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PREFACE

The Department of Energy's Office of Environmental Management has made significant
progress over the past few years in accelerating cleanup schedules, increasing
sfficiency, and working more cooperativaly with regulators and stakehotders. The
discussion draft Accelsrating Cleanup: Focus on 2006 plan challenges the

environmental management program to accomplish the maijority of cleanup work within
a shorter time and for less money than previously planned.

In order to meet the challenge of the 2006 plan, the Ohio Fisld Office diracts the
Department of Energy’s curent environmental cleanup actions at the Fernald site
outside Cincinnatl, Ohio, and the Mound slite in Miamisburg, Chio, The goal is to

complete the cleanup and then close out Federal operations at these sites In I8ss than
ten years,

“We will achieve, for all our sites, an environmentally restored end state
which serves the communities’ needs, and we will do this within a
decade.”

-- Ohio Field Office Stralegic Plan, 1995

The Department must demonstrate to the American people that it can address the
legacy of the Cold War. This Work Force Restructuring Plan addresses the

Department’s rasponsibility to those workers who helped win the Cold War and their
communities,

There Is no guarantee that any subsequent programs will offer benefits equal to
the benefits offered under this current P/an nor is it the intent of the Dapartment
of Energy in implementing this Plan to create any private rights of actlon or to
create any rights in third parties.




INTRODUCTION

This Work Force Restructuring Plan for the Qhie Field Office responds to Section 3161 of the
National Defense Authorization Act for Fiscal Year 1993 {the Act). The Act requires the
Department of Energy to prepare a plan to asslst workers and Jocal communities during the
reconfiguration of a defense nuclear facility.! The Act containg six genoral objectives:

1) Minimize social and economic Impacts to workers and communlties;

2) Provide workers a prefsrence-in-hiring with Dapartment of Energy contraclors:

3) Retrain workers for cleanup and other future Dapartment of Energy work;

4) Provide relocation asgistance to workers who transfer to other Department of
Energy facilities;

5) Assist workers in obtaining retraining, education and job assistance; and,

6) Provide communities with local impact assistance.

The Department's Office of Worker and Community Transition prepared Interdm Planning
Guidance for Contractor Work Force Restructunng to define the Department’s policies for
work force change under the authority of Section 3161. Previous work force reductions at two
Ohio sites were conducted under the Fernald Environmental Management Project, Work Force
Restructuring Plan, February 1995 and the Mound Plant Work Force Restructuring Plan, May
1994, The reductions envisioned by those two plans are now complete.

In March, 1997, the Department prepared a new draft Work Force Restructuring Fian to
provide the context for future work force reductions at Fernald and Mound. During April, May,
and Juns, the Department received numerous stakeholder comments from public mestings,
community organizations, employee working groups, and the represented work force at both
the Fernald and Mound sites on various aspacts of the draft Plan. In response to those
stakeholder comments, the Department revised the draft Plan to incarporate those comments
that help meet the objectives of Saction 3161. Appendix A summarizes the stakeholder
comments and the Department’s response. _

This new Plan lays out the Dapartment's preferred strategy for future work force changes at
Fernald and Mound. Decisions on when work force changes are needed will be made by the
Department of Energy and the contractor, con sidering a variety of factors such as cost, worker
skill mix, and cleanup schedules. Changes to this Plan may result from future policy or
program changes. Because these sites face closure within a decade, it is important for
workers to begin to plan for the sventual loss of their johs,

FACTORS DRIVING WORK FORCE CHANGE

The Femald site anded defense production In 1989. The Mound site complates the phase-out
of defense activities this year. Since the end of the Cold War, over 1,800 workers at these
sites ended work under contracts with the Department of Energy. Over 90% of those workers
left voluntarily, Defense downsizing is complete at these Ohio sites.

! Defense nuclear facilliies are those Dapartment of Energy sites that come under the definitions set out in Section
3163 of the Act.
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Environmental cleanup is now the primary mission at Femnald and Mound. The Department of
Energy determines the project scope and timeline for cleanup performance through the Chio
Fiald Office Strategic Plan. Contractors determing the number and skill mix of workers needed
to complete project work on the time line set out in that Plan, When cleanup projects are
complete, workers will lose their jobs if they cannot be retrained or reassigned for continuing
work at the site. Changes in the work force.may also result from reduced budgets which

require the redefinition of projects or the use of more effective ways to perform work, such as
outsourcing or privatization,

The Department of Energy’s objectives for outsourcing work are to improve productivity, avoid
capital expanditure, or gain expartise not available at the site, and not to reduce wages and
benefits for existing employees. Ohio Fleld Office policy supports continuity of the existing
work force, to the extent practicable, if workers possess the skills needed to complete the
continuing work at each site. In addition, peak work loads can be met through the use of

temporary staffing arrangements to meet varying naads of the prime contractor or other
members of the contractor team, in fisu of outsourcing.?

“We belleve in the power of an end date that Is close at hand...one we can
$eok...and one wa can see; literally an end In sight.”

-- Ohlo Fleld Office Strategic Plan, 1995

At the closure of these sites, 3,000 contractor workers will no longer be performing work for the
Depariment of Energy. There is no longer any promise of long-term employment for
Deapartment of Energy work at these sites. The Departmant Is working with community reuse
organizations 1o identify reuse options for the assets of each site. The goalls to encourage
communities to shift from depsndence on the Department of Enargy as a key source of
employment to dependence on private sector business activity.

WORK FORCE CHANGE PROCESS

The Department's contractors® will manage the work force and implement the Department’s
restructuring plan, if necessary. Project completion, reduced funding, outsourcing or
privatization of work, or an inappropriata worker skill mix are some reasons for work force
change. The contractor and the Department of Energy will use the following process to
determine when to implemaent this Work Force Restructuring Pian.

ZConsistent with Ohio Fisld Office policy and collective bargalnlng agresments, aach site will define and implement
a “make or buy’ process fo evaluate outsaurcing proposals and their ability to mest the Departments outzourcing
objectives. The process includes Chio Field Office staff and the eontractor, including members of the bargaining
unils. The evaluation will use an Ohio-Field-Office-approved cost modal for datermining whather the work should
be salf-performed, re-engineered, contracted out, or direct-procured by the Depariment of Enargy. Ifthereis a
dacision to outsource work, the Request-far-Praposal and aclual subcontracts for the work will incorporate the Ohio
Field Office polloy stated above, including continuity of wages and benefits where required by provistons of law or
collective bargalning agresments or other site-spacific agreaments.

® For purposes of this Plan, “contractor” is synonymous with a prime contraclfor or an intagrating contractor to the
Department of Energy at eithar the Farnald or Mound sites. Other firms Included as teaming partners or intagrated
subcontractors to the prime ar inlegraling contractor may be considered a contractor” depending on thelr specific
contractual retellonship for management of the work force. *Warkar® applles to the employees of those firms.
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Strategic Plan and Resource Impacts

The Department of Energy Issues its Strategic Plan at least annually. That plan reflects project
basaline schedules, priorities, initiatives, and other work the governmant wants done by the
contractors at the Farnald and Mound sites. During the year, additional changes from
Congresslonal or Department of Energy action may dictate changes in priorities or projects.
Any change may affect the size and skill mix of the work force, After analysis of the
Department's schedules and budgets, the contractor will Identify necessary changes to the
number and skill mix of the work force. The Ohio Flald Office encourages contractors to use
the model 10-step planning process shown In Appendix B for defining work force needs. Each
contractor will prepare a Worker Skills Analysis Plan that shows the work force needed to

complete Department of Energy projects, as well as the elements of the work force no ionger
needed to meet the Department’s mission at each site.

Work Force Change

Contractors will identify naw job opportunities for “at risk” workers within the company so
individual career planning can begin in advance of the need to change the work force.
Contractors may reassign workers with the needed skills to other site projects or retrain
workers to obtaln needed skills for other projects or negotiate special arrangements with
individual “at risk” workers to encourage a voluntary transition (discussed further on page 8). If
voluntary measures are not sufficlent to achisve the necessary changes in the work force, the
contractor will racommend to the Ohio Field Office an involuntary separation program. The
recommendation includes revised project schadules for the Ohio Field Office Strategic Plan, a
summary of budget and resource impacts, and a Worker Skills Analysis Plan.

Consultation with Stakeholders

When a contractor recommends an involuntary separation affacting more than 5% of the work
force, the Department of Energy will discuss the proposal with stakeholders. Ohio Field Office
staff will establish a working group of primary stakeholders at each site. This group should
include represented and non-representad members of the contractor work force, and
community reuse organizations. They will review the Work Force Restructuring Fran, the
contractor's Worker Skills Analysis Plan, and the cost of any Plan benefits. The Department of
Energy will also convene a group of secondary stakeholders representing the broader
community at each site. in a public forum, the Department will provide information on the Work
Force Restructuring Plan and the site-specific proposals to change the work force, considering
impacts to cleanup schedules, employment levels, and local economic conditions at the time.
The Department will consider stakeholder comments before determining the final level of any
Pian benefits for the Involuntary separation program.

Review and Approval of Involuntary Separation

The Ohio Field Office and the Office of Worker and Community Transition in Washington will
review the completeness of the contractor's recommendation, and other changes suggested
through the stakeholder review process. The Department's review considers the bhasis for the
change, the Worker Skllis Analysis Plan, Impacts to cleanup schedule, and the cost and need
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for any Pian benefits at the time of actual work force change. The Department reservas the
right to amend the contractor's racommendation as wall as the package of any Plan bengfits.
After the Department's approval, the contractor will implement the involuntary separation. The
Department of Energy will coordinate the upcoming action with the relevant political entities.

Implementation of involuntary Separation

The contractor will implement the approved involuntary separation according to the contractor's
human resource policies. Contractors will prepare appropriate information packages,
announcements, and other administrative notifications. Contractors must also propare
appropriate legal documentation and meet reporting requirements specified under a variety of
laws and regulations. The applicable laws Include the National Labor Relations Act (NLRA),
the Employee Retirement income Security Act (ERISA), the Age Discrimination in Employment
Act (ADEA), and the Older Workers Benefits Protection Act (OWBPA). Each worker will
receive notice consistent with his or her employment contract procedures and with other laws

and regulations such as the Worker Adjustment and Retraining Notification (WARN)
announcement, If appropriate,

The contractor then carries out the involuntary separation, The contractor shall conduct an exit
interview that includes: &) distribution and explanation of all documents required for involuntary
separations and eligibility for Plan benefits; b) a comprehensive explanation of the rightto a
Section 3181 Preference-in-Hiring, If mesting the eligibility requirements, and the requirements
for maintaining ellgibility; and, c) a contractor human resowrce program point-of-contact o
administer the Plan benefits. The contractor will assure that the Saction 3161 Preference-in-
Hiring information is annotated on the Department of Energy's Job Opportunity Bulletin Board
System (JOBBS) for nationwide distribution. The contractor will also provide, quarterly, to the
Ohio Field Office a list of site workers using thelr Section 31681 Preference-in-Hiring, as weli as
successful placements at other Department of Energy sites.

Work Force Change Process

Department of Energy:

s _lssues Strategle Plan, project baselina schedules, and funding
Contractor:

» Identifies resource Impacts, inciuding worker skills and numbers
» _Recommends work force change

Department of Energy:

» Consuits with stakeholders

» Raviews and approves involuntary separation
Contractor;

« _|mplements involuntary saparation
Department of Energy:

s« Qvarseas work force change




PREFERRED STRATEGY FOR WORKER TRANSITION

Voluntary Transition of Workers

Aggressive manpowaer planning by the contractor will provide each employae with vary clear
indicators, by skill classification, about where future reduclions will take place, well in advance
of any ultimate reduction. Contractors will develop a transltion program that addresses the
goals of cost-effactive warkforee planning, reliance on voluntary separations, and careful
davelopment of transition plans for individual employess at a lower individual cost to the
government than normai conftract severance., Contractors will assure that each worker is fully

aware of the refationship of his or her specific job classification to the areas where reductions
are planned within the next two years.

Tha transition program will define ground rutes for equal access to this program for all “at risk"
workers and assurs open communication about the program throughout the site. The
transition program must conform to requirements of collsctive bargaining agreements related
to terms and conditions of employment for individual workers and any applicable collective
bargaining obligations. Each contractor will propose a transition program to the Ohlo Fisld

Office for review. Upon approval, tha contractor will Implement its transition program through
its human resource policies and procedures.

Workers are ultimately responsible for their future career decisions. Workers In job skitl areas
slated for reduction within a two-year period wili have the opportunity through the new
transition program to begin to use a variety of contractor-provided bensfits to plan for their
ultimate transition. The goal Is to encourage those workars to use a contractor’s transition
pProgram to move toward new carears, thus avoiding an involuntary layoff where there is no
cantinuity of employment. Each worker may make arrangements with his or her contractor
huran resources manager for an appropriate package of voluntary transition benefits that may
include education, retraining, or other programs tailored to the individual worker's neads. In
return for these benefits, participating workers must agree to voluntarily separate at an agread-
upon future ime. All amangements regarding an Individual's transition program and separation
date will be worked out between the individual worker and the contractor.

There may be times when & contractor belleves enhanced severance pay or retirement
incentives are appropriate measures to reduce the level of the work force, The Department of
Energy will not normally support these types of incentives, but will evaluate any request from a
contractor. Department of Energy approval will consider the cost, impact to cleanup
schedules, and local economic conditions at the time. If the Department finds that incentives
are appropriate, the Department will amend this Work Force Restructuring Plan to include such
provisions. Otherwise, the Department intends to rely on established contractor human
resource policies to accomplish werk force change,

Involuntary Separation of Workers

Some workers may choose not to establish a voluntary transition program and separation
agraement with their contractor's human resource program. They may continue to work until
the actual time of involuntary separation. During the period of their continuing employment,
they may be eligible for mission-releted training from the contractor, but not for other
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separation benefits outlined in this Plan. At the actual time of Involuntary separation, non-
representad workers will racelve sevarance under terms and condltions outlined in contractor
policies approved by tha Department of Energy. Represented workers wili receive severance
under terms and condltions of their respective collactive bargaining agreements. After their

separation dates, and In addition to their severance, workars® will then have available the
following Pian benefits:

» All affected workers are sligible for displaced worker medical benefits and
outplacement assistance, subject to the conditions outlined on page 10,

The Department has a legislated responsibility to minimize the impact of work force change on
workers employed during the Cold War. Therefore, the following Plan benefits are for “Cold
War” workers® who qualify under criteria shown in Appendix C, the Job Attachment Test.

# "Cold War” workers are also eligibls for relocation assistance, education and
training assistance, a preference-in-hiring, and, whara applicable, a construction
worker benefit, subject to the conditions outlined on pages 10 and 11.

Thase Flan benefits are intended to supplement other Federal, state, or local government
assistance programs available to involuntarily separated workers as they seek new
employment. All Plan bensfits are administered by the contractor, and workars should apply
for any Pian benefits through their contractor human resource program office. Contractors will
charge the costs for any voluntary transition programs, normal contract severance, and any
Plan benefits to each site's program management account.

Eliglbility and Scope of Plan Benefits

For involuntarily Separated Workers

All workers “Cold War"” workoss
Displaced Worker Medical Bonefit Yos You
Oulplacoment services Yoa Yes
Relocatlion auglatence No Yas
Education and tralning assistance Neo Yeas
Praference-in-hiring No Yoa
Construction worker honeilt No Yes

4 Eligible workers are sither a "Regular Employes” (40 or more hours per waek) who is hirad for an unspecified
pefiod of time, or a “Regular Part-time Employee™ (24 to less than 40 hours per waek) who is hired for an
unspecified pariad of tima by the contractor. Woarkers separated *for cause” are not aligitle for Pfan beneflts.

You are a "Cold War" worker if you worked at a defense nuclear facllity on or before September 27, 1991, and you
worked full time (or regular part-iime} at a defense nuclear facility from that date until the time of your aeparation.
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The Displaced Worker Medical Benefit program makes sura all former workers, who were
eligible fo{3 maedical benefits before their separation, are eligible for continued medical plan
coverage.” In the first year after 8 worker's separation, the contractor will continue to pay its
share of the former worker's medical premium costs. In the sacond year, the former worker will
pay half of the Consolidated Omnibus Budget and Reconcifiation Act (COBRA) rate. The
COBRA rate is 102% of the full cost of coverage, including both employer and employes
contributions. In the third year and thereafter, the former worker will pay the entire COBRA
rate, If medical plan coverage is availabls through a new employer’s plan or a spouse’s plan,
former workers are not eligible for this bensfit. If former workers are eligible for medical
coverage through retirement programs or Medicare, they cannot receive this benefit.
Alternatively, a former employes may elect to continue madical covarage under COBRA
provisions. However, a former employee that elects to continus medical coverage under
COBRA provisions must pay the full COBRA rate immediately upon separation.

Outplacement services provide access to kil assessments, workshops, resource libraries,
and automated jeb listings such as the Job Opportunity Bulletin Board System (JOBEBS) of the
Depariment of Energy. These services are available to all involuntarily separated workers for
one year after their separation date. For cartain “Cold War" workers who lose thelr jobs, the
contractor may request the Department to approve a Job placement service to market the
unigue skills of those who elect to participate. The Department’s approval for obtaining job
placemant servicas for individual "Cold War” workers will depend on the spacific worker skill
and local eaconomic conditions at the time of actual work force change, including the prospeacts
for reemployment in the local area. This additionat benefit would be available until the “Cold
War” worker accepts a new job, but no longer than one year from his or her separation date,

Relocatlon assistance relmburses some expenses when a worker obtains a naw job at
another Department of Energy site. Such expenses include personal transportation to the new
job site, movement of household goods, and temporary living accommodations. This
assistance is available only to involuntarily separated “Cold War" workers up fo one year after
their separation date. If a worker does not qualify for relocation assistance under the new
hiring company’s policies, he or she may file a reimbursemant clalm for actual and reasonable
expenses, up to $3,000. Claims must maet the criteria under the Internal Revenue Servics
reguiations in regard to minimum moving and commuting distances to the new |oh.,

Education and training assistance for separated employess provides money for sither job-
specific training (“tralning programs”) or degree programs ("education programs”). Assistance
covers tuition, course materials, and other normal educational expenses. There is a limit of
$5,000 for each worker from the two programs. This assistance is available only to
involuntarlly separated “Cold War" workaers, who may apply for this benefit up to one year after
their actual separation date, Ths Department's financlal assistance ends two years from the
start of the worker’s education or training program. Each worker is then responsible for the

. remaining costs of his or her program. Waorkers who used education and training assistance
under previous Work Force Restructuring Plans may apply for additional assistance undsr this
Plan as long as the iotal cost of the previous assistance and the new request doas not exceed
the doilar limits of this Plan.

® Dental coverage Is not avallable through the Displaced Worker Medical Benefit pragram. Dental coverage is
aveilable under provisions of tha Censolidate Omnibus Budget and Reconcillation Act (COBRA), bult former
workers must pay the full COBRA rate {102% of the full cost of coverage) Immediately upon separation.
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These plans would describe the community’s consensus approach in offsetting the iImpacts of
work force change.

Financial Assistance

The Department of Energy may provide money to support community reuse initiatives. Any
money awarded will ¢onsider the community’s ability to create jobs that employ former
workers, stimulate growth, promote the commercial use of the site’s technology, or reuse of the
site's facilities. The Department intends to limit the amount of any money awarded where
there is little economic Impact on the community from the work force reductions. The
Department may provide money in two primary ways: 1) through a grant-in-aid, if there is no
substantial involvement nacessary hetween the Department and the community; or 2) through
a cooperative agreement, if there is substantial Involvement necessary between the
Department and the community. The Department's Office of Worker and Community

Transition will separately fund this type of financial assistancs to community reuse
organizations.

Use of Real and Personal Property

The Dapartment may sell or lease or approve permits and easements on its available real
property identified by communities as necessary for aconomic development in accordance wilh
Public Law 103-180, section 3154. Personal property, which includes capital aquipment, tools,
and machings, is available for saie to community reuse organizalions, In accordance with
Public Law 103-180, saction 3155. The order of pracedence for use of the Dapartment's
property is, first, continuing Department missions; second, community transition; third, othar
Federal, State or local government uses; and fourth, ultimate auction to private concerns.
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APPENDIX A

Synopsis of Stakeholder Comments
March 1997 Draft Work Force Restructuring Plan

Work Force Planning

Stakeholder comments supported the proposed work force planning system, aspecially the
requirement to look at work force needs from a skills perspective, Effective work force
planning by the contractor, using a skilis-based effort, was viewed as important for future work
as well as identifying retraining opportunities. Open communication between the contractor
and its work force would identify future work opportunities in a timely manner. Many felt the
existing work force should receive the first opportunity for retraining for new jobs on site.

The work force planning process requiras contractors to reviow their in-house workforce for the
apprapriate skill mix to do the work, and to id entify areas of worker skill surpius or shortage.
Contractors are then responsible for reassigning workers with the necessary skiiis, retraining
waorkers for new skills or separating workers not needed for continuing mission work, When

implemented offectively by the contractor over the next year, the work force planning procass
should satisfy the stakeholder concerns.

referred Str. for Worker Transition

Stakeholder comments requested considaration of a strategy that would provide the
contractors with the flexibillty to offer transition assistance to workers in advance of Involuntary
separation, The assistance would use a “cafeteria” type of program where Indlvidual workers,
working with the contractor, could design a transition program to meet their individual neads .
Workers would have to agree to leave the project voluntarily. Some stakehaclders suggested
no Incentives for workers, while others recommended credits for age or service so some could
retire early. QOthers stakeholders were concemed about a perceived dis parity between
measures to addrass the hourly work force relative to the salaried work force.

The Department rewrote the language in the Plan to encourage contractars to promote the
voluntary transition of workers, as long as those programs are less costly to the government
than normal contract severance. Revised language under “Preferred Strategy for Worker
Transition” provides for contractors to begin te offer benalits to any worker, once his or her skill
position Is identified for reduction over a two-year pericd, and once the Individual makes
arrangements with the contractor for this transition program. Howevaer, the Depaniment
raserves the right to approve the ultimate level of any benefits. The Department did not rewrite
the language to encourage enhanced severance pay or incentives to promote early retirament.
The costs of incentives, such as enhanced severance pay or early retirament programs, are

considerable, and that is why the Department will not routinely support these programs to
reduce the work force.

Displaced Worker Medical Benefit

Stakeholder comments expressed concemns about medical coverage and life insurance
coveraga, believing that any worker with a documented radiation exposure shouid be given
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medical benefits If he or she is involuntarily separated. Along the same line, any worker with &
documented radiation exposure should be aflowad to continue canrying the company-
sponsored Group Term Life insurance, equal to what the employee had, if he or she is
involuntarily separated or retires. The worker would pay for this benefit at the Group rate.

All workers yvho are terminated from any Department of Energy site are ellgible for displaced
worker medical benefits, within certain restrictions outlined in the Plan. Section 3181 of the Act
contains no provision for confinuation of life insurance nor does the Department's interim

Planning Guidance. Therefore, the Department did not change the Plan to include life
insurance provislons, ‘

Education and Retraining

Stakeholder comments reflected concems over restrictions on the use of tuition assistance and
the ability of non-*Cold War” workers to get the assistance to change their skill ssts. Some

suggested inclusion of creative and flexible use of tuition assistance dollars and accass to that
assistance prior to separation.

The Department rewrote the language in the Plan to encourage contractors to promote the
voluntary transition of workers, as long as those programs are less costly to the government
than normal contract severance. Revised language under “Preferred Strategy for Worker
Transition” provides for contractors to begin to offer benefits to any worker, including education
and training assistance, oncs his or her skill position is identified for reduction over a two-year
period, and once the individual makes arrangements with the contractor for this transition
program. With that change, the Department then rewrots the language in the Pian to make

the Saction 3161 Education and Retraining Assistance available only to involuntarily separated
“Cold War” workers.

Relocation Assistance

Stakeholder comments expressed concerns about helping wage smployees facilitate their
transition to positions outside of the Cincinnati market so that they can put new skills to use.

The Department rewrote the language In the Plan to encourage contractors to promote the
voluntary transition of workers, as long as those pragrams ars less costly to the govemment
than nommal contract severance. Revised language under “Preferred Strategy for Worker
Transition” provides for contractors to bagin to offer banefits to any worker, Including relocation
assistance, once his ar her skill position is identified for reduction over a two-year peariod, and
once the Individual makes arrangements with the centractor for this transition program. The
Department made no substantive changes 1o the section on relocation assistance, The Act
and the Department’s guidance restrict the use of Section 3161 relocation assistance to
involuntarily separated workers who get a job at another Department of Energy site.

Preferance in Hiring

Stakeholder comments objected to limiting the hiring preference to “Cold War” workers as of a
specific date. They believed that all workers at these sites, including today’s workers who are
cleaning up the mess created during the “Cold War,* should receive a hiring preference.
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Other comments suggested that the affected workers and the contractors who manage the
procass do not understand the preference in hiring and the tracking of the preferance,

The Department rewrote the language in the Plan to assure that affected workers have a
thorough exit briefing on their responsibilities and the process for exercising the hiring
preference. Consistent with Section 3161 of tha Act, the preference-in-hiring is only availahle
to aligible “Cold War' workers who are involuntarily terminated; those who voluntari ly separate
do not receive this benefit, which is consistent with the law and Departmental guidance.

Funding of Plan Benefits

Stakeholder comments expressed concerns about the use of “cleanup” funds to pay bensfits
for displaced workers. They were concerned that those funds would reduce the resourcas
available for actual cleanup within the present timelines. Other stakeholders wantad the
Department to provide more money to the sites for these types of programs or the contractar to
reduce overhead costs to substitute funds for these benefits.

The Department delated this section, but still requires contractors to pay the worker portion of
the Plan benefits, normal contract severance, and any voluntary transition programs from the
site’s program management account. The program management account of each site pays for
overhead, facility operation, and other fixed costs of doing business.

Qutsourcing

Stakeholder comments noted that outsourcing should be used only minimally, and that
outsourcing is only used to reduce wages and benefits of workers. Some believed that it
made more sense to delay outsourcing decisions a fow years In order to retain amployee
knowledge and skills and to let attrition run its course. Other staksholders said the Department
of Energy had failed to prescribe other ways to ensure the least disruption o pension
continuity from subcontracting. Some stakeholders believed this draft plan failed to require
subcontractors of all tiers to provide the incumbent workforce with a continuing right of first :
refusal for all available jobs, Other stakeholdars were concemnad about the lack of a disciplined
process for avaluating outsourcing dacisions, Including resolution of situations where
disagresment remains on the outsourcing decision,

The Department rewrote the language in the Plan to incorporate the fallowing changes related
to outsourcing. The Department's objectives for outsourcing are productivity improvement,
avoidance of capital expenditures, and access to expertise not resident at the site, not to
reduce wages and benefits for existing employees. Ohio Field Office policy supports continuity
of the exIsting work force, if the workers possess the skills needad to complete the continuing
work at each site. Each site will develop and use a “make or buy” evaluation process to

* consider outsourcing proposals, including use of an Ohio-Field-Qffice-approved cost modsl.

Site-specific issues related to use of the existing work force, contract provisions on wages and
bensfits, and other contractual or procurement matters will be addressed through a site-
specific working group of appropriate representatives from the Department of Energy,
confractor, and affected workers.
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Comparable S Igrles!Comgengation

Stakeholder comments expressed concerns about reduced wages and benefits, especially

from outsourcing decisions. Some stakeholders suggested that severance be paid to any
worker who moves to an outsourced company.

The Depariment deleted this section and deferred to policies and procedures outlinad in
contract provisions, collective bargaining agreements, or other site-specific agreements. Itis
the contractor's responsibility to dafine these criteria for its workers. Tha site-specific
evaluation process for outsourcing decisions will take Into account continy ity of wages and
benefits. Affectad workers may ba reassigned, retrained or terminated. If terminated, workers
will receive normal contract severance and the Plan benefits for which they qualify.

Community Transition

Stakeholder comments suggested more funding for workers and less to the other stakeholders
such as the communities, There were some concerns about whether the coverage by the
community reuse organizations is Inclusive of the universe of the community, Some
stakeholders asked for better coordination of future work force plans with the community's
transition and economic development programs.

The Act authorizes assistance to workers and to communities affected by the downsizing of
the Depariment. The Department will work with each community reuse organization to assure

the broad coverage and openness of mestings. Contractors will also be required to coordinate
work force reductions with community reuse organizations.

Contractor Human Resource Pollcies and Procedures

Stakeholder comments suggested more reliance on contractor human resource policies and
procedures to manage the Plan, allowing for separations at any time. However, some felt that
the contractor's policies and procedures should be clarified before work force changes occur.
Other stakeholders suggested that subcontractors should not be allowsd to determine, through
their human resource policies, the makeup of the severance packages, since the obligation to
the workers is not from the subcontractors, but from the Department of Energy, and that the
Department should identify the model severance package it intends to use.

Pursuant to Section 3161, it is the Department, and not the contractor, that is responsible for
developing a work force restruciuring plan and that pays the costs of rastructuring. Howevaer,
the workers are employees of the specific contractor, not the Department of Energy. In
addition, the contractual relationship at these sites is no longer a Management and Operating
Contractor. Therefore, it is appropriate to allow the contractors to usa their own site-specific
contractor human resource policies and procedures, within the bounds of the Work Force
Restructuring Plan and subject to Department of Energy approval.

Specific stakeholder comments are available for review. Please cantact the Ohio Fleld Oﬁice, Human Resources
Division, Contractor and Industrial Relatlons staff at 837-866-3791.
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APPENDIX B

Model Work Force Planning Process

Stap 1 — Devalop Baseline Agsessment of Work Force Bassline assessment requires the inltfai review of Jab
descriptions and qualifications of the existing work force. The assessmant defines worker skills using the Common
Occupational Classification System {COCS). Current job qualifications document a worker's knowledgs, skills, and
abilitias (KSAs); other KSAs are obtained from previous jobs or training, Campleting this step Is the responsibility
of contractor fine managerment and contractor human resources staff,

Step 2 — Analyze Future Work Force Neetls Analysls af future work force needs requires the linkage of approved
projects, budgets, priorities, and worker skill mix, Waork force needs project from the current year as far shead as
possible, but at loast a minimum of two years. The contractor determines the job skills and numbers of workers
necessary to complete the prioritized work. Completing this step s the responsibllity of contractor line managemaent.

Stap 3 — idantity the Need for Work Force Change Comparing future work foree needs (Step 2) with the
baseline assessmant (Step 1), the contractor determines the work fores needed and any change to the skill mix.
The cantractor forwards this information to the Ohio Fleld Office {o promote the conslderation of a work force
change stratsgy. Completing this step is the responsibility of contractar line managemant.

Step 4 -- Establish Schedule for Work Force Change Using the Infermation from Step 3, the contractor
fecommaends appropriate dates for any work force change. Completing this step is the responsibility of contractor
line managemant, contractor human resources staff, and the Department of Energy.

Stop 5§ -- Determine Future Work Force Composltion Using the information from Step 2, the contractor
determines future jobs and competencles required to parform misslon work. The future work force composlition
identifles the numbers of workers in the nins job famliies contained in the COCS. The estimate should comparg the
oxisting bassline assessment (Step 1) with the necessary changes (Step 3). Completing this step is the
responsibility of contractor line management and contractor human resources staff,

Step 6 -~ Compare Current to Future Work Force Neads Comparison of current work force composition with
projected work force needs and composition results in a list of shortages and excesses by COCS codes. The
contractor |dentifies skill areas for potential reassignment, retraining, or hirlng and saparation. Completing this
step Is the responsibllity of contractor line menagement and contractor human resources staff.

Step 7 — Develop Work Farca Transition Strategies The contractor develops altsrnative transition strategias to
[dentify costs, leading to a prefarred transition apticn from the contractor viewpoint. Completing this step is the
responsibility of contractor lina management and contractor humen resources staff,

Step 8 — Develop Implementation Plan The Department of Energy uses the information from Step 7 to review
and approve work force change. The Office of Worker and Cemmunity Transttion concurs in the action,
Compleling this step is the responsibility of the Department of Energy.

Step 9 ~ Implament Plan Upon approval by the Depariment of Enargy, the contractor uses oxisting company
policies to reduce the work farce. Additional benefits-directed by the Department's Work Forca Restructuring Plan
imay be available to workers. A new work farce compasitlon, defined by the nine job families contalned in the
COCS, forms a new baseline essessmant (Step 1) for the next iteration of the work farce planning process.
Completing this stap is the responsibliity of contractor human rescurces staff and ihe Department of Energy.

Step 10 -- Evaluate Results and Improve Process The contractor identifies performance measures and lessons
learned. Data collection accurs through the Displaced Worker Survey and othar data pravided through the Work
Foree Information Systam (WFIS). The Department of Energy evaluates the performance measures dentifled by
the contracter. The Office of Worker and Community Transition consolidates the results of all Work Force
Restructuring Plans In the Annual Restrucluring Plan Report lo Congrass.
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APPENDIX C

Job Attachment Test

In Implementing the objsctives of Section 31 61, the Department recognizes a special
responsibility to minimize the impact of work force restructuring on employees who maintained
the Nation’s nuclear deterrent during the Cold War. The Department recognizes September

27, 1991, the day the Presidant announced the first unilateral reduction of the Nation’s
stockplle, as the end of the Cold War.

To identify employees who helped maintain our nuclear deterrent during the Coid War, and fo
determine eligibility for several of this Plan's benefits, workers should review the following

critena.
A. Regular Full-time and Regular Part-time Employees:
1. Worked at a defense nuclear facility on or before September 27, 1991; and,

2. Worked full-time (or regular part-time) at a defense nuclear facility from that date through
the date of separation,

_ B. Construction Workers:

1. Worked at a defense nuclear facility on or before September 27, 1991; and,

2. Worked at a defense nuclear facility within 180 days preceding the work force rastructuring
notification; and,

3. Worked at a defense nuclear facility a total time, including time worked prior to September
27, 1991, equivalent to an employae having worked full-time from Septamber 27, 1991 to
the date of separation, or have actually worked the industry standard of full ime from
September 27, 1981 through the date of separation: and,

4. Affected by the announced restructuring within a one year period. For an intermittent
worker, this includes the interruption of a project before its anticipated completion, or the
completion of the assignment or project without prospect for a follow-on assignment at the
site where the employee had a reasonable expectation of a follow-on assignment.
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APPENDIX D

Preferonce-in-Hiring Eligibllity Form
STATEMENT OF INTEREST IN MAINTAINING SECTION 31861

EMPLOYMENT ELIGIBILITY

Name:

First Middle Last
Social Security Number:
Addrass:

Street Apartment number

City State Zip Code
Telephone number; -
Date of separation resulting from Work Force Restructuring:

Month/Day/Year

- Occupational Classifications held:

| hareby request that my name be placed, or retained, on the Section 3181 Prefsrence in

Hiring List for the (Femald or Mound site) and be considered for any job opportunities that may
arise for which | am qualified at this or any other Department of Energy site. 1 also cartify that |
have not been terminated for cause from employment by a Department of Energy Contractor

or Subcontractor while performing work at a Depariment of Energy site.

Signature Date




