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Score: Green  (7.8/10)
	Goal


	Desired Outcome
	Mandatory Metric
	Grade


	Justification:
	Improvement

Strategy

	1. Workforce     Planning


	Workforce plans align with budget requests and mission performance plans.
Recruit people with the right skills.
	43/47 -Projected losses (retirement and other attrition)

37- FTE  usage
47-Workforce demographics (age, RNO, disability, grade distribution)

64-Projected hiring needs Critical Competencies/Skills

2002 FHCS survey #15/2004 FHCS #15 - 

“My work unit is able to recruit people with the right skills”

2002 FHCS Results:

Interior-41.9%

FWS-54.9%

2004 FHCS Results:

Interior-43.4%

Governmentwide-43.7%

FWS-51.7%

DOI Internal Survey Result:

Interior-57%

FWS-51%


	9 points - Green
	The Service has a management approved workforce planning process in place including accomplishing a workforce analysis, identifying significant workforce issues, developing strategies for overcoming gaps, developing a structure and outline for the plan, identifying supervisory and managerial positions and has tracked progress toward achieving the plan.  

The plan met Departmental policy requirements and included both budget requests and mission performance goals.  The Service is actively implementing the workforce plan. 
Two mission-critical programs, Office of Law Enforcement and Fisheries, have completed four phases of the workforce plan:  Job Analysis (through the development of performance models which outlined Work Required, Tasks, Competencies, and KSAs and the distribution of an all-employee survey); Position Management Reviews that resulted in future organizational templates and position descriptions; the development of Staffing Models to project core staffing needs; and Training Resource Inventories for each of  the functional groupings.  Each program will now begin the implementation.  The implementation will focus on the future workforce (3-5 year forecast).  
Two other major programs are engaged in workforce planning processes:  National Wildlife Refuge System completed a functional analysis that identified all of its functions and primary tasks, and the design of organizational structures and staffing models.  Phase II, which Refuges calls the “People Solutions” phase, has not yet begun.  This phase, to be completed by March 2006, includes creating standard position descriptions, identifying competencies for core positions, identifying career pathways and cross-over points, identifying training needs and resources, and succession planning;   
Endangered Species is completing a competency model (along with Tasks and KSAs) by identifying functions that represent the major technical areas within the Endangered Species Act function.  Interviews were conducted with a diverse group of leaders, stakeholders, representatives from wildlife organizations, Congressional staff, government officials, and Service managers to identify the Program’s strategic direction and future needs.  The information gathered will be used to provide a foundation for all other workforce planning activities and to ensure that the ES workforce of the future is aligned with the Program’s strategic goals.  
The FWS workforce planning effort
concentrates on competencies and skill gaps.  This assessment enables managers to have a clearer focus on the skill sets needed now and in the future, and will help direct recruitment strategies which should ultimately result in greater satisfaction with the quality of hires.  

The FWS is engaged in a comprehensive development of customized QuickHire job questions for mission critical occupations.  Selecting Officials are being used to develop the questions and validate that the evaluation methods of future applicants will result in quality hires.       

The Service is currently engaged in a Departmental initiative to incorporate competencies in the full life-cycle of an employee (e.g., recruitment efforts, work requirements, career development and performance accountability).   

The Service scored higher than DOI and other government-wide organizations in the FHCS question related to the recruitment of the right person with the right skills.  

Additionally, the Service plans to participate in the DOI Employee Exit Survey.

	The Service will conduct a Workforce Planning workshop for Service program Senior Managers and staff that will provide a venue for idea exchange and will serve to refocus attention on the Service’s strategic human capital requirements, while leading to an integrated Service-wide framework that will serve to guide workforce strategies, plans and solutions over a number of years and across programs, regions and field organizations. The highly attended conference is tentatively scheduled for February 2006
In FY 06 the Habitat Conservation program will conduct workforce planning in an effort similar to the Endangered Species program, so that future workforce planning efforts will represent all of Ecological Services.   

Further develop competencies through continued workforce planning efforts.

Continue efforts to develop job question analysis for mission-critical occupations.  

 If DOI does not implement an employee exit survey, the Service will consider re-deploying its internal employee exit survey.              

	2. Knowledge and   Learning Management
	Knowledge and learning management initiatives are integrated into workforce plans, budget requests, and mission performance plans.


	52-Ave hours of training per employee

53-Ave annual investment in training per employee

54-Average cost of each training occurrence

(all to be tracked following implementation of a Departmental learning management system)
	8 Points - Green
	Vendor delays resulted in implementation of the new DOI Learning Management System being pushed into Oct, 2005, so the capability to track all training done in the Service was delayed.  The delay would have been much longer without the ‘leadership’ role provided by our LMS database administrator who served all of DOI in FY2005. The LMS has an integrated workforce planning module that the Service will populate with existing workforce data as the LMS stabilizes.  The Service budget for knowledge and learning management is centralized and highly visible as a line item (NCTC). FWS training is managed through a prioritization matrix which provides a direct link to mission performance plans.  NCTC delivered 198 technical and leadership courses in FY2005 that were focused on mission performance.
	During the next fiscal
year, the Service will

populate the LMS 

with training data 

and begin reporting

on the mandatory metrics.

	3. Strategic       Alignment
	SES awards and rewards are clearly linked to mission accomplishment and performance goals.
Better deployed workforce and enhanced mission performance.

Employees recommend their organization as a good place to work.
	19 – Rate of SES performance aligned with strategic goals. 

2002 FHCS #13/2004 FHCS #8 - “I recommend my organization as a good place to work”

2002 FHCS Results:

Interior-64.1%

FWS-69.9%

2004 FHCS Results:

Interior-65.4%

FWS-72.4%

DOI Internal Survey Results:

Interior-84%

FWS-88%


	8 Points - Green
	SES awards and rewards are clearly linked to mission accomplishment and performance goals.  SES GPRA and other mission-critical strategic goals are being cascaded into the performance plans of non-SES positions.

Incorporate HR tools and strategies that support major workforce.

FWS has used the Gallup Q12 survey in various programs throughout the Service.  The Q12 survey measures employee engagement, which links directly to improved productivity and increases in retention of our best employees.  The results of the survey are used by management with employee involvement to address areas for performance improvement. 

Workforce planning implementation has resulted in designated training and development profiles and career paths so that the training needs and career opportunities are clearly articulated for the workforce.  This investment in our employees’ development creates an environment of commitment to employees and establishes the needed direction for future success of individuals and the overall organization.     

The Service is utilizing the results of FHCS to better track employee perceptions.  Service employees scored among the highest of the Department on the FHCS in “recommending the Service as a good place to work” and also scored higher than the Department in the internal Departmental survey.
	The Service will further refine the cascading of the GPRA and other mission goals critical into the performance plans of non-SES positions.

The Service will ensure that employee rewards and recognition programs are adequately linked to performance that contributes to the achievement of the Service’s goals. 
The Service will continue to utilize the Gallup Q12 survey and possibly expand its use throughout the Service.



	4. Workforce Diversity
	Maintain a diverse workforce and eliminate under-representation of work.
	55 – Representation by PATCOB

56 – Representation by Grade

57 – Representation in Top Ten Career Groups

	7 Points - Green
	For representation by PATCOB categories, the 2000 Civilian Labor Force (CLF) no longer contains statistics by PATCOB categories; therefore, the Service can no longer complete an analysis of the PATCOB categories.  

For representation by Grade, there are no Civilian Labor Force (CLF) statistics by Grade; therefore, the Service cannot complete an analysis.

For representation by the Top 10 Career Groups, the Service has chosen five Major Mission Oriented series (401, 480, 485, 486 and 1811) as categories.  The Service is green in the 401 series by decreasing under representation without decreasing anywhere we were previously under represented.  

NOTE:  This is information based on the statistical data provided by the Department’s FPPS/EEOR system which does not contain the new 2000 CLF.


	The Service will continue to conduct barrier 

analyses by grade to

identify and eliminate 

barriers to equal access

at all grade levels.  

The Service will continue to monitor the promotion rate of women and minorities on a quarterly basis.

The Service will continue to conduct barrier 

analyses by series to identify and eliminate 

barriers to equal access.

The Service is developing 

and evaluating 

targeted recruitment

initiatives to improve

the quality and numbers 

of underrepresented

groups in the applicant

pool.

	5. Human Capital Compliance with Laws and Regulation Data  Integrity
	Bureaus maintain high levels of human capital legal compliance and data integrity.
	61 – Audits of Position Description Accuracy, merit promotion files, Official Personnel Files, and Delegated Examining Unit files.

62 – Audits of Delegated Examining Units files and actions.

63. – Audits of Federal Personnel Payroll System (FPPS) and Central Personnel Data File (CPDF) data.
	7 points - Green
	The Service conducts personnel management reviews of Regional servicing Human Resources Offices.  As a result, findings are documented and changes or corrections are required, as necessary.  

OPM has conducted audits of the Regions/ DEU.  Regions are required to conduct annual self- assessments of their DEU activities.  Such self-audits must be performed by non-DEU staff who have been trained and certified by OPM in DE procedures.  Regions are required to certify completion of the audit to OPM.  The FWS has created a revised audit process for recruitment, referral and selections via QuickHire.  This revised audit process ensures regulatory and legal compliance.   

There are edits built into the FPPS system that will not allow processors to enter invalid/illegal codes when inputting data into the system. CPDF data that is transmitted to OPM is edited at OPM and error listings are forwarded for corrections.  In addition, The FWS periodically runs queries and reports to identify CPDF data fields that may be inappropriately recorded and works with the HR Regional Offices to correct deficiencies or errors.  

The DOI IG, through their contract (KPMG) conducts an annual audit of FPPS.  This year the Service had no significant findings
	The Service will develop an internal accountability system in line with the HRM Accountability System Standards, the central component of the President's Management Agenda.  
.
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