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About This Document
The Natural Resources Conservation Service (NRCS), as an agency, accomplishes its mission through the collaborative efforts of leaders, employees, conservation partners, volunteers, retirees, and private technical service providers.  The Agency’s success depends upon our workforce having the technical expertise, dedication, and ability to work collaboratively with a diverse customer base. 
The human capital goals developed in this plan are aligned with the Agency’s Strategic Plan 2005-2010, and build upon the Agency’s guiding principles of service, partnership and technical excellence.

The Five Human Capital Strategic Goals are:

· Leadership - Develop leaders to ensure NRCS achieves conservation success through cooperative and innovative approaches for its investment in and delivery of products, technology, and services.
· Recruitment & Retention - Develop effective strategies to recruit and retain a highly skilled and diverse workforce to meet customer needs and to transform the Agency into the Employer of Choice.

· Performance Culture – Advance to a results–oriented culture that fosters innovation, motivates staff, and sustains a high performing, diverse workforce.

· Talent Development/Knowledge Management - Develop, promote, and retain a culture of continuous learning to ensure that the workforce has the knowledge, skills, and abilities to achieve the Agency’s strategic goals.

· Human Capital Effectiveness - Ensure that human capital management is recognized as a critical component of the state’s mission and those human capital strategies, programs, and systems are aligned and measured to effectively achieve state's goals.
This NRCS Oregon HCSP further defines each goal through outcome statements and objectives.  The plan is a multi-year road map, providing a mechanism to track progress and to make adjustments as needed. Through these strategic goals and initiatives, NRCS Oregon employees can see the direct link between the Agency’s overall mission and the state’s strategic management of human capital. 
The NRCS and NRCS Oregon’s Human Capital Strategic Plans comply with and support the President’s Management Agenda (PMA) and the Office of Personnel Management’s (OPM) Human Capital Assessment and Accountability Framework (HCAAF).  The latter establishes “Standards for Success” for human capital management. 

This plan is a companion to the Agency’s strategic plan and helps guide the activities needed to ensure our Oregon workforce has the skills and operates within organizational structures necessary to achieve our goals.  The human capital goals outlined in this plan, along with effective implementation and measurement of these goals will better enable the Agency to help the Oregon public be good stewards of the land.  Intricately linked, each strategy is a catalyst to the other, allowing NRCS Oregon to explore new and creative ways to achieve Agency goals through the strategic management of its workforce. 

NRCS Oregon Organization 

Helping People Help the Land

NRCS provides technical and financial assistance to help agricultural producers and others care for the land. The assistance we provide is based on an understanding that the land - the landscape as a whole - must be the focus of conservation. Using this comprehensive approach, the people we help in Oregon are able to help the land function as a sustainable system that provides a high standard of living and a quality of life for today and for future generations.

A Partnership Approach

Since the Dust Bowl of the 1930's, NRCS has worked with conservation districts and others throughout the U.S. to help landowners, as well as federal, state, tribal, and local governments and community groups conserve natural resources on private lands.

NRCS has six mission goals that include high quality productive soils; clean and abundant water; healthy plant and animal communities; clean air; an adequate energy supply; and working farms and ranchlands in Oregon. To achieve these goals in Oregon, we utilize three strategies:
· Cooperative conservation - seeking and promoting cooperative efforts to achieve conservation goals.

· Watershed approach - providing information and assistance to encourage and enable locally-led, watershed-scale conservation.

· Market-based approach - facilitating the growth of market-based opportunities that encourage the private sector to invest in conservation on private lands.

Conservation Assistance

NRCS Oregon provides conservation assistance through a statewide network of local offices in partnership with soil and water conservation districts. Our locally-based NRCS staff works directly with farmers and ranchers to provide technical and financial conservation assistance.

NRCS helps landowners develop conservation plans and provides advice on the design, layout, construction, management, operation, mainte​nance, and evaluation of the recommended voluntary conservation practices.  Technical and financial assistance is delivered through five business lines described in the NRCS Oregon Strategic Plan.  The agency’s programs in Oregon, and other federal, state or local cost-share programs may be available to help producers implement conservation practices, as well as provide incentives to qualified landowners to protect their natural resources.
NRCS Oregon employees work on a variety of activities that include farmland protection, upstream flood prevention, emergency watershed protection, urban conservation, and local community projects designed to improve social, economic, and environmental conditions.

NRCS conducts soil surveys; conservation needs assessments, and the National Resources Inventory to provide a basis for resource conservation planning activities and to provide an accurate natural resource assessment of the condition of the state's private lands.

As the leading source of technology for natural resources conservation, NRCS develops technical guides and other Web-based tools for use by landowners, NRCS staff, private consultants, conservation districts and other federal, state, and local conservation agencies to help enhance their natural resource conservation efforts.

NRCS Oregon Challenges & Culture

Evaluating and addressing the Agency’s human capital strategies comes at an opportune time.  
With the advent of a new Farm Bill and various efficiency reviews of the agency as a whole, this NRCS Oregon Human Capital Plan provides a guidepost to position NRCS Oregon to meet the needs of the new Farm Bill and meet the needs of its employees, both present and future.  This will ensure that NRCS Oregon continues to be the employer of choice reflecting a talented and diverse work force.  

The NRCS Oregon Human Capital Plan identifies leadership development, knowledge management, and employee development as critical needs. 
The NRCS Oregon Strategic Plan includes initiatives for improving internal management so that we can manage our human capital strategically to ensure the right skills in the right locations to deliver high-quality products and services.  The NRCS Oregon Human Capital Strategic Plan reflects these philosophies and provides a roadmap for their implementation.
Changes and trends that impact human capital include the following: 

1. The 2002 Farm Bill created a significantly increased workload for NRCS employees.  While there have been some additional employees hired, the Agency has had to absorb the work, increase the use of grants and agreements, broaden its partnerships, and expand its work with Technical Service Providers, volunteers, and Agricultural Conservation Enrollees/Seniors (ACES). 

2. A significant number of the workforce is currently eligible to retire or will become so in the next few years.

3. The Agency is addressing new and increasingly complex issues, such as energy and air.      

4. Cooperative efforts with and the diversity of customers and partners are expanding.    

5. Recent changes in certain programs have shifted additional administrative responsibilities to NRCS.  
6. Electronic government and accountability requirements have increased the need for the Agency’s services, products, tools, and information to be accessible on the internet. 
7. Fluctuations in funding levels require flexibility in meeting workforce needs, including the number, tenure (e.g., temporary) and location of positions.  
8. Federal agencies and the private sector are competing for qualified potential employees from a smaller pool of applicants.

9. Greater turnover is occurring as new entrants to the workforce feel less of a long-term commitment to their employers.

10. Newly-hired employees will increasingly come from mid-career changes. 

11. Individuals are remaining in the workforce longer due to changes in retirement systems and economic influences.
12. Employees need timely and relevant information and training. 
13. Effective leadership development programs are necessary for the future of the Agency. 
14. Technical Service Providers and partners require training.
15. The increased emphasis on collaborative efforts increases the demand for social skills complementing the technical knowledge of our field workforce.
Oregon Workforce Profile
The NRCS Oregon Human Capital Vision is Conservation First, People Always.  NRCS is proud of the team of qualified technical, program, and administrative professionals that comprises its workforce.  

	2007 Profile
	General Schedule

	 # of Employees
	219

	Average Age
	43.7 years

	Average Length of Service
	14.8 years of service

	Average Grade
	GS 9

	Eligible to Retire now or within 1 year
	10.9 percent

	Eligible to retire – 5 years
	28 per cent

	Percent Female
	45.9 per cent

	Percent Minority
	9.09 per cent


Over 200 employees are committed to helping people help the land. 
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Field office staff work collaboratively with employees of local conservation districts and state conservation agencies.  Working one-on-one with landowners, NRCS employees provide the expertise and information that enables land managers to balance their objectives with the needs of the natural resources - creating sustainable systems that not only produce abundant crops and livestock, but also a quality environment. 
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NRCS State Offices manage Agency programs and priorities within each state, coordinating activities with federal, state, tribal, and other agencies and organizations. 
A support framework of headquarters divisions and centers ensures that the Agency maintains the ability to provide consistently high quality, cutting-edge technology and information. 
Although the work and organization structures vary by focus and location, all NRCS units are unified under the NRCS overall mission, strategies, and human capital strategic goals. 

Approximately 70 percent of the current NRCS Oregon workforce is working at the GS-9 through GS-12 grade levels and four percent of the workforce is at the GS-13 through GS-15 level.  The remaining 26 percent represents grade levels GS-1 through GS-8.  
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The current workforce is comprised of 81 percent permanent employees, with temporary and indefinite term employees making up the remaining 19 percent.
NRCS continuously strives to improve diversity in its workforce and currently has representation from most of the race and national origin categories.  
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	Asian Pacific Islander
	2.4 
	5

	American Indian/ Alaskan Native
	2.8
	2.1

	Black
	1.0
	16.9

	Hispanic
	1.2
	7.3

	Total Minorities
	7.4
	31.4

	White
	92.6
	68.6


Data for the Federal Civilian Workforce was taken from a publication by the Office of Personnel Management (OPM) and represents characteristics of the federal civilian non-postal workforce in the Executive Branch of Government.  The comparison data covers total employment, including full-time, part-time, and intermittent workers in those Executive Branch agencies participating in the Central Personnel Data File (CPDF).  All pay plans and grades were covered in the OPM study.  OPM noted that the coverage here varies considerably in Agency participation, geographic distribution, and work schedules of employees from previous annual surveys on equal employment opportunity. 
The OPM data was used by NRCS in the Human Capital Strategic Plan for comparative purposes because of its availability and relevance to the strategies developed for the total NRCS workforce, including intermittent workers.  
[This population coverage differs from the 2004 annual Federal Equal Opportunity Recruitment Program (FEORP 5 U.S.C. 7201) which covers full- and part-time permanent employees in non-postal federal Executive Branch agencies participating in the CPDF.  FEORP coverage is further limited to only General Schedule and related pay plans, selected wage pay plans, and the senior pay level category.]
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NRCS Mission-Critical Occupations (MCO)
NRCS currently has ten mission-critical occupations representing a wide range of skills that include scientific, analytic, and administrative functions.  The emphasis of the Agency has traditionally centered on soil science, rangeland management and civil/agricultural engineering.  
While these areas are and will remain at the core of the Agency’s functions, NRCS has identified additional mission-critical occupations for 2006-2010.  The MCO listing was developed by reviewing the current NRCS Strategic Plan and determining the knowledge, skills, and abilities necessary for the Agency to be successful during this period.    Many of these positions, which have a direct impact on mission attainment, require specialized knowledge and skills; are often difficult to fill; and merit targeted recruitment and retention strategies as well as knowledge management strategies.

The following table shows Oregon’s staffing of mission critical positions in 2007.
	Series
	Occupational Series Name
	# of Employees

	*    110
	Economist
	0

	*    201
	Human Resources Mgmt/
	3

	*   301
	Misc. Admin and Program Leadership
	2

	401
	General Biological Sciences
	13

	*   408
	Ecology
	0

	454
	Rangeland Mgmt
	8

	457
	Soil Conservation
	70

	458
	Soil Con Technician
	8

	470
	Soil Scientist
	23

	471
	Agronomy
	2

	560
	Budget Analysis
	2

	802
	Engineering Technician
	4

	810
	Civil Engineering
	16

	*   819
	Environmental Eng.
	0

	890
	Agricultural Engineering
	0

	1102
	Contracting
	2

	*   1301
	General Physical Science
	0

	*   1370
	Cartography
	0

	*   2210
	Information Technology Mgmt
	0

	*   1146
	Agricultural Marketing
	0


* New addition to mission-critical occupations for NRCS.  Mission-critical occupations were initially identified during the 2004-2008 workforce planning process. 
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Nearly 80 percent of NRCS employees nationwide in mission critical occupations will become eligible for retirement within the next four years.  Within Oregon 28 percent of our overall workforce is eligible to retire within the next 5 years.  Within mission critical occupations, 23 percent of our work force is eligible to retire within the next 5 years.  It is unknown how many of these employees will actually retire when they reach eligibility, but we can be assured that enough will exercise that option to make recruitment and succession planning very important to our future success.  
	OCC Series
	 CY       2007
	CY 2008
	CY 2009
	CY 2010
	CY 2011
	CY 2012

	0457
	7
	2
	3
	3
	0
	1

	0458
	1
	0
	0
	2
	0
	0

	0470
	6
	4
	0
	0
	2
	0

	0401
	1
	3
	1
	1
	0
	0

	0810
	2
	0
	0
	1
	0
	0

	0802
	0
	0
	1
	0
	2
	0

	0471
	0
	0
	0
	0
	0
	1

	0301
	1
	0
	0
	0
	0
	0

	0454
	2
	0
	0
	0
	0
	0

	0890
	0
	0
	0
	0
	0
	0

	0201
	1
	1
	0
	0
	0
	0

	1102
	0
	0
	0
	0
	0
	1

	2210
	0
	0
	0
	0
	0
	0

	0560
	1
	0
	0
	1
	0
	0

	0110
	0
	0
	0
	0
	0
	0

	1370
	0
	0
	0
	0
	0
	0

	1301
	0
	0
	0
	0
	0
	0

	0819
	0
	0
	0
	0
	0
	0

	0408
	0
	0
	0
	0
	0
	0


Strategic Management of Human Capital

In order for NRCS Oregon to successfully accomplish its mission and meet future business challenges, we must develop and implement effective human capital strategies and programs.   As a high performing organization, we want to be attentive to emerging human capital demands, remain cognizant of a constantly changing workforce and continuously evaluate existing strategies and programs to ensure that we are effectively managing our most critical asset – our employees.

During the human capital planning process, discussions covered leveraging current best practices, improving existing processes, and identifying new opportunities. It is clear that within NRCS Oregon a “one size fits all” approach will not ensure success.  However, it is just as apparent that a high level of integration in key areas with a unified approach is needed.  
NRCS Oregon is developing this Human Capital Strategic Plan to address future staffing requirements, in light of changing demographics in the workforce, which will affect our ability to achieve the agency’s goals in an efficient and effect manner, and to implement the goals of future Farm Bills. 
Human Capital Strategic Goals
Human resources management is a critical component to success for NRCS Oregon.  The implementation of the HCSP is the responsibility of each manager, leader, and individual employee throughout the state.  Through this ownership, accountability, and integration of the HCSP into every day business decisions, we will accomplish our human capital and NRCS Oregon strategic goals. The plan is designed to addressing changing external forces and internal needs.  The NRCS Oregon HCSP commits to five key human capital strategic goals that support the vision for the future of human capital in the Natural Resources Conservation Service:  Leadership, Recruitment and Retention, Performance Culture, Talent Development, and Human Capital Effectiveness.

Human Capital Goal #1 – Leadership
Developing leaders to ensure that NRCS fulfills our mission of “Helping People Help the Land” is a strategic priority for the state.  In the next five years, we will develop leaders to continue addressing our strategic goals. 

NRCS Oregon recognizes that we must foster a culture that values the development of leaders who serve as coaches, mentors, teachers, and models of the behaviors that the state will need in order to meet conservation challenges.  NRCS Oregon leaders must understand what it takes to effectively bring about changes that achieve significant and sustained improvements in performance.  NRCS Oregon leaders need to be creative in getting work done through employees and both traditional and non-traditional conservation partners.       

NRCS Oregon leaders must be able to effectively manage in an environment that is characterized by competition for both financial and human resources, rapid technological changes, innovative approaches and increasing requirements and demands for conservation planning and assistance.  

NRCS Oregon will value, reward, and retain a world-class leadership cadre that is diverse, inclusive and effective.  Our goal is to develop leaders who can effectively manage resources, provide direction and vision to others, ensure continuity of leadership, and sustain a learning environment that drives continuous improvements in performance.  We will expect NRCS Oregon leaders to continue their own professional growth, as well as sharing their practical experiences with individuals whom they supervise.  They will demonstrate a commitment to the state’s guiding principles of service, partnerships, and technical excellence, and exhibit the underlying core values based on these guiding principles.   
NRCS Oregon is committed to having leaders who represent the diverse communities and customers we serve.  Leaders will demonstrate that they understand and value differences in the workplace, such as cultural diversity, age, gender, communication, and thinking styles.  NRCS leaders of the future will possess entrepreneurial, change and people management skills, will have the capacity to recognize the need for adjustments and make mid-course corrections, and will be flexible and inclusive in their thinking and actions to move the state forward.  
The development of leaders will not be limited to those who are in leadership positions, but will be expanded to include individuals who demonstrate leadership capacity.  To achieve this goal, we will offer opportunities for individuals to build, practice, and demonstrate their skills.  We are committed to identifying and addressing state leadership competencies so that continuity is ensured.  We plan to develop competency models that define the desired skills, behaviors, and traits of leaders in NRCS Oregon.  Leadership competency models will be accessible by all NRCS employees and linked to the state’s recruitment, development, and employee performance management system. We plan to assess existing leaders using tools developed from the competency models. We will then identify potential gaps in effective leadership and implement strategies to close these gaps.

We plan to implement a leadership development process that utilizes multiple approaches including self-development, formal and informal training, mentoring, coaching, and work assignments, including details.  As part of this process, career paths will be developed, and career counseling will be made available to assist individuals in long-range planning and making mid-career adjustments.   

In line with our guiding principle of technical excellence, NRCS Oregon plans to develop leaders who create and maximize opportunities.  The milestones and action dates for our leadership goal are as follows:
1.  Assess leadership composition and competencies of current workforce 
a. Utilize the national competency model under development by NEDC when released in FY08 to asses the leadership composition of NRCS Oregon.  Action Date: 60 days after national release of NEDC competency model
b. Analyze the vacancy rate for identified leadership positions for FY08-13 in NRCS Oregon.  Action Date: March 31, 2008
c. Having assessed our workforce to determine our leadership cadre, we will establish the status of their leadership development.  Action Date: 90 days after national release of NEDC competency model
d. Develop a succession plan and corresponding career development plan for each leadership vacancy identified in the next five years.  Action Date: 120 days after national release of NEDC competency model
e. Budget for an annual 9 month NRCS Oregon Leadership Development Program.  Action Date:  August 31, 2008 
2.  Implement strategies to close competency and diversity gaps of Agency leadership

a. Develop a plan to identify the opportunity to improve our leadership cadre’s skills and leadership characteristics.  Action Date:  December 31, 2007

b. Identify resources that will be applied to this plan and a time line for implementation.  Action Date: February 29, 2008
c. Develop a training plan for the NRCS Oregon Leadership Development Program to ensure consistency of program.  Begin use of plan with FY08 Leadership Development Program.  Action Date: February 29, 2008
d. Evaluate staffing plan in place at that time to determine positions that can be identified as leadership development opportunities.  Action Date: February 29, 2008
Human Capital Goal #2 – Recruitment & Retention 

NRCS Oregon’s objective is to ensure that we have access to people with the right skills, in the right places, at the right times.  Senior leaders and managers will be involved in strategic recruitment and retention initiatives to ensure that NRCS Oregon has the necessary organizational focus and that resources are allocated to achieve recruitment and retention goals.

We plan to create and implement a statewide recruitment strategy that is consistent with the Agency’s commitment to diversity.  Competition for talent makes it imperative that we have a consistent approach to recruiting for mission-critical occupations.  Recruitment strategies will be appropriately aggressive and multi-faceted to ensure that we have a sufficient flow of quality applicants to meet staffing needs identified in the workforce plan. The statewide recruitment strategy will include flexible compensation and quality of work/life programs to attract and retain quality employees who possess mission-critical competencies.

Additionally, managing in an environment of increased customer expectations and limited funding makes it critical to look at alternative resources for attaining strategic goals.  NRCS Oregon will employ innovative strategies to increase the pool of potential resources.  We will target the use of traditional and non-traditional conservation partners, state and district employees, other federal agencies, private technical service providers (TSP), Agricultural Conservation Enrollees/Seniors (ACES) retirees, tribal employees, volunteers, temporary staff, and other on-call resources. 

NRCS Oregon plans to implement strategies that will create opportunities for highly skilled individuals to choose to work for us.  These include measuring and increasing satisfaction levels of employees and external sources with the performance of the state.  Also addressed are strategies to form key partnerships in order to broaden the pool of diverse candidates and promote the strengths of the state.

 We plan to recruit and retain our highly skilled and diverse workforce by creating a workplace that is characterized by effective working relationships and flexible  arrangements; appealing compensation packages and incentives; a national mentoring framework; and upward mobility. 

Our strategies for Recruitment and Retention include the following milestones and action dates: 
1. Create and implement a Recruitment Strategy for mission critical occupations that is consistent with the state’s commitment to diversity.
a. We will empower every employee to recruit for diversity and talent. Action Date:  October 31, 2007
2. Become the Employer of Choice. 


a. NRCS Oregon employees will be encouraged and rewarded for developing partnerships with colleges and universities to provide outreach and develop a pool for future applicants.  Action Date: January 31, 2008
b. As current policy is changed to allow sate approval of recruitment bonuses, identify and target the top 5 most critical gaps in mission-critical occupations and target them with appropriate bonuses.  Action Date:  March 31, 2008
3. Implement strategies to retain staff. 


a. Develop a standardized exit interview questionnaire for capturing information related to why individuals are leaving the NRCS workforce.  Begin use in January 2008 for all departing employees.  Action Date: December 31, 2007
b. Civil Rights Committee review data on barriers in NRCS Oregon to upward mobility (initial focus on minorities and women) and develop action plan to eliminate barriers.  Each quarterly meeting will include discussion on progress with an annual report due to the State Conservationist by August 30th of each year.  Action Date: March 31, 2008
c. Ask for employee input via an updated Human Capital Survey for NRCS Oregon concerning their thoughts on creative benefits and retention incentives for our highly skilled workforce.   Action Date: March 31, 2008
d. Develop a state policy on mobility which is communicated and reinforced to all employees.   Action Date: April 30, 2008
e. Develop a state policy on mentoring, including employee suggestions for this program from the updated Human Capital Survey.  Action Date:  May 31, 2008
Human Capital Goal #3 - Performance Culture
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To sustain high levels of performance, NRCS Oregon plans to establish mechanisms to clearly define expectations for employee performance, foster agreement and acceptance between all parties concerned with these clearly defined performance standards and to utilize this performance system to enhance and reward successful employee achievement and provide a mechanism to address performance concerns.

The NRCS Oregon strategic plan has been shared with and is accessible to all employees via the state Web site. Employees will have a direct line of sight between the NRCS Oregon mission, performance expectations, and recognition systems.  Each will be held accountable for achieving results that support the state’s mission goals and objectives.

Our ongoing commitment is to promote a high performance culture that contributes directly to accomplishing the Agency’s mission. The NRCS approach is reflected in the following milestones and action dates:

1. Develop and implement strategies to ensure the effectiveness of diversity programs and practices. 


a. Increase/maintain staff diversity within budget and staffing plans.  Action Date: Ongoing
b. Comply with EEO guidance for hiring practices and use proactive management to increase workforce diversity by 1 to 1% based on the five year trend data.  Action Date: March 31, 2008
c. Ensure staff of temporary and full-time employees, including Technical Service Providers hired by the agency, reflects the diversity of customer base and civilian labor force.  Work to decrease under-represented categories. Action Date:  May 31, 2008
2. Implement a performance management system that aligns employee performance plans with organizational goals, focuses on achieving results, and includes clear performance expectations and measures. 
a. Ensure 100% of employees have performance plans that are (inked to the strategic goals of USDA and NRCS by establishing due dates; employee performance plans are aligned with organizational goals and focus on results achieved.  Action Date: October 31 of each fiscal year
b. Individual Development Plans (IDP) are prepared and kept current for all employees. Ensure employees have the tools (updated policy, technical documents, handbooks, manuals, and other materials) and training to perform their jobs.  Action Date: October 31 of each fiscal year
3. Implement compensation (pay, reward, recognition) structures and practices that distinguish between levels of performance, recognize contribution, and reward merit. 
a. Ensure state recognition policy is consistent across the state, tied to the levels of performance and recognizes employees appropriately.  Action Date: September 1st of each fiscal year
4.  Support the USDA Strategic Plan Management Initiatives for Human Capital and the NRCS Human Capital Management Initiative.


a.  
Ensure General Schedule hiring 
timeline target of 25 days or less is met.  
Action Date: Ongoing

b. 
Ensure appropriate disciplinary 

actions are taken to resolve issues of less 
than satisfactory performance.  Action 
Date: Ongoing

c.  
Make good faith efforts to resolve 
disputes (informal and formal EEO and 
program discrimination complaints) early in 
the 
process, including the use of ADR.  
Action Date: Ongoing
Human Capital Goal #4 – Talent Development/Knowledge Management

NRCS Oregon leaders must work with staff to identify knowledge, skill, and competency gaps and provide ongoing opportunities for training, development, and information sharing, so that every employee can maximize their contribution to the state’s mission. 

We await the promised development of competency models for the Agency’s workforce as a whole in order to assess competency in the state, identify gaps and future staffing requirements.  

This will assist Oregon in continuation of our culture of learning.  Individual development and knowledge sharing will be supported as ongoing core values that are recognized and rewarded.  Professional growth must be viewed from the perspective of getting the right information to the right people at the right time to effectively get the job done and to promote succession development in our future leaders. 

Leaders will he held accountable for fostering a learning culture that provides opportunities for succession planning implementation, continuous development and encourages employees to participate.  NRCS Oregon leaders will invest in education, training, and other developmental and succession opportunities to help employees build mission-critical competencies and leadership skills.  We plan to employ appropriate and innovative technologies and strategies and evaluate the impact in terms of learning, performance, work environment, and contributions to strategic goals. 
Talent Development/ Knowledge Management Milestones and Action Dates:  
1. Identify the future skills that NRCS Oregon will need to be successful in achieving the state’s strategic goals, utilizing the national competency models. 

a. Identify skills for mission critical, administrative, technical, and programmatic positions.  Action Date: December 31, 2007
2. Assess skills of current NRCS Oregon workforce. 

a. Utilize available skill assessment tools to inventory skills of the top five mission critical position series.  Action Date: February 29, 2008
3. Implement strategies to close competency gaps created by differences in skill requirements for achievement of strategic goals and current competencies of the workforce. 

a. Recognize and reward individuals who demonstrate continuous learning competencies.   Action Date: August 31, 2008
b. Develop an NRCS Oregon specific career development path and ensure IDPs are structured to accomplish the Oregon model.  Action Date: August 31, 2008
c. Participate in national effort for improvement of training delivery.  Action Date: Ongoing
d. As the state’s budget allows, ensure that competency gaps in mission critical occupations, regardless of the cause, are less than 3%.  Action Date: Ongoing


4. Implement Strategies to preserve organizational (institutional) knowledge. 
a. Update Standard Operating Procedures (SOPs) regularly.   Action Date: March 31, 2008
b. Provide training on AgLearn use and also on the AgLearn Individual Development Plan (IDP) capabilities to all employees.  Action Date: March 31, 2008
c. Investigate opportunities to help employees institutionalize the knowledge, skills and abilities (KSAs) required for positions.  Action Date: June 30, 2008
Human Capital Goal #5 - Human Capital Effectiveness

In NRCS Oregon we want to ensure that implementation of the HCSP is one of our top strategic priorities.  Our implementation of this plan will assist in the successful achievement of all other goals contained in the NRCS Oregon Strategic and Business Plans.
As NRCS Oregon moves forward, we will continue to use an organizational structure that is flexible and readily adaptable to changing business conditions.  In addition to meeting customer needs, this structure will provide for the deployment of resources and take advantage of alternative staffing strategies that mix internal and external resources.

In order to continue improving the state’s position as a competitive employer and maintain a capable workforce that can ensure organizational success, we will focus on pivotal workforce issues and continue to strengthen the linkage between human capital and business strategies. 

This goal provides flexibility so that we can customize human capital plans to achieve mission priorities, while further enhancing strategic focus and demonstrating how and where value is added.  The unit goals, strategies, and approaches will continue to reflect specific human capital needs and form an integral part of our overall strategic planning, budgeting, and performance management processes as required by the Government Performance and Results Act (GPRA). NRCS Oregon will continue to make steady progress toward aligning all human capital strategies and practices to more effectively and efficiently support our overall mission.
Human Capital Effectiveness Milestones and Action Dates:
1. Align NRCS Oregon Human Capital Management strategies with mission, goals, and organizational objectives and integrate into strategic plan, business plan, and budget. 

a. Ensure NRCS Oregon Human Capital Management strategies in this document are included in the state’s strategic and business plans.  Action Date: Ongoing
b. Identify need for future technological expertise and tools to allow employees to be successful in their positions.  Action Date: Ongoing



2. Work with the nationally designed Workforce planning process to ensure it aligns with the state’s strategic and annual business plans, and is used to make decisions on structuring, developing, and deploying the workforce.


a. Ensure all workforce planning is aligned with recruitment, retention, and development strategies for the state.  Action Date: Ongoing
3. Implement the national accountability system for monitoring and measuring the results of human capital management policies, programs, and activities. 


a. Once national system is in place, utilize it within the state and report results quarterly to senior leadership and progress published on the NRCS Oregon webpage.









Action Date: 90 days from 








implementation of national 








reporting system

Next Steps for NRCS Oregon’s Human Capital Effort

This NRCS Oregon Human Capital Strategic Plan provides strategic direction in the management of the state’s workforce for the next five years.  The challenges that we face and the strategies for addressing them have been captured in this plan. NRCS Oregon will encounter many of the same human capital challenges as other federal agencies and organizations. We also face unique challenges related to our mission of “Helping People Help the Land;” cooperative conservation increasingly requires broader collaboration and technical expertise.  

With the strategic plan as our roadmap, we have the opportunity to implement human resource strategies that will enable us to better fulfill the state’s mission, to enhance our service delivery, and improve overall management and deployment of our diverse workforce.
The successful implementation of our Human Capital Strategic Plan is a top priority and has been assigned to the state Leadership Team.  They will provide direction and resources during the implementation phase. The team will lead the development of an implementation plan that includes task assignments, timing, milestones, and the identification of the necessary resources.  

NRCS Oregon Human Capital Survey – Summary of Results
The Social Sciences Development and Human Capital Strategic Planning Teams implemented an all-employee web-based survey in December 2005.  The purpose of the survey, as former NRCS Chief Bruce Knight articulated in an e-mail message to all employees, was to provide an opportunity to give input on areas affecting the workforce.  The responses were used to give NRCS leaders insight into the nature of the issues and how best to address them as we developed a human capital strategic plan.  The information for NRCS Oregon will also be used as baseline data as we implement strategies. The survey included questions about job satisfaction; individual and Agency job skills; performance; partnerships; training; hiring; retention; diversity; mobility; and retirement plans.  

ANALYSIS OF RESULTS:

Respondent Profile:  Eighty-four percent, or 160 NRCS Oregon employees, responded to the survey.  Over 70 percent are located at a field or area office and about 65 percent are between grades of GS-9 and GS-12.  The majority of respondents are male (56%), Caucasians (88%) and non-supervisors (83%).  The respondent’s average age is between 45 and 54 and over half have at least 16 years of Federal service.  Seventy-four percent are married; 51 percent of the spouses work full time and 14 percent work part time.  About 27% do not have any children, while those with children have an average of 2.4.  Less than 22 percent have a parent or relative in elder care and five percent have a disability.  Approximately a 26% of the respondents plan to retire within the next five years.  

Satisfaction and Goals:    Employees are highly satisfied with their jobs, their pay, and the kind of work they do.  When comparing positive responses about satisfaction with job with other surveys, 85 percent of NRCS Oregon employees responded positively in this survey compared to 74 percent for the private sector and 68 percent for other federal employees.  This measure is typically a bellwether of overall satisfaction with an organization.  Respondents also gave high ratings to job-related personal accomplishments and the work itself.  Responses to “I like the kind of work I do” were 91 percent positive, an extremely high rate.  When asked about career goals, a normal distribution resulted with “content” (22%), “ambitious” (60%), and “super ambitious” (20%).  For ways to achieve career goals, respondents identified on-the-job training, formal training, leadership development program, and out-of-state details.   Many employees gave a relatively low rating to the meritorious nature of the reward and recognition system. 

Job Skills:  Respondents evaluated their own skills as well as the Agency’s skills, and typically rated themselves higher.  However, at either level, the ratings were only a little better than average.  This indicates employees feel individual and Agency skill sets need improvement.  When asked specifically whether the Agency has job-relevant knowledge and skills to accomplish organizational goals, less than half the respondents gave positive responses compared to a survey of federal employees in which 75 percent responded positively.    

Respondents who gave neutral or negative replies were asked to specify what additional skills the Agency needed.  Some employees feel the Agency has appropriate skills but lacks enough people, while others cited a lack of technical skills (especially engineering), and the need for GIS/GPS specialists.  Other responses indicated a lack of business-oriented skills including leadership and management; communication; contracting and administration; public relations; and data entry.  When asked which particular specialties are needed, employees cited GIS specialists, engineers, environmental specialists, agronomists, and pesticide/nutrient management specialists (in priority order). Employees felt that the Agency is doing an average to poor job of developing and training leaders and managers. 

Performance and Partners:  Employees gave an average rating regarding the clarity of the Agency’s vision, the amount of Agency red tape, and feedback about organizational performance.  Concerning individual performance, respondents rated daily feedback, supervisory assistance, and the fairness of their appraisal only slightly better than average.  This latter question, fairness of their appraisal, had fewer positives (63%) than a survey of federal employees (67%).  Organizational partners who are most involved in NRCS work are conservation districts, other federal employees, and state agency employees.  When asked of future involvement, respondents named, in priority order, these same three partner groups followed by university personnel, TSPs, temporary employees, and Earth Team volunteers.  

Training:  Employees have rated Agency training relatively low in past surveys and this survey was no exception.  Respondents felt that the Agency does not devote enough resources to training and computer training was below average.  They gave an average rating for the training they receive for their present job.  Similar to their responses for reaching career goals, employees favor on-the-job training, formal training and details.  At the time, fifty-one percent had an Individual Development Plan (IDP), while the remainder either don’t have an IDP or don’t know whether they have one.  Of those who have an IDP, most responded that they are making good progress toward completing their plans.  

Hiring, Retention, Diversity, and Mobility:  Employees cited several hiring obstacles including low pay, low awareness of NRCS by young people, mobility and lack of good hiring strategies.  Respondents identified ways to retain employees as follows: enable the Agency to run as a meritocracy; provide better training; improve supervisors, leaders and managers; supply the field with more equipment, staff, and tools; increase the time conservation planners can spend in the field; and decrease administrative time spent on computers.  The workforce supports diversity, but recognizes problems in this area with recruiting, retention, and advancement.  Mobility does not seem to be a large issue for most employees.  Employees seem to understand that to earn a promotion, one may have to move.  Interestingly, the more ambitious an employee, the fewer times they have already moved, but the more they favor possible moves in the future.  Finally, if an employee is relocating, many would like for the Agency to offer job placement assistance to spouses.   

Retirement: Twenty-seven percent of the respondents plan to retire within the next five years.  These prospective retirees rated the Thrift Savings Plan, annuities, and health insurance highly; they gave an average rating to life insurance, spousal benefits, and long term care insurance; while giving dental insurance an abysmal rating.  If this segment of the work force retires in the next 5 years, the Agency will lose a great deal of experience and expertise.  However, prospective retirees, because they are highly satisfied with their jobs and like the work they do, would consider staying on the job for another year if they received a retention bonus, worked as a paid annuitant through the ACES program, worked through a job sharing arrangement, or worked as an Earth Team volunteer. 

SUMMARY STATEMENTS

The following summary statements could be inferred from an analysis of the data: 

· Field employees want help on data entry tasks so they can have more field time for conservation planning.  Temporary employees, volunteers, and TSPs could be enlisted to assist in these tasks.  

· Recruiting for diversity should mirror our changing customer base and the demographic composition of America.  In addition to focusing recruitment efforts on race, gender, disability and ethnicity, the Agency should concentrate on an array of needed specialties including GIS, engineers, environmental specialists, agronomists, and pesticide/nutrient management specialists.

· Agency leadership/supervisors should base performance ratings on achievement and merit. 

· Agency should improve its leadership and management development and training programs.

· Respondents wanted more consistent feedback to employees concerning the Agency’s performance.

· The Agency should devote resources toward training.  Computer training needs to be improved. Employees prefer on-the-job training, formal training, and details.

· All employees should have an IDP that is assessed annually and progressively implemented.

· In addition to technical areas, training should focus on business skills.

· Bureaucratic red tape should be reduced as it unnecessarily complicates Agency processes and work flow.

· NRCS should develop a job placement assistance program for spouses of relocated employees.

· A wide selection of dental insurance programs for current and retired employees should be made available. 

· To maintain the services of prospective retirees, NRCS should implement flexible programs including retention bonuses, job sharing, paid annuitant (ACES), and Earth Team.  
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The NRCS workforce is characterized by extensive years of service with retirement eligibility approaching for many.  
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Develop leaders to ensure NRCS Oregon achieves conservation success through cooperative and innovative approaches for its investment in and delivery of products, technology, and services.  








Develop effective strategies to recruit and retain a highly skilled and diverse workforce to meet customer needs and to transform NRCS Oregon into the “Employer of Choice.”





Advance to a results–oriented culture that fosters innovation, motivates staff, and sustains a high performing, diverse workforce.








Develop, promote, and retain a culture of continuous learning to ensure that the workforce has the knowledge, skills and abilities to achieve the state’s strategic goals. 








Ensure that Human Capital Management is recognized as a critical component of the state’s mission and those human capital strategies, programs and systems are aligned and measured to effectively achieve state goals.





NRCS Oregon employees should be in the right job and understand how his/her work contributes to the successful accomplishment of the overall state mission and goals
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