Cardinale
Leon M. Carl

Carole Carter-Pfisterer
Cassius M Cash
Michael A. Celata
Gabriela Del C Chavarria
Bernard A. Chouet
Teresa R Christopher
Horace G. Clark

Joel P. Clement
Donald Walter Cline
James E. Cloern
Rodney E. Cluck
Brandi Adele Colander
Timothy S. Collett
Jeffrey S. Compton
Jamie E. Connell
Tyler B. 1i Coplen
Elizabe Cordova-Harrison
Darryl D. Ii La Counte

Douglas A. Glenn
Stephen J. Glomb
Indur M. Goklany
Richard J. Goldfarb
Martin B. Goldhaber
Rosea Gonzales-Schreiner
Maria E Gonzalez
Gregory J. Gould
Rowan W. Gould
James B. Grace
Angela V. Graziano
Sarah D. Greenberger
Stephen D. Guertin
Susan M. Haig
Robert E. Hall
Jeffrey L. Hamley
Thomas C. Hanks
Jeanette D. Hanna
Sarah E Harris

Paula L. Hart
Deborah J. Hartley
Ronald W. Harvey
Geoffrey L. Haskett
Kevin Jack Haugrud
Andrew W. Havely
Karen S. Hawbecker
James R. Hein

Betsy J. Hildebrandt

‘Edward W. Hildreth

Murray Walter Hitzman
Amy Lin Holley

Troy Edward Holmes
Abigail Ross Hopper
David William Hoskins
David W. Houseknecht
Harry L Humbert
Teresa R Hunter

Karen H Hyun

Steven E. Ingebritsen
Christopher G. Ingersoll
Thomas M Iseman
Richard M. Iverson
James K. Jackson

Thomas E. Martin
Cynthia T Martinez
Sue E. Masica
Robert R Jr. Mason
Bruce W. Maytubby
Gregory J. Jr Mccabe
Kerry L. Mccalman
John H. Mcclanahan
Lena E Mcdowall
Anthony D Mcguire
Matthew J. Mckeown
L. David Mech

John J. Mehlhoff
Thomas O Melius
Benjamin E Milakofsky
Paul C. D. Milly
Jennifer Romero Monaco
Douglas W. Morris
Adrianne L. Moss
Karen E. Mouritsen
Daniel R. Muhs
David G. Murillo
Timothy M. Murphy
Paul A. Mussenden
Donna N. Myers
Joseph W Nassar
Michael D. Nedd
Sarah C Neimeyer
Michaela E Noble
Darrell K. Nordstrom
Richard Obernesser
Margaret G. O'Dell
Megan C. Olsen
Keith James Oneill
Ronald S. Oremland
John Francis Organ
L. Renee Orr

Hankie P. Ortiz
Glenda Hudson Owens
Juan M Palma

David M. Palumbo
Thomas E. Parsons
Grayford F. Payne

Keith E Saxe

Margaret N. Schneider
James H. Schock

Carl B. Schreck

Allen M. Shapiro
Denise E. Sheehan
Eric N. Shepard
Cameron H Sholly
Thomas D. Shope
Gregory Eugene Siekaniec
Shayla F. Simmons
David M. Sims
Michele F. Singer
James J. Slack

Karla J. Smiley

Marc Alan Smith
Michael R. Smith
Mark K. Sogge

Amy B. Sosin

Paul Souza

Stanley M. Speaks
John W. Steiger
James D. Steward
Eddie R. Streater
Kenneth S. Taylor
Alexandra Elizabet Teitz
Wayne R. Thatcher
Dionne E Thompson
Alan D. Thombill
Robyn Thorson
Donald E. Tillitt
Michael Allan Tischler
Raymond K. Todd
Mariacamille Cali Touton
Deborah Gibbs Tschudy
Michael H. Tupper
Paul Graham Tyler
Raymond David Vela
Janine M. Velasco
Gay E. Vietzke

Robert A. Vogel
Barbara W. Wainman
David J. Wald



Robert C. Craff

Bud C Cribley
Thomas M. Cronin
Walter D. Cruickshank
Darren A. Cruzan
Jody Allen Cummings
William L. Cunningham
Thomas O Dabolt
Kenneth A. Dalton
Joseph D. Darnell
Mark H Davis

Kimbra G Davis

Rose Marie Davis
Donald L Deangelis
Tony L. Dearman

Ivan B. Deloatch
Michael Dettinger
Aimee Marie Devaris

James C. Douglas

Ann Marie Bledsoe Downes

Bruce M Downs

James D. Jr. James
Jerry J. Johnston
Eileen Gay Jones
Clementine Josephson
Laura Joss

William B Jupp
Christina S Kalavritinos
Edward T. Keable

Jon E. Keeley
Katherine P Kelly
Francis P. Kelly
James J. Jr. Kendall
Anne E. Kinsinger
Elizabeth A. Klein
Victor W. Knox
David P. Krabbenhoft
Ramsey Laursoo Kropf
Michael Kruse

Kelly A Krye

James W. Kurth
Victor F. Labson

Penny Lynn Peterson
Tamarah Nmn Pfeiffer
Justin Robert Pidot
Alesia J. Pierre-Louis
Lowell D. Pimley
Sharon Ann Pinto
Mary Pletcher
Geoffrey S. Plumlee
Venus Mcghee Prince
Nikolao luli Pula
Martin J. Quinlan
Timothy S. Quinn
Robert J Quint

Karen L. Rae

David A Raff

Pedro M Ramos

Paul A. Rauch
Michael T. Reynolds
Thomas G. Reynolds
Brent B. Rhees
Bryan C. Rice

William T. Walker
Noreen E. Walsh
Joseph M Jr Ward
Elizabeth R Washburn
Julia L. Washburn
Thomas C. Wayson
Wendi Weber

Ruth L. Welch

Lance C. Wenger
William H. Werkheiser
John Ethan White
Margaret C. Williams
Lc Williams

James R. Winton
Robert W Wolf
William C. Woody
Theodore Woronka
Donald Yoon Yu

This information is being released to you solely for the purpose stated in your
correspondence. You should make no further release of the information contained within this
document. Members of your staff required to review the information should be informed of the
confidentiality of the records. Care should be taken in the storage of these records. We ask that
you seek prior written approval from our office prior to release of the information for any other

purpose.

If you need additional information, please contact me at (703) 487-5007 or email:

edward baugh(@doioig.gov.
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Memorandum
To: Elizabeth Klein

Principal Deputy Assistant Secretary

Policy Management and Budget

Y e 70

From: Edward J. Baugh, Special Agent in Charge = 7% ¢~ e,

Subject:

Investigative Support Division —

Intake Management Unit

Records Review of SES, SL or ST Employees

In response to your November 30, 2016, request, we have queried the names of Senior
Executive Service (SES), Senior Level (SL), and Scientific and Professional (ST) employees,
provided by your office, through our Case Management System. As a result of our search we
identified 28 employees who were subjects of OIG investigations or OIG referrals between
October 1, 2015 and December 7, 2016, see the following list and summaries:

Official Case Number(s) | Case Title
Blake J. Androff OI-PI-15-0047-1 OS Travel Violations
Bryan Arroyo Ol-P1-16-0114-1 Alleged Improper Award of FWS Grant to Partner Impact

Hannibal Bolton

OI-P1-16-0435-1

Potential Mismanagement by FWS Assistant Director

Philip Lee Brinkley

OI-HQ-16-0016-R

Alleged Recusal Violation, BIA

John W. Burden

OI-PI-16-0029-1

Retaliation by Director, OCR, For Whistleblower Complaint

Michael A. Caldwell

OI-PI-16-0300-I

Allegation of Travel Fraud by NPS Northeast Regional Director

Daniel J. Deerinwater

OI-PI-15-0369-1

Reprisal — Southern Plains Region - BIA

Cynthia Dohner

OI-PI-16-0251-1
OI-P1-14-0624-1
OI-PI-14-0525-1

Allegations of Impropriety and Harassment at FWS Southeast
Hoff, Michael
Dohner, Cindy Et Al

Debra Dumontier

OI-HQ-16-0275-R

Alleged Violation of Federal Travel Regulations by OST Senior
Managers

Terrance J. Fulp

OI-PI-17-0017-1

Alleged Hostile Work Environment and Gender Discrimination at
Hoover Dam

Lars T. Herbst

OI-GA-17-0012-1

Falsification of Records in BSEE’s TIMS Database System

Fay S. Iudicello

OI-PI-15-0535-1

Inappropriate Hiring of Office of the Secretary Employee

Timothy Charles Lake

OI-HQ-15-0181-R

Destruction of Indian Family Graves

Salvatore Lauro

OI-PI-15-0768-1

Ethical Violations & Misconduct by BLM SAC

Tim K. Lynn

OI-PI-16-0806-1

Alleged Inappropriate Behavior by the Director of the Office of
Law Enforcement and Security

James G. McCaffery

OI-PI-16-0529-1

Falsification of Employment Records by the Deputy Director —
Office of Acquisition and Property Management

Bruce C. Muller, Jr.

OI-PI-17-0017-1

Alleged Hostile Work Environment and Gender Discrimination at
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Timothy Reid, Chief Ranger Yellowstone National Park
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Alleged Contract Steering by the NPS Denver Service Center

This information is being released to you solely for the purpose stated in your
correspondence. You should make no further release of the information contained within this
document. Members of your staff required to review the information should be informed of the
confidentiality of the records. Care should be taken in the storage of these records. We ask that
you seek prior written approval from our office prior to release of the information for any other

purpose.

If you need additional information, please contact me at (703) 487-5007 or email:
edward baugh@doioig.gov.




Blake J. Androff, Communications Director, Office of the Secretary (I0S)
OI-PI-15-0047-1

On September 30, 2014, we received allegations that Blake Androff, Director of
Communications, IOS, U.S. Department of the Interior (DOI), extended his official travel over
weekends without authorization. We later learned that allegedly he received a hotel
reimbursement for personal travel, upgraded his seat on a flight without prior approval, and used
his Government travel/purchase card to pay for personal taxi rides. We were further told that
Androff received business line authority on his Government credit card simply because he
wanted to obtain in-flight Internet access.

We determined that Androff did travel over weekends on occasion for events with Secretary of
the Interior Sally Jewell, but we did not find evidence of any impropriety. We also found
Androff properly received his hotel reimbursement, and paid for his own seat upgrade for which
he was later reimbursed. Per DOI policy, bureaus have discretion to approve these types of
upgrades, although they should be preapproved.

Androff also charged personal Uber taxi expenses on his Government credit card over the course
of 2 months. He self-reported the charges, which he said were inadvertent, and had them placed
on his personal credit card. Finally, Androff received business line authority to use his
Government credit card to obtain Wi-Fi access during flights, rather than using his personal
credit card and seeking reimbursement. The Office of the Secretary discovered he signed up for
monthly access, which Androff claimed to be inadvertent. His business line authority was
suspended after this incident.

We referred our investigative findings to Tommy Beaudreau, Chief of Staff, DOI, on December
17, 2015, for action. On March 7, 2016, Beaudreau responded to our office and sustained the
allegations. As a result he more broadly reviewed the adequacy of DOI’s travel policies and
processes and provided training and discussed the travel rules and regulations with DOI’s
political team.

Bryan Arroyo, Assistant Director — International Affairs (IA), Fish and Wildlife
Service (FWS)

OI-PI-16-0114-1

We initiated an investigation on November 17, 2015, into a $256,100 single-source cooperative
agreement that the FWS, IA program awarded to a private company, Partner-Impact, LLC, to
build a partnership strategy and marketing communication plan to reduce demand for illegal
wildlife and wildlife products. Bryan Arroyo, Assistant Director, IA, FWS, acknowledged that
he preselected Partner-Impact to receive the funds and influenced his staff to disregard
procurement policy and award a single-source cooperative agreement to the company. We also
found that Partner-Impact did not complete most of the agreement’s requirements because
Arroyo directed the company to assist another anti-wildlife-trafficking initiative instead.



We referred this case to the U.S. Attorney’s Office for the Eastern District of Virginia, which
declined to prosecute. We referred our investigative findings to the FWS on September 13, 2016
for action. Response is pending.

Hannibal Bolton, Regional Director, National Park Service (NPS)
OI-PI-16-0435-1

On April 1, 2016, an investigation into potential mismanagement by Hannibal Bolton, Regional
Director, NPS was initiated after an investigation of Stephen M. Barton (OI-VA-15-0379-I).

This is a current open investigation with our office.

Phillip Lee Brinkley, Senior Advisor for Information Resources, Assistant
Secretary — Indian Affairs (AS-IA)

O1-HQ-16-0016-R

On September 22, 2015, we received a complaint alleging that Phillip Brinkley, Senior Advisor
for Information Resources, AS-IA, appeared to have violated Federal ethics regulations. Brinkley
reportedly signed a recusal letter related to an AS-IA procurement involving Cherokee
Technologies, citing a conflict of interest. However, Brinkley allegedly violated his own recusal
by sending an email to, Tommy Thompson, Deputy AS-IA, and others within AS-IA and the
Bureau of Indian Affairs (BIA) explaining detailed information regarding that procurement.

We conducted a preliminary investigation of these allegations and found that Brinkley's emails
did not violate criminal laws or were serious violations of the Federal Acquisition

Regulation. However, we are concerned that he communicated sensitive procurement
information to individuals not authorized to receive that information or without a need to know.

On October 26, 2015, we referred this complaint to AS-IA for action. On May 11, 2016 we
received their response, that the complaint was unsubstantiated. No administrative action was
taken.

John W. Burden, Director, Office of Civil Rights (OCR), I0OS
OI-PI-16-0029-1
OIG investigated an allegation that John Burden, Director, OCR, IOS, retaliated against an OCR

employee by removing the employee from OCR and placing the employee on a detail outside
DOL.



Our investigation did not reveal evidence of retaliation. According to the manager, he placed the
employee on detail for disruptive behavior in the workplace, for undermining his authority, and
not supporting his management decisions. We did find that the manager placed the employee on
detail in an effort to expedite the employee’s departure from OCR instead of using the
appropriate progressive discipline. In addition, he did not document the employee’s misconduct,
and had rated the employee as “superior” during the most recent end-of-year evaluation.

We referred this investigation to the Assistant Secretary, Office of Policy Management and
Budget (PMB), on October 17, 2016, with a response due on January 17, 2017.

Michael A. Caldwell, Regional Director Northeast Region NPS
OI-PI-16-0300-1

We received a complaint on January 28, 2016 that alleged that Michael A. Caldwell, Regional
Director, Northeast Region, NPS, had traveled to Cape Cod National Seashore (CACO) under
the guise of official business when in fact he went there to vacation with his family. While
investigating this complaint, we learned that Caldwell may have violated ethics rules prohibiting
U.S. Government employees from receiving gifts from subordinates. We also received another
complaint alleging that he continued to live in NPS housing at Valley Forge National Historic
Park (VAFO) after his June 2011 promotion from VAFO superintendent to deputy regional
director, at which point he was reassigned to the NPS regional office in Philadelphia, PA, and
even after he was promoted to regional director in February 2014.

Caldwell admitted that he violated Federal travel regulations on at least eight trips he took
between 2011 and 2015, and we found he also should have used annual leave for 88 hours he did
not work during these trips. The total cost to the Government for the trips was $17,480.91. We
also confirmed that in August 2011, Caldwell received a gift in the form of vacation housing
from the deputy superintendent of CACO, who allowed him to stay in her NPS rental cottage for
5 days at no cost while he was vacationing with his family. We learned that NPS had authorized
Caldwell to live in VAFO's park housing in the interest of preserving the historic structure.

We referred this case to the U.S.- Attorney’s Office (USAOQ) for the Eastern District of
Pennsylvania, which declined to prosecute. We referred our investigative findings to the National
Park Service on November 22, 2016 for action. Response is pending.

Daniel J. Deerinwater, Regional Director, Southern Plains Region, BIA
OI-PI-15-0369-1
We received a complaint on March 25, 2015, that alleged Daniel Deerinwater, Regional

Director, Southern Plains Region, BIA, retaliated against Robin Bellmard, former superintendent
of the Pawnee Agency Office. Bellmard reported that she was relieved of her superintendent



duties by Deerinwater in September 2013 and again in March 2015, because he believed that she
had complained about him to the OIG.

Our investigation did not reveal evidence of retaliation or reprisal by Deerinwater against
Bellmard. We found no evidence to indicate that any actions taken by Deerinwater were
retaliatory or in response to suspected communications between Bellmard and the OIG.

We referred our investigative findings to the BIA on April 19, 2016, for information purposes
only.

Cynthia Dohner, Southeast Regional Director, FWS

OI-PI-16-0251-1

We received a complaint on March 26, 2016, alleging Cynthia Dohner, Southeast Regional
Director, FWS violated departmental anti-harassment policy by failing to reassign those who had

allegedly engaged in harassment.

This is a current open investigation with our office.

. OI-PI-14-0624-1

On August 6, 2014, Joshua Bowden, Legislative Director for Congressman Walter B. Jones,
forwarded an allegation that Michael J. Hoff, Wildlife Refuge Manager, Mackay Island and
Currituck National Wildlife Refuge, FWS, and other employees engaged in activities that
violated anti-lobbying restrictions during Congress’ consideration of a bill introduced in 2012,
but never enacted, entitled the “Corolla Wild Horses Protection Act.”

During our investigation, Hoff and Mike Bryant, Project Leader of the FWS North Carolina
Coastal Plain National Wildlife Refuges Complex, acknowledged communicating with Ducks
Unlimited (DU) about the bill. Both Hoff and Bryant said that DU initiated the communication
but both said that they were aware that DU intended to write a letter to the Senate opposing the
legislation using the information that they provided. Our investigation also determined that FWS
local and regional officials knew about these communications on or around the times that Hoff
and Bryant made them.

We found that Matthew Huggler, FWS Deputy Assistant Director of External Affairs, drafted a
majority of FWS’ response to Representative Jones, with legal guidance and input from former
Special Assistant to the Assistant Secretary for Fish and Wildlife and Parks Jane Lyder, who
consulted with GAO and determined that the email communications violated the anti-lobbying
provisions contained in the 2012 Department of the Interior and Related Agencies Appropriations
Act.

On October 16, 2012, Representative Jones sent FWS Director Dan Ashe a letter requesting that
FWS provide “copies of all communication between the Fish and Wildlife Service and Ducks
Unlimited regarding the Corolla wild horses over the past three years.”



During our investigation we reviewed emails to determine if FWS employees omitted any emails in
their response to Representative Jones. We identified several instances where emails were omitted
including emails that Cynthia Dohner, Southeast Regional Director, FWS did not provide. When
we asked Dohner about these emails, she said that she did not remember sending them, and she
did not discover them when she conducted a search of her email during the FWS review.

We presented this case to the Public Integrity Section within the Department of Justice (DOJ),
which the United States Attorney’s Manual designates as responsible for prosecuting violations of
18 U.S.C. § 1913. We also presented this case to the USAO for the Eastern District of North
Carolina. DOJ and the USAO expressed no interest in pursuing the matter.

We referred out investigative findings to FWS on July 16, 2015, with no response required.
OI-PI-14-0525-1

On July 2, 2014, we received a complaint that Cynthia Dohner, Southeast Regional Director,
FWS, and Lawrence Williams, Supervisory Fish and Wildlife Administrator, FWS,
inappropriately reorganized Florida’s three Ecological Services field offices to fall under
Williams® supervision. The complaint also alleged Dohner and Williams engaged in several
unfair and illegal personnel action involved employees in the three Florida offices.

Our investigation found Lawrence Williams was involved in planning the reorganization, but
another FWS official made the final decision to implement it. Dohner was not directly involved
in the reorganization, nor was she aware of the personnel actions referenced in the complaint.

We examined 11 lateral reassignments and transfers that occurred in the 3 field offices and found
that all of these personnel actions were conducted in accordance with Federal regulations and
U.S. Department of the Interior policy. FWS managers explained to us that they sometimes
laterally reassigned current employees into open positions instead of advertising the openings
because such reassignments were excluded from the often-lengthy competition process for new
positions, and because they gave the managers the flexibility to use existing workforce more
effectively.

We referred our investigative findings to FWS on September 8, 2015, for action. On April 28,
2016, FWS responded to our office stating, after review of our report and actions of the Service
in this particular case, they found their personnel processes and procedures regarding
reassignments and noncompetitive promotions to be in line with all policies and regulations
regarding the subject reorganization and any future ones.

Debra Dumontier, Deputy Special Trustee, Office of the Special Trustee (OST)

OI-HQ-16-0275-R



On January 21, 2016, we received a complaint that Debra Dumontier, Deputy Special Trustee,
OST and other senior OST managers violated Federal Travel Regulations by submitting and
processing travel authorizations for lodging and per diem to attend a conference at a casino resort
in close proximity to their duty station in Albuquerque, NM. On April 11, 2016, this matter was
referred to AS-IA with a response required.

On July 13, 2016, AS-IA submitted its response to our office. They concluded that while a group
of staff members were improperly reimbursed as a result of a misinterpretation of the
Department’s travel policies, they found no evidence that those staff members, including
Dumontier, intentionally violated those policies. Each staff member that received funds was
directed to reimburse the Government. No additional administrative action was taken.

Terrance J. Fulp, Lower Colorado Regional Director, U.S. Bureau of Reclamation
(USBR)

OI-PI-17-0017-1

We received a complaint on October 4, 2016, that alleged various senior and mid-level managers
from USBR, Bureau of Land Management (BLM) and BIA, were creating a hostile work
environment and discriminating against female managers. Terrance Fulp, Regional Director,
USBR was listed as one of the subjects.

This is a current open investigation with our office.

Lars T. Herbst, Gulf of Mexico Regional Director, Bureau of Safety Environmental
Enforcement (BSEE)

0I-GA-17-0012-1

On October 04, 2015, we received a complaint alleging BSEE management and staff, including
Lars Herbst, Gulf of Mexico Regional Director, BSEE, in the Gulf of Mexico region secretly
created hundreds of false database records that indicate certain operators have met
decommissioning and site clearance obligations. The records were created for the purpose of
clearing the operators of both decommissioning and bonding obligations.

This is a current open investigation with our office.

Fay S. ludicello, former Director, Office of Executive Secretariat and Regulatory

Affairs (ES), 10S

OI-PI-15-0535-1



We received a complaint on May 27, 2015, that alleged Fay Iudicello, former Director, ES, I0S,
committed prohibited personnel practices and violated merit system principles by hiring a close
family friend into a position over more qualified applicants. It was also alleged that Iudicello
improperly promoted ES employees based on personal relationships.

Our investigation substantiated the allegations that Iudicello improperly intervened in the Federal
hiring process by hiring a relative of her ex-husband as a management analyst in ES over
qualified applicants. However, it did not corroborate the allegations of improperly promoting
employees based on a personal relationship.

We referred our investigative findings to the Chief of Staff on June 6, 2016, for a response. On
June 20, 2016, the Chief of Staff responded to our office and sustained the allegations.
Unfortunately, Iudicello retired from Federal service in January 2016.

Timothy Charles Lake, Regional Fiduciary, OST
OI-HQ-15-0181-R

On December 23, 2014, we received a complaint from a registered member of the Sisseton-
Wahpeton Oyate tribe and owns land on the Lake Travis Reservation where his parents are
buried. Without the complainant’s knowledge the Tribal leadership or BIA, or both and the
Corporation for Native American Broadcasting and Calhoun Communication to erected a radio
tower on his land. Additionally, during the construction of the radio tower, heavy equipment
used in the construction “obliterated” his parent’s graves.

On October 27, 2014 the complainant alleged he met with Timothy Lake, Regional Fiduciary,
OST, to discuss the land buy back. Mr. Crawford stated during the meeting, Lake yelled at him
saying “get the fuck out of here...you are full of shit” and struck him on the arm causing a
bruise. According to complainant, there were several BIA or OST employees working in
cubicles outside of Lake’s office who heard Lake’s comments.

On January 22, 2016, we referred this complaint to OST who reviewed the allegations against
Lake and determined them to be unfounded. No further action was taken by OST.

Salvatore Lauro, Director of Law Enforcement and Security, BLM
OI1-PI-15-0768-1

We initiated an investigation in October 2015, after receiving complaints that a BLM law
enforcement (LE) supervisor misused Government property (BLM leased vehicles & lodging
accommodations) and improperly directed BLM LE personnel under his supervision to act as
escorts for his family members during the 2015 Burning Man event in Nevada.



Our investigation confirmed these allegations and determined that Salvatore Lauro, Director,
Office of Law Enforcement & Security, BLM, who supervised the subject of the investigation,
was aware of these violations and gave tacit approval to the subject during the event.

This is a current open investigation with our office.

Tim K. Lynn, Director of Law Enforcement and Security (OLES), 10S
OI-PI-16-0806-1

We received a complaint on August 5, 2016, that alleged Tim Lynn, Director, OLES, IOS
sexually harassed an employee.

This is a current open investigation with our office.

James G. McCaffery, Deputy Director, Office of Acquisition and Property
Management (PAM), I0S

OI-PI-16-0529-1

We received a complaint on April 29, 2016, that alleged that James McCaffery, Deputy Director,
PAM, Office of the Secretary falsified his initial employment records by submitting a DoD Form
DD-214 (Certificate of Release or Discharge from Active Duty) with his employment
application, which disclosed that he was honorably discharged from active duty service in the
U.S. Army. The complaint further alleged that McCaffery later received a less than honorable
discharge from the U.S. Army Reserves when he was involuntarily discharged for
inappropriately wearing and displaying military awards and decorations that he did not earn. The
complaint alleged McCaffery did not disclose that he had received a less than honorable
discharge with his application packet.

This is a current open investigation with our office.

Bruce C. Muller, Jr., Director, Security, Safety and Law Enforcement, USBR
OI1-PI-17-0017-1

We received a complaint on October 4, 2016, that alleged various senior and mid-level managers
from USBR, BLM and BIA, were creating a hostile work environment and discriminating
against female managers. Bruce Muller, Director of Security, Safety, and Law Enforcement,

USBR was listed as one of the subjects.

This is a current open investigation with our office.
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Donald L. Neubacher, Superintendent, Yosemite National Park (YNP), NPS
OI-PI-16-0929-1

In September 2016, we received an NPS Expedited Inquiry into allegations of harassment and a
hostile work environment by Donald Neubacher, Superintendent, YNP.

This is a current open investigation with our office.

Jerome E. Perez, California State Director, BLM
OI-HQ-16-0733-R

We received a complaint on July 14, 2016, that alleged Jerome Perez, California State Director,
BLM, was guilty of significant mismanagement and waste of funds in connection with a
Leadership Training program. It was alleged Perez authorized payment for approximately
$14,000 and $15,000 respectively for two leadership team training sessions conducted by a
consultant in February 2016 and June 2016. It was alleged that Perez had a past business
relationship with the consultant and the consultant was providing meeting facilitator services that
were not worth the money.

This matter was referred to BLM on July 28, 2016, with a response required.

On October 6, 2016, BLM responded to our office; based on their discussions and information
they did not find any misconduct. No action was taken.

Charles M. Roessel, former Director, Bureau of Indian Education (BIE), (Resigned
08/15/2016)

OI-PI1-14-0422-1

We initiated an investigation in June 2014, based on a complaint from an official with BIE,
alleging Charles Roessel, former Director, BIE, abused his position to inappropriately hire two
individuals: a BIE program analyst with whom Roessel was rumored to be having a romantic
relationship, and a relative of Roessel’s who worked in the Navajo Nation school system.

Our investigation found that Roessel was involved in both hires. He acknowledged that he hired
the program analyst and also admitted to having an ongoing romantic relationship with her that
began before he became the BIE Director and before she came to work at BIE. This appears to
violate 5 U.S.C. § 2302(b)(6), “Prohibited personnel practices,” which generally prohibits
Federal employees from granting any preference or advantage to another employee or a job
applicant with the intent of improving that person’s prospects for employment. Roessel’s actions
also appear to have violated ethics prohibitions against preferential treatment and using official
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position for the private gain of others, found in 5 C.F.R. § 2635.101, “Basic obligation of public
service,” and 5 C.F.R. § 2635.702, “Use of public office for private gain.” Moreover, their
relationship has, according to interviews, created an uncomfortable working environment for
Roessel’s staff.

Roessel also said that he intervened in his relative’s hiring process to make sure she got a
position she had applied for in the Navajo school system, which appears to violate 5 U.S.C. §
3110, “Employment of relatives; restrictions™ and the aforementioned ethics and personnel
practice prohibitions, as well as 5 C.F.R. § 2635.502, the ethics regulation on impartiality.

In addition, Roessel and the BIE program analyst provided inconsistent statements in their
responses to our questions and caused us to doubt their overall truthfulness and candor.

This matter was investigated by the OIG and on February 25, 2016, was forwarded to the Acting
AS-IA for action. On August 15, 2016, Roessel resigned from DOI.

OI-PI1-16-0052-1

Pursuant to a complaint from a BIE official, we investigated allegations that Charles Roessel,
former Director, BIE, was using Sovereignty in Indian Education (SIE) and Tribal Education
Department (TED) educational grants to induce Indian tribes and tribal organizations to lobby
Congress in support of a proposed BIE reorganization. We also investigated whether Roessel and
his staff violated anti-lobbying restrictions while allegedly seeking support from tribes.

Our investigation revealed no evidence that Roessel and his staff were using SIE and TED
educational grants as inducements to have tribes and tribal organizations lobby Congress in
support of the BIE reorganization proposal. We found, however, that Roessel instructed one of
his staff members to draft letters of support on behalf of tribal governors and to send the letters to
the tribes for them to revise and sign. The U.S. Department of Justice’s Public Integrity Section
declined to pursue anti-lobbying violations under 18 U.S.C. § 1913, but we concluded that
Roessel used questionable judgment when he instructed his staff.-member to draft the letters for
the tribes.

The OIG referred the results of this investigation to AS-IA for action with a response required.
On August 15, 2016, Roessel resigned from DOI.

John W. Ross, Director, Office of Valuation, Office of the Secretary
OI-HQ-17-0092-R

On November 2, 2016, Donald Foote, Supervisory Contract Specialist, alleged Kenneth Daw,
Chief, Valuation Systems Division, OVS, falsified his time card for eight hours, and that Daw
continued to take hours off from work to compensate himself for the undocumented number of

travel compensatory hours Daw reportedly earned. In other OIG cases, Foote also alleged a GS-
15 position, lacking accountability or measurable performance output, was created by OVS
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officials to benefit Daw and that Daw participated on a source selection panel for a new system
and steered the contract to IBM. The complainant further alleged Daw’s supervisor, John Ross,
Director, OVS, knew of Daw’s behavior and allowed it.

This matter was referred to PMB on November 30, 2016, with a response due date of February
28,2017.

Debra E. Sonderman, Director, PAM, IOS
OI-PI1-16-0529-1

We received a complaint on April 29, 2016, that alleged James McCaffery, Deputy Director,-
PAM, IOS, falsified his initial employment records by submitting a DoD Form DD-214
(Certificate of Release or Discharge from Active Duty) with his employment application, which
disclosed that he was honorably discharged from active duty service in the U.S. Army. The
complaint further alleged that McCaffery later received a less than honorable discharge from the
U.S. Army Reserves when he was involuntarily discharged for inappropriately wearing and
displaying military awards and decorations that he did not earn. The complaint alleged
McCaffery did not disclose that he had received a less than honorable discharge with his
application packet. Debra Sonderman, Director, PAM, 108, allegedly downgraded the security
clearance requirement after learning about the derogatory information on McCaffery.

This is a current open investigation with our office.

Raymond Suazo, Arizona State Director, BLM

OI-PI-15-0087-1

On November 4, 2014, we received an anonymous complaint alleging Raymond Suazo, Arizona
State Director, BLM and Tucson Field Office Manager Viola Hillman improperly assigned BLM
resources to process a right-of-way application and pressured BLM employees to grant the right
of way as a political favor.

During our investigation, we interviewed personnel identified in the complaint, witnesses, and
subject matter experts from DOI and BLM. We also reviewed relevant documents and emails.

We found no evidence to support the complainant’s allegations.

We referred our investigative findings to BLM on January 6, 2016, with no response required.

Stephanie S. Toothman, Associate Director, Cultural Resources, NPS

OI-PI-14-0244-1
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On February 21, 2014, we received information of employee misconduct by Stephanie
Toothman, Associate Director, Cultural Resources, NPS. The complaint alleged, in 2012
Toothman directed NPS to award a cooperative agreement to the National Collaborative for
Women’s History Sites (NCWHS), which was operated by Heather Huyck, a former NPS
employee who was friends with Toothman. The complaint also noted the NCWHS was not
uniquely qualified to complete the cooperative agreement because it did not have the required
capability, knowledge, or expertise. Finally, the complaint alleged Toothman and her assistant
created a hostile work environment and retaliated against CRPS employees, and that Toothman
may have used Government travel for personal benefit.

In our investigation Toothman stated her friendship with Huyck did not influence her decision to
initiate the agreement with NCWHS, she acknowledged she did not disclose the relationship to
NPS’ Washington Contracting Office during the award process. Both the original contracting
officer (CO) and the current CO said Toothman should have disclosed this information to help
them avoid the appearance of a conflict of interest. The current CO did not feel, however, that
Toothman had attempted to steer his decision-making or that she had acted inappropriately with
regard to the agreement. We also found no evidence that NCWHS failed to meet the “unique
qualifications” standard for cooperative agreements.

The complaints related to work environment and potential retaliation were referred to the Office
of Special Counsel. We referred the complaint about Toothman’s travel to NPS for any action
deemed appropriate.

We referred our investigative findings to NPS on December 12, 2014, for action. On March 23,
2015, NPS responded to our office and stated they discussed requirements for disclosure of any
potential for appearance of conflict of interest, with no other action necessary.

Benjamin M. Tuggle, Southwest Regional Director, FWS

OI-CO-12-0387-1

On May 14, 2012, we received a complaint that Benjamin Tuggle, Southwest Regional Director,
FWS and a subordinate employee approved a conservation agreement that was legally
insufficient.

A subsequent investigation by the OIG failed to identify any culpability by Tuggle, and no action
was taken as a result by FWS.

David Uberuaga, Superintendent, Grand Canyon National Park (GRCA), NPS
OI-PI-14-0695-1

At the request of the Secretary of the Interior, we investigated allegations from 13 former and
current NPS employees who had at various times worked in the GRCA River District. The 13
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complainants submitted declarations describing incidents they had experienced or witnessed over
approximately 15 years. They believed that these incidents, which they alleged were committed
by River District employees during GRCA river trips, demonstrated evidence of “discrimination,
retaliation, and a sexually hostile work environment.” Many of the incidents, they said, were
reported to GRCA supervisors, but the supervisors did not properly investigate them or report
them to NPS human resource (HR) or Equal Employment Opportunity (EEO) representatives. In
addition, two of the complainants, both former GRCA employees, had been disciplined by
GRCA supervisors; the former employees believed that other employees had asked that they be
disciplined because they had filed sexual harassment complaints in the past.

We found evidence of a long-term pattern of sexual harassment and hostile work environment in
the River District. In addition to the 13 original complainants, we identified another 22
individuals who reported experiencing or witnessing sexual harassment and hostile work
environment while working in the River District. We also confirmed that some of the incidents
were reported to GRCA supervisors and managers but were not properly investigated or reported
to HR and EEO. Although we did not discover evidence of prohibited personnel practices in the
disciplinary and administrative actions taken against the two former GRCA employees, we found
that some GRCA officials felt that the discipline they received was too harsh.

In addition to this report, we issued advisory memoranda to the NPS Director asking him to
review and address two potential management concerns we discovered during our investigation:
some GRCA managers compromised the privacy of some empl

oyees who had filed harassment complaints, and NPS rehired a former GRCA employee who
had been disciplined for sexual harassment.

On November 16, 2015, our office referred the matter to IOS and NPS with a response required.
On February 16, 2016, our office received a proposed outline of actions NPS planned to take to
address the issues described in our report. To date we have not received notification that these
actions were addressed.

After we issued the report to NPS, we learned that Uberuaga had retired.

Daniel N. Wenk, Superintendent, YNP, NPS
PI-PI-13-0541-1

We received a complaint on August 15, 2013, that alleged Timothy Reid, Chief Ranger, YNP,
rented his NPS apartment to YNP visitors and potentially violated his required occupancy
agreement with NPS. Daniel Wenk, Superintendent, YNP, NPS admitted he knew Reid did not
comply with the required occupancy condition of his employment and took no action.

We referred this case to the USAO, District of Montana, which declined prosecution in lieu of an

administrative remedy. We referred our investigative findings to NPS October 27, 2014, for
action.
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On August 25, 2015, NPS responded to our office and determined Wenk had violated NPS
policy to ensure Reid complied with the required housing policy. As a result, a written warning
was issued to Wenk.

Samuel Q. Whittington, Director, DSC, NPS
OI-PI-14-0673-1

We investigated an allegation that Samuel Whittington, Director, DSC, NPS, steered a contract
to the engineering and construction firm McDonough Bolyard Peck, Inc. (MBP), in an effort to
employ the services of an MBP senior construction manager. We found that the integrity of the
procurement process for this contract was compromised because Whittington had expressed a
preference for the MBP construction manager and because a DSC contracting employee had
given the construction manager insight into evaluation criteria and pricing that other bidders did
not receive.

During our investigation, we learned that the chief of DSC’s contracting division had asked one
of her staff members to remove information from the file for this contract before we visited the
division’s offices and that she asked her staff if they knew who might have filed the complaint
about Whittington. The contracting chief acknowledged asking a staff member to remove
information from the contract file because she thought it might reflect poorly on her office; she
also acknowledged asking her staff if they knew who had complained to us but said she realized
later that doing so was not appropriate.

After we issued the report to NPS, we learned that Whittington had retired.

16



From: Pletcher, Mary

To: Jonathan Mack; Caroline (Carrie) Soave
Subject: timeline close out guidance

Date: Wednesday, October 18, 2017 8:39:11 AM
Attachments: 2017 Timeline Memo updated 101117.docx

Can you finalize thisfor my signature? I'd like to get it out today. Are the group email address
listsall up to date?

Thanks,
Mary

Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505



Memorandum:

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity/Chief Human
Capital Officer

Subject: FY 2017 Performance Closeout Information for Senior Executive Service (SES),
Senior Level (SL) and Scientific and Professional (ST) Employees

This memorandum provides guidance on the timeline for completing FY 2017 performance
appraisals for SES, SL and ST employees. It is critical that this timeline is met, since
Performance Review Board will convene in late November in Washington, DC, and the
Executive Resources Board must complete all rating and recognition decisions so that they may
be effected the first pay period in 2018.

TIMELINE

October-November 2017
Performance close out training will be conducted for SES/SL/ST employees.

The Departmental Organizational Assessments will be distributed to Bureau Directors/
Equivalent Office Heads.

Rating officials finalize performance appraisals, meet with their executives, and communicate
the initial summary rating level.

Recommendations for pay increases/performance awards/special act awards/time-off awards will
be made by the rating official in consultation with the Bureau Director/Equivalent Office Head
and the appropriate Assistant Secretary and submitted with all completed appraisals to the
Executive Resources Division by Tuesday, November 21, 2017. These recommendations could
change and therefore are not to be communicated to the executive. Guidance on the ranges for
pay increases and recognition will be provided in a subsequent memorandum.

November 28, 2017
Training for Performance Review Board members will be held. Completed appraisals will be
distributed to PRB members.



November 28 — December 13, 2017
PRB panels review performance appraisal documents.

December 14 — December 15, 2017

PRB recommendations for summary ratings and awards will be recorded by the Executive
Resources Division and forwarded to the appropriate Assistant Secretary. If the PRB
recommendation for a summary rating differs from that of the Rating Officer, the PRB will
provide a written explanation for their recommendation.

December 18, 2017 — January 4, 2018

The Executive Resources Division will review information for adherence to guidance and
provide record of recommendations to the ERB for consideration. The ERB will determine final
summary ratings and recognition for all executives.

January 5, 2018

Final summary ratings and recognition for all executives will be communicated to each Assistant
Secretary/Equivalent Official and Bureau Director/Equivalent Office Head. Final decisions are
provided to Bureau Executive Resources staff for immediate processing.

PERFORMANCE AWARDS AND PAY ADJUSTMENTS

Specific guidance for SES/SL/ST performance awards and pay adjustments will be provided in a
subsequent memorandum. Pay adjustment recommendations must be documented on
spreadsheets that will be provided to you by your Executive Resources point of contact for your
respective Bureaus. These recommendations must be documented and received by the Executive
Resources Division, room 4042, Main Interior Building by Tuesday, November 21, 2017.

Pay increases and performance awards will be effective the first full pay period in January
(January 7, 2018) and must be processed in FPPS by January 24, 2018 to be paid in the January
30, 2018 paycheck.

PERFORMANCE AND CONDUCT

OPM now requires that rating officials, reviewing officials, PRB members, and the ERB
consider evidence of misconduct of an SES/SL/ST employee in assessing performance against
the applicable requirements or standards.

If you or your staff have any questions or need assistance, please contact Jonathan Mack at 202-
208-5590 or jonathan mack@ios.doi.gov or Carrie Soave, 202-513-0874 or
caroline_soave@io0s.doi.gov.

cc: All Senior Executives by email
All SL/ST employees by email
Bureau/Equivalent Human Resources Officers and Executive Resources Managers



From: Mack, Jonathan

To: Pletcher, Mary; Raymond Limon

Cc: Michelle Oxyer; Caroline (Carrie) Soave
Subject: Fwd: 2017 Awards Guidance & Memos
Date: Thursday, October 12, 2017 4:47:41 PM

Attachments: EY 2017 SES SL ST Performance Recognition Guidance.docx
Award Form 2017.docx
M-16-22 - Guidance on Awards for SES and SLST employees for FY2017.pdf
2017 Award Guidance Memo (2).docx
2017 Timeline Memo (4).docx

Mary, please see below. The revised timeline you put in we think works fine.

Thanks!



Memorandum:

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity/Chief Human
Capital Officer

Subject: FY 2017 Performance Closeout Information for Senior Executive Service (SES),
Senior Level (SL) and Scientific and Professional (ST) Employees

This memorandum provides guidance on the timeline for completing FY 2017 performance
appraisals for SES, SL and ST employees. It is critical that this timeline is met, since
Performance Review Board will convene in late November in Washington, DC, and the
Executive Resources Board must complete all rating and recognition decisions so that they may
be effected the first pay period in 2018.

TIMELINE

October-November 2017
Performance close out training will be conducted for SES/SL/ST employees.

The Departmental Organizational Assessments will be distributed to Bureau Directors/
Equivalent Office Heads.

Rating officials finalize performance appraisals, meet with their executives, and communicate
the initial summary rating level.

Recommendations for pay increases/performance awards/special act awards/time-off awards will
be made by the rating official in consultation with the Bureau Director/Equivalent Office Head
and the appropriate Assistant Secretary and submitted with all completed appraisals to the
Executive Resources Division by Tuesday, November 21, 2017. These recommendations could
change and therefore are not to be communicated to the executive.

November 28, 2017

Training for Performance Review Board members will be held. Completed appraisals will be
distributed to PRB members.

November 28 — December 13, 2017



PRB panels review performance appraisal documents.

December 14 — December 15, 2017

PRB recommendations for summary ratings and awards will be recorded by the Executive
Resources Division and forwarded to the appropriate Assistant Secretary. If the PRB
recommendation for a summary rating differs from that of the Rating Officer, the PRB will
provide a written explanation for their recommendation.

December 18, 2017 — January 4, 2018

The Executive Resources Division will review information for adherence to guidance and
provide record of recommendations to the ERB for consideration. The ERB will determine final
summary ratings and recognition for all executives.

January 5, 2018

Final summary ratings and recognition for all executives will be communicated to each Assistant
Secretary/Equivalent Official and Bureau Director/Equivalent Office Head. Final decisions are
provided to Bureau Executive Resources staff for immediate processing.

PERFORMANCE AWARDS AND PAY ADJUSTMENTS

Performance awards and pay adjustments recommendations must be documented on
spreadsheets that will be provided to you by your Executive Resources point of contact for your
respective Bureaus. These recommendations must be completed and received by the Executive
Resources Division, room 4042, Main Interior Building by Tuesday, November 21, 2017.

Pay increases and performance awards will be effective the first full pay period in January
(January 7, 2018) and must be processed in FPPS by January 24, 2018 to be paid in the January
30, 2018 paycheck.

PERFORMANCE AND CONDUCT

OPM now requires that rating officials, reviewing officials, PRB members, and the ERB
consider evidence of misconduct of an SES/SL/ST employee in assessing performance against
the applicable requirements or standards.

If you or your staff have any questions or need assistance, please contact Jonathan Mack at 202-
208-5590 or jonathan_mack@ios.doi.gov or Carrie Soave, 202-513-0874 or
caroline soave@ios.doi.gov.

cc: All Senior Executives by email
All SL/ST employees by email
Bureau/Equivalent Human Resources Officers and Executive Resources Managers



Memorandum

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity
Chief Human Capital Officer

Subject: Guidance on Awards for FY 2017 for SES/SL/ST Employees

Interior bureaus and offices can now proceed with planning and execution of FY 2017
performance awards for SES/SL/ST employees based on the guidance issued in this
memorandum.

The total recognition package model used for the 2016 performance close out cycle will be used
again this year. The model is in accordance with the August 12, 2016 guidance issued by the
Office of Personnel Management (OPM) and Office of Management and Budget (OMB) on
SES/SL/ST awards. Award spending for SES/SL/ST employees is limited to no more than 7.5%
of total aggregate salaries for performance awards. Special act award spending is limited to no
more than 1% of aggregate salary.

Performance recommendations must be documented on spreadsheets that will be provided to you
by your Executive Resources Coordinator for your respective bureau/office. These
recommendations must be documented and returned to your Executive Resources Coordinator by
Wednesday, November 21, 2017.

If you or your staff needs assistance, please contact Jonathan Mack at 202-208-5590,
jonathan mack@ios.doi.gov or Carrie Soave at 202-513-0874, caroline soave@ios.doi.gov with
the Executive Resources Division.

Attachments

1. 2016 OPM/OMB Guidance on SES/SL/ST Awards
2. FY 2017 Recognition Guidance
3. Special Act Award Form

Cc:  Senior Executives, Senior Leaders and Scientific and Technical Professionals
Bureau or Equivalent Offices HR Officers and Executive Resources Coordinators



EXECUTIVE OFFICE OF THE PRESIDENT
OFFICE OF MANAGEMENT AND BUDGET
WASHINGTON, D.C. 20503

August 12, 2016

THE DIRECTOR

M-16-22

MEMORANDUM FOR HEADS OF EXECUTIVE DEPARTMENTS AND AGENCIES

FROM: BETH F. COBERT AN
ACTING DIRECTOR, OFFK < NNEL MANAGEMENT

SHAUN DONOVAN

DIRECTOR, OFFICE“OF MANAG ' ENT AND BUDGET

SUBJECT:  Guidance on Awards for SES and SL/ST employees for Fiscal Year 2017

As required by Executive Order (EO) 13714, — “Strengthening the Senior Executive Service
(SES)” (https://www.whitehouse.gov/the-press-office/2015/12/15/executive-order-
strengthening-senior-executive-service), issued on December 15, 2015, the U.S. Office of
Personnel Management (OPM) and the U.S. Office of Management and Budget (OMB) are
providing additional guidance related to performance awards for members of the SES and
Senior Level (SL) and Senior Professional and Scientific (ST) employees. In EO 13714, the
President stated that starting in Fiscal Year (FY) 2017 agencies should limit their aggregate
spending on agency performance awards for SES and SL/ST employees to 7.5 percent. Prior
to 2010, there was no spending limit on SL/ST performance awards and the statutory limit of
10 percent applied to SES performance awards. The President also stated that agencies should
grant awards in a manner that provides meaningfully greater rewards to top performers.
Pursuant to EO 13714’s direction to provide additional guidance as to the distribution of such
awards, OPM now further advises that agencies should allocate awards made under the new
recommended limit to be able to reward and retain more top performers by:

e providing substantial monetary awards for the very best SES and SL/ST performers; and,

e allowing more variance of award amounts among rating levels, which is a common
attribute of pay-for-performance systems.

Agencies are encouraged to support good performance management throughout the year by
providing ongoing feedback and promptly and appropriately recognizing excellent achievements.
Agencies should use all authorized categories of awards, as appropriate, to recognize the
accomplishments of their executives throughout the year, including time-off and individual
contribution awards (e.g., special act, suggestion, invention, etc.). Agencies are reminded,
however, that individual contribution awards must be granted in adherence with 5 CFR Part 451
and not as a substitute or an enhancement of annual performance-based awards granted pursuant to
5 CFR 534.405. In addition, agencies can use such awards to recognize executives’ significant
contributions toward mission even if they are not rated at the highest rating levels, which is also a
common attribute of pay for performance.



Budgetary Limitations for Individual Monetary Awards

For FY 2017, these recommended budgetary limits apply to agency spending for individual
monetary awards only, which include rating-based performance awards and individual contribution
(e.g., special act) awards. The funding limits for the different award categories for SES and SL/ST
are to be managed separately.

Agencies are advised to limit total awards spending on the following categories of awards:

e SES individual rating-based performance awards: Agencies may spend up to
7.5 percent of the aggregate salaries of their career executives at the end of the previous
fiscal year on individual rating-based performance awards for career members of the SES.

e SL/ST individual rating-based performance awards: Agencies may spend up to
7.5 percent of the aggregate salaries of their SL/ST employees in career, career-conditional,
or equivalent positions in the excepted service at the end of the previous fiscal year on
individual rating-based performance awards for those SL/ST employees.

e SES individual contribution awards: Agencies may spend up to 1.0 percent of the
aggregate salaries of their career executives at the end of the previous fiscal year on
individual contribution awards (e.g., special act awards) that are paid throughout the fiscal
year for career members of the SES.

e SL/ST individual contribution awards: Agencies may spend up to 1.0 percent of the
aggregate salaries of their SL/ST employees in career, career-conditional, or equivalent
positions in the excepted service at the end of the previous fiscal year on individual
contribution awards (e.g., special act awards) that are paid throughout the fiscal year for
those SL/ST employees.

Previous awards spending guidance focused on the following two groups of awards and set
spending limitations on each: (1) SES/SL/ST rating-based performance awards and (2) individual
contribution awards for SES/SL/ST combined with both ratings-based performance awards and
individual contribution awards for non-SES/SL/ST. To promote clarity and increased precision in
applying and tracking awards spending, this guidance is now further separating the respective
award categories and spending limitations to address SES and SL/ST personnel separate from non-
SES/SL/ST personnel (e.g., General Schedule employees).

Guidance on funding for non-SES/SL/ST awards will be addressed in a separate memorandum.

Additional Guidance on Meaningful Use of Individual Monetary Awards for Top SES and
SL/ST Performers

Recognizing that the impact of the application of an agency’s revised program may not be
determined until the performance ratings are received and finalized, agencies should start
discussing the philosophy of how the agency expects to apply the new 7.5 percent limit, solicit
input and ideas, and generally communicate what changes can be expected.



To ensure the continued integrity of the awards programs, agencies should allocate awards in a
manner that provides meaningfully greater rewards to top performers. Agencies should ensure only
SES and SL/ST employees who have demonstrated the highest levels of individual performance
and/or contribution to the agency’s performance receive the highest annual summary ratings and
the largest corresponding performance awards, pay adjustments, and rates of pay. Agencies are
encouraged to use these awards to recognize those senior leaders who take on the most challenging
assignments, use exemplary innovative and collaborative methods, take on challenging rotational
assignments, and/or have the greatest impact on agency priorities and mission imperatives in a
given performance period. Agencies should ensure differentiation is evident individually in the
performance awards, pay adjustments, and rates of pay; and OPM and OMB will review and verify
this through the appraisal system certification process.

OPM and OMB will continue to monitor awards data that agencies provide to OPM under the
agencies’ regular reporting procedures for compliance with these limitations. Agencies may be
asked to provide additional data regarding award categories and amounts, and OPM would use this
data to conduct further analysis at a more granular level. OPM will provide more information to
agencies regarding specific data requests as needed.

Coverage

These recommended budgetary limits apply to all departments and agencies for all members of the
SES and SL/ST employees, except political appointees covered by the freeze on discretionary
spending. The President's August 3, 2010, memorandum freezing discretionary awards, bonuses,
and similar payments for political appointees continues to be in effect. Agencies should continue to
apply this freeze in accordance with OPM's guidance at https://www.chcoc.gov/content/guidance-

freeze-discretionary-awards-bonuses-and-similar-payments-federal-employees-serving.

Effective Date

The budgetary limits specified in this memorandum apply to awards paid during FY 2017, with
effective dates from October 1, 2016 through September 30, 2017.

Additional Information

Agency Chief Human Capital Officers and/or Human Resources Directors should contact Stephen
T. Shih, Deputy Associate Director for Senior Executive Services and Performance Management,
in OPM's Employee Services, at (202) 606-8046 or performance-management@opm.gov, for any
questions regarding this policy. Employees should contact their agency human resources offices
for assistance.

cc: Chief Human Capital Officers
Human Resources Directors
Council of the Inspectors General on Integrity and Efficiency
Inspectors General
Small Agency Council



FY 2017 CAREER SES Performance Recognition Guidance
Pay range for 2017 is $124,406 to $187,000

st Total Recognition
Performance Pay Increase Bonus Special Act Award Time Off Award*
. Package
Rating
Outstanding Up to 8% 8% to 15% Up to 80 hours* 9%-16%
Maximum Pay Level | performance bonus (80 hours equals
EX-II 3.84% of salary)
Exceeds Up to 4% 5% to 7.5% Up to 80 hours* 5%-8%
Fully Maximum Pay Level | performance bonus (80 hours equals
Successful EX-II 3.84% of salary)
Fully Up to 1% Special Act Award — Up to 40 hours* Up to 4%
Successful | Maximum Pay Level up to 3% (40 hours equals up
EX-II to 1.9% of salary)

*Time Off awards require the attached Special Act Incentive Award form be completed.

Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the performance
cycle and are not to be used to recognize overall performance. The maximum Special Act Award 1s $10,000. The amount of the award must
be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the completion of
the attached Special Act Award form.



FY 2017 NON CAREER SES Performance Recognition Guidance

Summary
Performance Pay Increase Time Off Award Total Recognition Package
Rating
Outstanding *Up to 8% Up to 80 hours** Value of time-off plus pay increase
Maximum Pay Level EX-IV (80 hours equals 3.84% of cannot exceed 10%.
salary)
Exceeds Fully *Up to 4% Up to 60 hours** Value of time-off plus pay increase
Successful Maximum Pay Level EX-IV (60 hours equals 2.9% of cannot exceed 7%
salary)
Fully Successful *Up to 1.0% Up to 40 hours** Value of time-off plus pay increase
Maximum Pay Level EX-IV | (40 hours equals up to 1.9% of cannot exceed 2%
salary)

**Time Off awards require the Special Act Award form be completed.

*Pay Increase: Political pay freeze continues through calendar year 2017 under the Consolidated Appropriations Act. Under the pay freeze,
Executives paid under EX-IV ($161,900) can receive pay increases up to EX-IV ($161,900). Executive paid at and above EX-IV ($161,900)

are not eligible for pay increases.

Performance Bonuses: On August 3, 2010, President Obama froze discretionary awards for all political employees, including
Non Career SES and political Limited Term SES appointees. This freeze remains in effect. OPM guidance permits only non-monetary

performance awards or time-off awards.



FY 2017 Limited Term SES Performance Recognition Guidance
Pay range for 2017 is $124,406 to $187,000

Summary Total Recognition
Performance Pay Increase Special Act Award Time Off Award NOTES
Rating Package
Outstanding Up to 8% Up to $10,000 Up to 80 hours* $10,000 to $15,200 Cannot get 6%, 7%
Maximum Pay Level (80 hours equals or 8% pay increase
EX-II 3.84% of salary) and receive a special
act award. Total
compensation cannot
exceed $15,200.
Exceeds Up to 4% Up to $7,500 Up to 60 hours* $7,500 to 10,000 Cannot get a 4% pay
Fully Maximum Pay Level (60 hours equals mcrease and receive a
Successful EX-II 2.9% of salary) special act award.
Total compensation
cannot exceed
$10,000.
Fully Up to 1.0% None Up to 20 hours* Up to $1,870
Successful | Maximum Pay Level (20 hours equals up
EX-1I to 1% of salary)

*Special Act and Time Off awards require the attached Special Act Award form be completed.

**Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the
performance cycle and are not to be used to recognize overall performance. The maximum Special Act Award 1s $10,000. The amount of the
award must be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the
completion of the attached Special Act Award form.



FY 2017 SL/ST Performance Recognition Guidance

Pay range for 2017 is $124,406 to $187,000

Summary Sustail.led . oo
Performance | Pay Increase Superior Special ACt Time Off Award* Total Recognition NOTES
. Performance Award** Package
Rating
Award
Outstanding Up to 8% $7,000 to Up to $10,000 Up to 80 hours $10,000 to Cannot get a 6%,
Maximum Pay $10,000 (80 hours equals $20,000 7% or 8% pay
Level EX-IT 3.84% of salary) mcrease and
receive a
performance
award.
Exceeds Up to 4% Up to $6,999 Up to $5,000 Up to 60 hours $7,500 to 10,000 Cannot get a 6%
Fully Maximum Pay (60 hours equals pay increase and
Successful Level EX-IT 2.9% of salary) receive a
performance
award.
Fully Upto 1% None Up to $1,000 Up to 20 hours Up to $3,000
Successful Maximum Pay (20 hours equals up
Level EX-IT to 1% of salary)

*Time Off awards require the attached Special Act Award form be completed.

**Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the

performance cycle and are not to be used to recognize overall performance. The maximum Special Act Award is $10,000. The amount of the
award must be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the
completion of the attached Special Act Award form.



From: Mack, Jonathan

To: Pletcher, Mary; Raymond Limon

Cc: Michelle Oxyer; Caroline (Carrie) Soave

Subject: Fwd: 2017 Performance Closeout Guidance and Award Memos
Date: Thursday, October 12, 2017 4:43:35 PM

Attachments: Award Form 2017.docx

M-16-22 - Guidance on Awards for SES and SLST employees for FY2017.pdf
EY 2017 SES SL ST Performance Recognition Guidance.docx

2017 Award Guidance Memo (2).docx

2017 Timeline Memo (4).docx

Mary, please see attached. Y es, the revised timeline you laid out we think works just fine.

Thanks!



FY 2016 CAREER SES Performance Recognition Guidance
Pay range for 2016 is $123,175 to $185,100

Summary Total Recognition
Performance Pay Increase Bonus Special Act Award Time Off Award*
. Package
Rating
Outstanding Up to 8% 8% to 15% Up to 80 hours 9%-16%
Maximum Pay Level EX-II | performance (80 hours equals
bonus 3.84% of salary)
Exceeds Up to 4% 5% to 7.5% Up to 80 hours 5%-8%
Fully Maximum Pay Level EX-II [ performance (80 hours equals
Successful bonus 3.84% of salary)
Fully Up to 1% Special Act Award — Up to 40 hours Up to 4%
Successful | Maximum Pay Level EX-II up to 3% (40 hours equals up
to 1.9% of salary)

*Time Off awards require the attached Special Act Incentive Award form be completed.

Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the performance
cycle and are not to be used to recognize overall performance. The maximum Special Act Award 1s $10,000. The amount of the award must
be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the completion of

the attached Special Act Award form.



FY 2016 NON CAREER SES Performance Recognition Guidance

Summary
Performance Pay Increase* Time Off Award** Total Recognition Package
Rating
Outstanding Up to 8% Up to 80 hours Value of time-off plus pay increase
Maximum Pay Level EX-IV (80 hours equals 3.84% of cannot exceed 10%.
salary)
Exceeds Fully Up to 4% Up to 60 hours Value of time-off plus pay increase
Successful Maximum Pay Level EX-IV (60 hours equals 2.9% of cannot exceed 7%
salary)
Fully Successful Up to 1% Up to 40 hours Value of time-off plus pay increase
Maximum Pay Level EX-IV | (40 hours equals up to 1.9% of cannot exceed 2%
salary)

**Time Off awards require the Special Act Award form be completed.

*Pay Increase: Political pay freeze continues through January 7,2017. Executives paid under EX-IV ($160,300) can receive pay
mcreases up to EX-IV ($160,300). Executive paid at and above EX-IV ($160,300) are not eligible for pay increases.

Performance Bonuses: On August 3, 2010, President Obama froze discretionary awards for all political employees, including
Non Career SES and political Limited Term SES appointees. This freeze remains in effect. OPM guidance permits only non-monetary
performance awards or time-off awards.



FY 2016 Limited Term SES Performance Recognition Guidance

Pay range for 2016 is $123,175 to $185,100

Summary Total Recognition
Performance Pay Increase Special Act Award* | Time Off Award*
. Package
Rating
Outstanding Up to 8% Up to $10,000 Up to 80 hours $10,000 to $15,200
Maximum Pay Level EX-II (80 hours equals
3.84% of salary)
Exceeds Up to 4% Up to $7,500 Up to 60 hours $7,500 to $10,000
Fully Maximum Pay Level EX-II (60 hours equals
Successful 2.9% of salary)
Fully Up to 1.0% None Up to 20 hours Up to $1,830
Successful | Maximum Pay Level EX-II (20 hours equals up
to 1% of salary)

*Special Act and Time Off awards require the attached Special Act Award form be completed.

Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the performance
cycle and are not to be used to recognize overall performance. The maximum Special Act Award 1s $10,000. The amount of the award must
be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the completion of

the attached Special Act Award form.



FY 2016 SL/ST Performance Recognition Guidance
Pay range for 2016 is $123,175 to $185,100

Summary Sustail.led . s =
Performance Pay Increase Sl S é:t Time Off Award* LU RO
Rating Peliormance Award Package
ward
Exceptional Up to 8% $6.000 to Up to $10,000 Up to 80 hours $10,000 to $20,000
Maximum Pay Level EX-II $10,000 (80 hours equals
3.84% of salary)
Superior Up to 4% Up to $5,999 Up to $5,000 Up to 60 hours $7,500 to 10,000
Maximum Pay Level EX-II (60 hours equals
2.9% of salary)
Fully Up to 1% None Up to $1,000 Up to 20 hours Up to $3,000
Successful | Maximum Pay Level EX-II (20 hours equals up
to 1% of salary)

*Time Off awards require the attached Special Act Award form be completed.

**Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the
performance cycle and are not to be used to recognize overall performance. The maximum Special Act Award is $10,000. The amount of the
award must be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the
completion of the attached Special Act Award form.




Memorandum

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity
Chief Human Capital Officer

Subject: Guidance on Awards for FY 2017 for SES/SL/ST Employees

Interior bureaus and offices can now proceed with planning and execution of FY 2017
performance awards for SES/SL/ST employees based on the guidance issued in this
memorandum.

The total recognition package model used for the 2016 performance close out cycle will be used
again this year. The model is in accordance with the August 12, 2016 guidance issued by the
Office of Personnel Management (OPM) and Office of Management and Budget (OMB) on
SES/SL/ST awards. Award spending for SES/SL/ST employees is limited to no more than 7.5%
of total aggregate salaries for performance awards. Special act award spending is limited to no
more than 1% of aggregate salary.

Performance recommendations must be documented on spreadsheets that will be provided to you
by your Executive Resources Coordinator for your respective bureau/office. These
recommendations must be documented and returned to your Executive Resources Coordinator by
Wednesday, November 21, 2017.

If you or your staff needs assistance, please contact Jonathan Mack at 202-208-5590,
jonathan mack@ios.doi.gov or Carrie Soave at 202-513-0874, caroline soave@ios.doi.gov with
the Executive Resources Division.

Attachments

1. 2016 OPM/OMB Guidance on SES/SL/ST Awards
2. FY 2017 Recognition Guidance
3. Special Act Award Form

Cc:  Senior Executives, Senior Leaders and Scientific and Technical Professionals
Bureau or Equivalent Offices HR Officers and Executive Resources Coordinators



EXECUTIVE OFFICE OF THE PRESIDENT
OFFICE OF MANAGEMENT AND BUDGET
WASHINGTON, D.C. 20503

August 12, 2016

THE DIRECTOR

M-16-22

MEMORANDUM FOR HEADS OF EXECUTIVE DEPARTMENTS AND AGENCIES

FROM: BETH F. COBERT AN
ACTING DIRECTOR, OFFK < NNEL MANAGEMENT

SHAUN DONOVAN

DIRECTOR, OFFICE“OF MANAG ' ENT AND BUDGET

SUBJECT:  Guidance on Awards for SES and SL/ST employees for Fiscal Year 2017

As required by Executive Order (EO) 13714, — “Strengthening the Senior Executive Service
(SES)” (https://www.whitehouse.gov/the-press-office/2015/12/15/executive-order-
strengthening-senior-executive-service), issued on December 15, 2015, the U.S. Office of
Personnel Management (OPM) and the U.S. Office of Management and Budget (OMB) are
providing additional guidance related to performance awards for members of the SES and
Senior Level (SL) and Senior Professional and Scientific (ST) employees. In EO 13714, the
President stated that starting in Fiscal Year (FY) 2017 agencies should limit their aggregate
spending on agency performance awards for SES and SL/ST employees to 7.5 percent. Prior
to 2010, there was no spending limit on SL/ST performance awards and the statutory limit of
10 percent applied to SES performance awards. The President also stated that agencies should
grant awards in a manner that provides meaningfully greater rewards to top performers.
Pursuant to EO 13714’s direction to provide additional guidance as to the distribution of such
awards, OPM now further advises that agencies should allocate awards made under the new
recommended limit to be able to reward and retain more top performers by:

e providing substantial monetary awards for the very best SES and SL/ST performers; and,

e allowing more variance of award amounts among rating levels, which is a common
attribute of pay-for-performance systems.

Agencies are encouraged to support good performance management throughout the year by
providing ongoing feedback and promptly and appropriately recognizing excellent achievements.
Agencies should use all authorized categories of awards, as appropriate, to recognize the
accomplishments of their executives throughout the year, including time-off and individual
contribution awards (e.g., special act, suggestion, invention, etc.). Agencies are reminded,
however, that individual contribution awards must be granted in adherence with 5 CFR Part 451
and not as a substitute or an enhancement of annual performance-based awards granted pursuant to
5 CFR 534.405. In addition, agencies can use such awards to recognize executives’ significant
contributions toward mission even if they are not rated at the highest rating levels, which is also a
common attribute of pay for performance.



Budgetary Limitations for Individual Monetary Awards

For FY 2017, these recommended budgetary limits apply to agency spending for individual
monetary awards only, which include rating-based performance awards and individual contribution
(e.g., special act) awards. The funding limits for the different award categories for SES and SL/ST
are to be managed separately.

Agencies are advised to limit total awards spending on the following categories of awards:

e SES individual rating-based performance awards: Agencies may spend up to
7.5 percent of the aggregate salaries of their career executives at the end of the previous
fiscal year on individual rating-based performance awards for career members of the SES.

e SL/ST individual rating-based performance awards: Agencies may spend up to
7.5 percent of the aggregate salaries of their SL/ST employees in career, career-conditional,
or equivalent positions in the excepted service at the end of the previous fiscal year on
individual rating-based performance awards for those SL/ST employees.

e SES individual contribution awards: Agencies may spend up to 1.0 percent of the
aggregate salaries of their career executives at the end of the previous fiscal year on
individual contribution awards (e.g., special act awards) that are paid throughout the fiscal
year for career members of the SES.

e SL/ST individual contribution awards: Agencies may spend up to 1.0 percent of the
aggregate salaries of their SL/ST employees in career, career-conditional, or equivalent
positions in the excepted service at the end of the previous fiscal year on individual
contribution awards (e.g., special act awards) that are paid throughout the fiscal year for
those SL/ST employees.

Previous awards spending guidance focused on the following two groups of awards and set
spending limitations on each: (1) SES/SL/ST rating-based performance awards and (2) individual
contribution awards for SES/SL/ST combined with both ratings-based performance awards and
individual contribution awards for non-SES/SL/ST. To promote clarity and increased precision in
applying and tracking awards spending, this guidance is now further separating the respective
award categories and spending limitations to address SES and SL/ST personnel separate from non-
SES/SL/ST personnel (e.g., General Schedule employees).

Guidance on funding for non-SES/SL/ST awards will be addressed in a separate memorandum.

Additional Guidance on Meaningful Use of Individual Monetary Awards for Top SES and
SL/ST Performers

Recognizing that the impact of the application of an agency’s revised program may not be
determined until the performance ratings are received and finalized, agencies should start
discussing the philosophy of how the agency expects to apply the new 7.5 percent limit, solicit
input and ideas, and generally communicate what changes can be expected.



To ensure the continued integrity of the awards programs, agencies should allocate awards in a
manner that provides meaningfully greater rewards to top performers. Agencies should ensure only
SES and SL/ST employees who have demonstrated the highest levels of individual performance
and/or contribution to the agency’s performance receive the highest annual summary ratings and
the largest corresponding performance awards, pay adjustments, and rates of pay. Agencies are
encouraged to use these awards to recognize those senior leaders who take on the most challenging
assignments, use exemplary innovative and collaborative methods, take on challenging rotational
assignments, and/or have the greatest impact on agency priorities and mission imperatives in a
given performance period. Agencies should ensure differentiation is evident individually in the
performance awards, pay adjustments, and rates of pay; and OPM and OMB will review and verify
this through the appraisal system certification process.

OPM and OMB will continue to monitor awards data that agencies provide to OPM under the
agencies’ regular reporting procedures for compliance with these limitations. Agencies may be
asked to provide additional data regarding award categories and amounts, and OPM would use this
data to conduct further analysis at a more granular level. OPM will provide more information to
agencies regarding specific data requests as needed.

Coverage

These recommended budgetary limits apply to all departments and agencies for all members of the
SES and SL/ST employees, except political appointees covered by the freeze on discretionary
spending. The President's August 3, 2010, memorandum freezing discretionary awards, bonuses,
and similar payments for political appointees continues to be in effect. Agencies should continue to
apply this freeze in accordance with OPM's guidance at https://www.chcoc.gov/content/guidance-

freeze-discretionary-awards-bonuses-and-similar-payments-federal-employees-serving.

Effective Date

The budgetary limits specified in this memorandum apply to awards paid during FY 2017, with
effective dates from October 1, 2016 through September 30, 2017.

Additional Information

Agency Chief Human Capital Officers and/or Human Resources Directors should contact Stephen
T. Shih, Deputy Associate Director for Senior Executive Services and Performance Management,
in OPM's Employee Services, at (202) 606-8046 or performance-management@opm.gov, for any
questions regarding this policy. Employees should contact their agency human resources offices
for assistance.

cc: Chief Human Capital Officers
Human Resources Directors
Council of the Inspectors General on Integrity and Efficiency
Inspectors General
Small Agency Council



Memorandum:

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity/Chief Human
Capital Officer

Subject: FY 2017 Performance Closeout Information for Senior Executive Service (SES),
Senior Level (SL) and Scientific and Professional (ST) Employees

This memorandum provides guidance on the timeline for completing FY 2017 performance
appraisals for SES, SL and ST employees. It is critical that this timeline is met, since
Performance Review Board will convene in late November in Washington, DC, and the
Executive Resources Board must complete all rating and recognition decisions so that they may
be effected the first pay period in 2018.

TIMELINE

October-November 2017
Performance close out training will be conducted for SES/SL/ST employees.

The Departmental Organizational Assessments will be distributed to Bureau Directors/
Equivalent Office Heads.

Rating officials finalize performance appraisals, meet with their executives, and communicate
the initial summary rating level.

Recommendations for pay increases/performance awards/special act awards/time-off awards will
be made by the rating official in consultation with the Bureau Director/Equivalent Office Head
and the appropriate Assistant Secretary and submitted with all completed appraisals to the
Executive Resources Division by Tuesday, November 21, 2017. These recommendations could
change and therefore are not to be communicated to the executive.

November 28, 2017

Training for Performance Review Board members will be held. Completed appraisals will be
distributed to PRB members.

November 28 — December 13, 2017



PRB panels review performance appraisal documents.

December 14 — December 15, 2017

PRB recommendations for summary ratings and awards will be recorded by the Executive
Resources Division and forwarded to the appropriate Assistant Secretary. If the PRB
recommendation for a summary rating differs from that of the Rating Officer, the PRB will
provide a written explanation for their recommendation.

December 18, 2017 — January 4, 2018

The Executive Resources Division will review information for adherence to guidance and
provide record of recommendations to the ERB for consideration. The ERB will determine final
summary ratings and recognition for all executives.

January 5, 2018

Final summary ratings and recognition for all executives will be communicated to each Assistant
Secretary/Equivalent Official and Bureau Director/Equivalent Office Head. Final decisions are
provided to Bureau Executive Resources staff for immediate processing.

PERFORMANCE AWARDS AND PAY ADJUSTMENTS

Performance awards and pay adjustments recommendations must be documented on
spreadsheets that will be provided to you by your Executive Resources point of contact for your
respective Bureaus. These recommendations must be completed and received by the Executive
Resources Division, room 4042, Main Interior Building by Tuesday, November 21, 2017.

Pay increases and performance awards will be effective the first full pay period in January
(January 7, 2018) and must be processed in FPPS by January 24, 2018 to be paid in the January
30, 2018 paycheck.

PERFORMANCE AND CONDUCT

OPM now requires that rating officials, reviewing officials, PRB members, and the ERB
consider evidence of misconduct of an SES/SL/ST employee in assessing performance against
the applicable requirements or standards.

If you or your staff have any questions or need assistance, please contact Jonathan Mack at 202-
208-5590 or jonathan_mack@ios.doi.gov or Carrie Soave, 202-513-0874 or
caroline soave@ios.doi.gov.

cc: All Senior Executives by email
All SL/ST employees by email
Bureau/Equivalent Human Resources Officers and Executive Resources Managers



SES/SL/ST SPECIAL ACT AWARD FORM
(09/2017 edition)

Name (print or type) Position Title Bureau/Office

Special Act Award: Enter the amount of recommended award in the
appropriate space below. A rating of at least “Fully Successful’ is required.

Special Act Award

Hours for Time Off Award (80 hours maximum)

Describe the specific special act, with a justification, to show that amount
recommended is commensurate with the achievement:

Recommending Official, Signature
Date
Print Name and Title

Approving Official Signature
Date

For the Executive Resources Board




From: Pletcher, Mary

To: Mack, Jonathan

Cc: Raymond Limon; Michelle Oxyer; Caroline (Carrie) Soave
Subject: Re:

Date: Wednesday, October 11, 2017 5:50:35 PM

Attachments: 2017 Timeline Memo updated 101117.docx

| made afew adjustments to the timeline. | added alittle more time for the PRB and the ERB
with decisions communicated January 5, 2018.

Do you think this works?
Mary

On Tue, Oct 10, 2017 at 2:11 PM, Mack, Jonathan <jonathan _mack @ios.doi.gov> wrote:
Please see attached draft timeline memo and requested close-out info for the previous 5

years.

Thanks!

Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505



Memorandum:

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity/Chief Human
Capital Officer

Subject: FY 2017 Performance Closeout Information for Senior Executive Service (SES),
Senior Level (SL) and Scientific and Professional (ST) Employees

This memorandum provides guidance on the timeline for completing FY 2017 performance
appraisals for SES, SL and ST employees. It is critical that this timeline is met, since
Performance Review Board will convene in late November in Washington, DC, and the
Executive Resources Board must complete all rating and recognition decisions so that they may
be effected the first pay period in 2018.

TIMELINE

October-November 2017
Performance close out training will be conducted for SES/SL/ST employees.

The Departmental Organizational Assessments will be distributed to Bureau Directors/
Equivalent Office Heads.

Rating officials finalize performance appraisals, meet with their executives, and communicate
the initial summary rating level.

Recommendations for pay increases/performance awards/special act awards/time-off awards will
be made by the rating official in consultation with the Bureau Director/Equivalent Office Head
and the appropriate Assistant Secretary and submitted with all completed appraisals to the
Executive Resources Division by Tuesday, November 21, 2017. These recommendations could
change and therefore are not to be communicated to the executive. Guidance on the ranges for
pay increases and recognition will be provided in a subsequent memorandum.

November 28, 2017
Training for Performance Review Board members will be held. Completed appraisals will be
distributed to PRB members.



November 28 — December 13, 2017
PRB panels review performance appraisal documents.

December 14 — December 15, 2017

PRB recommendations for summary ratings and awards will be recorded by the Executive
Resources Division and forwarded to the appropriate Assistant Secretary. If the PRB
recommendation for a summary rating differs from that of the Rating Officer, the PRB will
provide a written explanation for their recommendation.

December 18, 2017 — January 4, 2018

The Executive Resources Division will review information for adherence to guidance and
provide record of recommendations to the ERB for consideration. The ERB will determine final
summary ratings and recognition for all executives.

January 5, 2018

Final summary ratings and recognition for all executives will be communicated to each Assistant
Secretary/Equivalent Official and Bureau Director/Equivalent Office Head. Final decisions are
provided to Bureau Executive Resources staff for immediate processing.

PERFORMANCE AWARDS AND PAY ADJUSTMENTS

Specific guidance for SES/SL/ST performance awards and pay adjustments will be provided in a
subsequent memorandum. Pay adjustment recommendations must be documented on
spreadsheets that will be provided to you by your Executive Resources point of contact for your
respective Bureaus. These recommendations must be documented and received by the Executive
Resources Division, room 4042, Main Interior Building by Tuesday, November 21, 2017.

Pay increases and performance awards will be effective the first full pay period in January
(January 7, 2018) and must be processed in FPPS by January 24, 2018 to be paid in the January
30, 2018 paycheck.

PERFORMANCE AND CONDUCT

OPM now requires that rating officials, reviewing officials, PRB members, and the ERB
consider evidence of misconduct of an SES/SL/ST employee in assessing performance against
the applicable requirements or standards.

If you or your staff have any questions or need assistance, please contact Jonathan Mack at 202-
208-5590 or jonathan mack@ios.doi.gov or Carrie Soave, 202-513-0874 or
caroline_soave@io0s.doi.gov.

cc: All Senior Executives by email
All SL/ST employees by email
Bureau/Equivalent Human Resources Officers and Executive Resources Managers



From: Pletcher, Mary

To: Jonathan Mack; Michelle Oxyer; Caroline (Carrie) Soave
Cc: Raymond Limon

Subject: SES/SL/ST performance recognition guidance

Date: Wednesday, October 11, 2017 5:01:54 PM
Attachments: 2016 Award Guidance Memo 101716.docx

EY 2016 SES SL ST Performance Recognition Guidance.docx

Attachment 1 - OPM OMB Guidance on SES SL ST Awards.pdf
Attachment 3 - Award Form 2016.docx

Can you go ahead and take a crack at updating the SES/SL/ST performance recognition
guidance? | would update the memo to basically say that OMB/OPM has decided to follow
last year's guidance as opposed to referring to what we did in 2014 and 2015.

Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505



Memorandum

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity
Chief Human Capital Officer

Subject: Guidance on Awards for FY 2016 for SES/SL/ST Employees

Interior bureaus and offices can now proceed with planning and execution of FY 2016
performance awards for SES/SL/ST employees based on the guidance issued in this
memorandum.

The total recognition package model used for the 2014 and 2015 performance close out cycles
will be used again this year. The model has been adjusted to take into account the August 12,
2016 guidance issued by the Office of Personnel Management (OPM) and Office of
Management and Budget (OMB) on SES/SL/ST awards. Award spending for SES/SL/ST
employees is now limited to no more than 7.5% of total aggregate salaries for performance
awards. Special act award spending is limited to no more than 1% of aggregate salary.

Performance recommendations must be documented on spreadsheets that will be provided to you
by your Executive Resources Coordinator for your respective bureau/office. These
recommendations must be documented and returned to your Executive Resources Coordinator by
Thursday, November 10, 2016.

If you or your staff needs assistance, please contact Jonathan Mack at 202-208-5590,

jonathan mack@ios.doi.gov, Michelle Oxyer at 202-208-6943, michelle oxyer@ios.doi.gov, or
Carrie Soave at 202-513-0874, caroline_soave@ios.doi.gov with the Executive Resources
Division.

Attachments

1. OPM/OMB Guidance on SES/SL/ST Awards
2. FY 2016 Recognition Guidance
3. Special Act Award Form

Cc: Senior Executives, Senior Leaders and Scientific and Technical Professionals
Bureau or Equivalent Offices HR Officers and Executive Resources Coordinators



FY 2016 CAREER SES Performance Recognition Guidance
Pay range for 2016 is $123,175 to $185,100

Summary Total Recognition
Performance Pay Increase Bonus Special Act Award Time Off Award*
. Package
Rating
Outstanding Up to 8% 8% to 15% Up to 80 hours 9%-16%
Maximum Pay Level EX-II | performance (80 hours equals
bonus 3.84% of salary)
Exceeds Up to 4% 5% to 7.5% Up to 80 hours 5%-8%
Fully Maximum Pay Level EX-II [ performance (80 hours equals
Successful bonus 3.84% of salary)
Fully Up to 1% Special Act Award — Up to 40 hours Up to 4%
Successful | Maximum Pay Level EX-II up to 3% (40 hours equals up
to 1.9% of salary)

*Time Off awards require the attached Special Act Incentive Award form be completed.

Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the performance
cycle and are not to be used to recognize overall performance. The maximum Special Act Award 1s $10,000. The amount of the award must
be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the completion of

the attached Special Act Award form.



FY 2016 NON CAREER SES Performance Recognition Guidance

Summary
Performance Pay Increase* Time Off Award** Total Recognition Package
Rating
Outstanding Up to 8% Up to 80 hours Value of time-off plus pay increase
Maximum Pay Level EX-IV (80 hours equals 3.84% of cannot exceed 10%.
salary)
Exceeds Fully Up to 4% Up to 60 hours Value of time-off plus pay increase
Successful Maximum Pay Level EX-IV (60 hours equals 2.9% of cannot exceed 7%
salary)
Fully Successful Up to 1% Up to 40 hours Value of time-off plus pay increase
Maximum Pay Level EX-IV | (40 hours equals up to 1.9% of cannot exceed 2%
salary)

**Time Off awards require the Special Act Award form be completed.

*Pay Increase: Political pay freeze continues through January 7,2017. Executives paid under EX-IV ($160,300) can receive pay
mcreases up to EX-IV ($160,300). Executive paid at and above EX-IV ($160,300) are not eligible for pay increases.

Performance Bonuses: On August 3, 2010, President Obama froze discretionary awards for all political employees, including
Non Career SES and political Limited Term SES appointees. This freeze remains in effect. OPM guidance permits only non-monetary
performance awards or time-off awards.



FY 2016 Limited Term SES Performance Recognition Guidance

Pay range for 2016 is $123,175 to $185,100

Summary Total Recognition
Performance Pay Increase Special Act Award* | Time Off Award*
. Package
Rating
Outstanding Up to 8% Up to $10,000 Up to 80 hours $10,000 to $15,200
Maximum Pay Level EX-II (80 hours equals
3.84% of salary)
Exceeds Up to 4% Up to $7,500 Up to 60 hours $7,500 to $10,000
Fully Maximum Pay Level EX-II (60 hours equals
Successful 2.9% of salary)
Fully Up to 1.0% None Up to 20 hours Up to $1,830
Successful | Maximum Pay Level EX-II (20 hours equals up
to 1% of salary)

*Special Act and Time Off awards require the attached Special Act Award form be completed.

Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the performance
cycle and are not to be used to recognize overall performance. The maximum Special Act Award 1s $10,000. The amount of the award must
be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the completion of

the attached Special Act Award form.



FY 2016 SL/ST Performance Recognition Guidance
Pay range for 2016 is $123,175 to $185,100

Summary Sustail.led . s =
Performance Pay Increase Sl S é:t Time Off Award* LU RO
Rating Peliormance Award Package
ward
Exceptional Up to 8% $6.000 to Up to $10,000 Up to 80 hours $10,000 to $20,000
Maximum Pay Level EX-II $10,000 (80 hours equals
3.84% of salary)
Superior Up to 4% Up to $5,999 Up to $5,000 Up to 60 hours $7,500 to 10,000
Maximum Pay Level EX-II (60 hours equals
2.9% of salary)
Fully Up to 1% None Up to $1,000 Up to 20 hours Up to $3,000
Successful | Maximum Pay Level EX-II (20 hours equals up
to 1% of salary)

*Time Off awards require the attached Special Act Award form be completed.

**Special Act Awards: Special Act Awards may be used to recognize individual and specific special acts that occurred during the
performance cycle and are not to be used to recognize overall performance. The maximum Special Act Award is $10,000. The amount of the
award must be commensurate with the special act or achievement being recognized. The Special Act Award recommendations require the
completion of the attached Special Act Award form.




EXECUTIVE OFFICE OF THE PRESIDENT
OFFICE OF MANAGEMENT AND BUDGET
WASHINGTON, D.C. 20503

August 12, 2016

THE DIRECTOR

M-16-22

MEMORANDUM FOR HEADS OF EXECUTIVE DEPARTMENTS AND AGENCIES

FROM: BETH F. COBERT AN
ACTING DIRECTOR, OFFK < NNEL MANAGEMENT

SHAUN DONOVAN

DIRECTOR, OFFICE“OF MANAG ' ENT AND BUDGET

SUBJECT:  Guidance on Awards for SES and SL/ST employees for Fiscal Year 2017

As required by Executive Order (EO) 13714, — “Strengthening the Senior Executive Service
(SES)” (https://www.whitehouse.gov/the-press-office/2015/12/15/executive-order-
strengthening-senior-executive-service), issued on December 15, 2015, the U.S. Office of
Personnel Management (OPM) and the U.S. Office of Management and Budget (OMB) are
providing additional guidance related to performance awards for members of the SES and
Senior Level (SL) and Senior Professional and Scientific (ST) employees. In EO 13714, the
President stated that starting in Fiscal Year (FY) 2017 agencies should limit their aggregate
spending on agency performance awards for SES and SL/ST employees to 7.5 percent. Prior
to 2010, there was no spending limit on SL/ST performance awards and the statutory limit of
10 percent applied to SES performance awards. The President also stated that agencies should
grant awards in a manner that provides meaningfully greater rewards to top performers.
Pursuant to EO 13714’s direction to provide additional guidance as to the distribution of such
awards, OPM now further advises that agencies should allocate awards made under the new
recommended limit to be able to reward and retain more top performers by:

e providing substantial monetary awards for the very best SES and SL/ST performers; and,

e allowing more variance of award amounts among rating levels, which is a common
attribute of pay-for-performance systems.

Agencies are encouraged to support good performance management throughout the year by
providing ongoing feedback and promptly and appropriately recognizing excellent achievements.
Agencies should use all authorized categories of awards, as appropriate, to recognize the
accomplishments of their executives throughout the year, including time-off and individual
contribution awards (e.g., special act, suggestion, invention, etc.). Agencies are reminded,
however, that individual contribution awards must be granted in adherence with 5 CFR Part 451
and not as a substitute or an enhancement of annual performance-based awards granted pursuant to
5 CFR 534.405. In addition, agencies can use such awards to recognize executives’ significant
contributions toward mission even if they are not rated at the highest rating levels, which is also a
common attribute of pay for performance.



Budgetary Limitations for Individual Monetary Awards

For FY 2017, these recommended budgetary limits apply to agency spending for individual
monetary awards only, which include rating-based performance awards and individual contribution
(e.g., special act) awards. The funding limits for the different award categories for SES and SL/ST
are to be managed separately.

Agencies are advised to limit total awards spending on the following categories of awards:

e SES individual rating-based performance awards: Agencies may spend up to
7.5 percent of the aggregate salaries of their career executives at the end of the previous
fiscal year on individual rating-based performance awards for career members of the SES.

e SL/ST individual rating-based performance awards: Agencies may spend up to
7.5 percent of the aggregate salaries of their SL/ST employees in career, career-conditional,
or equivalent positions in the excepted service at the end of the previous fiscal year on
individual rating-based performance awards for those SL/ST employees.

e SES individual contribution awards: Agencies may spend up to 1.0 percent of the
aggregate salaries of their career executives at the end of the previous fiscal year on
individual contribution awards (e.g., special act awards) that are paid throughout the fiscal
year for career members of the SES.

e SL/ST individual contribution awards: Agencies may spend up to 1.0 percent of the
aggregate salaries of their SL/ST employees in career, career-conditional, or equivalent
positions in the excepted service at the end of the previous fiscal year on individual
contribution awards (e.g., special act awards) that are paid throughout the fiscal year for
those SL/ST employees.

Previous awards spending guidance focused on the following two groups of awards and set
spending limitations on each: (1) SES/SL/ST rating-based performance awards and (2) individual
contribution awards for SES/SL/ST combined with both ratings-based performance awards and
individual contribution awards for non-SES/SL/ST. To promote clarity and increased precision in
applying and tracking awards spending, this guidance is now further separating the respective
award categories and spending limitations to address SES and SL/ST personnel separate from non-
SES/SL/ST personnel (e.g., General Schedule employees).

Guidance on funding for non-SES/SL/ST awards will be addressed in a separate memorandum.

Additional Guidance on Meaningful Use of Individual Monetary Awards for Top SES and
SL/ST Performers

Recognizing that the impact of the application of an agency’s revised program may not be
determined until the performance ratings are received and finalized, agencies should start
discussing the philosophy of how the agency expects to apply the new 7.5 percent limit, solicit
input and ideas, and generally communicate what changes can be expected.



To ensure the continued integrity of the awards programs, agencies should allocate awards in a
manner that provides meaningfully greater rewards to top performers. Agencies should ensure only
SES and SL/ST employees who have demonstrated the highest levels of individual performance
and/or contribution to the agency’s performance receive the highest annual summary ratings and
the largest corresponding performance awards, pay adjustments, and rates of pay. Agencies are
encouraged to use these awards to recognize those senior leaders who take on the most challenging
assignments, use exemplary innovative and collaborative methods, take on challenging rotational
assignments, and/or have the greatest impact on agency priorities and mission imperatives in a
given performance period. Agencies should ensure differentiation is evident individually in the
performance awards, pay adjustments, and rates of pay; and OPM and OMB will review and verify
this through the appraisal system certification process.

OPM and OMB will continue to monitor awards data that agencies provide to OPM under the
agencies’ regular reporting procedures for compliance with these limitations. Agencies may be
asked to provide additional data regarding award categories and amounts, and OPM would use this
data to conduct further analysis at a more granular level. OPM will provide more information to
agencies regarding specific data requests as needed.

Coverage

These recommended budgetary limits apply to all departments and agencies for all members of the
SES and SL/ST employees, except political appointees covered by the freeze on discretionary
spending. The President's August 3, 2010, memorandum freezing discretionary awards, bonuses,
and similar payments for political appointees continues to be in effect. Agencies should continue to
apply this freeze in accordance with OPM's guidance at https://www.chcoc.gov/content/guidance-

freeze-discretionary-awards-bonuses-and-similar-payments-federal-employees-serving.

Effective Date

The budgetary limits specified in this memorandum apply to awards paid during FY 2017, with
effective dates from October 1, 2016 through September 30, 2017.

Additional Information

Agency Chief Human Capital Officers and/or Human Resources Directors should contact Stephen
T. Shih, Deputy Associate Director for Senior Executive Services and Performance Management,
in OPM's Employee Services, at (202) 606-8046 or performance-management@opm.gov, for any
questions regarding this policy. Employees should contact their agency human resources offices
for assistance.

cc: Chief Human Capital Officers
Human Resources Directors
Council of the Inspectors General on Integrity and Efficiency
Inspectors General
Small Agency Council



SES/SL/ST SPECIAL ACT AWARD FORM
(10/2016 edition)

Name (print or type) Position Title Bureau/Office

Special Act Award: Enter the amount of recommended award in the
appropriate space below. A rating of at least “Fully Successful’ is required.

Special Act Award

Hours for Time Off Award (80 hours maximum)

Describe the specific special act, with a justification, to show that amount
recommended is commensurate with the achievement:

Recommending Official, Signature
Date
Print Name and Title

Approving Official Signature
Date

For the Executive Resources Board




From: Mack, Jonathan

To: Pletcher, Mary; Raymond Limon

Cc: Michelle Oxyer; Caroline (Carrie) Soave
Subject: Fwd:

Date: Tuesday, October 10, 2017 2:11:29 PM

Attachments: Recoanition Spending Matrix 2012-2016.xIsx
2017 Timeline Memo (1).docx

Please see attached draft timeline memo and requested close-out info for the previous 5 years.

Thanks!



Memorandum:

To: Solicitor
Assistant Secretaries
Heads of Bureaus and Equivalent Offices

From: Mary Pletcher
Deputy Assistant Secretary — Human Capital and Diversity/Chief Human
Capital Officer

Subject: FY 2017 Performance Closeout Information for Senior Executive Service (SES),
Senior Level (SL) and Scientific and Professional (ST) Employees

This memorandum provides guidance on the timeline for completing FY 2017 performance
appraisals for SES, SL and ST employees. It is critical that this timeline is met, since
Performance Review Board will convene in late November in Washington, DC, and the
Executive Resources Board must complete all rating and recognition decisions so that they may
be effected the first pay period in 2018.

TIMELINE

October-November 2017
Performance close out training will be conducted for SES/SL/ST employees.

The Departmental Organizational Assessments will be distributed to Bureau Directors/
Equivalent Office Heads.

Rating officials finalize performance appraisals, meet with their executives, and communicate
the initial summary rating level.

Recommendations for pay increases/performance awards/special act awards/time-off awards will
be made by the rating official in consultation with the Bureau Director/Equivalent Office Head
and the appropriate Assistant Secretary and submitted with all completed appraisals to the
Executive Resources Division by Tuesday, November 20, 2017. These recommendations could
change and therefore are not to be communicated to the executive. Guidance on the ranges for
pay increases and recognition will be provided in a subsequent memorandum.

November 28, 2017
Training for Performance Review Board members will be held. Completed appraisals will be
distributed to PRB members.

November 28 — December 11, 2017



PRB panels review performance appraisal documents.

December 11 — December 14, 2017

PRB recommendations for summary ratings and awards will be recorded by the Executive
Resources Division and forwarded to the appropriate Assistant Secretary. If the PRB
recommendation for a summary rating differs from that of the Rating Officer, the PRB will
provide a written explanation for their recommendation.

December 17 — December 20, 2017

The Executive Resources Division will review information for adherence to guidance and
provide record of recommendations to the ERB for consideration. The ERB will determine final
summary ratings and recognition for all executives.

December 21, 2017

Final summary ratings and recognition for all executives will be communicated to each Assistant
Secretary/Equivalent Official and Bureau Director/Equivalent Office Head. Final decisions are
provided to Bureau Executive Resources staff for immediate processing.

PERFORMANCE AWARDS AND PAY ADJUSTMENTS

Specific guidance for SES/SL/ST performance awards and pay adjustments will be provided in a
subsequent memorandum. Pay adjustment recommendations must be documented on
spreadsheets that will be provided to you by your Executive Resources point of contact for your
respective Bureaus. These recommendations must be documented and received by the Executive
Resources Division, room 4042, Main Interior Building by Tuesday, November 20, 2017.

Pay increases and performance awards will be effective the first full pay period in January
(January 7, 2018) and must be processed in FPPS by January 24, 2018 to be paid in the January
30, 2018 paycheck.

PERFORMANCE AND CONDUCT

OPM now requires that rating officials, reviewing officials, PRB members, and the ERB
consider evidence of misconduct of an SES/SL/ST employee in assessing performance against
the applicable requirements or standards.

If you or your staff have any questions or need assistance, please contact Jonathan Mack at 202-
208-5590 or jonathan mack@ios.doi.gov or Carrie Soave, 202-513-0874 or
caroline_soave@io0s.doi.gov.

cc: All Senior Executives by email
All SL/ST employees by email
Bureau/Equivalent Human Resources Officers and Executive Resources Managers



OPM/OMB
Spending Cap

Agency Recognition Guidelines

Average Recognition

Total Spending (SES
Bonuses Only)

7.5% of aggregate
pay

Outstanding - Up to 8% pay
increase; Bonus 8% to 15% TOA

Average Bonus - $13,154

2016 (52,828,209) up to 80 hours (7.5%) 7.36% (52,775,594)
Exceeds Fully Successful - Up to
4% pay increase; Bonus 5% - Average Pay Increase -
7.5%; TOA up to 80 hours $4,512 (2.68%)
Fully Successful - Up to 1% pay
increase; Special Act up to 3%;
TOA up to 40 hours
4.8% of aggregate |Exceptional - Up to 8% pay
pay increase; Bonus 5%-7.5%; TOA |Average Bonus - $10,137
2015 (51,654,294) up to 80 hours (5.88%) 4.11% (S1,429,365)
Superior - Up to 4% pay
increase; Bonus 5%; TOA up to |Average Pay Increase - $5,133
80 hours (3.11%)
Fully Successful - Up to 1% pay
increase; TOA up to 40 hours
4.8% of aggregate |Exceptional - Up to 8% pay
pay increase; Bonus 5%-7.5%; TOA |Average Bonus - $9,631
2014 (51,550,342) up to 80 hours (5.73%) 4.06% ($1,309,861)

Superior - Up to 4% pay
increase; Bonus 5%; TOA up to
80 hours

Fully Successful - Up to 1% pay
increase; TOA up to 40 hours

Average Pay Increase - $5,309
(3.23%)




OoPM/OMB
Spending Cap

Agency Recognition Guidelines

Average Recognition

Total Spending (SL
ST SSP Only)

2016

7.5% of aggregate

pay
($1,030,216)

Exceptional - Up to 8% pay
increase; SSP $7,000 to
$10,000; Special Act up to
$10,000; TOA up to 80 hours

Superior - Up to 4% pay
increase; SSP up to $6,999;
Special Act up to $5,000; TOA
up to 60 hours

Fully Successful - Up to 1% pay
increase; Special Act up to
$1,000; TOA up to 20 hours

Average SSP - 54,988 (2.84%)

Average Pay Increase - $6,360
(3.70%)

2.2% ($299,256)




From: Pletcher, Mary

To: Christopher B Lawson
Subject: hiring controls spreadsheet
Date: Tuesday, October 10, 2017 9:40:02 AM

Attachments: Consolidated Hiring Waiver Requests 2017-09-15.xIsx

See attached.

Mary

Mary Pletcher

Department of the Interior

Deputy Assistant Secretary for Human Capital and Diversity
Chief Human Capital Officer

(202) 208-4505



Deputy Secretary Approval

Bureau
BIA

BIE
BLM
BOEM
BOR
BSEE
FWS
NPS
Osm
OST
SOL
USGS
(blank)
Grand Total

(blank)

Count
24

18
11
113

10
70

11

39

317



Consolidated Hiring Waiver Requests 2017-09-1

5 Associate
Date of Above / bCor £ Deputy
No. Bureau Position Title Grade Location Denver / Vacant < Description of Position Mission Impact Comments
Request Below 12 g Secretary
Other E;
n Approval
The OIMT is in critical need to fill this existing position to assist the The ATO develops enterprise policies based on the review and
Reston, VA ACIO and the DACIO in implementing and complying with DOI analysis of existing and new technologies that are applicable to the
. Albuguerque, standards enterprise architectures and approaches. The principal business processes and needs of the IA without this position OIMT
1455 BIA 8/1/2017 Ass'oaate Technology 15 Above 12 |NM hC or Denvel6 years function of this position is to ensure Indian Affairs wide consistency in|will be behind on business prcoesses and technology needs. ATO is No Not approved by OCIO.
Officer (ATO) or the use of enterprise-wide hardware and software. responsible for current knowledge regarding technolgoy innvoations
Lakewood, CO and their applicability to IA needs and without this position IA is not
able to keep up with industry technolgoy standards.
Serve as a warranted Contracting Officer (70%) and Grants Specialist |No immediate response to wildland fire; No procurement of supplies
(30%) providing authoritative advisory services to regional agencies |& services to fight the wildland fire; No personnel to negotiate
and program offices, and contractors/grantees on the laws, Emergency Equipment Rental Agreement (EERA); No personnel to
17 18 BIA 9/1/2017 Contract o ' 13 Above 12 |Phoenix, AZ Other |New Position No |resulations, policy and procedures governing these processes negotiate and prepare Land Use Agreements; No personnel to Yes
Grant/Specialist (Fire) associated with BIA functions to tribes and tribal organization negotiate Cooperative Agreements with Tribes; andNo personnel
operating under P.L. 93-638 and/or Cooperative Agreements dedicated to respond and travel to a wildland fire to access the needs
between the BIA and various tribal entities. of the fire.
Serve as a warranted Contracting Officer providing authoritative Should this postion not be filled it would impact the procurement of
advisory services to regional agencies and program offices, and goods and services for all programs for the Region, Agenices and
contractors/grantees on the laws, regulations, policy and procedures |[Tribal entities. The procurement of goods and services would be
17 19 BIA 9/1/2017 [Contract Specialist ~ |9--11--12 12 Phoenix, AZ Other (5 months No |governing these processes associated with BIA functions to tribes and [immensely delayed and would negatively impact the operation and Yes
tribal organization operating under P.L. 93-638 and/or Cooperative |function of serving our Tribal entities.
Agreements between the BIA and various tribal entities.
Serve as a warranted Contracting Officer providing authoritative Should this postion not be filled it would impact the procurement of
advisory services to regional agencies and program offices, and goods and services for all programs for the Region, Agenices and
contractors/grantees on the laws, regulations, policy and procedures |[Tribal entities. The procurement of goods and services would be
1720 BIA 9/1/2017 [Contract Specialist ~ |9--11--12 12 Phoenix, AZ Other |11 months No |governing these processes associated with BIA functions to tribes and [immensely delayed and would negatively impact the operation and Yes
tribal organization operating under P.L. 93-638 and/or Cooperative |function of serving our Tribal entities.
Agreements between the BIA and various tribal entities.
The incumbent is responsible for EEO Counseling and mandated steps|A TUlly stafted EEO oftice is critical to meet statutory obligations Advertise position as DC or ABQ and
required to process complaints of discrimination. The incumbent is ~ |Pursuant to 29 C.F.R. 1614.102. If these positions are not filled, the pick best qualified candidate.
also responsible for the administrative functions associated with the |°ffice will not meet its obligations: Impact of failing to provide timely
implementation and preparation of counseling services for BIA and EEO counseling (90 day time limit) will result in increased complaints
BIE employees and applicants for employment who believe they have [2nd remands to the Agency when the case is dismissed for this
been discriminated against in employment actions under Title VIl of ~[r€ason. BIA EEO informal complaint activity is up and has continued
the Civil Rights Act of 1964, as amended, the Civil Rights Act of 1991, [to climb since 2014, from a low of 32 to a high of 86 in 2017;
the Age Discrimination in Employment Act (ADEA) of 1967, as Processing formal complaints of discrimination the Agency is subject
amended, the Rehabilitation Act of 1973, as amended, and the to default judgments in favor of the complainant even absent of
Americans with Disabilities Act of 1990. discrimination. Formal complaints filed for acceptance or dismissal
are up and has continued to climb since 2015, from a low of 22 to a
high of 57 in 2017. Impact of failing to ensure that all investigations
are conducted fairly, efficiently, and in a timely manner, the
#1 will vacate Administrative Judge or OFO may impose sanctions on the Agency as
the position in 3 deemed appropriate (180 day time limit). BIA EEO investigations .
1859 BIA 9/15/2017 gqual Em[:.>loymen.t . 65-0260- 12 Reston, VA DC months #2 will completed have continued to rise since 2014, from a low of 10 to a Conditional
pportunity Specialist [11/12 Yes

seperate for

Workers Comp

high of 39 in 2017. Impact of failing provide documents in the course
of the investigation Agency may subject the Agency to sanction
where it fails to comply with a request of the EEO Investigator for
documents, records, comparative data, statistics, affidavits, or the
attendance of witnesses. Impact of failing to develop an impartial and
appropriate factual record upon which to make findings on the
claim(s), the EEOC may issue sanctions in the form of dollars or
limiting the SOL ability to conduct discovery or other sanctions at
their discretion. Impact of failing to provide managers with
information and the required training is essentially the effect of giving
them decision making authority without training on harassment,
discrimination and retaliation. When supervisors are not properly
trained on equal opportunity and conflict management, they are
more likely to take actions or make comments that may result in
findinos of discrimination and financial liahilitv Imbact of failine to
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Consolidated Hiring Waiver Requests 2017-09-1

5 Associate
Date of Above / bCor £ Deput
No. Bureau Position Title Grade Location Denver / Vacant E Description of Position Mission Impact puty Comments
Request Below 12 o Secretary
Other E;
n Approval
The incumbent is the national subject matter expert providing BIA Becuase Native women are battered at a rate dramatically higher Identify other non-DC locations
regional, agency, and tribal child protection program staff policy than the general population, not filling this position affects the BIA (Albuquerque or other Regional
guidance regarding domestic and family violence prevention in Indian |ability to address and combat family and domestic violence. Failure headquarters)
Country. The incumbent manages the National plan to combat family |to fill this position hinders BIA’s ability to develop best practice
o violence and strengthen American Indian and Native American policy, establish and disseminate information, and to coordinate o
1726 BIA 9/1/2017 Family Ylolence . |es-12/13 Above 12 |DC DC 1 year (Al/AN) communities and families, with an emphasis on intervention |[services between with other Federal agencies with Domestic Violence Conditional
Prevention Specialist and prevention through the development of tribally-driven and programs. Yes
culturally relevant service models. The incumbent also provides
oversight for evaluations and assessments, focusing on identifying
and disseminating best practices and performance measurement
outcomes.
The incumbent is the national subject matter expert providing BIA Not filling the Indian Child Welfare Act (PL 95-608) - ICWA position, Identify other non-DC locations
regional, agency, and tribally child welfare program staff policy directly impacts BIA's capacity to keep American Indian and Alaskan (Albuquerque or other Regional
guidance regarding delivery of child protection and child welfare Native Children (Al/AN) with their families and communities. It will headquarters)
services in Indian Country. The incumbent supervises the notification |hinder policy development that is an essential framework on which
of involuntary child custody proceedings, and national database tribal child welfare programs rely, and that public and private child
which logs in and tracks ICWA notices received. The incumbent welfare agencies and state courts utilize to conduct their work to
organize annual conferences focusing on issues affecting children and |serve tribal children and families. Also, not filling this position impacts
families in Indian Country, and partners with BIA law enforcement, the BIA’s ability to provide, on behalf of the Secretary of the Interior,
the Department of Justice, Department of Health and Human proper notice of all involuntary court proceeding involving Al/AN
Services, and other agencies involved in delivering protective services |children and to properly maintain ICWA adoption records as required
Indian Child Welfare in Indian Country, such as guidance on the Native American Children’s{under PL 95-608. Leaving this position vacant, effects BIA’s ability to Conditional
1727 BIA 9/1/2017 Specialist GS-12/13 Above 12 |DC 1 week Safety Act. develop and implement guidelines as required by the Native Yes
American Children Safety Act (Pub. L. 114-165). Should this position
not be filled Tribes, and BIA field personnel, will not receive timely
guidance and technical assistance that help children and families that
are most at risk for abuse and neglect. Finally, since all existing public
guidance to state courts on filing their adoption and ICWA notices
with the BIA specifically state they should submit these documents to
Washington, D.C., it is imperative we have an ICWA staff person in
the central office to process these notices - which number in the
thousands annually.
Pr'owdes all b'udgetary and flna!'mal suppo.rt tothe eruty Bureau Because this is the only position within OIS that is solely dedicated to
Director - Indian Services. The incumbent is responsible for all budget]|.. . . . .
] ] o . financial management and budget execution, the incumbent is
execution and formulation activities on behalf of the Deputy Director, . " " L . .
i cluded drafting budeet iustificati budeet briefing d ts f essentially a "one person shop" in assisting the Deputy Director in
inciu e. ratting u ge. Ju_s ! |?a lons, budge .rle Ing documents for managing the $750 million in funding that flows through OIS. The
DOl senior leadership, distribution of funds to tribes and also serves L . - . . . . .
. . . ] . major impact of this position going unfilled is a delay in processing
as the budget and finance advisor to Office of Indian Services (OIS) . .
) i . funding documents - which would delay much needed program
leadership. In addition, the incumbent serves as the OIS lead for . . . . . .
] . funding being distributed to the tribes in a timely manner. If program
tracking the annual A-123 reviews, asssurance statement L " . . .
. tracki ¢ undell d orders (UDOs) and funding is delayed, the "on the ground" mission delivery functions
Management preinaratl?n, r.at.:t.mg(? undelivered orders s/an would be adversely affected. In addition, requests from ASIA/DOI
1857 BIA 9/15/2017 |Analyst/Budget GS-14 Above 12 |DC DC 8/18/2017 contracts/acquisitions Issues. senior leadership for OIS related budget briefing documents would be No
Officer delayed, as the previous incumbent possessed 10 years of

institutional knowledge of OIS budget/financial history that can only
be replicated through extensive research conducted by existing staff
with limited experience in this field - and who also must maintain
their current job duties that are important to "on the ground"
mission functions related to transportation, job training, social
services and self determination. The end result of not filling this
position is the adverse financial impact on the delivery of OIS-related
services to tribes and their members.

Page 3 of 108

Date

9/26/2017

9/26/2017

9/26/2017



Consolidated Hiring Waiver Requests 2017-09-1

5 Associate
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n Approval
Provides expert acquisition technical support and training to Western [Should this position not be filled the there would be no one to
Region Programs/Agencies including BIE & OJS. Responsible to provide the much needed acquisition training and technical support
provide technical assistance on preparing procurement documents (, [in preparing their Purchase Requests and Acquisitions and there will
172 1 BIA 9/1/2017 |Procurement Analyst [12-13 Above 12 |Phoenix, AZ Other |New Position No |Procurment planning, SOW, IGCE, Market Research, Justifications, no one to respond to data calls and reporting in a timely manner. Vs
etc.). Responsible for Acquisition data calls, acquisition reporting
(FPDS, CPARS, Small Business, etc.), UDQOS, records management and
other assigned duties.
Senior Procurement Analyst position at the Central Acquisitions The incumbent will be the main liaison with the Office of Small Advertise position as DC or ABQ and
Office, Division of Acquisition Management, Office of the Chief Disadvantage Business Utilization (OSDBU), Small Business pick best qualified candidate.
Financial Officer. The main duties will be the Competition Advocate, |Administration, and vendors/contractors. As the Competition
National Headquarters Small Business Specialist, and conducting Advocate and Headquarters Small Business Specialist, will be
review and approvals for Certificate of Appointments on all responsible for the small business goals and addressing competition
Contracting Officer Warrants. The incumbent will provide research, [issues with vendors. Focus will be supporting the Bureau of Indian
analysis and guidance to the Bureau Procurement Chief (BPC) focused |Education with their many needs and the schools that are in need of
on bureau-wide operations, logistics, suppliers, and customer demolishment, rebuild, and/or refurbishment. Will take on additional| Conditional
18871 | 8 | 9/15/2017 |Procurement Analyst [GS-1102-14 | Above 12 |Reston, VA DC  |One Month o e : - - : : : :
pport. This position will be responsible for coordinating, roles reviewing and approving large actions for regional offices to Yes
responding, and implementation of recommendations to address accountability concerns from audit agencies. Without the
Congressional, General Accounting Office (GAO), and IG Procurement Analyst’s in place, the acquisition office will lack the
investigations, audits, and/or inspections. The incumbent will also continuity to implement the national level contracts, mentoring of
study current and proposed policies and assesses impact on junior staff, properly reviewing complex actions, and assisting the
processes, procedures, systems, and data, as well as on customer and [regional contracting officer with complex research and addressing
supplier organizations. questions and concerns.
This position oversees the range and agriculture functions for the Specific issues not being met include oversight of the current GAO
Western Region 12,000,000 acres. exeamination of the wild/feral horse program as well as the noxious
wee/invasisve species program for nearly XX tribes. The region will be
unable to conduct inspectors or review projects, site or program
requiring geologic and geomorphic interpreation, including flood risk
and damage, streatm bank erosion control, surface expression of the
1722 BIA 9/1/2017 Rang.e Management 13 Above 12 |Phoenix, AZ Other |2 years No presence of economic industrial rocks or minerals, and the affects of Yes
Specialist surface mining or other surface distrurbing activities on the land and
environment. Nor can we review leases and update inventory of
minerals related activities. The type of technical assistance is unable
to be given as we do have the technical expertise for the region which
covers a largely range land in character.
This position needs a subject matter expert in Indian land The Realty Specialist provides technical reviews and analysis on
management and responsibile for exercising tecnical experiense in a |critical, complex, and controversial lands and realty actions including
wide variety of complex land realty transactions such as rights-of-way |rights of ways, land acquisition and disposal, permits, leases,
and commercial/business leases involving several hundred acres of  |withdrawal and trepass of lands on behalf of the Superintendent.
trust lands on the Ak-Chin Indian Reservation and Gila River Indian Failure to not fill this position creates a risk of litigation to the
o 05/07/09/11/ Reservation. Both tribal communities have been the subject of Department for breach of trust responsibility for mismanagement of
1723 BIA 9/1/2017 |Realty Specialist (CM) 12 12 Sacaton, AZ Other  |8/21/2017 No litigation in rights-of-way so this is a critical area for this agency. trust assets and potential claims for failure to provide health and Yes

safety obligations as the fiduciary for dependent beneficiaries and
tribal members who rely on revenues from the sale or lease of trust
resources. There may be an overall negative social and economic
impact to the tribal communities.
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This position is considered a critical position responsible for advising |This position serves as the focal point for all regional safety matters
the Regional Director and Agency Superintendents on the for all of the Southern Plains Region, and often provides service to
management and operational safety programs for BIA and BIE Haskell University. If this position is not filled, mishap investigations
facilities. This position assesses and monitors the safety of a from injury/illness may not be filed timely resulting in non compliance
workplace, recommending best practices for safety, and with OSHA regulations, periodic safety evaluations and survey will not
communicates with directors and relevant personnel of safe practices |get completed, site conditions to determine if hazards are present
) in the workplace. will not be investigated, accident investigation will not get
Safety & Occupational . . .
1863 BIA 9/15/2017 H N GS 9-11 Below 12 |Anadarko, OK Other [6/1/2015 No documented, and improvements for safety in the workplace will not Yes
ealth Specialist be remediated. Of critical concern is that safety inspection and
y Insp
conditions are currently identified as a finding on a GAO report. This
position requires professional health and safety experience with
specific qualifications to perform these duties. At this time there are
no employees in DC or Denver area that possess the qualifications
necessary for this position.
This position provides direct executive level administrative support to
the Director of the BIA as well as to other executives as needed. The Staff Assistant is an executive assistant to the Director and is
Serves as the liaison to senior managemen teams. Organizes and responsible for a wide range of complex and confidential duties,
maintains executive schedules, time, travels, and appointments. including extensive liaison at all levels from organizaing meetings to
Communicates directly with the Director and other staff on time management, travel arrangements, and business events. If this
programmatic issues/initiatives. Serves as the POC for people seeking posiFion goe's unfilled, the Director W”_I not be adequaFer brief on
1858 | 8A | 9/15/2017 [staff Assistant GS 12-13 Above 12 [DC pc  |9/11/2017 appointments and helps establish priorities, and provides overall ~ |cTucial meetings for attendance, meeting schedules will not be Yes
support to the office and staff in the absence of the Director. organized and maintained, director's priorities may be misguided,
untimely preparation for events, appointments for constituents may
be delayed, travel arrangments may be uncoordinated, documents
preparation may go awry, data calls may be overlooked, and
communication with stakeholders, customers, and employees may be
limited. It is essential this position be filled without delay.
The Cheyenne River Agency superintendent maintains the sovereign |The Agency Superintendent is the primary Federal official that has the
government-to-government relationship between the federal final decision making authority for all Agency policy formulation for
government and the Cheyenne River Tribe. The Superintendent is the |the Indian reservation(s) he or she serves. This official is also
Department of Interior’s representative. responsible for providing the oversight to protect and improve the
trust assets for the tribe and individual Indians. Failure to not fill this
position creates a risk of litigation to the Department for breach of
trust responsibility for mismanagement of trust assets and potential
claims for failure to provide health and safety obligations as the
fiduciary for dependent beneficiaries and tribal members who rely on
revenues from the sale or lease of trust resources. There may be an
1862 BIA 9/15/2017 |[Superintendenent 13/14 Above 12 |Eagle Butte, SD Other |9 months Yes overall negative social and economic impact to the tribal Yes

communities. A Superintendent also serves as the federal
government representative in our government to government
relationship between the Tribal leadership and federal programs to
fulfill the mission of the Agency. This absence of leadership has been
noted by the Tribes which has a population of approximately 20,000
and a land base of 1.5 million acres and 480 fee acreas. We have
considered existing DC and Denver Staff to fill this position but they
do not possess the experience, qualifications and knowledge to
provide the necessary leadership required of this role.
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The Concho Agency superintendent maintains the sovereign The Agency Superintendent is responsible for providing the oversight
government-to-government relationship between the federal to protect and improve the trust assets for the tribe and individual
government and the (list the tribes) . The Superintendent is the Indians. Failure to not fill this position creates a risk of litigation to the
Department of Interior’s representative. Department for breach of trust responsibility for mismanagement of
trust assets and potential claims for failure to provide health and
safety obligations as the fiduciary for dependent beneficiaries and
tribal members who rely on revenues from the sale or lease of trust
resources. There may be an overall negative social and economic
impact to the tribal communities. A Superintendent also serves as
186 1 BIA 9/15/2017 [Superintendent GS13-14 Above 12 |Concho, OK Other (1/1/2017 Yes the federal government representative in our government to Yes
government relationship between the Tribal leadership and federal
programs to fulfill the mission of the Agency. This absence of
leadership has been noted by the Tribes which has a population of
approximately 12,801 and a land base of 169,974 acres. We have
considered existing DC and Denver Staff to fill this position but they
do not possess the experience, qualifications and knowledge to
provide the necessary leadership required of this role.
The Uintah and Ouray Agency superintendent maintains the The Uintah and Ouray superintendent is responsible for providing the
sovereign government-to-government relationship between the oversight to protect and improve the trust assets for the tribe and
federal government and the Confederated Tribes of the Colville individual Indians. Failure to not fill this position creates a risk of
Reservation. The Superintendent is the Department of Interior’s litigation to the Department for breach of trust responsibility for
representative for the Colville Tribes and manages the Bureau's trust [mismanagement of trust assets and potential claims for failure to
responsibilities, land and natural resource management activities provide health and safety obligations as the fiduciary for dependent
held in Trust and programs services for the tribe. beneficiaries and tribal members who rely on revenues from the sale
or lease of trust resources. There may be an overall negative social
and economic impact to the tribal communities. A Superintendent
17 17 BIA 9/1/2017 |Superintendent 15 Above 12 |Ft Duchese, UT Other |3 months Yes also serves as the federal government representative in our Yes
government to government relationship between the Tribal
leadership and federal programs to fulfill the mission of the Agency.
This absence of leadership has been noted by the Tribes which has a
population of approximately 3,000 and a land base of 1.3 million
acres. We have considered existing DC and Denver Staff to fill this
position but they do not possess the experience, qualifications and
knowledge to provide the necessary leadership required of this role.
The Seminole Agency superintendent maintains the sovereign The Seminole Superintendent is responsible for providing the
government-to-government relationship between the federal oversight to protect and improve the trust assets for the tribe and
government and the Miccsosukee, Seminole, and Big Brighton Tribes. |individual Indians. Failure to not fill this position creates a risk of
The Superintendent is the Department of Interior’s representative for |litigation to the Department for breach of trust responsibility for
the three Tribes and manages th Bureau's trust responsibilities, land |mismanagement of trust assets and potential claims for failure to
and natural resource management activities held in Trust and provide health and safety obligations as the fiduciary for dependent
17 16 BIA 9/1/2017 |Superintendent GS-0340-13 Above 12 |Hollywood, FL Other |3 YEARS Yes |programs services for the tribe. beneficiaries and tribal members who rely on revenues from the sale Yes

or lease of trust resources. There may be an overall negative social
and economic impact to the tribal communities. A Superintendent
also serves as the federal government representative in our
government to government relationship between the Tribal
leadership and federal programs to fulfill the mission of the Agency.
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The Pawnee Agency superintendent maintains the sovereign The Agency Superintendent is responsible for providing the oversight
government-to-government relationship between the federal to protect and improve the trust assets for the tribe and individual
government and the (List the Tribes) The Superintendent is the Indians. Failure to not fill this position creates a risk of litigation to the
Department of Interior’s representative. Department for breach of trust responsibility for mismanagement of
trust assets and potential claims for failure to provide health and
safety obligations as the fiduciary for dependent beneficiaries and
tribal members who rely on revenues from the sale or lease of trust
resources. There may be an overall negative social and economic
impact to the tribal communities. A Superintendent also serves as
1860 BIA 9/15/2017 [Superintendent GS 13-14 Above 12 |Pawnee, OK Other [6/12/2017 Yes the federal government representative in our government to Yes
government relationship between the Tribal leadership and federal
programs to fulfill the mission of the Agency. This absence of
leadership has been noted by the Tribes which has a population of
approximately 13,984 and a land base of 128,466 acres. We have
considered existing DC and Denver Staff to fill this position but they
do not possess the experience, qualifications and knowledge to
provide the necessary leadership required of this role.
The Choctaw Agency superintendent maintains the sovereign The Choctaw Superintendent is responsible for providing the
government-to-government relationship between the federal oversight to protect and improve the trust assets for the tribe and
government and the . The Superintendent is the Department of individual Indians. Failure to not fill this position creates a risk of
Interior’s representative for the Colville Tribes and manages the litigation to the Department for breach of trust responsibility for
Bureau's trust responsibilities, land and natural resource mismanagement of trust assets and potential claims for failure to
management activities held in Trust and programs services for the provide health and safety obligations as the fiduciary for dependent
tribe. beneficiaries and tribal members who rely on revenues from the sale
or lease of trust resources. There may be an o