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Executive Summary

The Department of Energy, like many Federal agencies, is facing growing challenges in recruiting and retaining a highly qualified workforce with the proper skills and abilities for mission accomplishment both now and into the future.  Secretary Abraham has described on several occasions that his vision is to make the Department of Energy the “employer of choice and the envy of Federal Government”.  Yet, we currently face one of the most challenging workforce periods in our history.  

There are many factors that contribute to the challenges we face.  To highlight a few:  
· DOE has an aging workforce and one that is not as reflective of an increasingly diverse US population as it should be;

· The number of graduates in technical areas has been shrinking over the last several years;

· Competition for America’s most promising talent is shared with private sector, other government agencies, and non-profits; and

· Many highly skilled candidates find Government hiring procedures quite slow and daunting.
“The President’s Management Agenda” (PMA) was issued in Fiscal Year 2002, for the purpose of improving the management and performance of government.  Recognizing that these same workforce challenges exist across government, a key initiative, “the Strategic Management of Human Capital”, was included in the PMA.  A provision of the 2002 Homeland Security Act called for each agency to establish and disseminate a Chief Human Capital Officer (CHCO) to, among other things, oversee the strategic management of its human capital.    
One of the first actions of the new Chief Human Capital Officer, was to include a Strategic Human Capital Plan as part of the Department’s “Proud To Be” commitments submitted to the Office of Management and Budget, and the Office of Personnel Management.  DOE submitted it’s plan in 2003, containing a number of initiatives, including the development of a “Corporate Recruitment Strategy”.  DOE recognized that with increasing workforce challenges and reduced resources, current recruitment/outreach practices must be strengthened and enhanced if we are to be successful in hiring the right people for the right jobs and improving the diversity of our workforce.  Key elements of the Strategy include:
· Establishment of a Recruitment and Outreach Council of Excellence

· Enhancing Communication Capabilities

· Expanding the Entry-level Pipeline

· Expanding and Enhancing Recruitment Efforts at mid-senior levels
· Enhancing the Use of Automation

· Initiating New Partnerships

· Expanding Marketing/Branding

· Developing Measures and Tracking Results

If we are to be successful in “becoming the employer of choice,” support and commitment must come from senior leadership, and resources must be leveraged to achieve more with less.

Council of Excellence/Measuring and Tracking Results
The Corporate Recruitment and Outreach Council of Excellence will be established to provide a more collaborative DOE-wide approach.  In order to develop and enhance processes and methodologies that will address recruitment/outreach needs of the Department as a whole, each primary DOE entity should be represented.  Members would include employees and interns interested in improving outreach and recruitment efforts and those with the authority to dedicate necessary resources to achieve mission goals.      

Recently, offices were directed to link employee accomplishment and accountability to mission accomplishment, and submit workforce plans that identify skills gaps in the organization.  Rolled-up into a corporate skills needs assessment the information can be used by the Corporate Recruitment Council of Excellence to develop and enhance processes/methodologies that would create a pipeline designed to address specific skills needs.  The Council will also analyze organizational and workforce goals, and track progress and results Department-wide.
Enhancing Communication and Use of Technology/Expanding Marketing and Branding/ New Partnerships
The Department has been recognized as a model agency in our recent efforts to expand the use of technology to share information, increase communication capabilities, and market DOE.  For example, the DOE “Student Employment Database” was created to provide students we meet at recruitment events with a tool for getting their information to DOE managers.  The Corporate Recruitment Calendar web page, established several years ago to provide information on upcoming recruitment activities to DOE managers, is continuously updated and expanded and is used across government.  DOE representatives are partnering with other government agencies and groups such as the Office of Personnel Management, Partnership-for-Public Service, the National Association of Colleges and Employers, and others, to establish ways to share resources and develop marketing strategies that attract employees to the Federal government.  
Additional websites need to be developed that will:

· market career opportunities and intern programs to candidates,
· provide additional virtual recruitment venues,

· provide useful tools to managers and applicants, and
· increase visibility of DOE achievements.
Entry-Level Pipeline/Expanding Recruitment Efforts at Mid-Senior Levels
As a result of our recent corporate emphasis on entry level hiring identified at the Human Capital Summit in July 2001, DOE has expanded the entry-level pipeline by increasing hiring for professional, scientific, and administrative career fields from 19% of all new hires in 2003, to 29% in the first quarter of 2004.  As organizations look more closely at their workforce, recently submitted workforce plans show that there will be an increased interest in hiring at the mid-senior levels, as well as entry-level programs, including the DOE Career Intern Program.  This program needs a more centralized approach to ensure that the best possible program is provided and resources are available to support current and future program needs.  

Addressing Cultural Diversity 
The Department works to increase diversity among its workforce by continuing to recruit at college job fairs held primarily by minority institutions, or at events hosted by minority professional associations.  In the “Proud to Be” document submitted to the Office of Personnel Management and the Office of Management and Budget, DOE established a goal to reduce the under representation of Hispanic employment by the third quarter of Fiscal Year 2004.  The “Recruit America Campaign”, began in 2003 and is designed to increase the number of Hispanics hires in DOE through Hispanic Serving Institutions.  This annual campaign results in hundreds of resumes disseminated to diversity and human resource managers DOE-wide.  Since the “Recruit America Campaign” began, Hispanic hires at DOE have risen from 5.5% of all new hires to 6%.  Many times there are speaking opportunities at recruitment events such as these and others, with the development of a “Speakers Bureau”, DOE can provide information on career opportunities to a wider audience.

Workforce Shaping and Hiring Authorities and Flexibilities
The DOE Human Capital Flexibilities Guide was recently updated and re-issued to provide consolidated information to managers on the necessary flexibilities and tools for managers to recruit top candidates.  As organizations are granted workforce-shaping buyout and early out authorities, opportunities are provided to target excess positions or those that can be eliminated, in order to achieve the proper skills mix.  Much of our corporate recruitment success over the last tow years is due to the direct involvement and participation of program managers and employees in the recruitment process.  Additional efforts will be needed to increase the level of knowledge and involvement of individual managers and the commitment of corporate resources in order to meet the Department’s workforce needs as identified in each organization’s workforce plans.
Finally, DOE is paving the way for the rest of government in the area of Human Capital Management.  Yet, to position the Department to meet future workforce needs, DOE must work together.  The Corporate Recruitment Strategy identifies many areas that can be strengthened, and serves as a roadmap to help the program/mission goals of the Department and realize the Secretary’s vision for the DOE workforce.  
Department of Energy Corporate Recruitment Strategy
The Secretary of Energy has described on several occasions that his vision is to make the Department of Energy the “employer of choice and the envy of the Federal government”. He stated that perhaps the most important part of achieving excellence is acquiring and retaining the best people and the best managers. The Department must also be positioned to attract the right people for the right job at the right time with the rights skills.

DOE is facing one of the most challenging workforce periods in the history of the Department and the Federal government. DOE, like many other Federal agencies, has a rapidly aging workforce and skills imbalances in several critical program areas, yet DOE's funding and other resources that support hiring, training and incentive options continue to be limited.  Left unaddressed, these problems will grow and adversely impact our mission delivery capability.

The Secretary's remarks, taken together with the gathering momentum of the strategic management of human capital initiative under the President's Management Agenda, provide a strong and dynamic foundation to develop a corporate recruitment strategy and an implementation roadmap that will serve DOE well into the future.

The Department of Energy has submitted its Strategic Human Capital Plan to the Office of Management and Budget and the Office of Personnel Management.  This Plan contains a number of initiatives designed to address succession and workforce planning, including a competency assessment and the development of a corporate recruitment strategy.  As organizational workforce plans are designed and implemented, attention will quickly shift to effective recruitment and hiring as one of the principal strategies to fulfill management’s need for a talented, diverse, skilled, and committed workforce.  However, using traditional recruitment methods will no longer be sufficient to meet these workforce needs – rather, innovative strategies that involve collaborative approaches and  structured and systematic methods and measures will be called for.  Also, consistent with merit system principles, there must be additional efforts to incorporate workforce diversity initiatives into recruitment strategies. 
Background and Environmental Scan:
Background: The Department of Energy has been focused on entry-level recruitment for the past 4 - 5 years after several years of inactivity due primarily to an extended period of government-wide downsizing and budget reductions.  In anticipation of the looming retirement wave and in acknowledgement of the various processes, mechanisms and in-depth re-education that would be needed to reinvigorate the area of recruitment, a number of activities took place, including:
· A Corporate Outreach and Recruitment Team was formed, comprised of individuals across the Department. The Team was co-championed by the Director, Office of Human Resources Management, an Assistant Secretary for a major program office and a Field Office Manager. This team laid the foundation for a number of activities, including re-establishing the Technical Leadership Development Program.

· The Department began to rebuild and strengthen relationships with colleges, universities and advocacy groups. The Department had maintained continual contact with a few select diversity groups, but DOE's campus presence had been minimal.

· A number of recruitment goals were established at the Human Capital Summit such as: developing a corporate intern program to address DOE-wide needs for increased hiring and development of highly qualified technical and non-technical entry to mid-level candidates; and establishing an outreach program to educate and inform minority communities about employment opportunities.
· Corporate materials were developed and disseminated, including a slogan, recruitment brochure and newsletter with a "corporate look".

· DOE again participated in strategically selected career and job fairs.

· DOE established special initiatives for targeted groups.
· DOE established a variety of new marketing approaches, including participation in monthly HR Director’s conference calls, one-on-one meetings with program officials, periodic memos, publication of guides and tools, etc.

· “Recruit America Campaign” began in 2003 and disseminated hundreds of resumes to managers DOE-wide.
Environmental Scan: DOE's demographics are as follows:

	Overall Workforce
	Technical Workforce



	32% of SES were eligible for optional retirement by December 2003
	77% of DOE's workforce is technical, with only 15%  under the age of 35 (684)

	56% of SES are eligible for optional retirement by December 2007
	The average age of DOE's technical workforce is 49 compared to 48 for all DOE

	21 % of GS-14 and 15 staff were eligible for optional retirement by December 2003
	20% of DOE's technical workforce was eligible for optional retirement by December 2003


	42% of GS-14 and 15 staff are eligible for optional retirement by December 2007
	41 % of DOE's Technical Workforce is eligible for optional retirement by December 2007




The above information describes a workforce that has one-third of SES, and one-fifth of GS-14/15 and technical workforces eligible to retire now.  By December 2007, only 4 years out, between 40 - 56% of employees in these categories will be eligible to retire. Early retirement eligibilities are even more staggering. 
Projected DOE Retirement Eligibility, projects the retirement trend using the DOE actual retirement rate of 25% for those eligible for optional retirement.  A large number, 2,271 or 14.1 % of the total DOE workforce, are currently eligible for retirement.  See next page for graph.
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Figure 2: Projected DOE Retirement Eligibility

Retirement Eligibility by Occupational Group shows that Program Managers are the highest percentage of employees currently eligible to retire at 26.2%.  Other groups over 15% include Safety and Health, Science and Engineering, and Legal.  

	Category
	Retirement Eligible
	Retire Eligible End of FY 08

	Safety and Health
	17.7%
	40.3%

	Security 
	10.1%
	28.4%

	Foreign Affairs and Intell.
	9.2%
	25.2%

	Human Resources
	13.6%
	37.9%

	Administration
	12.6%
	32.2%

	Program Management 
	26.2%
	53.8%

	Program and Budget Analysis
	12.9%
	36.8%

	Logistics 
	10.7%
	36.9%

	Financial and Accounting
	10.6%
	28.5%

	Science and Engineering
	16.1%
	34.4%

	Legal
	18.5%
	37.2%

	Public Affairs
	12.0%
	33.7%

	Procurement
	14.7%
	39.0%

	Quality Assurance
	6.3%
	22.8%

	Information Technology
	9.9%
	31.2%

	Percentage of the Total
	14.1%
	34.6%


At the same time, the Federal government as a whole is facing similar numbers:
· By 2010, 600,000 employees will be eligible to retire, including 71 % of senior managers.
· More than half of the Federal workforce is between 45 and 69 years of age. The average age is 46 - up from 42 in 1990.

· Only 5% of the current Federal workforce is younger than 29.
· The last OPM government-wide survey reveals that more than 1/3 of Federal employees are considering leaving their organizations, with 16% planning to retire in the next 3 years.

· At the same time, OPM data shows a 2.7% retirement rate in 2003; 23%


lower than OPM's previous predictions.

· 2002 had the lowest quit rate in the last 5 years with about 2.1 % of the

workforce separating.
DOE's Diversity Demographics:  
Overall National Picture:
· The current downturn in the economy is expected to be short-lived.
· Competition for jobs will increase among private sector, non-profits, academia and other Federal agencies - particularly for highly skilled workers.
· The U.S. labor pool will shift as the baby boom generation ages. The long-term labor shortage continues to be a threat.
· By 2015, there will be a 15% decline in 35-44 year olds, while demand increases 25%.

· New workforce expectations regarding: tenure/mobility; work/life balance and training/development.
The Workforce of the Future:

· The nation's population and workforce will gradually become older and more ethnically diverse.

· By 2005, ethnic minorities are expected to comprise 28% of the workforce.
· More persons with disabilities will enter the workforce in the coming years - currently this group experiences 71 % unemployment.
· By 2020, women will comprise 50% of the workforce.
· Fewer college students are pursuing degrees in technical areas.
There are two areas in need of particular attention government-wide; Hispanic Federal employment, and employment of people with disabilities.  Recognizing the crisis in Hispanic Federal employment, President Bush affirmed (July, 2001) Executive Order (E.O.) 13171 (Hispanic Federal Employment).   The Executive Order calls for Executive Departments and Agencies to “…  establish and maintain a program for the recruitment and career development of Hispanics in Federal employment.  In its program, each agency shall provide a plan for recruiting Hispanics that creates a fully diverse workforce for the agency in the 21st century…”

In 2000, Hispanics made up 6.6% of the Federal workforce as compared to 11.8% of the Civilian Labor Force.
  At the Department of Energy in 2000, only 5.6% of the workforce was Hispanic.  While the percentage of Hispanics in the DOE workforce has increased slightly in the last 3 years to 6.2%, this does not represent the complete picture.  Over the past two years only one Hispanic has been hired for every two that have left DOE.

Also issued in 2000, Executive Order 13163, which remains in effect, directs the Federal government to hire 100,000 new employees with disabilities by July 2005. As of September 2001, people with disabilities made up 6.9 % of the DOE workforce.  The Office of Personnel Management set a goal for the Department of 240 new hires to government by 2005.  Since 2001, the Department has hired 137 people with disabilities.  However, the numbers from 2002 to 2004 show that for every person with a disability that has been hired in DOE, slightly over 18 have left.
As the previous information lays out, the DOE Corporate Recruitment Strategy must address a variety of needs.  First, anticipated losses of the current workforce over the next 5 to 10 years will accelerate the number and type of recruitment needs. Second, the general civilian labor pool is shrinking and competition will increase for qualified applicants for mid-level and senior-level positions. Third, the Department must increase its overall diversity, with special attention to two underrepresented groups – Hispanics and persons with disabilities. 

To be successful, DOE's Corporate Recruitment Strategy must be visionary and bold.  It must encompass a variety of tactics and methods in addressing the complex economic and workforce dynamics that will continue to evolve and impact the marketplace.  The Department of Energy must make full use of opportunities such as the “Work for America” career fairs sponsored by the Office of Personnel Management, to capture the right talent.  DOE will take an expanded  approach to corporate recruitment that includes, where applicable, partnering with DOE Laboratories on key elements of the Strategy.  There are a number of opportunities and solutions that, with leadership, commitment and adequate funding, will provide DOE a pool of talent that will be in place to carry out the Department’s critical mission areas and provide a substantial return on investment to the American public.  
Key Corporate Recruitment Strategies:
1.  FOCUS ATTENTION, LEADERSHIP AND RESOURCES TO A CORPORATE APPROACH TO OUTREACH AND RECRUITMENT
· Secure Commitment From DOE Senior Leadership on DOE's Corporate Recruitment Strategy.  To revamp and enhance what has been done in the past will require new thinking and renewed commitment.  A critical first step is securing leadership and commitment from the highest levels of the Department.  Steps have been taken to address developing organizational workforce plans in the budget process and program offices are being now being held accountable for strategic human capital management. The time is right for that commitment to be demonstrated by actions and increased accountability in the recruitment arena. As a key piece of workforce planning, each program office should develop its own recruitment strategy that addresses specific skills needs/gaps.  These unique organizational recruitment strategies can then be supported by the overall DOE corporate strategy with specific occupations and competencies identified.  The Corporate Recruitment Strategy including measurable goals, progress and results should be discussed at a Management Council meetings and memoranda and other messages should be signed at least at the Deputy Secretary level, outlining the specific roles, responsibilities and activities that are key to the success of this strategy for each program office, as well as the Department as a whole.
· Establish a Corporate Recruitment and Outreach Council of Excellence.  Strategic Human Capital Management is much larger than just federal human resources and this Council should reflect that broadened and enhanced standing.  The Council should include representation from across the Department, including the laboratories, and include the diversity and training communities, the human resources offices, line managers, current and former interns, and students. There will be a Steering Committee co-chaired by the Chief Human Capital Officer/Director of Human Resources and the Associate Administrator for Management and Administration, NNSA that is comprised of representatives from ME-50, a major HQ Program Office, a major DOE laboratory, NNSA, and Union representatives as appropriate.  This Council will be chartered to develop and implement the details of the corporate recruitment strategy and ensure that it addresses the needs of the whole Department. This Council will also develop and implement innovative programs, processes, measures and other activities associated with recruitment that furthers the mission of DOE.  The Council would be expected to review the Business Case introducing centralized funding strategies and make enhancements as needed, develop legislative proposals for new or expanded  flexibilities that would address program workforce needs, and submit these to the Chief Human Capital Officer for consideration.  As workforce plans evolve, the Council will conduct annual reviews and make necessary enhancements to corporate recruitment strategies and goals so they will continue to address workforce needs DOE-wide.  
· Expand and Enhance Recruitment and Outreach Communication Capabilities.  There are currently a variety of systems in place to share corporate outreach and recruitment information, but these need to be expanded and enhanced.   Each monthly HR Directors’ conference call contains a standing segment on this topic.  A network of Career Intern Program Coordinators has been put in place to share information to applicants on this program and to exchange information with one another through periodic conference calls.  Additional vehicles need to be put in place to share information on the various initiatives and collaborations in place, including the Call to Serve initiative, National Association of Colleges and Employers (NACE) and other resources.  Suggested approaches include quarterly conference calls with recruiters/HR staffs, periodic newsletters describing activities, establishing a network of staff involved with recruitment activities to share information via e-mail, etc.  This matter should be addressed by the Corporate Council described above. 
2.  EXPAND THE ENTRY-LEVEL PIPELINE
It has been many years since DOE has considered students and relationships with colleges and universities in a systematic way as a pipeline for permanent entry-level positions.  Opportunities have been lost to integrate these students into the DOE culture and provide them with a meaningful job experience and training opportunity that would help them to prepare to assume the responsibility of a permanent position with DOE.  We cannot afford to wait until employees leave to prepare to recruit and fill behind them. It typically takes three to five years of full-time work experience and training for a student/recent graduate to progress to a full-performance level position (GS-12/13).  It is imperative that a critical investment be made now to ensure that there is a cadre of skilled and diverse employees in line to move into critical positions as they become available.  DOE must immediately begin to fill more positions at the entry-level to ensure a vibrant and talented pool is available for permanent selection.
· Re-Centralize the DOE Career Intern Program and Issue New Career Intern Program (CIP) Guide. It has become increasingly challenging to secure funding and attention to this program in its current decentralized implementation.  In order to make it the pipeline vehicle that it was intended, the program should be re-centralized, funded and managed corporately.  The program should include rotational development to provide interns with a more comprehensive understanding of DOE operations.  Benchmarking shows that successful intern programs are funded, filled and managed centrally and it is time to do that with the CIP.  So far there are approximately 30 interns in the program in two classes, but it has been very labor intensive and difficult to arrange adequate training when interns are hired at different times throughout the year.

· Enhance the Use of Student and Recent College Graduate Programs.  DOE provides a number of opportunities for students to work at DOE facilities and to get to know the Department and its important missions, yet we do not systematically transition students into the permanent workforce.  Increased focus must be placed on ways to properly orient students into DOE, maintain continued contact with promising students, to serve as mentors to them, partner with their schools and encourage their interest in DOE as a permanent career choice.  Increasing the numbers of students enrolled in these “feeder” programs, including the Student Career Experience Program (SCEP); Student Temporary Employment Program (STEP); Schedule A appointments for persons with disabilities; Student Volunteers; and other time limited appointments, will result in a qualified talent pool from which to draw for permanent employment.
· Increase use of existing hiring flexibilities.  There are a number of hiring authorities that may be used to facilitate the hiring process for entry-level employees, including: 
· conversion of students working under the SCEP program;
· Outstanding Scholar authority, when used in conjunction with regular competitive                            recruitment;
· appointment of persons with disabilities;
· the Federal Career Intern authority; and
· Presidential Management Intern Program.
3.  EXPAND AND ENHANCE RECRUITMENT EFFORTS AT MID- AND SENIOR LEVELS

· Develop model recruitment strategies for use across the organization to link organizational needs with recruitment efforts as part of workforce planning.  Recruitment strategies have been effective at the entry-level and are being expanded to include mid- and senior level positions.  Articulating and addressing organizational settings, context and needs as part of corporate recruitment planning achieves a more effective and strategic result. Strategies should address a brief summary of the organization’s mission/vision and organizational setting, a brief summary of the basic duties and responsibilities of the position(s), basic qualifications and any special requirements, recruitment (including internet, diversity, professional and other sources) and marketing strategies, incentives, costs, etc. These model strategies can/should be used organizationally rather than position by position for maximum effectiveness. 

· Develop corporate templates and tools for use in designing attractive, concise, informative vacancy notices that will attract the candidates we seek.  By using the new features connected to RecruitmentOneStop and incorporating those with DOE’s internal automated staffing tools, templates/examples of effective corporate vacancy announcements will be developed and shared across the complex.  Consideration will be given to the audience being recruited in shaping the DOE message and position setting.   
· Requirement for workforce plans to be linked to organizational mission.  The newly re-chartered Staffing Review Board of the DOE Energy Review Board is focusing on SES allocation management, SES executive workforce plans, and SES recruitment/diversity strategies and initiatives.  A memo has been drafted and is about to be signed that will require organizations to link workforce plans to their mission and increase efforts to reach diverse candidates through enhanced recruitment efforts. 
4. ENHANCE THE USE OF AUTOMATION IN CORPORATE RECRUITMENT ACTIVITIES

· Re-establish and Enhance the DOE Corporate Outreach and Recruitment Home Page.  This web page had first been developed under the auspices of the original Corporate Outreach and Recruitment Team, but had been disbanded and its contents housed on various other web sites.  A Corporate Recruitment and Outreach Home Page should be re-established and serve as a one-stop directory of information on all recruitment and hiring in DOE.  Current tools and guides should be incorporated as well as information on intern programs, career opportunities, DOE's mission, diversity strategies, etc.
· Develop and Implement a Recruitment Internet Strategy for DOE.  The time is right for DOE to develop and implement a comprehensive internet recruitment strategy that will address the various vendors available for use, tips on how to advertise successfully on internet job sites and how to best access and initiate/maintain contact with applicants using this method.  Ideas for corporately funding automated recruitment strategies should also be explored. 
· Enhance Student Database and its use. Revise registration information and shelf life.  Current databases are populated with approximately 1000 registrants jointly and have been active since fall 2002.  Focus must turn to making these sites more user friendly for registrants by setting up consistent procedures, including length of time registrations are active, and reviewing current fields to see if additional ones are needed/current ones eliminated/adjusted.  These databases have been an excellent source of candidates for Career Intern Program opportunities, as well as student employment and serve as a good repository for information/candidates contacted at career events. Enhanced marketing strategies are needed to educate managers on database availability and proper use.   
· Design and Create a world class CD-ROM that markets DOE and it's career opportunities.  Using largely existing information and video/digital images, create a CD ROM that can be used at various events to market DOE to a wide audience. 
· Educate staff to better utilize internet/automated technologies.  The advent of automated technologies in the recruitment and hiring arenas has been developing at a rapid pace.  Steps must be taken internally to educate HR professionals, applicants, managers and other users on ways to develop, access and use these technologies to DOE’s best advantage.  Sample job announcements, tips on handling volumes of respondents and methods to quickly and periodically contact candidates are key to successful recruitment and are particularly important in an automated setting.  Training should be developed for in-person and virtual settings that will assist practitioners in making use of this approach to effective recruitment. 
5.  DEVELOP AND ENHANCE PARTERSHIPS AND COLLABORATE WITH OTHER FEDERAL AGENCIES, NON-PROFITS AND EDUCATIONAL INSTITUTIONS

· Initiate a Recruitment Consortium for Technical and Scientific Skills/Occupations With Other Agencies, such as NASA, NRC, DOT and Labor.  Many Federal agencies are competing against each other in recruiting talent and this is particularly true in the science and technical areas.  DOE should undertake collaborative efforts with agencies having similar needs to explore ways of working more closely together toward mutual goals rather than competing for talent.  Sharing information, resources and best practices will enhance all of our efforts and build a stronger Federal presence. 
·   Enhance Partnerships with External Groups, such as Office of Personnel Management, Call to Serve, Partnership for Public Service, and NACE.  DOE will take advantage of opportunities to work closely with OPM and others to improve/enhance the recruitment and on-the-spot hiring results.
 6.  EXPAND DOE’S MARKETING PLAN, COVERAGE AND BRANDING.  
DOE has established a variety of corporate materials with a corporate “look”, but a serious effort at branding and corporate marketing of career opportunities is needed.  Publicizing the programs and innovations that DOE has undertaken in this area is an essential part of this approach.  
· Convene a Corporate Outreach and Recruitment Mini-Summit.  A mini-summit is essential to bring together a variety of DOE communities, including laboratories, to develop corporate outreach goals and strategies in areas of common interest.  Such areas should include a DOE brand, marketing materials, web sites/access, increased use of the “DOE Street” concept at job and recruitment fairs and other ideas that can leverage resources both financial and human.  This will also provide a corporate vehicle that will be useful in learning more about DOE’s programs, opportunities and successes across the entire complex.
· Actively seek out forums and opportunities to highlight DOE’s successes and build on these successes.  Use the current Call to Serve network and other forums, including IPMA, NAPA, Performance Institute, etc. to brief diverse audiences on DOE’s opportunities and innovative recruitment and hiring programs.  Prepare standard “press sheets” and other materials that can be used by any staff member to brief any size audience and serve as a foundation for written articles.  

· Establish an active DOE Speaker’s Bureau that will be comprised of managers, HR professionals, diversity managers, and employees – particularly those in DOE pipeline/feeder programs.  Assemble bios and background information/availability and use as method to enhance DOE’s presence at various internal and external events.

7.  DEVELOP MEASURES AND TRACK RESULTS TO MAXIMIZE RETURN ON INVESTMENT OF CORPORATE OUTREACH AND RECRUITMENT ACTIVITIES

It is often difficult to measure return on investment in Federal recruitment since, unlike in the private sector, there is not a strong link from the recruitment activity through to a successful hire.  However, in order to make a strong business case for an active corporate recruitment program, and to make sure that resources are invested wisely where we are most likely to attract the talent that we want, a proactive look at such indicators and measures is important.  Two approaches are proposed as initial efforts to begin evaluating return on investment.

· Capture Information on Current  DOE-funded Intern/Grant Programs to Explore Linkages with Federal Employment.  DOE sponsors and funds a variety of scholarships, grants and other mechanisms that assist students and educational institutions in pursuing higher education, particularly in the math, physical sciences and engineering areas.  Little has been done to explore opportunities to link these programs with Federal employment so that DOE can capitalize on its investment and encourage these students to consider DOE and the Federal government as “an employer of choice”.  Active efforts must be made to capture the information on such programs and to work closely with program officials to design and deliver programs that can address a close linkage with Federal employment.

· Establish and track measures and results to define success.   It is critical that DOE begin to baseline and track costs and measures to get a foundational understanding of the relationship of recruitment investments to the level of success in meeting workforce challenges. Current measuring capabilities include tracking numbers of applications received and from where, impacts of recruitment visits on registrations in student/intern databases, etc.  The past two years’ recruitment and outreach efforts must be evaluated to capture where DOE has visited corporately and determine the resources (human and financial) that have been invested.  A methodology to assess the impact of that investment will need to be developed and should incorporate such measures as numbers of candidates applying for positions, how applicants learned about opportunities, numbers of candidates registering on student/intern databases, use of databases in recruitment efforts, etc.  Additional sources of information could be the impact of diversity sources on applicant pools, periodic follow-ups with diversity sources to determine usefulness of recruitment information and numbers referred, etc.  A close look should be taken at where physical recruitment takes place (career fairs, etc.) and other methods of developing and maintaining relationships.  However, these figures reveal little about the impact of initiaves on skills gaps and improvements in program performance.  DOE will begin examining workforce data and defining a limited, balanced set of measures that address areas such as:
· Reducing skills gaps

· Increased retention

· Improved quality and efficiency of recruitment transactions

· Increased diversity in candidate pool

· Quality of hire

The Corporate Outreach and Recruitment Council will be charged with developing measures that are appropriate to DOE based upon current organizational workforce plans.
� Executive Order 13171, Section 2, 2(a) October, 2000 – affirmed, July 2001


�OPM Federal Employment Statistics, September 2000
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