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Purpose

•• Help you understand:Help you understand:
•• How the Air Force personnel community started its How the Air Force personnel community started its 

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

•• Some of the pitfalls and strugglesSome of the pitfalls and struggles——and maybe and maybe 
some lessons learned we’re learning (?)some lessons learned we’re learning (?)

•• Give you a pointGive you a point--ofof--reference for your trekreference for your trek
(It’s hard work(It’s hard work——don’t give up!)don’t give up!)

In 20 minutes…In 20 minutes…
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Overview

Developing the Plan
President’s Management Agenda
Building the Strategy

Moving to Performance-based Management
MR/DP Partnership
Institutionalize the Partnership
OSD Connection
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CAUTION!

The opinions expressed in this presentation are 
those of John Park and do not reflect the views 
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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."

Performance.
Results.
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President’s Management Agenda

“Human capital strategies will 
be linked to organizational 

mission, vision, core values, 
goals and objectives”

Budget & 
Performance 
Integration

Competitive
Sourcing

Improved 
Financial 
Management

Expanded          
E-government

Strategic 
Management

of Human Capital

Best to start with a solid mission, vision, 
etc., for your organization, not just 

for your corner of the world.

1
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Building the Strategy

DP 
Focus

MR 
Focus

Actions

Objectives

Performance Measures

AF Core Competencies
AF Distinctive Capabilities

Defense Guidance
(DoD HR Strat Plan)

Goals

Pick a proven strategic planning model 
and stick with it. 

2
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Building the Strategy: 
Human Capability Framework  

Warfighting
Capability

T o t a l
F o r c e
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Building the Strategy:
Key Players and Products 

Strategic Plan Objectives

Human Capital Issues
Field Level Focus Groups

Officer, Enlisted & Civilian Force Mgt Planning Confs

AF Personnelists
MAJCOM Reps
Functional Reps
RAND

Vision

Goals

Strategic Measures

SAF/MR     USD(P&R)
AF/DP        AETC
ANG           AU
AF/RE        RAND

Strategic Planning Executive Board

AF/DP
MAJCOM DPs

DP Board of Directors

SPEB

BoD

Find the balance between ownership at 
the leadership level and the need to 

have an end-product that’s integrated. 

3
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Building the Strategy: 
Focus on Results

OUTCOME: Sustained, 
stable, and diverse 
workforce of motivated, 
capable people

Define Renew Develop Sustain

OUTCOME: Clearly 
defined requirements 
for trained, 
experienced people 
based on capabilities 
needed to achieve 
assigned missions

OUTCOME: A flexible, 
balanced force of fit, 
mission-effective 
people

OUTCOME:
Inspirational leaders 
and a skilled, 
knowledgeable, and 
experienced workforce 
executing AF missions

Synchronize Deliver

OUTCOME: Enable 
Force through optimized 
processes

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

Right PEOPLE, Right PLACE, Right TIME —
America’s Airmen Creating the 

World’s Best Air Force

Vision

Develop high-level outcomes that are 
measurable.

4
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Key
Questions

Performance
Goals

4

Objectives
(Strategic 
Initiatives)

Intuitive
Development

2

Performance-Based Continuum

Vision
Strategic

Goals
1

Action
Plans

3

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

Performance

OutputGaps

Pe
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m
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ce

Measure
Activities
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Overview

Developing the Plan
President’s Management Agenda
Building the Strategy

Moving to Performance-based Management
MR/DP Partnership
Institutionalize the Partnership
OSD Connection



I n t e g r i t y  - S e r v i c e  - E x c e l l e n c e 13

MR / DP—August 2001

MR & DP moving forward, but not always together
Roles and responsibilities not well-defined
Common goals not appreciated

Regulatory-based Management

SAF/MRSAF/MRDP
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MR / DP Partnership

SAF/MR

DP

Strategic
Plan

Performance-based Management

MR & DP recognize need for and benefits of partnership
Roles and responsibilities clearly defined 
Common strategic goals
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Institutionalize the Partnership

Document and 
Codify  

Roles and 
Responsibilities 
Performance 
Management 
System
Rules of 
Engagement
Sufficiency
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Institutionalize the Partnership:
Roles and Responsibilities

Assistant Secretary’s Role

Objectives

Actions

DoD/AF Guidance 

PMA

DP 
Focus

MR 
FocusGoals

Performance Measures

Provide strategic direction
(+ Catalyst for innovation)

Advocate for resources 
and policy/legislation

Eliminate barriers to 
achievement of goals

Provide oversight via
performance measures
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Institutionalize the Partnership: 
Performance Management

Operational
Questions

OSD Scorecard
Measures

AF Scorecard
Measures

MR/DP 
Strategic Plan Goals

Measures should give insight into operational capability and readiness

Strategic Measures
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Our Focus on
Performance Management…

Performance Performance 
GoalsGoals

Performance Performance 
MeasuresMeasures 1616 99 33 55 5        155        15

Accepted ReviseSPEB SPEB 
ReviewReview 2424

Implement critical measures

Strategic Strategic 
GoalsGoals

1 2 3 4 5 6

Getting the Right Measures
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…Allows Fundamental Change
in the Way We Operate

Do Not Engage

Engage When 

Threatened

Free Fire

Operationalize
the Partnership

ROE

- Coordinate
-Yes  - No

-Sign
-Yes  - No

-Approve
-Yes  - No

We Agree to….

…signed,
SAF/MR

&
AF/DP

DP is free to operate, but accountable 
through performance measures

DP
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Institutionalize the Partnership: 
Legally Sufficient, Auditable

Compliance

Ti
tle

 10

U.S. Code

+
Performance 

Measures

Strategic Strategic 
GoalsGoals

Performance Performance 
GoalsGoals

Performance Performance 
MeasuresMeasures

1 2 3 4 5 6

1616 99 33 55 5        155        15

Strategic Strategic 
GoalsGoals

Performance Performance 
GoalsGoals

Performance Performance 
MeasuresMeasures

1 2 3 4 5 6

1616 99 33 55 5        155        15

Strategic Plan

OUTCOME: Sustained, 
stable, and diverse 
workforce of motivated, 
capable people

Define Renew Develop Sustain

OUTCOME: Clearly 
defined requirements 
for trained, 
experienced people 
based on capabilities 
needed to achieve 
assigned missions

OUTCOME: A flexible, 
balanced force of fit, 
mission-effective 
people

OUTCOME:
Inspirational leaders 
and a skilled, 
knowledgeable, and 
experienced workforce 
executing AF missions

Synchronize Deliver

OUTCOME: Enable 
Force through optimized 
processes

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

OUTCOME: Sustained, 
stable, and diverse 
workforce of motivated, 
capable people

Define Renew Develop Sustain

OUTCOME: Clearly 
defined requirements 
for trained, 
experienced people 
based on capabilities 
needed to achieve 
assigned missions

OUTCOME: A flexible, 
balanced force of fit, 
mission-effective 
people

OUTCOME:
Inspirational leaders 
and a skilled, 
knowledgeable, and 
experienced workforce 
executing AF missions

Synchronize Deliver

OUTCOME: Enable 
Force through optimized 
processes

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

Synchronize DeliverSynchronize Deliver

OUTCOME: Enable 
Force through optimized 
processes

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

Right PEOPLE, Right PLACE, Right TIME —
America’s Airmen Creating the 

World’s Best Air Force

Vision

Effective Outcomes

Excellent
Good
Fair
Poor

Auditor General
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Summary

Start with a solid connection to the organization
Pick a good strategic planning and performance 
management model and stick with it
Find the balance between ownership and the 
need for a good, integrated product
Develop outcomes that are measurable
Push the ownership issue consistently
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Questions?

Good Luck 
on the Trek!



OPM Federal Workforce Conference 2004

Mr. Phil Lussier
Program Director, Organizational Improvement

(703) 917-7536
plussier@lmi.org

Developing Human Capital Performance Metrics and Accountability Systems
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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
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Our Distinguishing Characteristics

• High government IQ – over 40 years of service
• Extensive government network
• Technical and analytical ingenuity
• Research driven – the LMI Research Institute
• Not-for-profit
• Ability to combine highly 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
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Topics

• Accountability Defined
• Accountability System

• Accountability Tools
– The Balanced Scorecard

– The Logic Model

• HHS Accountability Project
– Strategic Management System 
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Accountability 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?

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

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

• Accountability Defined

• Accountability System
• Accountability Tools

– The Balanced Scorecard

– The Logic Model

• HHS Accountability Project
– Strategic Management System 
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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
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Accountability System
A “Systems” Approach Works for Organizational 

Accountability and Performance Management

A Strategic Accountability System:

Measures*Measures* Initiatives*Initiatives*Strategic Objective*Strategic Objective* Targets (Stretch) *Targets (Stretch) *Goal*Goal*

Objectives
Measures

Target
Champions

Roadmaps

Al
ig

nm
en

t

Plans of Actions

Initiatives

Goals
Objectives

Objectives
Measures

Measures
TargetTarget

Champions

Champions

RoadmapsRoadmaps

Al
ig

nm
en

t
Al

ig
nm

en
t

Plans of ActionsPlans of Actions

Initiatives

Initiatives

GoalsGoals

*person assigned ownership to ensure accountability for progress
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Topics

• Accountability Defined

• Accountability System

• Accountability Tools
– The Balanced Scorecard

– The Logic Model

• HHS Accountability Project
– Strategic Management System 
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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…
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The Balanced Scorecard translates strategy into 
operational objectives to drive both behavior and performance
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The BSC Framework
Metrics and Initiatives Are Aligned to Outcome Goals and Objectives

Balanced Scorecard Components



Concepts of a Program Logic Model
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INPUTS OUTPUTS OUTCOMES

Design 
parented 
curriculum

Provide 6 
training 
session

Targeted 
parents 
attend

Parents 
increase 
knowledge of 
child dev

Parents learn 
new way to 
discipline

Parents 
use 
improved 
parenting 
skills

Reduced 
rate of 
child 
abuse & 
neglect

Staff

Money

Partners
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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

RNOC by Gender 

Pay Band Supervisory by 
RNOC 

Avg. number of days to fill positions via merit 
promotion 

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

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

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

Number of new positions established 

Average number of days necessary to classify 
positions

Number of separation actions processed in FY02

Number of retirement cases processed in FY02

Number of accessions processed in FY02

Retirement Eligible (FY 2003 and FY 1996 – 2003 
plus prediction from 2004 to 2007) 

BenefitsFTEs allocated 
to benefits staff 

Number of merit promotion vacancy annc. openedRecruitment, 
Hiring, and 
Staffing

FTEs allocated 
to staffing 

Number of reassignments and transfers 
processed

Number of career appointments/hires made

Number of in-service staffing actions processed

Diversity by RNOC

Gender Ratio

Pay Band by RNOC

EndIntermediate

% of mission critical 
positions filled

Disabilities Diversity

% of jobs filled (compared to vacancy 
announcements)

Number of unique position encumbered ClassificationFTEs allocated 
to position 
classification 
staff

Outcomes
OutputsActivityInputs

RNOC by Gender 

Pay Band Supervisory by 
RNOC 

Avg. number of days to fill positions via merit 
promotion 

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

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

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

Number of new positions established 

Average number of days necessary to classify 
positions

Number of separation actions processed in FY02

Number of retirement cases processed in FY02

Number of accessions processed in FY02

Retirement Eligible (FY 2003 and FY 1996 – 2003 
plus prediction from 2004 to 2007) 

BenefitsFTEs allocated 
to benefits staff 

Number of merit promotion vacancy annc. openedRecruitment, 
Hiring, and 
Staffing

FTEs allocated 
to staffing 

Number of reassignments and transfers 
processed

Number of career appointments/hires made

Number of in-service staffing actions processed

Diversity by RNOC

Gender Ratio

Pay Band by RNOC

EndIntermediate

% of mission critical 
positions filled

Disabilities Diversity

% of jobs filled (compared to vacancy 
announcements)

Number of unique position encumbered ClassificationFTEs allocated 
to position 
classification 
staff

Outcomes
OutputsActivityInputs

Supervisor Ratio

Supervisor broken out 
by Gender 

% of employee survey 
reflecting career 
development 
opportunities

Pay Band Supervisory 

RNOC Supervisory and 
Non-Supervisory

% of employees with IDPs

# of individuals counseled by Certified Career 
Counselors

% of IDP developmental opportunities 
accomplished, based on survey data 

% of departments with identified systems 
supporting and tracking IDPs

Career 
Development

# of participants enrolled in external 
leadership or development programs

% of employees completing L&M 
training 

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

Leadership

Supervisor Ratio

Supervisor broken out 
by Gender 

% of employee survey 
reflecting career 
development 
opportunities

Pay Band Supervisory 

RNOC Supervisory and 
Non-Supervisory

% of employees with IDPs

# of individuals counseled by Certified Career 
Counselors

% of IDP developmental opportunities 
accomplished, based on survey data 

% of departments with identified systems 
supporting and tracking IDPs

Career 
Development

# of participants enrolled in external 
leadership or development programs

% of employees completing L&M 
training 

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

Leadership
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Incorporate Into Existing Resource 
Management Process

Automated Bureau 
Performance Plan (BPP) 
Process

– Accountability 
System produces 
Draft Report for 
Each HR Goal

– DOS used for 
budget justification



P A G E  18

Accountability Crosswalk 

Purpose & Design

Strategic Planning

Management

Results & Accountability

Workforce Planning & 
Deployment

Strategic Alignment

Talent

Results-oriented Performance 
Culture

Leadership & Knowledge 
Management

Accountability

OMB

PART

OPM

HCAAF
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Topics

• Accountability Defined

• Accountability System

• Accountability Tools
– The Balanced Scorecard

– The Logic Model

• HHS Accountability Project
– Strategic Management System



HHS Strategic Management System

Internal Business Process

B1 Strengthen 
capacity to deliver

OHR Employee Professional Development

E1 HR workforce 
excels at critical 

thinking

NIH OHR’s Vision:  Strategic partners in science.NIH OHR’s Vision:  Strategic partners in science.

Customer

C1 Collaborative 
environment between 
NIH HR and customer

Financial/Stakeholder

S1 Stakeholder 
management decisions

Internal Business Process

B1 Strengthen 
capacity to deliver

OHR Employee Professional Development

E1 HR workforce 
excels at critical 

thinking

NIH OHR’s Vision:  Strategic partners in science.NIH OHR’s Vision:  Strategic partners in science.

Customer

C1 Collaborative 
environment between 
NIH HR and customer

Financial/Stakeholder

S1 Stakeholder 
management decisions

Baltimore HRC’s Vision: HHS' leading provider of customer focused, 
strategically oriented HR programs.

Baltimore HRC’s Vision: HHS' leading provider of customer focused, 
strategically oriented HR programs.

Customer

HHS Learning & Growth
L1 Partners in 
planning and 

forecasting human 
capital needs

C2 Educated 
Customers

C1 Delighted 
Customers

Internal Business Process

B1 Defined HR 
Business 

Processes

OHR Employee Professional Development

E1 Professional HR 
Workforce

B2 Continuous 
improvement of 

processes

Financial/Stakeholder

S1 Informed 
Stakeholders

S2 Link 
resources to 

results

Baltimore HRC’s Vision: HHS' leading provider of customer focused, 
strategically oriented HR programs.

Baltimore HRC’s Vision: HHS' leading provider of customer focused, 
strategically oriented HR programs.

Customer

HHS Learning & Growth
L1 Partners in 
planning and 

forecasting human 
capital needs

C2 Educated 
Customers

C1 Delighted 
Customers

Internal Business Process

B1 Defined HR 
Business 

Processes

OHR Employee Professional Development

E1 Professional HR 
Workforce

B2 Continuous 
improvement of 

processes

Financial/Stakeholder

S1 Informed 
Stakeholders

S2 Link 
resources to 

results

Rockville HRC’s Vision:  To be the model HR service provider.Rockville HRC’s Vision:  To be the model HR service provider.

Customer Financial/Stakeholder

HHS Learning & Growth

L1 Strategically 
focused client 
organizations

C2 Collaborate 
with customers

C1 Satisfied 
customers

S1 Good 
stewardship

Internal Business Process

B1 Review,streamline 
and implement 

common processes

OHR Employee Professional Development

E1 Capable, 
competent HR 

workforce

Rockville HRC’s Vision:  To be the model HR service provider.Rockville HRC’s Vision:  To be the model HR service provider.

Customer Financial/Stakeholder

HHS Learning & Growth

L1 Strategically 
focused client 
organizations

C2 Collaborate 
with customers

C1 Satisfied 
customers

S1 Good 
stewardship

Internal Business Process

B1 Review,streamline 
and implement 

common processes

OHR Employee Professional Development

E1 Capable, 
competent HR 

workforce

HHS Learning & Growth

L1 Partnership in 
planning and 

forecasting HC needs

Internal Business Process

B1 Common HR 
business processes

OHR Employee Professional Development

E1 Professional HR 
workforce

B2 Transparent 
business processes

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

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

Customer

C2 
Empowered 
customers

C1 Satisfied 
customers

Financial/Stakeholder

S1 Informed 
stakeholders

S2 Good 
stewardship

HHS Learning & Growth

L1 Partnership in 
planning and 

forecasting HC needs

Internal Business Process

B1 Common HR 
business processes

OHR Employee Professional Development

E1 Professional HR 
workforce

B2 Transparent 
business processes

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

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

Customer

C2 
Empowered 
customers

C1 Satisfied 
customers

Financial/Stakeholder

S1 Informed 
stakeholders

S2 Good 
stewardship

88

HHS OHR’s Vision:  HHS’ strategic partner in achieving 
Human Capital goals.

HHS OHR’s Vision:  HHS’ strategic partner in achieving 
Human Capital goals.

Customer Financial/Stakeholder

HHS Learning & Growth

L1 Viable 
Organization 
for the Future

C2 Educated, 
Empowered, 
Motivated,  
Customers

C1 Satisfied 
Customers

S2 Good 
Stewardship

S1 Informed 
Stakeholders

Internal Business Process

B2 Transparent 
Processes

B1 Common 
HR Business 

Processes

OHR Employee Professional Development

E1 
Professional 

OHR workforce 88

HHS OHR’s Vision:  HHS’ strategic partner in achieving 
Human Capital goals.

HHS OHR’s Vision:  HHS’ strategic partner in achieving 
Human Capital goals.

Customer Financial/Stakeholder

HHS Learning & Growth

L1 Viable 
Organization 
for the Future

C2 Educated, 
Empowered, 
Motivated,  
Customers

C1 Satisfied 
Customers

S2 Good 
Stewardship

S1 Informed 
Stakeholders

Internal Business Process

B2 Transparent 
Processes

B1 Common 
HR Business 

Processes

OHR Employee Professional Development

E1 
Professional 

OHR workforce

HHS OHR BSC

HR-Baltimore BSC HR-Bethesda BSC HR-Atlanta BSC HR-Rockville BSC

Result: Strategic Alignment Goals, Measures, and Initiatives
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Metrics Alignment
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

SLA Index S S C S

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

Revenue-Expense Ratio C C C S

% of processes reviewed S S C S

% of processes meeting definitions S C S C

% of staff trained on identified business processes S C C C

% of staff provided continuation or cross training C S S C

HR Employee Development C C C S

% of workforce covered by HC Plan S S S S

% of critical occupations filled S S C C

H
H

S Learning 
& G

row
th

O
H

R
 Em

ployee 
Professional 
D

evelopm
ent

Internal 
Business 
Processes

Stake-holder
C

ustom
er



Result: HHS HR Scorecard
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Metrics for that 
Objective

Metrics for that 
Objective

Strategic 
Objectives Per 
Perspective

Strategic 
Objectives Per 
Perspective

Initiatives that will 
drive towards the 
Objective

Initiatives that will 
drive towards the 
Objective
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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
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Our Leadership’s Guidance

"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."

“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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Readiness Linked to OHR BSC

ActualRequired Competencies TargetMeasures

ActualTargetMeasures ScoreStrategic Jobs
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concerns

Occupational 
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drug abuse patients
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(actual)
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--Recognize complications and when 
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Job Family:  MEDICAL
Core Occupation:  NURSE, 0610

Availability Index
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• FY04 supply as % of  current need  (actual)
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The readiness concept within HSS
OHR BSC with readiness index.

HSS’s mission and 
goals

The job families that 
effect the HSS goals 
and mission
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What do we mean by Readiness
H

C
 C

ha
in

• Policies
• Management
• Leadership

• HR Programs
• Systems
• Initiatives

H
C
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ev

el
op

m
en

t

HC Initiatives
• Knowledge
• Skills
• Abilities

• Capacities
• Attitudes
• Motivation

Employee Investments 

Human
Capital

Mission
Attainment

Strategic
Objectives

Human 
capital

Organization
capital

Information 
capital
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Readiness concept is based upon two 
ideas
• 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.
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Human Capital Readiness Example
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Sum of the Readiness Metric
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Human Capital Readiness Metric  
Development

– 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

Medical
--Nurse, 0610    --Medical Officer 0602

--Health Scientist, 0601 

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

--Consumer Safety Officer, 0696 --Public Health Analyst, 0685  

Program 
Management

--Health Insurance Analyst, 0107

--Social Science Analyst, 0101

Administration/
Analysis

--Computer Specialist, 0334  --General Administration, 0301

--Program/Management Analyst, 0343
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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 FY01

• 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
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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  
Development

– 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.

--Computer Specialist, 0334  --General Administration, 0301

--Program/Management Analyst, 0343

Administration/
Analysis

--Health Insurance Analyst, 0107

--Social Science Analyst, 0101
Program 
Management

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

--Consumer Safety Officer, 0696 --Public Health Analyst, 0685  
Scientific

--Nurse, 0610    --Medical Officer 0602

--Health Scientist, 0601 
Medical

Core OccupationsJob Family
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Examples of Human Capital 
Readiness Metric

• 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 FY01

• 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
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Human Capital Metric 1 — Job 
Readiness  (illustrative data)

909075% Employees with

859090
% Employees 
Required to Have

--Administer medications 
and treatments 
authorized by a 
physician

--Establish and maintain 
adequate medical 
records sys.

--Counsel employees on 
healthcare concerns

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

--Observe and record 
changes in patients 
behavior 

--Assess patient needs

--Recognize 
complications and 
when therapeutic 
intervention is 
required

--Provide individual and 
family counseling

Required 
Competencies

Occupational 
Health Nurse

Psychiatric NurseClinical NurseStrategic Jobs
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Human Capital Metric 2 — Workforce 
Supply (illustrative data)

757085FY04 supply as % of 
FY07 projected need

797188
FY04 supply as % of 
FY06 projected need

827390FY04 supply as % of 
FY05 projected need

887595FY04 supply as % of  
current need

Occupational 
Health Nurse

Psychiatric 
Nurse

Clinical NurseStrategic Jobs
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Additional Potential Human Capital 
Readiness Metrics

• Use of knowledge sharing channels

• Cross-functional teams

• Shared rewards

• Staff rotations

Organizational integration

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

• Quality of leadership based on employee 
satisfaction surveys

Leadership

• Average time to fill a vacancy

• Turnover due to resignations and transfers

Staffing and Retention

Measures of ReadinessDimension of Human 
Capital Readiness
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Readiness related to Intangible Assets.

Example

Example

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 assets 
to support the strategy.

Human Capital

Human capital

Leadership Culture Alignment Teamwork
Information 

Capital 
Portfolio

Information CapitalOrganizational Capital

Strategic Readiness report

Asset Objective Measure Target Actual

Alignment: Insure the alignment of 

goals and incentives with the strategy 

at all organization levels

•Strategic Awareness

(% staff who can identify

strategic priorities)

Strategic Alignment

•(% staff with objectives

linked to BSC)

Teamwork: Insure the sharing of 

knowledge and staff assets with 

strategic potential

•Best Practice Sharing

•(use of Knowledge Channel)

Information Capital & Portfolio: 

Provide the full portfolio of IT 

applications required of the strategy

•Information portfolio

Readiness

Organization Capital

R

80%75%

60%100%

75%80%

R

G

R

65%95%Information Capital
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Implementation of Strategic 
Readiness Metrics

• Phase One--Demo of human capital metrics for HHS nurses, 
FY05, Q1 and Q2
– Identify 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, FY05, 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    




