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NASA has taken a multi-pronged approach to 
workforce planning

Today we’ll talk about:

I. Workforce Analysis and Forecasting Tools on 
the Web

II. NASA Competency Management System 
(CMS)

III. Tactical Workforce Planning for Line 
Organizations

IV. Long-Term, Strategic Workforce Planning
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Workforce Analysis and Forecasting Tools
• Comprehensive workforce information for managers and 

HR & budget staffs about NASA past, present and future 
demographics, occupations, competencies, diversity, etc.

• Guidance on the planning process.
• Analysis tool provides integrated view of hires, losses, 

employee strength and calculates attrition for all segments 
of the workforce.

• Forecasting tool predicts retirements and other losses over 
5 years by location, occupation, competency, etc.

• http://nasapeople.nasa.gov/workforce
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Analysis tool:  Cubes on the web track hires and 
attrition by critical dimensions, e.g., occupation

 
S & E Professional 

Admin
Clerical Technician All 

Occupation
Avg Attrition Last 3 Yr 3.3% 4.5% 4.4% 3.6% 3.7%
Attrition Rate FY 03 3.0% 4.0% 3.9% 4.5% 3.4%
Attrition Rate FY 02 3.0% 4.7% 5.4% 2.3% 3.5%
Attrition Rate FY 01 3.9% 4.8% 3.8% 4.1% 4.1%
Start FY 04 CS Heads 10,600 4,715 1,153 1,560 18,072
Start FY 03 CS Heads 10,651 4,534 1,231 1,663 18,130
Start FY 02 CS Heads 10,637 4,304 1,317 1,819 18,135
Hires 03-04 258 170 38 11 477
Hires FY 03 250 269 55 5 579
Hires FY 02 311 241 60 8 621
Losses 03-04 225 212 51 91 580
Buyout 03-04 17 26 8 52 103
Losses FY 03 314 189 45 70 623
Buyouts FY 03 0 0 0 23 24
Losses FY 02 315 204 71 42 633
Buyouts FY 02 0 0 0 0 0
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Analysis cubes enable managers and HR staff to 
drill down and uncover significant differences

 

Human 
Resources 

Management 
Group

General 
Administration, 

Clerical and 
Office Services 

Group

Accounting 
and Budget 

Group

Business 
and 

Industry 
Group

Investigation 
Group

All 
Professional 

Admin

Avg Attrition Last 3 Yr 6.2% 4.4% 3.6% 4.7% 11.3% 4.5%
Attrition Rate FY 03 7.5% 4.2% 2.6% 4.1% 5.7% 4.0%
Attrition Rate FY 02 4.6% 4.4% 5.0% 5.0% 14.5% 4.7%
Attrition Rate FY 01 6.6% 4.7% 3.3% 5.1% 13.7% 4.8%
Start FY 04 CS Heads 307 1,941 581 831 53 4,715
Start FY 03 CS Heads 300 1,864 554 825 50 4,534
Start FY 02 CS Heads 285 2,008 544 775 55 4,304

AverageAbove 
Average

Below 
Average

Way 
Above 

Average
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Analysts need to look at the attrition among many 
population dimensions

 

All Full-time 
Permanent 
Employees

Voluntary 
Retirement 

Eligible

Early Out 
Eligible

Not 
Retirement

Eligible
Avg Attrition Last 3 Yr 3.7% 14.9% 0.8% 2.3%
Attrition Rate FY 03 3.4% 14.2% 1.0% 1.9%
Attrition Rate FY 02 3.5% 15.0% 0.6% 2.1%
Attrition Rate FY 01 4.1% 15.5% 0.8% 2.8%
Start FY 04 CS Heads 18,072 2,501 3,510 12,061
Start FY 03 CS Heads 18,130 2,421 3,388 12,321
Start FY 02 CS Heads 18,135 2,306 3,340 12,489

Very Low 
Turnover

Low 
Turnover

Key dimensions include: Location, Organization, Service 
Time, Occupation, Appointment Type, Age, Gender, RNO

6



Retirement forecasting is done by applying past 
turnover rates to future retirement eligibles

 
S & E Professional 

Admin
Clerical Technician All 

Occupations
Projected FY 04 Retirements 213 130 28 47 410
FY 04 Actual Retirements (1st 3 Qtrs) 174 123 24 73 395
Projected FY 05 Retirements 209 138 29 48 416
Projected FY 06 Retirements 209 146 31 52 430
Projected FY 07 Retirements 213 155 32 53 445
Projected FY 08 Retirements 221 164 34 58 469
Projected FY 09 Retirements 225 173 36 63 489
FY 04 thru FY 09 Retirements 1,289 905 191 321 2,660
Start FY 04 CS Heads 10,749 4,795 1,181 1,576 18,345
FY 04 Eligibles 1,711 785 205 321 3,031
FY 05 Eligibles 179 178 41 55 456
FY 06 Eligibles 210 190 43 73 518
FY 07 Eligibles 244 196 41 63 544
FY 08 Eligibles 273 210 46 86 619
FY 09 Eligibles 255 222 45 94 620
Avg 4-Yr Retirement Rate 12.4% 16.5% 13.4% 14.6% 13.5%
Retirement Rate FY 03 12.1% 15.4% 8.1% 12.8% 12.7%
Retirement Rate FY 02 11.3% 16.3% 16.1% 10.3% 12.5%
Retirement Rate FY 01 12.4% 16.7% 13.3% 20.5% 14.1%
Retirement Rate FY 00 14.0% 17.6% 16.2% 14.7% 14.8%
Avg Post-Eligible Yrs 6.1 3.2 2.5 4.8 5.1

Major differences in 
how long people stay
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These analysis and forecasting  tools are 
sophisticated, but cost-effective

• NASA HR has used multidimensional cubes since 1994 for 
workforce reporting

• NASA workforce data cubes on the web use the same 
technology as OPM’s FEDSCOPE

• With bi-weekly updates -- production and maintenance 
takes less than 0.5 FTE

• Two-hour user training provided staff in the field
• Security only applied to cubes that are very complex and 

easily misinterpreted by non-practitioners
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What is the NASA Competency Management System?

A comprehensive system of methodologies and tools to enable 
the collection, validation, interpretation, and dissemination of
workforce capabilities.

Elements of the “System”
DICTIONARY: the complete collection of competencies for the Agency

DATA MODEL: describes the data structure and use of a competency

INVENTORY: competency information about people, positions, and projects

DATA ANALYSIS : business logic that calculates various gaps

WEB BASED APPLICATION: a tool to manage the information

BUSINESS PROCESSES: describes how and when to use CMS

“…NASA will implement an integrated Agencywide approach to human capital management. 
This approach will attract and maintain a workforce that is representative of the Nation’s 
diversity and includes the competencies NASA needs to deliver the sustained levels of high 
performance that the Agency’s challenging mission requires”

-- NASA  Strategic Plan 2003
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Competency Mgmt is part of managing the mission. 

CENTERS

PROJECTS
PROGRAMS

AGENCY

DIRECTORATESTHEMES

EQUIPMENT & 
FACILITIESBUDGET EMPLOYEES

Financial Capital Infrastructure Capital Human Capital* Process examples

PLANNING Facility Planning Workforce PlanningBudget POP Process

Competency MgmtINVENTORY Budget Line Items Property Mgmt

SUSTAINING Training & DevelopmentCapital Reinvestment Facility Maintenance

11

PERFORMANCE Employee PerformanceEquipment MonitoringQuarterly Reviews



Project Background
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Drivers
NASA Strategic Plan (Implementing strategy 1)
NASA’s Strategic Human Capital Plan / Implementation Plan
President’s Management Agenda
OneNASA & CAIB recommendations 

Milestones
May 01 - Aug 01 : Developed Competency Model 
Aug 01 - Jun 02 : Pilot system at the Kennedy Space Center
May 02  : Started agency implementation
May 02 - Jul 02 : Developed Agency-wide Competency Dictionary
Jul 02 - Sep 02 : Completed initial competency inventory of job positions
Mar 03 - Jun 03 : Supported budget exercise to evaluate competency needs
Sep 03 : 1st gap analysis & identification of critical competencies
Oct 03 : Completed revision 4 of the Competency Dictionary
Mar 04 : Obtained Green rating from OMB/OPM on the PMA for HC
Feb 04 - Jun 04 : Conducted competency assessment for budget planning
Oct  04 : Will complete revision 5 of the Competency Dictionary



What is a “competency”? 
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COMPETENCY
A “competency” is a base-level of knowledge that is relevant to 
the Agency’s mission. It is NOT a role or function.

WORKFORCE COMPETENCY DICTIONARY
The Dictionary is the total collection of competencies. It 
categorizes the breadth of NASA’s Corporate Knowledge

LEVEL OF PROFICIENCY
A 4 tier model that distinguishes between demonstrated levels 
of capability utilizing the associated body of knowledge. It 
categorizes the depth of knowledge within a single competency.



How are competencies applied?

W
or

kf
or

ce
 L

ev
el

 C
om

pe
te

nc
ie

s 
(1

48
) &

 S
ub

co
m

pe
te

nc
ie

s
W

or
kf

or
ce

 L
ev

el
 C

om
pe

te
nc

ie
s 

(1
48

) &
 S

ub
co

m
pe

te
nc

ie
s Employee CapabilitiesEmployee Capabilities
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Project Needs
current & future

Organization Needs
current & future

Information Information 

Lab CapabilitiesLab Capabilities
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Employee Capabilities

Each employee has a Portfolio

15



Position Capabilities
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Manager designates one of the 
required competencies as 
PRIMARY. 

List of Positions in the Organization.A manager’s view of CMS



Project Needs
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List of Competencies Used 
in the Organization 

Available Full Time Equivalent 
(FTE) per Competency

Number of FTE assigned to 
the project.

List of Fiscal Years for 
the Planned Budget

SAMPLE DATASAMPLE DATA

List of Projects that are 
worked in the Organization 

An assessment of competencies needed for each organization, 
project, and planning year



Lab Capabilities

Knowledge Management can be enhanced with CMS
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How does NASA use CMS? - Expertise Locator

Search Results : The system 
returns a list of names and 
contact information that 
matches the search criteria.

Search Form: 
User selects
• Competency
• Tier Level
• Validation Method
• Validation Date
• Organization
• Keyword
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How does NASA use CMS? - Employee Development

COMPETENCY  DICTIONARY 
Business Management 

Aerodynamics 
Astronomy & Astrophysics 

LEVEL 4 Knows the molecular composition of the galaxy
LEVEL 3 Knows the zip codes for all of the planets
LEVEL 2 Can name a constellation
LEVEL 1 Can find the moon
LEVEL 0 Can distinguish day from night

20

Course Content
Training Request Processing
Individual Development Plans
Annual Training Survey
Training Metric Reports

COMPETENCY MANAGEMENT 
SYSTEM 

LEARNING MANAGEMENT
SYSTEM 

Project Workforce Assessment
Competency Inventory Reports
Employee’s Maintain Portfolio
Manager’s Identify Position Rqmts
Workforce Gap Analysis

DEFINITION Knowledge of the Universe.

Exchange Data



How does NASA use CMS? - Workforce Planning
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CURRENT 
WORKFORCE

COMPETENCIES

Competency management allows you to systematically measure and monitor the knowledge base of the workforce, 
which thereby enables you to make adjustments strategically to meet future program needs and to more effectively 
align the workforce with the continual evolution of future technologies.

Competency management allows you to systematically measure and monitor the knowledge base of the workforce, 
which thereby enables you to make adjustments strategically to meet future program needs and to more effectively 
align the workforce with the continual evolution of future technologies.

ACTIONS 
to get from 

point A to  point B
(using a common language)

Employee Training & 
Development

Workforce
Planning and 
Analysis

Hiring & 
Retention 
Programs

Academia Partnerships 
& Educational Programs

Industry Partnerships
& Consultants

Apply
DRIVERS

For 
Change

Technologies of 
Tomorrow

Future 
Program Needs

Budget &
Schedule

FUTURE
REQUIRED 

COMPETENCIES



GAP Analysis

Dataset 1
Workforce Capability (Current)Workforce Capability (Current)

Identifies the competencies 
for each employee

Dataset 2
Position Requirements (Current)Position Requirements (Current)

Identifies suite of competencies 
required for each position

Dataset 4
Project Demand (Actual)
Based on actual labor charges,
identifies competencies currently
being used for each project

Dataset 5
Project Demand (Future)
Based on budgeted FTE projections, 
Identifies competencies that will be needed
for each project

Training GAP: Difference between what an 
employee knows and what is required for the job

Dataset 3
Organization Demand (Future) 

Managers and planners forecast
future organizational needs.

Dataset 6
Workforce Capability (Future)Workforce Capability (Future)

Forecasts the future set of competencies 
by applying workforce attrition models

Mission Shift GAP: Indicates shifts in knowledge 
area required for the workforce based no 
forecasted shift in the organization’s mission.

Forecasting Accuracy GAP: Metric used to 
help gauge and improve forecasting analysis.

Future Performance GAP: Identifies 
competency areas at risk due to future 
demand and workforce attrition.

Future Performance GAP:

Workforce Shift GAP: 
Indicates shift in the 
knowledge areas the 
workforce will be able to 
support in the future based 
on attrition models.
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Gap Analysis
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Forecasted Demand

Current Capability

GAP



CMS Tool Overview

24

CMS
DATABASE

SERVER

CMS USER

CMS WEB SERVER 
& FILE SHARE

Field Center Business 
Applications or Process

Web Application

DATA INTEGRATION

WEB APPLICATION

.NET SERVICES

• User Management of Employee, Position, and 
Project portfolios

• Competency Dictionary and Workforce Inventory
• Data Analysis and Reporting

• Import required CMS Datasets from existing 
applications

• Export and send Competency Dictionary and 
associated datasets to Field Centers

• Retrieve and Import Employee Data
• Retrieve and Import Time & Attendance Data

• Retrieve Employee & Project portfolios
• Perform Competency Search

M/S SQL 2000

M/S Windows 2000 Professional Server
M/S Internet Information Server 5.0
Running Active Server Pages in Visual Basic Script

CMS TOOL



Conclusion
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NASA uses CMS to understand its workforce and capabilities
The CMS dictionary categorizes the Agency’s corporate knowledge in the form of “competencies”

Competency management allows you to systematically measure and monitor the Agency’s corporate knowledge base.

Competencies are used to measure and understand the capability of the workforce
The CMS provides employees, organizations, and functional communities with the capability to find employees, positions, or projects 
that utilize competencies.It also helps to show the relationship between what employee’s know, versus what is required to perform a 
particular job, versus what the workforce requirements are to accomplish the mission.

Forecasted demand compared with current workforce capabilities enable Senior Executive 
Leadership to strategically manage projected gaps

Competency management allows you to make adjustments strategically to meet future program needs. It provides the decision  
makers with additional information  that can be used to set the priorities on various human capital programs, which will result in 
shifting the knowledge base of the organization to meet the future workforce demands of the agency.

Integration with employee development programs helps to align 
training needs with the agency’s workforce plans

Competency Management will help to integrate the business process and information between 
workforce planning and employee development. This will enable the agency to more effectively 
provide training content and employee development activities that are in alignment with both 
the future strategic direction of the agency, as well as supporting it’s current mission

CMS can help connect the right information to the right employees
Competency information can help link together people with the same or similar competencies 
into communities of practice, which can then be connected to information that is relevant to that 
community. Other resources in the Agency, (such as lab facilities, technology reports, lessons 
learned, etc..) are able to utilize the competency dictionary as a taxonomy to relate and deliver 
the right information to the right employees.



Workforce Integrated 
Management System

Office of Human Capital Management

Tactical Workforce Planning

…For Down in the Line Organizations



Full Cost Management requirements have changed 
workforce planning in line organizations

• NASA is essentially a project management organization
• Civil service labor used to be “free” to the project managers; they paid for 

their contractors and hardware
• In the last 2 years, NASA planning and budgeting activities began applying 

the full cost of doing business to each program and project. 
• New need to assess Human Capital (the civil service workforce) by 

Program/Project by Organization by WF Competency
• New need for a set of documentation that links Program/Project 

requirements to WF allocations
• New need to capture “Transition FTE” by name and WF Competencies for 

current year and execution year and by WF Competencies in the out years
• Need to show WF plans vs actuals by name, FTE, and WF Competencies
• Need to document WF allocations at a level that is appropriate and 

consistent with “good” planning practices for integration of  Program/ 
Project plans with Budget Formulation
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WIMS was developed to provide line managers with 
a tool set and methodology

• Single source for all WF planning, management and analysis data for each NASA 
Center.  Provides essential WF data to make better management decisions.

• WIMS has multiple component modules:
Complement Allocation Planning System (CAPS)

• Multiyear; single & two digit org level with FTP and OTFTP guidelines 
Program/Project Requirements Library System (PRLS)

• Single location and universal format for technical, budget and schedule 
requirements for all work to be performed at Center

Workforce Planning System (WPS)
• Coupled with PRLS and CMS to plan and allocate WF based on 

requirements and workforce competencies 
• WF planned in detail (by name); WF Competency; and FTE level for

current and execution years.  WF planned at WF Competency FTE level 
for out years 

Automated Workforce Actuals Reporting System (AWARE)
• WF actuals reporting tool utilizing raw data from the T&A and Labor 

Distribution Systems
• Reports combine WF Competencies and actuals
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Workforce Integrated Management System (WIMS)
- Reports and Gap Analyses

Budget 
Formulation

Agency Workforce Models

Automated Workforce 
Actuals Reporting 
System (AWARE)

Program/Project 
Requirements 
Library (PRLS)

Workforce 
Planning 

System (WPS)

Complement 
Allotment Planning 

System (CAPS)

W
IM

S M
odules

W
IM

S Q
uery I/F

OHCM Systems

O
ther Agency System

s

Agency Competency 
Management System (CMS)

FY04

Time and Labor
System



WIMS has additional functionality to 
make for easy use

Ability to plan at any necessary WBS level (3, 5 or 7 digit work
breakdown structure)
Ability to maintain a record of prior planning through “sessions”
Ability to automatically roll to new planning year (process is 
documented)
Ability to refresh Employee and WF Competency data and have 
plans automatically adjusted for changes
Screens and reports are downloadable to Excel
Automated feed to Agency CMS (dataset 5)
Feeds data to the Finance and Budget Systems 
Sign-on authentication via the Time and Attendance System
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WIMS successes are leading to better 
utilization of people

• PRLS
– Single format for project requirements combines information requested in 

multiple previous data calls
– Single location for implementing organizations and sponsoring organizations to 

view all requirements
– Available from WPS

• WPS
– Allocates entire WF (CS and “Onsite” other)
– Facilitates rapid decision making by providing data to support complement 

adjustments to organizations to match demand
– Illustrates the WF Competencies that are in demand or not in demand; useful 

for designing the future WF
– Good results using WPS data for “Transition FTE” redeployment exercise and 

to highlight WF Competencies available to support new programs
• AWARE

– Accepted source internal to Center for WF charging reports; all managers can 
view all charges; FTE calculation made as consistent as possible with IFMP 
CF/BW. (Differences document)

– More insight into project labor charges is starting to improve charging accuracy
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Strategic Workforce 
Planning at NASA

Office of Human Capital Management

Taking the long view of workforce 
requirements and seeing what should 
be done in the near term



Expanded thinking about Strategic Workforce Planning led to 
a new management directive

•Workforce planning is a way to ensure the workforce is 
optimally suited to fulfill mission requirements in a changing 
mission environment, within budget parameters
•NASA Directive establishes policy and process to integrate 
total workforce planning with the Strategic Plan and budget 
formulation cycle, and link:

– Workforce planning
– Competency management
– Recruitment planning
– Redeployment
– Training and development
– All workforce components
– Education program pipeline
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NASA has identified Strategic Workforce Planning goals that 
consider both short and long term impacts

Agency Strategic Workforce Planning Goals
0-5 Year Timeframe 5-10 Year Timeframe
Long-Term Strategic Workforce Planning
Identify the Civil Service workforce (both number 
and type) required to accomplish work in budget 
horizon

Identify the Civil Service workforce (both number 
and type) required to support Agency and Center 
strategies and future organizational capabilities

Address anticipated gaps/surpluses in Civil Service workforce using the full range of human capital 
programs and tools available to NASA

Workforce Transition
Develop practices to redeploy and transition employees in response to unanticipated program changes, 
considering impact of short term decisions (0 – 5 years) on long term outcomes (5 – 10 years)

Workforce Renewal
Hire and develop new talent in the Civil Service workforce to ensure NASA sustains current and 
develops anticipated capabilities for the future.  Consider impact of short term decisions (0 – 5 years) 
on long term outcomes (5 – 10 years)

Total Workforce Balance
Attain appropriate mix of Civil Service and non-Civil Service workforce
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Strategic Workforce Planning is a new area of focus 
for the Agency

• In the past, the Agency’s workforce planning has been focused on the near 
term; analyses are tactical in nature, with an emphasis is on budget planning

• Strategic workforce planning is differentiated from this type of planning

Strategic Workforce Planning Budget Planning & Ongoing Tactical 
Workforce Planning

Goal Shape the workforce to align with 
projected future demand

Conduct planning exercises for budgeting and 
deployment

Purpose Identify trends, risk areas and near-
term actions required to shape 
workforce in long-term

Create detailed plans (budget submissions, 
plans for deployment of workforce against 
projects in budget horizon, etc.)

Planning 
horizon

Varies based on business line; 
extends beyond two year focus

0-2 year focus within a 6 year budget horizon

Level of fidelity Trends and patterns identified at an 
aggregate level based on planning 
against more than one possible 
scenario for future work

Specific FTE allocations and assignments to 
an established baseline of work outlined in 
budget, often at the individual level

Key 
stakeholders

Center & Agency management All levels of management
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Strategic Workforce Planning connects long term 
workforce requirements to short term actions…

• Longer-term workforce requirements inform short-term workforce 
planning and priority actions

• Short-term workforce actions have implications for workforce available to 
the Agency in the long-term

0 5 10 Years

What is the mix (both # and type) of skilled 
workforce the Agency will need, given certain 

assumptions about future work?

Which requirements should be filled by full time 
permanent civil service vs. other than full time 

permanent vs. non civil service workforce?

What actions need to be taken in the short term 
to grow/maintain the required core civil service 

workforce, given certain assumptions about 
future work?

Examples….

How does the Agency plan to deploy civil 
service workforce to accomplish work in the 
near term and ensure maximum utilization?  

Given civil service hiring constraints, what 
actions should be taken to address short term 
needs?

What impact will these near term actions have 
on the Agency’s ability to grow/maintain the 
required core civil service workforce, given 
certain assumptions about future work?
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…and integrates with strategic, business, and human 
capital planning efforts

Strategic 
Workforce 
Planning

Detailed Workforce 
Planning for 

Budgeting and 
Deployment

Assessment of
Outcomes and

Process Refinement

Implementation

HC Planning

Strategic Business 
Planning

Organizational 
Strategy:
Mission
Vision

Workforce Integrated Management System (WIMS) and NASA’s Competency Management System (CMS)

Outcome: 
•Core capabilities to phase out, maintain, grow
•Identification of range of potential future work

Outcome: 
•Assess sustainability of targeted civil service 
workforce based on potential range of future work

•Identify potential areas of risk to be monitored/ 
addressed

•Identify business/human capital actions to 
mitigate risks/shape civil service workforce

Outcome: 
•Create detailed plans for deployment of workforce 
against projects in budget horizon

•Identify skill imbalances and/or workforce available for 
new work based on demand outlined in current budget, or 
potential changes in project funding

•Identify business/human capital actions to minimize skill 
imbalances, maximize utilization of current civil service 
workforce, minimize impact to G&A budgets
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A sample of the type of summary analysis the Agency is 
targeting: technical workforce

Notional OutputNotional Output

Management 
Challenge for CS

Domain of 
Discretion

Civil Service 
Comfort Zone

Contractor 
Comfort Zone

Im
po

rt
an

ce
 th

at
 s

lo
t i

s 
C

S

Variance of 
demand

Low

High

High

Program 
Manager

Facilities 
Engineer

Directorate 
Management

Project 
Manager

Electronics
Technician

Project 
Safety 

Engineer

Advanced Systems 
Engineer

Astrophysics
Data Scientist

* Size of bubble indicates quantity required

The combination of size and 
zone makes this WF Type 

of particular concern

Mission 
Manager
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A sample of the type of summary analysis the 
Agency is targeting: administrative workforce

Notional OutputNotional Output

Management 
Challenge for CS

Domain of 
Discretion

Civil Service 
Comfort Zone

Contractor 
Comfort Zone

Im
po

rt
an

ce
 th

at
 s

lo
t i

s 
C

S

Variance of 
demand

Low

High

High

Information
Security

HR 
Specialist

Resources 
Manager

HR Office
Chief

Contracting 
Officer

Clerical 
Support

Procurement 
Analyst

IT Applications 
Developer

* Size of bubble indicates quantity required

Safety and
Occupational
Manager

Even though quantity 
required is significant, zone 
indicates low risk
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WIMS Backup Material

Demo / Screen Captures
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Workforce Integrated Management
System (WIMS)

Main Menu

Execution Year 
planning by name, by 
workforce competency, 
by project

Out Year planning by 
workforce competency, 
by project

Reports show:

• Demand by year, by 
project, by workforce 
competency

• Demand vs. 
complement by org, 
by year

• Gaps by workforce 
competency, by year 
(does not include 
attrition forecast)

• etc.



Workforce Planning System (WPS) 
Main Menu

EY Rolls
into 

POP EY
(by 

WF Comp.)
As 

“Starting
Point”
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WPS
Execution Year Planning (04)

Driver Screen
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WPS
Execution Year Planning (04)

WF Competency Selection:
Imported from Agency CMS

Agency CMS WF 
Competency Dictionary



WPS
Execution Year Planning (04)

By Program/Project
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WPS POP Planning (04-09)
Driver Screen
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By Workforce Competency
WPS POP Planning (04-09)

47Workforce can not be planned on years without Guidelines



WPS POP Planning (04-09)

By Program/Project
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WPS Service Activity Planning (04-09)
Driver Screen

By Program/Project
By Employee Type
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WPS Reports

Flexible
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WPS Report
Workforce Competency Report 4
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Sorted by WF Competency 1.30 FTE for WF Competency Avionics
Allocated to this Project

.10 FTE for WF Competency Budgeting
Management Allocated to this Project

For any WBS….



WPS Report
Workforce Planning Status

Report 9
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Workforce Integrated Management
System (WIMS)

Main Menu

Complement Allocation Planning System (CAPs – coming soon)
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AWARE 
Main Menu

For WBS grouping in
Reports 

Actual labor charges 
imported from WebTADs

Labor distribution 
imported from Center 
system

Reports show:

• Cumulative labor 
charges by project, in 
hours or FTE

• Labor charges by 
employee

• Labor charges by Wf
Competency, by 
project

• etc.



AWARE 
Reports Menu
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AWARE 
Report 3

For October Only (can be run for entire FY with or without PP or Employee details) 

FTE calculation consistant with BW
(where possible, with documented differences)



57Note:  Data is truncated.  Each Full Time employee should total to
Approx. 1 FTE 

AWARE (Org and/or Project Report with WF Competency)

WF Competencies with Actuals



WIMS Backup Material

Workforce Planning 
Business Rules



Workforce Planning System (WPS) 
Main Menu

EY Rolls
into 

POP EY
(by 

WF Comp.)
As 

“Starting
Point”
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Workforce Planning Business Rules

Program/Project Requirements Document (PRD)
• All programs/projects including General&Administrative (G&A) projects, Service 

Activities, and G&A sponsored initiatives requesting Center workforce must fill out a 
PRD  

• PRDs are used to document the process of developing program/project requirements: 
– POP Session 1 documents Sponsoring Org’s initial request, Subsequent POP Sessions 

document intermediate negotiations and final agreements (milestones, workforce, and 
facility needs) 

– Sponsoring Organizations  are responsible for ensuring PRDs are kept current during the 
process and loaded into system

– Performing Organizations are responsible for negotiating necessary changes with 
Sponsoring Organizations 

• Develop PRDs using new Excel format (1/29/04) as per instructions contained in 
format (format and instructions posted on WIMS)
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Workforce Planning Business Rules
Workforce Planning
General Business Rules: 
• All orgs must use WPS to plan workforce for budget call (includes CY-04 changes, EY-05 and POP-06 to 10. 
• Workforce may be allocated to G&A, Program/ project, Service Activities, or Service Pools 
• Plan only your organization
• Plan by name, by workforce competency in CY and EY and by workforce competency in out years
• Plan everybody in your org for EY.  If an employee has moved from your org but is still showing up in your 

roster, plan that employee utilizing a WBS provided by their new organization
• Use your org complement in the out years as a planning guide
• Add New Employees to your org only for approved and funded positions (indicate the position title in the New 

Employee notes field)
• Plan every CS up to 1 FTE. If employee is Part-time perm,  plan that employee up to the  agreed upon level of 

support.  If an employee is planning to separate during the year, plan him/her for the portion of the FTE that 
employee will utilize

• Org. Managers are responsible for ensuring all subordinate organizations have fully planned their staff
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Workforce Planning Business Rules

Workforce Planning
General Business Rules (Con’t)
• Term employees are planned just like permanent CS employees 
• Org managers plan all required onsite contractors and onsite Army to the program/project they will be 

supporting
• You may only plan workforce to the WBS / activity / Cost center codes provided. (See document entitled 

“Planning Code Definitions” for further detail)
Specific Business Rules:
• Plan FTE doing work that is directly associated with the accomplishment of program/project milestones against 

the associated WBS
• Business Management orgs plan to the respective G&A cost center 
• Employees that are on detail to other Centers are planned to either the approving Center project supporting the 

detail or to that employees orgs Indirect Account.  The Center detailing that employee out will plan these 
employees.

• S&E SA FTE that are maintaining a capability (Facility Safety Heads/Coordinators, Admin/Business 
Operations functions, etc.) for their respective Org are planned to the respective Orgs S&E Indirect (Pool) WBS
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Workforce Planning Business Rules
Workforce Planning 
Specific Business Rules (Cont’d):
• Org. Managers are planned to the respective S&E Indirect (Pool) WBS
• CS employees on developmental assignments (SESCDP, graduate study, etc ) should be planned to the 

appropriate G&A cost center
• Co-op and student trainees are not planned by the orgs in which they reside.  They will be planned by OHR
• Plan FTE supporting Service Activities directly to the appropriate Service Activity WBS. Do not plan them to a 

specific project WBS. The FTE planned to the Service Activity will be planned directly to the program/project 
WBS by the Service Activity manager based on requirements/consumption 

• Plan FTE that will be writing proposals/advocacy packages to the Bid and Proposal (B&P) G&A cost center
• Plan an anticipated winning percentage of proposed FTEs that are on submitted proposals to the “Code Y or S 

Anticipated Proposal Based” WBS.  It is unrealistic to expect to win 100 % of the FTE proposed. You should 
forecast what you expect to win and plan them to the appropriate account
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Workforce Planning Business Rules
Workforce Planning
Specific Business Rules (Cont’d):
• FTE that are not allocated to either a Program/project WBS, SA WBS, Corporate G&A WBS, Service pool 

WBS or G&A Cost Center are planned to a Center Transition or Future Opportunities account.  Examples:
– Center Transition FTE
– Future Opportunities:Code T ( account for WF that is available for Code T work)
– Future Opportunities: Code Y (account for WF that is available for Code Y work)

WF Competency Assignment Business Rules: 
• For each CS employee in Execution Year, select the primary workforce competency required to accomplish the 

work associated with the corresponding WBS or Cost center code to which the employee is planned.
– Each position’s WF competencies have been assigned based on the latest revision in WPS from the CMS database
– You must select one and only one workforce competency per employee per WBS. You may choose any workforce 

competency in that employee’s portfolio
– New employees are planned the same way
– Workforce competencies are not assigned to On-site Contractors or Army employees
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Workforce Planning Business Rules

Project / Cost Center WF Planning Codes
• All codes should be prefixed with the NASA Center designator, e.g., ’23’ for Langley Research Ctr., etc.
• G&A Cost center codes used to plan G&A WF:  23-GAXXXXXXX  (FY 05 -10) 

– 23-GA010XXX - Cost Centers for G&A WF
– 23-GA020XXX - Cost Centers for Co-ops and Graduate Study and fellowships
– 23-GA0304XX - Center Transition / Future Opportunities accounts
– 23-GA050XXX - Cost Center G&A IFMP

• S&E Service Pools and Service Activities: 23-090XXX  (FY 05 - 10). 
• 23-100-01 or 02 - Code Y and S proposal based FTE’s - only for the anticipated WF planned to supported 

submitted proposals that are awaiting selection.
• 23-103-XX and 23-104-XX are Corporate G&A accounts for WF planned to support Corporate G&A activities
• 23-XXX-XX for all other program / project codes
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