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Introduction
This report captures the findings of the Integration Team of the Recruitment and Retention Panel (Goal 2) of the Scientist and Engineer Career Program (SECP) regarding practices and programs from commercial agencies and organizations as well as other government agencies and departments.  Next, we review the key aspects of various personnel demonstration programs from government organizations.  Finally, we present this information in a matrix in which we compare what is being done outside the Air Force with many of the specific recommendations for recruiting and retention that Goal #2 teams developed. 

Our general approach was to start with the various initiatives targeted at Air Force scientists and engineers as our baseline and then to consult with other agencies on related practices.  We also tried to take note of special programs and approaches that the Air Force has not adopted.  Note that several agencies have not gone through the downsizing and hiring freeze that the DoD has been through in the past ten years.  Thus, several agencies have not felt the need to introduce new initiatives for recruiting and retention. 

The Integration Team members who contributed to this report are:

	Diane P. Arnold
	

	Lt Col Perry Ballard
	

	Vicki Cox
	

	Col Don Erbschloe
	

	Ralph E. Graham
	

	Sean W. Hamilton
	

	Dan Myers
	

	Neal Ortego
	

	Mark Paulson
	

	Maj Bruce Tagg
	

	Tom Traynor (Goal 1)
	

	Eva Williamson
	

	John Williamson
	


Commercial Agencies and Organizations

The information for commercial organizations was compiled from other studies.  Thus, we do not have specific companies identified with any specific programs.  

Recruiting themes

1. Key task is to assess current inventory of skills, along with estimate of future skill and job needs (skills and numbers) as well as mix (long-term vs. short-term).

2. Recruiting is only one strategy to meet needs, another example is redeployment (with retraining, if necessary) of current employees.

3. Redeployment or recruiting requires dedicated organizational strategies.

4. Other considerations are workforce mix (long-term vs. short-term) and vacancy characterization (geography, skill, etc.).

Generic Recruiting Plan

1. Establish goals and objectives.

a. Specific activities.  For example, short-term might be to have ads in community newspapers, attending local job fairs, etc.  Longer term might involve co-op programs, hire and educate, etc.

2. Develop recruiting products

a. Brochure that describes opportunities and benefits.

b. Posters.

c. Videos.

d. Business cards.

e. Novelty handouts.

3. Develop recruiting strategies.

a. Trained recruiters?  (Doesn’t always pay to show up in business suit to look professional; younger people prefer more casual environments.)

b. Who has authority to hire, can recruiter make an offer?

c. Conduct focus groups of recently hired employees to identify what attracted them to your agency.

d. Survey employees to find out what policies and benefits they value.

e. Talk to supervisors to see what they think the advantages are of working there. 

f. Recruitment incentives:

i. Relocation costs.

ii. Signing bonus.

iii. Referral bonus.

iv. Scheduling and flexibility:

· Establish budget.

· Establish process that enables rapid hiring.

4. Recruitment sources:

a. Internet.

b. Your present employees.

c. Newspapers.

d. Alumni groups.

e. Schools and colleges.

f. Workforce centers.

g. Direct mail advertising.

h. Current and former employees.

i. Job fairs.

j. Technical Societies and their publications.

k. Professional societies.

l. Trade shows.

m. Local staffing firms.

 Retention themes

1. Review “value added” benefits to assure that you compete:

a. Salary.

b. Financial Incentives for meeting targets.

c. Strong basic benefits program.

d. 401, medical, dental, life insurance, vision, credit union, tuition reimbursement, loans for computers, etc.).

e. Special Perks (work at home, flextime, casual Fridays, sweet rolls and coffee once a month, Pizza Friday, paid lunch once a month, paid health club tuition, educational reimbursement, childcare, access to free legal services, financial planning services, free sporting and travel events, movie tickets, regular company paid parties for employees and families.

f. The key to retention is understanding behaviors and motives for staying or leaving.

2. Best practices

a. Form stakeholder groups at various levels.

b. Do exit interviews.

c. Guarantee trips each year to technical symposia.

d. Solicit inputs from supervisors.

e. Provide opportunities for shared decision making.

f. Eliminate “stupid” practices (e.g., one company locked up supplies—message was lack of trust in employees--not good for morale).

g. Give showy awards (Employee of the Quarter luggage tag or pen)

h. Develop different strategies for improving morale at different levels.

i. Sabbaticals.

j. Welcome packages (mugs, pens, lunch sacks, etc.) for new employees (you never get a second chance to form a first opinion).

3. Several key factors impacting retention.

a. Overload (too much to do, often created by additional paperwork and bureaucratic requirements).

b. Lack of autonomy (not involving employees in decision making).

c. Culture (culture for sharing information not there).

d. Role conflict (poor communication on priorities, expectations).

e. Money is a necessary, but not sufficient condition to attract, retain, and motivate employees.  In one recent survey earnings and benefits only had about a 2% impact on job satisfaction.  Job quality and workplace support had a combined 70%.

Other Agencies

These are some of the traits of programs and personnel initiatives in other federal agencies.

Department of Energy

1. Recruitment:

a. Line management is responsible for identifying, recruiting and hiring.  Have a handbook “Recruiting, Hiring, and Retaining High Quality Technical Staff.”

b. Excepted Service Authorities have been used to fill some key vacancies.

c. Have a Technical Leadership Development Program to attract highly qualified and diverse entry-level technical personnel.

2. Retention

a. Revised position descriptions to assure that quality people stayed in positions during reduction-in-force bumping actions.  Established a working group to develop a model.

b. Indicate that various processes are in place, but seldom used, including fellowships, residencies, industry exchanges and student stipend programs.

c. Indicate that less formal things include rotational assignments, on-the-job training, and continuing education.

d. Career paths for those choosing not to move into management.

Los Alamos National Laboratory (LANL), a DOE FFRDC

1. Has an "Institutional Plan FY 1999 – FY 2004".

2. LANL’s HR group takes it as their responsibility to align workforce with goals.  To do this they have an annual survey to identify:

a. Areas for improvements.

b. Workforce issues, such as pride and morale.

c. How well employees relate their job to the mission.

3. Workforce planning:

a. Have a Career Development Advisory Committee to advise on career development issues and to help define career-planning process.

b. Career Development Project Team provides tools, such as mentor programs, discussion series on current issues and available resources, etc.

NASA

1. Recruiting:

a. Have website on benefits of being a NASA employee (including comments from NASA employees).  Includes 6 pages of benefits.  Some listed below:

i. Challenging and Interesting Work.

ii. Financial & Job Security.

iii. Family Friendly Workplace (flexible work schedule, leave sharing, recreation programs, childcare facilities, etc.).

iv. Great Environment to Work.

v. Life-Long Learning.

b. Fellowship/Grant and Student Programs:

i. Earth Science Enterprise (grants for master and doctors).

ii. Earth System Science Fellowship Program.

iii. Global Learning and Observations to Benefit the Environment.

iv. Graduate Student Researchers Program (fellowships for masters or doctors in science, mathematics and engineering).

v. MATHCOUNTS.

vi. National Space Grant College & Fellowship Program.

vii. Resident Research Associateship Program.

viii. Student Involvement Program.

ix. Summer High School Apprenticeship Research Program..

x. Student Career Experience Program (full or part-time co-op program for students who attend accredited universities).

xi. Student Temporary Experience Program (summer internships).

xii. NASA Scholars (Historically Black College summer program).

xiii. Graduate Degrees for Minorities in Engineering (paid summer internships and financial aid.

xiv. NASA AMES Internship Program (20 hours during school year, 40 hours during summer).  Not considered a hiring program.

xv. Cooperative Education Program (3-6 month co-op programs).

xvi. Graduate Cooperative Education Program.

xvii. Women in Science and Engineering (undergraduate academic and research program).

2. National Research Council associate positions.

3. Summer Facility Fellowship Program.

4. Career Transition Assistance Program Center:

a. Automated Resume Referral System (government, private sector, and community organizations advertise their vacancies in this system).

b. Has a workshop covering job-career related subjects: resume preparation, interviewing techniques, salary negotiation, strategies for relocating, etc.)

5. DoD/NASA Personnel Exchange Program (1-3 years).

6. Part-time employment and job-sharing.

Department of Interior

1. Intern Programs (several types) to attract and retain high-quality workforce.

2. Student Educational Employment Program (OPM program, open to all federal agencies).  Two programs:  Student Temporary Employment Program and Student Career Experience Program.  In the first, the nature of the work does not have to be in student’s academic or career goals.  In the second, the work experience is directly related to students academic or career goals.  They fill about 8% of their workforce with these positions.  About 10% of the students in the first program are hired as regular employees, and about 50% of the students in the second program.

Department of Health and Human Services
1. Have Employment Brochures.

2. Perform analyses of specific areas (e.g. doctors in small towns, nurses, etc.) to identify what are the key factors to retention and what things attract people to these jobs for recruiting purposes).  For each personnel area, identify effective recruiting techniques and effective retention technique in short sentence statements for each.

OPM Demonstration Projects

We list here several key points and traits of a variety of personnel demonstration programs that have been initiated by OPM.  

Department of Defense Acquisition Workforce  (initiated 1998, on-going)

1. First demo project to cover workforce, rather than an organization.

2. Contribution-based compensation system.

3. Broad-banding.

4. Hiring and appointment authorities.
Pacer Share  (initiated 1988, ended 1993)

1. At Air Force Sacramento ALC and Defense Logistics Agency Sacramento.

2. Consolidated grades into broader pay bands.

3. Consolidated job series into broader "processes."

4. Revised supervisory grading criteria.

5. GS/GM and FWS supervisors combined into single pay system.

6. Individual performance ratings by organization-wide quality/productivity measurement system.

7. Modified on-call employment system.
Air Force Research Laboratory  (initiated 1996, on-going)

1. Laboratory-controlled rapid hiring.

2. Contribution-based compensation framed in a broad-banding structure.

3. Simplified classification.

4. Streamlined removal process.

5. Voluntary emeritus corps.

Army:  Aviation Research, Development and Engineering Corp  (initiated 1997, on-going)

1. Broad-banding

2. Pay-for-performance management system.

3. Hiring and appointment authorities

4. Employee Development

5. Revised reduction-in-force procedures.

Army:  Missile Research, Development and Engineering Center (initiated 1997, on-going)

1. Broad-banding.

2. Pay-for-performance management system.

3. Hiring and appointment authorities.

4. Employee development

5. Revised reduction-in-force procedures.

Army Medical Research and Materiel Command  (initiated in 1997, on-going)

1. Broad-banding

2. Classification

3. Pay for performance management system.

4. Hiring and appointment authorities.

5. Expanded developmental opportunities program.

6. Revised reduction-in-force procedures.

Army Research Laboratory  (initiated in 1997, on-going)

1. Broad-banding.

2. Automated classification

3. Pay for performance system.

4. Enhanced hiring flexibilities.

5. Modified reduction-in-force procedures.

6. Expanded developmental opportunities.

Army:  Engineer Research & Development Center  (initiated 1997, on-going)

1. Broad-banding.

2. Classification

3. Pay for performance system.

4. Hiring and appointment authorities.

5. Employee development

6. Revised reduction-in-force procedures.

Navy China Lake (first project under the Civil Service Reform Act--initiated 1980; in 1995 Navy given authority to expand through the successor organization.  Led to similar reforms in other agencies)

1. Simplified classification system, which consolidates GS grades into broader pay bands.

2. Performance-based pay system for all white-collar employees.

3. Increased flexibility for starting salaries.

Naval Research Laboratory  (initiated 1999, on-going)

1. Streamlined hiring processes.

2. Simplified position classification system, which consolidates GS grades into broader pay bands.

3. Contribution-based compensation system

4. Extended probationary period for new employees.

5. Modified reduction-in-force procedures.

Naval Sea Systems Command Warfare Centers  (initiated 1997, expanded 1999)

1. Broad-banding classification and pay system for "white collar" employees.

2. A performance development system.

3. An incentive pay system.

4. A reduction-in-force system.

5. A competitive examining and appointment system.

Department of Commerce  (initiated 1997, on-going)

1. Pay-for-performance in broad-banding framework.

2. Supervisory pay differential.

3. Extended probationary period for research scientists.

National Institute of Standards & Technology  (initiated 1988, made permanent in 1997)

1. Consolidates GS grades into broader pay bands.

2. Pay-for-performance system covering all white-collar employees.

3. Total compensation comparability (dropped in 1992)

4. Supervisory pay differentials

5. Recruitment and retention bonuses

6. Flexible probationary periods.

Federal Aviation Administration  (initiated 1998, ended 1994)

1. Retention allowances of up to 20 percent (with reductions for geographical adjustments) paid quarterly to attract and retain well-qualified employees in hard-to-staff facilities.

FAA Airway Science Curriculum (initiated 1983, ended 1991)

1. Alternate recruitment method for five major FAA occupations.  Encouraged colleges and universities to establish Airway Science Curriculum to educate potential applicants for FAA

Federal Bureau of Investigation  (initiated 1988, ended 1993)

1. Retention allowances of up to 25 percent of based pay, with reductions for geographical adjustments.

2. Relocation bonuses of $20,000 upon direct reassignment to New York Office with a 3-yr agreement.

Department of Agriculture  (initiated 1990, made permanent in 1998)

1. Decentralized determination of shortage category (precursor to delegated case examining).

2. Streamlined examining process using quality groupings in place of numerical ratings and "rule of three."

3. Recruitment incentives including bonuses and relocation expenses (precursor to the FEPCA provisions).

4. Extended probationary period for research scientists.

Recruiting and Retention Tables

Here we capture all the information we obtained in a matrix which cross-references programs and initiatives.  The information came from contacts within the organizations, typically within the Human Resources section (where possible, a contact name is listed) or from information provided from literature or the Internet.  Note:  an “X” in a square means that we were able to identify that the agency had ongoing activities in that area.  The absence of an “X”, however, does not mean there is nothing going on, just that we were not able to identify it from the sources we used. An “X” in the column for “Air Force already has authority” means just that--the Air Force has the authority, but does not imply that the Air Force is using the authority.  As an example, the Air Force has approved a critical skills retention bonus for military S&Es, however, as of this writing, there is no budget for the implementation of this bonus.
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	AF already has authority
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