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VISION

We partner with the Goddard community to create and sustain a diverse, vital and effective workforce that is recognized as a world-class center of excellence for Earth science, space science and technology.

MISSION

Through the use of leading edge concepts in the human resources field, the Office of Human Resources (OHR) provides customer-focused services and innovative solutions that position the Goddard Space Flight Center to optimize its most valuable resource--its employees.  We strive to create and maintain a supportive work environment for all people to achieve success in the Center's mission.

OPERATING PRINCIPLES

These Operating Principles are values that show our commitment to:

· Move the organization toward new ways to accomplish work,

· Reach out to the Center in more inclusive ways than we have in the past,

      (
Meet customer needs and ensure customer satisfaction while retaining professional standards, and

      (

Meet our own organizational and personal needs as a part of the Center 



workforce.

AGILITY:  

Anticipating the future, leading change, and adapting quickly are crucial to thriving in a dynamic environment. 

To match the Center’s need to be flexible and adaptive to change, OHR must be forward-looking in the design and implementation of human resources practices, and understand Center changes in order to facilitate the “people” side of change.

· Be proactive and maintain regular interaction with customers to understand their needs and anticipate future requirements.

· Design flexible, broad policies and programs which give both employees and managers options for decision-making whenever possible.

· Respond to customers by distinguishing between what meets or what exceeds their requirements.

· Make decisions at the lowest possible level -- at the customer contact point whenever appropriate.

· Eliminate non-value-added work, outsource work that is not a core human resources responsibility, and avoid bureaucratic procedures and processes.

BALANCE:  

An employee’s work life and personal life, including health, family, community involvement, and other interests, contribute to the vitality of both the individual and of the Center. 

We recognize the need to respond to customer requirements, as well as those that arise in our lives beyond the workplace.  We respect and encourage personal and family interests and responsibilities, as well as community involvement, as valuable ways to re-energize ourselves and work together to find ways to meet our personal and work commitments.  The achievement of balance relies on both managers and employees.

· Use maximum flexibility of time and attendance systems to accommodate employee circumstances in meeting both personal and work requirements.

· Take personal responsibility for meeting work commitments.

· Extend ourselves as a team to accommodate the special needs of our coworkers in getting work done.

· Celebrate noteworthy events (both work and personal) as an integral part of our organizational culture.

CREATIVITY:

Freedom to explore new ideas stimulates discovery, fosters innovation, and leads to more effective ways of doing work.

We foster an environment that encourages and rewards open, honest expression of new ideas and innovation, nurtures individual growth and enhances the organization’s mission.

· Innovate in finding the best solutions to meet the Center’s needs.

· Provide avenues to discuss and share ideas.

· Be open to new ideas and explore constructive ways to use those ideas.

· Search out "best practices" in government, industry, and academia.

· Promote an environment of continual learning by seeking opportunities to enhance our personal and professional growth.

DEDICATION:  

Successful results require a commitment to excellence and to individual and team responsibilities.

· Appreciate different methods and work styles in accomplishing our work. 

· Take ownership of our work products and be responsible for the results. 

· Take the initiative to deliver high quality products and services to meet customer requirements. 

· Create opportunities to recognize individuals for their contributions of time and energy.

INTEGRITY:

Trust, fairness, honesty, and accountability for our actions are the cornerstones of personal and organizational integrity. 

We maintain credibility with clients by embracing the human resources management policies and practices we promote to the Center.  In daily activities:

· Be candid with each other in voicing our support as well as our concerns or objections to programs, policies, or courses of action.

· Offer direct and honest feedback to our customers if the services requested would not meet their real needs.

· Follow through on our commitments to colleagues and customers.

· Be honest with our customers about the products and services we can provide, and seek outside assistance when needed.

· Be accountable for our actions and own up to our mistakes.

· Maintain professional standards of client and co-worker confidentiality.

· Strive to enhance the accuracy of records.

RESPECT:

Diversity among people and their ideas is an inherent strength as we work toward fulfilling Goddard’s mission.

All employees of OHR are valuable and important in accomplishing the Center’s mission.  Therefore, we will treat others in a manner to instill trust and confidence in our daily work efforts.

· Cultivate an environment in which all recognize that their jobs are important and are valuable to the organization.

· Foster a "safe environment" to facilitate and encourage full employee participation in resolving problems, addressing issues and making decisions.

· Maximize each employee’s contribution by recognizing individual strengths and help each to develop his or her potential.

· Value each other’s time.

· Maintain open, honest, and constructive communication.

· Seek to understand customers’ issues and priorities, and involve them in making decisions.

TEAMWORK:

Accomplishments result from successful teams, both internal and external to the

Center, that capitalize on the strength and contributions of every team member.

Combining the capabilities and insights of the different elements of OHR and its customers to address the human resources challenges and needs of the Center creates synergy, allows for the best deployment of resources to accomplish our mission, and results in better solutions.

· Share knowledge and information freely.

· Utilize each others’ skills and talents to maximize both workplace   


efficiency and the quality of work outputs.

OPERATIONAL GOALS AND STRATEGIES

(Center Focus)

OHR has established operational goals to guide us in achieving our mission and align our efforts with the Goddard Strategic Implementation Plan.  Our strategies determine how we will go about meeting each goal.  Specific actions will be developed and implemented within and between the functional areas of OHR.  

The goals and strategies in this section have a Center, or external focus, and describe the “business of OHR” – what we do for the Center.  These OHR goals directly relate to the Center’s Goal 4 (“To Achieve The Center’s Mission Through A Vital And Effective Workforce”).  

Goddard Strategic Implementation Plan       OHR Goals/Strategies
Center Goal 4: To Accomplish The Center’s 

Mission Through A Vital And Effective 

Workforce.
Center Strategy 1: Ensure that all employees 

understand Goddard’s values, their 

individual roles and contributions in 

achieving the Center’s goals, and how their 

work fits into NASA’s overall mission.

Center Objective 1:  To communicate the
Goal 1:  Develop, publish and imple-
purpose and content of this plan to every
ment OHR Operational Plan.


employee.
Strategy 1: Involve all OHR staff (civil servant and contractor) to a high degree.








Strategy 2:  Obtain customer input to







ensure Center’s needs are met.

Strategy 3:
Implement OHR’s internal goals and strategies.
Center Objective 2:  To involve every

Goal 2:  Develop and deliver perfor-
employee in developing work plans to fulfill
mance feedback strategies training
the Center’s mission.



for supervisors to improve performance







communication process.








Strategy 1:  Analyze success of new 








performance communication planning 








process and determine supervisory skill 








components to be addressed.
Strategy 2:  Identify ways to hold supervisors accountable for using performance communication process.
Goddard Strategic Implementation Plan
OHR Goals/Strategies
Center Strategy 2:  Involve employees in the 

creation of a work environment conducive to 

their best performance according to the 

Center’s values and goals.

Center Objective 3:  To foster an organiza-
Goal 3: Maximize use of 1997 culture 
tional climate where employee diversity and
survey to measure and enhance quality 
mutual respect are catalysts for creativity
of work environment.


and team effectiveness.
Strategy 1: 
Develop action plan to address OHR survey feedback.
Strategy 2: Continue to incorporate







feedback from survey into Center’s









HR processes.

Center Objective 4:  To align reward, recog-
Goal 4:  Lead redesign of Center’s
nition and performance systems with the

promotions process and modify related
Center’s values and goals.



processes.
Strategy 1:  Finalize draft promotions proposal based on Center-wide input and implement.
Strategy 2:   Develop training to sup-

port promotions process redesign.

Strategy 3: Explore feasibility for 360( feedback for all supervisors center-wide.

Strategy 4:  Continue implementation of new awards and recognition process and establish process to evaluate after 1st year.

Center Objective 5: To provide employees
Goal 5:  Reflect support for Center Obj. 
and managers work time and opportunities
5 in HR policies and documents.
for appropriate training, improving work

Strategy 1:  Revise position descrip-
processes and performing outreach activities.
tions, performance and awards systems.







Strategy 2: Include in new promotions








process.

Center Strategy 3:  Acquire and sustain a 

vital and effective workforce.

Center Objective 6:  To recruit the best

Goal 6:  Revitalize the Coop. and
employees, while maintaining balance in the 
Fresh Out Hiring Programs.

experience levels of new hires and enhancing 
Strategy 1:  Assist in refining and
the Center’s diversity.



updating the Center’s core competency

analysis to guide hiring and training.
Goddard Strategic Implementation Plan
OHR Goals/Strategies  

Strategy 2:   Emphasize diversity and affirmative action.

Center Objective 7:  To make a commitment
Goal 7: Ensure training and develop-
of management and resources to ensure that
ment resources and activities to pro-
employees receive training, developmental
actively support Center’s needs as  
experiences and tools they need to attain the
defined by the Strategic Implementation highest levels of professional excellence and
Plan and our customers.
personal growth in order to perform the

Strategy 1:  Implement Tools for Navi-

Center’s mission.




gating Change training across Center.







Strategy 2:  Reinvigorate Individual






Development Planning, mentoring  and 








career planning processes.








Strategy 3:  Partner with other functions








(e. g., Safety and Procurement) to sup-








port accomplishment of their training








objectives.




Strategy 4:  Reinvigorate 





Professional Intern Program (PIP).
Center Objective 8:  To create a climate that
Goal 8:  Incorporate feedback from
provides employees the opportunity to 

culture survey.  

maintain a productive balance between

Strategy 1: Implement telecommuting. 
personal and professional responsibilities.
Strategy 2: Explore feasibility of innovative practices, such as virtual 








workplace, variable schedules and job








sharing.

Goddard Strategic Implementation Plan
OHR Goals/Strategies

Center Goal 6:  To organize science, 

technology, flight mission, and business 

processes to achieve greater productivity. 

Center Strategy 2:  Systematically improve 

the Center’s work processes.

Center Objective 3:  To identify, prioritize
Goal 9:  Continue to streamline and
and streamline the Center’s human

create systematic approaches to HR
resource and business processes.

administration.

Strategy 1:  Identify ways to streamline or eliminate HR processes.

Strategy 2:  Explore innovative communications techniques and processes that align OHR with the Center’s mission.

Strategy 3:  Actively support IFMP efforts regarding the HR/Payroll Process.

OPERATIONAL GOALS AND STRATEGIES

(ohr focus)
The goals and strategies in this section have an OHR, or internal focus, and describe areas for improving internal operations – how we go about our business.  They will ultimately enable us to serve our customers better.  These goals, and accompanying strategies and actions, were developed through the extensive involvement of all members of the OHR team.  They will strengthen our capacity for creating and sustaining a diverse, effective workforce and a supportive work environment for all center employees.
CONTINUAL LEARNING GOAL:

OHR creates an atmosphere of continual learning by valuing the ideas of all employees, learning lessons from experience, and supporting training and education at all levels of the organization.  Through teamwork, open interaction, and formal/informal training, we learn from each other, and improve our knowledge and skills beyond the scope of our jobs.  Our employees are key to providing the Center with the best services possible to meet its needs.

STRATEGY A:
Training and Education 

Actions:
1.) Provide each employee the opportunity to participate in 40 hours of continual development and learning per year.
2.) Develop and adopt core competencies for professional development 

of managers and employees. 

3.)  Managers and employees are to meet regularly to discuss comprehensive professional development for a 1-3 year period.  Professional development includes, but is not limited to educational experiences with customers (away from OHR), on and off-site courses, conferences, workshops, cross training, on-the-job training, and mentoring. Because each employee learns differently, a variety of training methods are encouraged.

4.)  Link self-development to employees’ performance plan and the goals of the Center.

EMPOWERMENT GOAL:
OHR creates an environment in which employees have the authority and responsibility to act and make decisions at the lowest levels.  Roles and responsibilities of both employees and managers are clear, documented, and reflected in the day-to-day operation of the organization.

STRATEGY A:
Clarify Authority
Action:          1.)    Clarify the range of decisions and actions each employee may exercise based on their role, responsibility, and level of experience. 

STRATEGY B:
Create Opportunities for Self-Initiative 
Actions:       1.)    Create a master “Nice to Have” list of OHR projects that individuals and  groups can pursue to supplement their assigned duties.

2.)    Information on all special projects, and team activities, is to be made available to all OHR employees.  

3.)    Sponsor(s) of these activities may select team members based on the skills and abilities of the volunteers.

INTERNAL COMMUNICATION GOAL:

OHR fosters an open environment that promotes effective internal communication, which in turn offers avenues for participation and opportunities to nurture our organizational needs. We are committed to developing innovative communication techniques and processes that connect us to the Center’s mission and enable our continued success.

Strategy A: 
Information Exchange  

Actions:       1.)    Institute a centralized electronic OHR library for housing information regarding existing practices, processes, and procedures.  Detailed information regarding workflow, decision points, internal and external contacts and other important information will be housed in the library.  As changes occur, the owner or supervisor of the task will document such changes and note lessons learned.

2.)    Develop an electronic clearinghouse or information center for providing employees with access to information or documents affecting the directorate.   

3.)    Encourage employees to research and identify relevant articles and processes and ensure the posting of the information on the 110 web.

4.)    Develop a start-up menu “Hot Mail/Daily News” electronic link to information regarding MSR presentations, management council notes, internal announcements, general interest human resources issues, news stories, and editorials.

5.)   Create a “Master Schedule” of major assignments, deadlines, and scheduled meetings taking place during the fiscal year. 

6.)   Create an Intranet “Facts Page” for answering frequently asked questions.

7.)   Establish a process improvement focus group for evaluating and developing a comprehensive “110 Point of Contact / Office Functional Statement Reference Guide” that will be distributed to each OHR employee.  The guide will list the roles and responsibilities of each member of OHR.

8.)   Develop a search engine for easy transition through the Web 110 clearinghouse and through other sites on the OHR Intranet.

Strategy B:
Performance Communication

Actions:  
1.)    Implement a process improvement team for evaluating internal communication processes related to performance feedback, including 360( performance feedback and techniques for providing real-time feedback.

2.)    Develop a helpful hints reference card (business card size) regarding “Providing and Receiving Feedback.”

Strategy C:
Open Communication

Actions:
1.)    Open staff meetings, including management staff meetings, to other members of the directorate.

2.)    Share individual development activities and substantive “lessons learned” at staff meetings.

3.)    Devote 10 minutes of every staff meeting to recognize and appreciate our successes.

Strategy D:
Build Sense of OHR Community 

Actions:
1.)    Ensure notification of all co-located OHR employees of OHR internal  activities.

2.)    Conduct and actively engage in OHR quarterly all-hands, town-hall meetings for sharing general information, welcoming new employees, reporting on specific projects of interest, discussing anticipated trends, and building OHR member cohesiveness through icebreakers.

3.)    Maintain Intranet “Good Things Bulletin Board.”
4.)    Design hallway bulletin boards for each organization to display employee/team photos, letters of appreciation, and accomplishments.  Post boards in an area of Building 1 frequented by customers (e.g., the hallway to the left of the Cafeteria).

NEW OHR EMPLOYEES GOAL:

OHR recognizes that the successful integration of new employees is vital to establishing strong relationships that allow for continued personal and professional growth.  Providing mentoring, training, resources and developmental opportunities for new employees ensures a smooth transition into the Goddard community. 

STRATEGY A:
Establish a New Employee Orientation Process

Actions:
1.)    Formalize and implement New Employee Support Team (NEST).

2.)    Develop New Employee (NE) helpful hints home page.

3.)    Design and institute use of NE Orientation Checklists.

4.)    Implement NE orientation sessions with senior staff/quarterly chat.

5.)    Develop training plan for New Employees within 90 days of appointment.

6.)    Clarify roles of mentor, team leader, supervisor, and NEST.

TEAMWORK GOAL:

OHR fosters teamwork to maximize workplace efficiencies, quality products and employee satisfaction.  We recognize, value, nurture and utilize each other’s skills and talents. By working together and sharing new ideas, knowledge and information, we serve our customers better.

STRATEGY A:
Assess Teamwork 

Action:
1.)    Periodically assess teamwork progress using various mechanisms.

STRATEGY B:
Create Atmosphere for Teamwork to Flourish

Actions:  
1.)    Revise awards practices (reward group efforts, reward “behind the scenes” work of employees whose efforts enable others to complete special projects, eliminate duplicate awards for single effort, consider effort to be rewarded in context of employee’s overall workload).

2.)    Assess workload and redistribute accordingly.

3.)    Serve customers in an employee’s absence, to ensure work back up.  4.)    Be aware of what co-workers’ jobs entail to guide our customers to the person(s) who can help them the most.

STRATEGY C:
Consider Teaming In All Activities

Actions:
1.)   Ask for and provide help for short-term work crunches (between and within OHR organizations and include input from the responsible employee).  

2.)    Provide opportunities for partnering when working on a special project.

VALUE-ADDED COLLABORATIVE PARTNERSHIPS GOAL:
OHR collaborates with customers to achieve mutual goals, foster on-going positive partnerships, and provide value-added service.  We commit to maintaining an active organization that values creativity, innovation, and the delivery of good customer service. 

STRATEGY A:
Customer Awareness

Actions:
1.)    Market OHR Services:

a.    Advertise services on the OHR homepage.

b.    Establish and distribute a directorate newsletter.

c.    Hold periodic open houses.

d.    Establish a standard presentation on OHR for Center use.

e.    Establish “Frequently-Asked Questions” with an external focus.

2.)   Attend and periodically conduct informational briefings at external staff meetings.

STRATEGY B:
Accessibility

Action:
1.)    Develop organizational performance requirements for responding to and being available to customers.

STRATEGY C:
Value-Added Service

Actions:
1.)    Conduct customer surveys to determine specific needs.

2.)    Based on survey results, link services to customer’s identified needs (become a provider or broker of services).

STRATEGY D:
Innovation

Actions:
1.)     Identify at least one process/function per code each year that will be modified or eliminated.

2.)    Establish a “New Ideas Advocacy Panel” to assess the merits of proposals to improve work.

3.)    Dedicate one staff year to focus on implementing process improvements identified by Personnel Management Evaluations that will provide long-term savings.

4.)    Establish metrics to benchmark responsiveness and timeliness.
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