Critical Elements for the Office of Strategic Management and Planning

1)
Technical Knowledge

Demonstrate a working knowledge of NIH, HHS, and federal human capital policies and procedures in the functional areas of [choose one or more of the following - staffing, position classification, organizational analysis, pay administration, IT systems support, employee and labor relations, performance management, benefits, training and transition services, quality of worklife support, etc.], as evidenced by:

· Work products are typically accurate, clear, well-organized and produced within established deadlines in accordance with applicable policies and procedures;

· Consistently accurate and clear advice is provided to customers on relevant human capital issues;

· Working collaboratively with customers, human capital issues impacting their areas are reviewed regularly and effective strategies to improve outcomes are identified; and

· Regular face-to-face meetings are held with customers to promote OHR’s services, including presentations on the latest policies and HHS directives, training sessions, offsite visits to customers, and regular interaction to share information and to remain abreast of HHS human capital developments.  

This element relates to and supports objectives in the FY 2007 Departmental Objectives, specifically, Recruit, Develop, Retain, and Strategically Manage a World-Class HHS Workforce.
2)   Productivity and Customer Service
Maintain an awareness of customer needs and priorities and manage workload effectively, as demonstrated by:

· Multiple tasks are handled simultaneously, prioritized, and typically completed without a demonstrated pattern of errors within established deadlines;

· All information requests are tracked from conception to completion and consistently addressed in an accurate and timely manner; 

· Customers are routinely kept abreast of the status of relevant work issues.; and

· Positive and constructive working relationships are developed and consistently maintained with colleagues and customers.

This element relates to and supports objectives in the FY 2007 Departmental Objectives, specifically, Recruit, Develop, Retain, and Strategically Manage a World-Class HHS Workforce.

3)
FY 2006 Competitive Sourcing Program

Technical support and guidance for issues associated with OMB, Circular A-76, Performance of Commercial Activity, for NIH competitive sourcing study reviews are consistently provided in an effective manner, as demonstrated by:

· Collaborative meetings are held regularly with key stakeholders to identify and plan for major milestones associated with the A-76 studies;

· HR support related to the implementation of NIH A-76 studies is consistently anticipated, planned for, and delivered in a timely manner, including addressing individual or organizational requests and concerns;
· Competitive sourcing best practices, instructions, user-friendly guidance, and reminders are disseminated to the appropriate audience(s) in a timely manner utilizing NIH portals and websites, email correspondence, newsletters, articles and other communication venues for NIH populations affected by A-76;  

· Briefings and training sessions on the planning of and delivery of NIH career transition services associated with A-76 studies are held as appropriate; and
· Periodic reviews of client feedback that address A-76 HR services are conducted regularly to ensure that designated staff provides timely and competent consultation and advice.
This element relates to and supports objectives in the FY 2007 Departmental Objectives, specifically, Continue Our Leadership Role and Success in Competitive Sourcing.
4)
Strategic Management and Planning

NIH human capital aligns with its current and emerging mission and programmatic goals and develops long-term strategies for acquiring, developing, and retaining staff to achieve NIH, HHS strategic and program goals in an effective manner, as demonstrated by:

· Competency and leadership development needs, gaps, and succession strategies are established, as well as aggregate plans and/or reports;

· Management, employees, and other stakeholders are consistently kept involved in the development, communication, and implementation of the strategic workforce plan in order to make necessary and timely adjustments in recruitment, training, hiring plans, and redeployment of NIH staff to close competency needs and gaps;

· Critical skills and competencies needed to achieve current and future strategic objectives and programmatic results are determined and monitored consistently, as well as individual organizational requests and concerns of NIH staff; and
· NIH progress toward its human capital goals and the contribution that human capital results have made toward achieving programmatic results are consistently monitored and evaluated.

This element relates to and supports objectives in the FY 2007 Departmental Objectives, specifically, Recruit, Develop, Retain, and Strategically Manage a World-Class HHS Workforce.

5)
Training and Development

Effectively establish and provide training and development programs that ensure NIH-wide workforce knowledge and skill development, as demonstrated by: 

· Qualitative and quantitative data (through focus groups and surveys) is collected on the validity of the competencies for training and development in partnership with the HHS University;

· Comprehensive guidance is provided to customers on a routine basis through utilization of a variety of communications methods;
· Customer input and suggestions are regularly solicited, reviewed, evaluated, and addressed in a timely manner; 

· A training inventory is conducted regularly that identifies best practices, redundancies, and critical gaps in order to provide accurate recommendations for best practices; and

· A curriculum roadmap for employees is developed to support career planning and development.

This element relates to and supports objectives in the FY 2007 Departmental Objectives, specifically, Recruit, Develop, Retain, and Strategically Manage a World-Class HHS Workforce.

PAGE  
3

