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INTRODUCTION 
 
In SECY 15-0015, the Nuclear Regulatory Commission staff recommended a variety of 
strategies to enhance the effectiveness, efficiency, and agility of the agency as part of Project 
Aim.  The first strategy recommended was to develop a strategic workforce plan that ensures 
that NRC is positioned to the right number of people with the right competencies at the right 
time.  In the Staff Requirements Memorandum for SECY 15-0015, dated June 8, 2015, the 
Commission approved the development of a Strategic Workforce Plan (SWP) that maps the 
current workforce to the projected future state of the agency workforce.  The Commission also 
stated that: 
 

“The staff should understand and apply lessons learned from the experiences with the 
previous SWP tool. The SWP should be a modest effort and not overly elaborate or 
burdensome that occurs in parallel with the implementation of other recommendations. 
The SWP tool should be sophisticated enough so that it can be used as needed to 
assess organizational health at the division, office and agency levels while setting a 
standard approach that can be easily deployed and managed by first-line supervisors 
and modified to meet the changing needs of their organization.  Specifically, the SWP 
should include strategies for managing and minimizing staffing overages, skill gaps, and 
include the need to have staff in the right place, for example filling resident inspector and 
regional SES positions.  Hiring managers should also work with the Office of the Chief 
Human Capital Officer to thoughtfully assess whether to fill vacancies as they are 
created by attrition.  In addition, the staff should continue to analyze the staff-to-
management ratios and whether levels of management can be decreased when 
implementing each approved recommendation that contemplates the overall structure of 
a program or organization. Finally, the SWP should be dynamic, requiring updates as 
related items, such as the re-baselining, are completed.” 
 

The staff developed a preliminary Strategic Workforce Plan and shared it with the Commission 
in February 2016.  At the time, the staff recognized the dynamic nature of strategic workforce 
planning and how the plan would evolve through time as reflected in the NRC’s Strategic Plan 
that identifies Human Capital as one of two key management objectives to “Attract, develop, 
and maintain a high-performing, diverse, engaged, and flexible workforce with the skills needed 
to adapt to workload changes and effectively carry out the NRC’s mission now and in the 
future.” 
 
Consistent with the Commission’s direction on Project Aim and the Strategic Plan, the NRC’s 
Executive Director of Operations (EDO) formed a working group on January 19, 2017, to 
develop a comprehensive, integrated, and systematic Strategic Workforce Planning (SWP) 
process and to enhance the existing SWP process by better integrating the agency’s workload 
projection, skills identification, human capital management, individual development, and 
workforce management activities.  In establishing the working group, the EDO recognized that 
the NRC’s capacity and agility will likely be increasing challenged over the next several years, 
by workforce demographics and external factors resulting in a declining budgetary environment.  
Consequently, the EDO directed the group to develop a clearer, coherent, comprehensive, and 
consistent approach to integrate workload projection and human capital management, including 
the following components: 
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(1) Workload Projection – This component will identify and quantify anticipated work, 
including the estimated FTE required and timeline projections.  This activity should 
incorporate forward-thinking workforce planning and analysis techniques, to the extent 
practical and consistent with fiscal restraints, including a continuous environmental scan 
to promptly identify enterprise risks and effect mitigation strategies. 
 

(2) Skills Identification – This component will develop and implement a recurring, 
consistent, and transparent analysis of the current and future state, informed by the 
workload projection, including a forecast of the human capital needed to achieve the 
agency's program performance goals and objectives during the term of the agency's 
strategic plan, and identification of potential shortfalls or gaps.  The objective is to assure 
high confidence of maintaining the occupations and mission-critical competencies most 
important to agency performance, considering key demographics (e.g., talent analyses, 
turnover, and retirement eligibility), current and projected staffing levels, attrition and 
hiring estimates, and proposed training and development investments.   
 

(3) Staffing–This component will define the approach to hiring, positioning and managing 
human capital, and provide information and tools to assist in identifying the best option 
for filling vacancies (including internal transfers and external hires).   
 

(4) Employee Development and Growth – This component will integrate a technical and 
professional development infrastructure that includes training, qualification, 
development, knowledge management, and skills enhancement that enables the agency 
to staff its workforce with the right people with the right skills at the right time to 
accomplish the agency’s mission.  Additionally, this component will facilitate and 
encourage the use of individual development plans (IDPs).  Leaders should work with 
each employee to create an IDP that facilitates employee growth and development as 
well as expanding one’s ability to contribute to the agency’s mission-critical 
competencies while increasing organizational agility.  This component will also 
contribute to our ability to gather information available in IDP’s to support workload 
planning for training and development.   
 

(5) Related Human Capital Planning Tools – This component complements the other 
SWP components by assuring that the NRC’s organizational structure, processes, 
procedures, and other internal controls support accomplishment of the NRC’s mission in 
an effective, efficient, and agile manner.   

 
In addition, the EDO directed that the enhanced Strategic Workforce Planning process take into 
consideration the following aspects: 
 

(1) Critical Skills Needs - Individual business lines and offices consistently use budget 
information, staffing plans, and work projections to identify critical skills needs and 
human resource strategies.  These strategies collectively create an enterprise-wide 
approach towards recruitment goals, workforce composition goals, numbers of senior 
staff in a given grade/discipline, career ladder progression, required amount of 
supervision (supervisory to staff ratios).  These activities should facilitate strategic 
projections beyond the two-year budget cycle and align with the 5-year strategic plan 
goals and objectives.  In addition, activities should enable and encourage the 
identification of critical skills and assets across organizational boundaries, and support 
pragmatic approaches to solve emergent problems in an agile manner. 
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(2) Independence Principle of Good Regulation – in conducting our mission, NRC must 
retain sufficient staffing, skills, and expertise to conduct independent decision making; 
commensurate with the range and the number of facilities and activities to be regulated.  
NRC has always strived to maintain adequate core competence within the NRC staff to 
make informed safety and security decisions.  While NRC may contract for technical 
assistance, or for efficient management of workloads, the competency to make the 
safety and security decisions is expected to remain within the NRC staff. 
 

(3) Relationship to the Budget Process – the components of the SWP, including workload 
projections, should be used to inform the NRC budget formulation process as described 
in Management Directive (MD) 4.7, “Budget Formulation.”  For example, one of the first 
steps in the annual budget formulation process is the development of high level planning 
guidance (HLPG), which includes overarching fiscal guidance, business line planning 
guidance, and areas for potential offsets in the budget.  The SWP workload projections 
should be consistent with, and complement, the staff’s proposals to the Commission for 
HLPG.   
 

(4) Credibility in Work Forecasts – the approach should consider the confidence level 
associated with credibly projecting workload in the U.S. nuclear industry and to support 
NRC’s international obligations.  The continuing changes in the future plans of many 
NRC licensees and applicants add uncertainty to reliable regulatory work projections.  
The NRC must be prepared to accomplish its mission for a range of workload scenarios, 
while adhering to its Principles of Good Regulation and statutory mission. 
 

(5) Change Management Strategy – this effort should complement the efforts identified in 
the September 15, 2016, memorandum, “Change Management Strategy to Improve 
NRC’s Effectiveness, Efficiency and Agility,” associated with the key strategic workforce 
planning components including:  workload projection, staffing, skills identification, staff 
development (including training and qualification) and organizational restructuring. 

 
(6) Government Standards and Guidance – this effort should continue to satisfy the 

applicable government-wide standards and guidance; including, but not limited to:  the 
Government Performance and Results Act Modernization Act (GPRAMA), Office of 
Personnel Management requirements (5 CFR 250), and OMB Circular A-123. 
 

The EDO directed the working group to develop an implementation plan for enhancing NRC’s 
strategic workforce planning, with recommendations that reflect consideration of the above 
components by April 19, 2017.  In developing the implementation plan, the Working Group 
concluded that a description of the new enhanced strategic workforce planning process was 
also needed.  This document describes that proposed enhanced strategic workforce planning 
process for the NRC.  To the extent practical, this process integrates with and leverages 
existing agency processes, including elements of strategic workforce planning.  After initial 
implementation and review of lessons learned, the Working Group recommends that this new 
process be documented in a new Management Directive and associated implementation 
procedures that would complement NRC’s established directives for Strategic Planning, Budget 
Formulation and Execution, Performance Management, and Human Capital Management. 
 
The general structure of the proposed enhanced process (figure 1) is consistent with the 
process recommended by the Office of Personnel Management and successfully implemented 
by Departments and Agencies (e.g., NASA, DOC, DOS, GSA, USGS, and HHS).  In addition, 
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this process reflects the Government Accountability Office’s (GAO) Key Principles for Effective 
Strategic Workforce Planning, GAO-04-39, 2003, including: 
 

 Involve top management, employees, and other stakeholders in developing, 
communicating, and implementing the Strategic Workforce Plan 

 Determine the critical skills and competencies that will be needed to achieve the future 
programmatic results 

 Develop strategies tailored to address gaps and human capital conditions in critical skills 
and competencies that need attention 

 Build the capability needed to address administrative, education, and other requirements 
important to supporting workforce strategies 

 Monitor and evaluate the agency’s progress toward its human capital goals and the 
contribution that human capital results have made toward achieving programmatic goals 

 
Figure 1: NRC Strategic Workforce Plan Process Model 

 
The steps of the process in the boxes above reflect the primary additions of the proposed 
strategic workforce planning process that are being added or substantially enhanced in existing 
agency processes. 

 
 
 
WORKING GROUP APPROACH TO ENHANCEMENTS 
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In accordance with the EDO’s tasking memorandum of 19 January 2017, a small interoffice 
Working Group developed this description of enhancements to the NRC’s strategic workforce 
planning process, and developed an implementation and a communication plan.  The working 
group began by reviewing best practices used by private and public sector organizations and 
assessing the current state of workforce planning within the NRC.  The working group 
conducted outreach to NRC managers and employees within the NRC at all levels of the 
organization, as well as to a limited number of external entities.  The working group also closely 
collaborated with representatives of Chapter 208 of the National Treasury Employees Union 
(NTEU) in the development of this plan.  The Project Aim Steering Committee provided 
oversight of the Working Group’s progress.  In addition, during the development of the 
enhanced process description and implementation plan, the Working Group promoted 
awareness of its work and shared weekly highlights of the progress of initiative with the NRC 
senior leadership team and NTEU. 
 
ROLES AND RESPONSIBILITIES 
 
All employees play an important role in ensuring successful implementation of the strategic 
workforce planning process and ultimately that the agency has the right people with the right 
skills and knowledge at the right time.  Furthermore, the Working Group recognizes that 
sustainability of this process will largely depend on the successful partnerships that are 
established across the various offices.  The roles and responsibilities of the key organizations 
that support the process are identified below. 
 
 Executive Director for Operations:  Provides overall leadership and monitors strategic 

workforce planning and ensures outcomes support the NRC’s mission and goals in 
accordance with the NRC’s strategic plan.  Sets the strategic direction and initiates the 
annual strategic workforce planning cycle. 

 
 Chief Human Capital Officer: Leads implementation, coordination, and support for strategic 

workforce planning.  Uses the results of strategic workforce planning to inform the 
development and implementation of the human capital operating plan as required under 5 
CFR Part 250 Subpart B. 

 
 Business Line Leaders:  Support the offices and regions in the development of 

environmental scans and workload forecasts to ensure the partner office workload forecasts 
are aligned with their goals and objectives.  Provide support to partner offices in 
development of demand analysis, supply analysis, and gap closure strategies.     

 
 Office Directors and Regional Administrators:  Lead the development of core positions and 

skill demands and position and skill supply.  Provide support to partner offices in 
development of demand analysis, supply analysis, and gap closure strategies.  Identify the 
core positions and competencies needed to accomplish the agency’s work and lead the 
workforce demand analyses for their office or region by working with business line partners.  
Lead supply analyses for their office or region, conduct of gap analyses comparing the 
workforce demand estimates, and partner with OCHCO to identify specific strategies to 
resolve gaps and surpluses for the workforce within their respective office or region in 
support of business line priorities.  The gap closure assessment includes consideration of 
the risk significance of the strategies, and prioritizes the strategies accordingly.  The line 
management, in coordination with OCHCO, executes their office or region strategies as 
reflected in the NRC Human Capital Operating Plan. 
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 Human Capital Council:  Provides oversight of the agency’s strategic workforce planning. 
 
It should be recognized that the Atomic Safety and Licensing Board Panel (ASLBP) and the 
Advisory Committee on Reactor Safeguards (ACRS) function independently from the NRC staff.  
Consequently, the ASLBP and the ACRS will decide independently on the numbers and skills of 
the members and the staff. 
 
ENHANCED STRATEGIC WORKFORCE PLANNING PROCESS DESCRIPTION 
 
1.0 Set Strategic Direction 
 
This step involves linking the workforce planning process with the agency’s strategic plan and 
work activities required to carry out the goals and objectives of the strategic plan both with a 
focus on the short term and long term. 
 
1.1 Initiate Annual Strategic Workforce Planning Process  
 
 The EDO initiates the strategic workforce planning (SWP) process in September building 

from the strategic evaluation process that is used to develop and update the agency’s 
Strategic Plan in accordance with the Government Performance and Results Act 
Modernization Act of 2010 (GPRAMA)(Management Directive (MD) 6.10 Strategic Planning 
MD).  The strategic evaluation considers key internal and external drivers for a range of 
future scenarios, uncertainties in the scenarios, and their impact on projected workload, 
opportunities, and challenges.  Based on this evaluation, the EDO consults with the senior 
leadership team (nominally at the Strategic Leadership Meeting in November) and issues 
high level direction-setting guidance with strategic goals and organizational priorities.  This 
direction-setting guidance feeds both the strategic workforce planning process, as well as 
the budget formulation process.  Figure 2 illustrates the linkage between the NRC’s mission 
and strategy to workforce planning.  Figure 3 depicts the linkage between strategic 
workforce planning and other agency processes. 
 

 The Chief Human Capital Officer (CHCO) provides the schedule and expectations for 
conducting the SWP process in an integrated manner with existing agency processes and 
as described in this plan and facilitates implementation of this process.  
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1.2 Conduct Environmental Scan 
 
 Office Directors and Regional Administrators (in consultation with Business Line Leads) 

conduct an environmental scan to identify future scenarios that may take place over a five 
year period and are aligned with the direction-setting guidance in step 1.1.  The 
environmental scans focus on the potential impacts of key drivers on projected workload 
and the uncertainties associated with these projections.   
 

 Office Directors and Regional Administrators should consider a full range of information in 
conducting the environmental scans (e.g., letters of intent, responses to regulatory issue 
summaries, public meetings, government planning forecasts, stakeholder outreach, 
assessment of trends in nuclear energy and the environment, assessment of historical 
workload).  Business line leads should also consider internal drivers that could impact 
workload forecasts (e.g., process changes) 

 
1.3 Conduct Workload Forecast 
 
 Office Directors and Regional Administrators (in consultation with business line leads) 

assess short and long-term workload projections consistent with the strategic direction and 
the environmental scans in developing workload forecasts.  This information also serves as 
the basis for the workload forecasts for the business and product lines needed for budget 
formulation and planning.  Figure 4 below depicts the NRC’s business line structure, which 
currently supports budget formulation.  By considering this workload forecast in both the 
short term and long term, the process attempts to provide strategic insights on how the 
agency needs to change, while also providing more tactical insights on the necessary pace 
and direction of these changes in workforce.  It also closely couples the strategic workforce 
planning process with other existing agency practices and processes.   
 

o Short Term: Execution year + 1 year workload forecast consistent with the 
Commission approved budget 

o Long Term: Execution year + 5 year workload forecast  
 

 Significant shifts in workload in the interim period (between execution year +1 and execution 
year+5 years) should also be highlighted to the extent that they are forecast (e.g., short-term 
projects, transitions) and would drive significant changes in core positions and 
competencies. 
 

 Recognizing the uncertainties considered above in the environmental scans, business line 
leads (in consultation with partner offices) estimate projected changes in workload forecasts 
(only the 5 year workload forecast) through the use of qualitative vectors defined below: 

 
o Significant decrease  
o Slight decrease  
o About the same 
o Slight increase  
o Significant increase 
o Business line leads also characterize the uncertainty associated with the projected 

workload forecasts  
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 Corporate partner offices review the office and region workload forecasts to ensure 
consistency and to inform corporate workload impacts (e.g., contracting actions, hiring 
actions, training needs)  
 

 Office Directors and Regional Administrators share information across the business lines 
and partner offices. 

 
Outcomes:  
 Strategic Direction and Key Drivers and Trends 
 Workload Forecasts by Business Lines and Corporate Product Lines for Execution Year + 1 

and Execution Year + 5 years (e.g., in FY2017, the workload forecasts would be for FY2018 
and FY2022) 

 
Time Frame: September – November1  
 

Figure 3:  NRC’s Business Line Organizational Structure 
 

 

                                                 
1 Note that the staff continually monitors trends and drivers from open sources, stakeholders, professional 
societies, other government agencies, and proprietary updates from licensees.  In addition, the Strategic 
Planning process is semi-continuous with initial planning and the Strategic Planning Working Group 
convening soon after the quadrennial update of the agency’s Strategic Plan in accordance with GPRAMA; 
the work in the September – November timeframe represents a focused effort to distill emerging insights 
to support strategic direction from the EDO and senior leadership team. 
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2.0 Identify Core Positions and Competencies, and Conduct Demand Analysis 
 
This step identifies the ideal future organization, in terms of positions and competencies, 
needed to meet the NRC’s mission consistent with the strategic direction set forth in step 1.   
 
2.1 Identify Core Positions and Competencies to Achieve Agency Long Term Strategy 
  
 Office Directors and Regional Administrators (in consultation with business line leads) use 

workload forecasts to identify core positions needed to achieve agency long-term strategies 
and goals.  The NRC defines core positions as those positions that the NRC relies on to 
accomplish the majority of the agency’s mission.  Core competencies comprise the 
knowledge, skills, and abilities required for successful performance in these core positions.  
Business lines should consider using established internal guidance (e.g., Standard Review 
Plans, Inspection Procedures) and other documents and plans when identifying these core 
positions and competencies.   

 
 Office Directors and Regional Administrators (in consultation with business line leads) 

should consider trends and planned revisions that are driven by emerging regulatory 
approaches, technology changes, policy decisions, and program maturity.  Changes in 
positions and proficiency levels associated with these changes will be a factor in the 
identifying core positions and competencies associated with the projected workload.  

 
 OCHCO compiles an agency-wide list of core positions and competencies and works with 

the business lines and partner offices to ensure a consistent across the agency.  OCHCO 
maintains the agency-approved core positions and competencies list.  OCHCO provides the 
agency-approved core positions and competencies list to the Office Directors and Regional 
Administrators for their use in completing their workforce demand analysis.  

 
2.2 Perform Demand Analysis to Identify Workforce Needed to Accomplish Agency Long Term 

Strategy 
 

 Office Directors and Regional Administrators (in consultation with business line leads) use 
the updated list of agency core positions and competencies and the five-year workload 
forecast (step 2.1) to quantify the number of core positions and competencies needed by 
office and region to support the work identified in the five-year workload forecast.  

 
Outcomes:  
 Agency Approved List of Core Positions and Core Competencies 
 Workforce Demand that is comprised of a number of core positions and types of 

competencies needed to support the work identified in the five-year workload forecast. 
 
Time Frame: November – January  
  
3.0 Conduct Supply Analysis of Current and Future Workforce 
 
This step involves determining what the current workforce resources are and how they will 
evolve over time.   

 



 

Enhanced Strategic Workforce Planning Process 
 

 
 

11 
 

 Offices and regions conduct an inventory of their current staff relative to the agency’s 
identified core positions and core competencies and reported by business line and product 
lines. 
 

 Offices and regions perform a supply analysis of future workforce by forecasting the supply 
of the workforce at the core position and competency level over the next five years by 
business line and product line.  This analysis is conducted independent of any work 
projections.  The supply analysis should be performed by first line supervisors, in 
consultation with senior management, including consultation with Human Resources 
Specialists in OCHCO and staff, and draw on information about demographics and 
employment trends (e.g., retirement eligibility, workforce trends).  
 

 Offices and regions compile and submit the current workforce and future supply analysis 
using an agency tool to enhance consistency and utility across the agency.  This information 
will be available to supervisors in all offices and regions to support both near term emergent 
needs, short-term, and long term staffing strategies. 

  
 OCHCO performs a quality check of the overall supply analysis.  

 
 The supply analysis feeds into and supports annual updates of future staffing plans, training 

forecasts, succession planning, and other human capital tools. 
 
Outcomes:  
 Current Workforce Supply Analysis 
 Future Workforce Supply Analysis 
 
Time Frame: February 
 
4.0 Perform Gap Analysis and Risk Assessment to Prioritize Gaps 
 
This step involves determining and prioritizing the gaps and surpluses that may exist between 
the current and projected workforce needs by comparing the results of workforce demand 
analysis to the results of the workforce supply analysis. 
 
4.1 Perform Gap Analysis  

 
 Offices and regions (in coordination with business line leads) will compare the results of their 

future workforce supply developed in section 3.2 with the demand developed in section 2.2 
to identify any gaps and / or overages in positions and competencies needed to support 
agency’s strategic direction. 

 
4.2 Perform Risk Assessment 

 
 Offices and regions (in coordination with business line leads) will review the gaps and 

overages of core positions and competencies within the business lines and will perform a 
risk assessment to prioritize identify where office and regions need to develop strategies to 
mitigate the risk to fulfill their needs. 
 

 The risk assessment can be conducted in a variety of ways, but the output from the 
assessment should be sufficient to support prioritization of the gap closure strategies at the 
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agency level, including decision making on how the agency will best use its resources.  One 
example approach for conducting the risk assessment was identified by the Corporate 
Executive Board as a good practice in the CEB Ignition Guide to Identifying Critical Roles, 
2016.  In this methodology, offices would identify which core positions (at the position or 
competency, skills, and abilities level) are most important in accomplishing a strategy, 
assess the significance of any projected gaps in these core positions, identify retention and 
developmental risks affecting these core positions, and then rank these positions using a 
risk matrix plotting importance of the core positions (H, M, L) against retention and 
developmental risks (H, M, L).  The greatest priority would be assigned to gap closure 
strategies for the highest risk core positions. 
 

 Offices and regions (in coordination with business line leads) will consider the uncertainty in 
workload scenarios in prioritizing gap strategies 
 
Offices and regions (in coordination with business line leads) submit their prioritized list of 
gaps and/surpluses into the agency tool to ensure this information is available to all 
business lines and partners.   
 

Outcomes:  
 Results of the Workforce Gap Analysis – Prioritized list of gaps and/surpluses that need to 

be addressed 
 
Time Frame: March - April  
 
5.0 Develop and Execute Human Capital Operating Plan 
 
This step involves the identification of strategies to close gaps, plans to implement the 
strategies, and measures for assessing progress that are components of the Human Capital 
Operating Plan (HCOP).  This step also involves ensuring that resources are in place, roles are 
understood, and the necessary communication, and coordination efforts are occurring to 
execute the strategies and achieve the strategic objectives. 

 
5.1 Formulate Workforce Strategies to Address Talent Gaps and Surpluses 

 
 Offices and regions partner with OCHCO to review gap / surplus analysis across the agency 

to strategize how to ensure the agency has sufficient human capital with the right skills at 
the right time to meet agency mission needs based on the projected gaps and surpluses in 
core positions and competencies.   
 

 The Human Capital Council will oversee the development and prioritization of key strategies 
to address needs in core positions and competencies in the out years.  
 

 Offices and regions partner with OCHCO to identify and assess strategies for resolving 
identified gaps and surpluses.  These strategies may include one or more of a variety of 
different approaches for developing or redeploying existing workforce positions and 
competencies.  The preferred combination of strategies will be highly dependent on the 
nature and risk significance of the specific or general gap or overage.  Example strategies 
include training and development (e.g., employee development through IDPs), retraining, 
permanent and limited term recruitment, outsourcing, and interagency and international 
collaboration.   
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 Offices and regions coordinate strategies with business line leads to ensure alignment. The 

strategies form the office or regions “Strategic Workforce Plan” and should include the 
following: 

 
o Business Line / Product Line 
o Identified gap or surplus 
o Preferred strategy(ies) 
o Milestones for implementation 
o Strategy owner 
o Resources Needed to Implement the strategies  

 
Offices and regions manage their implementation of the gap closure strategies in 
partnership with OCHCO to ensure feasibility, timeliness, relevancy, and adherence to 
Federal personnel law, regulations, and policies. 

 
5.2 Incorporation into the budget formulation and execution process 
 
 Offices and regions will work with business line leads and OCFO to ensure that necessary 

resources are reflected in budget formulation and execution to support the gap closure 
strategies.  The strategies will also be reflected in annual (or more frequent) updates to 
office staffing plans, training forecasts, and other information used for planning agency work 
(e.g., requests for business process improvement reviews, organizational development 
requests). 
 

 The EDO, DEDOs, CFO, CHCO, and senior leadership team will monitor and track the line 
organization’s implementation of the strategies through the agency’s performance 
management program, including Quarterly Performance Reviews. 
  

5.3 Execute Workforce Strategies to Address Talent Gaps and Surpluses 
 

 OCHCO will consider the office and region strategies in the development of the Human 
Capital Operating Plan.  In accordance with 5 CFR §250.205, each agency must 
develop a Human Capital Operating Plan (HCOP) that aligns with the Strategic Plan and 
Annual Performance Plan.  The HCOP is reviewed and approved annually and updated 
as needed.  The plan demonstrates how the agency’s human capital implementation 
strategies incorporate the four elements of OPM’s Human Capital Framework, including 
Strategic Planning and Alignment, Talent Management, Performance Culture, and 
Evaluation Systems. 
 

 The HCOP is established by the CHCO in collaboration with the NRC’s senior 
management team, supports execution of the NRC’s strategic plan, explicitly describes 
the agency-specific skill and competency gaps that must be closed through the use of 
human capital strategies, includes annual human capital performance goals and 
measures that are aligned to support mission accomplishment, and address 
government-wide priorities identified in the Federal Workforce Strategic Priorities Report. 

 
 OCHCO will work with the offices through line management to implement the strategies 

identified in the HCOP.  Progress in implementing the strategies and in delivering the 
human capital and workforce capabilities to fulfill the mission will be monitored through 
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the agency’s performance management.  Any significant deviations will be assessed and 
corrective actions taken, as necessary and appropriate.  Experience with the 
implementation of the HCOP will also be fed back into process enhancements and 
subsequent cycles of strategic workforce planning. 

 
Outcomes:  
 Office and region gap closure strategies  
 Human Capital Operating Plan 
 Effective, efficient, and agile fulfillment of the NRC mission 
 
Time Frame: April - May 
 
6.0 Monitor, Evaluate and Revise Plan 
 
This step involves monitoring progress in the implementation of the office and region gap 
closure strategies, assessing for continuous improvement purposes, and adjusting the 
strategies to make course corrections and to address new workforce issues. 
 
 Upgrade NRC’s performance indicators to monitor successful achievement of strategies and 

the impact of these strategies on successfully fulfilling NRC programmatic and mission 
goals; use indicators identified by OPM in the Human Capital Strategic Framework.  Assess 
performance through performance management program, including Quarterly Performance 
Reviews. 
 

 Check and adjust the strategies based on performance feedback on an ongoing basis, 
including early detection of changes in NRC’s external and internal environment that may 
drive workload changes in the out years (e.g., increase in the rate of early closures of 
operating nuclear power plants, decrease in financial conditions driving construction and 
deployment of nuclear technologies, technological breakthroughs) 
 

 Communicate performance information and celebrate progress 
 
Outcomes:  
 Performance indicators to monitor office and regions fulfillment of gap closure strategies  
 Revised input for the Human Capital Operating Plan 
 Effective, efficient, and agile fulfillment of the NRC’s mission 
 
Time Frame: May – September2  

                                                 
2 This step is performed continuously and extends beyond September, with special emphasis during the 
May through September period to inform development and deployment of new strategies, planning, 
revised indicators, feed strategic planning, budget formulation, budget execution, staffing plans, and 
operating plans) 


