






































































































































Introduction 

CONTRACT SPECLL\LIST 
GS-l102-9 

During their t\VO-year internship, interns \"rill be employees of tbe . S. Department of the 
Interior whh :-otational assignments in any of the various agencies participating iJ"'1 the 
Govemmentvvide Acquisition Intern Program. As an intern, the incumbent will receive 
continuing formal classroOlll :nstruction and on-the-job training through rotational assignments. 
On-me-job <:raining and work assignments vi/ill support and expand on subject matter covered 
classroom training as wen as provide more intensive and specialized rrairling and experience ill 
fornml contracting procedures. Following successful program completion, ;:he incwnbent will be 
placed with one of the Govemll1enttvide Acquisition Intern Program's sponsoring agencies. 

!vlajor Duties 

Serves as a one Several mid-level contract specialists responsible for the full range of pre- and 
post-a,7v'ard simplified acquisition and other contract functions including market research, 
price/cost analysis, negotiation, afu'1.1illlstraDon and termination for a variety of supply, service, 
and/or cOnStluCDOn requirements. Requirements include technical equipment, supplies (including 
a variety of information technology-related equipment and so11ware), construction, and services 
(including research and development, and information technology 
serv'ices) and contract scope, complexity, period of performance, and dollar value. 
Typically, incumbent will be responsible for supporting the work of rngJleI level contract 
specialists ill contraCT fom1alion and administration by completing gDlllellts involving any or 
all follov,,ring duty areas: 

standpoint, 

x 

x 

x 

Participate in acquisition planning/strategy meetings with 3. v31iety of customers 
:\) 

develop acquisition that are both c,ompliant trom 3. regulatory 

::md 3.ddress customer needs_ 

Support senior contract specialists in gathering information 311d proving technical 
::tdvice to managemerJ, customers, 311d contractors relative to markets, industry, 
perform3l1ce requirements, socio-cconorr.Jc, and simil31- matters_ 

Evaluate ai:quisitioll requests by dctern:ining: 

x Whether the purchase descriptions, perrl'rmance work statements, 
specifications, and/or drawings 31"e sufficient to ensure their adequacy and 
successful procurability. 

The most etIective and efficient means of satisfying acqmSl1Jon 
requirements, including identification cf potential sources thTOUgh market 
research, and determination of contract type. 



x 

Solicit propos:J.ls fi:om potential offerors. 

appropriate, participate in pre-solicitation, pre-proposal, pre-award, and post­
a\vard/pre-perrormance conterences, to ensure that all competitors are equally 
infoffiJed of and fully understand the Government's requirements. 

::\.llalyze competitive oiTers for :eclmical adequacy and price reasonableness. 
Evaluate offers for responsiveness to the particular solicitation and ability to 
pertoTn the contract. 

level contract specialists in formulating ilegotiation 
identifying areas subject to negotiation, as applicable . 

. -\ssist lead contract specialist in advising 
awarding or recommending award of contract. 

the .::.ource selection board in 

Prepare and issue accurate and complete commCl award and post-award reports hl 
a timely manner. 

Work with upper level contract s'-pecialists in evaluation of protests and mistakes 
in bid, coordinate responses to contractors with General Counsel, Office of 
Inspector General the program office,:md upper-level contracting management, 
as applicable. 

Tn consultation ,,,ith General Counsel and upper contract specialists, 
irlterpret. 
contract provisions tor COJJtractors and agency program officials, and 

. appropriate advice and guidance. 

Pertorm a variety of contract administration functions, as assigned, including 
3l1alysis of cost breakdown and development of negotiation objectives for contract 
modifications; award and administration of contract modifications; supporting 
upper 1 eve! contract specialists in pertonnance of tenllll1ation actions and 
settlements of claims and disputes, until performance and payments are completed 
and the contracts closed out. 

Factor 1 Knowledge and Skills Required by the Position 

X K110\vledge basic Federal contracting methods, principles, market research and 
competition procedures and techniques to properly cany out recuning procurement 
actions .. 

Knmvledge Federal contract tormation and administration involving basic and 
post-
:lward functions and methods, ir:cluding market research, requirement analysis, 



administration, negotiation, and price/cost analysis functions of limited to moderate 
complexjty to enable intem to plan and complete contracting assignments. 

X Knowledge of business practices and market conditions applicable to program technical 
requirements sufficient to evaluate contractor responsihility and cost competitiveness 

pnor 
to CO}1tract award. 

Skill in resources and methods for identifying sources of supply sufficient to identify 
potential suppliers, assure 3.dequate competition, and evaluate offerors' responsiveness 
and responsibility prior to contract award. 

X Skill in perfonning price analysis sufficient to review offers and to pertorm analysis 
using 
previous price history, commercial price lists, market prices, or otber means to assure 
reasonable prices. 

Skill in vvTIling narrative ,md statistical reportS on procurement transactions based on 
information available through agency data bases or compiled by other employees. 

Basic negotiations skills to suppon lead contract specialists in contract negotiations and 
to meet and deal with Govermucnt, business and industry representatives. 

Sldll in oral and written communication (jncluding computing skills) to prepare 
internal and contract documents, assist in the preparation of negotiation plans, and 
negotiate prices, terms, and conditions. 

Factor 2 Supenisory Controls 

During rotational assignments, a senior acquisition manager will assign the intern to a specific 
senior contract specialist for work assignments. Assignments are made with general instructions 
as to \1·;hat is to be done, lime frames, pliorities, including discll..')sions as to anticipated problems 
or cOl'2lpJexities. When aspects of the \vorle are new or unusual, the senior contract specialist 
works with the intem to identify sources of infonuation or mecedents . 

• ' 4 

l1)e imem selects work methods to use in individual transactions within established proccdlires 
but is expected to obtain advice from an upper-level contract specialist or procurement analyst 
vvhenever they have questions or concerns Ll1 the course of completing assignments. /U1 assigned 
senior contract specialist monitors the intem's works in progress and reviews recommendations 
made by the intern to ensure that adequate analysis has been made and tllat recommendations are 
supported by sound judgement and adequate justification. 

Intern has complete responsibility tor the perfonnance of assignments; functions independently 
of day-to-day supervision relying upon law, regulation, training, experience, and judgement to 
determine approach to be tal(en to resolve conl1icts '"thich arise. 



Factor 3 Guidelines 

Guidelines include acqu1sition policies and regulations, procedural manuals, and established 
contractlllg procedures and precedents. The intern uses judgment in selecting among authorized 
contracting methods and techniques, and in the application of regulations and procedures. The 
assigned senior contract specialist is consulted vvhen guidelines C81l.110t be directly applied or 
deviations are proposed. 

Factor 4 Complexity 

i~ssigrunents are desl gned to prov-ide diversified ~xperience as a basis for increasi11g 
responsibility in the conta.cting process. The intern performs any or all functions from pre-award 
t11fough post-award related to the acquisition of products and services of varying complexity. 
Every effOli is made to procure competitively, although negotiations are required. 

Intern processes ~ransactions which may involve restrictive market sources, detailed 
speci:LIcations or items manufacmred for a special purpose. Assignments require development of 
procurement plans for specialized items or services. ,,\1so inciuded are developmental 
assign.l1ems for the acquisition technical items, 3lld tlansactions requiring the use of basic 
negotiated procedures. The employee solicits sources of supply and analyzes prices, discount 
rates, delivery dates, transportation charges, past performance of suppliers, CUlTent commitments, 
indications flnancial responsibility and recommends the most effective and efticient source 
based on illlmngs. The handling of these details requires basic market knowledge and flexibility 

acqJisiIiol1 planning. 

Factor 5 Scope and Effect 

PL1f1tJOSC of the work is, with gro-wi.ng independence, to solicit, negotiate, award, 3lld 
administer su:nplified acquisitions and contracts. The work involves analyzing a variety of 
factors and conditions to make recommendations concerning such matters as proper contractual 
instrument preparation of solicitation, inclusion of special provisions and clauses in solicitations, 
evaluatjon of offers and proposals, .md assessment of the apparent responsibility of contractors 
based on past performance. The intern's :'ccommendations support the work of higher level 
contract specialists. 

Factor 6 Personal Contacts 

Regular and recuning contacts include employees at all levels within the agency location the 
rotational assignment, e.g., acquisition, budget, finance, technical/program officials. Occasional 
contacts are ',>vith representatives of commercial contractors or with other Govemment agencies, 
usually OCCUlTing D-i a moderately structured setting, e.g., the contacts are established on a romine 
basis. "N'on-government contacts include contractors and sales representatives. As appropriate, 
the irctem may meet independently or as part of a contracting team with contractors 3lld sales 
representatives. 

Factor 7 Purpose of Contacts 



wit."'l other contract specialists are to discuss interpretations of contracting re~'1l1ations 
and procedures, and to coordinate work assignments. Contacts with customer organizations are 
to coordinate procurement approaches, advise technical specialists and contractor representatives 
on courses of action to fumish information on clarity of specifications, market research results, 

and substitution of items. 
Contacts \\rith suppliers are to clarify ;equirements, including the nature, quality, and c.ondition 
of items or services; to obtain information concerning :ivailability; negotiate i"3.ir and reasonable 
prices; 
discuss and negotiate terms and conditions; resolve potential problems; advise on appropriate 
procurement methods and pmcedures; cll1d provide procurement guidance, as needed. 

Factor 8 Physical Demands 

111e incumbent's work is mostly sedentary. Inten may visit constrllction and/or production sites 
on :m OccaSIonal basis. The purpose of the visit is to inspect proposed contract vmrk sites, work 
in progress, resolve differences between technical ili'1d contractor personnel, evaluate claims 

C ..... L''-'' •. :., to changed site conditions. Site visits may involve walking in partially completed 
Sllllcturcs, climbing ladders, enter:il1g excavation or f:lctory sites or similar situations. 

Factor 9 Work Environment 

TI1e il1cumbem's work is performed in an office setting. However, visits to comrdctor facilities 
agency field travel may occasionally be required. 





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

Employee Name and Social Security Number: I Title/Series/Grade: 
LaRone President - - I Contract Specialist, GS-11 02-09/01 

Duty Station: Appraisal Period: From: 
Washington, DC FY08 July 14, 2008 

To: 
January 16, 2008 

Part A: Notification of Standards: Signatures cerlify that critical elements and performance standards were discussed. Critical 
elements and performance standards are contained in Parl E. 

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

-'--' i 
Date: Date: i Date: 

I 
I 

*:1 determined by Bureau/Office 

Part B: Progress Review: Signatures cerlify that performance was discussed 

Employee: Date: I Rating Official: Date: 

PART C: SUMMARY RATING DETERMINATION: To determine a summary rating, assign one of the numerical rating levels that accurately 
reflects the employee's performance for each of the critical elements (Use only whole numbers: Exceptional = 5 points; Superior = 4 
points, Fully Successful = 3 points, Minimally Successful = 2 points, and Unsatisfactory = 0 pOints.) See reverse for complete 

for assigning a Summary Rating. 

Element Number Numerical Rating 

1 

2 

3 

4 

5 

Total: 

Total Numerical Rating + Number of Elements = Numeric Summary Rating 

Part D: Overall Summary Rating: Use conversion chart below to determine Summary Rating. Check the appropriate box: 

Exceptional I 4.6 - 5.00 AND No critical element rated lower than "Superior'. ! 
Superior 13.6 - 4.59 AND No crfflcal ~ent rated lower than "Fully Successful". I 
Fully Successful l 3.0 - 3.59 AND No critical element rated lower than "Fully Successful". I 

Minimally Successful : 2.0 - 2.99 AND No critical element rated lower than "Minimally Successful". 

Unsatisfactory I One or more critical elements rated "Unsatisfactory". 

Employee: I Rating Official: 
I 
! 

I Reviewing Official: (if applicable): 

Date: ! Date: 

I 
I Date: 

I 
Check here if Interim Rating: 

Employee's Signature above certifies that the overall summary rating was discussed. Reviewing Official's signature is required for Exceptional, Minimally 
Successful and Unsatisfactory ratings. and otherNise if determined by Bureau!Office 



Instructions for Completing the Employee Performance Appraisal Plan 

'?~stablishing Critical Elements and Performance Standards 
>7 

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

Performance standards are expressions of the performance threshold(s), requirement(s) or expectation(s) that must be met for each element 
at a particular level of performance. They must be focused on results and include credible measures. You may use the Benchmark 
Performance Standards from the Performance Appraisal Handbook (in conjunction with individually established performance standards) to 
describe. for each element, credible measures such as quality, quantity. timeliness and/or cost effectiveness, for at least the "Fully 
Successful" level. Rating officials are strongly encouraged to develop performance standards at additional levels, to ensure that the 
employee has a clear understanding of the level of performance expected. 

Progress Reviews 

A progress review should be conducted at approximately mid-way through the rating period. Part 8 should be completed after the progress 
review. Any written feedback or recommended training can be noted on a separate sheet and attached to the employee performance 
appraisal plan. 

Assigning the Summary Rating 

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

follows: 

A Review the employee performance appraisal plan and assess how the employee performed relative to the described 
performance standards. 

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

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

D. Add up the numerical rating levels to get a total. 

E. Divide the total by the number of critical elements to get an average. (E!ements that are "not rated" because an employee has 
not had a chance to perform them during the rating year are not assigned any points and should not be used to determine the 
average rating.) 

F. Assign the employee a summary rating based on the table in Part D of this form. 

Note: Whenever an employee is rated "Unsatisfactory" on one or more critical elements, the overall rating must be "Unsatisfactory" 
(regardless of total points). The rating official should immediately contact the servicing human resources office. 



Definitlons 

Exceptional 

Superior 

Fully Successful 

Minimally 
Successful 

Unsatisfactory 

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

The employee exerts a major positive influence on management practices. operating procedures and/or program 
implementation, which contributes substantially to organizational growth and recognition. The employee plans for 
the unexpected and uses alternate ways of reaching goals. Difficult assignments are handled intelligently and 
effectively. The employee has produced an exceptional quantity of work, often ahead of established schedules and 
wi1 h little supervision. 

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

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

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

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

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

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

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

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

The employee failed to meet expectations. Immediate improvement is essential for Job retention. Examples include 

• ConSistently fails to meet aSSigned deadlines: 
• Work aSSignments often require major revisions; 
• Consistently fails to apply adequate technical knowledge to completion of work assignments: 
• Frequently fails to adhere to required procedures, instructions, and/or formats in completing work 

assignments; and/or 
• Frequently fails to adapt to changes in priorities, procedures or program direction. 



Part E: Critical Elements and Performance Standards: List below each of the employee's critical elements (at least one, but no more than 5) and their 
corresponding performance standards. If Benchmark Standards are used, indicate "Benchmark Standards are attached" in the space below, and ensure 
they are attached to this form. 

:;~~ 
: .• 3~:ritical Element 1: 
.;' 

Fully Successful 

Minimally Successful 

Unsatisfactory 

Rating for Critical Element 1: 

! Human Capital Management: Supports and implements the vision for DOIU Leadership and 
I Performance Centers as a Center of Excellence by ensuring sustained viability and growth through 
I knowledge of the organization and well established client relationships. 

Performance Standards 

Employee demonstrates commitment to ongoing, two-way communications with DOIU staff members and 
government-wide sponsors and colleagues. Employee COllaborates with the on-site supervisor and program 
mentor on an Individual Development Plans (lOPs) and takes responsibility for achieving the development goals. 
Employee demonstrates the consistent and effective use of chain of command and keeps the Program Manager 
Informed of any and all challenges or issues facing the intern. Employee keeps on-site supervisor apprised on a 
weekly basis of progress on assigned projects to date. Employee keeps on-site supervisor and intern Program 
Manager informed of changes in status of leave, overtime, and work aSSignments and recommends appropriate 
actions as necessary. Employee adheres to all applicable policies, regulations, and procedures involving the 
workforce and takes appropriate action to achieve performance excellence. 

Narrative Summary 

o Exceptional- 5 o Superior - 4 o Fully Successful- 3 o Minimally Successful- 2 o Unsatisfactory - 0 



Part E: Critical Elements and Performance Standards: List below each of the employee's critical elements (at least one, but no more than 5) and their 
corresponding performance standards. If Benchmark Standards are used, indicate "Benchmark Standards are attached" in the space below. and ensure 
they are attached to this form. 

~~----------------~--------------------------------------------------------------------;i~ritical Element 3: 

Superior 

Fully Successful 

Minimally Successful 

Rating for Critical Element 3: 

Exceptional- 5 

Critical Element: GPRAlStrategic Goal: Security of Bureau IT systems and data performance 
Performance Measure: Employee is responsible for the security of Information Technology (IT) resources 
and data as it relates to their access to and use of government equipment, systems, data, information, etc. 
Employee is required to be familiar with and routinely apply and adhere to established IT security and privacy 
requirements and procedures (Federal government, including OMB, NIST, 001, and NBC). Additionally, 
employee is responsible to: 

• Read the NBC Rules of Behavior, sign the acknowledgement at the end of the Rules of Behavior 
document signifying that they have read and understand the Rules and return the signed Rules of 
Behavior document. 

• Comply with all security requirements, policies and guidelines pertaining to the IT resources they utilize. 
• Be aware of and understand their responsibilities for securing NBC-managed computer and 

communications assets, 
• Restrict access of information to only authorized users: 

Timely complete deSignated security training activities and maintain a familiarity with security reference 

Performance Standards 

! Employee satisfies annual security requirements including Annual Security Awareness Training, Annual Role 
I Based Security Training if applicable, reading and acknowledging the NBC Rules of Behavior by the 
I established due dates. Employee demonstrates knowledge of and compliance with all IT security policies. 
I Measure: Employee completes ail required training by the established due date. 

Employee shows a lack of awareness of policy requirements. For example: 
• Minor inappropriate use of government equipment 
• The amount of time employee uses government equipment for permissible activities 
• The employee does have a few instances of policy violation that have minimal negative consequence 

to the organization 
• Occasionally exceeds "reasonable" use 
• Infrequently uses government equipment for non-permissible activities 

Employee requires Significant management oversight to ensure compliance or does not satisfy annual 
! requirements for acknowledgment of rules of behavior and completion of security training by applicable due 
I 

Narrative Summary 

Superior - 4 o Fully Successful- 3 Minimally Successful- 2 Unsatisfactory - 0 



Yahoo! Mail - laroneprez@yahoo.com Page 1 of 1 

MAIL Print - Close Wlnjow 

Subject: Appointment 

Date: Mon, 29 Sep 2008 07:51:24 -0400 

From: "President, LaRone CIV WHS/A&PO" <LaRone.President@whs.mil> 

To: sheila_kenney@blm.gov 

I would like to make an appointment to come in to file a complaint immediately for harrassment among other 
things, Can you please let me know what day and time this week would be convenient? Thanks in advance, 

LaRone President 
Contract Specialist Intern 
Department of Defense - Acquisition & Procurement Office 
Telephone: 703/696-4079 
Fax: 703/696-4164 

Attachments 

Files: 

smime.p7s (Sk) 



IL Print - Close VVmdow 

Date: Fri, Oct 200805:39:57 -0700 (PDT) 

From: "LPREZ" <iaroneprez@yanoo.com> 

Subject: Fwd. Yesterdays Conversation Follow Up 

To: Sheiia_Lkennedy@nbc.gov 

This document is for the file. I have several other documents and pictures related to this file. 

Please let me know when you need this information or if I should wait until a full investigation occurs. 

I also have several names I would like to provide for them to be interviewed during the investigation at DOD. 
Please let me know when you will need this information. 

Although Rob told me it was DOD's decision that I leave, they never spoke with me personally to find out what 
was really going on therefore they did not do any investigation themselves. 

Also, on on Wednesday of this week, I was again threated by Kenneth Gipson at the Metro station near DOD. 
will be taking out a legal order of protection against him today. 

Thanks and please let me know what the next steps are. 

LPREZ <Iaroneprez@yahoo.com> wrote: 

Date: Thu, 2 Oct 2008 23:49:05 -0700 (PDT) 
From: LPREZ <Iaroneprez@yahoo.com> 
Subject: Yesterdays Conversation Follow Up 
To: Robert Foye <robert_foye@nbc.gov> 

Dear Rob and Lynn: 

cc: Personnel Fife of LaRone President 
Lynn McPheters 

This e-mail is to document our conversation of yesterday, October 2,2008. I was called at 001 by Rob 
Foye at approximately 9:30 a.m. and told to report to 001, I was told by Rob that Melanie Alston had 
been informed of my absence and to bring all of my personal belongings with me, specifically clean out 
my desk. 

I reported to the office and for approximately 45 minutes, no one was in the office at all. I went 
downstairs to seek a human resources representative to attend the meeting and no HR person was 
available. 

Upon my return, I was told by Rob Foye to call Melanie as she did not know I was gone and she wanted 
to speak with me. When inquiring from Rob as to why he told me she had been informed of my 
absence he did not respond. I then questioned as to why she wanted to speak with me he again did not 
know he thought she may have wanted to request my computer access card but he didn't know. We 
then proceeded to his office and sat down. I contacted Melanie Alston via my cell phone on several 
occassions throughout the day and had not received a return phone call. We went to his cuble and 
handed me an EEO handout regarding harrassment and told me that DOD did not want "us" back due 
to a hostile work environment but I have been made knowledgeable that all other staff involved were 
still working at DOD and had participated in the conference call scheduled for that afternoon. At no time 
did you explain the nature of this complaint nor DOD's feedback in regards to the 
investigation/mediation that Lynn was supposed to set up and call me about last Friday. At the 
conclusion of the conversation I questioned as to whether I was termined and you told me the Director 
of Human Resources at NBC suggested that option and that you were typing the letter. We spoke of 
EEO and you made a number available to me but I informed you that I had already initiated a case with 
them. I left your office and forgot to get the HR Director's name and upon my immediate return Maria 

http://us.f431.maiLyahoo.comJymJShowLetter?box=Sent&Msgld=2397_3843804_1296_6 ... 



was standing in your cubicle. I waited for a few minutes to approach and she was told to go to lunch as 
well and come back. After she left, I requested the HR Director's number and went to lunch. 

I still have not heard anything regarding an investigation into these issues. Nor have I had any feedback 
from witness at DOD regarding the alleged events that occurred. As we work in a public area, many 
Managers should have been questioned regarding the alleged events as their offices are immediately 
within hearing range. And, the environment is so quiet, you can hear a pin drop. 

At our last meeting exactly one week ago Thursday, I also expressed many concerns regarding the 
following and since then a new development has also occurred of which you will later be apprised. 

Although you agreed with the issues outlined in my e-mail, you never addressed this e-mail that initiated 
the entire meeting but yet turned our scheduled meeting into a personal attack against me and the 
threat of a final written warning. 

Lynn nor yourself has ever requested information from me nor attempted to investigate the cheating on 
certification courses that are occuring at DOD and the fact that staff members attempted to extort 
completed tests from me, I know for a fact that you couldn't possibly have investigated because you 
never questioned who was involved. But due to your lack of response and the documented fact that 
every time I bring an issue to Management I am retaliated against, I have decided to purse this issue 
outside of your office. 

Lynn failed to set up a follow up appointment for Friday of last week as promised nor did she contact me 
the entire week leading up to my meeting and potential termination yesterday. 

As you have failed to fairly evaluate any information provided and repeatedly disregard my issues, I will 
be continuing to pursue my issues outside of 001 but will be available for our meeting on Monday at 
8:00 am. 

Thank you. 

1.mail.yahoo.com/ymJShowLetter?box=Sent&Msgld=2397 _3843804 1296 6 ... 





Yahoo! Mail- laroneprez@yahoo.com Page I of 1 

aOO'MAIL Print - Close Window 

Subject: FW: 

Date: Mon, 18 Aug 2008 14: 14:20 -0400 

From: "President, LaRone CIV WHS/ A&PO" < LaRone. President@whs.mil> 

To: laroneprez@yahoo.com 

-----Original Message-----
From: Bellamy, Isaac CIV ~vHS/A&PO 
Sent: Monday, August 18, 2008 2:12 PM 
To: President, LaRone CIV WHS/A&PO 
Subject: RE: 

Good one 
----Original Message-----

From: President, LaRone CIV WHS/A&PO 
Sent: Monday, August 18, 2008 2:12 PM 
To: Bellamy, Isaac CIV WHS/A&PO 
Subject: RE: 

If she continues, just tell her to call Rob if she is unclear on what 
she 

needs to do. 

-----Original Message-----
From: Bellamy, Isaac CIV WHS/A&PO 
Sent: Monday, August 18, 2008 2:06 PM 
To: President, LaRone CIV WHS/A&PO 
Subject: 

Your "friend" is really bugging me. 

********************** 

Isaac J. Bellamy 
Contract Specialist 
WHS A&PO 
Office 703.696.4106 
Fax 703.696.4164 

.bel • 1 
.mlL 

Attachments 

Files: 

smime.p7s (Sk) 



From the Desk ofLaRone President 773/392-3271 December 2,2007 

check this out 
"rodney brooks" <rodney-brooks@hotmail,com> 

"iaroneprez@yahoo.com" <Iaroneprez@yahoo.com> 

1 File (47KB) 

Isaac B.pdf 

Tuesday, October 7,20082:18 PM 

See how Windows Mobile brings your life together-at home, work, or on the go. Now 

From the Desk ofLaRoOf~ Pn~~irfpnt 771 I1Q'L 1 '")7 I 



Facebook I Isaac B. Page 2 of2 

Welconle to tile new Fecebook Send feedback 

Home Profile Friends Inbox Rodney E. Brool 

Isaac B. is supposed to be working on a presentation but cant stop searching 
8eyonce's new songs that are supposed to be dropping. 5 hours ago 

Wall Info Photos 

Basic Information 

Networks: 

Sex: 
Birthday: 

Relationship Status: 

Contact Information 

Email: 

Employer: 

Position : 

Location : 

Description: 

Member of: 

N.C. Central Alum 
WashIngtOn, DC 

Male 
May 6,1986 
It's Complicated 

ibellaml@yahoo.com 

Education and Work 

Department of Defense 

Acquisitions 

Rosslyn, VA 
If I told you I'd have to kII you. 

Northern Nash Class of 2004, NORTH CAROLINA CENTRAL 
UNNERSITY HOMECOMING, Vote Whitney Jones 2008 - 200 
Class Senate, GAM!P Class of 2008, NCCU Homecoming 2001 
(OFFIOAl Facebook Group), NCCU Summit: "Lifestyles of th 
& Educated", RENEGADE PHOTOGRAPHY, We Do It Better Ir 
South, The Treasures Club, Young Black People Who Will Ne 
Forget!, DA WILDBOYZ SHOULD BE PLAYIN AT CENTRALS 0 
GOGO, (an Blair stay at the top when NCAA Football 07 corr 
7/18/06 (X-box), 1 HATE BUSH I WANT CLINTON BACK, Sea 
Women of God and the Men of God Who loved them, MISS 
ROYAL CORONATION CEREMONY, For the Football Heads, p. 
that support Isaac 4 Mr. Alpha Chi, .. .I'm DEFINITELY in Coli 
Why am I spending so much money???, Dj Prof, Team Parac 
ClassiC, 4_G_l_B, Kool Kicks Kat, Eaglle FUNK ... U KNOWI, ~ 
Wash My Hands after I Pee!, Sprint To Sprint, Divine Dymes 
NCCU, HUSTLERS, Antl-Radsm, PEOPLE WHO WENT TO TH! 
PREDAWN GO-GO PARTY, Phi Eta Sigma National Honor Soc 

http://www.facebook.comlprofile. php?id=661 0 1231 &ref=ts 101712008 







y :.:boo! Mail - laroneprez@yahoo.com 

Subject: Conversation Documentation 

Date: Wed, 27 Aug 200817:02:14 -0400 

From: "President, LaRone CIV WHS/A&PO" <LaRone.President@whs,mil> 

To: laroneprez@yahoo.com 

August 27,2008 

This document outlines the events that transpired on 8/26/08. 

Page 1 of3 

h\bY+ ) to 
Print - Close Window 

On 8/26108 from 9:30 a.m, 11 :00 a.m. many staff members attended a Shine Awards Presentation at 
the GSA building on 18th street in Washington, D.C. This event was held in an auditorium with a 
reception in the hallway immediately following, 

After the ceremony, I left the area of where I was sitting with 3 other staff members and went to 
congratulate some of the awards receipients. Upon returning many other staff members had gravitated 
to that side orthe auditorium where we were sitting. After speaking briefly with Mike and another 
intern from a previous class, I proceeded to put my gym shoes on. During this time, Alfreda, Janice 
and I began a conversation regarding Janice's new haircut and color. We proceeded to the hallway for 
the reception, all the time talking, and stopped to get our certificates. Alfreda was nearest to the desk 
and was attempting to get 3 certificates for us. As this happened, Janice and I continued talking about 
hair. During this conversation, out of nowhere, Kenneth Gibson appeared and began speaking in a 
threatening manner. He stated "I see you everyday and I don't appreciate your not speaking to me". I 
was unsure who he was directing his anger towards and looked around in the crowd to identify the 
person. As I did this he began to push his way through the crowd towards me. As he approached, it 
just happened that Janice was standing between us. He began to point his fingers at me and attempted 
to lunge forward closer to me. Janice began to cringe and didn't know what to do. I backed up a little 
and told Kenneth that I didn't think this was the appropriate place for him to display this type of 
behavior, and he continued on a tirade of which I cannot remember because eof my shock. 
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He was removed by someone and left the building. Once outside, Alfredia and 1 spoke briefly and I 
told her I needed to go over to Dor to discuss this incident immediately as 1 felt for my safety and was 
afraid that Kenneth would attack me at some point unprovocked. 

As r walked to the 001 location, 1 ran into Rob Foye (Program Manger) and Lynn McFeeters (001 
University President) and told them what happened. At that time, Rob attempted to make it seem as if 
it was not as bad as it seemed and Lynn was quite. We walked to the train station together as Lynn and 
Rob where on their way over to DOD for a meeting of which I was assigned at this time. The entire 
time that we commuted to the location, I repeatedly expressed my fear of Kenneth and continually 
requested the opportunity to file an order of protection against him to prevent contact in the future. 
Lynn suggested I speak with 001 security. I questioned whether they had the authority to issue an 
order of protection and she told me "no". I then stated that was not good enough and that I wanted it 
documented with the police. We arrived at DOD with Rob taking my cell phone number and telling 
me we would meet immediately after their meeting with DOD. 

It is my assumption that Rob and Lynn returned to DOD and contacted witness, particularly (Janice, 
Valerie and Mike). It is also my assumption that Kenneth was either called beforehand or went to 001 
after this incident as he was there when I was called over to the campus at approximately 2:00 p.m. 
Note, I had to catch the train back to downtown Washington, D.C. as I am working in Rosslyn, 
Virginia. At DOD. 

1 received a phone call at 1:45 p.m. from Rob Foye to come to 001 as he had discussed what had 
happened with witnesses. At no time was I offered an escort nor made aware that Kenneth was in the 
building at the time. 

Upon my arrival, the entire DOl Unversity staff was in a meeting in Lynn McPheeter's office. I waited 
for approximately 30 minutes in the hallway for their meeting to adjourn unbeknownst to me that 
Kenneth was in an office with the door closed immediately outside the area nor was I told to expect his 
presence at the time. 

At1er their meeting adjourned, I met with Rob. He told me he had confirmed all of my story but that 
Janice stated "she did not perceive the incident as a threat". I repeated to Rob that I was the one who 
had experienced this incident and no one could judge the threat and fear but me. He again referred to 
incidents that happended on July 1 st of which he never addressed and insinuated that I was also a party 
or somehow gave Kenneth reason to provoke this incident. I repeatedly told him, at least 15 times that 
I was the one under attack and inquired what would be done about it. He then proceeded to tell me I 
was not a team player and insisted that I interact with Kenneth and Valerie, although 1 had documented 
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before and it was public knowledge that I had been verbally attacked, unprovocked by these two 
individuals on a previous occasion. He then pulled out a sample performance evaluation and read the 
section on teams and that if I continued in this fashion, it would affect my rating. I again then 
questions what would be done about the constant, unwarranted attacks, he proceeded to tell me again 
that he had had complaints in regards to me that he had mentioned before and left anonymous. When I 
again inquired about these anonymous complaints, he stated that Kia was the source of these 
complaints. When I told him to validate what she said because I had never, throughout the course of 
the program said more than 2 sentences to her and only in the presence of other class members, he 
never stated what was said and again threatned me with a negative evaluation for team work. 

r was then forced to meet with Kenneth in cooperation of keeping my job and Rob sat in as the 
mediator. Although I agreed to accept Kenneth's apology, I am still uneasy with someone who is a 
walking timebomb and can so easily lose control. Afterwards, Lynn McPheeters came in a gave a 
small speech about not liking one another but getting along as co-workers but at no time did she 
address the physical threat to me. 

I left the meeting after being excused and said goodbye. 

Attachments 

Files: 

smime.p7s (Sk) 





From the Desk ofLaRone President 773/392-3271 December 2,2007 

YAEOO'~ MAIL 
Classi c 

Contract Admin Opportunity 
From: "Valerie Hodges-Green" < valeriehodges@onebox .com> 

To : laroneprez@yahoo.com 

Morning LaRone, 

Tuesday, December 2,200810 : 07 AM 

I'd got this job lead from a previous company I uses to interview with and thought that you be a perfect fit. Thanks and have 
a great day. 

To 

The Mergis Group 

We are working with a client in Reston that is looking for multiple subcontracts 
administrators. The client is looking for candidates with knowledge of FAR, DFAR, CAS. 
Candidates will also be expected to be familiar with the GSA schedule, cost/price 
proposals, status reports, close outs, and more. If you would like to hear more, kindly 
call us ASAP. 

Ronald Gulick 

Practice Director 
The Mergis Group 
Your Bridge for the Best Hire 
1750 Tysons Blvd, Suite 260 
Phone: 703/917-1111 
Fax : 703/790-1688 

Valerie Hodges-Green 
valeriehodges@onebox.com - email 
VoicemaillFax 866-589-8930 

From the Desk of LaRone President 773/392-3271 
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Subject: FW: Happy Birthday'! 

Date: Thu , 28 ALg 2008 17'10:06 -0400 

From: 'President, LaRone elV WHS/A&PO" <laRone,President@whS,iT\;I> 

To: faconeprez@lyahoQ,(o[\l, 

-----Original Message-----
From: President, LaRone CIV WHS/A&PO 
Sent: Monday, August 25, 2008 7:59 fu~ 

To: 'Mende, Monica (HHS/ASPR)' 
Subject: RE: Happy Birthday! ! 

Thanks very much!!!! ! Missing you guys 
Hope 

all is well for you and you have settled 
my 

over here. Will 

in. I am moving 

SGe you soon. 

in 54 days to 

own place, finally. It's costing a mint to bring my stuff here. Hope 
all 

is going well on your rotation. 
you 

will enjoy this rotation. 

LaRone 

-----Original Message-----

They are very nice here at DOD and 

From: Mende, Monica (HHS/ASPR) [rr;allto: 
Sent: Friday, August 22, 2008 8:18 AM 
To: President, LaRone elV WHS/A&PO 
Subject: Happy Birthday! I 

dey S1.lTIshine! 

How is my Chicago girl? 

I wish you much joy and happiness on your special day!! ! 

Wishing you the best! 

Eappy rthday! 

Monica 

Attachments 

.mime.p7s 

Print - Close Window 
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Yahoo! Mail - laroncprcz@yahoo.com 

Subject: FW: Copy (3) of Fax Cover Sheet 

Date: Thu, 25 Sep 2008 13:22:29 -0400 

From: "President, LaRone CIV WHS/ A&PO" < LaRone. President@whs.mil> 

To: laroneprez@yahoo.com 

-----Original Message----
From: Bellamy, Isaac CIV WHS/A&PO 
Sent: Tuesday, July 22, 2008 9:07 AM 
To: President, LaRone CIV WHS/A&PO 
Subject: RE: Copy (3) of Fax Cover Sheet 

THANKS YOURE THE BEST! 

-----Original Message-----
From: President, LaRone CIV WHS/A&PO 
Sent: Tuesday, July 22, 2008 8:58 AM 
To: Vant Hof, Maria CIV WHS/A&PO; Bellamy, Isaac CIV WHS/A&PO 
Subject: FW: Copy (3) of Fax Cover Sheet 

Here's a fax cover sheet for your future use. Please file away. 

From: Johnson, Jonathan CIV 
Sent: Tuesday, July 22, 2008 8:57 AM 
To: President, LaRone CIV WHS/A&PO 
Subject: Copy (3) of Fax Cover Sheet 

« ... » 

Attachments 

Flies: 

smime.p7s (5k) 
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