RESPONSE TO THE GS-1102 RECOMMENDATIONS

RECOMMENDATIONS:

I.A.
Management should aggressively pursue the development and restructuring of the procurement division staff necessary to ensure a continuous uninterrupted pool of well-trained, competent GS-1102/1105 personnel capable of immediate transition into senior level and management positions.


Management Response:

As detailed in the responses to the following recommendations, we accept this recommendation.


Action Plan:

See the action plans described in responses to Recommendations II-C, III-B, and IV.

1.B (1). Management should remind individuals to ensure that they are qualified 

 to advance in their careers.


Management Response:


We fully accept this recommendation and further, wish to demonstrate our support for those Individuals who are seeking to meet the qualification standards.  We will continue to support individuals who are seeking additional work experiences and relevant training classes to enhance their development and career advancement.   We further note that individuals also share in the responsibility to seek and obtain training which may advance their careers. 

Action Plan:

· Recommit to the concept of IDP discussions by establishing a schedule and scope for the process.

· At a minimum, Procurement management and the employees will cover the following topics during the next annual Individual Development Plan Discussions:

1. Employee’s goals for the short-term and the long-term.

2. Gaps in experience and qualifications to reach stated goals.

3. Availability of formal and on-the-job training, developmental assignments, as well as other means of closing existing gaps.

· The IDP will document the understanding of planned activities to be pursued by the employee.

· The supervisor and employee will review progress on the IDP Plans during the Performance Evaluation discussion and modify the Plan as necessary.

· Management will ensure resource requirements for training and travel are included in annual Budget submittals
I.B (2). Managers should be held accountable for having non-journeyman personnel     prepared for promotion in the minimum time required.

I.B (3). Managers should prepare written development plan for all personnel they do

            not recommend for promotion in the minimum time required.


Management Response:

Recognizing that individuals in the same grade differ in the amount of procurement training and experience they have, that individuals learn and progress at different rates, and that often learning and demonstrating the skills of the journeyman level GS-1102 has taken more than the one year “minimum” time within grade, we accept the recommendations as follows: 

We agree to work with all employees to advance their development and promotion opportunities and to monitor the progress of all employees, especially those at less than the journeyman level.

We are committed to providing work opportunities and the required training, but also note that each individual must perform at the required levels in order to be promoted.

Action Plan:

The Division management will develop a skills and experiences inventory which will be used to assess the level of competency and development of all GS-1102 Division employees below the journeyman level.  The experience, training, and competency of each employee will be discussed annually and used in the development of Individual Development Plans. This inventory will allow all individuals to assess where they are in their own development, decide what actions may be desired to provide further growth and work with Division management to obtain desired opportunities to reach personal objectives.  The inventory will provide a recognition of the skills and competencies desirable for promotion, but will not be used to measure the quality of performance.  It will therefore, not provide any assurance of promotion.  

Schedule
30 days - Develop draft skills and experience inventory





30 days - Review draft within Division management.





15 days - Send out to all Division personnel for comment.





15 days - Finalize inventory Incorporate into the IDP cycle. 

RECOMMENDATION:

II.A
The Division should immediately adopt policy that all vacancies must be filled and backfilled by the hiring of additional personnel.

Management Response:

We accept this recommendation, recognizing that our policy at times may conflict with internal and external constraints and not be supported by the Center.

Action Plan:

Include language to this effect in our Staffing Plan for FY2002 and on.

Inform Earls of this policy and seek his support.  Submit Career Placement Board requests upon each loss, including positions filled internally as backfill.

RECOMMENDATIONS:

II.B(1). Division should review lost GS-1102-13/14 to determine if sufficient support can be developed to competitively re-establish these position.


Management Response:

As recommended in III-B and IV below, we agree to review the Division’s work and structure for potential GS-13/14 work opportunities.  We conclude that a current review of existing work will be more valuable than reviewing “lost” positions, many which occurred several years ago.

Action Plan:

See action plans described in responses to Recommendations II-C, III-B, and IV

II.B(2). For any backfilled positions, primary consideration should be given to   promoting eligible “Junior” contract specialists.

Management Response and Action Plan:

We agree to design most 12 backfilled positions to enable Jr. Contract 

Specialists to compete.

RECOMMENDATION:

II.C. 
The Chief of Acquisition Support should be a full time position, not a part time Deputy Position

Management Response:

We agree with the recommendation, but note that all GS-14 promotions impact the Agency’s and Center’s “high” grade allocations.  We also note that adding another supervisor adds overhead to the Division and could result in fewer persons performing the contract award and administration functions.  Hence, we conclude this recommendation is subordinate to any GS-14 positions structured in response to recommendations III-B and IV and further that is should not be undertaken, if backfilling of the elected person is not authorized. 

Action Plan:

Include in Division’s Staffing Plan, but with a lower priority than other actions.  Inform Earls of this long term plan and seek his support of a full time Management Support Branch Chief position with subsequent backfilling of positions.

RECOMMENDATION:

III.A.
Senior management at GRC should review the comparison between and

        support effort to bring local procurement positions, including the Procure-

        ment Officer position, in line with those at other Centers.

Management Response:

We have already provided the Grade Structure report to and briefed the Center Deputy Director for Operations, who is also chairs the Career Placement Board, as well as the Agency Associate Administrator for Procurement.  We agree to continue to seek their support. 


Action Plan:

In addition to the above actions, we will present the comparison to the Management of the Office of Human Resources, also making reference to the recent OIG draft report on Agency Planning for future Procurement Staffing.

RECOMMENDATION:

III.B.
Division should consider competitively creating new operating level positions through the combining of various program support duties currently being performed by branch chiefs and/or other working level employees

RECOMMENDATION:

IV.
Division should competitively create senior, “team lead” position at the GS-1102-13 level or above to function as knowledge experts and trainers/mentors for new employees, with appropriate adjustment in workload.


Management Response:

We agree to review the existing duties performed in the Division, as well as consider the opportunities for team leads, knowledge experts, and/or trainer/mentors, with the goal being the creation of other GS-13 or GS14 positions.  We note that the recommendation suggests additional resources be provided the Division to enable GS-13 personnel to formally mentor and train.  Although we support that objective and plan to include these duties in new position descriptions and in performance plans, we do not propose to await additional staffing before pursuing new positions.

1. Pursue additional positions per recommendation

2. Obtain/Review other Leader positions from GRC or Agency

3. Review Team Leader or Project Lead position requirements of OPM and OHR

4. Decide jointly with OHR what duties/responsibilities could qualify for “Leader/Mentor” positions at the GS/13 or GS14 level 

5. Draft appropriate competitive announcements and make selections

RECOMMENDATION:

V.
 Division should develop, publish, and track to a long-range plan to accomplish its objectives in terms of hiring, training and promoting employees.


Management Response and Action Plan:

We agree to develop the recommended plans and monitor our performance against them.  

RECOMMENDATION:

VI. 
Division should take immediate aggressive action (in FY01) to review and implement those recommendations which can most rapidly be processed.


Management Response:

We have hereby reviewed and responded to the recommendations.  Action plans 

have been created to implement those accepted recommendations and we intend 

to pursue those actions until completed.


Action Plan:

Division management to:

1. Rank recommendations/action plan items as to (1) criticality of need, and (2) potential ease of implementation.  Based on above rankings, determine the priority of actions 

2. Share prioritized list with upper management, soliciting their feedback.  Make appropriate modifications.

3. Publish prioritized list to Division.




	
	

	
	
	

	
	


	
	 
	

	
	
	





	

	

	


	

	

	


