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Positive Responses

(Private Sector Comparable Areas)

* Cooperation in unit,  individual skills used, 

a good place to work, etc.

* Involvement with decisions, satifisfied with 

pay, policies and practices, etc.

* Flexible work schedules, telework, 

retirement benefits, vacation time, etc.



Neutral Responses

Negative Responses

Farm and Foreign Agricultural Services

FEDERAL HUMAN CAPITAL SURVEY - FY2004

Personal Work Experience, Job Satisfaction and Satisfaction with Benefits

STRATEGIC MANAGEMENT of HUMAN CAPITAL

Satisfaction with                    

Benefits*

9%

56%

35%

Talent

17%

64%

18%

Leadership

25%

48%

22%

Performance Culture

48%

24%

25%

Knowledge 

Management

15%

66%

17%

Personal Work 

Experience*

18%

68%

13%

Job Satisfaction*

26%

50%

25%

- 4.3%

- 5.3%

+ 8.2%

 +/- change from FHCS 2002

D: + 6.2%

G: + 6.4%

D: - 7.2%

G: - 5.9% 

D: - 3.1%

G: - 1.9% 

D: +9.3%

G: +8.5% 

+ 2.9%

+ 9.6%

- 1.9%

D: + 2.5%

G: + 3.4% 

+ 5.2%

D: - 0.2%

G: - 0.4% 

D: + 6.9%

G: + 5.9% 


STRATEGIC HUMAN CAPITAL MANAGEMENT

QUARTERLY ACCOUNTABILITY REPORT (QAR)

 FY06 - Quarter 1
October 2005 to December 2005
Mission Area: Farm & Foreign Agricultural Services (FFAS)
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NOTE: Direct links to supporting documents are underscored and in blue font in this section of the report
PART 1 - USDA/OMB Strategic Management of Human Capital Scorecard (Green Standards of Success Status)
· Strategic Planning – Each Agency engages the Mission Area Human Capital Plan that clearly aligns with their missions, strategies and goals; is organized to specifically address the OPM Human Capital Assessment and Accountability Framework; incorporates key indicators or metrics; and is fully integrated with the agencies’ (GPRA) strategic plans.   
· FAS – FAS Strategic Plan HCM section - see page 9 - The FAS Strategic Plan is in revision since the agency has recently analyzed its current organizational structure and is addressing future challenges.  As part of the analysis, FAS management has reviewed the results of the 2004 FHCS (FAS FY2004 FHCS Summary) and is currently incorporating improvement actions as part of their FY06 PMA Action Plans, e.g., leadership development, HCM communications, applying the results of the Performance Appraisal Assessment Tool, etc.   
· FSA – FSA Strategic Plan HCM section - see page 8 - The FSA Strategic Plan update is in final review; and its organizational structures are optimized in respect to budget and regulatory conditions.  As part of the analysis, FSA management have reviewed the results of the 2004 FHCS (FSA FY2004 FHCS Summary) and HR has incorporated  improvement actions into their FY06 Human Capital Annual Performance Plans, e.g., competency based training, implement a web based new employee orientation program, applying the results of the Performance Appraisal Assessment Tool, etc. 
· RMA – RMA Strategic Plan HCM section - see page 15 – The RMA Strategic Plan is under major GPRA revisions, to include a five year period; future challenges are identified; and their organizational structure is optimized in regards to budgetary conditions.  As part of the analysis, RMA management is currently reviewing the results of the 2004 FHCS (RMA FY2004 FHCS Summary) and will identify improvement actions as part of their FY06 plans, e.g., leadership development, dealing with poor performers, applying the results of the Performance Appraisal Assessment Tool, etc.  

Performance results and trends of the FFAS Human Capital Plan strategies and goals are analyzed 
by agency management on a quarterly basis whereby appropriate decisions and corrective actions 
can be applied.  Part 3 of this report details the quarterly results and performance trends of key indicators that are reviewed by Agency Management.  

In addition FFAS HR is incorporating the Strategic Alignment System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.
· Succession Strategies – The succession strategies for each Agency is driven by the USDA Workforce Planning and Succession Guidance.  The Guidance addresses both Mission Critical Occupations and Leadership Positions in terms of current and future needs as a result of the workforce analyses for each Agency.  Furthermore, each agency is completing the Strategic Leadership Succession Model Assessment to determine improvement opportunities.
· FAS – FAS Workforce Analysis Summary; FAS is currently updating its mission critical occupations and core competencies via the FAS Human Capital Workgroup.  Also, FAS has institutionalized its Rotation Program for managers to ensure a stronger talent pool.
· FSA – FSA Workforce Analysis Summary; FSA is currently expanding its workforce competencies development and succession strategies for Finance, IT, HR and Commodity Operations divisions.  
· RMA – RMA Workforce Analysis Summary; RMA is currently updating its mission critical occupation competency needs and leadership development needs.  

The FY06 Training and Recruitment needs resulting from the FFAS Workforce Analysis have been included in the budget submission.  Leadership training to support succession plans are included as are the recruitment initiatives to ensure a high performing, diverse workforce.  (See:  Training & Development Strategy and Workforce Planning & Succession Planning Guidance).

Applicable performance results and trends of the FFAS Human Capital Plan strategies and goals 
are in Part 3 of this report, especially Strategy Two, Measure 2, and Measures 1, 2 and 3 of 
Strategy Four.  In addition FFAS HR is incorporating the Leadership and Knowledge Management 
System elements of the OPM HR Practitioners' Guide into its Human Capital Management 
initiatives.
· Performance Appraisals – As of October 1, 2005, management officials from each agency (FAS, FSA and RMA) have verified that 100% of their employees’ performance plans are linked to their respective Agency’s Strategic Plan.  Records of these verifications are maintained by HRD.  A Mission Area Linkage PM Notice 2450 was released to ensure all Agency employees (including SES positions) are linked and employees were provided training and web based information, e.g., Alignment Matrix Guide.  HRD verified alignment by having unit heads certify in writing that their employee's performance plans were aligned; Deputy Administrators, Office Directors, State Executive Directors in FSA, the Administrator in FAS and Antonio Guzman (RMA HR Officer) in RMA.

Finally, the web-based training, Performance Management at FSA/FAS/RMA, will be added to AgLearn. It informs management how to write measurable performance standards and communicate them to employees.

Applicable performance results and trends of the FFAS Human Capital Plan strategies and goals 
are in Part 3 of this report, especially Strategy Five, Measure 1.  In addition FFAS HR is 
incorporating the Results-Oriented Performance Culture System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.
· 
Multi-Level Performance Appraisal System – Approved by USDA OHCM, FSA and RMA implemented a new multi-level performance management system replacing the Pass/Fail system effective October 1, 2005, New Performance Management System PM 2482.  Briefings (Multi Tier Performance Appraisal Briefing) and/or training by HRD began in the third quarter of FY05 to introduce the system to all employees. RMA is currently customizing their system to reflect agency specificity; and FAS has had an active multi tier performance appraisal in place for several years (5-PM FFAS Performance Management System).

All three Agencies’ Performance Appraisal Systems are fair, credible and transparent; adhere to 
merit systems principles; hold supervisors accountable for managing employee performance; 
include employee involvement and feedback; and differentiate between various levels of 
performance that will support varying degrees of recognition.  Completion of the OPM Performance 
Appraisal Assessment Tool (PAAT) for each agency has been completed (1QFY06) and improvement opportunities are under review.  

In addition FFAS HR is incorporating the Results-Oriented Performance Culture System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.

· 
Under Representation – To help reduce and sustain under representation, particularly in mission critical occupations and leadership positions, the FFAS Human Resources established a long term FFAS Recruitment Strategy and a long term FFAS Training & Development Strategy.  Each strategy was derived from the results of the workforce analysis of the Agencies; and each strategy allows agency specific annual “work plans” based on actual report trends in represented groups.
· FAS – Civil Rights management and HR collaborated to develop diversity initiatives in staffing and training; and Civil Rights has a robust presence in the Agency’s Strategic Plan.  Compared to the representation at the end of FY04, and considering FAS had only 11 hires through FY05, FAS reflected an overall increase in Hispanic (5.2%) and American Indian (0.8%) representation, a minor decrease in Black (27.5%) and Asian (3.0%) representation, and remained the same in Women (52.7%) representation.  
· FSA – In collaboration with Civil Rights, HR has developed a long term relationship with the National Society for Minorities in Agriculture Natural Resources and Related Sciences (MANRRS) that will provide feeder groups for future agricultural-related opportunities.  Compared to the representation at the end of FY04, and with 226 hires through FY05, FSA reflects an increase in Women (56.4%), Black (11.4%), Hispanic (3.8%) and Asia (1.2%) represented groups, except American Indian (1.5%) representation where it remained the same.
· RMA – Civil Rights and HR work together to ensure diversity initiatives are considered during staffing processes.  Compared to the representation at the end of FY04, and considering RMA had only 7 hires through FY05, RMA reflects an increase in Women (46.5%) representation,  a minor decrease in Hispanic (5.2%), Asian (2.0%) and American Indian (0.6%) representation and the Black (13.5%) representation remained the same.

Applicable performance results and trends of the FFAS Human Capital Plan strategies and goals 
are in Part 3 of this report, especially Strategy Three, Measures 4a and 4b for FSA (FAS and RMA scorecard measures under development).  In addition FFAS HR is incorporating the Results-Oriented Performance Culture System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives. 
· 
Skills Gaps – Each Agency utilized its workforce analysis to identify competency gaps in mission critical occupations and developed short term strategies to close the competency gaps.  These gap closure strategies include fundamental training, recruitment and retention programs.  For instance,   E-eGov solutions will include AgLearn participation and net meetings, where appropriate.  Also, competitive sourcing strategies, where appropriate, will be considered by Agency management.  Long term strategies include implementing web-based competency assessment tools in conjunction with USDA/OHCM in FY06, e.g., supporting the Leadership Competency Assessment recommendations from the USDA - HR Reform Group.     

· FAS – 10 Mission Critical Occupations have been identified; Skill Gaps (as defined by USDA) remain under 2%.  Core competencies are aligned to OPM’s Leadership Competencies, and have been preliminarily identified for these occupations.  Developmental venues, e.g., AgLearn course work, will be available on the HR web site 1QFY06 to assist employees and managers target their training needs.   
· FSA – 11 Mission Critical Occupations (including the 1165 series tracked by USDA/OHCM) have been identified; Skill Gaps (as defined by USDA) remain under 2%.  Core competencies are aligned to OPM’s Leadership Competencies, and have been preliminarily identified for these occupations.  Developmental venues, e.g., AgLearn course work, will be available on the HR web site 1QFY06 to assist employees and managers target their training needs.  
· RMA – 6 Mission Critical Occupations have been identified; Skill Gaps (as defined by USDA) remain under 2%.  Core competencies are aligned to OPM’s Leadership Competencies, and have been preliminarily identified for these occupations.  Developmental venues, e.g., AgLearn course work, will be available on the HR web site 1QFY06 to assist employees and managers target their training needs.

Applicable performance results and trends of the FFAS Human Capital Plan strategies and goals 
are in Part 3 of this report, especially Strategy Two, Measure 2.  In addition FFAS HR is 
incorporating the Talent Management System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.

· Hiring Timelines – Time from closing of announcement until offer is made (less non-workdays) has been established by FFAS HR and reported quarterly.  USDA/OHCM has established hiring timeline goals of 30 days for SES and 28 days for all others.   All three Agencies are ‘on-track’ to these aggressive goals.  FFAS HR has implemented a web based staffing process with QuickHire in FY03 and has improved its time to fill vacancies by over 25%.  
· FAS – 0 SES hires, 7 non SES hires @ 29 days.  

· FSA – 0 SES hires, 67 non SES hires @ 44 days.

· RMA – 1 SES hires @ 120+ days, (non SES hires are mixed w/FSA totals) @ 44 days. 

· FFAS – 0 SES hires, 74 non SES hires @ 43 days.


FAS, FSA and RMA have implemented the revised SES Hiring Timeline issued by USDA/OHCM on September 16, 2005).


Applicable performance results and trends of the FFAS Human Capital Plan strategies and goals 
are in Part 3 of this report, especially Strategy Three, Measure 1, 2 and 3.  In addition FFAS HR is incorporating the Talent Management System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.
· Accountability System – FFAS HR completed its initial accountability review with OPM participation 2QFY05.  The OPM Report (10/17/05) cited 11 Required Actions and 31 Recommended Actions whereby corrective and improvement actions will be developed.  In addition, FFAS HRD completed the Agency Self-Assessment of Human Capital (HC) Accountability System on September 30, 2005 and submitted results to USDA/OHCM where applicable, a plan of action will be developed.   In addition FFAS HR is incorporating the Accountability System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.  The system will use outcome measures to make human capital decisions, demonstrate results, drive continuous improvement in human capital standards, and include conducting periodic accountability reviews with OPM participation; and require taking corrective and improvement action based on findings and results, and providing an annual report to Agency leadership and OPM for review and approval.  
PART 2 - USDA/OMB Proud To Be III Milestones Status – 1QFY06
The following USDA/OHCM Proud-To-Be III Milestones and commitments to OPM/OMB are supported by FFAS HRD, where indicated:
· Accountability
Gap Analysis - Assess USDA’s current accountability system against OPM requirements.  Develop, as needed, a plan of action to address system discrepancies.
FFAS HRD completed the Agency Self-Assessment of Human Capital (HC) Accountability System on September 30, 2005 and submitted results to USDA/OHCM for their review.  To date, no recommendations have been received from OHCM. 
· Talent

Hiring Timelines Improvement Plan - Submit a Hiring Timeline Plan that outlines: the tactics, e.g. reduction of internal processes, integration of new technology, additional resources, outsourcing, etc. chosen to achieve that goal; the progress evaluation components, i.e., milestones deliverables, timeliness; and the person(s) accountable for achieving the hiring timeline goal.  The plan should also provide information on how USDA will integrate the CHCO Council criteria for improving the updated the hiring process.  Submit updated Quarterly Hiring Timeline Tables.
FFAS HRD has submitted quarterly hiring timelines of FAS, FSA and RMA (see Part 1, page 4); and FFAS HRD has implemented the SES Hiring Timelines (dated 9/16/05).  Implementation of the web-based SF-52 tracking system is scheduled for 2QFY06.  This system will provide analysis of the various steps in the hiring process.  No further data has been received from OHCM regarding the overall improvement plan.


Closing Competency Gaps Improvement Plan - Submit a talent management plan that outlines: the tactics chosen to close the targeted competency gaps; the rationale for choosing the tactics; the components for evaluating progress (deliverables, milestones, and timelines); the program evaluation methodology giving necessary information to determine the effectiveness of the plan; and who will be accountable for the execution of the plan.
FFAS HRD continues to engage the gap closure strategies depicted in the Workforce Analysis; and is preparing to conduct an update of the Workforce Analysis 2QFY06 and further articulate gap closure strategies of Mission Critical Occupations and Leadership Positions where back up pools are inadequate.  The USDA/OHCM Talent Management Plan has not been reviewed or received by FFAS HRD.  
· Strategic Workforce Planning and Alignment
USDA regularly assesses its current and future workforce requirements as a basis for human capital planning to assure strategic alignment with mission.
Conduct a progress report that provides information on whether or not the USDA structure continues to meet business needs through consolidation of functions, redeployment of staff, and E-Gov Solutions.  The report will provide the basis for determining future restructuring requirements, and will serve as on on-going activity.
FFAS HRD currently is supporting organizational reviews in FAS, FSA and RMA as part of the Agencies’ continuing efforts to streamline from service and cost perspectives while addressing future changes in business needs.  No future restructuring requirements have been presented to FFAS HRD for FAS, FSA and RMA. 
· Learning and Leadership Development 
Leadership and Knowledge Management Improvement Plan - Submit USDA’s formal leadership succession plan for approval by OPM.  Establish leadership bench strength targets for 2006, at a minimum based on workforce planning. 
FFAS HRD will complete the OPM Leadership Succession Model: Overview & Assessment for FAS, FSA and RMA in 1QFY06.  The current bench strength target for all career leadership positions (that have been identified without sufficient succession plans) is three times the number of on board leadership positions.  This metric has been established by FFAS HRD and is reported quarterly.  No additional direction has been provided by OHCM.
USDA is committed to continual learning, knowledge transfer, and professional development to enhance the capabilities of its workforce.
Identify and analyze results of best practices in the area of managers and supervisors assessment. Based on analysis, determine best practice(s) to be targeted for implementation within USDA.  Develop and issue guidance for agencies.
OHCM has established that OPM’s identified Leadership Competencies will be used to assess leaders.  FAS, FSA and RMA have aligned their Mission Critical Occupations and Leadership Positions to the 27 competencies identified by OPM.  FFAS HRD is awaiting further guidance from OHCM.
· Performance Culture Improvement Plan - Implement the plan of action to close gaps.  Conduct training on dealing with poor performing employees.
FFAS HRD completed the OPM Performance Appraisal Assessment Training (PAAT) for FAS, FSA and RMA.  Since FAS has a multi-level performance appraisal system, improvement opportunities are under review as a result of the assessment.  Although FSA and RMA initiated a 5 tier performance appraisal system as of 1QFY06, results of the PAAT have been reflected into the 4 module, web-based training program.
FFAS HRD provides OPM’s A Guide for Supervisors - Addressing and Resolving Poor Performance as an initial orientation to future training that may be available through USDA/OHCM.  FFAS HRD is awaiting a plan of action from OHCM.
NOTE: Because the USDA data call precedes FFAS/NFC data availability, some FFAS data reflects previous quarter.
(Direct links to supporting documents are underscored and in blue font in this section of the report)
PART 3 - USDA/FFAS (FAS, FSA, RMA) Human Capital Plan Status - Performance Indicator Trend Analysis 
A.   Strategic Workforce Planning and Alignment (Goal 1 - USDA, Goals 1 & 2 - FFAS)

· FFAS HR has completed 29 of 42 (69%) of its Human Capital Management Annual Performance Plans (HCMAAP) that directly support the programmatic goals of the agencies.  An increase of 19% over last quarter and 1% over last year at this time.   More notable accomplishments included:

· Completed the development and FY06 implementation of a multi-level performance appraisal system to support USDA/OPM results-oriented performance culture.
· Institutionalized the National Society for Minorities in Agriculture Natural Resources and Related Sciences (MANRRS) organization to augment the FFAS Diversity Recruitment strategies.

· Continued to add Human Capital Management data to the HR internet in order to provide data, institutional knowledge, and a service source for Agency employees.  HR has increased its web based HR Service Functions by 39% FYTD, a 10% increase over last quarter.  Some of these included a Retirement Calendar link and the VSIP/VERA (buy-out/early-out) information.

· The estimated reduction rate in skills gaps in Mission Critical Occupations is 62.6% FYTD, a 32.0% increase over last quarter.  This rate is based on the increase of training instances over the FY04 baseline of MCO related training programs completed (1754 instances in FY04 to 3242 instances FYTD).  This trend indicates that participation of MCOs in training is increasing, thus their skills gaps are closing.  Also, the skill gaps (as defined by OHCM) for all mission critical occupations, especially the 1165 occupational series remain below 3% (vacancy rate).

· The estimated reduction rate in skills gaps in SES leadership competencies is 56.2% FYTD, an increase of 11.6% over last quarter.  This is determined by the increase of GS 14/15 training instances over the FY04 baseline (121 instances in FY04 to 189 FYTD).  This trend indicates that incumbent leaders are participating in training interventions to enhance their skills, thus closing their skills gaps while building ‘bench strength’ or a ‘talent pool’ for succession and leadership continuity.

B.   Learning and Leadership Development (Goal 2 - USDA, Goal 4 - FFAS)

· Fundamental analysis of Knowledge Management (KM) Strategies or Systems implemented increased slightly this quarter.  This is attributed to the HR Director’s sharing with staff and incorporating to FY06 HCM initiatives the Agencies’ Deputy Directors’ major requests and needs for FY06. These FYTD results indicate that progressive attention has been given to the importance of institutional information sharing. 


NOTE: Best practices regarding KM are currently under review by HRD that may alter how this particular measure is tracked and presented.

· In terms of Leadership Succession, the number of employees (instances) who completed leadership training courses increased some 39% (107 to 149 instances) from the previous quarter, and 81% FYTD.  This represents an increase in the potential ‘back-up pool’ ratio for the total number of leadership positions in the Mission Area.  The ‘back-up pool’ ratio increased from .11:1 to 0.15:1.  This remains well below the target of 3 to 1 (the ideal number of employees ‘leadership-ready’ trained to every leader, a.k.a. Talent Pool or Bench Strength.  Despite the fractional numbers, the trend indicates that the agencies are continuing to support the development of employees and leadership succession plans.

· The Employee Development Rate of all mission critical occupations and leadership positions (3251) increased by 20.8% over the previous quarter and 57.9% FYTD. This increase indicates that about 1 of 2 employees in the Mission Critical Occupations and Leadership Occupations with succession/continuity challenges (as identified in the FY04-08 FFAS Workforce Analysis) continue to participate in competency/skill development activities. 

NOTE: After the AgLearn tracking capabilities are assured; extensive increases in all related measures are anticipated.  The AgLearn administration team has been requested to ensure effective data collection.

C.  Recruitment and Retention (Goal 3 - USDA, Goal 3 - FFAS)

· The ‘quality of new hires’ index continues to reflect above average satisfaction ratings (4.45 on a scale of 5.00) from managers regarding the degree of competencies (skills, knowledge and abilities) new employees are demonstrating after 90 days on the job.  This indicates positive selection criteria are being utilized by HRD and the hiring manager, resulting in a higher quality, competent and performing candidate/employee.   

· As part of the overall Retention Strategy, exiting employees continue to rate the organization as a “good place to work”.  FYTD, 78% (39 of 50) of the employees who participated in the exit interview process indicated that their agency is a “good place to work”.  Therefore, in order to retain some of these employees, specific organizational strategies, e.g., leadership training, employee orientation, etc., should be considered to maximize retention of high performers. 
· Processing time to fill the 244 FFAS vacancies averaged 65.9 days, an improvement of 2.0 days over last quarter and a 23.1 day improvement FYTD. This is 9 days below the (internal) HRD target of 75 days.  The reduction is attributable to an increase of the HR employee proficiencies using the automated staffing processes and by more timely hiring decisions by managers.

· Also, FFAS continues to be below the government-wide OPM measure of 45 work days (measured by days from vacancy closure date to the date the hiring manager makes a selection). FFAS’s reported time for the fourth quarter is 43.1 work days that brings the FYTD average to 34.7 work days up slightly from 31.9 work days last quarter.  This still represents 10.3 work days under the OPM target and 6.7 work days above the USDA target of 28 workdays.  Overall improvement is attributable to continued efficiencies in certificate preparation time and the time the hiring manager takes to select a candidate from the certificate of qualified applicants and then notify HR. 

· Workforce diversity of new hires is now measured against OPM’s 2004 FEORP – RCLF.  The Relative Civilian Labor Force changes are: 

· Women from 45.5% to 50.5% (increased by 5.0%)
· Black from 7.6% to 9.7% (increased by 2.1%)
· Hispanic from 5.9% to 10.0% (increased by 4.1%)
· Asian / American Islander from 2.9% to 4.6% (increased by 1.7%)
· American Indian / Aleutian from 0.5% to 1.1% (increased by 0.6%)
· Based on OHCM provided data (10/10/05), FSA exceeded the hiring statistics for Women, Black and American Indian/Alaskan representative groups FYTD by 14.5%, 2.3% and 0.2% respectively.  The Hispanic group hire rate is 4.9% of all new hires, 4.1% below target and the Asian/American Islander group hiring rate is 2.7%, 1.9% below target.  This demonstrates a positive return on the recruitment strategies, especially maximizing the benefits of the MANRRS initiative and the collaboration with the Office of Civil Rights.

· In terms of diversity hiring FYTD into FSA management positions (GS13/14/15), Women, Black and American Indians / Aleutian representative groups continue to exceed the targets by 13%, 17% and 8% respectively.  Hispanics and Asian Americans continue to show a challenge with no new hires in the management ranks FYTD.  The positive trends indicate the ability of the agency to leverage diversity in the accomplishment of its programmatic goals.  They also indicate a need to focus its recruitment plans in FY06 more towards Asian and American Indian candidate pools.

 D.  Performance Culture (Goal 4 - USDA, Goal 5 - FFAS)

· FFAS has linked 100% of employee performance plans to the Agencies’ goals to date.  Not only does this certification rate meet the Departmental (yellow score) milestone, but the OMB Human Capital Management Standard of Success (green score) as well. 

· Employees who have received a form of recognition for demonstrating high performance levels has increased to 16.4% FYTD, up 3.6% over last quarter.  This trend indicates that managers are continually reinforcing the positive contributions of their employees, a proven retention factor.

· The overall Mission Area workforce diversity (all groups) decreased slightly from 19.9% to 19.8%; and the percentage of women in the Mission Area increased 0.4% (from 55.7% to 55.3%).  This measure demonstrates the organizations continuing effort to leverage and sustain diversity in the accomplishment of its missions.

Date: 11/17/05 

Prepared and submitted to USDA/OHCM by: 

Joe Migyanka (202-418-9083) Human Capital Management, HRD
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*** = Agency Strategic Plan Performance Measure

   Strategy One: 

 Improve Alignment of Human 

Capital Initiatives to Agency Mission and Goals 

Strategy Two: 

Support Workforce Planning & Deployment

Strategy Three: 

 Improve the Acquisition and Utilization of Talent

 Outcome Strategies and Performance Measure Trends (FY05)

Farm & Foreign Agricultural Services - Human Capital Management - HRD FY05

(Derived from HR Logic Model supporting Agency Strategic Plans)
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Strategy Five: 

Improve the Results-Driven Performance 

Culture

Strategy Four: 

Sustain Learning Environment and 

Leadership Continuity 

Farm & Foreign Agricultural Services - Human Capital Management - HRD FY05

 Outcome Strategies and Performance Measures

M3 -  Employee Development Rate

(Mission Critical Occupations and Leadership Positions)

14.67%

25.38%

37.03%

57.86%
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Completed Training 
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M2 - Employee Recognition

16.4%

10.6%

9.3%

12.8%
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% of Employees Recognized 

for Positive Performance

M2 - Leadership Succession / Continuity Factor
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M1 - Knowledge Management Strategies / Systems
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% Increase above

FY04 Baseline

M1 - Performance Standards  Linked to Agency Mission
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97%

65%

95%
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% of Employee Performance Appraisals Linked to Agency 

Mission, Goals, Objectives

M3 - Mission Area Overall Workforce Diversity
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% Women
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Goal: 3.0 to 1
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