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“Right Person, Right Place, Right Time”:  Meeting NOAA’s Workforce Needs

TABLE 1:  Workforce Planning
Brainstorming

· Create a workforce planning system (policy).  NOAA currently doesn’t have one.  Define what is a workforce planning system.

· What are the skill requirements for NOAA’s workforce?

· Need a process within personnel rules to pass on knowledge.

· Define career progression for employees.

· How do you convince senior scientists to move into scientific management positions?

· Who decides the essential skill set?

· Need monitoring / tracking of workforce planning.

· Tie in other components – recruiting, retention, and education / training – workforce planning.

· NOAA needs a workforce planning policy and process.

· There is an urgent need for a NOAA workforce policy and process.

· This policy needs to address the following issues:  recruiting, retention, education/training, internal versus external skill sets, trends identified in the NOAA strategic plan, and changing demographics and technology.
TABLE 2:  Recruiting 
Brainstorming

A. Process

· Enhanced role – subject matter expert in reviewing apps (initially & throughout the process)

· Education – what you can/can’t do when you get a cert.

· Greater use of continuous vacancy announcements

· Develop partnership between workforce management office (WFMO) & managers

· Can the program office do more to help WFMO to increase turn-around times for posting vacancies?

· Upfront partnership in development of criteria

B. Strategic

· How do we make NOAA more appealing to the people we want to hire? (environments that promote professional development, regional issues such as jobs for spouses, housing assistance, etc.)

· NOAA support of visiting scientists, students, professors

· Partnerships with other research institutes.  Universities for use as a recruitment tool (Cooperative Institutes as model)

· Marketing NOAA to untapped resources (Minority Serving Institutions - MSI’s) and marketing MSI’s within NOAA. (Use of existing fellowship programs)

· Standardized list of universities, publications, etc. to advertise vacancy information.

Recruiting – Top Two

1. Corporate/Strategic Recruitment Opportunities

a. Marketing

b. Untapped resources

2. “The Process”

a. Partnerships/Cooperation

b. WFMO lead – not in a vacuum

c. Greater efficiencies – open continuous

Recruiting – Way Forward Slide

Interdisciplinary workforce that recognizes unique aspects of working for NOAA

Future state:  Attracting and efficiently hiring an interdisciplinary workforce to NOAA as “employer of choice”

Strengths
· Reach broader audience, especially within University community

· Build off existing programs (MSI, Cooperative Institutes, Co-located facilities)

Gains

· Better quality candidates

· More interdisciplinary expertise in NOAA workforce

· More streamlined, efficient process that has subject matter experts involved in every step

Concerns
· Under capitalized – individual NOAA entities doing independently

· Resource constraints

· Focus on science, does it work for service delivery (i.e., PPBES, IT, etc.)

TABLE 3:  Retention
Overview Points/Thoughts – Retention or Not?

· Change in idea of service to accommodate younger people

· How to keep the door open?

· Importance of critical skill sets

· Work schedule flexibility

· Importance of dealing with low performers

· Using the “low levels” of either the 5-tier or demo program when rating

· Burn out from “two bosses” for those in matrix

Brainstorming

· Take advantage of demo legislation to expand to interested party

· Using bonuses for recruiting and retaining especially for difficult to fill positions

· Flexibility of workplace/schedule

· Better database on workforce characteristics to help ID problem areas of organization

· Why are people leaving?

· Types of skillsets 

· Systems to allow people to work from home.  

· Ex: electronic signature for signing documents

· Sabbaticals, etc, to keep people with experience

· Rotational jobs/assignments to learn more/become more invested in organization

· Structured program of career program including rotations

· External part of keeping open door

· Encouraging people to come back

· Use traditional means for retention – maximize job satisfaction through recognition, awards, training.  Recognize the importance of a staff’s family.  Maximize career opportunities at same location.

· Liberalize regulations so it’s easier to bring people back.

· Regular program of reasonable accommodation

· Create job satisfaction

· Manage differently to implement/deal with retention and turnover. “manage for turnover” 

· Seeing turnover as opportunity

· Focus retention on relationship to Goals/Programs

· Create career tracks that move thru all lines; Goal leads helping to promote people.

· Positive, safe, work environment

· Education of workforce of what they have

· Evaluate skill sets you need and work to fill those.

· PPBES bonuses

· Financial incentives, bonuses, student loan repayment

· “One NOAA” cross pollination in various have NOAA presence regional areas

· Understand our workforce data.

TABLE 4:  Training and Education

Brainstorming

[Percy Thomas’ questions before the table—in italics] 
What is the role of T&E in meeting the challenge? — cultural alignment —change behavior

· Training is to do the job expected of you today & tomorrow

· Keep eye on future (trends, software)

· Early exposure to new/current employees of NOAA (formal orientation)

· Specific training for leaders & management for overall NOAA structure

· Allow employees to annually contribute/update NOAA 101

· Mandatory training as it relates to knowledge & skills & abilities to meet the mission supported by agency commitment to keep current

· How does the employee in field (anywhere) relate to organization as whole

· eLearning component to policies & standards (make it easier for employees to access policy info, standards, NAO)

· Training should coincide w/new tech/policy rollouts

· Develop consistent & updated curriculum for NOAA employee (NMFS Training Center, DOD example, leverage NWS employee distance learning module for all NOAA)

What specific things must NOAA do to impact T&E?

· Training council? Bring back? ( WMO transition

· Infrastructure weak?

· Cost of NOT training?

· NOAA employees don’t know oneNOAA (NMFS<->NESDIS)

· Right training by right people (contractors/outside folks—outsourcing)

· Intellectual recapitalization

· Requirements/needs assessment (1 pager needs)

· NOAA academy

Marketing & communicating the capability

· Define what we want

· See where we are

· Design training to fill gap

What must NOAA leaders & managers do to impact training?

· Link training to leaders’ performance & GPRA & PMA

· Leaders & managers champion distance learning (get behind it and enforce)

· Develop SES Summit as distance learning objects

· Practice what we preach

· Have leaders participate in “storytelling”

· Look to internal resources for training expertise (cross-training)

· NWS example SE region ( NE region
· Leaders write out the individual development plans for each employee to ensure employee trained to meet current & future needs

· IDPS are good but we need good CDP (Corporate Development Plan)

General Brainstorming Session Begins

· PPBES process

· Criteria placed in PPBES process program adjustment/requirement as integral part of program plan for approval program management 101

Consolidated points

· Identify NOAA’s intellectual recapitalization gap

· Top down integration of training into NOAA via

· PPBES

· eLearning components for NAOs, policies, etc.

· Demonstrably linking training to:

· Leader/manager performance

· GPRA

· PMA

Identify NOAA’s intellectual recapitalization gap

· Future state. [This is a what]

· Intellectual capital is integrated into corporate process just like facilities

· Recapitalization in place

· Outcome

· Minimal intellectual gap

· Strengths

· Quantify performance improvements (return on investment)

· Maximizing trainers performance

· Enhance succession planning

· Coherent corporate action plan

· Building financial into programs

· Training becomes part of CORE PROCESS

· Concerns

· “Whole place falls apart...planes fall from the sky and ships will sink”

· [Additional] Future State [This is a how]

· “There is corporate NOAA training commitment & structure”

· Outcome

· NOAA does have an effective recapitalization process in place

· Learning/skill (management) issues fall away
