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The Strategy: The Strategy: 
Pursuing Effective Integrated Talent ManagementPursuing Effective Integrated Talent Managementg g gg g g

Competency, Skills Competency, Skills 
Employees assessed against mission-
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PlanningPlanning
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& Development& DevelopmentIntegrated

Competency
Management
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Competency gaps identify 
training and learning needs
Employees take training to 
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Management
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3

NOTE:  This effort will not include “Selection, Reassignment, or Recruitment.”   
Results will NOT be used as input to performance evaluations or linked to pay.
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Competency Development  Competency Development  
Competency Model OverviewCompetency Model Overview

Competencies - can be characteristics that drive outstanding performance in p g p
a given job, role, or function

DOE occupational competency model - a group of competencies associated 
with a given occupational specialty

The number and type of competencies in a model will depend upon the 
t d l it f th k l ith lt d l f thnature and complexity of the work, along with  culture and values of the 

occupational owner for a given model



Competency Management Program Competency Management Program 
Overview & Progress ToOverview & Progress To--datedate

Work Stream 1 – Governance and Communications

Work Stream 2 – Define & Validate Competencies
Work Stream 3 – Implement New Automated Competency Assessment Tool

Work Stream 4 – Sustainability - Operationalize Competency Management System 

Validated DOE Dictionary for Universal, 
Managerial, & Leadership Competencies FY10

Identified & Prioritized Occupational 
Specialties for Development 2QFY11

Identifying Subject Matter Experts & Sponsors for 
Selected Occupations/Specialities 2QFY11 & Beyond          

Developing Occupational/ Functional Area Competency models for 
use in workforce development activities 3QFY11 & Beyond



Competency Management Program Competency Management Program 
Overview & Progress ToOverview & Progress To--datedategg

Initial communication sent 
t A il 6 2011out April 6, 2011.



Competency Model Development &
Proficiency Mapping Process

Phase 2:
R h & Phase 3:    Phase 4: Phase 5: Phase 1:

N d Research &
Analysis Development

Phase 4: 
Validation FinalizationNeeds 

Assessment
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competency 
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Develop Straw man, 
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and create 
Validate linkage and 
statements reflect Publish Competency 

Modelsdevelopment? competency(s) competency 
model(s) 

the work Models

Drivers:  
• OPM HCAAF, GAO

F d l Hi i
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Responsible: HC
Involves:  SMEs

Responsible: HC

• Federal Hiring 
Reform

supervisors supervisors 



Intended Outcomes Intended Outcomes 
(A Case Study)(A Case Study)

• In a plant operating environment with an aging workforce (need to hireIn a plant operating environment with an aging workforce (need to hire 
replacement for retirees) over a four year period operating efficiency 
went from 62% to 82%  

• During the same period training time to competence across all positions 
was reduced by 50%

• Huge cost-savings/cost-avoidance through improved ability to identify 
and address workforce development skills gaps and developmental 
needs. 



Intended Outcomes (for DOE)Intended Outcomes (for DOE)

• Employees will have better tools for professional and career 
developmentdevelopment.

• A set of standardized competencies and behaviors aligned by grade 
and proficiency level

• Workforce development activities aligned to validated competencies p g p
• Career Development Roadmaps aligned to their specific 

occupational  competencies
• An automated assessment tool and improved process for identifying 

and addressing skills gaps and developmental opportunitiesand addressing skills gaps and developmental opportunities

• DOE organizations and decision-makers will be able to better 
gather strategic data on corporate competency strengths and g g p p y g
gaps



Level of EffortLevel of Effort

Estimated time investment of 1-6 hours - includes:Estimated time investment of 1 6 hours includes:

• Initial data gathering
• Review position descriptions and sanitized performance plans
• Identify Subject-matter-experts (SMEs) to assist with the 

development
• Participants complete a voluntary, occupational, questionnaire

• Follow-on focus group work by a subset of survey population to vet 
draft models and help develop proficiency statements



Path ForwardPath Forward

How can the FTCP contribute to the success of this effort?

o Championship

o Collaboration

o Active Participation



Next StepsNext Steps

• Competency Dictionary Competency Dictionary 
o Http://humancapital.doe.gov/resources_hc23.htm

• Communications to date
o Ongoing communications tool CompetencyManagement@doe.gov

• Questions?Questions?

o Joellen.jarrett@hq.doe.gov or Eric.coleman@hq.doe.gov
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