Department of Defense

Component Scoring Criteria

The President’s Management Agenda

This approach is based on the premise that the grading criteria needs to be sufficiently identified so the Components can tailor their scorecards with sufficient detail of initiatives and results to get an objective assessment of their progress in meeting the President’s Management Agenda (PMA).  The criteria for “Green” should be sufficiently detailed so that a Component’s achievements can be easily identified and justified.  The criteria for “Yellow”, or demonstrating progress, should provide sufficient specificity for the deviation from the optimum “Green” scoring and demonstrate to the Component the areas where they are progressing toward the goal.  The criteria for “Red”, or failing to take steps necessary to meet the goal, should also provide sufficient specificity for the deviation from the optimum “Green” scoring and provide insights into what steps are necessary to achieve either a “Yellow” or “Green” score.  Specific criteria are listed below by PMA Goals.

1.  Human capital strategies are linked to agency mission and goals.  

GREEN:  A comprehensive human capital plan aligned to the DoD Civilian Human Resources Strategic Plan has been implemented, results analyzed, and integrated into the decision-making processes to drive continuous improvement.  

Examples:

· The annual Component human resource management strategic plan is aligned with the mission, goals, and objectives of the DoD Civilian Human Resources Strategic Plan.

· There is a well-communicated link between Component’s human resources strategy and the DoD Civilian Human Resources Strategic Plan.

· The Component HR strategic plan goals and objectives are linked to the field activities and individuals accountable for achieving results.

· Goals and objectives are continuously monitored to assess whether they are being achieved.  

YELLOW:  The Component’s human capital needs are considered during strategic and annual planning but the Component’s plan is not fully aligned with the DoD Civilian Humana Resources Strategic Plan.  Existing human capital approaches have been assessed for their alignment with current and emerging Component needs.  New human capital initiatives are in design or implementation specifically to support programmatic goals.  These initiatives are building towards a coherent, results-oriented human capital program fully aligned with the DoD Civilian Human Resource Strategic Plan and the PMA.  

Examples:

· General progress towards providing the human resources (HR) programs and systems necessary to achieve success in HR transformation is being made and is documented.  

· Detailed evidence of design or planned development of specific programs and initiatives that will lead to a results-oriented program is available.

· The link between Component’s human resources strategies and the DoD Civilian Human Resources Strategic Plan is not well defined or communicated within the Component.

· Human resources strategic plan goals and objectives are not consistently linked to the field activities and individuals accountable for achieving results.

· Goals and objectives are sporadically monitored to assess whether they are being achieved.  

RED:  The Component has not fully recognized and documented the link between its human capital approaches and organizational performance objectives.  

Examples:

· The Component has failed to provide specific evidence of plans or initiatives designed to provide the HR programs and systems necessary to achieve success in HR transformation.

· There is no link between Component’s human resources strategy and the DoD Civilian Human Resources Strategic Plan.  

· Human resources strategic plan goals and objectives are not linked to field activities or organizations accountable for achieving results.

· Goals and objectives are not monitored to assess whether they are being achieved.  

2. Organization is restructured as appropriate to provide optimal service at lowest cost and respond to changing business needs; strategies including redeployment, delayering, competitive sourcing, and e-Gov.

GREEN:  Workforce analysis and optimization, from a service and cost perspective, is accomplished on a regular basis and a systematic process is in place to address future changes in business needs. 

Examples:

· Component has documented methods and means of integrating information systems that support analyzing, modeling and forecasting workforce planning.

· Data and information are compiled on a regular to identify gaps and overlaps for hiring, realigning, and delayering to meet Component strategic alignment objectives.

· Where needed, plans to meet skill gaps in mission critical occupations are developed and implemented. 

· Appropriate statistical information to assess staffing and retention rates/targets is developed and used and automated assessment tools to track and forecast trends are used.  

· A variety of HR tools and techniques are used to provide optimal HR services for the lowest cost.  

YELLOW:  Analysis and optimization, from a service and cost perspective, is accomplished on an ad hoc basis and no systematic process is in place to address future changes in business needs. 

Examples:

· Disparate information systems are used to support workforce analysis and there is no consistent documented process to analyze results. 

· Data and information are compiled to identify gaps and overlaps for hiring, realigning, and delayering to meet Component strategic alignment objectives, but is infrequently used as the basis for change.  

· Plans to meet skill gaps in mission critical occupations have not been developed even though gaps are known.  

· Appropriate statistical information to assess staffing and retention rates/targets may be developed and used but automated assessment tools to track and forecast trends are not used.  

· A variety of HR tools and techniques are used to provide HR services but their cost-effectiveness is unknown.  

RED:  Analysis and optimization, from a service and cost perspective, is not accomplished or has not been accomplished with in the last five years, and no systematic process is in place to address future changes in business needs. 

Examples:

· Component does little long-term workforce analysis and has no consistent documented process to analyze results.

· Data and information is not compiled on a regular basis to identify gaps and overlaps for hiring, realigning, and delayering to meet Component strategic alignment objectives. 

·  Mission critical occupations are not analyzed to determine if skill gaps exist. . 
· Staffing and retention rates/targets are not assessed on a regular basis and little to no trend analysis or forecasting is done.   

· Component uses a variety of tools and techniques to provide HR services but is unable to assess the cost-effectiveness of them. 

3. Continuity of leadership and knowledge is assured through succession planning and professional development.  

GREEN:  Component has well defined succession strategy for all levels, including structured executive development programs; that result in a continuously updated leadership pool.  
Examples:

· A succession plan to recruit, retain and develop potential leaders exists.

· Investment planning and cost analyses are used to demonstrate and justify investment in employee development programs.

· A plan exists to encourage Component’s employees to assume more responsible positions and accept assignments that provide for leadership opportunities. 

· Statistical data and information is analyzed to determine if staffing and retention levels for executives and managers meet the needs of the organization.   

YELLOW:  Component is in the initial phases of developing succession strategies for all levels, to include structured executive development programs.  
Examples:

· A succession plan to recruit, retain and develop potential leaders is still being developed.  

· There is no investment strategy to justify funding required for employee development programs.

· Employees are not encouraged via organizational policy statements to assume more responsible positions and accept assignments that provide for leadership opportunities.  

· Statistical data and information is infrequently analyzed to determine if staffing and retention levels for executives and managers meet the needs of the organization.   

RED:  Component does not have succession strategy for any levels.  
Examples:

· A succession plan to recruit, retain and develop potential leaders does not exist.   

· Component has not identified sufficient funding for employee development programs.

· Employees are not encouraged to assume more responsible positions and accept assignments that provide for leadership opportunities.   

· Statistical data and information does not exist to determine if staffing and retention levels for executives and managers meet the needs of the organization.   

4. Performance appraisals for SES and managers link to agency mission and are cascaded appropriately throughout more than 60% of the agency.

GREEN:  Performance appraisal plans for SES and managers effectively differentiate between various levels of performance and provides consequences based on performance levels.  
Examples:

· Performance management plans effectively distinguish between levels of performance.

· 60% or more of performance management plans are linked to organizational mission and reward managers based on mission accomplishment.  

· Plans to manage leaders who are performing below expectations exist and are used.  

· Individual development and training plans for leaders and managers have been developed and are part of the performance management system.

· The Component has cascaded the emphasis for human capital management in SES and manager’s performance plans.  

YELLOW:  Performance appraisals plans for SES and managers effectively differentiate between various levels of performance but rewards are not based upon performance levels.  
Examples:

· Component has performance management plans that distinguish between levels of performance.

· Less than 60% of performance management plans are linked to organizational mission and reward managers based on mission accomplishment.  

· Plans to manage leaders who are performing below expectations exist but the agency does not effectively deal with managers and leaders who are performing below expectations.

· Individual development and training plans for leaders and managers may be developed but are not part of the performance management system or are not funded.  

· The Component has cascaded the emphasis for human capital management in SES but not other manager performance plans.  

RED:  Performance appraisals plans for SES and managers do not effectively differentiate between various levels of performance and rewards are not based upon performance levels.  
Examples:

· Component does not have performance management plans that effectively distinguish between levels of performance. 

· Less than 60% of performance management plans are linked to organizational mission and reward managers based on mission accomplishment.  

· Plans to manage leaders who are performing below expectations do not exist and the agency does not effectively deal with managers and leaders who are performing below expectations.

· Individual development and training plans for leaders and managers are not developed or funded.

· The Component has not cascaded the emphasis for human capital management in SES and other manager’s performance plans.  

5. The workforce is diverse, including mission critical occupations and leadership; agency consistently measures and works to sustain diversity.

GREEN:  The Component annually demonstrates a reduction of under representation, particularly in mission-critical occupations and leadership ranks, and has established processes to improve and sustain diversity over time. 
Examples:

· Goals for a workforce that is demographically representative and policies that support a work environment promoting respect are in the Component’s HR Strategic plan. 
· Progress of special emphasis programs is continuously assessed and problems or concerns are identified using various analytical and measurement processes.

· Diversity assistance procedures are established and well publicized internally and externally.

· Component has active diversity program open to all interest groups.

· Diversity goals and targets are realistic, support overall DoD goals and plans are in place to achieve them.

· Component tracks success of outreach programs to diverse groups.

YELLOW:  The Component is making progress in reducing under representation, particularly in mission-critical occupations and leadership ranks, and is establishing processes to improve and sustain diversity over time. 
Examples:

· Goals for a workforce that is demographically representative and policies that support a work environment promoting respect are in the Component’s HR Strategic plan. 
· Component is beginning to assess progress of special emphasis programs and identify problems or concerns using various analytical and measurement processes.

· Diversity assistance procedures are established but not well publicized internally or externally.

· Component is developing diversity programs open to all interest groups.

· Realistic diversity goals and targets that support overall DoD goals are being set and plans to achieve them are being developed.

· Component is developing outreach programs to diverse groups.

RED:  The Component has made no progress in reducing under representation, particularly in mission-critical occupations and leadership ranks, and has not established any processes to improve and sustain diversity over time.  
Examples:

· Goals for a workforce that is demographically representative and policies that support a work environment promoting respect are not in the Component HR Strategic plan. 
· Special emphasis programs have been identified but methods to assess and identify problems or concerns have not been developed.  

· Diversity assistance procedures are not yet established.

· Component does not have diversity programs open to all interest groups.

· Realistic diversity goals and targets that support overall DoD goals do not exist. 

· Component has not developed outreach programs to diverse groups.

6. Current and future skill gaps in mission critical occupations are identified and reduced.  

GREEN:  The Component has identified mission critical occupations, and has processes in place to annually assure that skill gaps in these occupations are minimized.  
Examples: 

· A method exists for determining mission critical occupations and skill levels required for each occupation.  

· Systematic planning and analysis is used to forecast the workforce required to achieve the mission.

· Appropriate compensation flexibilities to attract and retain quality employees are used.  

· A variety of recruitment and staffing programs to acquire employees with the needed critical skills.

· Component periodically evaluates the recruitment and retention flexibilities being used to determine their effectiveness.

YELLOW:  The Component has identified mission critical occupations, but does not have consistent processes in place to assure that skill gaps in these occupations are minimized.
Examples:

· A method exists for determining mission critical occupations and skill levels required for each occupation.  

· Component does not use systematic planning to forecast the workforce required to achieve the mission.

· Appropriate compensation flexibilities to attract and retain quality employees are used.  

· A variety, but not all, of recruitment and staffing programs available to acquire employees with the needed critical skills are used.

· Component does not periodically evaluate the recruitment and retention flexibilities being used to determine their effectiveness.

RED:  The Component has not identified or does not monitor mission critical occupations to assure that skill gaps in these occupations are minimized.  
Examples: 
· Mission critical occupations and skill levels required for each occupation are not identified.  

· Component does not forecast the workforce required to achieve the mission and do not assess the current workforce.  

· Component does not consistently use appropriate compensation flexibilities to attract and retain quality employees.

· A variety, but not all, of recruitment and staffing programs available to acquire employees with the needed critical skills are used.

· Component does not evaluate the recruitment and retention flexibilities being used to determine their effectiveness.
7. Has made significant progress and demonstrates continued improvement toward meeting agreed-upon hiring timelines

GREEN:  Progress towards 30-day hiring model for SES and the 45-day hiring model for all other must be in evidence.

8. Human capital program is guided by measurable outcomes.  

GREEN:  Component uses outcome measures to make  decisions and demonstrate results, make key program and budget decisions, and drive continuous improvement.
Examples:

· Outcome measures for human capital annual goals and objectives have been developed.  

· Component collects and evaluates measurement driven actions to identify problems and target areas for improvement.

· A variety of evaluation programs, indicators and reviews to assess goal achievement and customer satisfaction with its products and services are used. 

· Results from reviews are documented to be used in future goal setting and measurement and evaluation. 

· Component conducts surveys of employees, mangers and supervisors to evaluate work/life flexibilities and their impact on recruitment and retention.

· Results of surveys of employees, mangers and supervisors are communicated with employees.  
YELLOW:  Component uses process or input measures to make human capital decisions and demonstrate results, make key program and budget decisions, and drive continuous improvement.
Examples:

· Outcome measures for human capital annual goals and objectives are not developed, but input or process measures are developed and used.  

· Component collects and evaluates measurement driven actions to identify problems and target areas for improvement.

· A variety of evaluation programs, indicators and reviews to assess goal achievement and customer satisfaction with its products and services are used. 

· Results from reviews are documented to be used in future goal setting and measurement and evaluation. 

· Component doe not conduct surveys of employees, mangers and supervisors to evaluate work/life flexibilities and their impact on recruitment and retention.

· Results of surveys of employees, mangers and supervisors are not communicated with employees.  

RED:  Component has not developed clear process or input measures to assist them in making human capital decisions.  They have difficulty demonstrating results and key program and budget decisions are not linked to any measures.  
Examples:

· Component has not developed input or process measures for their human capital annual goals and objectives.  

· Component does not collect and evaluate measurement driven actions to identify problems and target areas for improvement.

· Component does not assess goal achievement and customer satisfaction with its products and services. 

· Results from reviews are not documented for use in future goal setting and measurement and evaluation. 

· Component does not conduct surveys of employees, mangers and supervisors to evaluate work/life flexibilities and their impact on recruitment and retention.
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