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EXECUTIVE SUMMARY

The Research, Education and Economics (REE) agencies have prepared new strategic plans that
will guide ther efforts over the next five years. The foundation for the strategic plansisthe
Adminigratiorrs Policy Report: “Taking Stock For The New Century@ and the USDA Strategic
Pan which lay out the long term view of the Natiors agricultura and food system. Effective
implementation of the strategic plans will enable REE to meet the chalenges articulated in the
Adminigtration’s policy report. Our success dependsin large part on a REE workforce that is
highly mativated, skilled, flexible and technologicaly adept. Human capitd planning is critica

to ensuring that the REE workforce is cgpable of providing effective leadership on food,
agriculture, research, resources and related issues.

The Human Capital (HC) Plan establishes aframework of policies and practices that will guide
efforts in meeting these workforce needs. It contains interdependent improvement goas and
actionable grategies that will transform how REE managers assess, plan for and respond
pro-actively to human capitd chalenges and needs. The plan commits REE to the following
Key Elements and Improvement Goas.

Strategic Alignment/Human Capital Planning: Indtitute a practice of systematic
human capitd management that is digned with the USDA HC Plan, the REE and agency
grategic plans and the budget.

Workfor ce Planning and Deployment: Conduct workforce planning to identify current
and future skills gapsin order to efficiently and effectively deploy the REE workforce.

Accountability System: Ensure human resources programs are strategically aigned,
effective and efficient, and in compliance with gpplicable laws, rules, regulations and the
Presdent’ s Management Agenda (PMA).

Talent Management: Align recruitment and retention strategies with workforce
planning efforts to enhance the effectiveness of these efforts and close position and

competency gaps.

L eader ship Development and Succession Planning: Ensure leadership continuity
through comprehensive succession planning and leadership development programs, and
opportunities.

K nowledge Management and Employee Development: Capture and share knowledge,
and develop employee competencies to better perform the REE mission.

Performance M anagement: Improve individua and organizationd performance.
Diver sty Management, Equal Employment Opportunity (EEO) and Civil Rights:

Ensure a diverse workforce with the necessary skills to accomplish mission and strategic
gods.



Labor and Employee Relations, and Conflict Management: Develop and maintain
effective working reationships with labor organizations.

The REE HC Plan isa single source for performance expectations, time lines and measures for
meseting the human capital goas within USDA and REE; a mechanism to respond to the
Department regarding progress towards meeting human capitd goals, and a vehicle to examine
and ensure grester business efficiencies and cross-agency collaboration. The Plan will be
reviewed regularly to ensure its effectiveness as guidance on maintaining a workforce capable of
mesting the challenges to the farm and food, production, and environmenta systems.



INTRODUCTION

The purpose of this REE Human Capitd (HC) Plan isto help managers make smart investments
in the current and future REE workforce.

REE faces human capitd chalenges now and in the future. Like other Federa agencies, REE's
workforce is aging and many employees are reaching retirement digibility. Over the next five
years, alarge number of REE executives and managers, as well as scientific, technicd, and
adminigtrative employees, will be digible for retirement. In addition, REE swork is becoming
more complex, requiring the workforce to be skilled and trained in new ways of doing business,
including finding new responses to continuing threats to the natiorrs homeland security. REE
customers expect first class service that requires employees to be collaborative and to share
information better and faster. Retaining a competitive advantagein the U. S. food and
agricultura sector depends on attracting, developing and retaining top talent in leadership
positions and crucid scientific fidlds.

The HC Plan was developed in response to the following human capita imperatives:

To ensure stated Strategic gods are met, REE will lay the foundation for effective human
capita management through on-going human capita and workforce planning efforts.

To minimize the impact of leadership attrition and respond to new leadership competency
requirements, REE will focus on leadership development and succession planning.

To meet the misson, REE will develop drategies to attract scientists, economists,
datigticians, and other misson area experts to maintain REE as aleader in world-class
research, education, and information. REE will aso develop stategies for recruitment and
retention of technicd and administrative staff to support the mission area experts.

To ensure REE improves its citizen-centered structure and meets the gods of a
market- based, results-oriented government entity, workforce planning activities will be
coordinated with the Competitive Sourcing, eGovernment, Financia Management, and
Budget and Performance Integration initiatives from the President’ s Management
Agenda.

To ensure aflexible, effective workforce, REE must undertake training and cultura
change efforts. Areas of focus include: improving technology skills, improving customer
sarvice, and improving managerid busness kills.

To ensure the REE workforce isinclusive, and REE  benefits from cultura diversty,
REE agencies will maintain astrong civil rights program that communicates and
reinforces the importance of cultura diversty and invitesinclusveness.

The REE HC Plan contains Key Elements and Improvement Goas. These Elements and Goals
are supported by Actionable Strategies and Performance Measures. Appendix A isthe action



plan summary. The REE Civil Rights Statement isfound in Appendix B. ThisHC Plan hasits
foundation in the REE and agency strategic plans, and is driven by Externd, Internd, and
Cross-cutting Mission Drivers. Theseissues and events which impact REE workforce planning
are discussed in Appendix C. A summary of the REE Strategic Framework isfound in Appendix
D.

REE Mission Areamanagement has built a solid supporting infrastructure of planning,
communication, collaboration and accountability to successfully implement the HC Flan. By
carrying out their defined roles and responsibilities, REE executive leadership, human resources
daff, agency managers, and employees can successfully implement the Plan. The human capita
srategies that have been identified will hep REE agencies excd in their work and serve their
customers well.

The four agencies which make up the REE Misson Areaare:

Agriculturd Research Service (ARS)

Cooperative State Research, Education and Extension Service (CSREES)
Economic Research Service (ERS)

Nationa Agricultural Statistics Service (NASS)



HUMAN CAPITAL PLAN STRUCTURE

Strategic management of human capitd is necessary to ensure REE:s human resources are
effectively utilized in accomplishing the REE misson. The HC Plan isintended to be flexible

enough to accommodate circumstances not only as they are today, but aso asthey unfold in the
future.

The REE HC Plan deve opment team was established in February 2003. Team members
included human resources professonas and one representative from each of the REE agencies.
The team firgt defined human capita imperatives based on andysis of the REE and agency
drategic plans, cross-cutting misson drivers, ad internd and externd drivers. Actionable
drategies, priorities, milestones, and key measures were developed to guide REE in achieving its
human capitd goals.

The REE HC Plan will be updated on aregular basisin relation to changes in the Strategic Plan,
new initiatives, etc. The REE HC Plan isasingle source for performance expectations and
measures for meeting human capital goals, a mechanism to respond to the Departmernt,

OPM and OMB regarding progress toward meeting human capital goas, and a vehicle to ensure
business efficiency and areduction in redundant systems.

Accountability: REE will adopt the USDA Accountability System to measure progress toward
achieving effective human capitd gods

Components. The REE HC Plan is based on the framework of the USDA HC Plan. This
framework hasthree key objectives. 1) Conducting strategic planning and dignment;

2) Implementing integrated human resources systems; and 3) Cregting a high-performance
work culture.

The REE HC Plan includes the nine Key Elements outlined in USDA’s Human Capitd
framework. They are:

Strategic Alignment and Human Capital Planning

Workforce Planning and Deployment

Accountability System

Tdent Management

Leadership Development and Succession Planning

Knowledge Management and Employee Development

Performance Management

Diversty Management, Equal Employment Opportunity (EEO), and Civil Rights
Labor and Employee Relations, and Conflict Management

Each Key Element is presented in terms of improvement gods, actionable strategies, and current
initiatives. Timeines and measures to assess progress are found in the Action Plan Summary,
Appendix A.



Roles and Responsibilities: To successfully implement the REE HC Plan, everyone, from top
management to front-line employees, must be committed to the plan and itsgods. Following is
abrief outline of roles and responsibilities:

Secretary/Subcabinet

USDA/OHRM

Agency Management

Maintain and communicate commitment to the Department HC
intiative
Provide leadership and resources for human capitd efforts

Provide leadership in development of human capita planning
Provide oversght and training for agency HC Plan efforts
Provide a mechanism for sharing best practices

Manage accountability for the Department=s HC Plan progress
Provide regular reports to the Secretary, OPM, and OMB

Integrate human capital planning with business processes

Participate in the development, implementation, and oversight of
human capita plans and initiatives

Demongrate commitment, support and leadership in human capita

planning

Human Resources Divison

Employees

Communicate commitment to human capitd investment and the
achievement of human capita godsto dl employees

Work with the Human Resources Divison and Civil Rights Staff

to identify and resolve impediments to HC Plan gods and

achievements

Deveop HC Plan with REE specific initigtives

Facilitate the implementation of human capitd actiong/strategies
Work with agency management to identify and resolve
impediments to HC Plan gods and achievements

Report to USDA on progress toward goals achievement

Share information and knowledge on human capital issues with

other employees and management personnel

Provide feedback and suggestions to management

Deveop their technicd kills

Sdf-assess leadership capabilities and work toward obtaining
leedership kills



HUMAN CAPTIAL KEY ELEMENTS, IMPROVEMENT GOALS,
AND STRATEGIES

The following sets forth the Key Elements, Improvement Goals, and Actionable Strategies of the
REE HC Plan.

KEY ELEMENT 1. STRATEGIC ALIGNMENT AND HUMAN CAPITAL PLANNING

Human capital goas are embedded in the REE sirategic and workforce plans. Human Resources
Divison (HRD) provides human resources services to dl four agencies. The HR Director serves
on the USDA Human Resources L eadership Council, and with the other USDA HR Directors
discusses, reviews and enacts human capitd initiatives a the Department level. A number of
other employees serve on USDA committees and task forces working on human capital and
related initiatives. Recognizing that agency managers and supervisors are responsble for
investmert in human capitd, HRD will assst agency management in implementing human

capitd initiatives.

I mprovement Goal 1: Institute a Practice of Systematic Human Capital Management that is
Aligned with the USDA HC Plan, the REE and agency Strategic Plans, and the Budget

Actionable Strategies. (*** Denotes USDA HC Plan Strategies)
Develop aHuman Capitd Plan for the REE Misson Area.

Support USDA human capitd initigtives. Participate in collaboretive efforts by providing
representatives for working groups and sharing best practices***

Use the HC Plan in dignment with the strategic plan and in conjunction with the budget to set
priorities for resource alocations and funding requests.***

Implement aHC Plan communications srategy, including use of the web, to ensure stakeholder
participation in and understanding of their repongibilities related to the HC Plan.***

Participate in USDA forums on human capital to share best practices, exchange idesas, and hold
skill building workshops in order to further the human capital endeavor. Develop Smilar
workshops within REE.***

Current I nitiatives:

The REE agencies have undertaken a number of activities in the human capitd arenathat form a
basis for continued success in the human capita effort. All REE agencies have undergone
reorgani zations or restructuring and have developed integrated business plans to better carry out
their mission while continuing to better serve their cusomers. ARS Adminidrative and

Financid Management has established customer service training requirements and customer
service standards that serve asamode for doing business. NASS has integrated its human
capital program into norma business processes and has made changes to its awards program,



career path plans, and employee development plans. ERS, in response to the revolution in
information technology and the advent of the worldwide web as the primary communications
tool, restructured its adminigtrative staff to capture the types of duties that are needed now and
inthefuture. A number of Satistical assstant positions, whose duties were obsolete, were
abolished and replaced by positions focused on web/data management, and qudlity control. This
forward-looking initiative served not only to modernize the workforce, but to benefit the
employees as well, since the newly created positions were classfiable a higher GS grade levels.

CSREES underwent mgor reorganization in March 2002. The objectives were to (1) improve
customer sarvice, (2) clarify saff roles and responghilities, (3) consolidate management and
carify points of agency entry, and (4) dign agency sructure and gods. Paramount among the
gods was to continuoudy improve the working relationships among university partners and
others, as CSREES ddlivered an ever-increasing portfolio of funded programs. This
reorganization has led to a more efficient organization. For example, akey management
objective was to establish the Information Systems and Technology Management (ISTM) unit.
CSREES maneges a number of databases and the new structure provided for integration of these
different databases into one structure that standardized procedures, eiminated duplication and
consolidated resources. The ISTM dso is responsible for the implementation of an eectronic
proposd submission and grants award system that is critical to improving customer service and
meseting federd reporting requirements.

All REE agencies continue to review each vacant supervisory position to determine whether the
position can be redeployed to front-line program work. During 2003, ARS, through the
realignment of management units to better accomplish program objectives, redeployed two
research leader positionsto full time bench research postions. ARS aso recently established the
Office of Chief Information Officer (OCIO) by consolidating three separate information
technology units at Headquarters. This consolidation will provide for better coordination of
information management and technology services both now and continuing into the future.



KEY ELEMENT 22 WORKFORCE PLANNING AND DEPLOYMENT

In September 2002, USDA conducted a preliminary Skills Gap Andyss of 21 of their most
critical occupationd series (a Skills Ggp Analysis shows projected deficienciesin

competencies and resources to adequately perform the work of aunit). The andyss was based
on series population, misson criticdity, recruiting difficulty and homeland security

responsibility, and included an inventory of required staff, forecasted gaps based on historica
accession and separation rates, and projected gaps over afive-year period. This Skills Gap
Anayssreflected the rdatively high percentage of USDA employees 50 years and older and a
projected retirement rate 55% above “norma” for the next five years. A number of the REE
mission-critical occupationa series were included in the anaysis.

I mprovement Goal 2: Conduct Workforce Planning to I dentify Current and Future Skills
Gapsin Order to Efficiently and Effectively Deploy the REE Workforce

Actionable Strategies. (***Denotes USDA HC Plan Strategies)
Ingtitute workforce planning in the REE agencies based on the USDA model .***
Conduct a Skills Gap Andyssin eech REE agency.

Develop and implement workforce restructuring plans, as needed, that incorporate competitive
sourcing solutions and resource savings related to eGovernment efficiencies***

Current I nitiatives:

The CSREES Executive Council, with Human Resources representatives, periodicaly meetsto
discuss priorities for short-term, intermediate, and long-term staffing needs. Thisdlowsthe
agency to (1) operate as one integrated organization with saffing adigned with program
respongbilities, (2) integrate planning and recruitment across organizationa units,

(3) review key support positions to ensure consistency across units, and (4) discuss recruitment
and retention drategies. The criteriafor saffing priority program areasinclude (1) centraity of
program to mission of CSREES and USDA,, (2) complexity of program development and
ddivery, induding stakeholder activity and multi-agency involvement, (3) the level of current
and likely program funding and the type of funding mechanism, and (4) array of aff in same
and related areas currently in CSREES.

The ARSis currently conducting five competitive sourcing studies, covering three management
unitsin the Beltsville Area and two unitsin the Midwest Area. ARS a0 has conducted a skills
gap andysis of amissontcritica occupation, Veterinary Medicine. The results of the andlysis
showed acritica shortage of qudified candidates for ARS Research Veterinary Medica Officer
postions. Asaresult, ARS developed the ARS Veterinary Medicine Doctord Program in

conjunction with five univergties (the program is a competitive training opportunity).

10



The firgt announcement was published August 18, 2003, with the expectation thet the first
student will begin classesin January 2004. Program plans call for the training of two students
per year for the next 5 years.

For many years NASS has utilized long-term training programs in specidty areas (mathematica
datistician, computer science, etc.) in conjunction with universitiesto train employeesin these
fields to enhance their careers and diminate projected employee shortages in these aress.

ERS recently conducted aworkforce/skills gap analysis of mission-critica postionsand is
currently developing strategies for closing those gaps and preparing the workforce to be able to
cary out the ERS mission in the future.

When workforce planning capability is further developed, REE will focus on sharing and
promoting best practices among its agencies. Although the mission and sze of each of the REE
agencies vary, human capitd practices that work efficiently in one agency will be reviewed for
applicability to the other agencies.

11



KEY ELEMENT 3: ACCOUNTABILITY SYSTEM

The development of the HC Plan, dong with goals, strategies, time lines and measures directly
linked to dtrategy, isthe first step in developing a comprehensive standardized accountability
program. It isimportant to fully address effectiveness, efficiency and compliance with applicable
rules and regulations. REE will follow the Department’ s Accountability Program since dl

USDA agencies are responsible and required to report to it. Each year the Department will
designate program areas to be reviewed and evaluated for compliance aswell as program
effectiveness.

REE will supplement the USDA Accountability Plan with other measures to formulate a
comprehensve system that establishes standards and provides useful assessment tools for the
agencies. REE dready has identified key human resources services and established quditative
and quantitative customer service standards.

I mprovement Goal 3: Ensure REE Human Resources Programs are Strategically Aligned,
Effective and Efficient, and in Compliance with Applicable Laws, Rules, Regulations, and the
President’s Management Agenda

Actionable Strategies. (***Denotes USDA HC Plan Strategies)

Systematicdly evauate agency programs using the processes, tools and standards found in the
USDA Accountability Plan.***

Provide timely accountability reports to USDA on progress in meeting the Accountability Plan
gods and actions.***

Continue to utilize Human Resources Management Evauation (HRME), Human Capitd
Management Assessment (HCMA), Consolidated Adminigtrative Review and Evauation
(CARE) and other programs that provide human resources improvements and data needed for

planning.
Current I nitiatives:

The REE agencies have ahigory of reviewing human capital management for effectiveness and
compliance. NASS has conducted Human Resources Management Evauations (HRME) of ther
office entities for many years with excellent human resources results. ARS has performed
Consolidated Adminigtrative Review and Evduations (CARE) reviews of their fidld offices and
individua HQ units for gpproximately the last 10 years. The CARE program’ s purpose isto
review al adminigtrative processes and procedures, including human resources. Recently ARS
developed a Human Capitd Management Assessment (HCMA) program that gathersinformation
and analyzes data on a number of human resources-related and employee-related items. It is
designed to provide management with the requisite information to improve human capita
management. CSREES and ERS have performed specia studies (usualy tied to reorganization,
reglignment or functional work changes) that have targeted the human resources needs of their
agencies and employees.

12



KEY ELEMENT 4. TALENT MANAGEMENT

Because of projected retirements, competition from private industry, and increasingly complex
work, and the need for new technology skills, the REE agencies must employ aggressive
recruitment and retention srategies. Recruitment strategies include use of recruitment
incentives, repayment of student loans, and availability of flexible work schedules and work/life
programs. Important among retention strategies are employee empowerment and
sdf-actudization, trust, and new and aggressive use of work/life programs.

I mprovement Goal 4: Align Recruitment and Retention Strategies with Workforce Planning
Efforts to Enhance the Effectiveness of these Efforts and Close Position and Competency
Gaps

Actionable Strategies. (***Denotes USDA HC Plan Strategies)

Develop and dign recruitment and retention plans with workforce planning and deployment
plans to focus on misson-critical positions aswell as existing and potential competency

gapS.***

Fully utilize the Senior Scientific Research Service (SSRS) program.

Continue to use, promote and explore the use of human resources flexihilities to recruit and
retain employees***

Support legidative changes to diminate impediments in the government human resources
processes.

Continue to use senior program managers and supervisorsin recruiting activities, especidly
those focused on meseting diversity goas and filling missontcritica positions***

Current | nitiatives:

The REE agencies have been very active in dtriving to hire and retain quaity employees. Each
of the agencies has a professiona recruitment plan which best servesits needs, whether it
invaves hiring primarily a the entry leve, hiring a the journeyman level and/or hiring & the
managerid level. REE usesdl avalable HR flexibilities to recruit adiverse, highly qudified
work forcee USDA DEMO authority, Delegated Examining authority, and the use of sanding
registers, aswdl as merit/dternative merit promotion. Categoricd ratings, as provided in the
Department of Homeand Security legidation, will be looked at for implementation in CSREES,
ERS, and NASS, as another tool supervisors can useto fill vacancies.

The agencies have targeted colleges, professona associations and other professional contacts
with information regarding their mission, positions, bendfits, etc. and maintain these contacts
even intimes of low hiring activity. REE will take into account the results of Skills Gap
Andyssto assg in identifying future recruitment needs and critical position skillsfor misson
critica pogtions aswdl astechnicd, adminidrative, and clerical postions.

13



Exigting hiring flexibilities such as superior qudification gppointments, recruitment incentives,
relocation bonuses, student |oan repayments, career intern programs and other initiatives have
been used to help recruit and retain talent. In FY 2002, ARS reported the Department’ s only use
of repayment of student loans as a recruitment incentive (2 incidents). REE agencies will

continue utilizing these HR flexibilities and communicate their existence and benfit to the
organization to al REE managers. In addition, REE utilizes and promotes the use of

teleworking, flexible work schedules, transportation subsidies, pre-tax parking benefits, and
childcare tuition assstance (planned for 2004) in dl of their recruitment and retention efforts.

REE dso plans to continue to push for changes in government hiring regulations that can foster
more streamlined hiring and job classification processes.

The Farm Security and Rural Investment Act of 2002 established within USDA a specid
category for distinguished world-class scientists, the Senior Scientific Research Service (SSRS).
The program benefits ARS and ERS, alowing the USDA Secretary to recruit, appoint and pay
world- class research scientists without regard to the pay limitations of Title5 U. S. Code. The
SSRS will boost REE' s comptitive ability to attract and retain high-caliber research scientists.
ARS recently received approva from the Secretary to recruit and fill two postions using this
authority.

14



KEY ELEMENT 5: LEADERSHIP DEVELOPMENT AND SUCCESSION PLANNING

Commitment to developing leaders and having a plan for replenishing the pipeline of supervisory
and managerid talent iskey to REE’ s success. Like most other Federal agencies,

asubstantia percentage of our SES, managerid and supervisory workforce is digibleto retire
within the next 5 years. REE will take aggressive steps to ensure there is an adequate pool of
trained employees digible to assume |leadership positions as they become available.

I mprovement Goal 5: Ensure Leadership Continuity through Comprehensive Succession
Planning and L eadership Development Programs and Opportunities.

Actionable Strategies. (***Denotes USDA HC Plan Strategies)

Communicate best practices within REE and from other agencies/private industry to all
managers and other employees.

Develop comprehensive succession plans for leadership pogitionsin each agency . ***

Utilize OPM-devel oped core competenciesin leadership devel opment programs.
Include the leadership function in the workforce planning and analysis process to identify agency
gpecific pogition and competency requirements.***

Develop and/or use OPM and other leadership development programs, to prepare employees for
leadership so0 that REE has a competitive internd pool of candidates to fill future leadership
vacancies.

Encourage the use of mentoring programs, coaches, and assessment tools such as career mapping
and 360 degree feedback assessment.

Current | nitiatives:

The REE agencies have been and will continue to support the USDA SES Candidate
Development Program and other Department coordinated |leadership ventures including the
Congressond Fellows program, the Brookings Ingtitute, the Federa Executive Indtitute (FEI),
the National War College, etc., supplementing the programs with other leadership development
offerings that provide participants with unique and vauable learning experiences. REE will dso
continue to support and utilize Intergovernmental Personnd Act exchanges or assgnments and
will support the Department as it develops a tri-agency (with EPA and DOI) rotationd intern
program. In addition, REE will continue to develop and support agency leadership development
programs while continually looking for opportunities to upgrade and expand our course
offerings.

REE will continue to formalize success on planning within the agencies.

15



NASS has built a comprehensive succession plan of training and work assgnments that prepares
employees for top management positions and/or technica positionsin the agency.

ARS has developed Leadership Evauation and Development (LEAD), Professona Excellence
and Knowledge (PEAK) and Path to Leadership Program (PLP) to facilitate succession and
leadership planning for both adminigrative and scientific leadership postions. PEAK isfor
executive development, PLP is targeted to help employees decide if they would like to pursue a
leadership position, and LEAD is targeted to develop |leaders among adminisirative management
employees.

CSREES employees participate in the annua ESCOP/ACOP L eadership Development program
to better understand CSREES administered university-based programs. In its thirteenth yesr, the
program is sponsored by the land grant university system and is designed to enhance and shape
the future of the system by deveoping future leaders for the food and agriculture system.

Along with the Department, the REE will identify best practices within its agencies and make
them available to other agencies within and outsde the REE. REE managers will be kept
informed of best practices of other USDA and Government agencies as a method to ensure that
al REE managers have the resources necessary to perform their jobs. Where feasible REE
program ideas and training courses will be shared with other agencies to save costs and
streamline processes.

16



KEY ELEMENT 6: KNOWLEDGE MANAGEMENT AND EMPLOYEE DEVELOPMENT

REE leadership is committed to providing opportunities for employee development, including
forma classroom training and eLearning. A key ingredient for the future isdigning
training Strategies to misson accomplishment. Of equd importance, based on the
projected high retirement rates for employeesin al occupations, isthe ability to retain
and share knowledge.

There will be increased emphasis on coaching and mentoring in order to close criticdl
competency gaps. The advent of elearning with its ability to train many employeesin a
cogt effective manner provides REE the opportunity to further expand and build upon its
knowledge base.

I mprovement Goal 6: Capture and Share Knowledge and Develop Employee Competenciesto
Better Perform the REE Mission

Actionable Strategies: (***Denotes USDA HC Plan Strategies)

Actively participate in the USDA eGovernment and el_earning content and knowledge
management effort, implementing the Department Strategy when complete***

Participate in and support implementation of USDA eGovernment enterprise effortsin
establishing alearning management strategy, implementing when available.* **

Assess the impact of current training strategies on closing competency gaps and meeting
business goas***

Develop or procure employee development programs and/or tools that lend themsdves to the
development of core competencies needed in mission-critical pogtions.

Develop methods to capture the knowledge of employees who retire, so that new employees will
have access to that knowledge base and the retirees years of corporate history.

Current I nitiatives:

Each agency has excellent employee devel opment programs focused on upward mobility and
advancement, technical training, supervisory training, and executive development. Devel opment
ventures in customer service, program management and financia management also contribute to
REE' s efforts in employee development and closing the skills gap. ARS recently announced a
competitive training program, the ARS Veterinary Medicine Doctord Program, which is
designed to ensure the availability of aworkforce equipped to conduct research in veterinary
medicine. This program is described in more detall under Key Element 2.

REE will closgly monitor the proposed USDA Learning Management System (LM S) and other

elearning and 21 eGovernment ventures. REE will dso monitor progress of the USDA content
management team which is focused on developing an enterprise system leading to improvements

17



in organizing, accessing, and using information, documents, and corporate knowledge. This
effort is criticd to capturing the knowledge of employees retiring from mission-critica postions.

18



KEY ELEMENT 7: PERFORMANCE MANAGEMENT
REE' s performance management program success will be measured by the extent to which it:

Aligns employee and team performance expectations with organizationd strategic plans
including performance goa's and objectives;

Provides for employee performance evauation that focuses on results and objective
measures of performance based on established performance gods and plans,

Uses the performance management process as atool to improve continuous two-way
communication of organizationd, team, and employee performance objectives and
accomplishmerts.

Linking performance to organizational goas and missons remains a chdlenge. The Department
recently began building on this process by linking the Honor Awards categories to USDA
strategic goals and completed its first appraisal period for the SES employees linking the
performance management system to mission outcomes and businessresults. The key for REE is
to establish the same linkage to al managers and supervisors performance standards and
eventualy to al employees standards.

I mprovement Goal 7: Improve I ndividual and Organizational Performance
Actionable Strategies. (***Denotes USDA HC Plan Strategies)

Review exigting performance gppraisal plans to ensure linkage to organization misson
accomplishment for al employees, garting from the SES (link subordinate standards to SES
standards) and cascading down the organization.***

Assess the effectiveness of the performance management system (performance appraisal, avards
and recognition programs, €etc.) to ensure the systems recognize performance digtinctions.***

Current I nitiatives:

USDA SES performance standards include the requirement that executives seek employee
feedback and make improvements based on that feedback. The standards were implemented for
the gppraisal period beginning October 2002. NASS conducts a climate survey of al employees
every other year with the most recent survey conducted in 2001. After the survey is completed
implementation teams are formed to review survey recommendations and develop improvement
grategiesif needed. ARS and CSREES have recently completed al-employee surveys. These
surveys meet the requirements of the USDA SES performance criteria.
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KEY ELEMENT 8: DIVERSTY MANAGEMENT, EQUAL EMPLOYMENT
OPPORTUNITY AND CIVIL RIGHTS

A diverse high- performing workforce and a discrimination-free workplace are REE priorities.
To achieve these priorities REE is firmly committed to increasing the diversity of its workforce,
providing equa opportunity and ensuring civil rights. REE management worksin collaboration
with its Human Resources Divison, its Civil Rights Staffs and diversity committees, and the
Department to build and maintain adiverse, high-performing workforce and create a
discrimination-free workplace.

I mprovement Goal 8: Ensure a Diverse Workforce With the Necessary Skills to Accomplish
Mission and Strategic Goals

Actionable Strategies. (***Denotes USDA HC Plan Strategies)

Ensure that Diversity, Civil Rights and EEO are properly aligned with and incorporated, as
gopropriate, into dl strategic planning and human capitd initiatives and annua performance
p| ans.***

Provide the Department with the requisite information to facilitate their compilation and
disclosure of data required to assess compliance with civil rights, EEO, diversty and related
reporting requirements.***

Incorporate diversity goasin workforce planning while continuing to focus on attracting, hiring,
developing and advancing applicants and employees who are members of under represented and
socidly disadvantaged groups.***

Current I nitiatives:

REE implements policies, programs, and activities created and promoted at Department leve. In
addition, REE is executing and pursuing a broad range of supporting activities to further the
tenets of these programs. These include hosting diversity conferences, conducting civil rights
assessments, conducting civil rights training, publishing newdetters and related materid, and
numerous other forums to achieve diversity, civil rights, and EEO objectives.

Each year ARS provides science internships for both high school and college students, and
recently entered into a partnership with Hispanic-serving Miami- Dade County Community
College, itsfirst association at the junior college leve.

All four REE agencies participated in the 2003 Washington Internships for Native Students
(WINS) program, and annually support interns through the 1890 Scholars, HACU Summer
Internships, and other student programs.

CSREES edtablished a Diversity Advisory Council (DAC) in August 2000 to aid employeesin
fostering awareness and acceptance of differences and to explore how the differences might be
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used as assets to enhance work rdationships. The annua Adminigrator’s Diversity Award was
established in 2001 to recognize CSREES gaff accomplishments in achieving positive
organizationa outcomesin support of diversity, pluraism, and related innovation in program
design and implementation. For the past year the CSREES intranet has a site entitled
“Holibrations’ that highlights the holidays and celebrationsin the U. S. and around the world to
encourage a broader understanding and acceptance of diversity in the agency. CSREES
periodicdly offers atwo-day multi-cultural awareness and appreciation course with agoa of

100% agency participation.

In an effort to promote equa opportunity and workforce diversity, NASS has provided financid
support to the Southern University’ s Beginning Agricultura Y outh Opportunity Unit (BAY OU)
Program to encourage black and other minority sudents to pursue an agriculture-related
curriculum. In addition, NASS annudly conducts a very aggressive recruitment effort a a
vaiety of colleges and universities under the USDA Summer Employment Program to identify
and hire minorities, women and individuas with disabilities to work nationwide for the agency
as student assistants. NASS aso supports undergraduate students selected under the USDA
Nationa Scholars Program being implemented at Historically Black Colleges and Universities
and at Higpanic-Serving Indtitutions. These students are offered summer and intermittent
employment opportunities and permanent employment with NASS upon successful completion
of four-year degree graduation requirements. Findly, NASS isimplementing, on a continuing
bass, aMemorandum of Understanding with the University of Puerto Rico (Mayaguez Campus)
as part of an initigtive to increase the exiging level of diversty in the agency.
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KEY ELEMENT 9: LABOR AND EMPLOYEE RELATIONSAND
CONFLICT MANAGEMENT

About 15% of ARS employees are covered by bargaining units. Consistent with gpplicable
collective bargaining agreements, ARS will utilize the conflict resolution process to resolve
|abor/employee relations conflicts.

I mprovement Goal 9: Develop and Maintain Effective Working Relationships with Labor
Organizations

Actionable Strategies. (***Denotes USDA HC Plan Strategies)
Develop a Labor-Management Relations (LMR) Strategic Plan.

Incorporate basic labor management relations and labor contract adminigtration training into new
supervisory or related training programs.***

Continue to educate managers and supervisors on union contracts, dedlings, etc.

Participate in the development of and promote a standardized electronic dispute record system
for the Department.***

Current I nitiatives:

Labor and employee rdations training isincluded in supervisory training provided to the REE
agencies. Included isinformation intended to foster the gppropriate use of conflict resolution
techniques that maintain union employees’ legd rights under the established dispute resolution
system.
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PRESIDENT'SMANAGEMENT AGENDA
COORDINATION

It isimperative that the REE HC Plan is coordinated with the other four President’ s Management
Agenda (PMA) initiatives. competitive sourcing, financia management, expanding eectronic
government, and budget and performance integration. The following summearizes the dignment
aress.

COMPETITIVE SOURCING

The Department devel oped a Competitive Sourcing Plan in May 2002 and established aworking
group in October 2002 to ensure congstent application of competitive sourcing throughout the
USDA. The REE isrepresented on thisworking group and has its own compstitive sourcing
working group. Five studies have been initiated. In addition, REE will consder competitive
sourcing during workforce planning efforts or mgor restructuring efforts.

FINANCIAL MANAGEMENT

Improved financia management will be accomplished by educating managers on sound financia
management practices and holding managers accountable in their program area. The HC Plan
outlines an action strategy for developing programs and tools that address crosscutting
competency devel opment needs such as financid management. Additiondly, the god of
aigning the performance gppraisal system with organization mission accomplishment will
support accountability related to financid management.

EXPANDING ELECTRONIC GOVERNMENT

The Department published its eGovernment Strategic Plan in June 2002 and has devel oped
integrated eGovernment strategic plans. Each of the REE agencies has developed plans that
focus on improvements in dectronic service ddivery for employees, externd organizations, and
citizens. Two digtinct eGovernment areas relate directly to human capitd: knowledge
management and employee development. A Department human capitd action Srategy requires
content and knowledge management systems to address human capitd issues such as capturing
retiree knowledge. In addition, human resources representatives are working on the devel opment
of an enterprise-wide learning management system under this el_earning initiative. REE will be
ableto track courses, direct and indirect training cogts, attendance, types of training, facilities,
etc. There are anumber of other eGovernment activities that can be considered to increase the
efficiency of program and adminigtrative Saff.

BUDGET AND PERFORMANCE INTEGRATION

Strong human capita management such as skills building, workload andysis, and improved
accountability will ad Budget and Performance Integration. The employee development god
specifying career planning based on mission requirements will support developmentd effortsin
thisarea. A Department initiative to develop aworkforce planning moded that includes
workforce andyss and is directly digned with agency misson, gods and objectives, will benefit
this area.and will be adopted or modified for usein REE.
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The HC Plan digning the performance gopraisa system with mission accomplishments will
support accountability related to budget and performance integration. The new SES appraisal
system dready links performance to mission accomplishment and strategic goals.
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APPENDIX A
ACTION PLAN SUMMARY

REE HC Plan implementation is based on the time frames developed by the Department. Time
frames for actionable strategies defined specificaly by REE are based on REE resource, budget,
and other congtraints. Progress on the key performance measures discussed in the Department
HC Plan are reported to the Department on a quarterly basis and are an integrd part of the REE
action drategies.

The process for monitoring, andyzing and evauating performance measures is described in the
USDA Human Capital Accountability Plan. REE provides quarterly reportsto USDA and
ongoing tracking, monitoring, and evauation of the REE HC Plan implementation.

Key Element 1 - Strategic Alignment and Human Capital Planning

God 1: Inditute a practice of systematic human capital management that is digned withthe
USDA HC Plan, the REE and agency srategic plans, and the budget.

Measure 1: The REE Mission Area has developed human capita Strategies that are digned with
the REE and agencies Strategic Plans or the Annua Performance Plans by FY 04.

Actionable Strategies:

Develop aHuman Capitd Plan for the REE Mission Area
Timdine Sat—2" Qtr FY 03 Complete— 1% Qtr FY 04

Support the USDA Human Capitd initiatives. Participate in their collaborative efforts by
providing representatives for working groups and the sharing of best practices***
Timdine Start - 1% Qtr FY 03 Ongoing activity

Use the HC Plan in dignment with the strategic plan and in conjunction with the budget to set

priorities for resource dlocations and funding requests.***
Timdine Sat - 1¥ Qtr FY 04 Ongoing activity

Implement a human capita communications strategy, including use of the web, to ensure
stakeholder participation in and understanding of their respongibilities related to the HC Plan.***
Timdine Stat—2"Qr FY 04  Ongoing activity

Participate in USDA forums on human capita to share best practices, exchange idess, and hold
skill building workshopsin order to further the human capital endeavor. Develop Smilar
workshops within REE. ***

Timdine Sart- 2" Qtr FY 03 Ongoing activity
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Key Element 2 - Workforce Planning and Deployment

God 2: Conduct workforce planning to identify current and future skills gapsin order to
efficdently and effectively deploy the REE workforce.

Mesasure 2: All REE agencies have developed a workforce plan, including areview of structure,
by the end of FY 04.

Actionable Strategies:
Ingtitute workforce planning in the REE agencies based on the USDA modd . ***
Timdine Sat - 4" Qtr FY 03 Complete— 1% Qtr FY 04

Conduct a Skills Gap andyssin REE***
Timdine Stat—2"9 Qtr FY 04 Ongoing Activity

Develop and implement workforce restructuring plans, as needed, that incorporate competitive
sourcing solutions and resource savings related to eGovernment efficiencies***
Timdine Sat- 19 Qir FY 04  Complete - 1% Qtr FY 07

Key Element 3 - Accountability System

God 3. Ensure REE Human Resources programs are strategicaly digned, effective, and
efficient, and in compliance with applicable laws, rules, regulations, and the President’s
Management Agenda.

Measure 3: Percent of REE agencies showing progress on the Human Capitd Standards for
Success.

Actionable dtrategies:
Systematicaly evauate agency programs using the processes, tools and standards found in the
USDA Accountability Plan.***

Timdine Sart- 2" Qtr FY 03 Ongoing activity

Provide timely accountability reports to USDA on progress in meeting the Accountability Plan
godsand actions***
Timdine Sart- 2" Qtr FY 03 Ongoing activity

Continue to utilize HRME, HCMA, CARE, and other programs that provide human resources
improvements and data needed for planning.
Timdine Start- 1% Qtr FY 03 Ongoing activity

Key Element 4 - Talent Management

God 4: Align recruitment and retention strategies with workforce planning efforts to enhance the
effectiveness of these efforts and close position and competency gaps.
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Measure 4: No REE mission-critical occupations with sgnificant skills gaps (less than 15%)
by FY 07.

Actionable drategies.
Deveop and dign recruitment and retention plans with workforce planning and deployment
plansto focus on misson-critical positions as well as existing and potential competency

gaps'***
Timdine Stat—1% Qtr FY 04  Complete - Ongoing activity with review each FY 4™ Qtr

Fully utilize the SSRS program.
Timeline Start—3Qtr FY 03 Ongoing Activity

Continue to use, promote, and explore the use of human resources flexibilities to recruit and
retain employees***
Timdine Sart - FY 02 Ongoing Activity

Support legidative changes to diminate impediments in the government human resources
rocesses.
Timdine Sat- 15 Qtr FY 04  Ongoing activity

Continue to use senior program managers and supervisors in recruiting activities, epecialy
those focused on meeting diversity gods and filling misson-critica positions***
Timdine Sat—FY 02 Ongoing activity

Key Element 5 - L eader ship Development and Succession Planning

God 5: Ensure leadership continuity through comprehensive succession planning and leadership
development programs and opportunities.

Measure 5A: Retention rate of employeesin career GS-15 and SES positions.

Measure 5B: Ratio of employees (GS-15 and above) enrolled in or having completed a
manageria development program or SESCDP program versus SES career positions.

Actionable drategies.
Communicate best practices within REE and from other agencies/private industry to dl
managers and other employees.

Timdine Start - 2" Qtr FY 04 Ongoing activity

Develop comprehensive succession plans for leadership postionsin each agency.***
Timdine Sart - 1% Qtr FY 04 Complete— 4" Qtr FY 04

Utilize OPM -devel oped core competencies in leadership development programs.
Timdine Sart - 2" Qtr FY 04 Complete - 1% Qtr FY 05
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Include the leadership function in the workforce planning and analysis process to identify
agency specific position and competency requirements***
Timdine Start — 1% Qtr FY 04 Ongoing activity with review each FY 1% Qtr

Deveop and/or use OPM and other leadership development programs to prepare employees for
leadership so that REE has a competitive interna pool of candidetes to fill future leadership
vacancies.

Timdine Start — 4™ Qtr FY03 Ongoing activity

Encourage the use of mentoring programs, coaches, and assessment tools such as career
mapping and 360 degree feedback.
Timeline Start — 4™ Qtr FY 03 Ongoing activity

Key Element 6 - Knowledge M anagement and Employee Development

Goa 6: Capture and share knowledge and develop employee competencies to better perform the
REE misson.

Measure 6A: Responses to the Government-wide Survey (GWS) Leadership and Knowledge
Management questions are above the 3.00 indicator level.

Measure 6B: All of the REE agencies knowledge management srategies are in place by FY 07.

Actionable Strategies:

Actively participate in the USDA eGovernment and el_earning content and knowledge

management effort, implementing the Department Strategy when complete***
Timdine Sat - FY 03 Ongoing activity

Participate in and support implementation of USDA eGovernment enterprise effortsin
edablishing alearning management srategy, implementing when available***
Timdine Sat—FY 03 Ongoing activity

Asesstheimpact of current training Sirategies on closing competency gaps and mesting
business gods. ***

Timeline Sart - 4" Qtr FY 04 Ongoing activity

Develop or procure employee development programs and/or tools that lend themsdlves to the
development of core competencies, needed in misson-critica postions.
Timdine Start - 2" Qtr FY 04 Complete - 2" Qtr FY 07

Develop methods to capture the knowledge of employees who retire, so that new employees will

have access to that knowledge base and the retirees years of corporate history.
Timdine Start— 2" Qtr FY 04 Complete - 4" Qtr FY 04
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Key Element 7 - Performance M anagement
God 7: Improveindividua and organizationa performance.

Measure 7: Responses to OPM’ s Government-wide Survey questions on performance culture are
at or above the 3.00 indicator leve.

Actionable Strategies.
Review existing performance appraisa plans to ensure linkage to organization misson
accomplishment for al employees, sarting from the SES (link subordinate sandards to SES
standards) and cascading down the organi zation.***

Timdine Start — 1% Qtr FY 04 Ongoing activity

Assess the effectiveness of the performance management system (performance appraisal, avards
and recognition programs, €tc.) to ensure the systems address performance distinctions.***
Timdine Start - 1% Qtr FY 04 Complete - 4" Qtr FY 04

Key Element 8 - Diversity Management, Equal Employment Opportunity, and Civil Rights

God 8: Ensure a diverse workforce with the necessary skills to accomplish misson and strategic
gods.

Measure 8A: Eighty (80) per cent of diversity godsmet by FY 04.
Measure 8B: Development of diversity outreach strategy completed by FY 04.

Actionable Strategies.
Ensure that diversty, civil rights, and EEO are properly digned with and incorporated, as
appropriate, into al strategic planning, human capita initiatives and annua performance
p| ans***

Timdine Start - 1% Qtr FY 04 Ongoing activity

Provide the Department with the requisite information to facilitate their compilation and
disclosure of data required to assess compliance with civil rights, EEO, diversity and related
reporting requirements.***

Timdine Sart - 2" Qtr FY 03 Ongoing activity

Incorporate diveraity gods in workforce planning while continuing to focus on attracting, hiring,
developing, and advancing applicants and employees who are members of under represented and
socidly disadvantaged groups.***

Timdine Stat — 1% Qtr FY 04 Ongoing activity
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Key Element 9 - Labor and Employee Relations and Conflict M anagement
God 9: Develop and maintain effective working relationships with labor organizations.

Measure 9A: Response to gpplicable Government-wide Survey (GWS) question is at or above
the 3.00 indicator leve.

Measure 9B: Usage rate of, and percentage of disputes resolved through, Alternative Dispute
Resolution (ADR) Program.

Actionable dtrategies.

Develop an LMR Strategic Plan
Timdine Start— 4" Qtr FY 03 Complete— 1% Qtr FY 04

Incorporate basic labor management relations and labor contract adminidiration training into new
supervisory or related training programs.***

Timdine Sart - FY 03 Complete— 1% Qtr FY 05
Continue to educate managers and supervisors on union contracts, dealings, etc.

Timdine Sat - FY 03 Ongoing activity
Participate in the development of and promote a standardized € ectronic dispute record system
for the Department.***

Timdine Sart - 4" Qtr FY 03 Complete 34 Qtr FY 04
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APPENDIX B
CIVIL RIGHTSPOLICY STATEMENT

The REE embraces the Department=s civil rights policy of building and maintaining a dynamic
and effective workforce inextricably linked to creeting and sugtaining:

High-qudlity, high-performing, diverse workforce, and

A workplace environment free from discrimination, harassment, intolerance, and reprisal.
Underlying the accomplishment of our goals of service to customers and efficient management
are principles providing, ensuring, and promoting a workplace where employees and applicants
for employment are:

Treated equitably, fairly, and judly,

Assured equa opportunity for development and advancement,

Encouraged and supported to reach their full potentid in the performance of their job, and

Recognized and rewarded for their achievement and the value of their contributions to
ensuring customers experience excellent customer service and equal accessto al programs.

Our civil rights policy prohibits reprisal, harassment, or discrimination based on age, color,
disability, nationd origin and race, and where gpplicable family, parentd or maritd datus,
politicad affiliation, religion, sex (gender), sexud orientation, and public assstance status.

REE is dedicated to dstrategic, administrative, advocacy, change management, and employee

developmentd actionsin line with the HC Plan, that do not adversely affect or disproportionately
impact any group of employees or gpplicants.
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APPENDIX C
IMPACTS ON WORKFORCE PLANNING

The four agencies (ARS, CSREES, ERS and NASS) that comprise REE are responsible to the
American people for avariety of programs and services as outlined in their misson statements.

The many REE employees (permanent, temporary, seasond, intermittent and volunteer) and the
numerous state and university cooperative employees and other non-Federa associates make it
possible for REE to carry out its missons and programs. The breadth of our agencies missons
and programs requires a diversity of skills. An extensve field structure enables REE to provide
services directly to our customers.

REE employs gpproximately 11,000 permanent employeesin addition to alarge number of
temporary, intermittent, and student employees. Demographics of the REE workforce pose a
ggnificant chdlenge: the average age of our employeesis nearly 45 years, less than 10% of the
workforceis under 30 years of age. Over 40% of our workforce is expected to retire in the next
10 years, and there are fewer skilled workers entering the replacement pipeline. The average
REE grade is GS-9 and asin most other government agencies, our most populous grades are
GS-9 through GS-12. However, expected retirementsin this grade range over the next decade,
coupled with the anticipated smaler number of gpplicants who qudify in disciplines needed by
REE agencies suggests a potentid replacement shortfal. The HC Plan will aid in the
development of specific stepsto ensure that highly skilled personne will be avallable in critical
REE postionsin the future.

REE in the past has followed the USDA direction in sgnificant sreamlining and de-layering
effortsin itsworkforce. These initiatives have streamlined our program ddivery and
adminigrative structures. However, limited budgets, effective technology use, and competitive
sourcing still impact our workforce and staffing levels. The HC Plan will address these issues.
The most distinguishing festure of our workforce isits occupationd diversity. REE employs
individuasin over 150 different occupations. Our workforce is most concentrated in the
occupations which drive our misson: agricultura research, economics, satistics and education.

Technical Expertise In Scientific Disciplines REE isthe primary scientific based misson area
within USDA. REE indudesthe ARS which isthe principa in-house science research agency
dedicated to solving high-priority agriculturd problems through research and information access
and dissemination. CSREES provides leadership to identify, develop and manage Federd
programs to support university-based and other ingtitutional research, education and

extension projects and programs. Through fair, efficient and effective adminigration of Federd
financid assstance, CSREES implements awards and agreements of approximately $1 hillion
annudly. These funds help train the next generation of food and agricultural scientists and
educators. The need for aworkforce that is highly trained in the most advanced and current
agricultural and scientific knowledge is paramount to fulfillment of our misson.

Knowledge Of Economics and Statistics In REE, ERS economigts provide economic anaysis

to develop and evauate legidative, regulatory and policy options and measure the success or
falure of agriculture as it relates to farmers, consumers and the genera public. The knowledge
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of agriculturd commodities, credit principles, financid analyss, production, marketing and trade
issues is now and will remain vita to the success of the mission.

NASS provides the basic agriculturd and rurd data needs for USDA and for the citizens of the
United States, both those working in agriculture and those living in rurd communities. By
objectively providing timely, accurate and usable satistica information and services, public
officids and private interests are able to make informed decisons. NASS' gatitics not only
keep those involved with America s biggest industry well-informed, but they aso provide the
basic information necessary to keep agriculture markets stable and efficient, and hep maintain a
leve playing fied for al users of agriculturd datidtics.

Information Technology (IT) Skills Invesment and improvement in IT sysems are criticd to
accomplishing the missions of the REE agencies as our employees and our customers
increasingly rely upon computer technology as atool to efficiently and effectively perform their
work. Adopting new technologies and advancements using eGovernment and eCommerce
bus ness processes change the way we perform our work and conduct our business with the
public.

EXTERNAL AND INTERNAL DRIVERS
The REE HC Plan supports our most important resource: PEOPLE (our employees). Our current
drategic planning efforts indicate a variety of externa and interna drivers that impact human
capital planning. Thexe are:
External Drivers

Department-wide focus on the Adminigtratiorss Policy Report, AFood and Agricultura Policy:
Taking Stock for the New Centuryl

Federd laws and congressionally mandated actions including the Government Performance and
Results Act

Heightened national focus on Homeland Security
USDA Human Capital and Strategc Plans
Citizen and congressond interest focused on civil rights issues

Changing citizen expectations of the role of Government including more collaboration and
ctizen involvement

Human Resources regulations and statutes including classification systems, the competitive
recruitment process, recruitment and retention incentives, and other policies and regulations
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Internal Drivers

A potentia significant loss of leadership due to projected high rate of Senior Executive Service
(SES) and management employees eigible for retirement and projected dearth of replacements

Implementation of mgor policy initiatives, such as the Farm Security and Rurd Investment Act
of 2002 involving close coordination and tight deadlines

Funding congtraints and competing requirements within the human resources area and REE as a
whole, notably other facets of the President=s Management Agenda (PMA), such as Competitive
Sourcing

REE Strategic Plan and related policy initiatives
The potentia for downsizing coupled with the need for new knowledge, skills and abilities
Shift to an enterprise IT system and other automation to better support the REE misson

Theseinternd and externd drivers help to reinforce the types of human capita initiatives that
must be in place to ensure that we have the right number and skill mix of employeesin our
workforce. They will dso hep to determine the impact of technology onthe types of skillswe
need and how our work can be performed more efficiently while continuing to be more
responsive to the custome.

CROSSCUTTING MISSION DRIVERS

It isclear that severd crosscutting issues will drive the Department:s and REEzs mission
activities and ddivery, and sgnificantly impact human capitd management. These drivers are:

Scientific Research

The competitive future of the U. S. food and agriculture sector depends on a continuing flow of
scientific research and andlysis. Discovery and gpplied research in biotechnology and genomics
lay the foundation for meeting the chalenges of globd food security. Genetics and molecular
biology hold promise to reduce recurring problems of plant and animal disease, invasive species,
post- harvest |osses and food-relaed problems with human hedth. Developing commercidly
feasible renewable resources, food-based hedlth products and manufacturing products, creates
new demand for agricultural products and hel ps reduce dependence on foreign sources. To meset
these chalenges, REE must be prepared to educate, recruit and retain top talent in these critical
scientific disciplines.

Global Markets

Globalization of markets and culture has enormous implications for the food and agriculturd

system and those who work in it. We can no longer think of U. S, agriculture as being confined
to what occurs within our nation’s borders. It iscritica that REE employees see this bigger
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picture and understand how to structure and implement REE programs to recognize the
challenges and opportunities presented by the globa markets.

Homeland Security

Theincreased vulnerability of U. S, agriculture to accidentd and intentiondly introduced animd
and plant pests and pathogens has required the establishment of a nationwide network of
diagnostic facilities to reinforce and supplement the Federd facilities of the Anima and Plant
Hesdlth Ingpection Service (APHIS). To meet this requirement, the USDA through the joint
efforts of CSREES and APHI S has established a unified Federa- State network of public
agricultura inditutions to identify and respond to high-risk biologica pathogens in the food and
agriculture system. Funding provided by CSREES to universties will help train some of the
workforce needed to address thisissue. The unique and criticadl USDA role in helping protect
againg threats to farms, ranches and the American food supply will affect how REE recruits,
trains and deploys its workforce.

Natural Resour ces

The management of our public and private natural resources must result in long-term strategies
that yield maximum sugtainable benefits that satisfy the breadth and variety of socid concerns.

A mgor god of REE isto provide scientific information to community-based forest and range
resources decision makers with policy aternatives for sustainable resource management. In
addition, the REE must expand the scientific knowledge and technology base to enhance the
productivity of our natura resources. Specificaly, the REE agencies perform the research,
education, extenson, forecasting and economic analysis activities needed to provide producers
and their advisors with the management practices and tools that will alow sustainable food, feed
and fiber production while protecting our soil, air and water resources.

Farm Security and Rural Investment Act | mplementation
REE must have a capable and well-trained staff that can quickly perform research, develop
policy and programs, and implement and direct the programs authorized in the Act. In addition

the REE will need to continue to improve service delivery requiring more collaboration and
information sharing among our agencies, and other USDA and Federd agencies.
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APPENDIX D
STRATEGIC PLANNING FRAMEWORK

The HC Plan was devel oped to indtitute policies and practices that will ensure the REE Misson
Areaand its agencies will have aworkforce capable of carrying out its misson. Following are
the mission, vison, values, and drategic gods for REE.

M1SSION: REE provides and supports the creation of the science-based knowledge required by

USDA and its customers. Thisincludes providing the sound scientific bass for informed
decison making for dl who contribute to the U. S. food and agriculturd system. The REE
promotes the well being of American agriculture, related industries, consumers, and rura
resdents by:

A. Creating basic research knowledge at the frontiers of biologicd, physica and socid
sciences,
B. Applying knowledge in innovative ways to address problems and issues,
C. Promoting commercid development and timely transfer of new knowledge and
technologies to users,
D. Educating and informing public and private decison makers, and
E. Strengthening higher education to develop the skills of the evolving workforce.

VISION: REE is recognized as the premier organization that provides the best available science
and information to its customers to meet the needs of arapidly evolving food and agriculture
sysem.

VALUES: USDA and REE vaues are based on the values articulated by President Bush to
Federal employees on November 19, 2001. They are:

We must dways maintain the highest ethical sandards. In addition to asking, AWhat is
legd 2l we must also ask, AWhat isright?.

We must confront the tough problems, not avoid them. We are here to serve the public=s
long-term interests, not just to apply quick, short-term fixes.

We must remember that political and career employees are part of the same team. People
do not separate them, and neither do I. We dl have high expectations from our
Government. To meet these expectations, we need to work together.

We should dways remember that every dollar we spend is the taxpayers money. People
worked hard to earn it, we should spend it wisdly and reluctantly.
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REE STRATEGIC PLAN GOALSAND OBJECTIVES
God 1: Enhance Economic Opportunities For Agricultura Producers

1.1. Provide information, knowledge and education to help expand markets and reduce trade
barriers.

1.2. Support internationa economic development and trade capacity building through research
and technical assistance.

1.3. Provide the science-based knowledge and technologies to generate new or improved high
qudity products and processes to expand markets for the agricultural sector.

1.4. Provide science-based information, knowledge and education to facilitate risk management
by farmers and ranchers.

1.5. Contribute science-based information, analysis and education to promote the efficiency of
agriculturd production systems.

God 2: Support Increased Economic Opportunities And Improved Quality Of Life In Rura
America

2.1. Expand economic opportunitiesin rurd America by bringing scientific ingghtsinto
economic and business decison making.

2.2. Provide science-based technology, products and information to facilitate informed decisons
affecting the qudity of lifeinrurd aress.

God 3: Enhance Protection And Safety Of The Nation’s Agriculture And Food Supply

3.1. Reduce the incidence of food borne illnesses through science-based knowledge and
education.

3.2. Develop and ddliver science-based information and technologies to reduce the number and
Severity of agricultura pest and disease outbresks.

God 4: Improve The Nation’s Nutrition And Hedlth

4.1. Improve human hedlth by better understanding the nutrient requirements of individuas and
the nutritiona value of foods.

4.2. Promote hedthier food choices and lifestyles.

4.3. Enhance understanding of economic and socid issues and outcomes leading to improved
food program management and customer service.

God 5: Protect And Enhance The Nation's Natural Resource Base And Environment
5.1. Provide science-based knowledge and education to improve the management of forests and
rangelands.

5.2. Provide science-based knowledge and education to improve the management of soil, air and
water resources to support production and enhance the environment.
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