STRATEGIC MANAGEMENT of HUMAN CAPITAL
Mission Area: USDA

Farm & Foreign Agricultural Services (FFAS) —ﬁ
QUARTERLY ACCOUNTABILITY REPORT*

IN CONJUNCTION WITH THE MANAGEMENT INITIATIVES TRACKING SYSTEM (MITS)

* Please note: As aresult of new data being unavailable not every area will be updated quarterly
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Strategic Human Capital Management is the transformation of how we employ, deploy, develop and evaluate the workforce and is
comprised of five human capital systems — Strategic Alignment, Leadership & Knowledge Management, Results-Orientated
Performance Culture, Talent Management, and Accountability. Strategic Human Capital Management serves a common purpose of
producing a world class workforce which:

& Is effective in achieving agency mission results
@& Delivers the highest quality products and services
& Quickly adapts to changing environments.

Moreover, Human Resources (i.e. human capital practitioners), line managers/supervisors and senior leaders now share
accountability for the success of human capital management within each agency and must work collaboratively to achieve the
goals.

What follows is the Farm & Foreign Agricultural Services Accountability Report to the USDA Department Administration, Office of
Personnel Management (OPM), and Office of Management and Budget (OMB) which evaluates FFAS’s results using the OMB'’s
Standards for Success (see above attached document):

& Green for success

@ for mixed results, and

® Red for unsatisfactory.

USDA Internal MITS Scorecard as of 1QFY09 FFAS
USDA CATEGORY Page FAS FSA RMA
Strategic Planning 2 G G G
Performance Appraisals and Award System 3 G G G
Performance Pilot 3 Y G Y
Workforce Diversity 4 G G G
Skills Gap 5 G G G
Hiring Timeline for GS and Use of Hiring Flexibilities 10 G G Y
Hiring Timeline for SES and Use of Hiring Flexibilities 10 G G G
Accountability System 13 G G G
Organizational Structure 14 G Y G
Leadership/Succession Management | 15 G G G
Summary Score ‘ G G Y
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Standards for Success: President’s Management Agenda

It is the policy of the Federal Government to spend taxpayer dollars effectively and more effectively each year. Agencies shall apply taxpayer resources
efficiently in a manner that maximizes the effectiveness of Government programs in serving the American people.

Executive Order 13450: Improving Government Program Performance
President George W. Bush

Through the President’ s Management Agenda (PMA) launched in 2001, Federal agencies and their employees have laid the foundation necessary
for continual improvements in Government performance. Agencies, programs, and staff must have clear, transparent goals so that the American
people can hold them accountable for results.

The PMA includes five mgjor initiatives. Each initiative’s primary goa is to help make programs work better. These initiatives—Improved
Program Performance; Strategic Management of Human Capital; Expanded Electronic Government; Improved Financial Performance; and
Competitive Sourcing—have achieved remarkable success. During this Administration, and for the first time, agencies publicly report goals for
what they expect to achieve in the next year and beyond. The Office of Management and Budget (OMB) “grades’ agencies each quarter on both
status and progress for each initiative. The scorecard of these grades, using a Green/Y ellow/Red scoring system, is posted online at Results.gov.

Below are the Standards for Success each agency must meet to achieve Green and Yellow scores on the coordinating initiative in the fourth
guarter of Fiscal Year 2008.





STRATEGIC MANAGEMENT OF HUMAN CAPITAL

Federal managers and employees are developing clear goals for each employee that help provide a framework for meaningful
feedback on performance. To improve program performance every year, employees must understand how their efforts contribute to
agency achievements and work with their managers to devise strategies for continual improvement. Agencies are also working to

ensure personnel have the skills they need to achieve their mission and have reduced the time it takes to hire new employees.

@
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Agency:

Has integrated its human capital management systems; these
human capital management systems are achieving desired
results which are linked to the agency’s mission and strategic
objectives; and the agency has institutionalized processes,
policies, and technologies to ensure the continuous improvement
of its strategic human capital management program.
Has achieved desired results in Government-wide human capital
management focus areas. Specifically, the agency:
0 achieved results on HCAAF Systems, Standards,
and Metrics (SSMs) consistent with 5 CFR 250
requirements;
0 metits targets for improving performance
management practices based on PAAT scores;
o0 met hiring timeline and applicant notification
standard for 80% of all employees, including SES;
and
0 used targeted Career Patterns language in job
announcements to generate a high-quality
applicant pool.
Has achieved desired results on:
0 agreed-upon goals and targets as outlined in its
Proud-to-Be 6 commitments; and
0 goals and targets identified in its Human Capital
Plan. Results are reported in the Human Capital
Management Report (HCMR).

Agency:

Has integrated its human capital management systems;
implemented processes, policies, and technologies to
support the continuous improvement of its strategic
human capital management program; and has
implemented agency-specific measures and
Government-wide HCAAF Systems, Standards, and
Metrics (SSMs) to assess desired outcomes.

Has a current Human Capital Plan consistent with
requirements of 5 CFR 250; has implemented strategies
for, and demonstrates progress in, achieving desired
results in the Government-wide human capital
management focus areas of HCAAF-SSMs,
performance management, hiring timelines, and Career
Patterns.

Has implemented strategies to achieve desired results
on agreed-upon goals and targets in its Human Capital
Plan and Proud-to-Be 6 performance plan goals.

Agency:

e Lacks a comprehensive Human Capital
Strategy and has not implemented a
workforce planning system:

e Has not analyzed its organizational
structure from a service delivery, cost, and
general workforce planning perspective;

e Has not identified leadership gaps and
implemented succession strategies to
assure continuity of leadership;

¢ Has not implemented a performance
appraisal system for SES and managers
that is linked to agency mission, goals and
outcomes, effectively differentiate between
various levels of performance, and provides
consequences based on performance;

e Has not implemented strategies to address
workforce diversity;

¢ Has not identified mission critical
occupations and the associated strategic
competencies to allow for the effective
recruitment, development, and retention of
a highly qualified workforce;

e Has not made progress toward meeting
aggressive hiring time standards and does
not make use of hiring flexibilities; OR

¢ Has not developed a planning and
accountability system using metrics to
evaluate performance on all of the Human
Capital Standards.






COMMERCIAL SERIVCES MANAGEMENT

The Commercial Services Management Initiative tracks agency efforts to improve cost control and performance of commercial

operations, either through disciplined business reengineering or public-private competition. In either case, agencies use common-
sense management practices -- such as workload measurement, cost analysis, and human planning -- to achieve better results for

the taxpayer.
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Agency:

Has an OMB approved “green” plan to improve the performance of commercial
activities, either through competition or appropriate business process
reengineering, including initiatives to create high performing organizations;

Takes actions in accordance with the schedule outlined in the agency “green” plan;
Has completed at least 10 competitions (no minimum number of positions required
per competition) since January 2001 or has completed a sufficient number of large
competitions to demonstrate meaningful use of competitive sourcing;

In the past four fiscal quarters, completed 90% of all standard competitions in a 12-
month timeframe or timeframe otherwise approved in accordance with the Circular;
In the past four fiscal quarters, completed 95% of all streamlined competitions in a
90-day timeframe or timeframe otherwise approved in accordance with the Circular;
In the past year, canceled fewer than 10% of publicly announced standard and
streamlined competitions;

Has OMB-reviewed written justifications for all categories of commercial activities
determined to be unsuitable for competition;

Tracks and reviews actual costs, savings, and quality of performance of the
selected public- or private-sector service providers for all performance periods and
ensures corrective action is taken when required;

Structures competitions in a manner to encourage participation by both private and
public sectors as typically demonstrated by receipt of multiple offers and/or by
documented market research, as appropriate;

Regularly reviews work performed once competitive sourcing studies or business
process reengineering studies are implemented to determine if performance
standards in contract or agreement with agency provider are met and takes
corrective action when provided services are deficient.

Submits quarterly reports to OMB’s competitive sourcing tracking system regarding
status of pending competitions and business process reengineerings and results
achieved; AND

Has positive anticipated net savings and/or significant performance improvements
from competitions and business process reengineerings completed either in last
fiscal year for which data has been officially reported to Congress by OMB or in the
past three quarters.

Standards for Success to MAINTAIN GREEN

Has expressly coordinated “green” plan annual updates with agency’s Chief Human
Capital Officer; AND

Agency:

Has an OMB-approved “yellow” plan to
improve the performance of commercial
activities, either through competition or
appropriate business process reengineering
efforts, including initiatives to create high
performing organizations;

Has completed one standard competition or
one approved business process
reengineering or has publicly announced
standard competitions that exceed the
number of positions identified for competition
in the agency'’s “yellow” competition plan;

In the past two quarters, has completed 75%
of streamlined competitions in a 90-day
timeframe or timeframe otherwise approved
in accordance with the Circular;

In the past two quarters, has canceled fewer
than 20% of publicly announced standard
and streamlined competitions;

Tracks and reviews actual costs, savings,
and quality of performance of the selected
private- or public-sector service provider for
all performance periods and ensures
corrective action is taken when required;
Reqularly reviews work performed once
competitive sourcing or business process
reengineering studies are implemented to
determine if performance standards in
contract or agreement with agency provider
are met and takes corrective action when
provided services are deficient.

Submits quarterly reports to OMB'’s
competitive sourcing tracking system
regarding status of pending competitions and
business process reengineerings and results
achieved.

Agency:

Does not have an OMB-approved
competition plan;

Has not completed one standard
competition or publicly announced
standard competitions that exceed
the number of positions identified for
competition in the agency’s “yellow”
competition plan;

In the past two quarters, exceeded
the timeframes stipulated in the
Circular in more than 25% of
streamlined competitions;

In the past two quarters, canceled
20% or more of standard and
streamlined competitions;

Does not track and review actual
costs savings and quality of
performance of selected private- and
public-sector providers;

Has not submitted quarterly reports to
OMB's competitive sourcing tracking
system regarding status of pending
competitions and results achieved;
OR

Does not have OMB-approved plan
for independently validating results
from a sampling of competitions.






COMMERCIAL SERIVCES MANAGEMENT (cont.)
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e Has an OMB-approved plan for independently validating results from a sampling of
competitions and business process reengineerings and completes validations in
accordance with the schedule outlined in the plan.

Has positive anticipated net savings and/or
performance improvements from
competitions and business process
reengineerings completed either in the last
fiscal year for which data has been officially
reported to Congress by OMB or in the past
two fiscal quarters; or has taken corrective
actions to address identified weaknesses;
AND

Has an OMB-approved plan for
independently validating results from a
sampling of competitions and business
process reengineerings and completes
validations in accordance with the schedule
outlined in the plan.






To ensure managers have current and accurate financial information for decision-making, and that the Federal Government properly

IMPROVED FINANCIAL PERFORMANCE

accounts for taxpayer resources, agencies have strengthened their financial management practices.

O

Agency:

o Meets all Yellow Standards for Success;

e Currently produces accurate and timely financial
information that is used by management to inform
decision-making and drive results in key areas of
operations;

e Isimplementing a plan to continuously expand the
scope of its routine data use to inform management
decision-making in additional areas of operations;

e Reports in its audited financial statements that its
systems are in compliance with the Federal Financial
Management Improvement Act;

e Has no repeat material auditor-reported internal
control weaknesses; AND

e Has no repeat material weaknesses or non-
conformances reported under Section 2 Over
Financial Reporting and Section 4 of the Federal
Managers' Financial Integrity Act that impact the
agency's internal control over financial reporting or
financial systems.

Agency:

Receives an unqualified audit opinion on its annual
financial statements;

Meets financial statement reporting deadlines;

Has no chronic or significant Anti- Deficiency Act
Violations;

Has no more than one repeat material auditor-reported
internal control weaknesses;

Has no material non-compliance with laws or
regulations; AND

Has no more than one repeat material weaknesses or
non-conformances reported under Section 2 over
Financial Reporting and no more than one non-
conformance reported under Section 4 of the Federal
Managers’ Financial Integrity Act.

Agency:

Receives an opinion other than unqualified on its
annual financial statements;

Does not meet financial reporting deadlines;

Cannot report in its audited annual financial statements
that its systems are in compliance with the Federal
Financial Management Improvement Act;

Commits chronic or significant Anti-Deficiency Act
Violations;

Has more than one repeat material auditor reported
internal control weaknesses;

Is in material non-compliance with laws or regulation;
OR

Has more than one repeat material weakness reported
under Section 2 over Financial Reporting more than
one non-conformance reported under Section 4 of the
Federal Managers' Financial Integrity Act that impact
the agency's internal control over financial reporting or
financial systems.






EXPANDED ELECTRONIC GOVERNMENT

By strategically investing in information technology and professionally managing those investments, agencies are positioned to
provide quality information and services to the public. The PMA scorecard has established a framework for effectively using IT to

help achieve agency goals.
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Agency:

Has an Enterprise Architecture with a score of 4 in
the “Completion” section and 4 in both the “Use” and
“Results” sections;

Has acceptable business cases for all major systems
investments and no business cases on the
“management watch list;”

Has demonstrated appropriate planning, execution,
and management of major IT investments, using
Earned Value Management (EVM) or operational
analysis and has portfolio performance within 10% of
cost, schedule, and performance goals;

Inspector General or Agency Head verifies the
effectiveness of the Department-wide IT security
remediation process and rates the agency
certification and accreditation process as
“Satisfactory” or better;

Has 90% of all IT systems properly secured (certified
and accredited); AND

Adheres to the agency-accepted and OMB-approved
implementation plan for all of the appropriate E-
Gov/Lines of Business/SmartBuy initiatives and has
transitioned and/or shut down investments
duplicating these initiatives in accordance with the
OMB-approved implementation plan.

Standard for Success to MAINTAIN GREEN

Has ALL IT systems certified and accredited;

Has IT systems installed and maintained in
accordance with security configurations;

Has demonstrated for 90% of applicable systems a
Privacy Impact Assessment has been conducted
and is publicly posted; Has demonstrated for 90%
of systems with individuals’ records a system of
records notice has been developed and published;
AND

Has an agreed-upon plan with OMB and the Office
of Science and Technology Policy (OSTP) to meet
the requirements of NCS 3-10.

Agency:

Has an Enterprise Architecture with a score of 4 in the

“Completion” section and 4 in either the “Use” or

“Results” sections;

Has acceptable business cases for more than 50% of

its major IT investments;

Submits security reports to OMB that document

consistent security improvement and either:

= 80% of all IT systems are properly secured; OR

= Inspector General or Agency Head verifies the
effectiveness of the Department-wide IT Security
Plan of Action and Milestone Remediation Process;

Has demonstrated appropriate planning, execution,

and management of major IT investments, using EVM

or operational analysis, and has IT portfolio

performance operating within 30% of cost, schedule,

and performance goals; AND

Has an up-to-date agency-accepted and OMB-

approved implementation plan for all of the appropriate

E-Govi/Lines of Business/SmartBuy initiatives rather

than creating redundant or agency unique IT projects.

Agency:

Does not have an Enterprise Architecture with a score

of 4 in the “Completion” section and 4 in either the “Use”

or “Results” sections;

Does not have acceptable business cases for more than

50% of its major IT investments;

Has not submitted Security Reports to OMB that

document consistently security improvement and cannot

demonstrate that:

= 80% of all IT systems are properly secured; OR

= Inspector General or Agency Head has verified the
effectiveness of the Department-wide IT Security
Plan of Action and Milestone Remediation Process;

Has cost and schedule overruns, and performance

shortfalls, that average 30% or more; OR

Does not have an up-to-date agency-accepted and

OMB-approved implementation plan for all of the

appropriate E-Gov/Lines of Business/SmartBuy

initiatives rather than creating redundant or agency

unique IT projects.






PERFORMANCE IMPROVEMENT

Agencies have systematically reviewed the performance of nearly all programs (over 1,000) using a consistent methodology called
the Program Assessment Rating Tool (PART). These reviews have helped ensure that all programs have clear, specific definitions
of success, outcome-oriented performance measures to track that success, and concrete improvement plans. All of this information

is transparent and available to the public on ExpectMore.gov.
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Agency:

Executive Order (EO) Implementation Plan. Effectiveness and
efficiency improved as a result of agency implementation of plan
to fulfill the EO to improve program effectiveness each year and
utilizes agency best practices identified by the Performance
Improvement Council (PIC);
Agency Planning. Agency strategic/annual plans contain at least
one outcome-oriented measure for each strategic goal and
program.
Reporting and Transparency. Annual budget and performance
documents consistently incorporate performance measures, and
include:
O atleast one outcome-oriented measure covering each
major programmatic area or initiative;
0 atleast one efficiency measure for each program.
o0 adiscussion of performance gains and shortfalls;
o0 the full cost of achieving performance goals including
marginal cost analyses; and
0 evaluation study results including independent and
impact program evaluations.
Regular Assessment. Performance Improvement Officers (PlOs)
coordinate quarterly meetings with senior agency officials to
examine demonstrated achievements in using financial and
performance information to make periodic program management
decisions in each strategic goal area. Agencies implement best
reporting practices identified by PIC.
Improvement Actions. Completes program improvement actions
informed by analyses of annual program results, regular program
assessments, impact evaluations, and other performance
information. Ensures managers are held accountable for
completing those improvements on time.

Standard for Success to MAINTAIN GREEN

Identifies program performance and efficiency improvements each
year AND

Presents marginal cost of changing performance goals in budget
documents.

Agency:

EO Implementation Plan. Agency on track to implement
plan to fulfill the Executive Order to improve program
effectiveness each year and utilizes agency best
practices identified by the Performance Improvement
Council.
Agency Planning. Strategic/annual plans contain
outcome-oriented measures for each strategic goal.
Reporting and Transparency. Annual budget and
performance documents consistently incorporate
performance measures, and include:
O  outcome-oriented measures cover major
programmatic area or initiative;
O atleast one efficiency measure for 50% of
agency programs.
o0 adiscussion of performance gains and
shortfalls;
o the full cost of achieving performance goals
including marginal cost analyses; and
O evaluation study results.
Regular Assessments. Performance Improvement
Officers coordinate quarterly meetings with senior agency
managers to review program performance and make
program management decisions in most strategic goals
based on integrated financial and performance
information on all major responsibilities of the
Department.
Improvement Actions. Uses regular program
assessments to direct program improvement actions and
holds managers accountable for completing those
improvements on time.

Agency:

Senior agency managers do not have a
regular process for considering financial
and performance information when making
decisions regarding the management of
Agency programs;

Strategic plans contain too many goals
and objectives to provide a clear focused
statement of Agency priorities.
Performance measures included in annual
budget and performance documents do
not meet the standards of the
Performance Assessment Ratings Tool
(PART);

Does not have a systematic way to
estimate the full cost of achieving
performance goals reported in budget and
performance documents;

Fewer than 50% of agency programs rated
by the PART have at least one efficiency
measure;

Agency does not consistently use PART
ratings to justify funding requests,
management actions, and legislative
proposals; OR

More than 50% of agency programs
receive a Results Not Demonstrated rating
for two consecutive years.




http://www.expectmore.gov/



ELIMINATING IMPROPER PAYMENTS!

Agencies are improving the accuracy of Federal payments by ensuring that dollars are properly accounted for and are going to the
right person in the correct amount.

@ O @

Agency: Agency: Agency:
o Has met all Yellow Standards for Success; e Has arisk assessment in place that identifies all e Has no risk assessment in place to
¢ Demonstrates that improper payment reductions are consistent programs at significant risk of improper payments; identify programs at significant risk of
with reduction targets; e Has an OMB-approved plan for measuring improper improper payments;
(@) Achieving reduction targets for 50% or more of the agency’s payments on an annual basis and meets milestones e Lacks an OMB-approved plan for
total reportable (high risk) program outlays, and established in the plan that include the following for measuring improper payments or does
(b) Achieving reduction targets for all reportable (high risk) each risk susceptible program: not meet milestones established in an
programs within three years of meeting the above to retain O yields a valid annual improper payment amount OMB-approved plan;
green score; AND consistent with OMB guidance on error e Has no OMB-approved corrective action
e Has established improper payments recovery targets, where measurement either for (a) the program as a whole; plan that includes aggressive, yet
appropriate, and is actively meeting such targets. or (b) one or more significant components of the feasible, reduction targets; OR
program; o Does not comply with improper payments
O tracks sampled payments through each phase of reporting requirements.

the payment lifecycle (i.e., internal agency
processing, payment to any intermediary, and
payment to the ultimate recipient); and
o identifies the causes of error so that corrective
action plans can be tailored appropriately
e Has an OMB-approved corrective action plan that
includes aggressive, yet feasible, reduction targets;
AND
e  Complies with improper payments reporting

requirements.

1 Includes the following agencies: USDA, DOD, ED, HHS, DHS, HUD, Labor, DOT, Treasury, VA, EPA, NSF, OPM, SBA, and SSA





FAITH-BASED AND COMMUNITY INITIATIVE?

The Faith-Based and Community Initiative works to place community-based nonprofits at the center of all Federally-funded efforts to

address poverty and other social service needs. The Initiative drives policies and programs that expand government partnership
with effective nonprofit service organizations, enhance their effectiveness, and ensure that faith-based organizations are welcomed

as equal partners in any Federally-funded project.

Agency:

o Has implemented a comprehensive outreach and technical assistance strategy
for enhancing opportunities of faith-based and community organizations
(FBCO) to compete for Federal funding, including working with state and local
officials to expand access to Federal funding awarded through them. This
strategy employs all 7 best practices;

o Provides and facilitates education on the equal treatment principles at the
Federal, State and local levels, promptly addresses violations once they are
brought to the agency’s attention, and assists Federal programs within their
purview in developing mechanisms for assessing compliance with appropriate
regulations. Compliance-related activities employ all 7 best practices;

e Collects accurate and timely data as requested by the White House Office of
Faith-Based and Community Initiatives (WHOFBCI) on participation of FBCOs
in selected Federal non-formula programs as well as available output and
outcome data from these programs. When requested by WHOFBCI, works
with Federal formula program offices, in partnership with State and local
administrators and State Faith-Based and Community Initiative Liaisons, to
collect information on FBCO participation at the State and local level;

¢ Implements pilot programs to strengthen the partnership between FBCOs and
the Federal government to deliver services and inform implementation of the
Initiative, and expands use of pilots to test new strategies when appropriate;

o Undertakes outcome-based evaluations of pilot programs, and provides
quarterly progress reports and interim results to the White House Office of
Faith-based and Community Initiatives (WHOFBCI) throughout the life of the
program. Incorporates FBCO component into broader program evaluations
when appropriate; AND

o Isimplementing an aggressive strategy to facilitate the expanded participation
of grassroots faith-based and community organizations in services funded by
both Federal discretionary and Federal block/formula funds. Activities include
implementation of both best practices.

e Beginning in July, 2008, has shown demonstrated progress in expanding the
cross-government application of “best practice” policies, models and practices
developed by FBCI Centers. This includes both 1) Identifying “best practice”
policies, models and practices it has developed that could be of benefit to
other Centers; and 2) Implementing “best practice” policies, models and
practices developed by other Centers.

O
Agency:

¢ Has developed a comprehensive outreach and technical
assistance strategy for enhancing opportunities of FBCOs to
compete for Federal funding, including working with state and
local officials to expand access to Federal funding awarded
through them, and has begun to implement the plan.
Strategy employs 5 of 7 best practices.

Has taken steps to ensure barrier free access for FBCO to
the Federal competitive grants process. These steps include
5 of 7 best practices.

¢ Has established procedures to collect data requested by
WHOFBCI on participation of FBCOs in selected non-formula
Federal programs as well as available output and outcome
data from these programs. When requested by the
WHOFBCI, works with Federal formula grant program offices,
in partnership with State and local administrators and State
Faith-Based and Community Initiative Liaisons, to collect
information on FBCO participation at the State and local level
for at least one formula grant program;

Has implemented pilot programs to strengthen partnerships
between FBCOs and the Federal government to deliver
services;

¢ Has undertaken outcome-based evaluations of first set of
pilot programs; has provided progress reports to WHOFBCI;
Is implementing a strategy to facilitate the expanded
participation of grassroots faith-based and community
organizations in services funded by Federal discretionary and
block/formula funds. Activities include initiation of both best
practices.

Beginning July, 2008, has shown demonstrated progress in
expanding cross-government application of “best practice”
policies, models and practices developed by FBCI Centers.
This includes both 1) Identifying “best practice” policies,
models and practices it has developed that could be of
benefit to other Centers; and 2) Implementing “best practice”
policies, models and practices developed by other Centers.

Agency:

Has no outreach and
technical assistance strategy
for enhancing opportunities
of FBCOs to compete for
Federal funding, has not
begun to implement the
plan, or has a strategy that is
not comprehensive;

Has not taken steps to
ensure barrier free access
for FBCOs to the Federal
competitive grants process;
Has not established
procedures to collect data on
participation of FBCOs and
the Federal government to
deliver services;

Has not implemented pilot
programs to strengthen the
partnership between FBCOs
and the Federal government
to deliver services;

Has not undertaken
outcome-based evaluations
of its first set of pilot
programs or has not
provided progress reports to
WHOFBCI; OR

Does not have a strategy to
facilitate the expanded
participation of grassroots
organizations.

2 Includes the following agencies: USDA, Commerce, ED, HHS, DHS, HUD, DOJ, DOL, SBA, USAID, and VA






Agencies are ensuring that Federal real property assets are maintained at the right size, cost, and condition to support government

FEDERAL REAL PROPERTY ASSET MANAGEMENT?

mission and objectives.
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Agency:

Meets all Yellow Standards for Success;

Established an OMB-approved three-year rolling timeline with date
certain deadlines by which agency will address opportunities and
determine its priorities as identified in the asset management plan;
Demonstrated steps taken toward implementation of asset
management plan as stated in yellow standards (including
meeting established deadlines in three-year timeline, meeting
prioritized management improvement actions, maintaining
appropriate amount of holdings, and estimating and optimizing
cost levels);

Accurate and current asset inventory information and asset
maximization performance measures are used routinely in
management decision-making (such as reducing the amount of
unneeded and underused properties); AND

The management of agency property assets is consistent with the
agency’s overall strategic plan, the agency asset management
plan, and the performance measures established by the Federal
Real Property Council (FRPC) as stated in the Federal Real
Property Asset Management Executive Order.

Agency:

Has a Senior Real Property Officer (SRPO) who
actively serves on the FRPC;
Established asset management performance
measures, consistent with the published requirements
of the FRPC;
Completed and maintained a comprehensive inventory
and profile of agency real property, consistent with the
published requirements of the FRPC;
Provided timely and accurate information for inclusion
into the government-wide real property inventory
database; AND
Developed an OMB-approved comprehensive asset
management plan that:
o Complies with guidance established by the
FRPC
¢ Includes policies and methodologies for
maintaining property holdings in an amount and
type according to agency budget and mission
e Seeks to optimize level of real property
operating, maintenance, and security costs.

Agency:

Does not actively participate on the
FRPC;

Has not established asset management
performance measures or has asset
management performance measures that
are inconsistent with the published
requirements of the FRPC;

Has not completed or does not maintain
a comprehensive inventory and profile of
agency real property consistent with the
published requirements of the FRPC;
Does not provide timely and accurate
information for inclusion into the
government-wide real property inventory
database; OR

Has not developed an OMB-approved
comprehensive asset management plan.

3 Includes the following agencies: USDA, DOD, DOE, HHS, DHS, DOI, DOJ, DOL, State, DOT, VA, Corps, GSA, and NASA






The Health Information Scorecard initiative promotes and tracks interoperability of health IT, promulgates health data interoperability

HEALTH INFORMATION QUALITY AND TRANSPARENCY*

standards, and improves information transparency in the Federal government.
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Agency:

Has established a Standards Implementation Plan for the health data
standards accepted by the Secretary of Health and Human Services
(HHS), including timeline for implementation of standards, associated
resource identification, and planned or potential health information
exchange.

Standards recognized by the Secretary of HHS have been
implemented on 50 percent of system components/processes for
Federal systems exchanging health data with Federal, State, local, or
private entities.

Contracting language has been included in contracting vehicles for
applicable contracts. Inclusion of contracting language should occur
during normal contracting cycles.

Has independently validated that their ambulatory care systems are
compliant with product certification criteria.

Has demonstrated participation in price and quality measurement
collaborations, has demonstrated significant progress toward making
additional price and quality measurements available to beneficiaries,
and has included a development timeline to include FY2009.

Agency:

Has developed an inventory of health information
exchanges. This inventory includes health information
systems in which the agency plays a role as a provider,
surveyor (surveillance), or administrator of health
information.

Has established a health information contract and
renewal inventory.

Has developed a policy and contracting language for
inclusion in applicable Health Information contracts.
Standards recognized by the Secretary of Health and
Human Services have been implemented on 25 percent
of system components/processes for Federal systems
exchanging health data with Federal, State, local, or
private entities.

Has provided evidence demonstrating existing
availability and access to price and quality measurement
data, including an agency inventory of existing price and
quality measurements.

Has prepared a plan for compliance with ambulatory
care certification criteria for software utilized in the
delivery of agency provided ambulatory care.
Certification plan includes a list of applicable systems, a
timeline, and resource identification.

Agency:

Has not developed an inventory of
health information exchanges or the
health IT standards used for this
exchange;

Has not implemented standards
accepted by the Secretary of HHS on
at least 25% percent of system;

Does not have a Departmental policy
and contracting language for inclusion
of Health IT standards in applicable
contracts, as outlined in August 22,
2006 Executive Order;

Does not have a plan for compliance
with ambulatory care certification
criteria as accepted by the Secretary
of HHS, for software utilized in the
delivery of agency-provided
ambulatory care; OR

Has not developed an inventory of
quality measurements, a description of
efforts to make available quality
measurement data, or a timeline for
developing and making available
additional quality measurement.

4 Includes the following agencies; DOD, HHS, VA, and OPM.






IMPROVED CREDIT PROGRAM MANAGEMENT?

Under the Improved Credit Management Scorecard, agencies are working to improve credit program management and risk
estimates, reduce the cost of lending through implementing policies and management practices, and ensure the goals of credit
programs are met through: establishing and monitoring risk factors; improving management of Federal assets through lending
policies and procedures from underwriting to debt collection; using effective information reporting to manage credit programs and
portfolio risk; reducing costs by setting and reaching benchmarks and goals; and meeting or exceeding industry standards for
customer satisfaction.

For all its major credit programs, agency: For all its major credit programs, agency: Agency:
o Meets all Yellow Standards for Success; o Defines its target borrower segments clearly, regularly o Does not define its target borrower
e Has PART scores of at least 80 on program design for at least 75 assesses whether its borrowers meet that definition and segments or regularly assess those
percent of its major credit programs, including providing evidence whether such borrowers comprise an acceptable risk borrowers against that definition;
of sufficient public policy outcomes cost effectively; that can be managed effectively; e Has not established/verified partner
e Achieves goals related to reaching target borrowers and o  Establishes or verifies that partner lenders have lenders have established sound lending
reducing deviation from risk standards; established sound lending policies and procedures that policies;
e Achieves goals to reduce the total cost of servicing and are implemented in effective transaction approval e Has not established/verified partner
liquidating loans and improve the rate of debt recovery; AND processes, loan portfolio management, and loss lenders have established collateral
o Earns customer satisfaction ratings that meet or exceed industry recovery; valuation processes;
standards. o  Establishes or verifies that partner lenders have e Does not maintain a reasonable level of
established collateral valuation processes with clear risk and productivity of taxpayer cash
policies and procedures ensuring independence in used in lending program through effective
appraisals and valuations, and adequate monitoring of management information reporting;
appraisers’ quality and certification; e Does not have mutually agreeable goals
e Maintains a reasonable level of risk and productivity of that allow cost comparisons to relevant
taxpayer cash used in lending programs through program; OR
effective management information reporting, such as e Does not comply with the relevant
indicators of loan volume, exceptions to underwriting provisions of the Debt Collection
standards, concentrations of credit risk, delinquency and Improvement Act of 1996.
default rates, rating changes, problem loans, and
charge-offs and using such information to improve
program results;
e  Establishes mutually agreeable goals that can be
justified by comparisons to relevant programs to control
the total cost of originating, servicing and liquidating
loans and improve the rate of debt recovery; AND
e  Complies with all relevant provisions of the Debt
Collection Improvement Act of 1996.

5 Includes the following agencies: USDA, ED, HUD, Treasury, VA, and SBA
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USDA Proud-To-Be 6
Agency-specific Goals, Targets, and Measures of Success

GOAL 1: Toinstitutionalize Strategic Human Capital Planning at USDA,
align the Human Capital Plan with the Department’s mission, goals, and
organizational objectives and integrate it into strategic plans, performance
plans, and budgets. (Supports current HC Plan Goal 1)

Target: USDA Strategic Human Capital Plan and implementation plan meet criteria of
5 CFR 250.

Activities:
- Revise USDA Strategic Human Capital Plan in accordance with the criteria of
5 CFR 250 ensuring alignment with USDA’s Strategic Plan and Workforce Plan.
Issue in draft by end of Q2 FY 20009.

- Distribute new USDA Strategic Human Capital Plan to agencies and require each
agency to submit updates to its plan to ensure that it reflects the new USDA goals,
targets, and milestones by end of Q3 FY 2009

Measures of Success. We will know we have met our goal if:
- USDA issues its revised Strategic Human Capital Plan by end of Q3 FY 2009.

- Agencies provide updates, and based on USDA reviews of these updates,
demonstrate progress toward completion of individual plan revisions beginning in
Q4 FY 20009.

Goal 2: To ensure that all USDA agencies have quality employees with the
right competencies in mission-critical activities, continue to improve quality
of applicants throughout USDA. (Supports current HC Plan Goal 3)

Target: Ensure that a majority of USDA recruitment actions are monitored using a
manager satisfaction survey. Ensure within each USDA Mission Area/Agency that
appropriate actions are being taken to address issues identified in these survey results.

Increase number of vacancy announcements in the Department that use Career Patterns
criteria information in vacancy announcements.

Activities:

- Institute a manager satisfaction survey instrument in at least 80% of all permanent
recruitment actions to assess, from the managers’ perspective, the quality of
candidates and human resources assistance provided. Track and report
accomplishments by end of Q3 FY 2009.





Identify one additional pilot agency to use Career Patterns for announcements
posted in USAJobs by end of Q1FY 2009.

Measures of Success. We will know we have met our goal if:

80% of all USDA recruitment actions are monitored using a manager satisfaction
survey with an average score of at or above the 50% baseline of managers
satisfied or very satisfied with the quality of applicants (question #5) by end of Q3
FY 20009.

Increase, from 3 to 6 the number of occupations/positions descriptions using
Career Patterns information. End of Q3 FY 2009 results as compared with end of
Q3 FY 2008 results.

Goal 3: To provide a consistent and systematic means to monitor and
evaluate human capital management performance and compliance with merit
system principles at USDA, improve USDA Accountability System.

(Supports current HC Plan Goals 4 and 5)

Target: Improve USDA independent audit component of USDA Accountability System.

Activities:

Develop and implement an audit feedback survey for collecting input from
installations/agencies rating the quality and effectiveness of USDA’s independent
audit program by end of Q1 2009.

Disseminate the findings from these surveys to users (e.g., monthly MAPO
meetings, email or other communication from Accountability Division Director to
agencies, etc.) establishing baseline for improvement and to ensure program is
effective by end of Q2 2009.

Evaluate independent audit program based on feedback from customers and other
sources and make recommendations for program improvements based on results.
Include these recommendations when updating USDA’s Accountability
Implementation Plan by end of Q3 2009.

Review USDA Accountability System Implementation Plan measures for validity
by end of Q3 2009.

Review and update, as needed, the Accountability System Implementation Plan,
including targets, milestones, and measures by end of Q4 FY 20009.

Continue USDA independent audits (ongoing).

Submit USDA HCMR, including Government-wide SSMs evaluating the audit
function by December 15, 2008.

Measures of Success. We will know we have met our goal if:

2





75% of audit surveys are returned by agencies by Q3 FY 2009.

100% of audit reports issued to customers include surveys for customer feedback
each quarter.

80% of audit reports are issued within prescribed timeframes. Exceptions are
noted and reasons detailed.

80% of audit report responses are received within prescribed timeframes.
Extensions granted are noted and monitored for completion.

80% of required corrective actions are completed by agencies within timeframes
established in action plan.

GOAL 4: To ensure continuity of leadership and effective management of
people and programs to support mission accomplishment, create a pool of
well-developed, qualified, and diverse candidates eligible for non-competitive
placement in Senior Executive Service (SES) positions who have a broad
knowledge of the mission, structure, organizational issues, and operations of
the Department (Supports current HC Plan Goal 2)

Target: The USDA Senior Executive Service Candidate Development Program (SES
CDP) is effective and produces high quality program graduates.

Milestones/Activities:

Continue to conduct focus groups with SES CDP participants after conclusion of
each course component and provide report of interim program results by end of
Q4 FY 08.

Expand evaluation of SES CDP program by including the Executive Resources
Board (ERB) by end of Q1 FY 009.

Begin selection process for next SES CDP class by end of Q1 FY 09.
Begin developmental training of participants by end of Q3 FY 09.
Analyze course participant and ERB assessment input. Develop

recommendations for improvement and incorporate into the next SES CDP by end
of Q2 FY 00.

Measures of Success. We will know we have met our goal if:

SES CDP participant focus group, ERB, and post program assessment indicate
program is effective. Identified issues are addressed in the next SES CDP.

80% of SES CDP candidates endorsed by USDA’s ERB for certification by OPM.





- 80% of SES CDP recommended by USDA ERB and rated eligible for non-
competitive selection by OPM QRB process.
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STRATEGIC PLANNING

USDA MITS GREEN CRITERIA FOR STRATEGIC PLANNING:

Implemented a comprehensive Human Capital Plan that is fully integrated with the agency’s overall strategic plan and annual performance goals,
analyzes the results relative to the plan, and uses them in decision making to drive continuous improvement.

USDA MITS YELLOW CRITERIA FOR STRATEGIC PLANNING:
Human Capital Plan integrated with USDA strategic plan and results analyzed

2Q FY 2009:

The FFAS Human Capital Plan (HCP) is organized and aligned to support the USDA Strategic Human Capital Plan
and the OPM Human Capital Assessment and Accountability Framework (HCAAF). The FFAS HCP includes human
capital goals, strategies, a workforce analysis focus, performance measures and milestones; and it is fully integrated
with the Agencies’ Government Performance & Results Act (GPRA) strategic plans.

= FAS — The FAS Strategic Plan is current through 2011. FAS has made substantial progress in improving its
operations and applying sound management principles through implementation of the initiatives laid out in the
President's Management Agenda (PMA). These include strategic management capital, increased efficiencies
through competitive sourcing, use of technology to improve delivery of programs and services through e-
Government, creation of a reoriented organization through budget and performance integration, and efficient and
responsible management of taxpayer funds through financial management. In addition, implementation of the
President's Management Agenda, FAS will focus on the following five key management initiatives that are critical to
support the attainment of its strategic goals:

" Strategic Planning and Alignment

" Employee Recruitment and Development
" Operational Excellence

" Information Management and Technology
" Performance and Technology

= FSA — The FSA Strategic Plan is current through 2011. To ensure the infrastructure is in place to achieve its
strategic goals and objectives, FSA is implementing a set of crosscutting management objectives to better align its
internal capabilities with Agency responsibilities, mission, vision, strategic goals, and objectives. Internal and
external stakeholders identified these areas as most critical during FSA’s discussion sessions:

. Ensuring Civil Rights

Strategically Managing Human Capital

Improving Strategic Accountability

Improving Business Process Effectiveness

Improving Stakeholder Satisfaction

= RMA — The RMA Strategic Plan is current through 2011. USDA is working to strengthen its performance and
financial management through vigorous execution of the President's Management Agenda (PMA). Better
management will result in more efficient program operations for RMA that offer improved customer service and more
effective stewardship of taxpayer funds. Initiatives in the administrative infrastructure contribute significantly to
supporting the Agency’s mission, strategic goals and objectives. Attention to these elements will result in RMA usage
of valuable resources to improve upon the Agency conformity with Departmental guidelines and the President’s
Management Agenda. RMA initiative’s include:

" Improve Human Capital Management

" Improve Financial Management

" Expand Electronic Government

" Establish Budget and Performance Integration
" Implement Competitive Sourcing

] Improve Real Property Management

" Support Faith-based and Community Initiative

Performance results and trends of the FFAS HCP strategies and goals are analyzed by Agency management on a
quarterly basis whereby appropriate decisions and corrective actions can be recommended and engaged. In
addition the FFAS Human Resources Division (HRD) continues to incorporate the Strategic Alignment System
elements of the OPM HR Practitioners’ Guide into its Human Capital Management Annual Performance Plan
(HCMAPP) initiatives.




PERFORMANCE PILOT, APPRAISALS, and AWARD SYSTEMS

USDA MITS GREEN CRITERIA FOR AWARDS AND APPRAISALS:

Demonstrates that it has performance appraisals and awards systems for all SES and managers, and more than 70% of the workforce, that
effectively; link to agency mission, goals and outcomes; hold employees accountable for results appropriate for their level of responsibility;
differentiate between various levels of performance (i.e., multiple performance levels with at least one summary rating above Fully Successful);
and provide consequences based on performance. 70%+ employees covered by PM systems as demonstrated by the above criteria for Green
and validated by the following: The agency has completed a PAAT on the program(s) that cover at least 70% of all agency employees and the

PAAT panel results showed that the agency scored at least 8 points on sections 6 through 9 and at least 6 points on section 10 of the PAAT by
June 30, 2008.

USDA MITS GREEN CRITERIA FOR PERFORMANCE PILOT:
Performance Pilots completed: Farm Service Agency must achieve a score of at least 80 points on the PAAT for the expanded performance pilot

by June 30, 2008; and All USDA agencies must achieve a score of at least 80 points on the PAAT for all agency appraisal programs by June
30,2008.

USDA MITS YELLOW CRITERIA FOR AWARDS AN APPRAISALS:

Implemented merit-based appraisal plans and awards programs that link to agency mission, goals and outcomes; hold employees accountable
for results appropriate for their level of responsibility; differentiate between various levels of performance; and provide consequences based on
performance for all SES and managers. Between 60 and 70 % of agency employees’ performance appraisal plans link to the strategic plan as
demonstrated by the above criteria for Yellow. All SES and managers performance plans are aligned and at the agency the SES appraisal
system has been certified, provisional or full; and the agency demonstrates that all mangers’ performance plans are aligned, focused on results,
and provide for making distinctions in performance; and awards that illustrates how the agency provided for consequences of performance.

USDA MITS YELLOW CRITERIA FOR PERFORMANCE PILOT:

Performance Pilots Implemented: All agencies are participating in the Department-wide performance management program initiatives; have
implemented improvement plans, and progressing towards meeting milestones for the Jun 30, 2009 requirements.

2Q FY 2009:

Management officials from each Agency (FAS, FSA and RMA) continue to ensure their employees’ performance
plans link to their respective Agency’s Strategic Plan, Mission and Goals. Specifications of the linkage are part of
each agency’s Performance Management Program. In conjunction with OHCM, hard-copy samples for each Agency
are maintained in HRD. This is an OPM required metric for SES and Employee Performance Appraisals.

Web-based training for Performance Management at FSA/FAS/RMA is available through AgLearn. It informs
management how to write measurable performance standards and communicate them to their employees. HRD wiill
assure AglLearn linkage to the OPM recommended courses, e.g., Measuring Performance and Addressing and
Resolving Poor Performance. In addition HRD is incorporating the Results-Oriented Performance Culture System
elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.

= FAS — FAS has an OHCM approved multi-tier performance appraisal system (5-PM FFAS Performance
Management System) approved by USDA/OPM; and it is fair, credible and transparent; adheres to merit systems
principles; holds supervisors accountable for managing employee performance; includes employee involvement and
feedback; and differentiates between various levels of performance that will support varying degrees of recognition.
Initial FAS PAAT submission covering FY08, with supporting documentation, has been made to the Department.
This will be reviewed and feedback provided to us by February 20, 2009. Final submission due to Department
February 27, 2009, which will be forwarded to OPM by March 13, 2009, for review and scoring.

= FSA — FSA implemented an OHCM approved multi-level performance management system replacing the
Pass/Fail system in FYO06 It is fair, credible and transparent; adheres to merit systems principles; holds supervisors
accountable for managing employee performance; includes employee involvement and feedback; and differentiates
between various levels of performance that will support varying degrees of recognition. Updates and evidence of
the FSA Performance Pilot improvement plan are reported quarterly and in detail under separate cover to OHCM.
The FYO7 PAAT was submitted in March of 2008 and was approved by OPM in May 2008 based on the FY 2007
performance ratings with a passing score of 80. The initial Performance Appraisal Assessment Tool (PAAT)
submission covering FY08, with supporting documentation has been made to the Department. This will be reviewed
and feedback provided to us by February 20, 2009. Final submission due to Department February 27, 2009, which
will be forwarded to OPM by March 13, 2009, for review and scoring.

= RMA — RMA implemented an OHCM approved multi-level performance management system replacing the
Pass/Fail system in FY06. It is fair, credible and transparent; adheres to merit systems principles; holds supervisors
accountable for managing employee performance; includes employee involvement and feedback; and differentiates
between various levels of performance that will support varying degrees of recognition. Initial RMA PAAT for FY08,
with supporting documentation, has been made to the Department. This will be reviewed and feedback provided to
us by February 20, 2009. Final submission due to Department February 27, 2009, which will be forwarded to OPM
by March 13, 2009, for review and scoring.




WORKFORCE DIVERSITY

USDA MITS GREEN CRITERIA FOR WORKFORCE DIVERSITY:

Implemented programs that are designed to recruit broadly, attract a diverse applicant pool and use the talents of the agency’s workforce; and
has a process to sustain workforce diversity.

USDA/OMB YELLOW CRITERIA FOR WORKFORCE DIVERSITY:
Recruitment plan implemented and positive results demonstrated.

2Q FY 2009:

To help reduce under representation and sustain workforce diversity, particularly in mission critical occupations and
leadership positions, HRD established a long term FFAS Recruitment Strategy coupled with the Federal Equal
Opportunity Recruitment Plan (FEORP) and a long term FFAS Training & Development Strategy. Both of these
strategies align with the USDA/OPM initiatives. The annual recruitment / training plans for each Agency are
designed to identify programs that recruit broadly, attract a diverse applicant pool and develop and recognize the
talents of the Agency's workforce. FAS, FSA and RMA have a process in place to sustain diversity; and trends are
analyzed and reported quarterly. Table 1 identifies the changes for each agency from the previous quarter.

= FAS — Civil Rights management and HRD collaborated to develop diversity initiatives in staffing and training that
are included in the FAS Strategic Plan. Based on the FFAS hiring data from October 01, 2008 through January 03,
2009, FAS had 10 hires (external to Agency), 6 (60.0%) of whom were in the 3 major represented groups. The
profile of the total permanent employee population as of January 03, 2008 indicates 52.7% Women - up by 0.4%,
24.0% Black — up by 0.4%, 5.0% Hispanic — down by 0.2%, 4.1% Asian — down 0.2%, and 0.8% American Indian —
no change.

= FSA — FSA continues to enhance the long term relationship with the National Society for Minorities in Agriculture
Natural Resources and Related Sciences (MANRRS) by acquired access to a diverse applicant pool of students that
have achieved academic and leadership excellence. Based on the FFAS hiring data from October 01, 2008 through
January 03, 2009, FSA had 72 hires (external to Agency), 45 (62.5%) of whom were in the 5 major represented
groups. The profile of the total permanent employee population as of January 03, 2008 indicates 56.7% Women —
down by 0.4%, 10.3% Black - down by 0.3%, 3.8% Hispanic — down 0.1%, 1.4% Asian —no change, and 1.7%
American Indian — up by 0.1%.

= RMA - RMA management in conjunction with the National Civil Rights Council established goals to increase
representation of minorities and women in the workforce, improve retention of minorities, increase advancement
opportunities for minorities and women, establish and meet hiring and retention goals for employees with targeted
disabilities, improve timeliness in EEO complaint processing, promote a workplace free of reprisal or harassment.
Based on the FFAS hiring data from October 01, 2008 through January 03, 2009, RMA had 10 hires (external to
Agency), 6 (60.0%) of whom were in the 3 major represented groups. The profile of the total permanent employee
population as of January 03, 2008 indicates 47.0% Women - down by 0.8%, 15.3% Black - down by 0.2%, 3.1%
Hispanic — up by 0.2%, 3.1% Asian — up 0.8%, and 0.8% American Indian — down 0.2%.

WORKFORCE DIVERSITY TREND ANALYSIS

Based on NFC Focus ASIAN AMERICAN
Report as of January Total / WOMEN BLACK HISPANIC AMERICAN / INDIAN /
03, 2008 and Focus Hire PACIFIC ISL. ALASKA
Report on FFAS Hiring Federal
Data from 10/01/08t0 | FT YTD | pcir:43.9% | RCLF: 17.8% | RCLF: 7.8% RCLF: 5.3% RCLF: 2.0%
January 03, 2008
FAS Total 847 52.7% " 24.0% " 5.0% v 4.1% v 0.8% >
FAS Hires 10 60.0% v 30% ~ 10.0% ~ 0.0% > 0.0% >
FSA Total 5221 56.7% v 10.3% v 3.8% v 1.4% > 1.7% "
FSA Hires 72 55.6% v 16.7% ~ 6.9% ~ 1.4% " 0.0% >
RMA Total 489 47.0% v 15.1% v 3.1% " 2.0% v .8% v
RMA Hires 10 40.0% v 40.0% " 10.0% ~ 0% > 0.0% >

Table 1

Arrows indicate upward, downward, or no change from previous quarter




SKILLS GAP

USDA MITS GREEN CRITERIA FOR SKILLS GAP:
Meets targets for closing competency gaps in mission-critical occupations (i.e, agency-specific, human resources management, information

technology, acquisition and agency-specific occupations), significantly reduced the number of vacant positions in MCO'’s, and used appropriate
competitive sourcing and E-Gov solutions within the gap closure strategy; demonstrates how gap closure supports organizational objectives.

USDA MITS YELLOW CRITERIA FOR SKILLS GAP:
Agency has no skill gaps exceeding 3%.

2Q FY 2009:

HRD utilized the FY08-FY13 USDA (FFAS) Workforce Planning and Succession Planning Guidance to identify
projected retirements, actual turnover and other workforce analytical data to assist in identifying current and future
competency or skills/vacancy gaps in Mission Critical Occupations (MCO). By following the guidance, short and long
term strategies to close competency gaps are developed and updated annually in collaboration with Agency
leadership. Gap closure strategies include focused training and developmental activities, competency-based
recruitment practices, and targeted retention programs. For instance, by leveraging eGov solutions, AglLearn
participation and use of net meetings will be incorporated into the strategies; and competitive sourcing strategies,
where required, will also incorporate current and future competencies.

a) Skills (Vacancy) Gaps - Recruitment Implications

In addition to applying workforce analytical data to assist in identifying current and future gaps in Mission Critical
Occupations (MCO), USDA and OPM directed an additional analytical tool to focus HRD recruitment strategies and
to ensure critical skills and resources are “on-board” in the Agency. The MCO Skills Gap (Vacancy) Profile predicts
the percentage of vacant MCO positions for each Agency over the next fiscal quarter (see Tables 2, 3 and 4). The
funded FTE (ceiling) data is provided by the respective Agency and prorated where specific MCO FTEs were not
available. The OPM/USDA target is to keep the percentage of vacant positions at or below 3%.

= FAS — Of the 20 Mission Critical Occupations identified and reported by USDA to OPM, 5 of the MCOs apply to
FAS; and 20% (135 of ~ 661) of the workforce are funded in these occupations. Based on the number of funded
positions to the number of employees on board per MCO, there are 2 MCO's at or below the OPM/USDA target of
a 3% vacancy gap; and 3 MCQO'’s with a gap greater than 3%. The 2QFY09 vacancy gap is 4.7%; and the
projected vacancy gap for all MCOs at the close of 3QFY09 is 3% or less. Vacancies are reviewed in respect to
supporting organizational objectives and the annual recruitment plan prior to posting the vacancy.

FAS MCO SKILLS GAP (VACANCY) PROFILE

USDA / FAS Mission Critical Federal Funded Projected
Occupations and Series Employees Positions 2Q Gap% 3QFY09
(as of 12/31/08) Onboard Gap%
0301 - Misc. Administrative 36 40 11.1% 3.00%
0343 - Management/Program Analyst 40 35 -12.5% 0.00%
0401 - Gen Biological Science 4 7 75.0% 3.00%
1101 - Gen Business & Industry 9 8 -11.1% 0.00%
2210 - Computer Specialist* 40 45 12.5% 3.00%
Totals | 129 | 135 | 4.7% | <3.0%
* OPM conducted Competency Assessment
Table 2

= FSA — Of the 20 Mission Critical Occupations identified and reported by USDA to OPM, 7 of the MCOs apply to
FSA; and 73% (3744 of ~ 5135) of the workforce are funded in these occupations. Based on the number of
funded positions to the number of employees on board per MCO, there are 4 MCQ's at or below the OPM/USDA
target of a 3% vacancy gap; and 3 MCO'’s with a gap greater than 3%. The 2QFY09 vacancy gap is 1.2%; and the
projected vacancy gap for all MCOs at the close of 3QFY09 is 3% or less. Vacancies are reviewed in respect to
supporting organizational objectives and the annual recruitment plan prior to posting the vacancy.




FSA MCO SKILLS GAP (VACANCY) PROFILE

USDA / FSA Mission Critical Federal Funded Projected
Occupations and Series Employees o 2Q Gap% 3QFY09
Positions o
(as of 12/31/08) Onboard Gap%
0201 - Human Resources Specialist* 86 97 12.8% 3.00%
0301 - Misc. Administrative 278 270 -2.9% 0.00%
0343 - Management/Program Analyst 182 196 7.7% 3.00%
0401 - Gen Biological Science 4 5 25.0% 3.00%
1101 - Gen Business & Industry 1253 1260 0.6% 0.00%
1165 - Loan Specialist 1572 1595 1.5% 0.00%
2210 - Computer Specialist* 325 321 -1.2% 0.00%
Totals 3700 3744 1.2% < 3.0%
* OPM conducted Competency Assessment
Table 3

= RMA — Of the 20 Mission Critical Occupations identified and reported by USDA to OPM, 7 of the MCOs apply to
RMA; and 59% (289 of ~487) of the workforce are funded in these occupations. Based on the number of funded
positions to the number of employees on board per MCO, there are 2 MCO's at or below the OPM/USDA target of
a 3% vacancy gap; and 3 MCO'’s with a gap greater than 3%. The 2QFYQ09 vacancy gap is 7.8%; and the
projected vacancy gap target for all MCO'’s at the close of 3QFY09 is 3% or less. Vacancies are reviewed in
respect to supporting organizational objectives and the annual recruitment plan prior to posting the vacancy.

RMA MCO SKILLS GAP (VACANCY) PROFILE

USDA / RMA Mission Critical Federal Funded Projected
Occupations and Series Employees " 2Q Gap% 3QFY09
Positions o
(as of 12/31/08) Onboard Gap%
0301 - Misc. Administrative 18 15 -16.7% 0.00%
0343 - Management/Program Analyst 16 21 31.3% 3.00%
1101 - Gen Business & Industry 199 199 0.0% 0.00%
1530 - Statistician 9 17 88.9% 3.00%
2210 - Computer Specialist* 26 37 42.3% 3.00%
Totals 268 289 | 7.8% | <3.0%
* OPM conducted Competency Assessment
Table 4

HRD incorporates the Talent Management System elements and metrics of OPM’s HR Practitioners' Guide and
HCAAF - Systems, Standards and Metrics into its annual Human Capital Management Accountability and
Performance Plans (HCMAPP) and the Quarterly Accountability Report to communicate, analyze and act on trends
in Skills Gap Closure, Turnover, Management/Applicant Satisfaction, etc., to continue to improve the acquisition and
utilization of talent.

b) Skills (Competency) Gaps - Training & Development and Recruitment Implications

Where Government-wide competency assessments have not been administered, core competencies of all Agency
MCOs are generally aligned to the 34 Leadership Competencies defined by OPM. They include fundamental
competencies for managing one’s self and advanced competencies from managing teams or leading projects, to
managing people, programs and performance, to leading organizations. For each Agency, developmental venues,
e.g., AgLearn course work, Leadership Training, etc., are available on the HRD web site in order to assist employees
and managers target their training needs and encourage self development. The developmental process for all
employees is articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing

Competencies.

= FAS — Agency specific Mission Critical Occupations have been identified from the workforce analyses (FYO08-
FY11) that are critical to support the mission and the accomplishment of Agency goals, objectives and initiatives.
Core competencies of all MCOs are aligned to OPM'’s leadership competencies, and the top five core
competencies have been identified for each FAS MCO. Developmental venues, e.g., AgLearn course work, are
available on the HRD web site in order to assist employees and managers target their training needs and
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articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.
FAS reviews and assesses the closure of competency gaps for mission critical occupations on a quarterly basis.

= FSA — Agency specific Mission Critical Occupations have been identified from the workforce analyses (FY08-
FY11) that are critical to support the mission and the accomplishment of Agency goals, objectives and initiatives.
Core competencies of all MCOs are aligned to OPM's leadership competencies, and the top five core
competencies have been identified for each FSA MCO. Developmental venues, e.g., AgLearn course work, are
available on the HRD web site in order to assist employees and managers target their training needs and
articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.
FSA reviews and assesses the closure of competency gaps for mission critical occupations on a quarterly basis.

= RMA — Agency specific Mission Critical Occupations have been identified from the workforce analyses (FY08-
FY11) that are critical to support the mission and the accomplishment of Agency goals, objectives and initiatives.
Core competencies of all MCOs are aligned to OPM'’'s leadership competencies, and the top five core
competencies have been identified for each RMA MCO. Developmental venues, e.g., AgLearn course work, are
available on the HRD web site in order to assist employees and managers target their training needs and
articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.
RMA reviews and assesses the closure of competency gaps for mission critical occupations on a quarterly basis.

The current and essential part of the gap closure strategies within the agencies is to utilize the government-wide,
web-based competency assessment tools provided by OPM / USDA; and to analyze the results of the assessments
from which competency gap closure strategies are developed. To date, all Leadership positions, the Information
Technology, Human Resources, and Acquisition occupations have been assessed using the OPM approved
competency assessment tools (Table 5).

Of note, in April of 2007, the Office of Federal Procurement Policy (OFPP) and the Federal Acquisition Institute (FAI)
conducted a voluntary and anonymous Acquisition Competencies Survey. The targeted audience included
personnel in the 1102 series, civilian and military personnel who perform Contract Specialist duties, and personnel
with Contract Officer Warrant authority. There were over 5,400 responses to the survey.

GOVERNMENT WIDE ASSESSMENTS COMPLETED

Number of Core Crp AnElEE
Government-wide Assessment Date of Competencies Report and USDA Targeted Competencies
Assessed MCOs Tool Used Assessment(s) Improvement FY08
Assessed
Plan
 |IT Project Management - Decision Making,
Leadership
o |IT Security/Information Assurance -
2210 OPM _ Information Assurance, I'nformation
Computer OCIO 11/06 12 Cllnggr— USDA/OCIO Systems/Network Security
Specialist ITWCA Cohen Defined May 2007 o Enterprise Architecture - Strategic Thinking,
CPAT Technology Awareness
e Solutions Architecture - Requirements
Analysis, Information Technology
Architecture
0201 USDA I
Human Resource Clat 06/07 ) C.HCO September O [RAE ) .
Specialist FCAT-HR Defined 2007 » Understanding Performance Management
All Leadership OPM FCAT- 34 CHCO 0 FEElEITY [P0 EE: Mg e
Positions M 06/07 Defined TBD ¢ Defining Requirements
e Financial Management
1102 _ FAI . Fac_ili_tating Prqject Management
Acquisition FAI 04/07 17 Technical October o Defining Requirements
2007 ¢ Financial Management
Table 5




¢) Federal Competency Assessment Tool for Human Resource Specialists (FCAT-HR)

OPM conducted its 3" annual web-based competency assessment of Human Resource Specialists (0201 series) in
4QFY08. The FCAT-HR focused on 19 OPM-defined 0201 competencies and a summary of the HRD results are
reflected in the Tables 6, 7 and 8.

A department-wide work group also analyzed the 2007 FCAT-HR results; and USDA/OHCM identified two
competencies to focus on and to close the skills gaps for - Performance Management and Performance
Management - Training & Communication. Progress reports regarding training for competency gap closure of these
skill gaps was submitted to the Department. The FCAT-HR results for FYO8 have been assessed and competency
gap closure options are being reviewed and analyzed for cost efficiency and effectiveness.

Table 9 outlines the FY07 strategy and accomplishments.

For HRD, of all 19 competencies, the 5 competencies with the highest proficiency, the 5 competencies with

the lowest proficiency and the 5 competencies with the greatest skills gaps are identified in Table 6.

FSA FCAT-HR Results - ALL 19 COMPETENCIES

Highest Prc_)ficiency HPC Lowest Prqficiency LPC Actual to Des_ired GAP
Competencies (HPC) Scores Competencies (LPC) Scores Competencies

Customer Service 4.47 Labor Relations 2.50 G G -0.69

Management

Interpersonal Skills 4.35 Employee Relations 2.55 Project Management -0.52

Teamwork 4.21 Classification 2.57 Labor Relations -0.50

Flexibility 4.19 Compensation 2.68 Employee Benefits -0.45

Problem Solving 4.13 Workforce Planning 2.70 Classification -0.43

Of the 7 General Competencies, the highest and lowest proficiency; and the greatest to least gap are sorted

in Table 7.

Table 6

FSA FCAT-HR Results - 7 GENERAL COMPETENCIES

Highest Proficiency HPC Lowest Proficiency LPC Actual to Desired GAP
Competencies (HPC) Scores Competencies (LPC) Scores Competencies
Customer Service 4.47 Client Engagement/Change 331 Client Engagement/Change -0.69
Management Management
Interpersonal Skills 4.35 Project Management 3.48 Project Management -0.52
Teamwork 221 Knowledge of the Agency's 3.66 Knowledge of the Agency's 034
Business Business
Flexibility 4.19 Information Management 3.73 Information Management -0.27
Problem Solving 4.13 Creative Thinking 3.75 Creative Thinking -0.25
Table 7
Of the 12 Technical/Performance Management Competencies, the 5 Highest, the 5 Lowest and the 5 with
the greatest gaps are reflected in Table 8.

FSA FCAT-HR Results - 12 Technical/Performance Management COMPETENCIES
Highest Proficiency HPC Lowest Proficiency LPC Actual to Desired GAP
Competencies (HPC) Scores Competencies (LPC) Scores Competencies
Technical Competence 4.00 Labor Relations 2.50 Labor Relations -0.50
Recruitment/Placement 3.21 Employee Benefits 2.55 Employee Benefits -0.45
Lol Qovernment 20 2.93 Classification 2.57 Classification -0.43

Jurisprudence
Performance Management 2.87 Compensation 2.68 Compensation -0.32
HR Information Systems 2.78 Workforce Planning 2.70 Workforce Planning -0.30

Table 8
8




Format for Performance Management Planning and Reporting

For GS-201 Positions Employee Development Plans to Close Competency Gaps

Tactics
(Strategies)

Rationale
(Purpose)

Timetable
By Quarter

Responsibility
(Who)

Measurement
(Completion Progress)

1. Utilize the currently
developed FSA
performance
management
AgLearn course,
entitled

The FSA AglLearn course
will offer a cost effective
development tool
designed to provide a
better understanding of
the components of the

Quarter 2to 3

e Supervisors
e Employees

Certification by HR Director and HR
supervisors

Quarterly Accomplishments of Tactic

Q 2 — memo to all targeted HR
Specialists assigning the FSA

“Performance performance Performance Management AgLearn
Management for management system. course.
Non-Supervisors.”

2. Add the IDPs target Completion of AgLearn | e  Supervisors Certification by HR Director and
performance developmental goals on course by Quarter 3. e Employees Supervisors that the performance
management an individual basis by management course has been added
AgLearn course to providing a roadmap for to 201 HR Specialist's IDPs.
the 201 HR tracking progress. Quarterly Accomplishments of Tactic

specialist’s IDPs.

IDPs are in the process of being
updated and completed.

3. Confirm the number
of HR Specialist
that have
completed the
performance
management
course.

To provide employees
with the resource to gain
additional performance
management knowledge

Quarter 2 - 50% of the
targeted population will
have started the

developmental activity.

Quarter 3 - 100% of
targeted. Population
will have completed
the AgLearn course.

e Supervisors

e Employees

e Agency
AgLearn
Administrator

Monitoring of participation in the
course and other developmental
opportunities.

Quarterly Accomplishments of Tactic

Table 9




HIRING TIMELINES (GS and SES)

USDA MITS GREEN CRITERIA FOR HIRING TIMELINES FOR GS AND USE OF HIRING FLEXIBILITIES:

Implemented a comprehensive strategy from improving hiring process and ensuring highly qualified candidates are recruited and retained. Meets
28-day time to hire standard. Meets 45-day standard to notify applicants of hiring decisions for 70% of hires and achieved a significant reduction
in the time to hire employees in MCOs. Meets target for hiring process improvements based on the Hiring Satisfaction Survey. Use hiring
flexibilities including category rating to meet recruiting and staffing challenges. Integrated Career Patterns Initiative into the recruitment and hiring

strategy.
USDA MITS GREEN CRITERIA FOR HIRING TIMELINES FOR SES AND USE OF HIRING FLEXIBILITIES:

Sets and meets SES hiring timeline of 30 days or less. Meets 45-day standard to notify applicants of hiring decisions for 70% of hires. Use hiring
flexibilities to meet recruiting and staffing challenges.

USDA MITS YELLOW CRITERIA FOR HIRING TIMELINES FOR GS AND USE OF HIRING FLEXIBILITES:

Agency meets hiring timeline of 45 days for GS and has used hiring flexibilities to meet recruiting and staffing challenges.
USDA MITS YELLOW CRITERIA FOR HIRING TIMELINES FOR SES AND USE OF HIRING FLEXIBILITES:

Agency meets hiring timeline of 40 days for SES and has used hiring flexibilities to meet recruiting and staffing challenges.

2Q FY 2009:
a) Hiring Timelines

Hiring Timelines, which includes the time to fill vacancies from the closing date of announcement to the date of offer
(omitting non-workdays), are tracked by HRD and reported quarterly. USDA/OHCM established hiring timeline goals
of 40 days for SES positions and 45 days for GS level positions. All three Agencies continue to aggressively pursue
these goals as noted in Table 10.

= FAS - For the period October 1, 2008 to December 31, 2008, FAS recorded an average of 29.6 working days from
the time the vacancy closed to the time management returned a decision. This represents 15.4 days under the
target of 45 days. There were no SES hires during this period.

= FSA - For the period October 1, 2008 to December 31, 2008, FSA recorded an average of 24.4 working days from
the time the vacancy closed to the time management returned a decision. This represents 20.6 days under the
target of 45 days. There were no SES hires during this period.

= RMA - For the period October 1, 2008 to December 31, 2008, RMA recorded an average of 54.9 working days
from the time the vacancy closed to the time management returned a decision. This represents 9.9 days over the
target of 45 days. There were no SES hires during this period.

AGENCY (GS permanent) for period October — December 2008 FAS. FSA RMA
Average # of Work Days per GS Hire - work days from SF52 in to Offer 108.4" 58.6v 116.3v
GS: Average # of Work Days per Hire - work days from Ann. Close to Offer (45 days = OPM 20.67 24 4y 54.97
Target/ 28 days = USDA Target) ' ) ’
3. Total # of Permanent Hires (offers made) 10 63 10
# of Permanent Hires offered under OPM 45 Day Measure 8 55 6
% of Permanent Hires offered under OPM 45 Day Measure (70% = OPM Target) 80.0% v 87.3%" 60.0%"
4.  Total # of Mission Critical Occupations Hires (offers made) 7 35 6
5.  Total # of Applicants 395 1010 328
# Applicants notified of final status under OPM 45 Day Measure 287 843 183
% Applicants notified of final status within OPM 45 day standard (70% = OPM Target) 72.7%" 83.5%" 55.8%"
6.  # of Hiring Flexibilities used for ‘all’ hires 1 8 1
Arrows indicate upward, downward, or no change from previous quarter
Table 10
AGENCY (SES) for period October — December 2008 FAS FSA RMA
Average # of Days per SES Hire (re: OPM 45 day criteria ) n/a n/a n/a
Total # of SES Hires 0 0 0

10




b) End to End Hiring (E2E)

In the next 5 years, the Federal Government will lose a significant portion of its valued workforce through attrition,
primarily due to retirement. The Government’s ability to replace this loss of skills and experience with new talent will
depend on our capability to efficiently and effectively recruit, hire and retain high performing employees.

The E2E Hiring is one of four of the Office of Personnel Management (OPM) initiatives launched in 2008. This
roadmap is a product of the partnership between OPM and the Chief Human Capital Officers (CHCO) Council
Subcommittee for Hiring and Succession Planning. This new approach to Federal hiring is designed to focus on the
applicant: his/her expectations, needs and interests. The components of E2E include Workforce Planning;
Recruitment; the Hiring process; Security and Suitability; and Orientation. Using these five components helps to
create a strategic hiring process that is focused on positive outcomes for applicants, hiring managers and human
resources officials.

= Career Patterns

The Career Patterns, which was initiated by OPM in June 2006, is now an element of the E2E initiative. Career
Patterns is an approach to bring the next generation of employees into Federal Government positions over time.

The FFAS task force continues to work on the Career Patterns initiative and is in the process of updating current
marketing statements and the vacancy announcements continue to be reviewed to optimize the use of the career
pattern language and to capitalize on the various core value characteristics of the career pattern scenarios.

c) Management Satisfaction Survey (MSS) / Applicant Satisfaction Survey

The Management Satisfaction Survey / Applicant Satisfaction Survey (for USAJOBS) were initiated by OPM/CHCO
in July 2006. Data from these surveys are analyzed and used to improve the overall hiring process, especially from
the hiring manager’'s point of view. The combined % of positive responses (Strongly Agree/Agree or Very
Satisfied/Satisfied) for the Management Satisfaction Survey per quarter (May 01, 2008 through July 31, 2008) and
the Applicant Satisfaction Survey (as of 3/31/07) are identified in Tables 11 and 12.

= FAS - Since June 30, 2007, either managers did not respond, or they did not receive the MSS request.

= FSA — For the period from May 01, 2008 to July 31, 2008, 28 FSA managers responded to the MSS with an
overall satisfaction rate of 59.5% - up 2.0 % from 57.5% from the previous quarter. And 78.6% of the selecting
officials are satisfied with the quality of applicants - down 4.7% from 83.3% from the previous quarter.

= RMA - For the period from May 01, 2008 to July 31, 2008, 2 RMA managers responded to the MSS with an
overall satisfaction rate of 63.9% - up 1.2% from 62.7% from the previous quarter. And 100% of the selecting
officials are satisfied with the quality of applicants — same percentage as the previous quarter.

= USDA agency-wide — For the period from May 01, 2008 to July 31, 2008, 269 managers responded to the MSS
with an overall satisfaction rate of 60.8% — down .8% from 61.6% from the previous quarter. And 81.8% of the
selecting officials are satisfied with the quality of applicants — up .1% from 81.7% from the previous quarter.

= Government-wide (GW) — For the period from May 01, 2008 to July 31, 2008, 3042 managers responded to the

MSS with an overall satisfaction rate of 57.1% — down .4% from the previous quarter. And 75.7% of the selecting
officials are satisfied with the quality of applicants — down 1.2% from 76.9% from the previous quarter.
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Management Satisfaction Survey PERCENT POSITIVE RESPONSES by
# (from May 01, 2008 to July 31, 2008) Quarter
FAS FSA RMA USDA GW
Number of Respondents 0 28 2 269 3042
2a The job summary accurately described the position. 92.8 100 94.1 91.6
2b | wa;llnvplved in the development of the evaluation criteria (e.qg., 572 100 722 58.0
gualifications, KSAs, competencies).
2 The ev_a_ll_Jatlon criteria encompassed the KSAs _(knowledge, skills, 0 9238 100 92.9 85.1
and abilities) and competencies needed for the job.
2d | received a referral list in a timely matter. 0 96.4 100 92.6 75.1
3 How satisfied were you with your level of involvement in the 0 71.4 100 86.3 735
development of the job announcement?
42 How _satlsfled were you with the Co_ntent (e.g., appropriate 0 85.7 100 88,5 816
headings) of the resumes you received?
ab Ir-é(évevi\?:(';lgfled were you with the Organization of the resumes you 0 85.7 100 89.9 825
ac HOW. satisfied were you with the Amount of job-relevant information 0 85.7 100 89.3 812
provided on the resumes you received?
5 How satisfied were you with the quality of applicants? 0 78.6 100 81.8 75.7
6 My job announcement attracted the right applicants. 0 71.4 100 77.3 72.6
7 Did you receive an appropriate number of qualified applicants from 0 60.7 50.0 69.5 729
the job posting?
9a | have the flexibility | need to use:  Recruitment incentives 0 39.2 0 29.2 31.8
9b | have the flexibility | need to use:  Relocation incentives 0 35.7 0 29.7 23.0
9c | have the flexibility | need to use:  Retention incentives 0 215 0 21.3 22.4
9d | have the flexibility | need to use:  Student loan repayments 0 7.1 0 9.4 11.8
9e I have the flexibility | need to use:  Pay setting flexibilities 0 17.9 0 174 25.9
10 Do you have the flexibility to use other hiring incentives? (% yes) 0 214 0 10.6 18.1
12 Do you need or want the flexibility to use other hiring incentives? 0 50 100 416 455
(% yes)
MSS AVERAGE 0 59.5 63.9 60.8 57.1
Table 11
Applicant Satisfaction Survey EAS ESA RMA USDA GW
# ELEMENT SCORES o o o T
i Finished Finished Finished Finished Finished | *Quit P
o e o g || | | "R | T | e
1 Job Search 28 | 53 | 80 | 75 | 100 | 78 | 80 | 76 81 78
2 Job Announcement 38 44 78 74 | 100 | 86 78 78 80 78
3 Resume Building 50 66 72 70 | 100 | 82 79 72 79 74
4 App Storage and Retrieval 39 82 75 74 | 100 | 84 | 84 | 76 84 78
5 Job Application Process 37 66 64 64 | 100 | 76 75 65 75 71
6 Applicant Satisfaction 19 | 38 60 65 | 100 | 75 | 72 65 74 69
" Applicant Satisfaction Survey FAS FSA RMA USDA GW
FUTURE BEHAVIOR SCORES Finished P:Scueitss Finished P:chl:aitss Finished P:chl:eitss Finished P:g:ueitss Finished | *Quit Process
7 Apply with Federal Government Again? 17 | 100 | 83 81 | 100 | 83 90 | 83 89 85
8 Apply with Agency Again? 17 | 100 | 78 77 | 100 | 81 87 82 87 83
Table 12

* Applicants who do not complete an application through the USAJOBS system. This includes applicants who abandon the application process and those who

apply through agency unique systems. R = Number of Respondents.
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ACCOUNTABILITY SYSTEM

USDA MITS GREEN CRITERIA FOR ACCOUNTABILITY SYSTEM:

Periodically conducts accountability reviews taking corrective and improvement action based on finding and results, and providing annual
report to agency leadership for review and approval.

USDA MITS YELLOW CRITERIA FOR ACCOUNTABILITY SYSTEM:

Agency has an accountability system plan and uses outcome measure to make human capital decisions, demonstrate results and drive
continuous improvement in human capital standards.

2Q FY 2009:
a) Accountability System

HRD completed an accountability review with OPM participation in FY05. After corrective and improvement actions
were completed or developed OPM closed the review/audit satisfactorily on April 18, 2006. HRD is using this audit to
prepare for the FY09 scheduled HRD audits.

The USDA Human Capital Accountability System Implementation Plan considers 43 required metrics. HRD
continues to incorporate OPM’s HCAAF Systems, Standards and Metrics (SSM), the USDA Human Capital
Accountability System elements of the OPM HR Practitioners' Guide and the USDA Accountability Plan elements
into its Human Capital Management initiatives.

The FFAS Quarterly Accountability Report and quarterly MITS entries serve as documented evidence of OPM
Accountability requirements and standards, e.g., HCAAF, SSM and Merit Systems Principles.

b) Agency Strategic Plan Metrics

Currently, the Time to Fill Vacancies and the Mission Critical Skill Gap Closure Rate are measures incorporated into
the FSA Strategic Plan and reported quarterly. RMA and FAS include human capital related measures in their
respective strategic plans. Nonetheless, the USDA Internal PMA Scorecard has prompted each Agency to report
metrics critical to accomplishing programmatic goals, e.g., time to fill vacancies, flexibility usage, leadership and
MCO skill gap closure, etc. Metrics identified in the USDA Human Capital Accountability System Implementation
Plan and those indicated in the OPM HR Practitioners' Guide are under review and a Mission Area Quarterly
Accountability Report has been developed by Q4 FYQ7 to provide trend analysis of each required metric.

¢) Federal Human Capital Survey (FHCS)

OPM announced the release of the 2008 Federal Human Capital Survey (FHCS) results on January 8, 2009. More
than 210,000 federal employees responded from a survey sample of 417,000 employees. The FHCS gauges the
attitudes and impressions of employees in four areas related to their overall work experience. The survey is
conducted every two years since its inception in 2002.

The FHCS, and its companion survey — Annual Employee Survey — both provide important measures in strategic
management of human capital for FFAS — Recruitment, Development & Retention, Performance Culture, Leadership,
Personal Work Experiences, Job Satisfaction, and Diversity. Analysis of the 2008 FCHS will help highlight
organizational strengths and improvement opportunities for FAS, FSA, & RMA. Analysis and trending of the 2008
FHCS will be completed by the end of 2Q FY 2009.
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ORGANIZATIONAL STRUCTURE

USDA MITS GREEN CRITERIA FOR ORGANIZATIONAL STRUCTURE:
Implemented an organizational structure that provides greater efficiencies in serving customers and stakeholders, reduces overall program costs

and improves performance. The agency’s workforce plan delineates how to effectively deploy, restructure, and/or delayer the workforce; and to
use competitive sourcing, E-Gov solutions, as necessary; and the agency has process(es) in place to continuously review the organizational
structure and update it to address future changes in business needs in a timely manner.

USDA MITS YELLOW CRITERIA FOR ORGANIZATIONAL STRUCTURE:

Agency has analyzed existing organizational structure and has implemented a plan to optimize restructuring, delayering, competitive sourcing,
etc. to meet business needs.

2Q FY 2009:

At least annually, each Agency analyzes its existing organizational structures from a program and service delivery
perspective as defined in OMB Circular, A-11, Part 2, Section 85, Paragraph 85.1. However, Agencies continually
review their structures to accommodate budgetary and departmental initiative challenges. In addition, as part of the
USDA Workforce Planning and Succession Guidance and scheduled updates of the Workforce Analyses, key
leaders consider the Agency’'s direction and configuration based on the USDA mission, Agency priorities, current
and projected budgets and funding levels, the need for redeployment, restructuring, or delayering, and the impact to
the organizational structure as a result of competitive sourcing and eGov solutions.

= FAS — FAS leadership continually reviews the agency structure to accommodate budgetary and departmental
initiative challenges. In addition, as part of the USDA Workforce Planning and Succession Guidance and
scheduled updates of the Workforce Analyses, key leaders consider FAS’s direction and configuration based on
the USDA mission, Agency priorities, current and projected budgets/funding levels, the need for redeployment,
restructuring, or de-layering, and the impact to the organizational structure as a result of competitive sourcing and
e-Gov solutions.

= During the preparation of the FY2010 federal budget, FAS leadership analyzed its organizational structure from
a program and service delivery perspective as defined in OMB Circular, A-11 (2008), Part 2, Section 85,
Paragraph 85.1, ‘How should my agency’s budget address workforce planning and restructuring?’.

= No Voluntary Early Retirement Authority (VERA) or Voluntary Separation Incentive Payment Authority (VSIP),
have been utilized by FAS in FY 2008.

= FSA — FSA goals relative to addressing findings and implementing recommendations from Phase Il of the
Independent Organizational Assessment conducted by the KnowledgeBank Inc. & Federal Management Partner
team (KB/FMP) are on target. The Executive Steering Committee has vetted and recommended action on the
majority of the 52 findings and recommendations, and is in the final stages of assessing and prioritizing the
remaining few. Under separate cover, FSA has submitted the progress update on implementation activities to
address those findings.

FSA continues to collaborate with OPM and OMB to have an approved MIDAS business case. Detailed reports
are provided by FSA ITSD via E-Gov MITS and to the USDA OCIO office.

= RMA — The management team has maximized its organizational structure and now has three primary divisions to
meet the needs of its customers efficiently and effectively, and to regulate sound risk management solutions. The
management team has minimized any functional overlap and redundancies in its reorganization. One of the
workforce challenges identified by RMA management in reviewing its organizational structure, particularly the Risk
Compliance Division, is to ensure employees have the requisite regulatory and compliance competencies to meet
the growing demands of its programs.

In reference to OMB Circular A-11 (2007), Section 85 (Estimating Employment Levels and The Personnel
Summary), FAS, FSA and RMA management identify the human capital management and development objectives,
key activities and associated resources that are needed to support their Agency’s accomplishment of programmatic
goals. In addition Agency management identifies specific activities or actions planned to meet the standards for
success for strategic management of human capital, the associated resources, the expected outcomes, and how
performance will be measured. Assessments of the impact of any organizational changes are conducted, including
the number of organizational layers, the supervisory span of control, and the reduction of time to make decisions.
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LEADERSHIP/SUCCESSION MANAGEMENT

USDA MITS GREEN CRITERIA FOR LEADERSHIP/SUCCESSION MANAGEMENT:
Succession strategies, including structured leadership development programs, result in adequate leadership bench strength; agency meets its

targets for closing leadership competency gaps; and agency determined that bench strength and competency gap closure support organizational
objectives.

USDA MITS YELLOW CRITERIA FOR LEADERSHIP/SUCCESSION MANAGEMENT:
Has succession strategies and a leadership developmental program.

2Q FY 2009:

a) Leadership Bench Strength Profile

Each Agency has applied OPM'’s Strategic Leadership Succession Model Assessment to identify Succession
Targets and Talent Pool. HRD is working with USDA OHCM in the implementation of a department-wide Strategic
Leadership Succession Plan to assist agencies in meeting their targets for closing leadership gaps (both vacancy
gaps and competency gaps) and build upon the bench strength of future leaders. In addition, Agency leaders and
managers strive to effectively manage people, ensure continuity of leadership, and sustain a learning environment
that drives continuous improvement in performance, and provide a means to share critical knowledge across the
Agency.

= FAS — Based on the Leadership Bench Strength Profile, the expected ‘vacancy’ gaps in career leadership
positions present a minimum risk - all under 3% of FTE targets.

e FAS held 26 teambuilding sessions, 1 senior leadership session - 23 attended, 16 cross agency sessions - 443
attended which included an overseas session, 9 program area sessions - 354 attended, and conducted 1 Critical
Thinking and Writing with Power course.

¢ As part of the FAS succession planning process, FAS has launched a 3-tier Leadership Academy beginning with
a pilot program in August.

¢ Also FAS has developed and will launch a program entitled the Development Ladder to address the need for
continuous learning in all levels of employees by following the Leadership Journey of OPM defined critical
competencies.

= FSA — Based on the Succession Targets and Talent Pool profile, the expected gaps in career leadership positions
present some risk, particularly in staffing future SES and GS-15 managers. Developmental action plans are
currently under consideration.

= RMA - Based on the Succession Targets and Talent Pool profile, the expected gaps in career leadership positions
present a minimum risk - all under 3%.
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Format for Performance Management Planning and Reporting

For Leadership Positions Employee Development Plans to close Competency Gaps

Tactics Rationale Timetable Responsibility Measurement
(Strategies) (Purpose) By Quarter (Who) (Completion Progress)
1. For FSA and RMA, utilize | The FSA AgLearn course Quarter 1 and, 2 Managers and Certification by HR Director
currently developed FSA | will offer a cost effective Supervisors

performance
management AgLearn
course entitled,
“Performance
Management for
Supervisors.”

OHCM has decided to
adopt and adapt the FSA
course for the DA. The
DA course may be
appropriate for FAS
managers and
supervisors.

RMA is reviewing the
course to meet their
internal training needs.

developmental tool
designed to provide a
better understanding of
both targeted
management
competencies.

1. Understanding
Performance
Management Process
and Practices and

2. Facilitating
Performance.

Completion rate -
85 % SES

65% GS-15

60% GS-14

55% GS-13

Quarterly Accomplishments of
Tactic

AgLearn course is on-line with
managers and supervisors actively
taking the course. Completion
average is 50% for 1% Quarter FY
2008.

2. For FSA and RMA utilize
the currently developed

To close the competency
gaps for the two targeted

Quarter 3 and 4
Completion rate

Managers and
supervisors

Certification by HR Director

AgLearn course, performance management | 85% SES
“Advanced Performance competencies, the 75% GS-15 .
Management.” Advanced FSA course will | 70% GS-14 Quarterly Accomplishments of

support the agencies’ 65% GS-13 Tactic
OHCM has decided to efforts to develop their . . .
adopt and adapt the FSA | managers and supervisors AgLearn course is on-line with
course for DA. The DA to the advanced and managers and supervisors actively
course may be expert competency levels. taking the course. Completion
appropriate for FAS average is 50% for 1™ Quarter FY
managers and 2008.
supervisors.
RMA is reviewing the
course to meet their
internal training needs.

Table 13

b) Federal Competency Assessment Tool for Managers (FCAT-M)

A department-wide work group analyzed the 2007 FCAT-M results; and USDA/OHCM identified two competencies to
focus on and to close the skills gaps for - Facilitating Performance and Understanding Performance Management in
FY08. The Leadership Competency Profile Chart and formulae have been developed by OPM and used to track and
report the leadership competency gaps for the current fiscal year and for the long term - five years.

OPM conducted the annual web-based competency assessment of all career Leadership positions in 3QFY08. The
FCAT-M focused on 34 OPM-defined leadership competencies and a summary of the FCAT-M results for FY08 have
been compiled and are being reviewed for identification of leadership competency gap closure options. Methods to
target and close leadership competency gaps using development plans are being assessed.

= FAS — To support gap closure strategies, the results of the 2008 Federal Competency Assessment Tool for
Managers (FCAT-M) are currently under review to identify competency gaps and gap closure strategies. Initial
indications of FAS'’s leadership competency strengths are Integrity/Honesty, Public Service Motivation and
Creativity and Innovation; and noted improvement areas are Differentiating Performance, Continual Learning, and
Oral Communication. See chart 14.

= FSA — To support gap closure strategies, the results of the 2008 Federal Competency Assessment Tool for
Managers (FCAT-M) are currently under review to identify competency gaps and gap closure strategies. Initial
indications of FSA'’s leadership competency strengths are Integrity/Honesty, Customer Service, and Public Service
Motivation; and noted improvement areas are Conflict Management, Influencing/Negotiating, and Human Capital
Management. See chart 15.

= RMA - To support gap closure strategies, the results of the 2008 Federal Competency Assessment Tool for
Managers (FCAT-M) are currently under review to identify competency gaps and gap closure strategies. Initial
indications of RMA’s leadership competency strengths are Integrity / Honesty, Interpersonal Skills, and Flexibility;
and noted improvement areas involve Team Building, Entrepreneurship, and Partnering. See chart 16.
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FAS FCAT-M Results (7/08)
Highest Proficiency HPC Lowest Proficiency LPC Actual to Desired GAP
Competencies (HPC) Scores Competencies (LPC) Scores Competencies
. Performance Coaching and . L
Integrity / Honesty 4.45 Feedback 3.82 Differentiating Performance -0.38
Customer Service 4.45 Political Savvy 3.83 Continual Learning -0.38
Public Service Motivation 4.38 Financial Management 3.85 Oral Communication -0.38
Creativity and Innovation 4.28 Goal Setting 3.88 Vision -0.36
Interpersonal Skills 4.26 Differentiating Performance 3.90 Entrepreneurship -0.33
Table 14
FSA FCAT-M Results (7/08)
Highest Proficiency HPC Lowest Proficiency LPC Actual to Desired GAP
Competencies (HPC) Scores Competencies (LPC) Scores Competencies
Integrity / Honesty 4.47 Conflict Management 3.55 Conflict Management -0.63
Customer Service 4.14 Financial Management 3.59 Influencing/Negotiating -0.55
Public Service Motivation 4.13 Political Savvy 3.59 Human Capital Management | -0.52
Technical Credibility 4.11 Technology Management 3.68 Developing Others -0.52
Interpersonal Skills 4.09 Performance Coaching and 3.70 Financial Management -0.50
Feedback
Table 15
RMA FCAT-M Results (7/08)
Highest Proficiency HPC Lowest Proficiency LPC Actual to Desired GAP
Competencies (HPC) Scores Competencies (LPC) Scores Competencies
Integrity / Honesty 4.25 Financial Management 3.38 Team Building -0.88
Interpersonal Skills 4.25 Entrepreneurship 3.38 Entrepreneurship -0.88
Flexibility 4.00 Continual Learning 3.38 Partnering -0.75
Strategic Thinking 4.00 Decisiveness 3.38 Customer Service -0.67
Customer Service 4.00 Leveraging Diversity 3.50 Public Service Motivation -0.67

Table 16

As the FCAT-M results are further reviewed by HRD and USDA, management will continue to focus on the 34 OPM-
identified Leadership competencies to develop current and future leaders. FSA will use government-wide programs
to fill the leadership pipeline. Two new Leadership Programs have been developed by HRD. The leadership
programs are customized and designed to meet the needs of the organizations HRD supports; both programs have
been successfully implemented in FY08-09. The first program, “Invitation to Excellence: Leading in FSA” is for new
supervisors. The second program, “The Leadership Development Program” is a succession planning initiative for
high potential employees who have never held a supervisory position. The FSA also participates in government-
wide programs to fill leadership pipelines e.g., Aspiring Leader Program, Congressional Fellows Program, Executive
Potential Program, the SES Federal Career Development Program, and the Federal Executive Institute Program.

c) Leadership positions

The FY09 Training and Recruitment needs resulting from the FFAS Workforce Analysis are considered during the
budget submissions. Leadership training to support succession plans are included as are the recruitment initiatives
to ensure a high performing, diverse workforce. The FFAS 5-year Training & Development Strategy and the FFAS
5-year Recruitment Strategy provide the focus for agencies to develop annual recruitment and development plans
that address the expected competency gaps in key leadership positions.

In addition, HRD has incorporated the Leadership and Knowledge Management System elements of the OPM HR
Practitioners' Guide into its Human Capital Management initiatives. Under the direction of OHCM and during the
third quarter of FY08, each Agency completed the Federal Competency Assessment Tool for Managers (FCAT-M) to
assess its supervisors, managers and team leaders against the 34 Leadership Competencies. USDA/OHCM and
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the Agency HRD representatives are evaluating the results and will identify leadership skill gaps and develop or
recommend subsequent gap closure strategies.

Because performance indicators and metrics are not yet available through the USDA AglLearn reporting function,
data has not been available to trend several internal metrics and the required OPM and USDA Accountability Plan
metrics.

Prepared and submitted to MITS/USDA by:
FFAS, Human Resources Division

Human Capital Management Staff
(202.401.0225)

February 6, 2008
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Integrity / Honesty 4.47 Conflict Management 3.55 Conflict Management -0.63


Customer Service 4.14 Financial Management 3.59 Influencing/Negotiating -0.55


Public Service Motivation 4.13 Political Savvy 3.59 Human Capital Management -0.52


Technical Credibility 4.11 Technology Management 3.68 Developing Others -0.52


Interpersonal Skills 4.09


Performance Coaching and 


Feedback


3.70 Financial Management -0.50


FSA FCAT-M Results (7/08)




[image: image10.emf]Highest Proficiency 


Competencies (HPC)


HPC 


Scores


Lowest Proficiency 


Competencies (LPC)


LPC 


Scores


Actual to Desired 


Competencies


GAP


Integrity / Honesty 4.25 Financial Management 3.38 Team Building -0.88


Interpersonal Skills 4.25 Entrepreneurship 3.38 Entrepreneurship -0.88


Flexibility 4.00 Continual Learning 3.38 Partnering -0.75


Strategic Thinking 4.00 Decisiveness 3.38 Customer Service -0.67


Customer Service 4.00 Leveraging Diversity 3.50 Public Service Motivation -0.67


RMA FCAT-M Results (7/08)
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Customer Service 4.47 Labor Relations 2.50


Client Engagement/Change 


Management


-0.69


Interpersonal Skills 4.35 Employee Relations 2.55 Project Management -0.52


Teamwork 4.21 Classification 2.57 Labor Relations -0.50


Flexibility 4.19 Compensation 2.68 Employee Benefits -0.45


Problem Solving 4.13 Workforce Planning 2.70 Classification -0.43


FSA FCAT-HR Results - ALL 19 COMPETENCIES
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Flexibility 4.19 Information Management 3.73 Information Management -0.27


Problem Solving 4.13 Creative Thinking 3.75 Creative Thinking -0.25


FSA FCAT-HR Results - 7 GENERAL COMPETENCIES
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FSA FCAT-HR Results - 12 Technical/Performance Management COMPETENCIES
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		STRATEGIC PLANNING



		USDA MITS GREEN CRITERIA FOR STRATEGIC PLANNING: 


Implemented a comprehensive Human Capital Plan that is fully integrated with the agency’s overall strategic plan and annual performance goals, analyzes the results relative to the plan, and uses them in decision making to drive continuous improvement.



		USDA MITS YELLOW CRITERIA FOR STRATEGIC PLANNING:

Human Capital Plan integrated with USDA strategic plan and results analyzed





2Q FY 2009:


The FFAS Human Capital Plan (HCP) is organized and aligned to support the USDA Strategic Human Capital Plan and the OPM Human Capital Assessment and Accountability Framework (HCAAF). The FFAS HCP includes human capital goals, strategies, a workforce analysis focus, performance measures and milestones; and it is fully integrated with the Agencies’ Government Performance & Results Act (GPRA) strategic plans.   


· FAS – The FAS Strategic Plan is current through 2011.  FAS has made substantial progress in improving its operations and applying sound management principles through implementation of the initiatives laid out in the President’s Management Agenda (PMA). These include strategic management capital, increased efficiencies through competitive sourcing, use of technology to improve delivery of programs and services through e-Government, creation of a reoriented organization through budget and performance integration, and efficient and responsible management of taxpayer funds through financial management. In addition, implementation of the President’s Management Agenda, FAS will focus on the following five key management initiatives that are critical to support the attainment of its strategic goals:

· Strategic Planning and Alignment

· Employee Recruitment and Development

· Operational Excellence

· Information Management and Technology

· Performance and Technology   

· FSA – The FSA Strategic Plan is current through 2011. To ensure the infrastructure is in place to achieve its strategic goals and objectives, FSA is implementing a set of crosscutting management objectives to better align its internal capabilities with Agency responsibilities, mission, vision, strategic goals, and objectives. Internal and external stakeholders identified these areas as most critical during FSA’s discussion sessions:

· Ensuring Civil Rights


· Strategically Managing Human Capital


· Improving Strategic Accountability


· Improving Business Process Effectiveness


· Improving Stakeholder Satisfaction


· RMA – The RMA Strategic Plan is current through 2011.  USDA is working to strengthen its performance and financial management through vigorous execution of the President’s Management Agenda (PMA). Better management will result in more efficient program operations for RMA that offer improved customer service and more effective stewardship of taxpayer funds.  Initiatives in the administrative infrastructure contribute significantly to supporting the Agency’s mission, strategic goals and objectives. Attention to these elements will result in RMA usage of valuable resources to improve upon the Agency conformity with Departmental guidelines and the President’s Management Agenda.  RMA initiative’s include:

· Improve Human Capital Management


· Improve Financial Management


· Expand Electronic Government


· Establish Budget and Performance Integration


· Implement Competitive Sourcing


· Improve Real Property Management


· Support Faith-based and Community Initiative

Performance results and trends of the FFAS HCP strategies and goals are analyzed by Agency management on a quarterly basis whereby appropriate decisions and corrective actions can be recommended and engaged.  In addition the FFAS Human Resources Division (HRD) continues to incorporate the Strategic Alignment System elements of the OPM HR Practitioners' Guide into its Human Capital Management Annual Performance Plan (HCMAPP) initiatives.  

		PERFORMANCE PILOT, APPRAISALS, and AWARD SYSTEMS



		USDA MITS GREEN CRITERIA FOR AWARDS AND APPRAISALS: 

Demonstrates that it has performance appraisals and awards systems for all SES and managers, and more than 70% of the workforce, that effectively; link to agency mission, goals and outcomes; hold employees accountable for results appropriate for their level of responsibility; differentiate between various levels of performance (i.e., multiple performance levels with at least one summary rating above Fully Successful); and provide consequences based on performance.  70%+ employees covered by PM systems as demonstrated by the above criteria for Green and validated by the following:  The agency has completed a PAAT on the program(s) that cover at least 70% of all agency employees and the PAAT panel results showed that the agency scored at least 8 points on sections 6 through 9 and at least 6 points on section 10 of the PAAT by June 30, 2008.

USDA MITS GREEN CRITERIA FOR PERFORMANCE PILOT:

Performance Pilots completed: Farm Service Agency must achieve a score of at least 80 points on the PAAT for the expanded performance pilot by June 30, 2008; and All USDA agencies must achieve a score of at least 80 points on the PAAT for all agency appraisal programs by June 30,2008.



		USDA MITS YELLOW CRITERIA FOR AWARDS AN APPRAISALS:


Implemented merit-based appraisal plans and awards programs that link to agency mission, goals and outcomes; hold employees accountable for results appropriate for their level of responsibility; differentiate between various levels of performance; and provide consequences based on performance for all SES and managers. Between 60 and 70 % of agency employees’ performance appraisal plans link to the strategic plan as demonstrated by the above criteria for Yellow.  All SES and managers performance plans are aligned and at the agency the SES appraisal system has been certified, provisional or full; and the agency demonstrates that all mangers’ performance plans are aligned, focused on results, and provide for making distinctions in performance; and awards that illustrates how the agency provided for consequences of performance. 


USDA MITS YELLOW CRITERIA FOR PERFORMANCE PILOT:


Performance Pilots Implemented: All agencies are participating in the Department-wide performance management program initiatives; have implemented improvement plans, and progressing towards meeting milestones for the Jun 30, 2009 requirements.





2Q FY 2009:


Management officials from each Agency (FAS, FSA and RMA) continue to ensure their employees’ performance plans link to their respective Agency’s Strategic Plan, Mission and Goals.  Specifications of the linkage are part of each agency’s Performance Management Program.  In conjunction with OHCM, hard-copy samples for each Agency are maintained in HRD.  This is an OPM required metric for SES and Employee Performance Appraisals.  

Web-based training for Performance Management at FSA/FAS/RMA is available through AgLearn. It informs management how to write measurable performance standards and communicate them to their employees.  HRD will assure AgLearn linkage to the OPM recommended courses, e.g., Measuring Performance and Addressing and Resolving Poor Performance.  In addition HRD is incorporating the Results-Oriented Performance Culture System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.


· FAS – FAS has an OHCM approved multi-tier performance appraisal system (5-PM FFAS Performance Management System) approved by USDA/OPM; and it is fair, credible and transparent; adheres to merit systems principles; holds supervisors accountable for managing employee performance; includes employee involvement and feedback; and differentiates between various levels of performance that will support varying degrees of recognition.  Initial FAS PAAT submission covering FY08, with supporting documentation, has been made to the Department.  This will be reviewed and feedback provided to us by February 20, 2009.  Final submission due to Department February 27, 2009, which will be forwarded to OPM by March 13, 2009, for review and scoring.

· FSA – FSA implemented an OHCM approved multi-level performance management system replacing the Pass/Fail system in FY06 It is fair, credible and transparent; adheres to merit systems principles; holds supervisors accountable for managing employee performance; includes employee involvement and feedback; and differentiates between various levels of performance that will support varying degrees of recognition.   Updates and evidence of the FSA Performance Pilot improvement plan are reported quarterly and in detail under separate cover to OHCM.  The FY07 PAAT was submitted in March of 2008 and was approved by OPM in May 2008 based on the FY 2007 performance ratings with a passing score of 80. The initial Performance Appraisal Assessment Tool (PAAT) submission covering FY08, with supporting documentation has been made to the Department.  This will be reviewed and feedback provided to us by February 20, 2009.  Final submission due to Department February 27, 2009, which will be forwarded to OPM by March 13, 2009, for review and scoring.

· RMA – RMA implemented an OHCM approved multi-level performance management system replacing the Pass/Fail system in FY06.  It is fair, credible and transparent; adheres to merit systems principles; holds supervisors accountable for managing employee performance; includes employee involvement and feedback; and differentiates between various levels of performance that will support varying degrees of recognition.  Initial RMA PAAT for FY08, with supporting documentation, has been made to the Department.  This will be reviewed and feedback provided to us by February 20, 2009.  Final submission due to Department February 27, 2009, which will be forwarded to OPM by March 13, 2009, for review and scoring.

		WORKFORCE DIVERSITY



		USDA MITS GREEN CRITERIA FOR WORKFORCE DIVERSITY: 


Implemented programs that are designed to recruit broadly, attract a diverse applicant pool and use the talents of the agency’s workforce; and has a process to sustain workforce diversity.



		USDA/OMB YELLOW CRITERIA FOR WORKFORCE DIVERSITY:


Recruitment plan implemented and positive results demonstrated.





2Q FY 2009:


To help reduce under representation and sustain workforce diversity, particularly in mission critical occupations and leadership positions, HRD established a long term FFAS Recruitment Strategy coupled with the Federal Equal Opportunity Recruitment Plan (FEORP) and a long term FFAS Training & Development Strategy. Both of these strategies align with the USDA/OPM initiatives.  The annual recruitment / training plans for each Agency are designed to identify programs that recruit broadly, attract a diverse applicant pool and develop and recognize the talents of the Agency's workforce.  FAS, FSA and RMA have a process in place to sustain diversity; and trends are analyzed and reported quarterly. Table 1 identifies the changes for each agency from the previous quarter.

· FAS – Civil Rights management and HRD collaborated to develop diversity initiatives in staffing and training that are included in the FAS Strategic Plan.  Based on the FFAS hiring data from October 01, 2008 through January 03, 2009, FAS had 10 hires (external to Agency), 6 (60.0%) of whom were in the 3 major represented groups. The profile of the total permanent employee population as of January 03, 2008 indicates 52.7% Women - up by 0.4%, 24.0% Black – up by 0.4%, 5.0% Hispanic – down by 0.2%, 4.1% Asian – down 0.2%, and 0.8% American Indian – no change.  


· FSA – FSA continues to enhance the long term relationship with the National Society for Minorities in Agriculture Natural Resources and Related Sciences (MANRRS) by acquired access to a diverse applicant pool of students that have achieved academic and leadership excellence.  Based on the FFAS hiring data from October 01, 2008 through January 03, 2009, FSA had 72 hires (external to Agency), 45 (62.5%) of whom were in the 5 major represented groups.  The profile of the total permanent employee population as of January 03, 2008 indicates 56.7% Women – down by 0.4%, 10.3% Black - down by 0.3%, 3.8% Hispanic – down 0.1%, 1.4% Asian –no change, and 1.7% American Indian – up by 0.1%.    

· RMA – RMA management in conjunction with the National Civil Rights Council established goals to increase representation of minorities and women in the workforce, improve retention of minorities, increase advancement opportunities for minorities and women, establish and meet hiring and retention goals for employees with targeted disabilities, improve timeliness in EEO complaint processing, promote a workplace free of reprisal or harassment.  Based on the FFAS hiring data from October 01, 2008 through January 03, 2009, RMA had 10 hires (external to Agency), 6 (60.0%) of whom were in the 3 major represented groups.  The profile of the total permanent employee population as of January 03, 2008 indicates 47.0% Women - down by 0.8%, 15.3% Black - down by 0.2%, 3.1% Hispanic – up by 0.2%, 3.1% Asian – up 0.8%, and 0.8% American Indian – down 0.2%.


WORKFORCE DIVERSITY TREND ANALYSIS

		Based on NFC Focus Report as of January 03, 2008 and Focus Report on  FFAS Hiring Data from 10/01/08 to January 03, 2008

		Total / Hire Federal FT  YTD

		WOMEN

		BLACK

		HISPANIC

		ASIAN AMERICAN / PACIFIC ISL.

		AMERICAN INDIAN / ALASKA



		

		

		RCLF: 43.9% 

		RCLF: 17.8%

		RCLF: 7.8%

		RCLF: 5.3%

		RCLF: 2.0%



		FAS Total

		847

		52.7% ^

		24.0% ^

		5.0% v

		4.1% v

		0.8% >



		FAS Hires

		10

		60.0% v

		30% ^

		10.0% ^

		0.0% >

		0.0% >



		FSA Total

		5221

		56.7% v

		10.3% v

		3.8% v

		1.4% >

		1.7% ^



		FSA Hires

		72

		55.6% v

		16.7% ^

		6.9% ^

		1.4% ^

		0.0% >



		RMA Total

		489

		47.0% v

		15.1% v

		3.1% ^

		2.0% v

		.8% v



		RMA Hires

		10

		40.0% v

		40.0% ^

		10.0% ^

		0% >

		0.0% >





Arrows indicate upward, downward, or no change from previous quarter


Table 1

		SKILLS GAP



		USDA MITS GREEN CRITERIA FOR SKILLS GAP: 

Meets targets for closing competency gaps in mission-critical occupations (i.e, agency-specific, human resources management, information technology, acquisition and agency-specific occupations), significantly reduced the number of vacant positions in MCO’s, and used appropriate competitive sourcing  and E-Gov solutions within the gap closure strategy; demonstrates how gap closure supports organizational objectives.



		USDA MITS YELLOW CRITERIA FOR SKILLS GAP:


Agency has no skill gaps exceeding 3%.





2Q FY 2009:


HRD utilized the FY08-FY13 USDA (FFAS) Workforce Planning and Succession Planning Guidance to identify projected retirements, actual turnover and other workforce analytical data to assist in identifying current and future competency or skills/vacancy gaps in Mission Critical Occupations (MCO).  By following the guidance, short and long term strategies to close competency gaps are developed and updated annually in collaboration with Agency leadership.  Gap closure strategies include focused training and developmental activities, competency-based recruitment practices, and targeted retention programs.  For instance, by leveraging eGov solutions, AgLearn participation and use of net meetings will be incorporated into the strategies; and competitive sourcing strategies, where required, will also incorporate current and future competencies. 

a) Skills (Vacancy) Gaps - Recruitment Implications


In addition to applying workforce analytical data to assist in identifying current and future gaps in Mission Critical Occupations (MCO), USDA and OPM directed an additional analytical tool to focus HRD recruitment strategies and to ensure critical skills and resources are “on-board” in the Agency. The MCO Skills Gap (Vacancy) Profile predicts the percentage of vacant MCO positions for each Agency over the next fiscal quarter (see Tables 2, 3 and 4).  The funded FTE (ceiling) data is provided by the respective Agency and prorated where specific MCO FTEs were not available.  The OPM/USDA target is to keep the percentage of vacant positions at or below 3%.       


· FAS – Of the 20 Mission Critical Occupations identified and reported by USDA to OPM, 5 of the MCOs apply to FAS; and 20% (135 of ~ 661) of the workforce are funded in these occupations.  Based on the number of funded positions to the number of employees on board per MCO, there are 2 MCO’s at or below the OPM/USDA target of a 3% vacancy gap; and 3 MCO’s with a gap greater than 3%.  The 2QFY09 vacancy gap is 4.7%; and the projected vacancy gap for all MCOs at the close of 3QFY09 is 3% or less.  Vacancies are reviewed in respect to supporting organizational objectives and the annual recruitment plan prior to posting the vacancy. 

FAS MCO SKILLS GAP (VACANCY) PROFILE 
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* OPM conducted Competency Assessment


Table 2

· FSA – Of the 20 Mission Critical Occupations identified and reported by USDA to OPM, 7 of the MCOs apply to FSA; and 73% (3744 of ~ 5135) of the workforce are funded in these occupations.  Based on the number of funded positions to the number of employees on board per MCO, there are 4 MCO’s at or below the OPM/USDA target of a 3% vacancy gap; and 3 MCO’s with a gap greater than 3%.  The 2QFY09 vacancy gap is 1.2%; and the projected vacancy gap for all MCOs at the close of 3QFY09 is 3% or less.  Vacancies are reviewed in respect to supporting organizational objectives and the annual recruitment plan prior to posting the vacancy.  

FSA MCO SKILLS GAP (VACANCY) PROFILE
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* OPM conducted Competency Assessment


Table 3

· RMA – Of the 20 Mission Critical Occupations identified and reported by USDA to OPM, 7 of the MCOs apply to RMA; and 59% (289 of ~487) of the workforce are funded in these occupations.  Based on the number of funded positions to the number of employees on board per MCO, there are 2 MCO’s at or below the OPM/USDA target of a 3% vacancy gap; and 3 MCO’s with a gap greater than 3%.  The 2QFY09 vacancy gap is 7.8%; and the projected vacancy gap target for all MCO’s at the close of 3QFY09 is 3% or less.  Vacancies are reviewed in respect to supporting organizational objectives and the annual recruitment plan prior to posting the vacancy.  

RMA MCO SKILLS GAP (VACANCY) PROFILE
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* OPM conducted Competency Assessment


Table 4


HRD incorporates the Talent Management System elements and metrics of OPM’s HR Practitioners' Guide and HCAAF - Systems, Standards and Metrics into its annual Human Capital Management Accountability and Performance Plans (HCMAPP) and the Quarterly Accountability Report to communicate, analyze and act on trends in Skills Gap Closure, Turnover, Management/Applicant Satisfaction, etc., to continue to improve the acquisition and utilization of talent.  


b) Skills (Competency) Gaps - Training & Development and Recruitment Implications

Where Government-wide competency assessments have not been administered, core competencies of all Agency MCOs are generally aligned to the 34 Leadership Competencies defined by OPM.  They include fundamental competencies for managing one’s self and advanced competencies from managing teams or leading projects, to managing people, programs and performance, to leading organizations.  For each Agency, developmental venues, e.g., AgLearn course work, Leadership Training, etc., are available on the HRD web site in order to assist employees and managers target their training needs and encourage self development. The developmental process for all employees is articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.  


· FAS – Agency specific Mission Critical Occupations have been identified from the workforce analyses (FY08-FY11) that are critical to support the mission and the accomplishment of Agency goals, objectives and initiatives. Core competencies of all MCOs are aligned to OPM’s leadership competencies, and the top five core competencies have been identified for each FAS MCO.  Developmental venues, e.g., AgLearn course work, are available on the HRD web site in order to assist employees and managers target their training needs and articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.  FAS reviews and assesses the closure of competency gaps for mission critical occupations on a quarterly basis.


· FSA – Agency specific Mission Critical Occupations have been identified from the workforce analyses (FY08-FY11) that are critical to support the mission and the accomplishment of Agency goals, objectives and initiatives. Core competencies of all MCOs are aligned to OPM’s leadership competencies, and the top five core competencies have been identified for each FSA MCO.  Developmental venues, e.g., AgLearn course work, are available on the HRD web site in order to assist employees and managers target their training needs and articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.  FSA reviews and assesses the closure of competency gaps for mission critical occupations on a quarterly basis.  


· RMA – Agency specific Mission Critical Occupations have been identified from the workforce analyses (FY08-FY11) that are critical to support the mission and the accomplishment of Agency goals, objectives and initiatives. Core competencies of all MCOs are aligned to OPM’s leadership competencies, and the top five core competencies have been identified for each RMA MCO.  Developmental venues, e.g., AgLearn course work, are available on the HRD web site in order to assist employees and managers target their training needs and articulated in Notice PM-2570 - Continuous Learning and Succession Planning Tool for Developing Competencies.  RMA reviews and assesses the closure of competency gaps for mission critical occupations on a quarterly basis.


The current and essential part of the gap closure strategies within the agencies is to utilize the government-wide, web-based competency assessment tools provided by OPM / USDA; and to analyze the results of the assessments from which competency gap closure strategies are developed.  To date, all Leadership positions, the Information Technology, Human Resources, and Acquisition occupations have been assessed using the OPM approved competency assessment tools (Table 5).  


Of note, in April of 2007, the Office of Federal Procurement Policy (OFPP) and the Federal Acquisition Institute (FAI) conducted a voluntary and anonymous Acquisition Competencies Survey.  The targeted audience included personnel in the 1102 series, civilian and military personnel who perform Contract Specialist duties, and personnel with Contract Officer Warrant authority.  There were over 5,400 responses to the survey.

		Government-wide Assessed MCOs

		Assessment Tool Used

		Date of Assessment(s)

		Number of Core Competencies Assessed

		Gap Analysis Report and Improvement Plan

		USDA Targeted Competencies


FY08



		2210 

Computer Specialist

		OPM 


OCIO


ITWCA

CPAT

		11/06

		12 Clinger-Cohen Defined

		USDA/OCIO


May 2007

		· IT Project Management - Decision Making, Leadership


· IT Security/Information Assurance - Information Assurance, Information Systems/Network Security


· Enterprise Architecture - Strategic Thinking, Technology Awareness


· Solutions Architecture - Requirements Analysis, Information Technology Architecture



		0201


Human Resource Specialist

		OPM


FCAT-HR

		06/07

		19 CHCO Defined 

		USDA


September 2007

		· Facilitating


· Understanding Performance Management



		All Leadership Positions

		OPM FCAT-M

		06/07

		34 CHCO Defined

		TBD

		· Facilitating Project Management

· Defining Requirements

· Financial Management



		1102


Acquisition

		FAI

		04/07

		17 Technical

		FAI 

 October 

2007

		· Facilitating Project Management

· Defining Requirements

· Financial Management





GOVERNMENT WIDE ASSESSMENTS COMPLETED

Table 5

c) Federal Competency Assessment Tool for Human Resource Specialists (FCAT-HR) 


OPM conducted its 3rd annual web-based competency assessment of Human Resource Specialists (0201 series) in 4QFY08.  The FCAT-HR focused on 19 OPM-defined 0201 competencies and a summary of the HRD results are reflected in the Tables 6, 7 and 8.  

A department-wide work group also analyzed the 2007 FCAT-HR results; and USDA/OHCM identified two competencies to focus on and to close the skills gaps for - Performance Management and Performance Management - Training & Communication.  Progress reports regarding training for competency gap closure of these skill gaps was submitted to the Department.  The FCAT-HR results for FY08 have been assessed and competency gap closure options are being reviewed and analyzed for cost efficiency and effectiveness.

Table 9 outlines the FY07 strategy and accomplishments.


For HRD, of all 19 competencies, the 5 competencies with the highest proficiency, the 5 competencies with the lowest proficiency and the 5 competencies with the greatest skills gaps are identified in Table 6.  




Table 6

Of the 7 General Competencies, the highest and lowest proficiency; and the greatest to least gap are sorted in Table 7.



Table 7


Of the 12 Technical/Performance Management Competencies, the 5 Highest, the 5 Lowest and the 5 with the greatest gaps are reflected in Table 8.




Table 8

Format for Performance Management Planning and Reporting 


For GS-201 Positions Employee Development Plans to Close Competency Gaps

		Tactics


(Strategies)

		Rationale


(Purpose)

		Timetable


By Quarter

		Responsibility (Who)

		Measurement


(Completion Progress)



		1. Utilize the currently developed FSA performance management AgLearn course, entitled “Performance Management for Non-Supervisors.” 

		The FSA AgLearn course will offer a cost effective development tool designed to provide a better understanding of the components of the performance management system.  

		Quarter 2 to 3

		· Supervisors


· Employees

		Certification by HR Director and HR supervisors 



		

		

		

		· 

		Quarterly Accomplishments of Tactic


Q 2 – memo to all targeted HR Specialists assigning the FSA Performance Management AgLearn course.



		2. Add the performance management AgLearn course to the 201 HR specialist’s IDPs. 




		IDPs target developmental goals on an individual basis by providing a roadmap for tracking progress.  

		Completion of AgLearn course by   Quarter 3.

		· Supervisors


· Employees

		Certification by HR Director and Supervisors that the performance management course has been added to 201 HR Specialist’s IDPs.



		

		

		

		· 

		Quarterly Accomplishments of Tactic    


IDPs are in the process of being updated and completed.



		3. Confirm the number of HR Specialist that have completed the performance management course.




		To provide employees with the resource to gain additional performance management knowledge 

		Quarter 2 - 50% of the targeted population will have started the developmental activity. 


Quarter 3 - 100% of targeted. Population will have completed the AgLearn course.

		· Supervisors


· Employees


· Agency AgLearn Administrator

		Monitoring of participation in the course and other developmental opportunities.



		

		

		

		

		Quarterly Accomplishments of Tactic





Table 9

		HIRING TIMELINES (GS and SES)



		USDA MITS GREEN CRITERIA FOR HIRING TIMELINES FOR GS AND USE OF HIRING FLEXIBILITIES: 

Implemented a comprehensive strategy from improving hiring process and ensuring highly qualified candidates are recruited and retained.  Meets 28-day time to hire standard.  Meets 45-day standard to notify applicants of hiring decisions for 70% of hires and achieved a significant reduction in the time to hire employees in MCOs.  Meets target for hiring process improvements based on the Hiring Satisfaction Survey.  Use hiring flexibilities including category rating to meet recruiting and staffing challenges.  Integrated Career Patterns Initiative into the recruitment and hiring strategy.

USDA MITS GREEN CRITERIA FOR HIRING TIMELINES FOR SES AND USE OF HIRING FLEXIBILITIES: 

Sets and meets SES hiring timeline of 30 days or less.  Meets 45-day standard to notify applicants of hiring decisions for 70% of hires.  Use hiring flexibilities to meet recruiting and staffing challenges.



		USDA MITS YELLOW CRITERIA FOR HIRING TIMELINES FOR GS AND USE OF HIRING FLEXIBILITES:

Agency meets hiring timeline of 45 days for GS and has used hiring flexibilities to meet recruiting and staffing challenges.


USDA MITS YELLOW CRITERIA FOR HIRING TIMELINES FOR SES AND USE OF HIRING FLEXIBILITES:

Agency meets hiring timeline of 40 days for SES and has used hiring flexibilities to meet recruiting and staffing challenges.





2Q FY 2009:


a)  Hiring Timelines 


Hiring Timelines, which includes the time to fill vacancies from the closing date of announcement to the date of offer (omitting non-workdays), are tracked by HRD and reported quarterly.  USDA/OHCM established hiring timeline goals of 40 days for SES positions and 45 days for GS level positions.  All three Agencies continue to aggressively pursue these goals as noted in Table 10.


· FAS – For the period October 1, 2008 to December 31, 2008, FAS recorded an average of 29.6 working days from the time the vacancy closed to the time management returned a decision. This represents 15.4 days under the target of 45 days.  There were no SES hires during this period.


· FSA – For the period October 1, 2008 to December 31, 2008, FSA recorded an average of 24.4 working days from the time the vacancy closed to the time management returned a decision.  This represents 20.6 days under the target of 45 days. There were no SES hires during this period.


· RMA – For the period October 1, 2008 to December 31, 2008, RMA recorded an average of 54.9 working days from the time the vacancy closed to the time management returned a decision.  This represents 9.9 days over the target of 45 days. There were no SES hires during this period.


		AGENCY (GS permanent) for period October – December 2008

		FAS.

		FSA

		RMA



		1. Average # of Work Days per GS Hire - work days from SF52 in to Offer 

		108.4^

		58.6v

		116.3v



		2. GS: Average # of Work Days per Hire - work days from Ann. Close to Offer (45 days = OPM Target/ 28 days = USDA Target)

		29.6^

		24.4v

		54.9^



		3. Total # of Permanent Hires (offers made) 

		10

		63

		10



		# of Permanent Hires offered under OPM 45 Day Measure

		8

		55

		6



		% of Permanent Hires offered under OPM 45 Day Measure (70% = OPM Target)

		80.0% v

		87.3%^

		60.0%^



		4. Total # of Mission Critical Occupations Hires (offers made)

		7

		35

		6



		5. Total # of Applicants

		395

		1010

		328



		# Applicants notified of final status under OPM 45 Day Measure

		287

		843

		183



		% Applicants notified of final status within OPM 45 day standard (70% = OPM Target)

		72.7%^

		83.5%^

		55.8%^



		6. # of Hiring Flexibilities used for ‘all’ hires  

		1

		8

		1





Arrows indicate upward, downward, or no change from previous quarter

Table 10

		AGENCY (SES) for period October – December 2008

		FAS

		FSA

		RMA



		Average # of Days per SES Hire (re: OPM 45 day criteria )

		n/a

		n/a

		n/a



		Total # of SES Hires

		0

		0

		0





b) End to End Hiring (E2E)

In the next 5 years, the Federal Government will lose a significant portion of its valued workforce through attrition, primarily due to retirement.  The Government’s ability to replace this loss of skills and experience with new talent will depend on our capability to efficiently and effectively recruit, hire and retain high performing employees.


The E2E Hiring is one of four of the Office of Personnel Management (OPM) initiatives launched in 2008.  This roadmap is a product of the partnership between OPM and the Chief Human Capital Officers (CHCO) Council Subcommittee for Hiring and Succession Planning.  This new approach to Federal hiring is designed to focus on the applicant: his/her expectations, needs and interests.  The components of E2E include Workforce Planning; Recruitment; the Hiring process; Security and Suitability; and Orientation.  Using these five components helps to create a strategic hiring process that is focused on positive outcomes for applicants, hiring managers and human resources officials.


· Career Patterns

The Career Patterns, which was initiated by OPM in June 2006, is now an element of the E2E initiative.  Career Patterns is an approach to bring the next generation of employees into Federal Government positions over time.  

The FFAS task force continues to work on the Career Patterns initiative and is in the process of updating current marketing statements and the vacancy announcements continue to be reviewed to optimize the use of the career pattern language and to capitalize on the various core value characteristics of the career pattern scenarios.   


c)   Management Satisfaction Survey (MSS) / Applicant Satisfaction Survey 

The Management Satisfaction Survey / Applicant Satisfaction Survey (for USAJOBS) were initiated by OPM/CHCO in July 2006.  Data from these surveys are analyzed and used to improve the overall hiring process, especially from the hiring manager’s point of view. The combined % of positive responses (Strongly Agree/Agree or Very Satisfied/Satisfied) for the Management Satisfaction Survey per quarter (May 01, 2008 through July 31, 2008) and the Applicant Satisfaction Survey (as of 3/31/07) are identified in Tables 11 and 12.


· FAS – Since June 30, 2007, either managers did not respond, or they did not receive the MSS request.  


· FSA – For the period from May 01, 2008 to July 31, 2008, 28 FSA managers responded to the MSS with an overall satisfaction rate of 59.5% - up 2.0 % from 57.5% from the previous quarter.  And 78.6% of the selecting officials are satisfied with the quality of applicants - down 4.7% from 83.3% from the previous quarter. 


· RMA – For the period from May 01, 2008 to July 31, 2008, 2 RMA managers responded to the MSS with an overall satisfaction rate of 63.9% - up 1.2% from 62.7% from the previous quarter.  And 100% of the selecting officials are satisfied with the quality of applicants – same percentage as the previous quarter.  


· USDA agency-wide – For the period from May 01, 2008 to July 31, 2008, 269 managers responded to the MSS with an overall satisfaction rate of 60.8% – down .8% from 61.6% from the previous quarter.  And 81.8% of the selecting officials are satisfied with the quality of applicants – up .1% from 81.7% from the previous quarter.   

· Government-wide (GW) – For the period from May 01, 2008 to July 31, 2008, 3042 managers responded to the MSS with an overall satisfaction rate of 57.1% – down .4% from the previous quarter.  And 75.7% of the selecting officials are satisfied with the quality of applicants – down 1.2% from 76.9% from the previous quarter. 


		#

		Management Satisfaction Survey


(from May 01, 2008 to July 31, 2008)




		PERCENT POSITIVE RESPONSES by Quarter






		

		

		FAS

		FSA

		RMA

		USDA

		GW



		Number of Respondents

		0

		28

		2

		269

		3042



		2a

		The job summary accurately described the position.

		0

		92.8

		100

		94.1

		91.6



		2b

		I was involved in the development of the evaluation criteria (e.g., qualifications, KSAs, competencies).

		0

		57.2

		100

		72.2

		58.0



		2c

		The evaluation criteria encompassed the KSAs (knowledge, skills, and abilities) and competencies needed for the job.

		0

		92.8

		100

		92.9

		85.1



		2d

		I received a referral list in a timely matter.

		0

		96.4

		100

		92.6

		75.1



		3

		How satisfied were you with your level of involvement in the development of the job announcement?

		0

		71.4

		100

		86.3

		73.5



		4a

		How satisfied were you with the Content (e.g., appropriate headings) of the resumes you received?  

		0

		85.7

		100

		88.5

		81.6



		4b

		How satisfied were you with the Organization of the resumes you received?

		0

		85.7

		100

		89.9

		82.5



		4c

		How satisfied were you with the Amount of job-relevant information provided on the resumes you received? 

		0

		85.7

		100

		89.3

		81.2



		5

		How satisfied were you with the quality of applicants?

		0

		78.6

		100

		81.8

		75.7



		6

		My job announcement attracted the right applicants.

		0

		71.4

		100

		77.3

		72.6



		7

		Did you receive an appropriate number of qualified applicants from the job posting?

		0

		60.7

		50.0

		69.5

		72.9



		9a

		I have the flexibility I need to use:     Recruitment incentives

		0

		39.2

		0

		29.2

		31.8



		9b

		I have the flexibility I need to use:      Relocation incentives

		0

		35.7

		0

		29.7

		23.0



		9c

		I have the flexibility I need to use:     Retention incentives

		0

		21.5

		   0 

		21.3

		22.4



		9d

		I have the flexibility I need to use:     Student loan repayments

		0

		7.1

		0

		9.4

		11.8



		9e

		I have the flexibility I need to use:      Pay setting flexibilities

		0

		17.9

		0

		17.4

		25.9



		10

		Do you have the flexibility to use other hiring incentives? (% yes)

		0

		21.4

		0

		10.6

		18.1



		12

		Do you need or want the flexibility to use other hiring incentives? (% yes)

		0

		50

		100

		41.6

		45.5



		MSS AVERAGE

		0

		59.5

		63.9

		60.8

		57.1





Table 11

		#

		Applicant Satisfaction Survey


ELEMENT SCORES


(data as of 03/31/07, no data received from Department/OPM since this date)

		FAS

		FSA 

		RMA

		USDA

		GW



		

		

		Finished


R=1

		*Quit Process


R=2

		Finished


R=6

		*Quit Process


R=30

		Finished


R=3

		*Quit Process


R=4

		Finished


R=117

		*Quit Process


R=179

		Finished


R=2008

		*Quit Process


R=3838



		1

		Job Search

		28

		53

		80

		75

		100

		78

		80

		76

		81

		78



		2

		Job Announcement 

		38

		44

		78

		74

		100

		86

		78

		78

		80

		78



		3

		Resume Building

		50

		66

		72

		70

		100

		82

		79

		72

		79

		74



		4

		App Storage and Retrieval

		39

		82

		75

		74

		100

		84

		84

		76

		84

		78



		5

		Job Application Process

		37

		66

		64

		64

		100

		76

		75

		65

		75

		71



		6

		Applicant Satisfaction

		19

		38

		60

		65

		100

		75

		72

		65

		74

		69



		#

		Applicant Satisfaction Survey


FUTURE BEHAVIOR SCORES

		FAS

		FSA

		RMA

		USDA

		GW



		

		

		Finished

		*Quit Process

		Finished

		*Quit Process

		Finished

		*Quit Process

		Finished

		*Quit Process

		Finished

		*Quit Process



		7

		Apply with Federal Government Again?

		17

		100

		83

		81

		100

		83

		90

		83

		89

		85



		8

		Apply with Agency Again?

		17

		100

		78

		77

		100

		81

		87

		82

		87

		83





Table 12

* 
Applicants who do not complete an application through the USAJOBS system.  This includes applicants who abandon the application process and those who apply through agency unique systems.  R = Number of Respondents.

		ACCOUNTABILITY SYSTEM



		USDA MITS GREEN CRITERIA FOR ACCOUNTABILITY SYSTEM: 

Periodically conducts accountability reviews taking corrective and improvement action based on finding and results, and providing annual report to agency leadership for review and approval.



		USDA MITS YELLOW CRITERIA FOR ACCOUNTABILITY SYSTEM:


Agency has an accountability system plan and uses outcome measure to make human capital decisions, demonstrate results and drive continuous improvement in human capital standards.





2Q FY 2009:


a)  Accountability System 


HRD completed an accountability review with OPM participation in FY05.  After corrective and improvement actions were completed or developed OPM closed the review/audit satisfactorily on April 18, 2006. HRD is using this audit to prepare for the FY09 scheduled HRD audits. 


The USDA Human Capital Accountability System Implementation Plan considers 43 required metrics.  HRD continues to incorporate OPM’s HCAAF Systems, Standards and Metrics (SSM), the USDA Human Capital Accountability System elements of the OPM HR Practitioners' Guide and the USDA Accountability Plan elements into its Human Capital Management initiatives.  


The FFAS Quarterly Accountability Report and quarterly MITS entries serve as documented evidence of OPM Accountability requirements and standards, e.g., HCAAF, SSM and Merit Systems Principles. 


b)  Agency Strategic Plan Metrics 


Currently, the Time to Fill Vacancies and the Mission Critical Skill Gap Closure Rate are measures incorporated into the FSA Strategic Plan and reported quarterly.  RMA and FAS include human capital related measures in their respective strategic plans.  Nonetheless, the USDA Internal PMA Scorecard has prompted each Agency to report metrics critical to accomplishing programmatic goals, e.g., time to fill vacancies, flexibility usage, leadership and MCO skill gap closure, etc.  Metrics identified in the USDA Human Capital Accountability System Implementation Plan and those indicated in the OPM HR Practitioners' Guide are under review and a Mission Area Quarterly Accountability Report has been developed by Q4 FY07 to provide trend analysis of each required metric.    


c) Federal Human Capital Survey (FHCS)

OPM announced the release of the 2008 Federal Human Capital Survey (FHCS) results on January 8, 2009.  More than 210,000 federal employees responded from a survey sample of 417,000 employees.  The FHCS gauges the attitudes and impressions of employees in four areas related to their overall work experience.  The survey is conducted every two years since its inception in 2002.  


The FHCS, and its companion survey – Annual Employee Survey – both provide important measures in strategic management of human capital for FFAS – Recruitment, Development & Retention, Performance Culture, Leadership, Personal Work Experiences, Job Satisfaction, and Diversity.  Analysis of the 2008 FCHS will help highlight organizational strengths and improvement opportunities for FAS, FSA, & RMA.  Analysis and trending of the 2008 FHCS will be completed by the end of 2Q FY 2009.  

		ORGANIZATIONAL STRUCTURE



		USDA MITS GREEN CRITERIA FOR ORGANIZATIONAL STRUCTURE: 

Implemented an organizational structure that provides greater efficiencies in serving customers and stakeholders, reduces overall program costs and improves performance.  The agency’s workforce plan delineates how to effectively deploy, restructure, and/or delayer the workforce; and to use competitive sourcing, E-Gov solutions, as necessary; and the agency has process(es) in place to continuously review the organizational structure and update it to address future changes in business needs in a timely manner.



		USDA MITS YELLOW CRITERIA FOR ORGANIZATIONAL STRUCTURE:


Agency has analyzed existing organizational structure and has implemented a plan to optimize restructuring, delayering, competitive sourcing, etc. to meet business needs.





2Q FY 2009:


At least annually, each Agency analyzes its existing organizational structures from a program and service delivery perspective as defined in OMB Circular, A-11, Part 2, Section 85, Paragraph 85.1. However, Agencies continually review their structures to accommodate budgetary and departmental initiative challenges. In addition, as part of the USDA Workforce Planning and Succession Guidance and scheduled updates of the Workforce Analyses, key leaders consider the Agency’s direction and configuration based on the USDA mission, Agency priorities, current and projected budgets and funding levels, the need for redeployment, restructuring, or delayering, and the impact to the organizational structure as a result of competitive sourcing and eGov solutions.


· FAS – FAS leadership continually reviews the agency structure to accommodate budgetary and departmental initiative challenges. In addition, as part of the USDA Workforce Planning and Succession Guidance and scheduled updates of the Workforce Analyses, key leaders consider FAS’s direction and configuration based on the USDA mission, Agency priorities, current and projected budgets/funding levels, the need for redeployment, restructuring, or de-layering, and the impact to the organizational structure as a result of competitive sourcing and e-Gov solutions.


· During the preparation of the FY2010 federal budget, FAS leadership analyzed its organizational structure from a program and service delivery perspective as defined in OMB Circular, A-11 (2008), Part 2, Section 85, Paragraph 85.1, ‘How should my agency’s budget address workforce planning and restructuring?’.


· No Voluntary Early Retirement Authority (VERA) or Voluntary Separation Incentive Payment Authority (VSIP), have been utilized by FAS in FY 2008.


· FSA – FSA goals relative to addressing findings and implementing recommendations from Phase II of the Independent Organizational Assessment conducted by the KnowledgeBank Inc. & Federal Management Partner team (KB/FMP) are on target.  The Executive Steering Committee has vetted and recommended action on the majority of the 52 findings and recommendations, and is in the final stages of assessing and prioritizing the remaining few.  Under separate cover, FSA has submitted the progress update on implementation activities to address those findings.

FSA continues to collaborate with OPM and OMB to have an approved MIDAS business case.  Detailed reports are provided by FSA ITSD via E-Gov MITS and to the USDA OCIO office. 


· RMA – The management team has maximized its organizational structure and now has three primary divisions to meet the needs of its customers efficiently and effectively, and to regulate sound risk management solutions.  The management team has minimized any functional overlap and redundancies in its reorganization. One of the workforce challenges identified by RMA management in reviewing its organizational structure, particularly the Risk Compliance Division, is to ensure employees have the requisite regulatory and compliance competencies to meet the growing demands of its programs. 


In reference to OMB Circular A-11 (2007), Section 85 (Estimating Employment Levels and The Personnel Summary), FAS, FSA and RMA management identify the human capital management and development objectives, key activities and associated resources that are needed to support their Agency’s accomplishment of programmatic goals.  In addition Agency management identifies specific activities or actions planned to meet the standards for success for strategic management of human capital, the associated resources, the expected outcomes, and how performance will be measured.  Assessments of the impact of any organizational changes are conducted, including the number of organizational layers, the supervisory span of control, and the reduction of time to make decisions.  


		LEADERSHIP/SUCCESSION MANAGEMENT



		USDA MITS GREEN CRITERIA FOR LEADERSHIP/SUCCESSION MANAGEMENT: 

Succession strategies, including structured leadership development programs, result in adequate leadership bench strength; agency meets its targets for closing leadership competency gaps; and agency determined that bench strength and competency gap closure support organizational objectives.



		USDA MITS YELLOW CRITERIA FOR LEADERSHIP/SUCCESSION MANAGEMENT:


Has succession strategies and a leadership developmental program.





2Q FY 2009:


a) Leadership Bench Strength Profile

Each Agency has applied OPM’s Strategic Leadership Succession Model Assessment to identify Succession Targets and Talent Pool.  HRD is working with USDA OHCM in the implementation of a department-wide Strategic Leadership Succession Plan to assist agencies in meeting their targets for closing leadership gaps (both vacancy gaps and competency gaps) and build upon the bench strength of future leaders.  In addition, Agency leaders and managers strive to effectively manage people, ensure continuity of leadership, and sustain a learning environment that drives continuous improvement in performance, and provide a means to share critical knowledge across the Agency.  

· FAS – Based on the Leadership Bench Strength Profile, the expected ‘vacancy’ gaps in career leadership positions present a minimum risk - all under 3% of FTE targets.


· FAS held 26 teambuilding sessions, 1 senior leadership session - 23 attended, 16 cross agency sessions - 443 attended which included an overseas session, 9 program area sessions - 354 attended, and conducted 1 Critical Thinking and Writing with Power course.


· As part of the FAS succession planning process, FAS has launched a 3-tier Leadership Academy beginning with a pilot program in August.  


· Also FAS has developed and will launch a program entitled the Development Ladder to address the need for continuous learning in all levels of employees by following the Leadership Journey of OPM defined critical competencies.

· FSA – Based on the Succession Targets and Talent Pool profile, the expected gaps in career leadership positions present some risk, particularly in staffing future SES and GS-15 managers. Developmental action plans are currently under consideration.  


· RMA – Based on the Succession Targets and Talent Pool profile, the expected gaps in career leadership positions present a minimum risk - all under 3%.  

Format for Performance Management Planning and Reporting


For Leadership Positions Employee Development Plans to close Competency Gaps

		Tactics


(Strategies)

		Rationale


(Purpose)

		Timetable


By Quarter

		Responsibility (Who)

		Measurement


(Completion Progress)



		1. For FSA and RMA, utilize currently developed FSA performance management AgLearn course entitled,  “Performance Management for Supervisors.” 


OHCM has decided to adopt and adapt the FSA course for the DA.  The DA course may be appropriate for FAS managers and supervisors. 


RMA is reviewing the course to meet their internal training needs.

		The FSA AgLearn course will offer a cost effective developmental tool designed to provide a better understanding of both targeted management competencies. 


1. Understanding Performance Management Process and Practices and 


2. Facilitating Performance. 

		Quarter 1 and, 2


Completion rate - 


85 % SES


65% GS-15


60% GS-14


55% GS-13  




		Managers and Supervisors




		Certification by HR Director






		

		

		

		

		Quarterly Accomplishments of Tactic


AgLearn course is on-line with managers and supervisors actively taking the course. Completion average is 50% for 1st Quarter FY 2008.






		2. For FSA and RMA utilize the currently developed AgLearn course, “Advanced Performance Management.” 


OHCM has decided to adopt and adapt the FSA course for DA.  The DA course may be appropriate for FAS managers and supervisors. 


RMA is reviewing the course to meet their internal training needs.

		To close the competency gaps for the two targeted performance management competencies, the Advanced FSA course will support the agencies’ efforts to develop their managers and supervisors to the advanced and expert competency levels. 

		Quarter 3 and 4


Completion rate


85% SES


75% GS-15


70% GS-14


65% GS-13




		Managers and supervisors




		Certification by HR Director






		

		

		

		

		Quarterly Accomplishments of Tactic


AgLearn course is on-line with managers and supervisors actively taking the course. Completion average is 50% for 1st Quarter FY 2008.





Table 13

b) Federal Competency Assessment Tool for Managers (FCAT-M) 


A department-wide work group analyzed the 2007 FCAT-M results; and USDA/OHCM identified two competencies to focus on and to close the skills gaps for - Facilitating Performance and Understanding Performance Management in FY08.  The Leadership Competency Profile Chart and formulae have been developed by OPM and used to track and report the leadership competency gaps for the current fiscal year and for the long term - five years.  

OPM conducted the annual web-based competency assessment of all career Leadership positions in 3QFY08.  The FCAT-M focused on 34 OPM-defined leadership competencies and a summary of the FCAT-M results for FY08 have been compiled and are being reviewed for identification of leadership competency gap closure options.  Methods to target and close leadership competency gaps using development plans are being assessed.   

· FAS – To support gap closure strategies, the results of the 2008 Federal Competency Assessment Tool for Managers (FCAT-M) are currently under review to identify competency gaps and gap closure strategies.  Initial indications of FAS’s leadership competency strengths are Integrity/Honesty, Public Service Motivation and Creativity and Innovation; and noted improvement areas are Differentiating Performance, Continual Learning, and Oral Communication. See chart 14.

· FSA – To support gap closure strategies, the results of the 2008 Federal Competency Assessment Tool for Managers (FCAT-M) are currently under review to identify competency gaps and gap closure strategies.  Initial indications of FSA’s leadership competency strengths are Integrity/Honesty, Customer Service, and Public Service Motivation; and noted improvement areas are Conflict Management, Influencing/Negotiating, and Human Capital Management.  See chart 15.

· RMA – To support gap closure strategies, the results of the 2008 Federal Competency Assessment Tool for Managers (FCAT-M) are currently under review to identify competency gaps and gap closure strategies.  Initial indications of RMA’s leadership competency strengths are Integrity / Honesty, Interpersonal Skills, and Flexibility; and noted improvement areas involve Team Building, Entrepreneurship, and Partnering.  See chart 16.



Table 14



Table 15



Table 16

As the FCAT-M results are further reviewed by HRD and USDA, management will continue to focus on the 34 OPM-identified Leadership competencies to develop current and future leaders.  FSA will use government-wide programs to fill the leadership pipeline.  Two new Leadership Programs have been developed by HRD. The leadership programs are customized and designed to meet the needs of the organizations HRD supports; both programs have been successfully implemented in FY08-09.  The first program, “Invitation to Excellence: Leading in FSA” is for new supervisors.  The second program, “The Leadership Development Program” is a succession planning initiative for high potential employees who have never held a supervisory position.  The FSA also participates in government-wide programs to fill leadership pipelines e.g., Aspiring Leader Program, Congressional Fellows Program, Executive Potential Program, the SES Federal Career Development Program, and the Federal Executive Institute Program.  

c) Leadership positions


The FY09 Training and Recruitment needs resulting from the FFAS Workforce Analysis are considered during the budget submissions.  Leadership training to support succession plans are included as are the recruitment initiatives to ensure a high performing, diverse workforce.  The FFAS 5-year Training & Development Strategy and the FFAS 5-year Recruitment Strategy provide the focus for agencies to develop annual recruitment and development plans that address the expected competency gaps in key leadership positions. 


In addition, HRD has incorporated the Leadership and Knowledge Management System elements of the OPM HR Practitioners' Guide into its Human Capital Management initiatives.  Under the direction of OHCM and during the third quarter of FY08, each Agency completed the Federal Competency Assessment Tool for Managers (FCAT-M) to assess its supervisors, managers and team leaders against the 34 Leadership Competencies.  USDA/OHCM and the Agency HRD representatives are evaluating the results and will identify leadership skill gaps and develop or recommend subsequent gap closure strategies.  


Because performance indicators and metrics are not yet available through the USDA AgLearn reporting function, data has not been available to trend several internal metrics and the required OPM and USDA Accountability Plan metrics. 


Prepared and submitted to MITS/USDA by: 


FFAS, Human Resources Division


Human Capital Management Staff


(202.401.0225) 
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Strategic Human Capital Management is the transformation of how we employ, deploy, develop and evaluate the workforce and is comprised of five human capital systems – Strategic Alignment, Leadership & Knowledge Management, Results-Orientated Performance Culture, Talent Management, and Accountability.  Strategic Human Capital Management serves a common purpose of producing a world class workforce which: 







Is effective in achieving agency mission results



Delivers the highest quality products and services



Quickly adapts to changing environments. 







Moreover, Human Resources (i.e. human capital practitioners), line managers/supervisors and senior leaders now share accountability for the success of human capital management within each agency and must work collaboratively to achieve the goals. 







What follows is the Farm & Foreign Agricultural Services Accountability Report to the USDA Department Administration, Office of Personnel Management (OPM), and Office of Management and Budget (OMB) which evaluates FFAS’s results using the OMB’s Standards for Success (see above attached document):  







Green for success



Yellow for mixed results, and 



Red for unsatisfactory. 
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Office of Management and Budget’s Standards for Success for Strategic Management of Human Capital
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