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Questions for Discussion

 How might NSF adapt standard approaches to
succession planning or create new approaches that take
advantage of the dynamism of the NSF workforce,
Including its rotator population?

« Are there approaches to succession planning inside or
outside the federal government that meld the dual needs
of continuity and disruption?

« What strategies other than formal succession planning
might help us to create opportunities for advancement of
our staff leading to NSF retaining experienced staff
through the relocation?
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Retirement eligibility will double in the next five
years

NSF Predicted Retirement Eligibility by Year
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Retirement Eligibility Varies by Organization

FY14 Retirement Eligibility by Directorate

NSF Employees (Excludes NSBE and OIG)
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The business

Predicted Retirement Eligibility by Job Family FY14 to FY19 operations jOb
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Intent to Leave: Not Just for
Retirement

2014 Intent to Leave — NSF Tenure (PERM employees only)
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L osses by Directorate
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Risk Mitigation & Opportunity
Visioning: Actions to Date

* Raise attention through quarterly data presentations for

senior managers

— Data by directorate and division
— Data by job family

* Incorporate in workforce & succession planning

— Hiring strategies

— Retention strategies, including phased retirement, training and

development, employee engagement

— Taking into account how changing work might affect workforce
* On-going discussions of possible strategies with senior

management and advisory groups
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SES Hires Internal vs External FY10 -FY14
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" What is our hiring pool for SES hires?

At end of 2014:

o 24 executive level
vacancies

35+ active
executive recruits

FY14
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Includes Conversions and New Appointments into the ES Pay Plan.
IPA’s are not included.
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* Viewed as management tool

— Sometimes with stated criteria for decisions

If individual left, who would take place
— Temporarily
— Longer term

Typical Approaches to
Succession Planning

Aimed at continuity of leadership/ operations

« Usually from one layer down in the hierarchy
* Build candidate pool through professional development

— Formal or informal programs

e (Going outside is seldom the first approach
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e Reliance on rotator program

Elements in NSF Environment
Impact Succession Planning

— Promotes succession planning through
* “Not to Exceed” (NTE) date triggers action, usually well in

advance

— Challenges standard succession planning

» Absence of NTE date for permanent staff

* Planned, periodic disruption in staff and leadership

* Very flat organization

o Government recruiting processes, requirements,

particularly at executive level
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