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Preface

This subcategory report is one of a series of reports prepared for the
Employee Concerns Special Program (ECSP) of the Tennessee Valley Authority
(TVA). The ECSP and the organization which carried out the program, the
Employee Concerns Task Group (ECTG), were established by TVA's Manager of
Nuclear Power to evaluate and report on those Office of Nuclear Power (ONP)
employee concerns filed before February 1, 1986. Concerns filed after that
date are handled by the ongoing ONP Employee Concerns Program (ECP).

The ECSP addressed over S800 employee concerns. Each of the concerns was a

formal, written description of a circumstance or circumstances that an
employee thought was unsafe, unjust, inefficient, or inappropriate. The
mission of the Employee Concerns Special Program was to thoroughly
investigate all issues presented in the concerns and to report the results
of those investigations in a form accessible to ONP employees, the NRC, and
the general public. The results of these investigations are communicated
by four levels of ECSP reports: element, subcategory, category, and final.

Element reports, the lowest reporting level, will be published only for
those concerns directly affecting the restart of Sequoyah Nuclear Plant's
reactor unit 2. An element consists of one or more closely related
issues. An issue is a potential problem identified by ECTG during the
evaluation process as having been raised in one or more concerns. For
efficient handling, what appeared to be similar concerns were grouped into
elements early in the program, but issue definitions emerged from the
evaluation process itself. Consequently, some elements did include only
one issue, but often the ECTG evaluation found more than one issue per
element.

Subcategory reports summarize the evaluation of a number of elements.
However, the subcategory report does more than collect element level
evaluations. The subcategory level overview of element findings leads to
an integration of information that cannot take place at the element level.
This integration of information reveals the extent to which problems
overlap more than one element and will therefore require corrective action
for underlying causes not fully apparent at the element level,

To make the subcategory reports easier to understand, three items have been
placed at the front of each report: a preface, a glossary of the
terminology unique to ECSP reports, and a list of acronyms (terms formed
from the first letters of a series of words).

Additionally, at the end of each subcategory report the reader will find at
least two attachments. The first is a Subcategory Summary Table that
includes the following information: the concern number, a brief statement
of the concern, and a designation of nuclear safety-related concerns. The
second attachment is a listing of the concerns included in each issue
evaluated in the subcategory.
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The subcategories are themselves summarized in a series of eight category
reports. Each category report reviews the major findings and collective
significance of the subcategory reports in one of the following areas:

management and personnel relations

industrial safety

construction

material control

operations

quality assurance/quality control

welding

engineering

A separate report on employee concerns dealing with specific contentions of
intimidation, harassment, and wrongdoing will be released by the TVA Office
of the Inspector General.

Just as the subcategory reports integrate the information collected at the
element level, the category reports integrate the information assembled in
all the subcategory reports within the category, addressing particularly
the underlying causes of those problems that run across more than one
subcategory.

A final report will integrate and assess the information collected by all
of the lower level reports prepared for the ECSP, including the Inspector
General's report.

For more detail on the methods by which ECTG employee concerns were
evaluated and reported, consult the Tennessee Valley Authority Employee
Concerns Task Group Program Manual. The Manual spells out the program's
objectives, scope, organization, and responsibilities. It also specifies
the procedures that were followed in the investigation, reporting, and
closeout of the issues raised by employee concerns.
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ECSP GLOSSARY OF REPORT TERMS~

classification of evaluated issues the evaluation of an issue leads to one of
the following determinations:

Class A: Issue cannot be verified as factual

Class B: Issue is factually accurate, but what is described is not a
problem (i.e., not a condition requiring corrective action)

Class C: Issue is factual and identifies a problem, but corrective action
for the problem was initiated before the evaluation of the issue
was undertaken

Class D: Issue is factual and presents a problem for which corrective
action has been, or is being, taken as a result of an evaluation

Class E: A problem, requiring corrective action, which was not identified
by an employee concern, but was revealed during the ECTG
evaluation of an issue raised by an employee concern.

~

~

~

~

~

~ ~collective si nificance an analysis which determines the importance and
consequences of the findings in a particular ECSP report by putting those
findings in the proper perspective,

concern (see "employee concern" )

corrective action steps taken to fix specific deficiencies or discrepancies
revealed by a negative finding and, when necessary, to correct causes in
order to prevent recurrence,

criterion lural: criteria a basis for defining a performance, behavior, or
quality which ONP imposes on itself (see also "requirement").

element or element re ort an optional level of ECSP report, below the
subcategory level, that deals with one or more issues.

em lo ee concern a formal, written description of a circumstance or
circumstances that an employee thinks unsafe, unjust, inefficient or
inappropriate; usually documented on a K-form or a form equivalent to the
K-form.
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grouping of employee concerns.

~findin s includes both statements of fact and the judgments made about those
facts during the evaluation process; negative findings require corrective
action.

issue a potential problem, as interpreted by the ECTG during the evaluation
process, raised in one or more concerns,

K-form (see "employee concern")

evaluation judgment or decision may be based.

root cause the underlying reason for a problem,

<Terms essential to the program but which require detailed definition have been
defined in the ECTG Procedure Manual (e.g., generic, specific, nuclear
safety-related, unreviewed safety-significant question).
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Acronyms

AI

AISC

ALARA

ANSI

ASHE

ASTM

AWS

BFN

BLN

CAQ

CAR

CATD

CCTS

CEG-H

CFR

CI

CHTR

COC

DCR

DNC

Administrative Instruction

American Institute of Steel Construction

As Low As Reasonably Achievable

American Nuclear Society

American National Standards Institute

American Society of Mechanical Engineers

American Society for Testing and Materials

American Welding Society

Browns Ferry Nuclear Plant

Bellefonte Nuclear Plant

Condition Adverse to Quality

Corrective Action Report

Corrective Action Tracking Document

Corporate Commitment Tracking System

Category Evaluation Group Head

Code of Federal Regulations

Concerned Individual

Certified Material Test Report

Certificate of Conformance/Compliance

Design Change Request

Division of Nuclear Construction (see also NU CON)
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DNE

DNQA

DNT

DOE

DPO

DR

ECN

ECP

ECP-SR

ECSP

ECTG

EEOC

EQ

EMRT

Division of Nuclear Engineering

Division of Nuclear Quality Assurance

Division of Nuclear Training

Department of Energy

Division Personnel Officer

Discrepancy Report or Deviation Report

Engineering Change Notice

Employee Concerns Program

Employee Concerns Program-Site Representative

Employee Concerns Special Program

Employee Concerns Task Group

Equal Employment Opportunity Commission

Environmental Qualification

Emergency Medical Response Team

EN DES Engineering Design

ERT

FCR

FSAR

FY

GET

HCI

HVAC

INPO

IRN

Employee Response Team or Emergency Response Team

Field Change Request

Final Safety Analysis Report

Fiscal Year

General Employee Training

Hazard Control Instruction

Heating, Ventilating, Air Conditioning

Installation Instruction

Institute of Nuclear Power Operations

Inspection Rejection Notice
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L/R

M&AI

MI

HSPB

NCR

NDE

NPP

NPS

NQAH

NRC

NSB

NSRS

Labor Relations Staff

Modifications and Additions Instruction

Maintenance Instruction

Merit Systems Protection Board

Hagnetic Particle Testing

Nonconforming Condition Report

Nondestructive Examination

Nuclear Performance Plan

Non-plant Specific or Nuclear Procedures System

Nuclear Quality Assurance Hanual

Nuclear Regulatory Commission

Nuclear Services Branch

Nuclear Safety Review Staff

NU CON Division of Nuclear Construction (obsolete abbreviation, see DNC)

NUMARC Nuclear Utility Management and Resources Committee

OSHA

ONP

OMCP

PHR

PT

QA

QAP

QC

QCI

Occupational Sa'fety and Health Administration (or Act)

Office of Nuclear Power

Office of Workers Compensation Program

Personal History Record

Liquid Penetrant Testing

Quality Assurance

Quality Assurance Procedures

Quality Control

Quality Control Instruction
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QCP

QTC

RIF

SQN

SI

SOP

SRP

SMEC

TAS

TSL

TVA

TVTLC

Quality Control Procedure

Quality Technology Company

Reduction in Force

Radiographic Testing

Sequoyah Nuclear Plant

Surveillance Instruction

Standard Operating Procedure

Senior Review Panel

Stone and Webster Engineering Corporation

Technical Assistance Staff

Trades and Labor

Tennessee Valley Authority

Tennessee Valley Trades and Labor Council

Ultrasonic Testing

Visual Testing

MBECSP Watts Bar Employee Concern Special Program

MBN

WP

flatts Bar Nuclear Plant

cwork Request or Mork Rules

Morkplans
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1,0 CHARACTERIZATION OF 1SSUES

1.1 Introduction

This subcategory report addresses 11 issues raised by 44 employee
concerns about veterans'reference. These issues are grouped into
two elements:

Inadequate Preference for Regular and Disabled Veterans (DAV)

Miscellaneous Veterans'reference Issues

The issues in this subcategory are generic to any TVA location,
However, most of the concerns were from trades and labor (TSL)
employees of the Watts Bar Nuclear Plant (WBN); therefore, this
report addresses mainly these TEL employees.

1.2 Descri tion of Xssues

1.2.1 Inadequate Preference for Regular and Disabled Veterans

Issue 72101 - Xnade uate Preference in Hirin and Rehirin

The issue is whether regular and disabled veterans receive
proper preference in hiring and rehiring.

Issue 72102 — Inade uate Preference in Transfers

The issue is whether regular and disabled veterans receive
preference in selection for transfer or reassignment.

Issue 72103 - Inade uate Preference in Retention

The issue is whether regular and disabled veterans receive
proper preference for retention during layoffs and
reductions-in-force (RIF).

Issue 72104 — Job Reclassification and Securit Clearance
Re uirements

The issue is whether job reclassifications and security
clearance requirements are being used to give favored
nonveterans an unfair advantage over veterans in layoffs,
RIFs, and hiring.

Issue 72105 — DAVs Are Not Given An Preference

The issue is whether disabled veterans receive the required
preference over regular veterans and nonveterans.
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1.2.2 Miscellaneous Veterans'reference Issues

Issue 72106 - Retired Veterans Are Treated as Nonveterans

The issue is whether retired veterans are misclassified as
nonveterans and wrongly denied preference.

Issue 72107 — Veterans'reference is Unfair to Nonveterans

The issue is whether giving preference to veterans is unfair
to nonveterans.

Issue 72108 - Discrimination in 30-da Waitin Period

The issue is based on a contention that veterans are
discriminated against in the layoff policy of ll months and
29 days by not being allowed to apply for announced vacancies
during their 30-day waiting period to be called back to work.

Issue 72109 - Postin of 0 enin s in Nuclear Power

The issue is based on the allegation that openings posted in
Nuclear Power are filled before veterans are aware of them.

Issue 72110 - Veterans Not Told Time Limits to File Grievances

The issue is whether veterans who are laid off are denied
access to the labor grievance process by not having the
grievance filing time limits fully explained to them.

Issue 72111 — A lication Forms Do Not Identif Veterans

The issue is based on a complaint that application forms for
TVA employment do not ask if applicant is a veteran.

To locate the issue in which a particular concern is evaluated,
consult the following attachments:

Attachment A, Subcategory Summary Table

Attachment B, List of Concerns by Element/Issue

All Management and Personnel Category concerns having a technical
component (including all concerns designated Nuclear Safety-related)
are shared with the appropriate technical category for investigation
and resolution of that technical component. Report(s) sharing a
concern with this report are identified in the entry for that
concern on Attachment A.
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2.0 SUMMARY

2.1 Summar of Issues

The primary issues are that veterans are not given preference over
nonveterans, that DAVs are not given any preference, that the
treatment of retired veterans as nonveterans needs to be evaluated,
and that veterans'reference is unfair to nonveterans.

2.2 Summar of Evaluation Process

The evaluator has reviewed all the information available on the
concerns in this subcategory. The information pertinent to the
evaluation of the issues has been considered and incorporated in
this report,

A systematic evaluation process was followed beginning with a review
of each individual concern {K-form) and review of applicable
reference documents and correspondence to identify the requirements
and criteria that govern each issue. Interviews with appropriate
management employees were conducted and appropriate records were
reviewed to determine if veterans'reference was being applied
correctly at TVA.

2.3 Summar of Findin s

Basically, TVA appears to be in compliance in applying
veterans'referencein hiring and rehiring undisabled veterans, in transfers,

in layoffs, and in RIFs. Veterans'reference is not a factor in
transfers, layoffs, and overtime.

Some division personnel officers need a fuller understanding of the
type of preference to give compensable DAVs in hiring.

TVA is essentially applying veterans'reference for military
retirees correctly in hiring. Responses in interviews (in person
and by .telephone) with several division personnel officers indicated
they do not know how to handle military retirees correctly in a RIF.

2.4 Summar of Collective Si nificance

Evaluation .of the findings indicated the following:

a. The number of employee concerns specifically dealing with hiring
is small in comparison to the number of employees hired TVA wide
and at MBN and the number of job applications processed. In
addition, the number of concerns specifically dealing with
layoffs and RIFs compared to the number of layoff and RIF
retention lists reviewed for this report is also small,
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b. TVA's employment of veterans compares favorably with other
Federal agencies. TVA exceeds the other Federal agencies in the
percentage of undisabled veterans employed and is slightly lower
than the other Federal agencies in the percentage of compensable
DAVs hired.

c. Many of the concerns reflected confusion on the part of
employees as to how and why veterans'reference is applied at
TVA. Nevertheless, if such confusion leads employees (veterans
or nonveterans, disabled or undisabled) to believe they are
being treated unfairly, their job performance could be affected.

2.5 Summar of Causes

The causes and responsible organizations for the negative findings
in this subcategory are:

a. Lack of updated procedures in TVA's Personnel Manual — Division
of Personnel.

b. Lack of training for managers on the application of
veterans'referenceat TVA — Division of Personnel.

c. Lack of information in the TSL General A reements on how
veterans'reference is applied at TVA - TVA management and
Tennessee Valley Trades and Labor Council.

d. For certain job categories, an inadequate number of veterans and
compensable DAVs are available on the employment registers-
Division of Personnel.

2.6 Summar of Corrective Actions

a. In the fall of 1985, a veterans'reference information session
was held at WBN for interested employees.

b. The mandatory Orientation to Supervision training course was
initiated during the summer of 1986. All supervisors
(management and bargaining unit supervisors) are required to
attend this training. A portion of the training time is devoted
to veterans'reference,
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c. TVA has just hired its first Manager of Veterans'ffairs,
effective October 12, 1986.

d. In the 1986 summer and fall issues of the Veteran's Observer,
TVA placed an advertisement for engineers, nuclear unit
operators, and nuclear power and construction operations
professionals. However, there was no response to these
advertisements. Consequently, such advertisements will be
placed in other veteran's publications in an attempt to reach
more effectively prospective applicants among veterans,

e. A Handbook for Veterans is now being prepared by TVA. Included
in this handbook will be information on the correct application
of veterans'reference at TVA--in hiring, transfers,
promotions, layoffs, and RIFs,

f. The TVA Personnel Ma'nual, PM Section 7, "Reduction," parts A, B,
C, and E are to be updated to include the latest information
regarding retention grouping for 30 percent or more compensable
disabled veterans. Also included will be the latest information
regarding preference'or military retirees in a RIF. Information
has been deleted regarding union members'aving a separate
ranking in layoffs. A revised draft of the release was
distributed for coordination on December 18, 1986.

g. Personnel Manual, PM Section 7, "Veterans," is to be updated
with the latest Federal Personnel Manual information on veterans
including preference of military retirees in both hiring and
reduction in force.. This draft rewrite was distributed for
coordination on September 25, 1986.

h. Training regarding the application of veterans'reference at
TVA was conducted at the Division Personnel Officer meeting on
September 16, 1986. There were follow-up sessions on
October 27, 1986, in Chattanooga and October 30, 1986, in
Knoxville for those who were unable to attend the September 16
meeting.



4



TVA EMPLOYEE CONCERNS
SPECIAL PROGRAM

REPORT NUMBER'2100

REVISION NUMBER: 2

PAGE 7 OF 45

3.0 EVALUATION PROCESS

3.1 General Methodolo

The evaluation of this subcategory was conducted in accordance with
the evaluation plan for the Employee Concerns Task Group (ECTG) and
the evaluation plan for the Management and Personnel Group (MSP).
The concern case files were reviewed. Source documents were
researched and interviews conducted in order to identify the
requirements and criteria which applied to the issues addressed in
the concerns. The concerns were grouped according to the issues
they raised. The issues were evaluated against the identified
requirements and criteria to determine findings. A collective
significance analysis was conducted; causes were indicated for
negative findings; and corrective action for the negative findings
was initiated or determined to have already been initiated .

3.2 Detailed Methodolo

Thirty-three interviews were conducted, 16 by phone and 17 in
person —to verify how requirements and criteria were applied.

Attachment C lists the source documents that were reviewed,, and
Attachment D lists the personnel interviewed.

An analysis was made of the following records:

1. Job requisitions from the WBN Personnel Office for 564 TEL jobs
filled for the Division of Nuclear Construction (DNC) at WBN.

This was about three-fourths of their requisitions for the
period January 1985 through May 28, 1986.

2. Twenty-nine salary policy requisitions for 43 positions filled
by the WBN Project Personnel Office for the period of
January 1, 1985, through June 8, 1986.

3. All salary policy requisitions filled by the Knoxville
Employment Office for Office of Nuclear Power at WBN for the
per'iod of January 1, 1985, through May 31, 1986.

4. Twelve randomly selected RIF retention lists reviewed in the
DNC Personnel Office at Knoxville.

5. All layoff and RIF retention lists as of May 9, 1986, for
Office of Nuclear Power (ONP), permanent WBN, plant personnel.
These lists were for the last one and one-half years.

6. All TEL layoff and RIF retention lists for DNC at WBN. These
lists were for the period June 1, 1984, through May 28, 1986.
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7. The names of 17 employees were randomly selected so that
microfilmed copies of their TVA personnel history record (PHR)
could be reviewed. The purpose of this review was to verify
that the service dates on the layoff and RIF retention lists
for these people matched those listed in their PHRs. Also, the
veterans'tatus listed in their PHR was checked to determine
if they were placed in the correct retention group,

8. Four of the above 17 records were randomly selected to verify
that the service dates used for their RIFs or layoffs were
figured correctly. This was performed manually.

9. TVA's Information Management Systems (IMS) staff ran a computer
printout of the veterans'tatus of the employees working at
WBN and also employees working TVA wide as of May 31, 1986.

- This information was compared with the veterans'tatus of all
Federal employees (excluding TVA and U.S. Postal Service) as of
September 30, 1985.

10. A computer printout was run of the applicants on certain
employment registers for the WBN recruitment area to determine
the availability of veteran applicants on these registers,

Based on the research and interviews conducted for this evaluation,
it is the judgment of the evaluator that no significant changes
occurred in the handling of veterans'reference between the end
date for the concerns in this subcategory (February 1, 1986) and the
writing of this report, except for those cases which will be clearly
noted in the report. Therefore, when it was available, data
extending beyond the February 1 end line was used to evaluate a
number of issues.

4.0 FINDINGS

4.1 Back round--Definin the Veterans'reference Re uirements

4.1.1 Legal Basis for Veterans'reference

The legal basis for veterans'reference is the
Veterans'referenceAct of 1944 as amended and Office of Personnel

Management regulations implementing that act,

4.1.2 Definition of a Veteran

As defined in the Federal Personnel Manual, "Veteran" means a
person who was separated with an honorable discharge or under
honorable conditions from active duty in the armed forces
performed:
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l. in a war; or

2. in a campaign or expedition for which a campaign badge
has been authorized; or

3. during the period beginning April 28, 1952, and ending
July 1, 1955; or

4. for more than 180 consecutive days, other than for
training, any part of which occurred during the period
beginning February 1, 1955, and ending October 14, 1976
(section 702 of Public Law 94-502, enacted October 15,
1976, abolished peacetime preference for those entering
active duty after October 14, 1976, unless they serve in
a campaign or war or meet the definition of "disabled
veteran").

4.1.3 Definition of Disabled Veteran

The Federal Personnel Manual defines "disabled veteran" as a

person who was separated under honorable conditions from
active duty in the armed forces performed:

l. at any time and who has established the present existence
of a service-connected disability (a non-compensable
disability or one of less than 10 percent) or

2. is receiving compensation (i.e., 10 percent or more
disability), disability retirement benefits, or a pension
because of a public statute administered by the Veterans
Administration or a military department.

Note: These definitions of a veteran and DAV are what
most people refer to when they speak of

veterans'reference.However, under certain conditions, a
spouse or a mother of a DAV and a widow or
widower of a veteran are entitled to

veterans'reference.These people are called derivative
preference veterans.

4.1.4 Application of the Veterans'reference Act in TVA

TVA gives preference to veterans in selection for appointment
and for retention during a reduction-in-force (RIF). Its
procedures for doing this comply with the

Veterans'referenceAct as amended and Office of Personnel Management
regulations implementing that act. The act does not provide
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for preference to veterans in selection for promotion,
transfer, or reassignment'he act does grant to veterans
the right to appeal to the Merit Systems Protection Board
(MSPB) if they are reduced in force, discharged, suspended
for more than 14 days, or are reduced in grade or pay.

4.2 Inade uate Preference for Re ular and Disabled Veterans (DAV)

The basic contention of the issues in this element is that veterans
and DAVs are not given preference over nonveterans at TVA. Section
4.1.4 shows that veterans are to be given preference in initial
appointments and in retention in a RIF. Veterans are not given
preference over nonveterans in filling a job with a current TVA

employee, in promotions, in layoffs under negotiated labor
agreements, in dogoffs (wind down period of a shift), in transfers,
and in assignment of overtime.

Some veterans feel that they should receive preference in all of the
above areas. ,This was determined by a review of the employee
concerns. However, the Veterans'reference Act does not provide
them with preference in all of those areas. The areas in which they
are to receive preference have been evaluated. The results of the
evaluation will be included in the discussions of the specific
issues that follow.

4.2.1 Issue 72101 - Inadequate Preference in Hiring and Rehiring

Discussion

1. The veteran with a 10 percent or greater compensable
service-connected disability qualified for the job shall
be selected, if available, for initial hiring or for
rehiring as TEL construction, TEL operating and
maintenance, and salary policy employees. Then among
similarly qualified applicants, veterans are given
preference.

2. Some entry-level jobs (elevator operator, janitor,
orderly, and mail clerk) are "reserved" for veterans.

3. In the selections of professional and scientific
positions at or above grades SA-2, SC-2, SD-2, SX-2, and
M-2, veterans with a 10 percent or greater compensable
military service-connected disability shall be treated
like other veterans.

4. For hourly TSL employees, names of candidates for
employment shall be derived by recommendations from
management and from the list of candidates who have made

their availability known to TVA's employment offices.
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5. Where a large number of candidates are needed, TVA
employment offices shall furnish the appropriate local
union with a list of candidates who are qualified and who
will be accepted by TVA subject to the usual employment
processing, If the appropriate union cannot furnish the
requested candidates when needed, TVA shall fillany
remaining positions from its own employment registers,

6. TE,L veteran candidates for employment must inform a TVA
employment office that they want to exercise their
veterans'reference. The candidates'nterests in
exercising veterans'reference rights shall be noted.

7. Business agents shall be requested to refer the veteran
candidates who have made their availability known or
refer other veterans with equal preference status.

8. Nonveterans will not be employed until the source of DAVs
and veteran candidates (who expressed their interest and
availability) is exhausted.

9. Salary policy jobs shall be filled from qualified
candidates who have active applications on file at TVA,
The DAVs and veteran candidates applying for these jobs
do not have to contact an employment office to exercise
their veterans'references.

10. TVA s hiring and rehiring procedures are consistent in
their preferential treatment of DAVs and veterans.
However, the fact that many of the former TVA employees
have established good work records gives them strong
qualities as potential rehires.

ll. An evaluation was made to determine how all the WBN

veterans working at WBN (as of May 31, 1986), compared to
other Federal agencies [the Executive Branch, exclusive
of TVA and the U.S. Postal Service (as of September 30,
1985)] and,TVA employees (as of May 31, 1986). Table 4-1
shows these comparisons.
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Table 4-1

Classified As

'L Em lo ees At
FED TVA WBN

Total Veterans
(Preference Eli ible)

36.2 42.5 48.4

<30'L Compensable DAVs
>30% Compensable DAVs

2.2 1,2 1.4
1.2 0.9 1.3

Total Com ensable DAVs 3.4 2.1 2.7

The table indicates WBN exceeds the Federal employment of
all veterans by approximately 12 percent and of all 30
percent or more compensable DAVs by 0.1 percent.
However, WBN falls behind the Federal agencies in the
employment of total compensable DAVs by 0.7 percent,

The above Watts Bar and TVA-wide statistics are
sufficiently similar that additional studies at other TVA
sites are not warranted.

. 12. The following Table 4-2 shows the percentage of veteran
employees for the six major groupings of employees at WBN

and TVA wide.

Table 4-2

Employee Groupings 'L Veterans At
WBN TVA

Custodial
T6L
Public Safety Officers
Professional 6 Administrative
(PEA)
Subprofessional Technical
Clerical

94.3
63.9
51.8
36.2

26.9
12.7

86.5
56.5
52.0
36.0

36.4
10.9

Typically clerical workers are females and thus much less
likely to be veterans. The table indicates a favorable
representation of veterans in the WBN work force and in
the TVA-wide work force.

13. The following Table 4-3 shows the percentage of the
employees at WBN and TVA wide who are compensable DAVs.
This table includes both the 10 percent and the 30
percent or greater compensable DAVs.
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Table 4-3

Employee Groupings 'L Com ensable DAVs at
WBN TVA

Custodial
T6L
Public Safety Officers
P&A
Subprofessional Technical
Clerical

11.4
3.4
8.4
1.5
0.4
0.9

7.0
2.8
5.3
1.3
2.0
0.8

14. Analysis indicates that of the 310 employees (both TEL
and salary policy) hired for ONP, WBN Site, during the
period May 12, 1985, through Hay 12, 1986, 103 (33.2
percent) were veterans; and 207 (66.8 percent) were
nonveterans. Included with the veterans were six
compensable DAVs (1.9 percent of total employees).

Of those 310 employees, 196 were hired during the period
January 1, 1986, through May 12, 1986. Of those 196
employees, 70 (35.7 percent) were veterans and 126
(64.3 percent) were nonveterans. Included with the
veterans were five compensable DAVs (2.6 percent of total
employees) .

The review of the veterans'tatus of TEL employees hired
through the Knoxville Employment Office for ONP, at WBN,

for the period January 1, 1986, through May 12, 1986,
shows that of the 157 employees hired in TSL, 67 (42.7
percent) were veterans; and 90 (57.3 percent) were
nonveterans. Included with the veterans were five
compensable DAVs (3.2 percent of total employees).

15. On May 28, 1986, requisitions for 564 TEL jobs were
reviewed at the WBN Project Personnel Office for DNC at
WBN. This was about three-fourths of their requisitions
for the period January 1985 through May 28, 1986. Of
those 564, 141 (25 percent) were veterans; 42 (7 percent)
indicated they were veterans but did not bring in proper
documentation when hired; and 381 (68 percent) were
nonveterans. All of the job requisitions reviewed
appeared to be in order.
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Also, 29 salary policy requisitions were reviewed for 43
positions filled by the WBN Project Personnel Office
during the period January 1, 1985, through June 8, 1986.
On the 29 requisitions, 18 veteran applications
(including two compensable DAVs) were submitted for
consideration. Of the 43 applicants selected, five
(11.6 percent) were veterans (including one compensable
DAV). The other compensable DAV was hired by the
Knoxville Employment Office for ONP at WBN.

The 18 veteran applications submitted include some of the
same applicants counted more than once because their
files were sent for consideration on more than one job,
Of all of the applications submitted by veterans, only
four have not been selected,

On June 2, 1986, all salary policy requisitions (20)
filled by the Knoxville Employment Office for Office of
Nuclear Power at WBN for the period January 1, 1985,
through May 31, 1986, were reviewed. Twenty-eight
positions were filled on these requisitions (some
requisitions were for more than one position). On the 20
requisitions, 13 applications of veterans (including
three compensable DAVs) were submitted for
consideration. One compensable DAV was selected and no
undisabled veterans were selected. The percentage of
compensable DAVs selected was 3.6 percent. On the
requisitions that included veterans, former TVA employees
were selected in all but four cases. In most cases in
which nonveteran former TVA employees are selected over
veterans, the nonveterans have established a good work
record at TVA.

On one of the requisitions for which a compensable DAV
was not selected, two nonveterans were selected. There
is no documentation on the requisition in the Knoxville
Employment Office nor in the appropriate division
personnel office as to why the compensable DAV was not
selected. Also, there is no documentation that this
person was interviewed.

The compensable DAV's application could not be reviewed
at this time to see if he met the minimum qualifications
for the job because TVA no longer has this application.
Applications are made inactive after 12 months from the
date of the application, unless the applicants turn in a

new application.
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Each time an applicant turns in an application form, it
is kept in the active files for 12 months from the

date'f

the application. It is assumed that this candidate's
application was dated more than 12 months ago and he has
not turned in a new application form.

On the second requisition in which a compensable disabled
veteran was submitted for consideration and not selected,
a nonveteran was selected. This compensable DAV was a
former employee. In reviewing a microfilm copy of his
personal history record (PHR), it was found that he was
terminated from TVA, June 10, 1983. The remarks on his
last TVA form 9880, Employee Status and Information
Record, stated, "Termination because assumed to have
resigned.." He had been absent without approval from June
13, 1983, until the date that the termination was issued
on August 2, 1983. He also had an "unapproved" absence
on January ll, 1983. It was determined that nonselection
of this candidate was justified.

17. The following Table 4-5 summarizes the results of
interviews with 10 division personnel officers throughout
TVA during the period May 1, 1986, through May,30, 1986.
Only one division personnel officer was responsible for
hiring both TEL and Salary Policy employees.

Table 4-5

Employment
Procedure

Comp1ete

Salary
T&L ~Polic

Not in

Salary
TLL ~Polio

Did not
Know Answer

Salary
TLL ~Polic

~Hirin

Regular Veterans 10

10 Percent or Greater
Compensable DAVs

30 Percent or Greater
Compensable DAVs
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Table 4-5 (continued)

Employment
Procedure

Transfers 8 Promotions

Complete
Com liance

Salary
TEL ~Po1 i c

Not in
Com liance

Salary
T&L ~Polic T6L

Did not
Know Answer

Salary
P~olic

Regular Veterans 10

10 Percent or Greater
Compensable DAVs 10

30 Percent or Greater
Compensable DAVs 10

RIFs

Regular Veterans 10

10 Percent or Greater
Compensable DAVs 10

30 Percent or Greater
Compensable DAVs 10

Preference Given to
Militar Retirees

In Hiring

In RIFs

0 '

0 3 54 4

* The division personnel officers'nswers to these
questions were not in compliance for entry level jobs at
TVA. However, their answers would be in compliance for
professional and scientific positions at or above grades
SA-2, SC-2, SD-2, SX-2, and M-2.

As noted in the table, some division personnel officers
did not have the correct understanding of the type of
preference to give compensable DAVs in hiring for entry
level positions.
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These people said if they had such a situation come up
they would go to an appropriate source for the correct
answer before taking any action,

18, The following Table 4-6 summarizes the results of
interviews with one employment officer, one project
personnel officer, and four heads of employment offices
throughout TVA conducted during the period of
May 9, 1986, through June 6, 1986,

Table 4-6

In Com liance
Not

Em lo ent Procedure
Salary

i'&L ~Poli c
Salary

T&L ~Poli c

~Hirio

Regular Veterans

10 Percent or Greater
Compensable DAVs

30 Percent or Greater
Compensable DAVs

RIFs

Regu1ar Veterans

10 Percent or Greater
Compensable DAVs

30 Percent or Greater
Compensable DAVs '

Preference Given to
Militar Retirees

In Hirinr

In RIFs

6""
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One person's answer to this question is not in compliance
for entry level jobs at TVA. However, his answer would
be in compliance for professional and scientific
positions at or above grades SA-2, SC-2, SD-2, SX-2, and
M-2.

One person said if he had such a situation come up he
would go to an appropriate source for the correct answer
before taking any action.

Two people said if they had such a situation come up they
would go to an appropriate source for the correct answer
before taking any action,

NOTE: There are several conditions involved for the military
retiree to get preference in hiring and different
conditions for the military retiree to get preference in
RIFs. The respondents did not cover all of the different
conditions. However, the answers they gave are correct
for the majority of military retirees being hired and
being RIF'd at TVA.

As noted in the table, most employment office managers
have the correct understanding of the type of preference
to give regular veterans and compensable DAVs in hiring.
The one exception was one manager did not have the
correct understanding of the type of preference to give
compensable DAVs in hiring for salary policy entry level
positions,

19. On June 13 and 16, 1986, a computer printout was run of
the applicants on certain employment registers for the
WBN recruitment area to determine the availability of
veteran applicants on these registers. The results are
shown in Table 4-7.

TYPES OF

Table 4-7
ALL COMPENSABLE DAVs

APPLICANTS VETERANS ONLY

T e Total Number 'L 8
Clerk 203
Clerk-Typist 24
Data Entry Operator 19
File Clerk 21
Property S Supply Clerk 38
Public Safet Officer 334

4.9 10
0.0 0
0.0 0
4.8 1

26.3 10
52.7 176

0.5 1
0.0 0
0.0 0
0.0 0
0.0 0
4.2 14
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20. In the TVA Personnel Manual, Volume II, PH Section 7,
Veterans, pages 1 through 38, are the instructions that
provide guidelines in determining whether or not
applicants can be certified as veterans and compensable
DAVs. This information is taken from the Federal
Personnel Manual. Host of these pages are dated
November 1, 1974, with the latest date being
March 12, 1980. This information is not the latest
information from the Federal Personnel Manual that TVA
has received.

The latest information has not been distributed to the
different employment offices and division personnel
offices throughout TVA. The latest Federal Personnel
Manual information that was distributed to the employment
offices was dated August 12, 1980. It was issued for
informational purposes and not as a part'of the TVA
Personnel Manual.

The new information pertains to the type preference
military retirees receive in hiring and in RIFs. It
contains other information that would be beneficial to
employment officers and division personnel officers.

The Veterans section of the TVA Personnel Manual has only
limited distribution. It is included only in the manuals in
the Division of Personnel. It is not included in the manuals
for the division personnel officers throughout TVA,

TVA's informational material entitled "Application of the
Veterans'reference Act in TVA" is not included in the TVA
Personnel Manual. However, in the Appointments Salary Policy
section, page 1, dated November 16, 1978, there is

veterans'nformationon certification of outside candidates.

The percentage of veterans employed at both WBN and TVA wide
is greater than with the other Federal agencies combined.
Also, the percentage of 30 percent or greater compensable DAVs
is larger at MBN than at the other Federal agencies. However,
the percentage of total compensable DAVs employed at WBN and
TVA is less than the percentage employed with other Federal
agencies.
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For certain clerical job categories, there axe not many
veteran and compensable DAV candidates on the employment
registers. This is mainly because the majority of these
candidates are females who generally have done no military
service. Also, qualifying on the TVA typing test is a
requirement for the clerk-typist positions. The June 13
and 16, 1986, computer printout of the clerical applicants for
WBN indicated that 81.3 percent of all the clerical applicants
wexe females, with 100 percent being females for the
clerk-typist and data entry machine operator employment
registers.

There was a good representation of veterans on the public
safety officer register: 52.7 percent of applicants were
vetexans (including compensable DAVs) and 4.2 percent
compensable DAVs. The percentage of veterans and compensable
DAVs hired, as public safety officers at WBN during the period
January 7, 1985, through March 31, 1986, was higher than the
percentage of those applicants presently on the employment
register at WBN.

Conclusion

Basically TVA appears to be in compliance with applying
veterans'reference for hiring regular (undisabled)
veterans. However, improvement is needed in the hiring of
10 percent or greater compensable DAVs. Some division
personnel officers do not understand the type of preference to
give 10 percent or greater compensable DAVs in hiring.

This investigation does not support the general issue that
"Veterans axe not given preference over nonveterans." The
investigation does show that TVA employs a smaller percentage
of compensable DAVs than other Federal agencies; also, some
division personnel officers are not fully informed on the
required preference. But the evidence does not show conscious
or premeditated non-preference for undisabled veterans or
compensable DAVs,

If the concerns in this issue were referring to undisabled
veterans, they are not factually accurate. However, there is
a problem in the hiring of 10 percent or greater compensable
disabled veterans.
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4.2.2 Issue 72102 - Inadequate Preference in Transfers

Discussion

Some DAVs may be eligible for affirmative action
consideration if covered under the agency's plans for
affirmative action for handicapped individuals or for DAVs,
but the Veterans'reference Act does not provide for
preference to veterans in selection for promotions,
transfers, or reassignments.

In the interviews, the 10 division personnel officers stated
that veterans'reference did not apply to transfers and
promotions.

In reviewing the retention lists for RIFs at the WBN Project
Personnel Office on May 28, 1986, the following situations
were noted:

a. Seven employees (five structural ironworkers and two
carpenters) were selected for positions in Nuclear
Services Branch (NSB) from the Construction Group. Of
the seven employees, six were nonveterans and one was a
veteran. Two of the structural ironworkers and the two
carpenters were on lists in the Construction Group to be
RIF'd. These transfers occurred June 1985.

The NSB came into existence about May 1985. It worked
out procedures with TVA's Labor Relations Staff and the
Labor Council in setting up its original organization.

TVA does not have transfer provisions for TSL employees,
However, an exception was made and transfers were allowed
in setting up the original organization. This was a
one-time agreement with the Labor Relations Staff and the
Labor Council.

A Labor Relations Staff representative stated that he
knew of no Merit Systems Protection Board (MSPB) appeals
concerning these transfers to NSB,

This evaluation found these transfers were handled
appropriately. The NSB did work out procedures with
TVA's Labor Relations Staff and the Labor Council in
setting up the original organization.

Veterans'referencedid not apply to these transfers.

However, this information has been turned over to the
Employment Subcategory Committee who may pursue further
how the actual selections were made.
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b. Two steamfitter welders (veterans> were selected for
positions in Office of Nuclear Power from Office of
Construction, effective September 16, 1985. They went
from a T&L temporary construction hourly appointment to a
TSL indefinite annual appointment. Both were on a
retention list for a RIF in the Office of Construction,
but neither would have been reached in the RIF,

The evaluation finds that the above status changes were
appropriate. However, this information has been turned
over to the Employment Subcategory Committee who may
pursue how the actual selections were made.

Conclusion

This investigation found no evidence that TVA was not
applying the veterans'reference correctly in transfers:
there is no preference for veterans in promotions, transfers,
or reassignments, and none was given by TVA.

Therefore, this issue is not factually accurate.

4.2.3 Issue 72103 - Inadequate Preference in Retention

Discussion

1. Although the employee concerns only mentioned layoffs, it
is highly probable that some of them were referring to
RIFs instead of layoffs. Both layoffs and RIFs are
addressed in this report. Layoff of employees refers to
the release of employees with less than one year of
current continuous service since their last employment
starting date. A reduction-in-force (RIF) refers to the
release of employees with more than one year of current
continuous service.

Management may invoke a layoff or RIF for the following
reasons: lack of work, a shortage of funds,
reorganizations, or exercise of restoration rights,

Layoffs of construction and operating and maintenance
temporary employees are accomplished in accordance with
the General A reements between TVA and the Tennessee
Valley Trades and Labor Council. For layoffs of
construction employees, seniority is determined by adding
all TVA service together with active military service.
In the case of retired members of the military, some
military service may not be creditable.
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For layoffs of operating and maintenance temporary
employees, employees with the most recent current
employment date are laid off first. A temporary employee
is an employee whose last employment at TVA is for less
than one year.

In a RIF, employees competing with each other for work
are listed on a retention register in the following
order: Group I - those with permanent tenure; Group II-
those with prepermanent tenure; and Group III — those
with indefinite tenure plus those with temporary
appointments who have completed one year of current
continuous service. In a reduction, those in Group III
are released first, then Group II, and those in Group I
,are the last to be released. Within each of these tenure
groups, nonveterans are released first; veterans are
released second; and veterans with a 30 percent or
greater "compensable military service-connected
disability" are released last.

For RIF purposes, seniority (creditable service) and the
method of calculating Federal service dates are defined
and established by the Office of Personnel Management
regulations. Seniority is determined by adding all
periods of Federal employment together (including all TVA

service, work with other Federal agencies, and active
service in the military). As in layoff procedures, some

military service may not be creditable for retired
members of the military.

These RIF procedures apply not only to salary policy
employees, but also to TEL construction employees and to
operating and maintenance employees.

As noted in Table 4-5 the 10 division personnel officers
gave correct answers for grouping their employees in a

RIF. However, responses from a few were incorrect on how
to handle military retirees in a RIF.

As indicated in Table 4-6, the six employment office
managers gave essentially correct responses for grouping
employees in a RIF.

Three hundred seventy-four layoff and RIF retention lists
prepared by the Nuclear Construction Personnel Office at
Knoxville, the Office of Nuclear Power Personnel Office
at WBN, and the WBN Project Personnel Office were
reviewed. All appeared to have been essentially
correct. (See section 3.0 of this report for more
details on the review'.)
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6. From the layoff and RIF retention registers reviewed
during this evaluation, 17 names (12 nonveterans and'
veterans) were randomly selected to verify service dates
for layoff or RIF purposes. Those selected were:

a. Two salary policy employees (nonveterans), Division
of Nuclear Construction, WBN. The lists were
prepared by the Division of Nuclear Construction
Personnel Office at Knoxville,

b. Five TSL employees (one veteran and four
nonveterans), Office of Nuclear Power, WBN. The lists
were prepared by the Office of Nuclear Power
Personnel Office, WBN.

c. Ten TSL employees (four veterans and six
nonveterans), Division of Nuclear Construction, WBN.
The lists were prepared by the WBN Project Personnel
Office.

A microfilm copy of the TVA personal history record (PHR)
of each person selected was reviewed. Their service
dates listed on the layoff and RIF retention lists were
checked against those listed in their PHR's. The service
dates are generated by the computer. Also,

veterans'tatusin PHR was checked to determine whether or not the
17 were placed in the correct retention group. All were
correct.

Of the 17 names, four (two veterans and two nonveterans)
were randomly selected to verify that the service dates
used for their RIFs or layoffs were figured correctly.
All four were correct.

The conclusion is that the 17 people were placed on the
retention lists correctly.

7. The Reduction section of the Personnel Manual, Part A,
page 5, dated August 8, 1977, Part B, page 3, dated
August 8, 1977, and Part C, page 3, dated November ll,
1977, discusses veterans'reference in a RIF. However,
this information is not current. It does not include a
separate retention group for the 30 percent or greater
compensable DAVs. The correct information has been
provided and discussed in informational meetings
concerning RIFs. Also, the layoff information in the
Personnel Manual has not been updated to exclude union
members from having a separate ranking in layoffs.
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TVA's Salary Policy Articles of A reement does contain
current and correct information on retention groupings in
a RIF. It does include a separate retention group for
the 30 percent or more compensable DAVs ~

The General A reements for construction and operating and
maintenance employees do not describe how veterans and
compensable DAVs are placed on retention lists for RIFs.
However, a Handbook for Veterans is being developed to
provide this necessary information to all managers,
employees and applicants,

An examination of the Merit Systems Protection Board appeals
and grievances under the Grievance Adjustment Procedure
showed that TVA lost no TSL appeals on veterans'reference
in 1985. Nor did it lose any such appeals or grievances for
salary policy workers at WBN for 1985.

Conclusion

This investigation found that TVA is essentially applying
veterans'reference correctly in layoffs and RIFs.
Veterans'reference is a factor in RIFs but not in layoffs.
A few division personnel officers m~anot be handling
military retirees correctly in RIFs. The only evidence of
this was the results of the interviews with 10 division
personnel officers. No situations were discovered where
military retirees were handled incorrectly in a RIF.
Therefore, this issue cannot be considered factually correct.

4.2.4 Issue 72104 - Job Reclassification and Security Clearance
Requirements

Back round

The contention in this issue is that job reclassification and
security clearance requirements have been used to give
favored nonveterans an unfair advantage over veterans in
layoffs, RIFs, and hiring.

The following are the requirements and criteria that apply to
this issue.

1. Veterans'reference is a factor in RIFs but not in
layoffs, see 4.2,3 section of this report. All "one year
or less" TEL employees in the same classification (or in
the same subtitle if used) are compared in the layoffs.
Also, for RIFs, all "more than one year" T&L employees in
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the same classification are compared, with
veterans'referencebeing a factor.

2. In a layoff or RIF, a job steward is retained as long as
there is work in his/her classification for which he/she
is qualified. If it is necessary to release all "one
year or less" employees and continue into a RIF of "more
than one year" employees, the "one year or less" job
stewards must be terminated before a RIF is effected for
any "more than one year" employees. (See Personnel
Manual, Vol. 2, PM Section 7, Reduction, part A, pages 2
and 3; H-VII-C-3 and H-VII-E-3 in General A reement for
construction workers and A-VII-C-8 in General A reement
for operating and maintenance employees.)

3, Employees are assigned certain 'ob classifications
because of the jobs for which they were hired. As
discussed in section 4.2.1 of this report, candidates
considered for specific openings come from the following
sources:

a. Those referred from the unions,

b. Those recommended by management (call-by-name
procedure).

V

c. Those who have exercised their veterans'reference
rights with a TVA employment office.

Outside of RIF mode, employees can be changed from one
classification to another as long as TVA can use the
employees in the new classification; for example, a
steamfitter welder could become a steamfitter,

Representatives from TVA's Labor Relations Staff
indicated that it is against TVA's policies for employees
to be removed from layoff or RIF lists because of
reclassifications or status changes--even if the layoff
or RIF notices are issued up to two weeks after the
change,
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The General A reement for construction employees
(H-VII-C-4 and H-VII-E-4) states that in certain crafts,
foremen selected for a RIF are offered reassignment to
journeyman jobs in the same competitive area. However,
they do not have reassignment rights unless they can roll
back to the journeyman level and be retained there. The
foreman can only roll back to the journeyman position
held before being promoted to the foreman position.

This has also been true in the past for the TEL operating
and maintenance employees. However, with their new
General A reement, effective May 13, 1986, the hourly
operating and maintenance foremen no longer have the
reassignment rights, but the annual operating and
maintenance foremen still have the rights.

4. In positions at nuclear facilities, security clearance
for unescorted nuclear plant access is a qualification
requirement for selection and retention. Compliance with
clearance requirements is considered before

veterans'tatus

in this situation.

5. Hourly employees do not have job descriptions at TVA;
however, annual employees do. The union and TVA agree on
the job descriptions for the T6L annual employees.

6. The Veterans'reference Act does not provide preference
to veterans in transfers.

7. "Favoritism" is a violation of TVA's policies on
employment matters.

Discussion

A recent Merit Systems Protection Board (MSPB) ruling
reinforces the validity of the criteria spelled out in item 3
above. The MSPB ruled against a steamfitter foreman who
thought he should have been reassigned to a steamfitter
classification rather than to the steamfitter welder
classification in which his lower retention standing resulted
in his being RIF'd. The MSPB ruled that the steamfitter
foreman was only entitled to be considered for reassignment
to the journeyman position he held before his promotion to
steamfitter foreman. The implication of this ruling is that
reclassification guidelines can not be ignored in order to
save someone's job.
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The speed with which an employee can be cleared for
unescorted access to protected areas in a nuclear plant can
be a legitimate factor in hiring or in retention if retained
employees are required to have security clearances ~ However,
among those with security clearance (those who are "badged"),
veterans must be given first preference in hiring and
preference during a RIF in their tenure group and competitive
area as described in section 4.2.3. Among those who can
quickly get clearance (those who are readily "badgeable"
because they have previously had clearance, for instance),
veterans again must be given first preference.

Conclusion

This issue does not focus on whether favoritism is a problem
for ONP, Issues dealing with favoritism are evaluated in the
subcategory reports on Labor Relations (71600), Management
Technique (70600), and Employment (71800). The point of
contention here is whether or not job reclassification or the
need for security clearance has been or could be used to deny
a veteran his/her legal right to veterans'reference. The
answer is no. The rules preventing such abuse are in place
and are enforced. Therefore, this issue is not factually
accurate.

4.2.5 Issue 72105 - Disabled Veterans Are Not Given Any Preference

The evaluation of this issue includes the findings of issues
72101 through 72104.

Discussion

A. Audit by Office of Personne1 Management--TVA's Disabled
Veterans Affirmative Action Program was audited March
13-15, 1984, by Office of Personnel Management (OPM).
The OPM's major findings and recommendations are
summarized below:

1. Recruitment and Hiring of DAVs

a. OPM Findings:

Labor union seniority referral systems present a
formidable obstacle for affirmative recruitment
of DAVs in the TSL occupations. At the time of
this review, there was no active program in place
for recruiting DAVs. This fact accounts in part
for the low DAV hiring rate at TVA.
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b. OPM Recommendations:

1. TVA top management should attempt to obtain
recognition of preference for DAVs in the
local council's referral procedures.

2. Recruitment staff must vigorously implement
the recruitment action items in the current
Disabled Veterans Affirmative Action Program
(DVAAP) plan.

2. Promotions, (Internal Advancement) of DAVs.

a. OPM Findings;

Once on board, the DAV employee is "on his/her
own." The promotion/advancement policy of 38
U.S,C. 2014 is not understood or carried out at
TVA, resulting in a low promotion rate for DAV.

b. OPM Recommendations:

1. The "internal advancement" section of the
current DVAAP plan must be revised to include
more positive action items.

2. Managers and supervisors should be trained in
and sensitized to the policies and procedures
of the DVAAP. They should be held
accountable, through the agency performance
appraisal system, for contributing to the
DVAAP as part of their EEO responsibilities.

3. OPM's general finding was, as a class, DAVs
had been neglected at TVA.

The following is a summary of Mr. Charles H. Dean,
Jr.'s (Chairman, TVA Board of Directors) written
response to OPM.

a. TVA has an excellent overall affirmative action
program for handicapped individuals, including
its DAVs program.

b. There is no problem with the local union referral
procedures, and the agency's agreements with
blue-collar unions have long recognized
preference for DAVs.
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c. TVA's College and Professional Relations Staff and
area employment office liaisons will be directly
involved in recruiting DAV candidates. In addition,
efforts will be made to strengthen and expand TVA's
contact with outside organizations which provide
services to DAVs.

B. TVA's Disabled Veterans'ffirmative Action Program's
accomplishments for fiscal year 1985 are included in the
Affirmative Action Fiscal Year 1985 Accom lishment Re ort
and Fiscal Year 1986 U date for Disabled Veterans. Also
included in the report are the objectives and strategies
to be used to promote the employment and advancement of
DAVs at TVA during fiscal year 1986.

The objectives for 1986 are as follows:

1. To increase the number of job gualified DAV
applicants on TVA employment registers.

2. To increase internal advancement opportunities for
DAVs through career planning and upward mobility
opportunities.

3. To provide managers and supervisors awareness
training and information pertaining to the policies
and procedures of the Disabled Veterans Affirmative
Action Program.

4. To provide internal and out-placement opportunities
for DAVs scheduled for reduction-in-force.

5. To increase DAVs input into affirmative action issues
and concerns and to provide opportunities for
awareness of TVA policies, procedures, and
legislation affecting their employment.

6. To increase managers'nd supervisors'nderstanding
of the reasonable accommodation concept and its
applied.tion in meeting career advancement and career
development needs of certain DAVs.

A memorandum dated April 7, 1986, from
Charlesetta Woodard-Thompson to Guenter Wadewitz with
subject "Watts Bar Employee Concerns Raised on TVA's
Disabled Veterans Affirmative Action Program" lists the
highlights of actions that have been taken or are in the
process of being, implemented under TVA's Disabled
Veterans Affirmative Action Program.
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Some of the actions listed in this memorandum and in the
Fiscal Year 1985 Accom lishment Re ort are as follows:

Recruitment and Hirin --The Division of Personnel's
Employment Branch has sensitized its employment
officers to the need for seeking outside applicants
who are qualified DAVs for specific job openings.
Also, special consideration is given to DAVs as
candidates in TVA's special employment programs such
as the Student Training and Employment Project
(STEP), Student Co-Op Program, and the Training and
Orientation Project (TOP). Additionally, special
meetings have been held with administrative officials
of the Veterans Administration's Rehabilitation
Counseling Services Program and the Knoxville and
Chattanooga Veterans Outreach Centers to improve our
referral process and to establish linkage with these
organizations to strengthen TVA's outreach
recruitment capability.

2. Promotions--In January 1986, the Manager of Employee
Relations issued a memorandum to all office heads
dealing with OPM's findings concerning TVA's DVAAP
with a recommendation that agency managers give
immediate attention to providing career counseling
and to Individual Development Plans (IDP's) for 30
percent (or more) compensable DAVs employed in their
organizations. To assist in this activity, in
February 1986, all division personnel officers (DPOs)
received a printout of their organizations'0
percent or greater DAVs including all personnel
actions recorded for each 30 percent or greater DAV
in their organizations. DPOs were requested to
target those DAV employees who lacked the necessary
skills for advancement and who had remained at
entry-level positions or had progressed slowly into
higher level positions.

TVA is in the process of receiving responses from the
DPOs concerning the career development planning for
their compensable DAVs.

3. Final guidelines have been developed for TVA's
Advisory Committee for disabled persons. Each TVA
office will have a representative on the committee
with an alternate member also chosen by office
managers to represent the committee in his/her
absence. A minimum of four committee members will be
DAVs with a provision that a subcommittee made up
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exclusively of DAVs may be established to address
specific problems and needs facing DAVs employed by
TVA. The committee will meet bimonthly. The first
meeting was held May 29, 1986, in Knoxville.

4. In March 1985 a special edition of TVA's Mana ement
Newsletter was published on the topic "Disabled
Veterans: A Challenge." The newsletter focused upon
OPM's audit of TVA's DVAAP and provided guidelines to
be used in implementing affirmative action activities
intended to address specific needs of DAVs.

C. Ms. Woodard-Thompson states in her memorandum that most
of the recommendations made by OPM as a result of their
audit have been or are in the process of being addressed.

OPM's review of TVA's Fiscal Year 1985 Accomplishment
Report indicated that it met the basic requirements of 5
CFR Part 720. The four requirements met in the report
are:

1. Methods used to recruit and employ DAVs, especially
30 percent or more DAVs.

2. Methods used to provide/improve internal advancement
opportunities.

3. Description of how installations were monitored,
reviewed, and evaluated.

4. Explanation of progress or lack of progress in the
program.

Conclusions

TVA is making some progress in its attempt to enhance the
employment and advancement of DAVs. However, at this
time, improvement is still needed in the hiring of
compensable DAVs. Some division personnel officers do
not understand the type of preference to give compensable
DAVs in hiring. For certain job categories, the
employment registers have inadequate numbers of veterans
and compensable DAVs.
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As discussed in section 4.2.3 of this report, TVA is in
compliance in handling layoffs and RIFs of compensable
DAVs.

The increased hiring of compensable DAVs does need
corrective action, but the handling of layoffs and RIFs
of compensable DAVs does not constitute a problem.

4.3 Miscellaneous Veterans'reference Issues

4,3,1 Issue 72106 - Retired Veterans Are Treated As Nonveterans

Discussion

A. The issue here is the call for an evaluation of the
policy of treating retired veterans as nonveterans.

TVA has no option in what type of preference to give
military retirees in hiring or in RIFs. TVA is required
to follow the guidelines set out in the Federal Personnel
Manual. Those guidelines are as follows:

1. For a military retiree to receive preference for
appointment purposes, the individual must meet one of
the following two conditions:

a. Must be a DAV. A DAV means a person who was
separated under honorable conditions from active
duty in the armed forces performed at any time
and who has established the present existence of
a service-connected disability or is receiving
compensation, disability retirement benefits, or
pension because of a public statute administered
by the Veterans Administration or a military
department.

or

b. The individual must have retired below the rank
of major or its equivalent,

2. For a military retiree to receive preference in a
RIF, the individual must meet one of the following
conditions:
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a. Must have retired from the uniformed service
based on a disability resulting from injury or
disease received in line of duty as a direct
result of armed conflict.

or

b. Must have retired from the uniformed service
based on disability caused by an instrumentality
of war and incurred in the line of duty during a
period of war.

or

c. Must have retired from the uniformed service (at
a grade below that of major or equivalent) under
circumstances not covered in (a) or (b) above.

and

(1) Had less than 20 years of full-time active
service, regardless of when service was
performed. In counting service for this
purpose, full-time active duty for training
is not counted.

or,

(2) On November 30, 1964, was employed in a
civilian position to which the RIF retention
provisions of 5 USC 3502 applied and, on and
after that date, the individual continued to
be employed in that kind of position without
a break in service of more than 30 days.

or

d. Must have retired from the uniformed service at
or above the rank of major or equivalent and be a
DAV and meet one of the conditions covered in
c(l) or c(2) above.
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B. As section 4,2,3 revealed, responses from a few division
personnel officers interviewed were incorrect on how to
handle military retirees in a RIF (see Table 4-5). Two
of the division personnel officers indicated the
preference they would give a retiree in a RIF would be
the preference indicated on the retiree's form 9880,
Employee Status and Information Record. However, that
preference is for appointments and not for RIFs. More
retirees get preference for appointments than for RIFs.

C. Also, one of the 10 division personnel officers indicated
he would treat military retirees as nonveterans in
hiring. This would be correct for a person who retired
at the rank of major or above and who was not a DAV.
However, most military retirees applying for work at TVA
retired below the rank of major or its equivalent and,
therefore, would be treated as veterans in hiring, The
other nine division personnel officers essentially gave
correct answers as to the preference they would give
these people in hiring.

D. The General A reements do not describe
veterans'referencefor military retirees in hiring and in RIFs.

There is no information in TVA's Personnel Manual on
veterans'reference for the retirees in hiring.
Although preference for the retirees in RIFs is addressed
in the Personnel Manual, the information is not current.
It does not address military retirees who were officers.

Conclusion

This investigation indicates there were no situations
discovered where military retirees were handled incorrectly
in a RIF.

In the great majority of cases, TVA is handling military
retirees correctly in hiring. Therefore, this issue is not
factually accurate and does not identify a problem.

4.3.2 Issue 72107 — Veterans'reference Is Unfair to Nonveterans

This issue is based on an opinion that any preference for
veterans is unfair to'nonveterans.

Background information concerning application of the
Veterans'reference Act is presented in section 4.1. The
fairness of that Act will not be judged here, The evaluation
of this issue will instead address the availability of
grievance procedures to nonveterans.
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Discussion

The Veterans'reference Act grants to veterans with more
than one year of current service the right to appeal to MSPBif they are RIF'd, discharged, suspended for more than 14
days, or are reduced in grade or pay. Also, nonveterans with
more than one year of current service are entitled to appeal
to MSPB if they are RIF'd, but not for any of the other
adverse actions. However, nonveterans, like other
represented employees, may appeal an adverse action through
TVA's internal negotiated grievance procedures. They can
also file a complaint with TVA's Equal Opportunity Staff if
they believe the action in question is based on
discrimination on the basis of race, color, religion, sex,
national origin, handicap, age, and/or reprisal for
participating in an Equal Employment Opportunity (EEO)
complaint.

The employees are allowed to appeal only under one of the
above procedures.

The TVA Employee Concern Program is also available to
employees (nonveterans or veterans) who have concerns or feel
they are victims of job harassment or mistreatment. They are
encouraged to discuss the situations with any of the
following sources.

Immediate supervisor

B. Employee Concern Program Site Representative

C. TVA Inspector General in Knoxville

All new employees (salary policy and TSL) for WBN are given a
copy of the TVA Employee Concern Program,

Conclusion

No evidence was found that nonveterans do not have access to
sufficient grievance procedures. Therefore, this concern is
not factually accurate and does not identify a problem.
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4.3.3 Issue 72108 - Discrimination in 30-day Waiting Period

This issue was raised by a contention that veterans, are
discriminated against in TVA's layoff policy of 11 months
and 29 days by not being allowed to apply to vacancy
announcements during their 30-day waiting period to be
called back to work.

Discussion

A. Only TVA employees can apply for job vacancy
announcement positions.

B. TVA still has appointments of less than one year. Also,
TVA has T&L hourly appointments without an ending date,
Some people may be rehired less than 30 days from their
termination dates; whereas others may not be rehired
until 30 days have elapsed. In either case, they are
not allowed to apply on a vacancy announcement after
they are terminated until they have been rehired.

C. Although the following has no bearing on whether or not
a person (veteran or nonveteran) can apply on a vacancy
announcement after he/she is laid off or RIF'd, it may
help to understand why the 30 days was mentioned in the
concern.

1. If a TEL person is re-employed in the same
competitive area with less than a 30-day service
break, periods of service should be added together
in calculating current continuous service for RIFs.

2. A veteran preference eligible employee who has
completed one year of current continuous TVA service
in the same or similar positions has appeal rights
to MSPB in adverse actions. If a person is
re-employed in the same competitive area and same
competitive level with less than a 30-day service
break, the periods of service should be added
together in calculating current continuous service
for adverse actions,.

NOTE: There are some exceptions to the above,
(They are listed in a memorandum dated
May 29, 1985, from James D. Pullin to Heads
of Offices and Divisions with subject,
"Adverse Actions and Reductions in Force of
Trades and Labor Employees.")
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D. Some TSL employees are laid off and rehired frequently,

E, Hourly jobs are not filled through vacancy announcements,

F. In the General A reements that were in effect from 1984
until May 13, 1986, only the General A reement for
annual and hourly operating and maintenance employees
described how jobs were filled through vacancy
announcements.

In the new agreements effective May 13, 1986, only the
General A reement for the annual operating and
maintenance employees has information as to how
positions are filled through vacancy announcements,

G. Even though the vacancy announcements do not indicate
they are specifically directed to TVA employees, they
are posted only in TVA offices. The form used to
respond to the announcements is form TVA 9824, Employee
Application for Announced Vacant Position. The top of
form 9824 states that it is to be completed only by
present TVA employees,

Conclusions

As outlined in TVA procedures, neither veterans nor
nonveterans are allowed to apply for vacancies by means of
form TVA 9824 after being terminated or before being rehired
at TVA. Therefore, this concern is not factually accurate
and does not identify a problem,

4.3.4 Issue 72109 - Posting of Openings in Nuclear Power

This issue is based on the complaint that openings posted in
Nuclear Power are filled before veterans are aware of them.

Discussion

A. As stated previously, veterans'reference does not apply
to transfers.

B. For T6L Openings —According to section A-III-B-2 of the
General A reement for annual operating and maintenance
employees, the job announcements are posted on TVA
bulletin boards where qualified employees in the
competitive areas are located. The closing date for
receipt of applications is not less than 15 calendar days
after the date of the issue of the announcement,
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C. If eligible well-qualified annual employees are not
available within the competitive area, selection may be
made from among well-qualified hourly or temporary annual
employees in the competitive area and well-qualified
employees elsewhere in TVA who have requested
consideration for positions of the type and geographic
location of the position being filled.

D. For Salary Policy Openings--According to section S-7:8-2
of the Articles of A reement, a salary policy vacancy
announcement is directed to employees in one of the
following groups:

Group 1: Employees in the competitive area in which the
vacant position is located.

Group 2: Employees anywhere in the division in which the
vacant position is located.

Group 3; Employees anywhere in the office of which the
division having the vacant position is a part,

Group 4; Employees in all offices and divisions,

The announcement allows not less than 10 calendar days after
the date of posting for employees to apply.

E. According to the Division Personnel Officer for the
Office of Nuclear Power at WBN, ONP MBN annual TSL
operating and maintenance openings are posted TVA wide.
Posting is in accordance with A-III-B-2 of the General
A~reement. All of these annual XAL jobs are posted
unless they have obtained a waiver that was agreed on by
both the union and TVA management. The jobs are normally
posted since a waiver is seldom obtained.

Conclusion

Employees (veterans and nonveterans) can only apply on
announcements directed and posted for them. If a veteran
employee is located where a job announcement has been
directed and posted, he/she is allowed as much time to
respond to the announcement as a nonveteran, in accordance
with existing TVA procedures. Therefore, this concern is not
factually accurate and does not identify a problem.
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4.3,5 Issue 72110 - Veterans Not Told Time Limits to File Grievances

The issue is whether veterans are denied access to the labor
grievance process by not having the grievance filing time
limits fully explained to them.

Discussion

A. T6L Construction Em lo ees at WBN--The TEL construction
employees at WBN are given a packet of information,
including a copy of the General A reement, when they are
processed for employment by the WBN Project Personnel
Office. The General A reement, Section H-IX, entitled
"Grievance Adjustment Procedure," tells the employees how

to file a grievance and about the time limit requirements.

The employees sign a form in the personnel office that
they received this information. This signed form goes in
their personnel field file, which is kept at the WBN

Personnel Office,

Also, the job steward and someone in the craft
superintendent's office will give job orientation to each
new employee. A part of that orientation is talking
about job rules and the General A reement, which would
include information about filing a grievance.

affected employees are given information about procedures
and time limits in filing an appeal through TVA's
internal negotiated grievance procedures and with MSPB.

They are also given information about filing a complaint
with TVA's Equal Opportunity Staff (EOS) 'if they believe
the action in question is based on discrimination on the
basis of race, color, religion, sex, national origin,
handicap, age, and/or reprisal for participating in an
EEO complaint.

The employees are allowed to appeal only under one of the
above procedures. They are told this when they receive
the above information.

Both veteran and nonveteran employees are given the same

information listed above.

B. TE,L .0 eratin and Maintenance Em lo ees at WBN--Up until
now the TEL operating and maintenance employees at WBN

have not been given a copy of the General A reement at
either the Knoxville Employment Office where they are
processed for employment or at the Office of Nuclear
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Power Personnel Office at WBN. These employees have been
obtaining them through the'ir unions. Their job stewards
tell them about procedures for filing a grievance and
about time limits,

The reason T6,L operating and maintenance employees have
not been receiving a copy of the General A reement has
probably been the cost. Each book costs about $ 1,50.
However, during the last negotiations, it was agreed that
each employee (hourly or annual) would get a copy of the
General A reement appropriate for them.

Copies will be available at the DPO's offices, the
project sites, the Labor Council, and the Labor Relations
Staff. The division personnel officer will probably be
the office to give a copy to the new operating and
maintenance employees. The copies of the new General
A reements were just printed and made available for
distribution about June 14, 1986.

When these employees are given their RIF notices, they
are also given information about procedures and time
limits in filing an appeal through the internal grievance
procedures, MSPB, and TVA's EOS office, the same as TSL
construction employees.

C. No evidence was found that veterans and nonveterans were
treated differently in being notified about time limits
in filing a labor grievance.

Conclusion

All employees (veterans and nonveterans) are given sufficient
information about procedures and time limits in filing
"labor" grievances (negotiated grievances) and the other
appeals available to them. However, such information may not
have been available for all at the time the concern was
filed. Therefore, this concern identifies a problem which by
the time of this evaluation had been remedied by normal
procedures (in this case, negotiations).

4.3.6 Issue 72111 - Application Forms Do Not Identify Veterans

The issue is based on a complaint that application forms for
TVA employment do not ask if the applicant is a veteran.
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A. As stated previously, veterans have preference in
selection for appointment and for retention in a RIF.
Veterans do not have preference in selection for
promotion or transfer.

B. The only TVA application form that does not ask the
applicant if he/she is a veteran is form TVA 9824,
Employee Application for Announced Vacant Positions This
is the application form that TVA employees complete when
they are applying on a TVA vacancy announcement. Since
veterans do not have preference in transfers, it is not
necessary for this application form to ask the employees
about their veterans'tatus.

C. Form TVA 1, TVA's present application form for both
salary policy and TSL employees, asks the applicants
about their veterans'tatus. TVA started using this
form August 1985. Before that, two different
applications were being, used--one for salary policy
employees (form TVA 1) and one for TEL employees (form
TVA 5). Both of these applications also requested the
applicants to include veterans'tatus information.

Conclusions

No change needs to be made regarding veterans'tatus on
TVA's present application form for outside applicants, form
TVA 1, or the application form for TVA employees, form TVA
9824. The concern is not factually accurate and does not
identify a problem.

5.0 COLLECTIVE SIGNIFICANCE

,Evaluation of the findings indicated the following:

A. The number of employee concerns specifically dealing with hiring is
small in comparison to the number of employees hired TVA wide and at
WBN and the number of job applications processed. In-addition, the
number of concerns specifically dealing with layoffs and RIFs
compared to the number of layoff and RIF retention lists reviewed for
this report is also small.

B. TVA's employment of veterans compares favorably with other Federal
agencies. TVA exceeds the other Federal agencies in the percentage
of undisabled veterans employed and is slightly lower than the other
Federal agencies in the percentage of compensable disabled veterans
hired.
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C. Many of the issues raised reflected confusion on the part of
employees as to how and why veterans'reference is applied at TVA.
Nevertheless, if such confusion leads employees (veterans or
nonveterans, disabled or undisabled) to believe they are being
treated unfairly, their job performance could be affected.

6. 0 CAUSES

Generic

The causes and responsible organizations for the negative findings in
this subcategory are:

A. Lack of updated procedures in TVA's Personnel Manual. Responsible
organization: Division of Personnel.

The Personnel Manual contains no information as to the preference
military retirees should receive in hiring,

B. Lack of training for division personnel officers and employment
officers on the application of veterans'reference at TVA.
Responsible organization: Division of Personnel.

C. Lack of information in the TEL General A reements on how
veterans'referenceis applied at TVA. Responsible organization: TVA

Management and Tennessee Valley Trades and Labor Council.

D. For certain job categories, there are inadequate numbers of veterans
and compensable DAVs available on the employment registers.
Responsible organization: Division of Personnel.

An example is the clerical job categories, the majority of whose
candidates are females with no military duty. Also, the
qualification skills (passing TVA typing test) are not common in male
veterans.

7..0 CORRECTIVE ACTIONS

7.1 Alread Initiated Corrective Actions

A. In the fall of 1985, a veterans'reference information session
was held at WBN for interested employees.

B. The mandatory Orientation to Supervision training course was
initiated during the summer of 1986. All supervisors
(management and bargaining unit supervisors) are required to
attend this training. A portion of the training time is being
devoted to veterans'reference.
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C. TVA has just hired its first Manager of Veterans'ffairs,
effective October 12, 1986.

D. Xn the 1986 summer and fall issues of the Veteran's Observer,
TVA placed an advertisement for engineers, nuclear unit
operators, and nuclear power and construction operations
professionals. However there was no response to these
advertisements. Conseguently, such advertisements will be
placed in other veteran's publications in an attempt go reach
more effectively prospective applicants among veterans,

E. A Handbook for Veterans is now being prepared by TVA. Included
in this handbook will be information on the correct application
of veterans'reference at TVA--in hiring, transfers,
promotions, layoffs, and RIFs. A draft of this handbook has
already been sent out for review. The handbook will be made
available to TVA managers, employees, and applicants for
employment.

7.2 Corrective Action as a Result of This Evaluation

A. The TVA Personnel Manual, PM Section 7, "Reduction," parts A, B,
C, and E are to be updated to include the latest information
regarding retention grouping for 30 percent or more compensable
disabled veterans. Also included will be the latest information
regarding preference for military retirees in a RIF.
Information has been deleted regarding union members'aving a
separate ranking in layoffs. A revised draft of the release was
distributed for coordination. (CATD: 721-NPS-03)

B. Personnel Manual, PM Section 7, "Veterans," is to be updated
with the latest Federal Personnel Manual information on
veterans, including preference of military retirees in both
hiring and reduction in force. This draft rewrite was
distributed for coordination. (CATD: 721-NPS-02)

C. Training regarding the application of veterans'reference at
TVA was conducted at the Division Personnel Officer meeting.
There were follow-'up sessions in Chattanooga and in Knoxville
for those who were unable to attend the meeting. (CATD;
721-NPS-01)
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8.0 ATTACHMENTS

Attachment A., Subcategory Summary Table

Attachment B,, List of Concerns by Element/Issue

Attachment C., List of Documents Reviewed

Attachment D., List of Personnel Interviewed
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ICH 'IlAS BROKEtl BY LAYItlG OFF VETERAtl
S BEFORE WOtl-VETERANS. THESE ARE TH
0 EXAHPLES OF THE COWCERtl.

-85"01'-00101 1'1P 72103 H tlBN 1 H W H N

T50051 2 tlA HA tlA NA
QTC THE LAY-OFF PROCEDURE llAS ACCOHPLISH

ED THRU FAVORITISH. THOSE PERSOWtlEL
THAT SERVE THE GEtlERAL FOREMAtl (tlUC

COtlST) (CLIQUE) RETAItl THEIR POSIT
IONS ~ HO COWSIDERATIOW IS GIVEN TO
THOSE PERSOHtlEL THAT DO THE llORK AWD

HAVE VET STATUS. THE OtlLY REQUIREH
EWT TO CONTINUE HORKIWG IS TO BE OW

THE RIGHT TEAtl.

: -85-015-00801
T50053

U

02

03

HP 72108 S NBN 1 tl tl N N
2 HA WA NA WA

HP 72102 S HBW 1 H W H H
2 HA HA tlA tlA

t1P 72103 S tlBtl 1 tl W W H
2 NA HA tlA HA

QTC TVA DISCRIMINATES BETllEEtl VETERANS A
WD HOH-VETERAtlS VIA THEIR LAYOFF POL
ICY (11 HOHTHS 29 DAYS) i BY tlOT PUBL
ISHIHG A VACAttCY/AttttOUttCEHEttT UtlTIL
AFTER THE LAYOFF AHD tlOT ALLOHItlG A
PERSON TO APPLY FOR AW AWtlOUtlCED POS
ITIOtl DURING THEIR 30-DAY HAITIWG PE
RIOD TO BE CALLED BACK IF EVER. (HA
t1ES/DETAILS KtlOHtl TO QTC)

'. -85-015-01301 tlP 72103 tl 1'lBH 1 tl tl tl N

T50053 2 tlA NA WA tlA

; -85-058-00501 t1P 72103 tl l<BN 1 N tt H H

T50186 2 tlA HA WA NA

QTC

QTC

EHPLOYEE ttOtt-VETERAtlp IlITH LESS'HAW
ONE YEAR TVA TIHEp llAS Otl LAYOFF LI

ST BUT HAS RENOVED FROW LIST NEXT DA
Y. VETERANS ttERE LAID OFF. (WANES
iDETAILS KtlOHtl TO QTC)

CI FEELS THE ORDER OF LAY OFFS DOES
tlOT FOLLOll THE ORDER OF HIRItlG. VET
ERAHS STATUS DOES WOT APPEAR TO BE C
OWSIDERED AT ALL DURING THE LAY OFF
SELECTIOH. CONSTRUCTION CONCERN. C
I HAS HO ADDITIONAL IWFORHATIOH.

COtlCERtlS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUHBER.
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OtlCERtl WUtlBER CAT

S
H

SUB R PLT
CAT D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ IIB
HISTORICAL COtlCERH

REPORT ORIGIN CONCERN DESCRIPTIOW

REF. SECTIOtl 4

CAT — MP
SUBCAT — 721

"85-060-00201
T50179

MP 72107 H llBtl 1 tl N W tl
2 tlA tlA HA tlA

QTC TVA'S POLICY OF RETAItlItlG PERSOWtlEL
WITH VETERAN'S PREFERENCE RESULTS It(

RETEtlTIOH OF LESS QUALIFIED PERSOtltl
ELp HHILE tlORE QUALIFIED PERSOWtlEL A
RE LAID OFF. CONST. DEPT. CONCERN.
C/I HAS WO FURTHER ItlFORMATIOtl.

-85-072-00301 MP 70507 S HBH 1 tl tl tl H

T50187 2 tlA tlA NA WA

02 MP 72105 S HBW 1 tl H H W

2 WA tlA tlA WA

-85-07<)-00301 MP 72107 N llBtl 1 H H N tl
T50181 2 HA tlA WA WA

QTC

QTC

TVA DOES WOT GIVE DISABLED VETERANS
ANY SPECIAL COWSIDERATIOW. CotISTRUC
TIOW DEPT COWCERtl. CI HAS tlo ADDITI
OWAL ItiFORthATION. GEtlERIC COtlCERtl.

C/I EXPRESSED THAT TVA SHOULD ESTABL
ISH A PERCENTAGE SYSTEM OF EMPLOYEES

BASED Otl CERTAItl CLASSIFICATIONS (C
ERTAItl PERCENTAGE OF VETERAWSr CERTA
IH PERCEtlTAGE OF NOH-VETERAttSp ETC. )

TO ALLOH WOH-VETERANS EtlPLOYEES SO
tlE AtlOUtlT OF JOB SECURITY. COtlST. D
EPT. COtlCERtl. C/I HAS tl0 FURTHER It)
FORMATION.

: -85-165-00101
T50206

02

03

MP 70507 S HBN 1 N H tl W

2 NA HA tlA NA

MP 72105 S llBtl 1 H tf tl tl
2 WA. tlA tlA tlA

MP 72103 S lhBW 1 W tf W H
2 tlA tlA tlA WA

QTC TVA POLICY Itl CONSTRUCTION REHIRING
GIVES A VETERAtlS PREFEREtlCE FOR 10/
DISABLED VETERAtlS BUT THIS POLICY IS

WOT BEING FOLLOHED OW LAY"OFFS. CO
NSTRUCTIOW DEPT. CONCERN. CI HAS HO

FURTHER ItlFORt'IATIOW.

: -85-106-00101 MP 72101 tl llBW 1 tl tl tl tl
T50204 2 tlA tlA NA WA

QTC TVA TALKS ABOUT VETERAtlS PREFEREtlCE
BUT DOESH'T APPLY IT Itl THE TVA HIRI
WG PRACTICES. CONSTRUCTION DEPT. CO
HCERW. CI HAS HO FURTHER IWFORMATIO
tl.

COt<CERttS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUMBER.
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SUB
OtlCERtl tlUtlBER CAT CAT

S
H
R PLT
D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ HB
HISTORICAL CONCERN

REPORT ORIGIN COtlCERW DESCRIPTIOtl

REF. SECTIOtl
CAT — MP
SUBCAT — 721

-85-158-00101 thP 72103 N t tBN
T50205

1 tl tl tl tl
2 NA NA tlA tlA

QTC CI STATES THAT CI llAS UtlFAIRLY/UWJUS
TLY PUT Otl THE LAY-OFF LIST. PEOPLE

(tl0 tlAtlES GIVEN) llITH LESS TIME AtlD
WOtl-VETS llERE tlOT Otl LAY-OFF LIST.
DETAILS KtlONtl TO QTCp llITHHELD DUE

TO CONFIDENTIALITY. CI HAS WO ADDIT
IOtlAL ItlFORtlATION.

"85-266-00101 t1P 72107 N HBN 1 W tl W tl
T50032 2 WA WA NA NA

-85"316-00301 tlP 72107 tl llBN 1 tl W W N

T50176 2 NA NA NA NA

'85-331-00201 MP 72107 N ttBN 1 tl W tl W

T50026 2 WA tlA NA tlA

1 "85-362" 00101 tlP 72101 tl ttBN 1 tl tl tl tl
T50023 2 NA NA tlA NA

t -85-376-00301 MP 72103 tl HBH 1 N tl N tl
T50019 2 WA WA NA WA

QTC

QTC

QTC

QTC

QTC

TVA POLICY OF GIVItlG VETERAtlS PREFER
EtlCE ALLOtlS tlARGItlAL ttORKERS TO REMA
It( OW THE JOBp HHILE tiORE QUALIFIEDp

BETTER PERFORl'1ItlG IlORKERS ARE LAID
OFF.

VETERAN PREFERENCE IS UNFAIR AS PRAC
TICED: TVA'S VETERANS PREFEREtlCE IMP
LEMEWTATIOW ACTUALLY GOES FURTHER TH
Atl HHAT IS PERtlITTED BY THE LABOR "G
EtlERAL AGREEMEtlT"p VETERAtl SENIORITY

IS EVIDENTLY MORE THAt) TVA TIME ADD
ED TO "CREDITABLE SERVICE TIME". HH
AT REGULATIOWS/LANS PERtlIT TVA TO DO
THIS'LSOp THERE ARE OtlLY Tl10 NOtl

-VETERANS (KWOllW) Itl THE Et>TIRE tlSB
ORGAttIZATIOtl. CI HAS WO MORE INFORM
ATIOtl. COtlST. DEPT. COWCERtl. WO FO
LLOtl UP REQUIRED.

LAYOFFS ARE BASED Otl A VETS VS tlOtl-V
ETS BASIS. INDIVIDUAL (KWOHW) SAYS
HE/SHE llAS TOLD THAT THERE ttAS A LAN

STATItlG HIRE VETS FIRST 8 LAY THEtl
OFF LAST. ItlDIVIDUALASKED FOR A CO
PY OF THAT LAll BUT NEVER RECEIVED IT

HIRIWG PROCEDURE DISCRIMINATES AGAIN
ST VETERAtl EtlPLOYEES HITH SEtlIORITY
AWD IlHO ARE WOT BLACK OR FEtlALE. PE
OPLE ARE HIRED "OFF THE STREET" WITH

WO EXPERIENCE

VETERAtlS ARE OFTEN LAID OFF BEFORE tl
OW-VETERAtlS EVEtl THOUGH POLICY STATE
S VETERANS HAVE PREFERENCE.

COtlCERWS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY ttUtlBER.
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PAGE
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OWCERtl ttUMBER CAT

S
H

SUB R PLT
CAT D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ l'lB
HISTORICAL CONCERN

REPORT ORIGIN ~ COtlCERtl DESCRIPTIOtl

REF. SECTION
CAT — MP
SUBCAT — 721

-85-378-00301
T50019

thP 72101 S llBH

02 MP 72102 S HBH

03 MP 72103 S NBA

1 tl H tl H
? HA NA NA NA

1 W tl tl N
2 WA NA HA tlA

1 tl tl W tl
2 tlA HA WA tlA

QTC VETERAtlS ARE tlOT GIVEN PREFEREtlCE OV
ER HOW-VETERAtlS. TVA POLICY VIOLATE
D. (tlAMES Ktl0lltl TO QTC)

'85-381-00101 tlP 72100 H llBtl 1 W W tl W

T50018 2 WA WA tlA tlA
'TC TVA IS WOT FOLLOHIWG AGENCY POLICY R

ELATIVE TO VETERAtlS PREFERENCE Itl PR
EPARATIOH OF LAY-OFF/RECALL LISTS.
TVA tlAtlAGEMEtlT (tl0 tlAtlES KtlOlltl) HAS
STATED THAT VETERAtlS PREFEREtlCE IS S
ECOtlDARY TO: A) CPAFT SUB-CLASSIFICA
TIOW (IRON llORKER OR IROtl llORKER llEL
DER), AtlD B)WHETHER THE ItlDIVIDUALP
OSESSES A CLEARANCE TO ENTER COtlTROL
LED PLANT AREAS. IT HAS EXPRESSED T
HAT TVA ASSIGNS CRAFT SUB-CLASSIFICA
TIOWS BASED OW WO DOCUMEtlTED POSITIO
tl DESCRIPTIOtlSr AtlD OFTEN UPOtl PERSO
tlAL FAVORITISH> I. E. TO RETAItl ll

l -85-395-00101
T5001i)

02

03

MP 72101 S HBN 1 W N W N
2 WA WA NA WA

tlP 72102 S llBN 1 tl N H tl
2 HA HA tlA NA

MP 72103 S HBW 1 H W tl W

2 WA tlA WA tlA

QTC DISCRItlIWATIOH AMOtlG VETERANS VS. tl0
W-VETERANS. TVA DOES HOT Cot1PLY HIT
H POLICY.

I -85"611-00601 MP 72103 N WBtl 1 H il W tl
T50 018 2 tlA WA tlA tlA

QTC ItlDIVIDUALIS BEIHG LAID OFF BECAUSE
HE IS A VETERAN AtlD THE OTHER PEOPL

E ARE tlOTp REGARDLESS OF THE FACT TH
AT THEY ARE JUtlIOR TO THE INDIVIDUAL

(NAME IS KWON TO QTC)

COtlCERtlS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUMBER.
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ONCERN WUtlBFR
SUB

CAT CAT

S
H
R PLT
D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ HB
HISTORICAL COtlCERN

REPORT ORIGIN CONCERN DESCRIPT IOtl

REF. SECTION
CAT " MP
SUBCAT — 721

-85-656-00901
T50037

MP 72101 S HBN

02 MP 72102 S HBtl

1 W N W W

2 NA tlA tlA NA

1 W tl N W

2 tlA tlA NA tlA

QTC THE LAN GOVERWItlG VETERAN PREFERENCE
tlEEDS TO BE RE-EVALUATED TO DETERMI

tlE IF IT IS BEItlG PROPERLY APPLIED A
T HATTS BAR.

c

,03 MP 72103 S tlBN ~ 1 tl tl tl tl
2 tlA NA NA WA

-85-689-00201 tiP 72101 N HBtt 1 tl W W N

T50029 2 NA tlA NA WA

-85-535-00101 MP 72102 N IlBN 1 tl W N tl
T500<i2 2 WA tlA tlA tlA

-85-562-00201 MP 72106 W l<BW 1 W W W tl
T50110 2 WA WA WA WA

QTC

QTC

QTC

HIRING PRACTICE OF WOtl-VETS OVER VET
S IW NUCLEAR POllER

MANAGEMENT CAUSES LOll MORALE BY GIVI
NG PREFERENCE TO tl0tl-VETERAtlS IN REG
ARD TO JOB PLACEthEttT Itl THE tlUCLEAR
SERVICES BRAtlCH.

FAVORTIStl: A tlOW-VETERAtl (KWONW) IN
THE IROtlHORKERS HAS GIVEN HIS 30 DAY

LAY-OFF NOTICE Otl OWE DAYp AWD CAME
BACK THE NEXT DAY WITH A WEH JOB CL

ASSIFICATIOW IW A GROUP lIHERE THERE
llERE TO BE tl0 LAYOFFS. tl0 OtlE ELSE
HAD tlOTIFIED OF THIS OPEtlItlG (ABOUT
6-1-85) UtlTIL AFTER IT HAD BEEt( FILL
ED. CI HAS tl0 ADDITIOtlAL ItlFORMATIO
N.

l -85-562-00301 MP 72102 N HBN 1 tl N 'l
W

T50110 2 tlA NA WA WA
QTC ~ FAVORITISM: A tl0tl-VETERAN (Ktl0llW) GO

T tlOTICE ABOUT 6"1"85 THAT HE NOULD
BE LAID OFF Itl 30 DAYS. BECAUSE HIS

POSITIOtl IW THE IROWIlORKERS HAS WO

LONGER REQUIRED. THE tlEXT DAY HE At(
D TllO OTHERS (Ktl0lltl) llHO llERE tlOT TH
E LAY-OFF LIST CAME TO IIORK FOR THE
WUCI.EAR SERVICES BRAtlCH (WSB) p AtlD A
LTHOUGH OtlE OF THE OTHER TllO HAS A V
ETERAW, tl0 OTHER PEOPLE COULD BE FOU
WD HHO HAD HEARD OF THE WSB POSITION
S UNTIL AFTER THEY HAD BEEN FILLED.

CI HAS WO ADDITIONAL INFORtlATIOW.

COWCERtlS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY ttUtlBER.
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SUB
OtlCERtl HUt1BER CAT CAT

S
H
R PLT
D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ HB
HISTORICAL CONCERN

REPORT ORIGIN CONCERN DESCRIPTIOtl

REF. SECTION
CAT — MP
SUBCAT — 721

85 57< 00101 MP 72105 N HBtl
T50051

1 tl N tl N
HA HA HA NA

QTC POLICY OF TREATING RETIRED VETERAtlS
THE SAME AS HOW"VETERANS REGARDIWG P
REFEREtlCE tlEED TO BE EVALUATED.

'85-693-00101 MP 72102 N NBtl 1 N tl tl W

T50122 2 tlA HA HA HA

-85-708-00301 MP 72102 H l<BN 1 tl tl H N

T50080 2 HA WA WA HA

'85-708-00501 MP 72110 H HBtl 1 tl N W W

T50075 2 WA WA WA WA

> -85-708-00601 MP 72106 N WBH 1 H N tl H

T50075 2 HA WA HA tlA

1 -85-722-00101 MP 72102 tl HBN 1 N tl tl tl
r5006< 2 WA tlA NA tlA

QTC

QTC

QTC

QTC

QTC

VETERANS ARE HOT TREATED FAIRLY. A
HOtl-VET IS PREFERRED OVER A VETERAtl
BECAUSE tlOH"VET IS Itl CLIQUE. HOW"V
ETS GIVEtl JOBS THAT VETS SHOULD HAVE

GOTTEtl BECAUSE OF SENIORITY. OTHER
TYPES OF HARASSt1EtlT CI HAS tl0 MORE

IHFORMATIOtl. DETAILS KtlOlltl TO QTC ll
ITHELD TO t1AItlTAItl CONFIDENTIALITY.

CONSTRUCTION DEPARTMENT CONCERN.

U.S. MILITARY VETERAtlS llERE NOT GIVE
tl PROPER PREFEREtlCE Itl APPLYItlG/BEItl
G SELECTED FOR OPEtlltlGS HHEtl THE tlUC
LEAR SERVICES BRANCH HAS ORGAtlIZED.

tlO FURTHER DETAILS AVAILABLE.

TVA DOES WOT FULLY EXPLAIN TIME LIMI
TS> ASSOCIATED WITH FILItlG A LABOR G
RIEVAWCEp TO VETERAtlS llHO ARE LAID 0
FF. THE RESULT IS THAT t1ANY VETERAN
S ARE DENIED ACCESS TO THE GRIEVAtlCE

PROCESS'UE TO ALLOHItlG THE RELATI
VELY SHORT TI11E PERIOD TO ELAPSE.

"JOB CLASSIFICATIOtlS" ARE USED BY TV
A MAWAGEt1EtlT TO RETAItl CERTAItl PERSO
WHEL (WOtl-VETERAtlS) OVER VERTERAtlS ll
HO SHOULD'Y LA)lr BE GIVEtl PREFEREtl
CE It( RETEtlTIOtl. JOB CLASSIFICATIOtl
S ARE tlOT DOCUMENTED AS TO QUALIFICA
TIOtlS REQUIRED> OR PROCEDURES USED T
0 ASSIGtl Atl ItlDIVIDUALTO A PARTICUL
AR CALSSIFICATIOtlp THUS ALLOHItlG TVA

tlAWAGEMEHT COt1PLETE FREEDOM Itl THE
JOB CLASSIFICATION PROCESS.

VETERANS PREFERENCE POLICY tlOT ADHER
ED TO BY TVA IW AWARDING POHER DIVIS
IOtl JOBS. DETAILS KtlOlltl TO QTCp llIT
HHELD TO PROTECT CONFIDENTIALITY.

COtlCERHS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUMBER.
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OWCERtl tlUtlBER CAT

S
H

SUB R PLT
CAT D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ llB
HISTORICAL CONCERN

REPORT ORIGIN CONCERN DESCRIPTIOW

REF. SECTION
CAT — t1P
SUBCAT — 721

-85-760-00101
T50077

HP 72102 H HBtl 1 tl W tl tl
2 tlA NA HA 'HA

QTC HAHAGEHEHT DID WOT COHPLY WITH THE V
ETERAH PREFERENCE POLICY llHEtl SELECT
IWG INDIVIDUALS TO BE TRANSFERRED TO

tlUCLEAR SERVICES BRAtleH. (tlAHES/DE
TAILS KWOHW TO QTC. RELEASIWG THIS
ItlFORt1ATIOtl llOULD JEOPARDIZE THE CI'

CONFIDENTIALITY).

'85-760-00201 thP 72109 tl HBN 1 H H tl H

T50077 2 tlA tlA tlA HA

'85-800-00101 thP 72102 S HBtl 1 H H H H

T50071 2 WA NA tlA tlA

02 MP 72105 S IIBH 1 H H W H
2 HA HA tlA tlA

I -85-870-00101 t1P 72107 H HBH 1 H tl H tl
T50090 2 NA HA tlA HA

1 -85-885" 00101 HP 72101 N llBN 1 N N N H

T50255 2 tlA HA tlA HA

QTC

QTC

QTC

QTC

THE AHHOUttCEt1EttTS OF FORTHCOHIt<G VAC
AHCIES ARE PUBLISHED/POSTED It( HUCLE
AR PONER OtlLY AtlD t10ST VETERANS DO tl
OT HAVE Atl OPPORTUHITY TO BE HADE All
ARE OF THE OPEtlItlGS BEFORE THEY ARE
FILLED. (WANES/DETAILS AVAILABLETO

QTC. RELEASE OF NORE IWFORt1ATIOW H
OULD JEOPARDIZE CIts CONFIDENTIALITY
.)
VETERAtl PREFEREtlCE IS tlOT GIVEtl llHEtl

SELECTING PERSOHtlEL TO BE TRAtlSFERR
ED TO ttSBp ItlCLUDItlG AtlY PREFEREtlCE
ALLOllED FOR DISABLED VETERANS llITH S
EtlIORITY. (tlAHES/DETAILS Ktl01ltl TO Q

TC AHD RELEASE OF IWFORHATIOtl HOULD
J EOPORDIZE C/I ' CONF IDENTIALITY. )
tl0 FURTHER DETAILS AVAILABLE.

VETERAtl PREFEREtlCE POLICY IS UNFAIR
TO WOtl-VETERANS. ALL TVA Et1PLOYEES S
HOULD HAVE SENIORITY CALCULATED Otl T
HEIR TVA TIt1ES OtlLY.

VETERAtl'S PREFEREtlCE RULES ARE tlOT F
OL L ONED: MAWAGEHEtiT ( tlAHES KWOHW ) U
SES THE "BUDDY SYSTEH" TO HIRE BACK
PERSONNEL (KWOHH) llHO ARE LESS QUALI
FIED THAt( VETERANS HHO llERE ALSO AVA
ILABLE FOR REHIRE. COt<STRUCTIOtl DEP
ARTllEWT COtlCERtl. HO ADDITIONAL INFO
RHATIOtt AVAILABLE It) FILE.

COtlCERtlS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUHBER.
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SUB
OtlCERtl tlUttBER CAT CAT

S
t4
R PLT
D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ HB
HISTORICAL COHCERtl

REPORT ORIGIN CONCERN DESCRIPTIOW

REF. SECTION
CAT — t1P
SUBCAT — 721

-85-916-00301 HP 72107 H HBtl
T50096

1 tl H tl tl
2 tlA WA HA tlA

QTC TVA'S SENIORITY SYSTEH (AS IT APPLIE
S TO LAY-OFFS) IS UNFAIR TO SOHE Et1P
LOYEES. A HAtl llHO IS QUALIFIED AWD
HILLIWG TO DO WORK IS PUT OH A LAY-0
FF LIST BEFORE A tlAtl HHO IS LESS QUA
LIFIED AHD LESS WILLING TO DO HORK B
ASED SOLELY Otl SEtlIORITY AtlD VETERAtl
S PREFERENCE. (tlO SPECIFICS AVAILAB
LE) C/I HAS tl0 FURTHER INFORthATIOW.

'86"300" 00201 t'lP 72107 N ttBN 1 tl H N H

T50158 2 tlA NA HA NA

l -86-306-00201 HP 72107 N HBtl 1 tl tl tl tl
T50162 2 NA HA WA HA

I -86-308-00301 HP 72111 H l<Bt4 1 H H tl tl
T50160 2 WA WA tlA NA

QTC

QTC

QTC

NOtl-VETERAtl ENPLOYEES ARE DISCRIHIWA
TED AGAINST BY THE TVA POLICY OF PRE
FEREWCE TO VETERANS. CI EXPRESSED T
HAT EXCELLEtlT HORK BY A tlOW-VETERAtl-
DOES tlOT COUttTi THAT TVA HILL HIRE A

VETERAtl "RIGHT OFF THE STREET" RATH
ER THAtl RETAItl A tl0tl-VETERAN. CI FE
ELS THAT THIS POLICY HURTS THE NORAL
E OF tlON-VETERAt4S. AtlD GIVES THEN TH
E ItlPRESSIOtl THAT THEY ARE "EXPEtlDAB
LEn COtlSTRUCTIOtl DEPT COtlCERtl C
I HAS l40 fURTHER ItlFORHATIOtl. tl0 FO
LLOHUP REQUIRED.

VETERAtl PREGEREtlCE POLICY USED BY TV
A IS DISCRINItlATORY. VETS ARE USED
OFR SECURITY CLEARAWCES AWD AWY OVER
TItlE THAT REQUIRES A CLEARANCE IS G

IVEW TO VETS. tlOtl-VETERAtl PERSOtltlEL
ARE HOT CONSIDERED. CONSTRUCTION D

EPT COtlCERtl. CI HAS tl0 ADDITIOtlAL I
HFORtlATIOW. tl0 FOLLOHUP REQUIRED.

APPLICATIOtl FORthS FOR TVA JOBS DO HO
T ASK IF THE APPLICAtlT IS A VETERAN.

CONSTRUCTION DEPT CONCERN. CI HAS
HO ADDITIONAL ItlFORHATIOtl. WO FOLL

OllUP REQUIRED.

COtlCERHS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUthBER.





FEREtlCE — ECPS132 J-ECPS132C
EQUENCY — REQUEST
P — ISSS — RHtl

LGORY: t)P HGT. 8 PERS. ISSUES

TEtltlESSEE EY AUTHORITY
OFFICE OF tlUCLEAR POllER

EMPLOYEE COtlCERN PROGRAM SYSTEt1 (ECPS)
EMPLOYEE COtlCERW IWFORt'lATIOtl BY CATEGORY/SUBCATEGORY
SUBCATEGORY'21 VETERAtl PREFEREtlCE UtlFAIR TO tlOWVETERANS

PAG 9
RUN TIME — 10: 06: 39
RUtl DATE — 03/10/87

OtlCERtl tlUHBER CAT

S
H

SUB R PLT
CAT D LOC

1 REPORT APPL
2 SAF RELATED

BF BL SQ HB
HISTORICAL COtlCERW

REPORT ORIGIN CONCERN DESCRIPTIOW

REF. SECTION
CAT " HP
SUBCAT — 721

-85-002-01001
T50165

thP 72107 tl llBW 1 tl W W tl
2 WA NA WA tlA

QTC TVA EMPLOYEES NHICH ARE MILITARY VET
ERAWS HAVE ACCESS TO THE VETERAtl'S A
DHIWISTRATIOW GRIVAWCE BOARD FOR CAS
ES OF JOB HARASSHEtlT OR t1ISTREATtlEttT

C/I STATED THAT tlO SUCH EQUIVALEtl
T PROCESS IS AVAILABLETO WOW-VETERA
tl EtlPLOYEES. COtlST. DEPT. COtlCERtl.
C/I HAS tl0 FURTHER ItlFOR11ATIOW.

-85-002-02501 HP 72107 tl HBN 1 W W tl tl
T50153 2 tlA NA tlA NA

QTC TVA'S HIRItlG POLICY OF GIVItlG VA PRE
FEREtlCE AS HELL AS HONEtl> BLACKS AtlD

t1IWORITIES llAS/IS HURTItlG QUALIFIED
HALE COtlSCIEtlCOUStlESSI I. E. REVERS

E DISCRIt1ItlATIOtl. ABOUT 25/ OF THE
VETERAtlS SHOULD tlOT BE WORKING Itl TH
E NUCLEAR FIELD It( TVA. AWY FURTHER

INFORMATION llOULD COt1PROMISE COtlFID
ENTIALITY. COtlSTR. DEPT. COtlCERtl.
tl0 FOLLOllUPS REQUIRED.

-85"007" 00101 HP 72103 N WBN I W W tl N

T50066 2 WA tlA NA NA
QTC 'AYOFF OF CRAFT PERSOWtlEL llHICH OCCU

RRED 6/7/85 DID tlOT COMPLY llITH TVA
POLICY RELATIVE TO HIRItlG/RETEWTIOtl
OF US MILITARY VETERAtlS. NO FURTHER

DETAILS AVAILABLE.

-85"072-00201
T50 165

02

03

HP 70507 S 1'lBN 1 N N tl N ~

2 tlA NA NA WA

HP 72102 S llBtl 1 N W tl tl
.2 NA tlA NA WA

thP 72105 S HBN 1 W W tl tl
2 NA WA NA tlA

QTC A DEPARTMENT RECEtlTLY FILLED THEIR J
OB OPEtlItlGS NITH WOtl-VETERANS llHEtl A
T LEAST OtlE DISABLED VETERAtl AtlD OtlE

OTHER VETERAtl THAT ALREADY HORKED I
tl THE DEPARTMEtlT HAD APPLIED. C/I S
TATED THE SELECTIOtl llAS BASED Otl THE

"BUDDY SYSTEM". NUCLEAR POHER CONC
ERtl. (NAMES/'DETAILS KNOllW TO QTC AN
D llITHHELD TO HAItlTAItlCOtlFIDEtlTIALI
TY). C/I HAS WO FURTHER IWFORtlATIOW

66 COtlCERWS FOR CATEGORY MP SUBCATEGORY 721

COtlCERNS ARE GROUPED BY FIRST 3 DIGITS OF SUBCATEGORY NUtlBER.
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ATTACHNENT B

VETERANS'REFERFNCE

List of Concerns by Element/Issue

This Subcategory Report (72100) addresses 11 iSsues raised by 44 employee
concerns.

Inade uate Preference for Re ular and Disabled Veterans (DAV)

72101 - Inadequate Preference in Hiring and Rehiring

EX-85-146-001
XN-85-362-001
XN-85-378-003"
IN-85-395-001""

XN-85-454-009~
XN-85-489-002
XN-85-885-001

72102 — Inadequate Preference in Transfers

EX-85-015-008~
XN-85-378-003~
IN-85-395-001"
IN-85-454-009""
IN-85-535-001
IN-85-562-003

IN-85-693-001
XN-85-70S-003
IN-85-722-001
IN-85-760-001
IN-85-800-001~
WI-85-072-002"

72103 - Inadequate Preference in Retention

EX-85-013-001
EX-85-014-001
EX-85«015-008"
EX-85-015-013
EX-85-058-005
EX-85-145-001"
EX-85-158-001

IN-85-376-003
XN-85-378-003-
XN-85-395-001~
IN-85-411-006
IN-85-454-009"-
WX-85-007-001

72104 — Job Classification and Security Clearance Requirements

IN-85-381-001
IN-85-562-002
IN-&5-708-006

72105 - DAVs Are Not Given Any Preference

EX-85-072-003
EX-&5-145-001~,
XN-85-800-001"
WI-85-072-002"
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ATTACHMENT B (Continued)

Miscellaneous Veterans'reference Issues

72106 — Retired Veterans Treated as Nonveterans

IN-85-575-001

72107 - Veterans'reference Unfair to Nonveterans

EX-85-060-002
EX-85-074-003
IN-85-266-001
IN-85-316-003

IN-85-331-002
IN-85-870-001
IN-85-916-003
IN-86-300-002

IN-86-304-002
PH-85-002-010
PH-85-002-025

72108 — Discrimination in 30-day Waiting Period

EX-85-015-008"

72109 — Posting of Openings in Nuclear Power

IN-85-760-002

72110 - Veterans Not Told Time Limits to File Grievances

IN-85-708-005

72111 — Application Forms Do Not Identify Veteran

IN-86-308-003

"-Concern addressed in more than one issue.
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ATTACHMENT C

The following is a list of documents reviewed.

~

~

1. Federal Personnel Manual

2. TVA Personnel Manual

3. Application of the Veterans'reference Act in TVA (informational handout)

4. TVA General A reement for Trades and Labor (T6L) Construction Employees

5. TVA General A reement for TSL Operating and Maintenance Employees

6. TVA Articles of A reement for Salary Policy Employees

7. Correspondence regarding TEL employment

8. Merit Systems Protection Board (MSPB) appeal procedure

9. Sample packet of information given to reduction-in-force employees, along
with sample reduction-in-force memorandums

10. Application form used by outside applicants for TVA jobs

11. Application form used by TVA employees for TVA jobs

12. Various reports and correspondence, such as TVA's Affirmative Action
Fiscal Y'ear 1985 Accom lishment Re ort and Fiscal Year 1986 U date for
Disabled Veterans; memorandum dated April 7, 1986, from
Charlesetta Woodard-Thompson to Guenter Wadewitz with subject "Watts Bar
Employee Concerns Raised on TVA's Disabled Veterans Affirmative Action
Program;" articles in TVA Mana ement Newsletter and Inside TVA concerning
veterans and disabled veterans

13. Layoff and reduction-in-force (RIF) retention lists

14. Records indicating who was selected for positions

15. Various statistical information

16. Sample packets of information given to new employees
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ATTACHMENT D

following list the personnel who were interviewed:

Division Personnel Officer for the Division of Nuclear Construction

2. Division Personnel Officer for WBN, Office of Nuclear Power

3. Assistant Personnel Officer for WBN, Office of Nuclear Power

4. Personnel Officer for WBN Construction Project

5. The Employment Officer in the Knoxville Employment Office who serves WBN

6, Division Personnel Officer for the Division of Medical Services

7. Division Personnel Officer for the Division of Property and Services

8. Division Personnel Officer for the Division of Management Systems

9. Division Personnel Officer for Division of Personnel, Office of the
General Manager, Office of the General Counsel, Office of the Inspector
General, Division of the Comptroller, Division of Occupational Health and
Safety, and Labor Relations Staff

10. Division Personnel Officer for Division of Land and Economic Resources

Division Personnel Officer for Office of Agricultural and Chemical
Development

Division Personnel Officer for Public Safety Service

13. Head of TVA's Knoxville Employment Office

14, Head of TVA's Chattanooga Employment Office

15. Head of TVA's Muscle Shoals Employment Office

16. Head of TVA's Nashville Employment Office

17. Representatives from the Labor Relations Staff

18. A Construction Management Assistant at WBN

19. A Personnel Staff Officer in the Division of Personnel

20. Manager of TVA's Handicap Services Program

21. WBN Site Manager for Nuclear Services Branch

22. WBN Assistant Site Manager for Nuclear Services Branch

23. Veterans'pecialist, Office of Personnel Management, Washington, D. C.



t l

(

V

~l
l

o

@<4

\I'I
y l1

A
V

j
u

1

J

"V

I


