FSIS FY 2011 – 16 STRATEGIC PLAN DASHBOARD
GOAL 7: Empower Employees with the Training, Resources, and Tools 
to Enable Success in Protecting Public Health
	Outcome 7.3:

FSIS has a diverse, engaged, high-performing, and satisfied workforce.
	 

	Performance Measure 7.3.2:

· Annual rate of staff vacancies.
	

	Timeframe Reporting: 
Annually

	Targets: (rounded to the nearest hundredth of a %)

· FY 2013 target: 6.5%

· FY 2014 target: 6%

· FY2015 target: 6%

· FY2016 target: 6%



	Rating Green as of Oct. 2011, with a staff vacancy rate of 6.31%. 
Green
 
	Target reached or exceeded.

· FY 2013 target: 6.5% or lower

· FY 2014 target: 6% or lower

· FY2015 target: 6% or lower

FY2016 target: 6% or lower



	Amber


	A sixth or less of a % negative variance over previous year range.

· FY 2013 = Between  6.67% - 6.5%

· FY 2014 = Between  6.5% - 6%

· FY 2015 = Between  6.33% - 6%

· FY 2016 = 6.17% - 6%


	Red


	More than a sixth % negative variance over the previous year range.

· FY 2013 = More than 6.67%

· FY 2014 = More than 6.5%

· FY 2015 = More than 6.33%

· FY 2016 = More than 6.17%


	Progress Summary:

· OM is teaming with OFO to actively pursue added incentives and greater flexibility in reducing the number of supervisory positions.  A limited request for VERA and VSIP authority has been submitted through the Department to OPM and OMB.  If approved, this early out and buyout authority will give FSIS greater flexibility in flattening reporting lines and reducing the number of supervisors in targeted in-plant locations.
· Rolled out webinars for OFO to train hiring officials on the new hiring protocols.  Began issuing certificates under this model with tighter timeframes, allowing for 14 days to make a legal selection.  Extensions are now allowed only for specific parameters which are clearly outlined, and strictly limited.
· OM is working closely with OCFO to establish a methodology for tracking FTEs and an automated system to track positions and vacancies. HRO has worked to clean the NFC database of extra vacancies and OM has asked each program for a point of contact to help cleanse the NFC database since it will provide the source data for the Position Tracking System being developed. 
· We are educating hiring officials on and garnering their support for hiring reform, and in particular the 80-day hiring timeline.  We are also implementing streamlining measures to accelerate the hiring process, and improving our ability to monitor and assess our progress.

--What is working?

· We have increased hiring managers’ awareness of hiring reform, we have effectively implemented some streamlining strategies, and we are now able to monitor our progress.
· Working with OCFO to develop methodology for FTE tracking and staffing pattern process.
· Attrition rates remain low, even though the agency faces a number of significant challenges and is demanding more from our current employees.
· Strategic planning for generating a corporate methodology. Expanded efforts related to planning and goal setting are paying dividends.
· OM collaboration with OCFO has led to the development of an automated system to track position data and also to a well defined process to review phase 2 submissions.

--What needs to be improved?

· We need to show a decrease in the time to hire and ultimately achieve the 80-day target.

· We need to expand our efforts to allocate resources where they are most needed. 
· Pre-Approval of organizational structure prior to FY, to encapsulate and streamline hiring process.

· Policy Directive updates (to fill, and penalties for non-compliance)

· The new Position Management Automated system will need to be finalized and implemented.

--Requirements for success?

· We need to continue to educate managers and gain their buy in for the 80-day model, and we need to strictly adhere to and enforce the hiring timeline.  
· We must continue moving forward with hiring reform implementation efforts so that the entire agency follows the same procedures.  To do this, webinars outlining the hiring protocol need to be expanded beyond OFO, and completed with all program areas.

· We will need to make sure that data in NFC remains up to date so that once the new position management automated tracking system is implemented, it remains accurate.


	OM OCHRO has implemented the checklist requirement of the Department’s position management regulation in an effort to require managers to take a systematic approach to managing their position resources before filling vacant positions.  Training sessions took place on September 19, 20, 26 and 27 September.  HRO staff has been trained on the process and an SOP has been developed and put in place.  Since October 1, all newly vacant position have required completion of the PM Checklist. 
 

	Recent Developments (e.g., high-level meetings, new research, major developments, etc):   


· The Agency is working to develop a centralized reporting mechanism; in DataCat.  Discussion of the use of an NFC module of EmpowHR that is being developed to deal with staffing, position management and workforce planning has led us to believe that implementation of that system will not be timely enough so that it will eliminate the need to develop an in house system.  We are proceeding with the development of an FSIS stop gap system. Good progress is being made and a joint OM/OCFO team is meeting regularly to assess progress.  Preliminary demonstrations of the system took place during October.

	

	‘Next Steps’: FSIS Actions/Dates

The Agency to provide guidance to managers on effective staffing and position management strategies to accomplish mission within established FTE ceiling; and establish baseline benchmarks, in addition to vacancy rate, supervisory ratio, investment in training and development, and overall resource commitment ratio of operational support versus mission related activity.  

· Establish process and procedure for efficient review and approval of staffing selections and reduce the number of days to fill positions by 10%.  FY11 baseline is 121 days.  FY12 goal is 109 days.
· Increase use of standard position descriptions by 10%.  FY11 baseline is 82%

· Increase supervisory ratio by 1%.  FY11 baseline is 1:6.  USDA goal is 1:9.
· Establish baseline vacancy rates relating to new position management methodology, to prepare Agency to reach and maintain an organizational vacancy rate of 6% or less in 2014.  FY11 baseline is 6.67%.

· Establish program staffing ceilings policy and procedures for exceptions and new initiatives within an affordable budget.  Reach agreement with the Administrator on revised targets prior to the beginning of FY 13.

	

	Brief description of how color ranges were set 
Green rating reflects achieving the target, or having a deficit variance less than .005% and rounding up to the target.  The target goal for this measure will be midway through this strategic planning, where focus will turn from reaching the goal to maintaining the goal. Amber reflects that the agency did not make the expected progress toward the overall end target, but gradually is working closer to attainment. Red ratings reflect the Agency lost progress from the previous years target, and is not on track to reach the desired goal.
	


FSIS FY 2011 – 16 STRATEGIC PLAN DASHBOARD—TREND INFORMATION

GOAL 7: Empower Employees with the Training, Resources, and Tools 
to Enable Success in Protecting Public Health
	Outcome 7.3:

FSIS has a diverse, engaged, high-performing, and satisfied workforce.
	 

	TREND INFORMATION RE Performance Measure 7.3.2:

· Annual rate of staff vacancies.
	

	Timeframe Reporting: Annually 

	

	Recent Performance (Prior As)

Actuals & Rating:
	

	Annual Vacancy
2010
2011

2012
2013
Actual 7%
Actual 6.31%
Actual XX%
Actual XX%
Target 7%
Target 6.83%
Target 6.67%
Target 6.5%
FY Vacancy
1st Q. 2012
2nd Q. 2012
3rd Q. 2012
4th Q. 2012
Actual 6.18%

Actual 6.25%

Actual 4.78%

Actual 5.65%

Target 6.67%

Target 6.67%

Target 6.67%

Target 6.67%

Hiring time (days)
1st Q. 2012

2nd Q. 2012

3rd Q. 2012

4th Q. 2012

Actual 150
Actual 149
Actual 122
Actual 87
Target 96
Target 96
Target 96
Target 80
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FSIS FY 2011 – 16 STRATEGIC PLAN DASHBOARD—DETAILED “NEXT STEPS”

GOAL 7: Empower Employees with the Training, Resources, and Tools 
to Enable Success in Protecting Public Health
	Outcome 7.3:

FSIS has a diverse, engaged, high-performing, and satisfied workforce.
	 

	Performance Measure 7.3.2:

· Annual rate of staff vacancies.
	

	DETAILED “NEXT STEPS”:  ACTIONS & DATES


	


FSIS FY 2011 – 16 STRATEGIC PLAN DASHBOARD—BACKGROUND MATERIALS
	


	Outcome 7.3:

FSIS has a diverse, engaged, high-performing, and satisfied workforce.

	Performance Measure 7.3.2:

· Annual rate of staff vacancies.

	BACKGROUND

	Recent Events

11/1/12

· Phase 2 of the process to define current staffing and have programs submit updated staffing patterns was begun May 10th.  Submissions were due to OA on June 7th. Once OA has completed their review, OCHRO and OCFO will conduct a comprehensive review of the submissions.  OCHRO/OCFO will have 30 days to complete their review. This process will allow the Administrator to review all FSIS staffing in a systematic way and will make for more efficient allocation of the Agency’s human resources.
· Tracking and position management by position management work unit.
· OM OCHRO has completed training of supervisors and administrative staff on the use of the Position Management Checklist.  Eight training classes were conducted using a combination of onsite training and webinars.
10/1/12

· Outside subject matter expertise has been acquired specifically to lead the hiring reform initiative.  The acquired talent is working closely with HRO employees and has formed numerous internal workgroups (e.g., some focusing on marketing, others focusing on protocols).  They have drafted a protocol for the hiring timeline; feedback was solicited and the protocol is now being finalized. He holds a weekly check-in meeting for all team members and stakeholders.

· We have made progress in the hiring timeline but last month numbers climbed back up by ten days; for June we were at 94 days; for July we were at 85 days; and for August we were at 95 days.
9/31/12
· OM OCHRO is working to implement the checklist requirement of the Department’s position management regulation.  A workgroup has been established and several meetings have been held.  OCHRO is also working closely with HRO to make sure that this is implemented in such a way that it does not adversely affect the hiring timeline.
· OM is also looking at the feasibility of establishing a Workforce and Position Management Unit.
· OM dissected the hiring timeline and implemented measures to decrease the overall hiring timeline.  Among some of the measures implemented were: eliminating the submission of hard copy SF-52’s, reducing the timeframe on certificates and requiring higher level approval of extensions, handling more of the pre-employment process electronically, and being more proactive and aggressive to speed up the receipt of medical exams. Hiring reform workgroup was meeting every other week but has gone back to a weekly meeting schedule.
· The Agency established hiring timeline performance measures for all hiring supervisors to be included in 2012 performance standards.

7/31/12

The Hiring Reform Workgroup developed an Action Plan that identified ten (10) Opportunities to Improve the Hiring Timeline.  The plan was completed on March 14, 2012, and is under review by management.  
Background

Improving the way we recruit and hire is essential to building an effective and efficient Government that can deliver the best services to our citizens and facilitate a world-class workforce. 

In July 2009, OPM established an internal Hiring Reform SWAT Team consisting of representatives from across OPM Divisions and Offices as well as Human Resources staff. The Team assessed OPM’s internal hiring process against the framework of the Governmentwide End-to-End Hiring Roadmap; identified barriers the Agency faced in achieving the components of the roadmap and its associated timeframes; analyzed root causes of the barriers; and identified improvement initiatives and strategies to address barriers in a Hiring Improvement Action Plan.  

In May of 2010, President Obama issued a memo to Federal departments, calling upon them to improve the Federal recruitment and hiring process.  He stated that Americans should be able to apply for Federal jobs through a common sense hiring process, and agencies should be able to quickly and efficiently select high-quality candidates.  He also stated that managers and supervisors must assume a leadership role in recruiting and selecting employees from all segments of society.  He directed the Office of Personnel Management (OPM) to implement these reforms by November 1, 2010.  Under Hiring Reform there are six principal requirements that agencies must satisfy:

· Allow applicants to apply with only a resume;
· Eliminate written, essay-style questions; 

· Use category rating, in lieu of the “rule of three” when advertising positions open to all U.S. citizens;

· Ensure that managers are involved in and held accountable for the recruitment and hiring process; 

·  Improve the quality and speed of the hiring process (adopt an “80 Calendar-Day Hiring Timeline,” and survey new hires on their level of satisfaction); and

· Notify applicants of the status of their applications at four points during the hiring process.


