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	   Introduction
	 Human Capital Management Mission
	The Office of Human Resources at Headquarters and the Human Resources Department in the Service Center are the principal agents of everyday HR advice and efficient personnel operations in NNSA.  The Administrator has delegated to these HR professionals the power to make Federal appointments and to serve as the agency’s key agents in advising and assisting managers and supervisors in executing personnel decisions, in informing employees of their civil service entitlements and benefits, and in efficiently carrying out Human Capital Management programs in NNSA.  
	Human Capital Management Framework
	The NNSA Human Capital Management Framework used to develop strategic initiatives outlined in this document and program specific Human Capital Management Plans are described below and depicted in Figure 2-1: Human Capital Management Framework.
	Recruit:  Once the functional requirements of the workforce are determined there are many different ways to find the right person for the job: 1) staffing and classification; 2) benefits and compensation; 3) recruitment and retention strategies (i.e. recruiting, relocation bonuses, retention allowances - 3 Rs and Loan Repayment Program); 4) Competitive Service Merit Promotion; 5) Excepted Service Authority; 6) Intern, Student and Upward Mobility Programs; and 7) NNSA Executive Resources Board.
	Retain:  Equally as important as recruiting the right people is retaining them.  Retention initiatives may involve the following: 1) the NNSA Performance Management and Recognition Program; 2) benefits and compensation; 3) recruitment and retention strategies (i.e. 3 Rs and Loan Repayment Program); 4) work/life programs; 5) Flexi place; 6) alternate work schedules; 7) succession planning (i.e. organizational and individual skills assessments); and 8) career paths, rotational and detail assignments.
	Develop:  Part of retention is developing employees and can involve the following 1) the NNSA Performance Management and Recognition Program; 2) career planning/mapping tools; 3) training and certification programs; 4) employee mentoring, learning and career development/career paths; 5) NNSA-Specific learning and career developmental programs; 6) Individual Development Plans (IDPs), learning achievement recognition.
	Transition:  Workforce transition starts with identifying the impacts and continues with various support and assistance such as: 1) retirement counseling; 2) buyout/early out incentives; 3) change in duty station benefits and incentives; 4) Career Transition and Assistance Plan including retraining; and 5) separation – exit interview.
	 
	Evaluation and Assessment:  1) evaluate and assess progress based on performance measures, revise and update as changes occur; and 2) assess the effectiveness of the plan.
	NNSA provides guidance to programs such as the Office of Defense Nuclear Security (NA-70) who embark on developing workforce plans that support and are aligned with this overarching NNSA Human Capital Management Plan.
	 Workforce Planning Process 

	NNSA defines workforce planning as a systematic process for identifying the talent needs required to meet agency goals and for developing strategies to meet those needs.  This process is the basis our Human Capital Management efforts and responds to the General Accounting Office’s (GAO) Report 04-545, June 2004 which states that NNSA should “complete and implement data-driven workforce planning for the longer term that 1) determines the critical skills and competencies that will be needed…2) develop strategies tailored to address skill gaps…and 3) monitors and evaluates progress…”
	Phase I: Strategic Assessment: 1) Determine functional requirements of the workforce through the agency’s strategic planning and budgeting process; and 2) identify strategic goals and objectives that support the vision and mission of NNSA and link to the Department’s mission and goals. 
	Phase IV: Develop Workforce Planning Strategies: Develop strategies, associated initiatives, and performance measures to reduce skill set (competency) short falls and surpluses.
	Phase V: Implementation: Implement strategies and action plans.
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	 Attrition and Acquisitions by NNSA Group and Functional Area


