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./ Purpose

U.S. AIR FORCE

In 20 minutes...

o Help you understand:

« How the Air Force personnel community started its

performance management trek
(It's not a journey like you’re on vacation—Iit’'s more like
making your way through a jungle!)

« Some of the pitfalls and struggles—and maybe
some lessons+earred-we're learning (?)

e Give you a point-of-reference for your trek
(It’s hard woerk—don’t give up!)

Integrity - Service - Excellence
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U.S. AIR FORCE

Overview

m Developing the Plan
m President’s Management Agenda
m Building the Strategy

m Moving to Performance-based Management
m MR/DP Partnership

m |nstitutionalize the Partnership
m OSD Connection

Integrity - Service - Excellence
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U.S. AIRFORCE

The opinions expressed in this presentation are

those of John Park and do not reflect the views
of the United States Air Force

Integrity - Service - Excellence



The President’s
Management Agenda

"Government likes to begin things - to declare
grand new programs and causes. But good
beginnings are not the measure of success. What
matters in the end is completion. Performance.
Results. Not just making promises, but making
good on promises."

/}Mﬂl" ""d: .
“rezsiderd George W. Bush




S President’s Management Agenda

U.S. AIR FORCE

“Human capital strategies will
be linked to organizational
mission, vision, core values,

goals and objectives”

Strategic

Management Budget &
of Human Capital Performance
Integration

Improved

Expanded Financial

E-government

Management

Integrity - Service - Excellence
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\.;./ Building the Strategy

U.S. AIR FORCE
Defense Guidance
DoD HR Strat Plan)

AF Core Competencies

MR
Focus

Integrity - Service - Excellence



\/ Building the Strategy:
o Human Capability Framework

U.S. AIRFORCE

* HR Programming
& Budget Management
* HR Strategic

D | ]

« Legislation

» Oversight &

* Promotions

« Education

- Classification \
* Organization
* Experience

+ Placements &
Assignments

ior Leaders
agment

Cal lanning
opment

. Forcrf = Center
Readiness Management
Support

* Support to
Field Activities

* Recognition

* Information
Systems
Management &
Information Technolog

* Leadership,
Management &
Administration

(LMA)

DELIVER

Data Analysis

Integrity - Service - Excellence



\/ Building the Strategy:
ol Key Players and Products

U.S. AIR FORCE

Strategic Planning Executive Board

SAF/IMR USD(P&R) Vision
AF/DP AETC l
ANG AU G
AFIRE ~ RAND ‘i

Strategic Measures

D
wn

DP Board of Directors

AF/DP
MAJCOM DPs

Strategic Plan Objectives

ital Issues

cus Groups
Force Mgt Planning Confs

Integrity - Service - Excellence



\/ Building the Strategy:
bl Focus on Results

U.S. AIR FORCE

Vision
Right PEOPLE, Right PLACE, Right TIME —

America’s Airmen Creating the
World’s Best Air Force

Synchronize Deliver

OUTCOME: Enable
Force through optimized
processes

OUTCOME: Synchronized
governance that maximizes
capabilities and optimizes
return on investment

I Sustain

OUTCOME: OUTCOME: Sustained,
al leaders stable, and diverse

OUTCOME: Clearl

workforce of motivated,
able, and capable people
d workforce
AF missions
assigned missions
10

Integrity - Service - Excellence
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N7 Performance-Based Continuum

U.S. AIRFORCE

Vision Intuitive

0 Ket}’ Development
uestions

Strategic
Goals

Action
Plans

Objectives
(Strategic :
Initiatives)

™

Measure
Activities

Performance

Quantitative
Development

Performance

Inject feedback to validate strategy assumptions...
...and then adjust strategies to get the right outcome.

Integrity - Service - Excellence 1
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U.S. AIR FORCE

Overview

m Moving to Performance-based Management
m MR/DP Partnership
m |nstitutionalize the Partnership
m OSD Connection

Integrity - Service - Excellence

12



A )
\ ¥4 MR / DP—August 2001

U.S. AIRFORCE

-~ = MR & DP moving forward, but not always together
= Roles and responsibilities not well-defined v 5 ;
= Common goals not appreciated | -

Regulatory-based Management

Integrity - Service - Excellence 13
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\.;./ MR / DP Partnership

U.S. AIR FORCE

Performance-based Management

Strategic
Plan

» MR & DP recognize need for and benefits of partnership
= Roles and responsibilities clearly defined
= Common strategic goals

Integrity - Service - Excellence

14
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\.;./ Institutionalize the Partnership

U.S. AIR FORCE

m Document and
Codify

v Roles and
Responsibilities

v Performance
Management
System

v Rules of
Engagement

v" Sufficiency

Integrity - Service - Excellence



\/ Institutionalize the Partnership:
ol Roles and Responsibilities

U.S. AIR FORCE

Assistant Secretary’s Role

PMA

— Provide strategic direction
(+ Catalyst for innovation)

DoD/AF Guidance

Advocate for resources
and policy/legislation

Eliminate barriers to
achievement of goals

Provide oversight via
performance measures

Integrity - Service - Excellence 16



\/ Institutionalize the Partnership:
s Performance Management

MR/DP

Strategic Plan Goals

U.S. AIR FORCE

Operational
Questions

‘ Strategic Measures

AF Scorecard

v Measures

Measures should give insight into operational capability and readiness

OSD Scorecard
Measures

Integrity - Service - Excellence 17
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\ 4 Our Focus on
ool Performance Management...

U.S. AIRFORCE

° oo
WS o
V)

3

Getting the Right Measures

Perermance
\Vieasures

SPEB .
Review ‘ Accepted Revise ‘
Implement critical measures

16 9

Integrity - Service - Excellence 18



\/ ...Allows Fundamental Change
In the Way We Operate

Operationalize
the Partnership

ROE 1
We Agree to....

- Coordinate 4
-Yes - No

-Sign
-Yes - No

-Approve
-Yes - No

...signed,
SAF/MR
&

pa— AFDP_

=

DP is free to operate, but accountable -ﬁ' b

through performance measures

Integrity - Service - Excellence 19



\/ Institutionalize the Partnership:
Legally Sufficient, Auditable

Performance
Measures

Effective OQutcomes

— 5 O —
1 Auditor General EXC el |ent z
Good
Fair
:L L Poor

Integrity - Service - Excellence 20
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;./ Summary

U.S. AIR FORCE

//’

&

m Start with a solid connection to the organization

m Pick a good strategic planning and performance
management model and stick with it

m Find the balance between ownership and the
need for a good, integrated product

m Develop outcomes that are measurable
m Push the ownership issue consistently

Integrity - Service - Excellence 21



Good Luck
on the Trek!

Questions?



LMI

COVERENMENT CONSULTING
THE OPPORTUNITY TO MAKE A DIFFEREMCE HAS MEVER BEEMN GREATER

OPM Federal Workforce Conference 2004

ACQUISITION » FACILITIES & ASSET MANAGEMENT * FINANCIAL MANAGEMENT « INFORMATION & TECHNOLOGY » LOGISTICS » DRGANIZATIONS & HUMAN CAPITAL



LMI the Organization

« Dedicated to advancing the science of government
management

* Not-for-profit business model

« Government consultants in six core mission areas:
— Acquisition
— Logistics
— Financial Management
— Information & Technology
— Facilities & Asset Management
— Organizations & Human Capital




Our Distinguishing Characteristics

* High government 1Q — over 40 years of service
« Extensive government network

* Technical and analytical ingenuity
 Research driven — the LMI Research Institute
* Not-for-profit

* Ability to combine highgl proficient, and experienced
personnel, across a wide range of specialist talents to

address unique challenges

* Ability to provide “best-practice” solutions based upon
our “big-picture” government wide view




Topics

Accountability Defined

Accountability System

Accountability Tools
— The Balanced Scorecard

— The Logic Model

HHS Accountability Project

— Strategic Management System




Accountabllity Defined

Responsibility for effective and efficient performance
of programs.

Measures of accountability focus on:

(1) Benefits accruing from the program as valued
by customers and supporters;

(2) How resources are invested and the results
attained.

Simply stated: What performance results can we expect,
at what cost, and who is accountable?




What Is Human Capital Accountability?

Accountability is a system that enables an agency to
understand, evaluate, and improve its Human Capital

» Define objectives
Understand * Descrnbe processas
« Letermine ownership

Strategic Alignment ‘

Waorkforce

Planning &

Deployment
Leadership & gﬂm A
"Knuwlud'gu Performance

In!?!l'l'lﬂ‘l'll Culture

Improve Evaluate
Accountability
« Action plan « Collect data

« Make changes * Evaluate effectivenass




Topics

Accountability Defined

Accountability System

Accountability Tools
— The Balanced Scorecard

— The Logic Model

HHS Accountability Project

— Strategic Management System




Features of an HRM Accountability System

HRM goals linked to Agency goals

« Performance Measures
— Methods, sources, systems identified

* Collaborative process w/customers & stakeholders to validate goals and
measures

« Communicate throughout agency

« Accountability established
— Measures, reporting, analysis, communicating

« Collaborative process for evaluating data
— Findings, conclusions, feedback, improvements

* Periodic assessment
— HR Program performance

— Collaborative method for deciding improvement actions




A Accountability System

A “Systems” Approach Works for Organizational
Accountability and Performance Management

_________________________________________________________________________

Lo
6\3“\\\16
o

________________________________________________________________________

A Strategic Accountability System:

Goal™ |‘ | Strategic Objective* |‘ Measures™ [< Targets (Stretch)* |‘_ Initiatives ™ |

* : . -
person assigned ownership to ensure accountability for progress




Topics

Accountability Defined

Accountability System

Accountability Tools

— The Balanced Scorecard

— The Logic Model

HHS Accountability Project

— Strategic Management System




Accountability Tools

We have found the principles
embedded in two tools to be useful:

» Balanced Scorecard (BSC)

» Logic Model




Organizational Improvement Practice
How BSC fits...

The Balanced Scorecard translates strategy into
operational objectives to drive both behavior and performance

Learning & Growth
Arewe ahle o

rustsin Objective | Meamres | Target | Initiaties

Internal Business)

P Objective | Meamre: | Taget | hitatre




The BSC Framework

Metrics and Initiatives Are Aligned to Outcome Goals and Objectives

Balanced Scorecard Components

Statement of aim what each How The level of Key actions or
or pupose must achieve ““"{'_ﬂ“ mhmumd Progams required to
The Desired Quicome Py — e OUtComes

T Strategic Goal | Strategic Ohjective Measure Initiative
03 | 04 | 05
. Customer Perspective h Horizontal Alignment ﬁ
= | Ainancialistakeholder Perspective
‘E:"_t
5 | Intemal Business Process
& Leaming & Growth Perspective




Concepts of a Program Logic Model

INPUTS | OUTPUTS OUTCOMES
Design
parented
Staff curriculum iRarents
increase
knowledge of
A ol Parents Reduced
Targeted use rate of
Money ‘ parents improved child
attend i
Parents learn plil_rlclantlng 22;?:;‘
new way to SKIIIS
: discipline
Partners Provide 6
training
session




HR Performance Goals

HR.01 Recruit and hire talented, diverse employees

HR.02 Prepared and highly motivated workforce capable of performing their jobs and ready to
assume roles with greater responsibility

HR.03 Provide work life and family programs to meet employee and family member needs

HR.04 Provide the management tools and policy guidance to hire talented locally employed
staff

HR.05 Provide infrastructure to facilitate Bureau decision making and achieving management

focus




Logic Model HR Sample

Inputs

Activity

Outputs

Outcomes

Intermediate

End

FTEs allocated
to position
classification
staff

Classification

Number of unique position encumbered

Number of new positions established

Average number of days necessary to classify
positions

FTEs allocated
to staffing

Recruitment,
Hiring, and
Staffing

Number of merit promotion vacancy annc. opened

Number of in-service staffing actions processed

Number of career appointments/hires made

Number of reassignments and transfers
processed

% of jobs filled (compared to vacancy
announcements)

Avg. number of days nec. for HR to post merit
promotion vacancy ancmts.

Avg. number of days nec. for HR to issue merit
promotion certs.

Avg. number of days nec. for selecting officials to
act on merit promo.

Avg. number of days to fill positions via merit
promotion

% of mission critical
positions filled

Leadership

# enrolled in Leadership & Management
Training (mid-grades)

# of participants enrolled in external
leadership or development programs

% of employees completing L&M

training

RNOC Supervisory and
Non-Supervisory

Supervisor Ratio

Pay Band Supervisory

Supervisor broken out
by Gender

Career
Development

% of departments with identified systems
supporting and tracking IDPs

# of individuals counseled by Certified Career
Counselors

% of employees with IDPs

% of IDP developmental opportunities
accomplished, based on survey data

% of employee survey
reflecting career
development
opportunities




Incorporate Into Existing Resource
Management Process

Automated Bureau
Performance Plan (BPP) e e a—
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Accountability Crosswalk

OMB OPM
i PART i i HCAAF i
| i —3 Strategic Alignment i
: Purpose & Design — : i
: : . Workforce Planning & :
i | | Deployment |
: Strategic Planning — : :
: : — Talent ;
i Management — | Leadership & Knowledge i
| D — Management |
i o I : » Results-oriented Performance l
| Results & Accountability — i Culture i
i i — Accountability i




Topics

Accountability Defined

Accountability System

Accountability Tools
— The Balanced Scorecard

— The Logic Model

HHS Accountability Project

— Strategic Management System




HHS Strategic Management System

HR-Baltimore BSC

‘ Rockville HRC's Vision: To be the model HR service provider. I

HHS OHR BSC

Health  Flaman Services
e et

HHS OHR's Vision:
Human Capital goals.

HHS' strategic partner in achieving |

Customer

Financial/Stakeholder

C1 satisfied
Customers

CZEducated,
Empowered,
Motivated,
Customers

S1Informed S2 Good
Stakeholders Stewardship

-

HHS Learning & Growth

L1 Viable

Organization
for the Future

Internal Business Process

B2 Transparent
Processes

OHR Employee Professional Development

E1
Professional

OHR workforce

HR-Bethesda BSC

Customer

NIH OHR's Vision: Strategic partners in science.

c1 satisfied 2 Collaborate
customers. with customers

Customer

HHS Learning & Growth

1 Collaborative.
environment between e s
N HR and customer o

Internal Business Process

Internal Business Process

‘OHR Employee Professional Development

OHR Employee ional D

E1 R worklore
oxcels i critical
thinking

HR-Atlanta BSC

Baltimore HRC's Vislon: HHS leading provider of customer focused,
strategically oriented HR program

HR-Rockville BSC

Atlanta HRC's Vision: Leaders in the strategic management of
Human Capital resources.

Customer

Customer

1 Delighted 2 Educated
Customers. Customers

St informed e2tink
Stakehalders ources

HHS Learning & Growth

HHS Learning & Growth

i parters in
ing and

forecasting human
capital needs

L1 Partnership in
planning and
foretasting He needs

Internal Business Process

Internal Business Process

B1Defined HR B2 Continuous
Business improvement of
Processes processes

2 Transparent
husnesa prosescs

OHR Employee Professional Development

E1Professional HR.
Workiorce

OHR Employee

ELProfessional HR
workiorce.

Result: Strategic Alignment Goals, Measures, and Initiatives




Metrics Alignment

Moo ®
Buiurea] SHH

HHS OHR Metric AHRC BHRC NIH OHR RHRC
Annual Customer Survey (Satisfied Customer) S S S S
Favorable Customer Inputs on SES Evaluations HHS Level Metric
O
S | SLA Index S S C S
0]
Self-service System Usage Rate C C S S
Annual Customer Survey (Self-service tools & systems) S C C C
(%))
% Stakeholder contacts accomplished HHS Level Metric
g
& | Revenue-Expense Ratio C C C S
S & &| % of processes reviewed S S C S
8 “ | % of processes meeting definitions S C S C
goo % of staff trained on identified business processes S C C C
55 T
o ¢ m
S S 3| % of staff provided continuation or cross training C S S C
2R
°| HR Employee Development C C C S
% of workforce covered by HC Plan S S S S

% of critical occupations filled




Result: HHS HR Scorecard

= Strategic
Objectives Per
Perspective
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Summary: Overarching Principles of Accountability

* Goals Aligned to Agency goals/plans

« Performance Measures—both output and outcome, methods, sources,
systems identified

* Improvement Actions—aligned strategies to achieve goals
* Accountability Established—who and at what levels

* Collaborative processes—among managers; with customers &
stakeholders

« Communicate—throughout agency; with customer & stakeholder

 Periodic assessment

— Evaluating data (findings, conclusions, feedback, improvements)
— Program performance




COVERNMENT CONSULTING

THE QPPORTUNITY TO MAKE A DIFFEREMCE HAS WMEVER BEEM GREATER

cwaitt@Imi.org

ACQUISITION « FACILITIES & ASSET MANAGEMEMNT * FINANCIAL MANAGEMENT + INFORMATION & TECHNOLOGY » LOGISTICS » DRGANIZATIONS & HUMAN CAPITAL



Our Leadership’s Guidance 3/@

"Government likes to begin things - to declare grand new
programs and causes. But good beginnings are not the
measure of success. What matters in the end is completion.
Performance. Results. Not just making promises, but making

a good on promises."

/ l/jﬁ:?}ﬂ.ﬂ_. &

PrEﬁuEIéﬂt George VY. Bush

“*HHS is committed to improving management within

the Department and has established its own vision of a

unified HHS --The Department will improve program performance
and service delivery to our citizens by more strategically
managing its human capital and ensuring

that resources are directed to national priorities. “

--Secretary Tommy Thompson
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Learning and Growth Perspective | Logic Model

ome Measures |l:lutput Measures IInitiatiues

itrateqic Objective: L1 Yiahle organization for the future - We plan our future addressing hurman
apital, technology, organizational culture, and continuous learming opportunities,

1.M3 HCAAF Index @ L1.M1 % workforce covered by |Mone
1.M4 Readiness Ind B Flan
1. eadiness lndex oo 5
@E L1.M2 % of critical occupations
filled
Strategic Readiness Report
Job Family: MEDICAL @
Core Occupation: NURSE, 0610
Availability Index @
Strategic Jobs Measures Target Actual Score
Clinical Nurse * FY04 supply as % of current need (actual) 90% 95%
— * FY04 supply as % of FYO5 projected need (target)
Psychiatric 73% 75%
Nurse
Occupational 82% 88%

Health Nurse

Competencies Index

7]
o

.9 ...
@

Strategic Jobs Required C i Target Actual
— ~Assess patient needs
Clinical Nurse --Recognize complications and when 90% 5%

therapeutic intervention is required

~Provide individual and family counseling

.. ~Evaluate, treat, motivate, and redirect . i
Psychiatric B ST g akera | ° %6 EMployees Required 90% 90%
Nurse drug abuse patients to Have (target) .
~Qpserve and record changes in patints
behavior « % EI Who Have
- ~Administer medications and reaments
Occupational o (actual) 85% 90%
Health Nurse ~Establish and maintain adequate medical .

~Counsel employees on healthcare.
s




HSS’s mission and
goals
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Strategic Readiness Report
Job Family: MEDICAL
Core Occupation: NURSE, 0610
Availability Index ©)
Strategic Jobs Measures Target Actual Score
Clinical Nurse * FY04 supply as % of current need (actual) 90% 95% .
o « FY04 supply as % of FYO5 projected need (target)
Psychiatric
73% 75%
Nurse @
Occupational 82% 88%
Health Nurse .
Competencies Index @
Jobs quired C i Target Actual Score
- ~Assess patient needs
Clinical Nurse gnize complications and when 90% 75%
~Provide individual and family counseling
Psychiatric ~Evaluate, treat, motivate, and redirect « % Employees Required
Nu}:se gemhgaé'gﬂ:e' 'Ssaﬁ'."'fsmc end aicchotand to Have (target) 90% 90% .
~Observe and record changes in patients
behavior - % Emp Who Have
Occupational A s ean teaments | (actual) 85% 90%
Health Nurse ~Establish and maintain adequate medical
Tecords sys
~-Counsel employees on healthcare
Concerns

Vethow Tasget (| Mo Dt =4 Wt Rndy.




What do we mean by Readiness

A

=

& Strategic Human Mission
8 Objectives Capital Attainment
T

[

(D)

S

o

o

% Employee Investments HC Initiatives

O

O * Knowledge <« Capacities * HR Programs ¢ Policies

T « Skills « Attitudes « o Systems « Management

 Abilities » Motivation e Initiatives < Leadership

PAGE 5
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Readiness concept is based upon two g,
iIdeas \‘-./C

§ WEALTy,
4

&

£

First: Background of military readiness. Availability of resources (people) to undertake a job

(job family) and ensure success of the mission:

Requires workforce planning

— Succession planning
Agreement on job families and requirement within product/service and capability lines

within goals.
Second: the Human capital aspect of skills, knowledge of individuals within the job families

to successfully undertake their job.
Requires agreement on competency and skills

Requires measurement of gaps now and forecasted

Metric will therefore answer two questions:
Does the current staff have the skills needed

Do we have sufficient numbers of nurses to meet current and
projected needs

Purpose: Provide HHS leadership an assessment of the

organization’s strategic readiness in human capital by job family
within HSS’s goals.




Human Capital Readiness

Example
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Strategic Readiness Report
Job Family: MEDICAL
Core Occupation: NURSE, 0610

Availability Index

O
©

Strategic Jobs Measures Target Actual Score
Clinical Nurse * FYO4 supply as % of current need (actual) 90% 95% @
— * FY04 supply as % of FYO05 projected need (target)
Psychiatric 73% 75% @
Nurse
Occupational 82% 88% @
Health Nurse
Competencies Index @
Strategic Jobs Required Competencies Measures Target Actual Score
o --Assess patient needs
Clinical Nurse --Recognize complications and when 90% 75%
therapeutic intervention is required
--Provide individual and family counseling
. . --Evaluate, treat, motivate, and redirect e 0 i
Psychlatrlc behavior of psychiatric and alcohol and % Employees ReqUIred 90% 90%
Nurse drug abuse patients to Have (target) @
--Observe and record changes in patients
behavior * % Employees Who Have
. --Administer medications and treatments
Occupatlonal authorized by a physician (aCtuaI) 85% 90%
Health Nurse --Establish and maintain adequate medical @
records sys.
--Counsel employees on healthcare
concerns




Sum of the Readiness Metric
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Human Capital Readiness Metric /
Development ""-wg

— HHS employees cover over 300 occupational groups
* 13 are considered Core

— Core occupations have more than 1,000 employees, include higher
graded employees, and require specialized experience.

Job Family Core Occupations

--Nurse, 0610 --Medical Officer 0602
Medical

--Health Scientist, 0601

--Biologist, 0401 --Microbiologist, 0403 --Chemist, 1320
Scientific

--Consumer Safety Officer, 0696 --Public Health Analyst, 0685
Program --Health Insurance Analyst, 0107
Management --Social Science Analyst, 0101
Administration/ --Computer Specialist, 0334 --General Administration, 0301
Analysis --Program/Management Analyst, 0343




Example of Human Capital
Readiness Metric }

Occupational Group: Nurses, GS 0610

Characteristics

— Largest of HHS’s core occupations

— About 4,000 total; mainly in NIH and IHS

— 38% are age 50 or over

— 35% eligible for retirement by FY06

— High rate of non-retirement separations: 86% in FYO1

Metric will answer two questions:
— Does the current staff have the skills needed

— Do we have sufficient numbers of nurses to meet current and
projected needs



Strategic Readiness Metric

Purpose: Provide HHS leadership an assessment of the
organization ’'s strategic readiness in 3 key areas

— Human capital
— Organization capital
— Information capital

Phased Development:

— Phase One: Prototype metrics for Human Capital readiness
for a core HHS occupational group, Nurses

— Phase Two: Extend to all core occupations
— Phases Three: Develop Organization Capital metrics
— Phase Four: Develop Information Capital metrics
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Human Capital Readiness Metric |

evelopmen ~ne 7@

— HHS employees cover over 300 occupational groups
¢ 13 are considered Core

— Core occupations have more than 1,000 employees, include higher
graded employees, and require specialized experience.

Job Family Core Occupations

--Nurse, 0610 --Medical Officer 0602
Medical

--Health Scientist, 0601

--Biologist, 0401 --Microbiologist, 0403 --Chemist, 1320
Scientific

--Consumer Safety Officer, 0696 --Public Health Analyst, 0685
Program --Health Insurance Analyst, 0107
Management --Social Science Analyst, 0101
Administration/ --Computer Specialist, 0334 --General Administration, 0301
Analysis --Program/Management Analyst, 0343




Examples of Human Capital

Readiness Metric S(Q /@

Occupational Group: Nurses, GS 0610

Characteristics

— Largest of HHS’s core occupations

— About 4,000 total; almost 25% of NIH staff

— 38% are age 50 or over

— 35% eligible for retirement by FY06

— High rate of non-retirement separations; 86% in FYO1

Metric will answer two questions:
— Does the current staff have the skills needed

— Do we have sufficient numbers of nurses to meet current and
projected needs



Human Capital Metric 1 — Job
Readiness (jlustrative data)
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Strategic Jobs

Clinical Nurse

Psychiatric Nurse

Occupational
Health Nurse

Required
Competencies

--Assess patient needs

--Recognize
complications and
when therapeutic
intervention is
required

--Provide individual and

--Evaluate, treat,
motivate, and redirect
behavior of psychiatric
and alcohol and drug
abuse patients

--Observe and record
changes in patients

--Administer medications
and treatments
authorized by a
physician

--Establish and maintain
adequate medical
records sys.

family counseling behavior --Counsel employees on
healthcare concerns
% Employees 90 90 85
Required to Have
% Employees with 75 90 90
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Human Capital Metric 2 — Workforce iy,

Supply (lustrative data)

Strategic Jobs Clinical Nurse | Psychiatric Occupational
Nurse Health Nurse
0

FYO04 supply as % of 95 5 88
current need
FYO04 supply as % of

90 82
FYOS5 projected need
FYO04 supply as % of
FYO06 projected need <12 &
FYO04 supply as % of
FYOQ7 projected need 85 >
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Additional Potential Human Capital
Readiness Metrics

Dimension of Human
Capital Readiness

Measures of Readiness

Staffing and Retention

Average time to fill a vacancy

Turnover due to resignations and transfers

Leadership

Bench strength (size of feeder groups to fill
projected future leadership positions)

Quality of leadership based on employee
satisfaction surveys

Organizational integration

Use of knowledge sharing channels
Cross-functional teams
Shared rewards

Staff rotations




Readiness related to Intangible Assets. S/@

Operational Excellence

Respense,
all Cente:
Drese tat

R Customer Management
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Strategic | Consumer
Jobs M rketing

Skills L
Required

communica-

Number |
Required

Strategic | 20% | % % 00% | 90% | | 64% q
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An aspect of readiness is based upon measuring intangible assets as proposed
by the Balanced Scorecard which has three areas:

Human capital which is what e have addressed and included within a more
detailed “readiness” perspective

*Organizational Capital: The ability to mobilize and sustain the process of change
required to execute the strategy.

* Information Capital The availability of information systems and knowledge
applications required to support the strategy.
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Summary: The Strategic Readiness report shows the capacity of the intangible
to support the strategy
Organizational Capital Information Capital
. Capital Leadersh Information
uman Capita eadership Capital
Portfolio
Strategic Readiness report
Asset Objective Measure Target Actual
Alignment: Insure the alignment of «Strategic Awareness
80% 75%
goals and incentives with the strategy
(% staff who can identify 100% 60%
at all organization levels
strategic priorities)
Strategic Alignment
Teamwork: Insure the sharing of Best Practice Sharing
—r 75% 80%
knowledge and staff assets with *(% staff with objectives
(use of Knowledge Channel)
strategic potential
Organization Capital linked to BSC)
Information Capital & Portfolio sInformation portfolio
Information Capital == =
P Provide the full portfolio of IT
Readiness
anplicatigng roauiirad of tho stratoqy,




Implementation of Strategic
Readiness Metrics
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Phase One--Demo of human capital metrics for HHS nurses,
FYO5, Q1 and Q2

— ldentify demo site in NIH

— Collect data for proof of concept

— Get stakeholder feedback, evaluate,and finalize for HHS-wide
rollout

Phase Two—Develop human capital metrics for remaining
12 core HHS occupations, FYO05, Q3

Phase Three—Demo of strategic readiness metrics for
organization capital and information capital, FY05, Q4

Phase Four—Develop organization and information capital
metrics for all of HHS, FY06, Q1 and Q2





