Human Capital Management

Description of Issue

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.

Actions Taken & Remaining

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 2007, 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 continues to implement its comprehensive Human Capital Management Plan to address all aspects of workforce recruitment and staffing, training, retention and succession planning for improved performance excellence and leadership continuity.  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.  EM established its EM Career Intern Program in FY 2006 to serve as a pipeline to the future.  EM has aggressively recruited suitable candidates from a number of universities and other institutions and plans to hire up to 25 interns in FY 2007.  EM has on board 21 interns as of June 21, 2007.  EM continues with its executive development program.  EM is also continuing with its training, certifying, and qualifying programs.   EM developed a complex-wide policy on workforce planning and development of workforce plans.  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.

Expected Completion

FY 2007

