REPORT ON THE IMPLEMENTATION OF

NAPA RECOMMENDATIONS

As of March 4, 2002

	NAPA RECOMMENDATION
	STATUS

                        

	1.  Reinforce supervisory HRM responsibilities.
	(See response to Recommendation 2 below.)

Strengthen deployment of 180 feedback system to augment supervisors’ ongoing awareness.

	2. Provide supervisory/management development on a continuing basis.
	OHR will develop a systematic approach to developing leaders using Leadership Needs Assessment (currently underway) as the focal point for redesigning content and approach to supervisory and management development.  Supervisory/leadership responsibilities will be well defined and communicated.  Appropriate training/tools/work aids will be developed & provided to all supervisors.  Supervisory training will be mandatory and participation monitored by Directorate management.  Supervisory training requirements will be incorporated into performance plans.  Responsible parties:  OHR & Directorate management

	3. Analyze the efficacy and fairness of the performance management process for employees assigned to different project teams.
	Reemphasize current requirement for administrative (home) supervisors to obtain performance feedback from collocated project leaders for all collocated employees.  OHR will reemphasize this requirement as part of mid-term review and end-of-year guidance provided to all supervisors.  In addition, expand use of 180 Supervisory Feedback Tool to include collocated managers, i.e., employees would be able to provide feedback to both home supervisor and collocated manager.  Responsible parties:  OHR/Supervisors – Additional recommendations/changes may result from the forthcoming independent review.  

	4.  Develop strategies that will enable OHR staff to become more visible and add greater value to the Center.
	See response to Recommendation #5 below.  In addition, monitor impact of recently outsourced transactional OHR services to assure that staff devotes time and attention to high impact activities without decreasing transactional responsiveness.

	5. Consider collocating OHR representatives/generalists within line organizations.
	Review Team recommends OHR conduct pilot collocation effort with several directorates that have expressed interest.  Responsible parties:  OHR/directorates

	6. To the extent possible, OHR should maintain the assignments of specific individuals as its representatives with line organizations.
	It is NOT policy in OHR to regularly change assignments of individuals.  Change usually results from attrition, which triggers reassessment of how remaining individuals are best deployed to meet needs. Recognizing that attrition is not controllable and career development is necessary to retain high quality HR employees, OHR management will strive to balance above with need for continuity of support to customer organizations.  OHR will also assure that HR support is delivered via a team effort so that another member of the team, or team lead, will continue service delivery while a replacement team member is found and will coordinate support changes with the customer organization receiving the support. Responsible party:  OHR management

	7. Establish OHR points of contact (POC) for Center employees to facilitate "One stop shopping."
	IMPLEMENTED:  OHR POC listing already exists on OHR website.  New 113 POC brochure recently published.  

To maximize usefulness, Review Team has provided several recommendations to OHR: 

1) Rely on webpage listing as primary source and establish routine schedule for frequent update, then keep it up-to-date;

2) Periodically use other media but not too frequently, e.g., when new services or major revamping of listing; 

3) Assure alignment between hard copy media and webpage; and  

4) Enhance search engine on webpage to more easily find topics and to point directly to responsible person.

	8. Advise Wallops Flight Facility employees that the Center intends to fill the HR specialist vacancy and will assign at least one OHR representative to Wallops Island.
	IMPLEMENTED:  HR Specialist reported for duty at WFF in December 2001.

	9. Establish methods and procedures for obtaining continuous and periodic customer feedback.
	IMPLEMENTED:  Review Team agrees that the OHR Customer Service Questionnaire rolled out in February 2001 satisfies this.  Review Team has provided several suggestions to OHR intended to help build the number of respondees.  

	10. Provide additional staff resources, training and materials to OHR to help overcome the lack of information technology support and relative inexperience of its staff.
	IMPLEMENTED:  OHR contracting initiative presented to G&A budget pool 8/01.  Contractor staff reported in Nov 2001 – Jan 2002.  

OHR assessing HR competency models to develop HR competencies to assist in staff development.   Responsible party:  OHR management

	11. Impress upon NASA HQ the necessity of either quickly producing or providing a modern, integrated human resource information system or permitting the Center to procure the automated systems and/or services its needs to effectively support its HRM program.
	NASA STARS rolled out in July 2001.  Position Description Management System to be implemented beginning in FY02.  Core HR system is several years away under IFM master schedule.  IFM Program has decided to pursue Core HR getting underway in FY02.  NO FURTHER ACTION IS AVAILABLE AT THIS TIME.

	12. Establish a timeliness/response time process to enhance its customer focus.
	Using NASA STARS reports, establish current timelines for all staffing actions and continue to monitor them.  Prepare similar timelines for other HR actions.  Post all on the OHR website for general Center access.  Responsible party:  OHR 

	13. Rather than attempting to differentiate and define diversity, EEO, affirmative action, HRM and other "people management" terms, the Center could develop and communicate an overall proactive people management philosophy that takes into consideration the objectives of these various elements.
	An articulated Human Capital or People strategy/plan can provide this.  Center Director looking at ways to undertake such an effort at the Center.  Review Team recommends benchmarking with others who have developed such a plan as an early part of the effort.

Executive Council retreat on 2/22/02 provided kickoff for Human Capital Strategy Planning effort, to be led by Marty Frederick.  

	14. Consider changes in hiring procedures to permit selecting officials to rate/rank candidates after basic qualification eligibility is established by OHR.
	NOT IMPLEMENTED:  NAPA concedes this recommendation is an error.  It is not permitted under merit promotion rules for selecting officials to rate and rank candidates themselves for their own vacancies.  However, implementation of NASASTARS moots this recommendation since NASA STARS rates and ranks automatically.

	15. Explore expanded use of available information technology to recruit, accept resumes, and process applicants for employment.
	IMPLEMENTED:  NASA STARS Resume Management System rolled out in July 2001 provides this.  

	16. Establish a process to explain/communicate the promotion process and develop more effective ways to provide feedback to those not selected for advertised positions.
	IMPLEMENTED:  Review Team has reviewed Promotion Redesign communications initiatives.  Recommends that with respect to promotion process, it is not a process issue but an education issue, dependent on assuring line supervisors are aware of and comfortable with their role in describing to their employees the promotion process and the selection process.  Supervisors need to accept their responsibility for debriefing both those who are not promoted and those who are not selected.  The action needed is linked to Recommendations #1 and #2.   Review Team has reviewed NASA STARS notification letters and made suggestions to improve the tone and content of these notifications.  Suggested changes have been made.  Review Team further recommends making diverse interview panels mandatory for all positions (subject to Union coordination).  This action on hold pending forthcoming independent review.

	17. Consider discontinuing controls on GS-14 & GS-15 positions and institute systems for managing labor costs by budget allocation.
	Revised senior position policy issued in Nov. 2000 has been nearly unimplementable due to continuing hiring controls through Feb.2002.  The effect of this policy change should be assessed before considering further changes. Managing to budget should be developed in concert with IFMP and full cost systems being put in place.

	18. Explore greater use of electronic approaches to training delivery both at Wallops Island and at other Center organizations.
	OHR Distance Learning Initiative rolled out at WFF 10/01 should alleviate some of this concern.  Availability of video transmission lines to GISS/IV&V needs to be assessed to enhance capability between Greenbelt  & WFF to facilitate more learning opportunities for employees located outside Greenbelt.  Responsible parties:  290/OHR  

	19. Center management should publicize workforce information in easily understood formats to dispel misinformation existing in the employee population.
	OHR working with NAPA provided formats for applicability to OHR-provided workforce data.  Review Team recommends proceeding to incorporate NAPA formats; then continuing to provide data consistently in order to establish familiarity and longevity.  Consider a focus group to ask whether data is decipherable and if not, what do they suggest?  No further action at this point until formats become familiar enough to schedule focus group.

	20. Center management should establish a Diversity Strategy Team consisting of managers and employees from all ethnic groups & occupational categories to develop strategies & priorities for dealing with issues needing attention (sponsored by top mgmt)
	IMPLEMENTED:  Diversity Council has been operational for over one year.  

Review Team also recommends to Center Director that an ethnically/occupationally diverse team serve as integral or adjunct part of the People Strategy Development Team.  Project Team for Human Capital Strategy development to be formed in March 2002.

	21. Center management should continue to pursue positive and successful efforts to achieve a GSFC workforce that reflects that of the Nation.
	We believe this recommendation should be fully endorsed by the Center.  We will ensure that the activities/actions listed below are publicized to the workforce.  

· The demographic data displayed in the NAPA Report itself (volume 3)

· The workforce data made available and updated on the OHR website

· The redefinition of the Equal Opportunity Council and creation of the Diversity Council

· Creation of the Diversity Council 3-year plan 

· The directorate reporting now incorporated as a regular part of the EO Council and the Diversity Council agenda

· Undertaking the development of a GSFC Human Capital Strategy

· The efforts incorporated in implementing the other 20 NAPA recommendations

· Minority-serving universities outreach efforts such as the Maryland HBCU Forum in the summer of 2001 as well as increased emphasis in recruiting trips to 

HBCU's, Hispanic-Serving Institutions, and other institutions with higher concentrations of minority and disabled students.

· Expanded use of recruitment incentives to attract a diverse and high quality workforce (including above minimum step appointments, recruitment bonuses, student loan repayment program) and increased collaboration among OHR, EOPO and Education Office to link summer program participants with staffing feeder programs such as cooperative education.


Action 19, 20, & 21 come from Follow-Up NAPA report of April 2001.

