Consensus Review Worksheet - Item 5.1

Workforce Engagement

Relevant Key Factors

1. Values: 1)demonstrate integrity in our science, relationships, and management of government assets, 2)pursue scientific knowledge and respect diverse opinions, 3)cultivate innovation and creativity, 4)practice open and honest communication with each other and our partners, maintaining the security of confidential information, 5)demonstrate leadership in all we do, in all the communities we serve, 6)focus on efficient and effective processes, and 7)respect the land and the people who use it. 

2. Core competencies: 1) systematic agricultural research. 2)systematic and controlled Process Portfolio Management and Research Portfolio Management, 3)development of close, collaborative partnerships among academia, government, and the agricultural science industry to merge science with solutions to create commercialization pathways, and 4) specialized research competencies in corn endosperm mutations, corn and wheat breeding/physiology, grain gene splicing and engineering, wheat germplasm, and crop nanotechnology.

3. 5,653 non-union employees at four sites: NE (53%), MS (12%), PA (19%), CA (16%). Segmented by site and job type (scientists, lab, farm operations, students, admin, sr leaders, program leads, and program admin). Diversity includes white (46%), African American (23%), Hispanic (12%), Asian (13%) and other (6%). All have HS or equivalent, PhDs (37%), masters (24%), bachelors (28%).

4. Key strategic challenges include the high cost of entry into new research programs, conflicts between industry and government, high expense of new technologies for farmers. Challenges affecting sustainability include uncertain funding environment, competition with other contractors, changing contract performance requirements, and declining number of agricultural graduates.

5. Key strategic advantages include well-established facilities and a reputation for continuing success, strong relationships with community colleges, strong reputation for leading industry research. Advantages affecting sustainability include the USDA's knowledge of the company, record of strong results and efficient processes, the ability to anticipate and adapt to changing research priorities and to develop innovations, long term continuity, uninterrupted consistent support based on a continuing relationship, proven Prime Contract Management process, strong reputation for agricultural research, and strong partnership with Cooperative Extension System.

Strengths

	++
	Strength
	Rationale
	Item Ref.

	
	The applicant uses multiple approaches to encourage the applicant's culture of open communications, an engaged workforce, and respect for diverse opinions. These approaches include the Idea Well. Ideas go to the Idea Well team reviews and immediately implements those considered to be quick wins. Other, more complex ideas, are shared with process owners and process Six Sigma yellow belts. Other methods utilized to encourage an exchange of ideas across the organizational disciplines include quarterly colloquiums at rotating sites, monthly operational forums, and the Scientific Peer Research Review (SPRR) process and monthly operational meetings. A 2007 improvement cycle initiated communities of interest and discussion groups that communicate across the organization through the inter/intranet.
	Reflected observations from 4 examiners, also closely matches observations from 1 examiner for a(2, 3). Supports growing talent within the organization. Demonstrates deployment and learning.
	a(2)

	
	The applicant uses numerous methods to address workforce learning and development. These approaches include shadowing or cross-training with retiring employees, risk management audits, regular competency checks and on-the job learning. These learning needs are identified in the workforce performance plans and aggregated to determine knowledge gaps. Programs are then developed to address the gaps. The applicant also uses an extensive computer-based training library to support self-identified training needs and career development. These approaches demonstrate a commitment to both organizational and individual learning and align with workforce motivation and satisfaction factors. 
	Reflects observations from 3 examiners < and 1 examiner. Demonstrates a commitment to both organizational and individual learning and aligns with workforce motivation and satisfaction factors.
	b(2)

	
	The applicant worked with NFU Education Dept to develop a systematic evaluation process for the training curriculum (Ebonywood Model for Assessment). Data is gathered and used as inputs into biannual curriculum review- Efficiency is measured through several approaches, such as dollar assessment/workforce member; participation in training, accident rates and safety violations are used to track the effectiveness of safety training. These approaches support several of the applicant strategic advantages and principal success factors. 
	Reflected observations from 3 examiners. Demonstrates a systematic approach, integration with business partner, and learning.
	b(3)

	
	Workforce Performance Management process (WPM) provides foundation for workforce career progression. Work System Design Process includes the identification of performance expectations, skills, competencies along with requirements for training and development for each work process and job category. This approach supports alignment with strategic objectives and value of focus on efficient an effective processes Workforce develop career goal and job progression. Plans are reviewed at quarterly and annual reviews buddies for new hires, mentors available for tenured workforce. The applicant has also defined a Succession Planning Process that is linked to strategies and HR plan, which includes monitoring and evaluation. A Leadership Development Committee is implemented at at each site to support this process.
	Reflects observations from 3 examiners. Demonstrates approach, deployment, and integration.
	b(4)


Notes

Eliminated a1 strength because it was in conflict with both the a1 and c1 ofi.. Did not use observations on rewards and recognition (a(2,3)), the solo comment on learning and development, b(1), or the observations on assessment of workforce engagement, c(1), did not feel they rose to the level of the other strengths used 

Opportunities for Improvement

	--
	Opportunity for Improvement
	Rationale
	Item Ref.

	
	There is no evidence that the approaches used to determine the key factors of workforce engagement and satisfaction, or the approaches used to assess workforce engagement and satisfaction are evaluated for effectiveness. While the Management Advisory Groups at each location have the responsibility to evaluate and improve the approaches related to assessing workforce engagement key factors and satisfaction, the approach used is not evident. Without a systematic approach to evaluation effectiveness it may be difficult to identify key factors for workforce satisfaction and engagement, this may limit success in attracting and retaining a high quality workforce. 
	Changed the OFI to focus on the lack on a systematic approach to evaluating effectiveness. There were several observations under different item references that I have incorporated into this comment. 
	a(1)

	
	Although there is a systematic succession planning process (Figure 5.1-3), it's not clear how this process is applied to scientists in highly technical, expert scientists in fields such as gene splicing. Additionally, it is not evident that there is a career progression for scientists (e.g. fellow, junior, senior scientists). Developing and deploying processes for recruitment and retention of scientists in highly technical fields, such as gene engineering, and developing fields such as development of natural based fuels, may enhance efforts at innovation and scientific achievement through publication in best-in-class journals, presentation at national meetings, and technology transfer of profitable patents. A lack of process in this area could impact sustainability as well as innovation and achievement, without innovation and achievement through top scientists the applicant may not be able to secure highly competitive funding. 
	Only one examiner wrote an observation on b(4) but since this clearly impact the strategic challenge I have added it. 
	b(4)

	
	The Employee Workforce Assessment (EWA), a tool that was initiated in 1995 and last modified in 2000, is used annually as the applicant's primary approach to "drive improvement efforts across all...sites and workforce segments". For a process that is used to drive improvement and contribute to organizational learning about workforce motivators, it is unclear if the EWA has undergone any additional cycles of improvements since 2000. Moreover, it is unclear if the EWA approach differs across workforce segments. Without employing cycles of improvement, or having the ability to differentiate workforce segments, the tool and process used to determine and measures employee engagement may miss the factors that are critical to retaining a high quality workforce, a principal success factor and key to achieving its objectives. 
	Differentiated this comment from OFI 1 by focusing on the learning and segmentation issues. Observations from 4 examiners. Lacking cycles of improvement in improving effectiveness of assessment.
	c(1)


Notes

Did not use solo observation on customer and business focus, a (2, 3). Three observations addressed different areas. Addressing declining ag grads, addressing innovation and leader development, and ethics and ethical practices, respectively. Did not use solo observation on effectiveness of learning and development, b(2,3). 

Scoring

Score Range: 50-65%
Score Value: 55 
Why shouldn't the score be in the range above or below the selected one? Dropped the score to 55 after eliminating the a1 strength that was in conflict with the a1 and c1 ofi. Not below - Address the multiple requirements, more than a beginning approach, deployed to all areas Not above - Some gaps identified in approach, not clear on innovation, some integration 

