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DESCRIPTION OF PROBLEM

Since 1995, the Department has experienced a 27 percent reduction in the workforce.  As of the beginning of FY 2005, up to 53 percent of the Department’s workforce is eligible for retirement within the next five years.  The decline in staffing has left the Department with a significant challenge:  reinvesting in its human capital to ensure that the right skills, necessary to successfully meet its missions, are available.

PRIOR YEAR ACCOMPLISHMENTS

The Department's workforce challenges over the past years have been met with focused initiatives, some of the largest initiatives being the Strategic Align​ment Initiative from FY 1995-2000 and the Workforce for the 21st Century Initiative in FY 1999.  In FY 2002, a departmental framework was developed with the implementation of a comprehen​sive human capital management strategy.  This strategy began with development of a Workforce Analysis to serve as a baseline of workforce demographics for future change.  The Department implemented a new Senior Executive Service (SES) Performance Management System that distinguishes high performers with higher awards and cascaded the system to non-SES managers and supervisors; developed a guidebook on recruiting, retaining, and developing a highly-skilled workforce; implemented Quick hire, an automated human resources system; developed the On-line Learning Center and Web-based learning technology; established a new Career Intern Program; launched the first SES Candidate Development Program since 1993; and guided major Departmental offices in developing Business Visions and Workforce Plans.  
In September 2001, the Department submitted a 5-Year Workforce Restructuring Plan with the FY 2003 budget submission to the Office of Management and Budget (OMB).  This Plan serves as the blueprint for future improvements in Human Capital Management.  In addition, the Department developed a Human Capital Management Strategic Plan that includes quarterly progress and planned actions on human capital actions that is submitted to OMB and the Office of Personnel Management each quarter, as part of the President’s Management Agenda Initiative on Human Capital.  The Human Capital Management Strategic Plan was formalized this past year and posted on the web.  This formal Plan replaces the 5-year Workforce Restructuring Plan as the blueprint for improvements in Human Capital Management.     
The OIG has undertaken efforts to improve the inadequate audit coverage portion of human capital management.  Specifically, the OIG has requested additional funding in the FY 2006 budget to address increasing staffing requirements.  In addition, the OIG has further improved its risk-based planning process by integrating planned audits to align with critical audit areas.  The OIG also conducts annual risk assessments to identify the greatest audit needs.

Offices within the Department are now right-sizing to address their specific needs.  The Office of Science (SC) initiated a 3 phase reorganization plan implementing changes to the SC organizational structure and reporting relationships that respond to the direction and vision provided by the President’s Management Agenda.  This reorganization has enabled SC to establish a clear set of integrated roles, responsibilities, accountabilities and authorities that encompass SC Headquarters and its field locations.    The Office of Environmental Management (EM) completed reorganizing its headquarters’ staff, resulting in greater clarity in the roles and responsibilities of both headquarters and the field.  EM has fully integrated individual performance into EM organizational goals.  EM has put in place policies for workforce planning and development of annual workforce plans.      
The National Nuclear Security Administration’s (NNSA) re-engineering efforts to streamline operations and strengthen accountability continue with a completion date of FY 2006.  As part of that effort, the organization is reducing overall staffing levels and some positions are being geographically relocated.  In addition, staffing plans have been approved for each NNSA Site Office.  The Office of Personnel Management has granted approval to NNSA to conduct a Pay Binding/Pay for Performance Demonstration Pilot Project (one of two in the Federal Government).  This pilot should rejuvenate the Federal workforce over the next 5 years and beyond.  
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PROGRESS STATUS

A Departmental framework for addressing this issue was put in place with the implementation of a comprehensive human capital management strategy.  The Department has continued its focus on this issue as evidenced by the revision of DOE’s Human Capital Management Strategic Plan.

During FY 2006, efforts continued to re-shape the Department’s workforce through increased emphasis on performance and accountability.  The Department completed total reorganizations in the offices of SC and EM, while the NNSA completed the implementation of all its reengineering plans.  NNSA also developed and used Managed Staffing Plans in assigning staffing targets and in identifying critical hiring needs, skills mix imbalances and buyout eligible occupations.  EM implemented its comprehensive Human Capital Management Plan to address issues all aspects of workforce recruitment and staffing, training, retention and succession planning for improved performance excellence and leadership continuity.  EM continues to emphasize the executive development.  EM also is continuing with programs for training, qualifying, and certifying employees and managers in a number of critical areas.  EM established its EM Career Intern Program to serve as a pipeline to the future and began aggressive recruitment to hire 20-25 candidates for the initial class beginning in July 2007.  EM currently has 21 interns on board as of June 21, 2007.  EM acquired the expert services of the National Academy of Public Administration to provide expert advice on a variety of human capital issues including skills analysis, workload forecasting, and organizational roles and relationships.  SC conducted a comprehensive analysis of existing staffing to ascertain the projected skills that will be needed for the development and operation of the next generation of world class research facilities.  As part of the Department’s efforts under Proud-to-Be III, we developed and implemented a Department wide Human Capital Management Assessment Program. 

The Department will continue to strategically manage its Federal workforce through the use of voluntary separation incentive payments and voluntary early retirement authority, identify skill mix and skill gap issues and work on closing skill gaps.  In addition, the Department will continue to conduct strategic human capital analyses and realign Department organizations complex-wide to ensure a workforce that is fully capable of meeting its responsibilities.
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