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INTRODUCTION

The Farm Credit Administration is an independent agency in the Executive branch of the U.S.
Government. We are responsible for the regulation and examination of the banks, associations, and
related entities that constitute the Farm Credit System (FCS or System), including the Federal
Agricultural Mortgage Corporation (Farmer Mac).

FCA’s mission is to ensure a safe, sound, and dependable source of credit and related services for all
creditworthy and eligible persons in agriculture and rural America. We have two primary strategic goals:

» Goal I: Ensure that the System and Farmer Mac fulfill their public mission for agriculture and
rural areas.

» Goal II: Evaluate risk and provide timely and proactive oversight to ensure the safety and
soundness of the System and Farmer Mac.

Achievement of these strategic goals depends largely on our people, talent, and technology. Therefore,
the people who work for and with FCA are a strategic priority for us. We will continue to invest in hiring,
developing, and retaining a talented, diverse workforce and to provide employees with the tools they
need to be highly effective. We strive to keep our work environment positive, innovative, diverse, and
family-friendly, and we encourage teamwork and high productivity.

The primary purpose of this human capital plan is to identify our future workforce needs. We want to
make sure we have the right number of people with the right skills, experiences, and competencies in
theright jobs at the right time.

We developed the human capital assessment and strategic initiatives included in this plan under the
Office of Personnel Management’s Human Capital Assessment and Accountability Framework. This
framework requires us to align the Human Capital Plan with the Strategic Plan and to ensure that human
capital strategies are sufficient to meet the following requirements:

» Leadership and Knowledge Management: Agency leaders and managers must effectively
manage people, ensure continuity of leadership, and sustain a learning environment that drives
continuous improvement in performance.

» Results-Oriented Performance Culture: The workforce must be diverse and results-oriented,
and must operate under a performance system that effectively differentiates between high and
low performance and links individual, team, and unit performance to organizational goals and
desired results.

» Talent Management: Gaps or deficiencies in skills, knowledge, and competencies must be
closed for mission-critical occupations, and meaningful progress must be made towards closing
these gaps in all other occupations.

The framework also requires a system of accountability for monitoring and evaluating the effectiveness
of human capital policies, programs, and practices. FCA’s Human Capital Steering Committee (composed
of the Chief Operating Officer, office directors, and Chief Human Capital Officer) reviews initiatives and
action plans, provides a formal process for improvements, and monitors progress.

The following figure shows FCA’s organizational structure. Approximately 60 percent of FCA staff is in
the Office of Examination, 18 percent is in the Office of Management Services, and 9 percent is in the
Office of Regulatory Policy. Other offices perform essential functions but require fewer staff members.



FCA maintains its headquarters and a field office in McLean, Virginia, with additional field offices in
Bloomington, Minnesota; Dallas, Texas; Denver, Colorado; and Sacramento, California.



SUCCESSES IN HUMAN CAPITAL MANAGEMENT

As a result of our human capital initiatives, we have had several significant successes:

>

>

While unusually high retirement rates present a continuing challenge, we have a robust
employee hiring and development program, and we have taken actions to improve succession.

General attrition has remained stable when the impact of increasing retirement rates is factored
out.

Our commission training program has produced a cadre of commissioned examiners in the
Office of Examination that also serves as a source of staffing for other offices.

By continually assessing human capital needs, we have established appropriate human capital
requirements, and we have used our human capital assessments to develop, enhance, and
redirect training and development programs.

Significant advances in our information technology infrastructure have improved the manner in
which we work, collaborate, gather information, review, approve, and store work products.
These advances have improved the effectiveness of our workforce and resulted in greater
efficiency.

To improve accountability and build more consistency and discipline into work and supervisory
processes, we have implemented supplemental performance standards and metrics for both
employees and managers.

We have human capital policies and procedures that promote talent and a results-oriented
performance culture.

The Office of Personnel Management has formally recognized our agency for fostering
accountability in diversity and inclusion. We have emphasized diversity in our recruiting,
training, policies and procedures, and management/employee performance standards. As a
result, the diversity of our workforce is growing.

FCA remains an attractive employer. Despite the challenge of maintaining compensation
programs that are comparable to other Federal bank regulatory agencies with larger staffs and
budgets, our salaries remain generally competitive. In addition, we have competitive employee
benefits, recruitment bonuses, student loan repayment programs, employee assistance
programs, and flexible work schedules and telework alternatives. Employee surveys continue to
rank FCA's work/life environment very high.



GAPS AND STRATEGIC INITIATIVES FOR HUMAN CAPITAL MANAGEMENT

We completed a human capital assessment to identify gaps and challenges in the Agency’s human
capital. This assessment included surveys of office directors and employees, and evaluations of the
workforce. The results of this assessment are summarized in this section with additional detail included
in Appendix A.

To address workforce gaps and challenges, we have established the following interrelated strategic
initiatives. Most of these strategies have been in place for several years. Each office is responsible for
implementing actions required to accomplish these strategic initiatives in coordination with the Human
Capital Steering Committee and the Chief Human Capital Officer.

1. Key-Person Identify positions in which risk of key-person dependency (KPD) exists and
Dependency ensure that plans are sufficient to build bench strength and manage succession
for these positions.

Key personnel are employees who are critical to the success of the Agency. If key personnel have roles
that are not easily filled and bench strength is insufficient to fill these roles, then KPD exists, and
business continuity and the successful accomplishment of the Agency’s mission may be at risk. KPDs
typically exist where employees possess unique leadership or subject-matter expertise that is not easily
transferable, make decisions that directly affect the success of the Agency, and may possess significant
tenure and institutional memory. KPDs are usually associated with mission-critical positions, but they
may also involve positions that provide essential specialized support.

At FCA, unusually high retirement rates and turnover have increased KPD and created challenges for
succession. We have taken several actions to mitigate KPD. Nonetheless, most offices have employees
who serve in unique and critical leadership positions or have unique skills that would be difficult to
replace.

We are taking several measures to mitigate KPD risk such as cross-training, external hiring, and creating
pools of management and leadership talent that can be more readily drawn upon to fill turnover in key
personnel. In addition, we are providing opportunities for managers to attend executive training in
preparation for greater leadership roles. We also have plans to implement a leadership development
program.

Action Plan:
The Human Capital Steering Committee will
e identify positions and related core competencies in which KPD risk exists, and

e establish plans to build employee skills, increase bench strength, and ensure succession.



2. Employee Turnover Meet projected staffing needs through aggressive hiring.

Because of unusually high retirement rates, maintaining our skills, experience, talent, and institutional
memory is a challenge. Extensive hiring over the past few years to replace turnover has reduced average
workforce tenure and experience, and we expect this decline to continue. In addition, almost all offices
report that they are understaffed in relation to workload and approved staffing levels. Although we have
hired several new staff members and the hiring process has been streamlined, changes in the Federal
hiring program have created a challenge for us to recruit and hire the number of high-caliber individuals
needed with the desired qualifications and skills.

The following table shows FCA’s overall staff attrition for the past five fiscal years. Because of the
percentage of employees eligible for retirement, we expect the attrition rate to increase.

All Employee Attrition*

Fiscal Year Number of Separations  Percentage of Workforce

FY 2012 25 8.4%
FY 2011 24 8.2%
FY 2010 21 7.4%
FY 2009 16 5.9%
FY 2008 22 8.5%

*Excludes FCA Board Members.
The following chart identifies the percentage of employees by office who are eligible to retire over the
next five years. As you can see, 23 percent of employees are currently eligible to retire, and 37 percent

will be eligible to retire within the next five years.

Retirement Eligibility Report

(July 1, 2013)
Percentage of Staff Eligible to Retire by Office

Office Now 1year 2 years 3 years 5 years
OB 50.0% 50.0% 60.0% 70.0% 90.0%
OCEO 33.0% 33.0% 33.0% 33.0% 33.0%
OCPA 16.7% 33.0% 33.0% 33.0% 50.0%
OE 16.1% 16.7% 19.0% 21.3% 24.7%
OsmMOo 25.0% 25.0% 50.0% 50.0% 50.0%
0GC 50.0% 50.0% 50.0% 57.1% 64.3%
omS 24.5% 26.5% 26.5% 32.7% 44.9%
OIG 50.0% 50.0% 50.0% 50.0% 50.0%
ORP 43.5% 52.2% 60.9% 65.2% 65.2%
FCA 23.3% 25.1% 27.9% 31.4% 36.9%

Note: Retirement eligibility is determined by the first date an employee is eligible for
retirement which could result in reduced benefits.
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The primary implications of the unusually high employee turnover are as follows:

Maintaining the skills, experience, talent, institutional memory, and leadership we need will be
an increasing challenge, particularly in mission-critical positions.

Succession planning is becoming critical and must mitigate risks created by key-person
dependency.

We must assign more employees to the task of training and developing the skills of new
employees.

Because of the decline in average tenure and experience of staff, we must increase project and
examination management skills in our staff.

We will have difficulty recruiting and hiring the number of high caliber-individuals needed with
desired qualifications and skills.

An unusually heavy workload across almost the entire Agency has compounded the problems created by
high employee turnover. The primary causes of the increased workload include the following:

New legislation (e.g., Basel Ill, the Dodd-Frank Act) and reporting requirements have taken
effect.

Demand is increasing for faster changes to information technology and for more advanced
technological solutions.

We expect risks in the FCS to remain elevated.
New examination programs are more in-depth and complex.
The time we must devote to recruiting and training has increased.

The use of temporary contract employees has been significantly restricted.

Action Plan:
The Human Capital Steering Committee will

establish a dashboard reporting process to monitor real-time staffing and staffing gaps, and

identify ways to make the hiring process more effective and efficient.



3. Competencies Continue training programs and strategies to increase technical competencies of

employees, with greater emphasis on technology skills.

The core competencies and technical skills that employees need will continue to rise because of
increasing complexities in the FCS, Farmer Mac, regulatory environment, and examination programs. In
addition, employees need deeper skills in technology and database analysis to fully benefit from the
significant investments we’ve made in technological infrastructure (e.g., new software, tools, and data).
More specifically:

As complexity increases in FCS institutions and in the regulatory and policy environment, FCA
examiners’ core skills in credit, finance, and operations must become ever-more sophisticated.

Technology continues to change rapidly and become more complex. As a result, FCA staff
members continually need more advanced technology skills to effectively develop and use our
technology infrastructure. For example, advanced skills are needed in database analysis and
financial modeling. In addition, the technology environment at FCS institutions is becoming
more complex.

Requests from the FCS to approve new products, services, and alliances are becoming more
complex.

Our need for core competencies continues to increase in the following areas: project
management, plain writing, mobile web technology, business process analysis and design,
workflow development, time management, electronic records management, customer relations
management, IT security, software, and contract management.

Project management and related soft skills are becoming more essential because of the
increasing size and complexity of FCS institutions, the number of new employees who require
coaching, and the number of Agency initiatives to improve operations and efficiencies.

We are taking the following actions to address these critical competency needs:

We provide a comprehensive internal training program as part of the commissioning program.
In addition, we provide “just-in-time” training to educate staff about new regulations and work
applications.

We provide training programs that allow staff to specialize in the most complex credit, finance,
and operations risks.

We recruit externally for mid-career technical and subject-matter specialists to complement our
normal hiring and obtain more advanced competencies.



In addition, we may take the following measures to further address competency gaps:

e Establish more robust processes for transferring knowledge from employees who are near
retirement to other employees.

e Use existing training tools more effectively to improve technology skills.

e Increase staff competencies by creating more opportunities for staff members to collaborate on
projects with staff in other offices and divisions.

e Leverage existing leadership development programs across all offices.
e Use performance plans (with agreed-upon expectations) more broadly across the Agency to
ensure that employees develop the skills they need.
Action Plan:
The Human Capital Steering Committee will
e ensure all core competency needs are incorporated into training and development of staff;
o facilitate coordination and sharing of training and development programs among the offices;
e promote joint projects and resource sharing; and

o identify employees near retirement who have unique knowledge and provide opportunities
for knowledge transfer, either through training courses or other avenues.
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4,

Employee Continue to create opportunities for employees to become more engaged
Engagement with their work.

FCA has a highly skilled workforce that is generally engaged, and we would like to find ways to increase
employee engagement. To do so, we must address issues that threaten engagement, such as the
continuing freeze on salary scales, increased attrition, excessive workloads, and challenges in developing
competencies and transferring knowledge to new employees.

We have taken the following strategies to increase employee engagement:

We give employees opportunities to pursue career paths within FCA that complement their
interests and strengths.

We encourage our managers to communicate regularly with staff, to clearly convey
expectations, to give constructive feedback and coaching, and to empower employees in
accordance with their skills and experience.

We provide opportunities for employees to work on projects and special assignments outside
their normal duties.

We provide increasingly challenging assignments.

We offer award systems to recognize staff, and we encourage managers to recognize employees
through both formal and informal means.

We try to recognize each individual’s unique talents by matching the right person to the right
assignment.

We offer and effectively balance numerous work/life programs to employees that promote a
productive and supportive work environment (e.g., flexible work schedules, telework, employee
assistance program).

We ensure that our compensation is comparable to other agencies governed by the Financial
Institutions Reform, Recovery and Enforcement Act of 1989.

We offer leadership development training and opportunities.

Action Plan:
The Human Capital Steering Committee will

foster a workplace that encourages employee engagement, motivation, and commitment; and

provide ongoing training and constructive feedback to managers on ways to motivate and
increase employee engagement.
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5. Diversity and Inclusion Continue increasing workplace diversity and promoting inclusion.

Although FCA has a relatively diverse workforce, we will continue promoting diversity and inclusion in
our workforce and equitable treatment of all applicants and employees. We emphasize diversity in
recruiting, training, and awareness, and we have a plan addressing diversity and inclusion. In addition,
our Board has appointed a Director of EEO and Inclusion, who reports directly to the Board Chair. The
Director is responsible for all aspects of EEO and Inclusion, and also administers the remediation
program for resolving related complaints.

We are using the following strategies to maintain and improve diversity and inclusion:

In recruiting, we reach out to diverse groups, such as the Hispanic Association of Colleges and
Universities, Inroads, and the Workforce Recruitment Program for College Students with
Disabilities.

Recruiting at career fairs targets persons with disabilities and members of minority groups.

We provide diversity and inclusion training and awareness programs to all staff. This training
recognizes diversity goes beyond race and gender and embraces inclusion of different ideas and
backgrounds.

All managers and employees have EEO performance standards.
Policy and procedures comprehensively address diversity, EEO, and workplace harassment.
We publicize EEO complaint procedures and policies and share them with the entire workforce.

We sponsor and support numerous special interest programs that recognize and celebrate
diversity and inclusion.

We provide accessible accommodations for employees with disabilities.
We educate employees about the value of diversity through awareness programs.
We have adopted regulations that address diversity and inclusion in the Farm Credit System.

Human resources staff have agreed-upon expectations for developing recruiting plans that
promote diversity.

Because of these initiatives, the percentage of the FCA workforce that consists of minorities, women,
employees with disabilities, and veterans has been stable or growing. About 43 percent of all FCA
employees are women, 22 percent are minorities, 13 percent have disabilities, and 13 percent are
veterans.

Action Plan:
The Human Capital Steering Committee will continue to

support a culture that recognizes, values, and supports diversity, inclusion, and equitable
treatment of all applicants and employees;

recruit among diverse and broad groups;
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e reissue the EEO policy statement annually as a demonstration of leadership commitment to
EEO and diversity principles; and

e conduct ongoing diversity training and awareness with leaders and employees.
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APPENDIX A - HUMAN CAPITAL PROFILE AND ASSESSMENT

This appendix summarizes our evaluation of the FCA workforce, identifies the gaps and challenges in
human capital, and describes the strategies and actions that we have taken. We used FCA employment
data as of September 30, 2012, in our evaluation, unless stated otherwise. All staff numbers exclude the
three FCA Board Members, except for the charts in the section titled Current Staffing.

Current Staffing

The following table and chart show current staffing compared to approved levels of staffing. These
projections show that we are 33 positions below approved staffing levels for 2013 and 37 positions
below proposed staffing levels for 2014, excluding interns. Assuming a 10 percent attrition rate and no
hiring, this gap would increase to 70 positions by year-end 2014. This assumption is higher than past
attrition rates but can be justified by the increased percentage of the workforce eligible for retirement.
Therefore, hiring must remain a major effort.

Current Staffing (as of 7/1/2013) Approved Staffing Gap between
Current Career
Organizational Career Staff and FY 2014
Unit Staff Interns Total FY 2013 FY 2014 Proposed Staffing

Board 8 0 8 8 8 0
Office of CEO 2 0 2 2 2 0
OCPA 5 1 6 7 7 -2
OE 159 10 169 175 179 -20
0OGC 14 0 14 14 14 0
OoMS 46 P 48 55 55 -9
e][¢] 4 0 4 5 5 -1
OosSmMO 4 0 4 5 5 -1
ORP 23 1 24 27 27 -4
Totals 265 14 279 298 302 -37
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Staffing Gap by Office

Career Positions (as of 7/1/2013) FY 2014 Proposed Staffing

OSMO
OIG

OCPA

L G R b

10
OB/CEO 10

14
OGC 14

23
ORP 57

46
OMS 55

159
Ot 179

265
FCA 302

Employee Turnover

A significant portion of the workforce is eligible to retire. The average retirement age of FCA employees
who voluntarily retired between FY 2001 and FY 2011 was approximately 60. During this period, FCA
employees stayed on the job an average of 2.9 years after becoming eligible for retirement. The
following chart shows the number eligible to retire as of September 30, 2012 (excludes Board
members).

FCA Employees Eligible to Retire as of September 30, 2012
Percentage of

Eligibility Point Number Eligible Total Workforce
Civil Service Retirement System (CSRS)
Age 55 + 30 Years of Service 25 8.4
Age 60 + 20 Years of Service 2 0.7
Age 62 + 5 Years of Service 1 0.3
Federal Employees Retirement System (FERS)
MRA + 30 Years of Service 10 33
Age 60 + 20 Years of Service 14 4.7
Age 62 +5 Years of Service 0 0.0
Total Eligible 52 174
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Age Profile

The following figure shows the age profile of FCA’s workforce. The average age of the workforce was
44.7 years at the end of FY 2012, 45.0 at the end of FY 2011, and 47.2 at the end of FY 2006. The average
age has declined because of high turnover and recruiting. However, a significant percentage of the
workforce continues to be at or near the age of retirement eligibility. Of the 299 total FCA staff, 92 are
55 years of age or older (compared with 81 employees who were 55 or older in FY 2011), and 37 are
between the ages of 50 and 54 (compared with 40 employees in this age category in FY 2011). As
retirements continue, we expect the average age and tenure of staff to continue declining.

Average Age of Employees at the End of FY 2012

44.7 45.1 e 48.1
50
5 38.3
40
35
30
25
20
15
10
5
0
Average Average Average Average Average
Age of Ag= of Age of Age of Age of
Employees Males Females Minorities Employees
Reporting
Disabilities
FCA Employees by Age Group at the End of FY 2012
2% 2% Over 70
26% 10% 65-69
60-64
17%
55-59
6%
50-54
(o)
% 12%
45-49
20%
41-44
31-40
Under 31



Mission-Critical Employee Profile

The Office of Personnel Management defines mission-critical positions as “occupations agencies
consider core to carrying out their missions. Such occupations usually reflect the primary mission of the
organization without which mission-critical work cannot be completed.” FCA’s mission-critical
occupations include the following:

e FCA examiners

¢ Policy analysts

¢ Attorney advisors

¢ Executive leadership

The following figure shows the profile of mission-critical employees. Mission-critical employees
represent 75 percent of the workforce. The average age of these employees was 41 for examiners and

policy analysts, 50 for attorney advisors, and 56 for executive leadership.

FCA Employee Characteristics for Mission-Critical Positions

at the End of FY 2012
Examiners
and Executive Attorney
Series Characteristics Analysts Leadership Advisors

Number of employees 191 24 8
Number of males 127 18 2
Number of females 64 6 6
Number of minorities 40 0 0
Number of employees reporting disabilities 20 3 2
Average age of employees 41.5 56.0 49.8
Average age of males 43.3 57.1 45.8
Average age of females 37.9 52.6 51.1
Average age of minorities 35.8 n/a n/a
Average age of employees reporting disabilities 47.2 55.0 48.8
Average grade of employees 38.9 43.0 40.6
Average grade of males 38.2 43.2 40.0
Average grade of females 37.8 42.7 40.8
Average grade of minorities 371 n/a n/a
Average grade of employees reporting disabilities 39.0 43.3 40.0
Average length of Federal service of employees 13.9 27.0 17.1
Average length of Federal service males 14.9 27.8 16.8
Average length of Federal service females 11.5 24.8 17.1
Average length of Federal service of minorities 10.3 n/a n/a
Average length of Federal service of employees reporting

disabilities 17.0 24.4 16.1
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The following figure shows retirement eligibility of mission-critical employees. The number of mission-
critical employees who are currently eligible or will become fully eligible to retire through FY 2018
represents 37 percent of all the mission-critical employees as of September 30, 2012.

Employees in Mission-Critical Positions
Who Are Fully Eligible to Retire by 2018

Total Staff Staff Eligible to Retire within 5 years
164
39
27
1 24

8 5 19

Examiners
Analysts
Attorneys
Executive
Leadership

To replace employees in mission-critical positions, we hire aggressively and provide a robust training
program. Through this training program, we hire entry-level staff and develop them into commissioned
examiners over a period of about four years. Commissioned examiners have also historically been a
primary source of staff for other mission-critical positions in FCA, particularly for policy analyst positions.

Our commissioning training program averages about a 50 percent retention and commissioning rate
after four years, which is generally consistent with other bank regulators with similar commissioning
programs. Our staffing and hiring projections recognize the necessary developmental period and the

retention rate, along with the significant resource commitment of experienced examiners for training
and knowledge transfer.
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Workforce Diversity

At fiscal year-end 2012, FCA had 299 employees (excluding Board members). The following table shows
trends in the characteristics and demographics of the workforce from FY 2007 through FY 2012.

All FCA 2007 2008 2009 2010 2011 2012
Number of employees 254 260 270 284 294 299
Women 43.7% 43.5% 42.6% 41.6% 43.5% 42.8%
Minorities 16.9% 16.9% 17.0% 19.0% 20.4% 22.1%
Supervisors and managers 16.9% 15.8% 17.0% 159% 15.0% 15.7%
Employees reporting disabilities 13.0% 11.9% 12.2% 13.0% 12.25 13.0%
Employees reporting targeted disabilities 2.0% 2.6% 2.2% 2.1% 2.0% 3.7%
Veterans 9.4% 8.1% 74% 7.0% 11.2% 12.7%
Average age of employees 46.7 46.0 45.6 45.5 45.0 44.7
Average grade of employees 38.4 38.3 38.4 38.6 38.4 38.3
Average length of Federal

service of employees 18.7 17.9 17.6 16.8 16.2 16.4

The following table provides additional detail on gender, race, and national origin of employees and
employees with disabilities.

Workforce Profile
Farm Credit Administration
Employees

Males Females Minorities . wi.tr_\ . D-:::;tg)ﬁ:figs
Total Disabilities

Date Employees* # % # % # % # % # %
12/31/98 281 167 59.4 114 40.6 32 11.4 10 3.6 2 0.7
9/30/99 301 167 55.5 134 445 35 11.6 9 3.0 2 0.7
9/30/00 284 164 57.7 120 423 33 11.6 9 3.2 2 0.7
9/30/01 275 157 571 118 429 40 14.5 39 14.2 6 2.2
9/30/02 280 160 57.1 120 429 47 16.8 37 13.2 5 1.8
9/30/03 289 166 57.4 123 426 54 18.7 42 14.5 5 1.7
9/30/04 286 167 58.4 119 416 53 18.5 39 13.6 5 1.8
9/30/05 261 151 57.8 110 42.2 45 17.2 38 14.6 7 2.7
9/30/06 256 146 57.0 110 43.0 43 16.8 37 14.5 4 1.6
9/30/07 257 145 56.4 112 436 43 16.7 33 12.8 4 1.6
9/30/08 263 149 56.7 114 433 44 16.7 31 11.9 6 2.3
9/30/09 272 156 57.4 116 42.7 46 16.9 32 11.8 6 2.2
9/30/10 287 168 58.5 119 415 55 19.2 37 12.9 6 2.1
9/30/11 297 168 56.6 129 434 61 20.5 36 12.1 6 2.0
9/30/12 299 171 57.2 128 42.8 66 221 39 13.0 11 3.7
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Supervisor Profile

The following figure shows the number of supervisors employed by FCA from FY 2007 through FY 2012
and includes their average age, grade, and length of service. Supervisors represented 15.7 percent of the

workforce at the end of fiscal year 2012.

The average age of supervisors increased from 52.1 in 2006 to 55.1 at fiscal year-end 2012. The average
length of Federal service for supervisors increased from 24.1 years in 2006 to 27.3 years at fiscal year-
end 2012. The supervisors who are currently eligible or will become eligible to retire through FY 2018

represent 62.7 percent of all supervisors.

FCA Supervisors
60.00
50.00
40.00
30.00
20.00
10.00
0.00
2007 2008 2009
Average Age 53.04 52.54 52.64
Average Grade 41.6 41.73 41.5
Length of Service  24.43 24.91 25.63
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Distribution of Gradzas

The following figure shows the distribution of grades across the FCA workforce as of September 30,
2012.

Distribution of Grades
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Employee Survey

FCA participated in the 2012 annual employee survey conducted by the Office of Personnel
Management. The survey measured employee views in the following areas:

e Results-oriented performance culture

e Leadership and knowledge management
e Job satisfaction

e Talent management

e Communication

e Empowerment

e Diversity

Results of the survey were generally favorable. More than 75 percent of employees responded that they
were satisfied or very satisfied with FCA, 73 percent would recommend FCA as a good place to work, 90
percent agree supervisors treat them with respect, 99 percent state they are willing to put in extra effort
to get the job done, and 79 percent believe policies and programs promote workplace diversity. In
addition, 80 percent or more agreed with the following statements:

¢ Their coworkers cooperate to get the job done.

¢ They are given a real opportunity to improve their skills.

¢ They like the kind of work they do.

¢ Their supervisors support the balance of work and family issues.

¢ They understand how their work relates to the Agency’s goals and priorities.
¢ Physical conditions of the workplace allow them to perform their jobs well.
¢ They are protected from health and safety hazards on the job.

¢ The Agency has prepared them for security threats.

¢ They feel that the work they do is important.

* The workforce has the job-relevant knowledge and skills to accomplish organizational goals.
¢ They have trust and confidence in their supervisors.

¢ Their immediate supervisors are doing a good, or very good, job.

¢ Supervisors support employee development.

FCA’s Human Capital Steering Committee reviews results of the survey, works with the FCA Employees’
Council to discuss survey results and provide an open forum for suggestions from staff, and takes actions
to address findings.

FCA Budget

FCA’s budget is consistent with, and supports the initiatives in, this Human Capital Plan. While the
budget emphasizes the need to adhere to targeted spending levels and to continually seek greater
efficiencies and cost-effective methods to accomplish the Agency’s mission, it also recognizes the need
to invest in human capital. The budget allows us to hire the employees we need. It also adequately
funds training programs that develop and improve skills, as well as programs for sustaining expertise
and transferring knowledge.
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APPENDIX B — OFFICE QUESTIONNAIRE TEMPLATE

We sent a questionnaire to each office requesting the information we needed to develop this Human
Capital Plan. We asked the office directors to respond to the following questions, then we incorporated
their responses into this plan.

1.

10.

If your current Functional Statement does not accurately describe the duties and responsibilities
of your Office, please provide an updated Functional Statement.

Identify any present Office needs or demands on your Office that are not being met and the
resources that would be needed to meet those needs or demands.

Identify any anticipated changes to the duties and responsibilities of your Office over the next 5
years and the changes you propose to make to your Office structure or staff resources.

Identify any anticipated changes to the business processes of your Office over the next 5 years
and resulting changes to your staff resources.

Identify any anticipated changes in the volume of your Office work over the next 5 years and
resulting changes to your staff resources.

Identify new competencies (knowledge, skills, or abilities) you anticipate needing in your Office
over the next 5 years.

Identify the approved accessions (i.e., hiring) for your Office over the next 5 years. Please
include the following information: types and number of positions, series, grades, and brief
description of duties and responsibilities.

Identify any career track promotions you plan to make during the next 5 years. Please include
the following information: number of promotions, position titles, series, and grades.

Identify the attrition you anticipate in your Office over the next 5 years and your plans to
address it (e.g., developmental assignment, training, etc.). Please include the title, grade, and
date that you anticipate the position(s) becoming vacant; how you intend to fill the position
(e.g., same grade and position, different entry grade, or different position/location, etc.).

Please provide feedback on the value of this exercise and ways in which the process can be
improved and the value of the product enhanced.

-23-






Table of Contents

JLIE=L o1 L= o 0T (=T o | € 1
Part | = Human Capital Plan ...t 5
Section | — INtrodUCHION.....cii e s 7
Section || = FCA Human Capital GOals.........ccceerrrrriiriirierisssess s 8
Part Il - Dossier of Human Capital Accomplishments........................ 9
Section | — StrategiC AlIGNMENT .....ceee i e 11
y N AN oTote ] g g o] 1151 1] 41=1 | £ POt 1
B. Our Vision for the FUIUE..........eeenesneenee e e e ene e e e nn e e e e e e e e nnnnns 12
Section Il — Workforce Planning and Deployment.........ccoevieiieeiicsesssssssseseeeseeeeeeeeeees 13
A. ACCOMPIISNMENES... i e e r e e e eenn e erenna e 13
B. Our Vision for the FUIUE........ s s e e e e e s e e e rnnnnnnnnens 13
Section Il — Leadership and Knowledge Management..........ccccceeeeeesssnnnnnnnnnnnnnnnnnneneees 13
y N AN oTot ] g o] 1151 a1 41=1 | £ POt 13
B. Our Vision for the FULUIE.......ccovvi i 16
Section 1V — Results Oriented Performance Culture..........coovvviiieiiieeccssssceseeeeseeee e 16
y N X oToto g T o] 1] a1 a (=] 1 £ P 16
B. Our Vision for the FUIUE........ s s nnn e e e s e s e e s e nnnnnnns 18
S T=Tod (10 Y 11T o | 18
A. ACCOMPIISNMENES... i e r e e s e e nn e eeenn e 18
B. Our Vision fOr the FULUIE......uiviiiiiireieseseeeeseesesseesee s e e e e e e eeeesesessessssesssesssessssessssssssssssssens 19
Section VI — ACCOUNLADIIIEY ..eveeeeieeieeeie e 19
y N AN oTot g T o] 1151 110 0T 0 £ POt 20
B. Our Vision fOr the FULUIE.....cceee i e e e e e e e e s e e e e e e e e e e e e e e e e e 20
Part Il = Human Capital Initiatives............ccccoorrorneeeeeeren 21
Section | — Strategic AlIGNMENT ....cocviii e 23
N = = Tot o | o U T POt 23
B. Human Capital Plan Strategically Linked with Agency Governance ........cccccevveveeeennn. 23

B.1. Creation of Human Capital Plan and StruCture..........eeeeeeeeeeeeeeemmeemeemmeeeeeeeeeeeeeeens 23

B.2. Involvement of Key FCA StakehoIders........ccccceerrreesssnnnnnnnnsnneeneneeeeeeesseeeeeeeeeees 24

B3. Human Capital Steering CommIttee .......cccceeirriirrce e 24

B.4. Linking Human Capital Strategies to Performance Plans and Budget ................ 24

B.5. Human Capital Communication Plan.........cccccceeerersssssssnnnnnnnnnnnnseeeeereeeeeeseeseee 25



Section Il — Workforce Planning and Deployment.........coooviiiieeecceesssessseseeee s 25

FAN =Tl (o | o U o o 1 P 25
B. WOrKfOrce Profile ....ccuueeeeeeeeeeeee e e e 26
B.1. Overall Demographic Profile (Supply ANalYSIS) ......ccccesssssssssssnsnnnnnnnnnnnnnnnnnnnnnnn 26
(S22 =To [WToz=1 (o] a =T o I I ¢= 111 Vo [P0 PP 28
R TN o (= PP 29
3R ] = o PR 30
B.5. Length Of SErviCe .....ccciiieiiirieeccsssc s snnn s s e r e nnn e r e n e e e e e s e e eeeeeeeen 31
B.6. EMPIOYEE TUMOVET ... iiieeci it irrie s er s s s s s e s s s s s ena s s e smns s s es s e e emnssnssnennnns 32
B.7. Retirement Eligibility......ccci ittt e e 32
B.8. Gender, Ethnicity and Persons with Disabilities.........ccccoeeirrrrirrrnsssssssennes 34
S = (=T = [ PP 36
T O T TU o =T =T ] = 37
B.11. Mission Critical OCCUPALIONS .....ccceeeiiiriieiiesereses e 39
C. FCA OffiCe Profiles ...ccceeeeieeierseseeesseessessssss s s 43
D. Future Workforce Profile (Demand ANalYSiS) .e.ciiiiirieiimieierirreeceserressseeseessessesenssans 44
D.1. Critical FUNCtiONS NEEUEd......ccceieieiieiee e s 45
D.2. Future Workplace Challenges........cccceeeerreeeesresssssssssssnnesesssssssssssssssessesseees 45
D.3. Critical Workforce SKills Ne€ded........cccceerumuuunnnnnnnnnnnnnnnnnnnnnnnnsnnnssssnseneeeeseeeeeeees 45
=T o N g = 1 46
E.1. Anticipated Shortage of WOrkers or SKillS ........cccoeeseummmmmmmmmmmmenneeeeneneeeereeeeeeeeeen 46
F. Strategies t0 AAAreSS GaApS ..uuuiieirirrrrrrreiiririreeereeeessresssesesssssessssssssesssssssssssssssssssssssens 50
Section Il — Leadership and Knowledge Management..........ccoouevirerrersesssssssssssssnssssnnnnns 54
N = - Tod (o [T o POt 54
SIS T (ot od =1 o] I =T T o 54
B.1. Executive SUCCESSION PlaN ....cccceeiiiiccceceecreessee e 54
B.2. Leadership Development Program.......cccccciiricieiiricicsssireessesssssessssesssssssssssnnse 54
B.3. Supervisory Development Program........ccccccccceeessssssssssssssmsnsssssmssssmsmmmmseeeesseesees 54
B.4. FCA Mentoring Prograim ......cccccccessssssssssssssssnssssmnsnssnnnnsnnsnsnssssssssssssssssssssssssasanans 55
C. Integrity and Inspiring Employee Commitment..........cccccvrrrrrsssssnnnnnnnnnnnnnnnnnnnnnnnnnnnnnn 55
@2 TR = (g TTo3 T I = 1 [T o 55
O Lo T N A o] 55
C.3. Whistleblower Protection Act Compliance Certification ..........coeeeeeeiiiiieccccccennnes 55
D. ContiNUOUS LEaINING......uceeessssnnsnnnnnnnnnnnsnsnssnnsnssssnnsnsnnssssnsnssssssmssssssssssmmmmmemeememememeeen 56
D.1. Learning and Development Framework .........cciiciiiiieecinirreecss s eseesessseennes 56
D.2. Learning Management SYStem ......cccccccceeeersssssssssssnnsnsnnssnnnssnnrensseseesessssesssseeeeees 56
E. Knowledge Management .......ciiiiieiciiiiicieiiirice s s rmas s s s s snss s s s sensss s sesnnssssssnmsssssnsnnssnsens 56
E. 1. Knowledge Sharing......ccceceeeeeerereeseessssssssssssssss s sssnssessee s s s s ss s s s s s s s s s s sessssessses 56
E.2. Knowledge Retention ... rrrec s s rres s s er s s s s e s s e e smnm s s e e emnns 57



Section IV — Results Oriented Performance CUUINE ....iveivecieeiieecirecremereesesseenesnsenseenns 57

AN =Tl (o | o U o o 1 PP 57
B. FCA Performance Management SYSteM.......uuuuuiireeemmemrrrermeeeeeeeeseressessssssssssssssssssssens 57
B.1. Performance AcCCountability........cooiieeciiiiieiiiiiicc s s e e e e 58
(ST AN'YE= [ofo S3E=TaTo I a{=ToToTo T} (o] [N PR 58
B.3. Supervisory Probationary Period.........cccuuiiiiircrrsssssssnsseeeeeeeseeseseeeesssssees 59
=3RS U] o =T Y/ (=] o VN I Yo | R 59
B.5. Differentiating Between High and Low Performance ........cccccviiiieceiirieccnieneennne 59
B.6. Addressing Poor PerformanCe ......cuccceiiiieicniiricinierrecse s s ressss s s s smsss s s s sem s s sennnns 60
L2 I Y=Y ] 4 =17 60
C.1. Creating a Diversity WOrKGrouUp ..eueeeeeeeeeeeerereeesnsisssssssssssssssssssessssssssssssssssssssssssnns 60
C.2. Assessing Diversity at FCA...ooiiiiiiiiieeee s e 61

S T=Tod (1o Y 1 =T o | 61
N = = Tot o | {11 T R POt 61
B. ReCruiting INitiatives ..uce.i ittt r e e e e 62
C. FCA Job Evaluation Plan ... s 63
D. FCA Compensation Program........cccccccsssssssssssssssssnssssnnssssnnnmsnsnssssssssmsssssmsssssssmsnnssnnnns 64
E. FCA Retention Strat@gies ......ccccccceeemmmmmmmeerrernererrreesrrerssessssssssssssseesessssssssssesssessessens 65
E.1. Wellness INtiatiVes.....cuuu e e e e e s 65
E.2. BENEfitS Programs ... i s rrescs s rrsse s s s e s s s s mns s s s e em s s e smnnssnseeennns 65
E.2.A. Flexible Spending ACCOUNES........covviieeiiieessse s e 65
E.2.B. Employee Assistance Program ........cccceiiiiciimieieninesrees s esress s eeeeseesssees 65
E.2.C. Public Transportation SubSIdy .......cccccceierrrriissesessssssss e 65
E.2.D. Long Term Disability INSUraNCe ........cvieuiiiiiiecci it reece s er e er e s e 66
E.2.E. Child Care SubSIAY .....cccceiiiiriiiieirerssesess s s 66
E.2.F. Federal Employees Health Benefits Program......ccccccceiriceiiiiiesccniiveenncenenns 66
E.2.G. Life Cycle Spending ACCOUNL......civiiiiiiieeeeeeeseseesesess s mmmmmnnnnnnes 66
E.2.H. Student Loan Program........ccccccceceeeresssesssssssssssssssssessssssssssssssssssssssssssses 66
E.2.1. Leave Sharing Programs........cceeeeeeieiieiiisssssssssssssssssssssssss s s ssmmsssnssssseees 66

E.3. Flexible WOrk Program. ... cicceeiireecesseseeessesess s s ssesssss s s semsss s sssmnsssssessnnssssnnes 66
E.4. Telecommuting Programl......ccciicieeceieircce s esrcss e s sese s s s sesss s s e ssnsssssssnnssnnssnssesnnnes 66

[ O o (8 g To T =4 {=T o ()=t g T 67
F.1. Overview of Agency Improvement since 2004 SUIVEY.......cccceeeeerrsssnnnsnnnnnnnnnnnnes 68
F.1.A. Personal Work EXPeri€NCeS .....cuuuuiiiireniiiiirieiessrreassssesenssss s sermssssssesnnnsssssens 68
F.1.B. Recruitment, Development & Retention ......c..coiiiiecciiieccciricccerreecce e 68
F.1.C. Performance CURUIeE......cccoiiieiieieieeeeeeeee e e seennnnensn e s s nnnnnnnnnn e nenn e e e e neas 68
g T T =T o L= ] T o R 69
F.1.E. Learning (Knowledge Management) ......ccciiiiieccisrencecnssressseeseesnnssnsens 69
F.1.F. Job and Benefits Satisfaction .........ccccceeriiiiriiiiinneeeeeeee e 70

2 b 1 (=T o P 70
ST=Toa (T T AV RN oToto TU | =1 o1 1 2t 70
WA == To 1o | o TU ] o o S 70
B. Human Capital Implementation Plan MEasures ..........ccccccrrrrnnmmnnnmmnnnnnnnnnnnnnnnneesennns 70
C. Review of Human Capital Policies and Procedures (PPMS) .......ccccoceummmmmmmmeememneennnns 70
I L1 (=T = [ @ o ) 71
B T Y= 71



Part IV — Human Capital Management Report -FY2011 .................. 73
Part V - Human Capital Implementation Plan - FY2012............... 116

|. Strategic Alignment

II. Workforce Planning and Deployment

Ill. Leadership and Knowledge Management
IV. Results Oriented Performance Culture
V. Talent

VI. Accountability

Appendix A — List of Reference Documents

Appendix B — Summary of FCA Office Responses to the Human Capital Survey
Appendix C — Office Responses to the Human Capital Survey

Appendix D — Office Resource Models

Appendix E — Benefits Comparison Chart — Federal Bank Regulatory Agencies (FBRAS)



FARM CREDIT ADMINISTRATION

PART |

HUMAN CAPITAL PLAN






Section |. INTRODUCTION

The Farm Credit Administration (FCA or Agency) is an independent agency in the ex-
ecutive branch of the U.S. Government. It is responsible for regulating and examining
the banks, associations, and related entities of the Farm Credit System (FCS or Sys-
tem), including the Federal Agricultural Mortgage Corporation (Farmer Mac). The FCS is
a nationwide network of borrower-owned financial institutions that provide credit to farm-
ers, ranchers, and agricultural and rural utility cooperatives. Originally created in 1933 by
an Executive order of President Franklin D. Roosevelt, the Agency derives its powers
and authorities from the Farm Credit Act of 1971, as amended (Act).

The FCA does not receive a Federal appropriation. It is funded through assessments
paid by System institutions. The Agency maintains its headquarters and a field office in
McLean, Virginia. There are also field offices in Bloomington, Minnesota; Dallas, Texas;
Denver, Colorado; and Sacramento, California.

The FCA Strategic Plan embraces the Agency’s two principal program responsibilities:
ensure that the System fulfills its public mission for agriculture and rural areas and that
all FCS institutions operate safely and soundly. The plan incorporates means and strat-
egies to accomplish human capital goals and performance measures.

The transformation of FCA’s workforce into innovative and efficient teams dedicated to
service excellence and to providing for the safety and soundness of the FCS requires a
diverse and highly motivated staff with the skills, talents, and knowledge necessary to
support the Agency’s mission. To that end, we have created FCA’s Human Capital Plan
to ensure the continued development of a workforce that is high-performing, results-
oriented, and aligned with the Agency’s strategic goals and objectives. The Agency’s
Equal Employment Opportunity and diversity initiatives have also been integrated into
the Human Capital Plan to achieve greater results in diversity and the plan continues to
build on the synergy that we have achieved by having a combined focus on the pro-
grams. Our Human Capital Plan will help us integrate workforce planning and deploy-
ment, employee development, and recruitment and retention strategies into our strategic
planning process.

The framework of FCA’s Human Capital Plan is based on guidance provided by the Of-
fice of Management and Budget (OMB), the Office of Personnel Management (OPM),
and the U.S. Government Accountability Accounting Office (GAO). The guidance,
known as Human Capital Standards for Success, was developed to ensure that agencies
engage in a comprehensive and strategic evaluation of their human capital needs. While
developing the Human Capital Plan we made minor modifications to the standards and
terminology of the guidance to better reflect the accomplishment of FCA’s mission. The
major elements of the FCA’s Human Capital Plan are:

Strategic Alignment Workforce Planning
and Deployment Leadership and
Knowledge Management Results

Oriented Performance Culture Talent



Accountability

A thorough assessment of FCA’s human capital practices and processes was conducted
in conjunction with the development of all elements of the Human Capital Plan. Part Il of
the Human Capital Plan highlights FCA’s accomplishments in the area of human
capital. Part Ill identifies the human capital initiatives that have been developed to
enhance the Agency’s human capital program. Part IV includes the FCA’s Human
Capital Management Report and Part V includes implementation plans that have been
developed to ensure the human capital initiatives are achieved.

Section ll. FCA’S HUMAN CAPITAL GOALS

Employees are FCA’s most valuable asset. This Human Capital Plan reflects FCA’s
commitment to provide the support, training, and leadership for its employees so that all
can work together to fulfill the Agency’s mission. To ensure that FCA is able to meet its
human capital needs now and in the future, the following human capital goals have
been developed:

Agency systems and organizational structures are well
designed and work together to position and support FCA
employees in accomplishing the Agency’s strategic

Goal 1 goals.

FCA attracts and retains a diverse and talented work-
Goal 2 force.

FCA employees are highly capable and perform to their
Goal 3 potential to support the Agency mission.

FCA employees are result-focused, act with integrity, and

help to ensure the safety, soundness, and future of the
Goal 4 FCS through innovation and creativity.

Teamwork and collaboration are routinely practiced with
Goal 5 internal and external partners.
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Section | — Strategic Alignment

Agency human capital strateqgy is
aligned with mission, goals, and or-
ganizational objectives and inte-
grated into its strategic plans, per-
formance plans, and budgets.

A. Accomplishments
Human Capital Focus

FCA values its employees and realizes
that they are key to successfully accom-
plishing its mission. As a result, FCA
has encouraged the use of a human
capital focus in the development and
implementation of systems and organi-
zational structures to ensure they are
well designed and work together to posi-
tion and support employees in accom-
plishing the Agency’s strategic goals.

FCA’s Strategic Plan establishes an
Agencywide vision that guides human
capital planning and related investment
activities. Human capital goals are
linked to mission achievement through
the Strategic Plan. As part of the Stra-
tegic Plan accountability process, pro-
gress towards achieving all Agency
milestones and activities are tracked on
a periodic basis.

The Human Capital Plan describes goals
and objectives that are linked to the FCA
Strategic Plan. As strategies are
developed to achieve the objectives,
they are being communicated to all FCA
employees. Iltems are budgeted for as
necessary to support the achievement of
the objectives. Human capital activities
are also tracked in the Agency’s
Performance Plan.

The Strategic Plan, Performance Plan,
and Human Capital Plan communicate
the need for accountability as well as
the responsibilities of employees, sup-

ervisors, and managers for accom-
plishing human capital strategies and
management. FCA’s existing policies
also document responsibilities for hu-
man capital management.

Government-wide Human Capital Col-
laboration

To leverage its efforts, the FCA works
with others to share best practices and
learn about new developments in Hu-
man Capital Management. FCA regu-
larly consults with other financial regula-
tory agencies regarding their practices
in compensation and employee benefits
and participates in a joint annual com-
pensation survey with them. Other em-
ployee benefit programs (e.g., long term
disability coverage, the use of sick leave
in the Leave Bank and Leave Transfer
Programs and increased employer con-
tribution to the Federal Employee Health
Benefits (FEHB) program), were imple-
mented as a part of our human capital
strategies after extensive review of other
government agencies’ policies and pro-
grams.

To increase our knowledge and to lev-
erage the experience of others, FCA
participates in human capital manage-
ment and professional groups. The
Chief Human Capital Officer (CHCO)
and his staff regularly participate in the
Small Agency Human Resources Coun-
cil and the Society for Human Resource
Management.

Human Resources Collaboration

Senior leaders, managers, human re-
sources professionals, and key stake-
holders contribute vital input to the
Agency’s human capital vision and the
broader strategic planning process.
Human resources professionals act as
consultants to help managers develop,
implement, and assess human capital
policies and practices to achieve the or-
ganization’s shared vision.



Key human resources professionals and
key stakeholders participated in the de-
velopment of the Strategic Plan and the
Human Capital Plan. In addition, the
Agency looked beyond its own experi-
ence and resources in the development
of its human capital strategies. The poli-
cy development process for human
capital includes environmental scanning
to review the policies and practices of
other agencies for applicability to FCA.
In addition, input from employee groups,
such as the FCA Employees’ Council
and Federal Women’s Program Commit-
tee, is routinely considered in policy de-
velopment.

FCA is also using automation and in-
formation systems to promote employee
self-service and manager access to a
broad range of human capital in-
formation and indicators. A number of
these initiatives has already been ac-
complished and include the following:

- The National Finance Center
Employee Personal Page, which
provides employees with access
to personal payroll data.

< A web-based Flexible Spending
Account Program.

- The FCA Employee Portal,
which has links to systems that
provide information about retire-
ment planning, flexible spending
accounts, personal savings, and
health care.

« Network connectivity away from
the office.

« An on-line New Employee Orien-
tation (NEO) program.

- FCA Policies and Procedures
Manual (PPM), which provides
access to policies, services, and
information on FCA activities.

-« Laptop Computer workstations,
which are available for all em-
ployees to ensure efficient ac-
cess to email, PPMs, official
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communications and work as-
signments.

e Human Resources Forms, which
are available on the shared Lo-
tus Notes database.

« Electronic access to Thrift Sav-
ings Plan (TSP) information.

- Electronic access to Official Per-
sonnel Folders (eOPF).

- A web-based Federal retirement
calculator.

The Office of Management Services
(OMS) has developed a system to assist
with the tracking and projections of full
time equivalents or FTEs. This system is
an effective tool for reconciling FTE us-
age with the monthly Reports on Civilian
Employment (SG-113-G) that are issued
to OPM and OMB.

The Human Resources and Training
Team (HRTT) regularly interacts with
OMS managers and Teams to provide
integrated management support.

Line managers seek consultative ser-
vices from OMS on a regular basis. In
addition, OMS has internal status meet-
ings to ensure it is directing its re-
sources to the highest priority issues.
During these meetings, alternative strat-
egies are explored to determine the
most effective method of meeting the
customer’s needs.

Line managers are also involved in the
policy development process. The policy
development process includes review
and input by senior management and
staff.

B. Our Vision for the Future

FCA Staff will continue to fellow up on
human capital commitments made in the
context of strategic planning and will en-
sure that those responsible for human
capital planning fully participate as stra-
tegic plan updates are developed. As a



result, FCA will institutionalize the pro-
cesses that have already been devel-
oped, continue to cultivate the participa-
tion and oversight of Agency leaders,
broaden understanding of and participa-
tion in human capital efforts at all levels,
and improve the data used to monitor
and guide the progress in achieving
human capital goals (including the im-
plementation of annual employee sur-
veys on human capital.)

Section Il = Workforce Plan-
ning and Deployment

An agency is citizen-centered,
delayered, mission-focused, and
leverages e-Government and
competitive sourcing.

A. Accomplishments

FCA is mission-focused. To accomplish
its mission, FCA focuses on the specific
needs of its customers and the public.
To efficiently and effectively achieve its
mission, FCA leverages e-Government
practices as appropriate.

FCA approaches workforce planning
strategically, basing decisions on mis-
sion needs, customer expectations,
workload, and the workforce. The re-
sponsibility for position management re-
sides in OMS, which ensures that or-
ganizational efficiency and effectiveness
are present in all actions taken.

Workforce strategies are based on iden-
tified current and future human capital
needs, including size and deployment of
the workforce. We identified the compe-
tencies needed to carry out the mission.
We have also established practices for
evaluating these competencies when
planning for future human capital needs.

FCA has developed and uses multi-
faceted techniques to close competency

gaps in key areas in the organization
(e.g., strategic recruitment, mentoring,
and training).

B. Our Vision for the Future

FCA will continue to perform an annual
analysis of the workforce. The Agency
will ensure that the results of its anal-
yses are broadly publicized and easily
accessed so they can form the basis of
human capital program revisions and
individual human capital decisions. FCA
will continue to monitor and facilitate
work-force restructuring efforts and pub-
licize the workforce flexibilities that sup-
port them. The Agency will also contin-
ue its investment in automated systems
to support recruitment efforts, training
initiatives, benefits counseling, and oth-
er human capital activities. In addition,
FCA will continue to educate leaders
and HRTT staff about using competitive
sourcing as a strategic tool.

Section lll = Leadership and
Knowledge Management

Agency leaders and managers
effectively manage people, en-
sure continuity of leadership,
and sustain a learning environ-
ment that drives continuous im-
provement in performance.

A. Accomplishments

Leadership Planning and
Implementation

FCA provides tools to Agency leaders
and managers to effectively supervise
employees. FCA also provides a learn-
ing environment through training to help
improve employee performance. It iden-
tifies leadership competencies and es-
tablishes objectives and strategies to
address them. Furthermore, FCA pro-
vides opportunities to facilitate effective



management, executive development
and succession planning.

For supervisory development, FCA doc-
uments leadership competencies that
are tied to supervisory qualifications.
We assess employees against compe-
tencies and provide for the identification
of developmental needs that are then
incorporated into individual development
plans (IDPs). FCA uses IDPs as a
means of managing and planning em-
ployee development activities. Guidance
for using IDPs includes both formal and
informal training.

Change Management

The Agency has leaders in place who
understand what it takes to effectively
bring about changes that achieve signif-
icant and sustained improvements in
performance. FCA leaders also strive to
establish a clear vision for change and
make necessary commitments to
achieve results.

Through strategic and performance
planning, leaders establish a clear vision
for change and make necessary com-
mitments to achieve results. Annual per-
formance plans, budgets, and perfor-
mance reports document plans for, and
progress toward, achieving change
goals.

The accomplishment of human capital
objectives, performance plan initiatives,
and strategic plan goals are periodically
tracked and reported to senior man-
agement.

Currently, FCA has policies regarding
Violence in the Workplace, Workplace
Harassment, disciplinary actions and
other guidance that create a clear image
of expectations and prohibitions for all
employees.

FCA has established competencies for
all occupational categories. Requisite
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training and development activities are
tied to each competency. In addition,
training programs have been estab-
lished to support the needs of the core
occupational groups.

FCA conducts Agencywide evaluations
and assessments to determine current
and future training needs. The results of
these evaluations are used to develop,
enhance, and if necessary, redirect the
Agency’s training programs. IDPs are
used in the performance review process
as a means of managing and planning
employee development activities. The
annual appraisal process includes con-
sideration of individual development
needs and goals for future improvement
and career advancement.

FCA has implemented several e-
learning initiatives to facilitate its change
management practices (i.e., Employee
Ethics training, EEO training, NEO, and
Computer Security Awareness training).
In addition, FCA has implemented a
strategy that ensures the technology in-
frastructure is in place to support the
greater utilization of e-learning by ensur-
ing that laptop computers are available
to all employees.

Integrity and Inspiring Employee
Commitment

Leaders promote teamwork and com-
municate the shared vision to all levels
of the organization. They also seek
feedback from employees to gauge the
level of understanding and the effective-
ness of these initiatives. Employees re-
spond by maintaining high standards of
honesty and ethics.

Senior leaders generate high levels of
motivation and commitment in the work-
force and promote ethical behavior
through modeling, communication, train-
ing, accountability systems, and disclo-
sure mechanisms. This respect is re-



flected in the high marks senior leader
receive in our annual employee surveys.

The Agency’s policy on awards helps
promote teamwork through the use of
group awards and the communication of
group successes. The Peer-to-Peer
and Time-Off awards also promote
teamwork and excellence.

FCA uses the following methods to en-
sure the fair, ethical, and appropriate
use of resources:

Time Tracking. FCA currently tracks all
workers’ overtime charges and employ-
ee annual and sick leave usage. The
Agency evaluates this information and
uses it to modify or adjust work sched-
ules and initiatives if necessary.

Exit Interviews. FCA conducts exit in-
terviews when employees leave the
Agency to retire or accept jobs with oth-
er employers. The Agency evaluates
and tracks trends in this data.

Financial Disclosures. Senior leaders
file financial disclosure statements with
the Office of General Counsel, in com-
pliance with the Ethics in Government
Act of 1978, as amended.

FCA uses a variety of communication
strategies to convey messages from
senior leaders to the workforce on
Agency programs and initiatives.  Ex-
amples of the different communication
methods that are frequently used in-
clude the FCA Home Webpage, the dai-
ly newsletter (FCA Today), Newsflash-
es, and Al-Employee Meetings or In-
formation Sessions.

Strategic Knowledge Management

FCA systematically provides resources,
programs, and tools to facilitate know-
ledge-sharing across the organization to
support mission accomplishment.

In an effort to make the best use of in-
formation technology and to gather and
share knowledge, FCA provides infor-
mation to employees through its shared
networks, databases and audio and vid-
eo conferencing. Agency employees al-
so participate in organizations, councils,
and workgroups that foster and promote
innovations and best practices. Tools
FCA uses to facilitate the exchange of
information using technology include the
use of SharePoint, the PPM Database,
the FCA Handbook, Budget Call infor-
mation, and the shared financial system.

To support the exchange and retention
of critical knowledge, the FCA regularly
approves hiring a new employee before
a departing employee has separated
from the Agency. This overlap of the
newly hired employee with the experi-
enced employee has allowed for the
transfer of critical knowledge.

Continuous Learning and Improve-
ment

Leaders foster a learning culture that
provides opportunities for continuous
development and encourage employees
to participate in that culture. Leaders
invest in education, training, and other
developmental opportunities to help
themselves and their employees build
mission-critical competencies.

FCA has devoted considerable re-
sources on training and development
initiatives. Specific budget line items ex-
ist that demonstrate the investment in
employee development programs. FCA
also has a documented policy on train-

ing.

The Agency annually conducts organi-
zational and individual assessments to
determine training needs and uses the
results to develop, enhance, and/or redi-
rect its training programs.



FCA utilizes IDPs as a means of man-
aging, planning, and scheduling em-
ployee developmental activities. |IDPs
are linked to the Performance Manage-
ment System. This practice ensures the
shared accountability of employees and
managers for planning, budgeting,
scheduling, registering, and accomplish-
ing training and development activities.

FCA has implemented a number of e-
learning initiatives. For example, the
Agency has offered computer training,
security courses, NEO, and ethics train-
ing on-line. Other training initiatives are
evaluated as they occur to determine if
e-learning or blended training methods
are appropriate for conveying the sub-
ject matter.

FCA has provided a laptop computer to
every employee to ensure the technolo-
gy infrastructure is in place to support
the increased use of e-learning. In addi-
tion, FCA routinely offers all employees
courses on the use of the computer sys-
tems.

B. Our Vision for the Future

FCA will continue its leadership initia-
tives in the Human Capital Plan, includ-
ing training for supervisors and succes-
sion planning. FCA will also continue its
training and knowledge management
programs that will ensure successful
succession planning.

Section IV - Results Oriented
Performance Culture

An agency has a diverse, re-
sults-oriented workforce, and
has a performance system that
effectively differentiates between
high and low performance and
links individual, team, and unit
performance to organizational
goals and desired results.

A. Accomplishments
Performance Management

FCA has a diverse, results-oriented,
high performing workforce. To promote
a high-quality workforce, the Agency has
implemented a performance man-
agement system that effectively differen-
tiates between high and low perfor-
mance. In addition, the performance
management system links individual
performance to organizational goals and
desired results.

The performance management program
establishes managerial and individual
performance expectations, evaluates
results, holds people accountable, and
ensures recognition for good perfor-
mance. The components of the perfor-
mance management program link per-
formance expectations to key organiza-
tional goals, desired results, and the
Agency’s mission.

FCA’s Strategic Plan is published on the
web and is accessible to all employees.
FCA documents performance goals and
standards and tracks performance by
regularly reporting actual results identi-
fied in the Performance Plan and the
Strategic Plan.

FCA has created and fosters a “reward
environment” that applies factors be-
yond compensation and benefits to at-
tract, retain, and motivate employees.
FCA’s award policy, PPM 818, includes
monetary awards and the use of non-
monetary forms of recognition (i.e., let-
ters of commendation and appreciation,
length of service awards).

PPM 841, Performance Appraisal Sys-
tem, includes information to guide man-
agers in assessing an employee’s work
performance. FCA’s performance rat-
ings scale provides for differentiation be-
tween high and low performance. Rat-
ing officials also provide performance



feedback, which may include a discus-
sion of appropriate training, develop-
ment, learning, and knowledge man-
agement solutions necessary to improve
employee performance. The Agency’s
procedures also detail steps for ad-
dressing poor performance.

Diversity and Inclusion

FCA's diversity management practices
include various tools. Some of these
tools are focused specifically on improv-
ing diversity and its management at
FCA. Many of the Agency’s efforts to
further diversity have centered on the
Affirmative Employment Program (AEP),
which focuses on the following five are-
as:

e Building commitment to and de-
veloping awareness;

- Establishing accountability and
monitoring progress;

- Implementing targeted recruiting;

e Retaining a workforce that re-
flects the diversity of the nation;
and

< Expanding career development
programs.

FCA’s diversity management practices
have continuously improved over the
last several years. The Agency has
implemented numerous
recommendations, including:

- The use of targeted recruitment;

< Announcing most jobs at
multiple grade levels;

- Providing diversity training for
staff and managers;

- Developing policy direction on
EEO, diversity, and workplace
harassment; and

- Implementing EEO performance
standards for each employee.

some of FCA's EEO
statistics compare

Furthermore,
demographic
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favorably with those of the civilian labor
force and federal civilian workforce.
However, many of FCA's EEO statistics
need improvement. While FCA’s
employment of females and persons
with disabilities compares favorably
with the federal civilian work-force, it
lags when compared to the civilian
labor force. Improving FCA's EEO
demographics will assist the Agency in
its goal to improve workforce diversity.

The Agency strives to maintain an envi-
ronment characterized by inclusiveness
of individual differences and one that is
responsive to the needs of diverse
groups of employees.

The FCA has an EEO program and em-
ploys a Director of EEO and Inclusion.
The Director is responsible for
establishing and administering a process
to resolve employment related disputes
alleging prohibited discrimination, in an
informal, neutral and confidential way as
early as possible to assure minimal
disruption in the work place and to
promote EEQ. The EEQO Director is also

responsible  for  establishing and
maintaining an EEO program that
includes an affirmative employment

program for applicants and employees.
The EEO Director is also responsible for
monitoring the Agency’s progress in
ensuring a workforce that reflects the
diversity of the labor force.

FCA has initiated outreach efforts to di-
verse groups. FCA has established re-
lationships with a number of potential
recruitment sources including Hispanic
Association of Colleges and Universi-
ties, Inroads, and Workforce Recruit-
ment Program for College Students with
Disabilities. FCA'’s liaison with these or-
ganizations involves attending their con-
ferences, briefing parties on the Agen-
cy’s mission and outreach objectives, as
well as explaining the requirements for
entry into the federal workforce.



FCA maintains an active EEO program
to reach all employees with the aim of
increasing communication and under-
standing among the diverse individuals
who comprise the Agency’s workforce.
The Agency often conducts information-
al sessions with various groups of em-
ployees on EEO topics.  Special em-
phasis programs are also held for all
employees to commemorate the follow-
ing events:

- Black History Month;

< Women'’s History Month;

- Disability Awareness Month;

< Women’s Equality Day;

- Hispanic Heritage Month;

- Native American Heritage
Month; and

- Asian American Heritage Month.

FCA has also sponsored events to
commemorate Martin Luther King’'s
Birthday and Holocaust Remembrance.

FCA sponsors an annual Diversity Day
with guest speakers who focus on dif-
ferent aspects of diversity, employee ac-
tivities and contests emphasizing diver-
sity and celebrates the day to
encourage communication among all its
employees in a relaxed setting.

These events educate employees about
the diversity of cultures, beliefs, and life-
styles. An increased appreciation of di-
versity can foster better employee
communication and cohasiveness,
which can add to the efficiency of the di-
verse workforce.

Agency training initiatives include regu-
lar reviews of diversity-related expecta-
tions for supervisors and employees.

FCA’s complaint procedures, Workplace
Harassment Policy, and Grievance Poli-
cy are well publicized and accessible to
the entire workforce. These documents
are made available to all new employ-

ees through the NEO program and are
also available through the Lotus Notes
Database.

Data on complaints is gathered, moni-
tored, and analyzed to aid in the aware-
ness or identification of potential prob-
lems or concerns. FCA publishes policy
statements to communicate its "zero tol-
erance" for discrimination and workplace
harassment to ensure a work environ-
ment that is free from fear and abuse
and where all employees are valued and
treated with respect. Violations of the
policy are handled through appropriate
FCA procedures.

Employee/Management Relations

FCA and its Employees’ Council have
jointly addressed workplace issues that
affect Agency mission accomplishment
since the late 1980s. The Council has a
direct link to the Chairman to raise is-
sues of employee concern.

B. Our Vision for the Future

FCA will continue to explore ways to de-
velop programs that will educate and
empower supervisors and managers in
their performance management respon-
sibilities. FCA will also continue to pro-
mote its Agencywide strategy on diversi-
ty in the workplace that empowers all
employees to embrace diversity.

Section V - Talent

An agency has closed most mis-
sion-critical skills, knowledge,
and competency gaps or defi-
ciencies, and has made mean-
ingful progress toward closing
all.

A. Accomplishments



Because of its statutory authorities, FCA
has developed policies on numerous
compensation and benefits flexibilities
that can be used to help retain employ-
ees. These flexibilities include:

- Competitive salaries;

- Enhanced benefits programs;

« Recruitment bonuses;

« Retention allowances; and

- Student loan repayment pro-
grams.

The Agency has numerous work/life
flexibilities, facilities, services, and pro-
grams to make FCA a more attractive
place to work. Flexible work schedules
and telework policies have been in place
for several years. The Agency also of-
fers a variety of work/life programs and
services to sustain a productive, sup-
portive work environment. These
work/life programs include:

- Employee assistance program;
- Free parking privileges;

« Transit subsidies;

« Pretax health benefits;

- Flexible Spending Accounts;

e Long-Term Disability Program;
e Thrift Savings Plan;

- Leave Bank Program; and

e Leave Transfer Program.

FCA maintains on-going relationships
with professional organizations, colleges
and universities, outplacement organiza-
tions, and other groups to facilitate the
recruitment of qualified candidates for
Agency positions.  Marketing and dis-
play materials exist to support FCA'’s re-
cruiting activities.

FCA’s human capital approaches are
frequently assessed with respect to the
Agency’s ability to attract, acquire, pro-
mote, and retain quality talent.

The Agency uses a combination of in-
house and OPM recruitment. Job an-

nouncements and instructions are de-
veloped to ensure the application pro-
cess is clear and easy to understand.
The Agency provides timely and in-
formed responses to questions about
application requirements and the hiring
process. FCA promptly acknowledges
the receipt of all applications and pro-
vides regular updates on the status of
the hiring decisions.

The following areas are also monitored
to obtain insight and information about
the workforce:

Employee Assistance Program. Us-
ers of FCA’s employee assistance pro-
grams report satisfaction with client
monitoring and follow-up, supervisor
consultations, and training.

Exit Interviews. FCA conducts exit in-
terviews when employees leave the
Agency to retire or accept jobs with oth-
er employers. The Agency evaluates
the information and feedback departing
employees provide to obtain insight on
the effectiveness of human capital strat-
egies. The Agency evaluates and
tracks trends in this data as well.

Injury Rates. The Agency tracks and
analyzes indicators such as injury rates
to measure employee safety.

B. Our Vision for the Future

FCA will continue to document and use
effective recruitment and retention strat-
egies to close or reduce anticipated
workforce competency gaps.

Section VI — Accountability

Agency human capital decisions
are guided by a data driven re-
sults-oriented planning and ac-
countability system.



A. Accomplishments

FCA’s accountability system is docu-
mented and contained in its PPMs.
Each PPM includes program goals, ob-
jectives, applicability, responsibilities,
expected outcomes and measured re-
sults, compliance with law and provi-
sions for periodic review to ensure con-
tinuous improvement. FCA also has an
extensive Audits and Reviews Policy
that addresses the evaluation of internal
control systems. Various human re-
source functions are identified by their
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vulnerability for risk and have a review
cycle tied to the level of risk. FCA has
developed and uses checklists to assist
with the evaluation process.

B. Our Vision for the Future

FCA will continue to document human
capital policies and processes. In addi-
tion, we will analyze human capital data
to assess results, identify risks, and de-
velop solutions to address problems and
modify strategies and activities as nec-
essary.



FARM CREDIT ADMINISTRATION

PART Il

HUMAN CAPITAL INITIATIVES

21






Section | - Strategic Align-
ment

A. Background

FCA aligns its workforce to accomplish
Agency strategic goals and objectives.
Strategic Alignment encompasses three
components: Human Capital Focus;
Government-wide Human Capital Col-
laboration; and Human Resources Col-
laboration. FCA’s Strategic Plan estab-
lishes an Agency wide vision that guides
human capital planning and investment
activities. To leverage its efforts, FCA
will work with other agencies to share
best practices and learn about new de-
velopments and innovations. Human
capital planning involves senior leaders,
managers, human resources profes-
sionals, and key stakeholders who con-
tribute to the human capital vision and
the Agency’s broader strategic planning
process.

B. Human Capital Plan Strategi-
cally Linked with Agency Gov-
ernance

Components of the FCA Human Capital
Plan are incorporated into all of FCA’s
Strategic, Operating and Performance
Plans. For example, FCA’s strategic
plan for 2011-2016 identifies the follow-
ing guiding principle affecting human
capital management:

e The people who work for and
with FCA are a strategic priority.
We will continue to invest in hir-
ing, development, and retaining
a talented, diverse workforce
and to provide employees with
the tools they need to be highly
effective. Our human capital,
technology, and financial plans
provide us with the resources we
need to be an effective and
trusted regulator. We will strive
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to keep our work environment
positive, innovative, diverse, and
family-friendly, and to encourage
teamwork and high productivity.

The Human Capital Plan creates an
Agency wide system that overcomes
common barriers to effective human
capital management and applies human
resource flexibilities to sustain a high
performing workforce. Human capital
solutions are shared across FCA offices
to achieve maximum efficiency. Accord-
ingly, the Human Capital Plan, which
links with other Agency governance,
provides FCA a uniform, common per-
spective to monitor and track the Agen-
cy’s progress in achieving its human
capital initiatives.

B.1. Creation of Human Capital
Plan and Structure

Historically, FCA had used the annual
operating planning process to develop
and accomplish human capital planning.
In 2006, an OPM audit found that, while
FCA had developed most of the compo-
nents of a Human Capital Plan, it need-
ed to combine them into one Agency
document. The current Human Capital
Plan addresses the staffing require-
ments of each FCA office as well as a
comprehensive strategy for accomplish-
ing other Agency human capital initia-
tives. As a result, the plan not only ad-
dresses the needs of each office, but al-
so keeps the big picture in mind — the
best interests of the Agency as a whole.

FCA’s Human Capital Plan follows a
comprehensive framework that is based
on guidelines titled “Human Capital
Standards for Success” jointly prepared
by the OMB, OPM, and the U.S.
Government Accountability (GAO). As
a result, the plan contains performance
indicators that address  strategic
alignment, work- force planning and
deployment, leader- ship/knowledge
management, results



oriented performance culture, talent
management, and accountability and
takes a corporate approach to human
capital management.

B.2. Involvement of Key FCA
Stakeholders

To ensure human capital strategies are
consistently and cost-effectively inte-
grated throughout the Agency, key FCA
stakeholders must participate in human
capital planning and implementation ef-
forts. This involvement takes place at
the following levels.

-« The Chief Operating Officer and
Senior Staff members discuss
human capital goals and pro-
gress at regular meetings.

« The CHCO meets monthly
with the Chairman/CEO to
discuss human capital strategies
and initiatives.

< The CHCO provides information
on human capital strategies and
initiatives to FCA supervisors in
a quarterly newsletter, the FCA
Supervisory Connection.

- FCA employees provide input in-
to the Agency’s human capital
initiatives through the Employ-
ees’ Council.

- External groups, such as the Fi-
nancial Institutions Reform Re-
covery and Enforcement Act
(FIRREA) Compensation Group,
the Financial Regulatory Agen-
cies Special Emphasis Work-
group and the Small Agency
Human Resources Group pro-
vide information on new innova-
tions and benchmarking results.

B.3. Human
Committee

Capital Steering

FCA has established a Human Capital
(HC) Steering Committee comprised of
the Chief Operating Officer, the Office
Directors and the CHCO. The
workgroup members examine and eval-
uate the implications of various human
capital initiatives and  proposals.
Workgroup members also aid in the de-
velopment of structured, strategic, out-
come-oriented human capital plans that
not only address the needs of their of-
fices, but the Agency as a whole. They
also assist in the development of appro-
priate  human capital implementation,
progress, and measurement systems.

B.4. Linking Human Capital
Strategies to Performance
Plans and Budget

A commitment to integrate human cap-
ital initiatives into the Agency business
environment has allowed FCA to:

- Align employee performance ex-
pectations with the Agency’s or-
ganizational goals and objectives
by linking FCA performance
plans to the Agency strategic
goals;

- Strengthen communication to
employees regarding organiza-
tional goals and objectives;

- Establish supervisory and man-
agerial accountability for individ-
ual and organizational perfor-
mance; and

e Link the distribution of awards to
organizational objectives and
priorities and adequately fund
our recognition program to moti-
vate and retain employees.

A commitment to achieving better hu-
man capital management requires a will-
ingness to invest time, money, creativity,



technology, and other resources into the
process. Leaders and managers within
FCA have been charged with making
business case justifications for invest-
ments in human capital and have been
directed to incorporate their funding re-
quests in budget submissions for FY
2013 and FY 2014.

B.5. Human Capital Communica-

tion Plan

FCA has developed a communication
strategy for ensuring regular and con-
sistent distribution of information to all
FCA employees as the Agency imple-
ments the strategies identified in the
Human Capital Plan. Specific audienc-
es have been identified and internal is-
sues are addressed in a timely and rea-
sonable manner. Communication is
primarily achieved by using FCA’s Daily
Newsletter and periodic News- flashes.
Continued interaction with the FCA
Employees’ Council helps ensure the
identification and resolution of hu- man
capital issues.

Section Il = Workforce Plan-
ning and Deployment

A. Background

Workforce planning is the process of
forecasting an organization’s future em-
ployment needs. It is also the process
for identifying and addressing the gaps
between the workforce of today and the
human capital needs of tomorrow. In its
simplest terms workforce planning is
getting "the right number of people with
the right skills, experiences, and compe-
tencies in the right jobs at the right
time." This shorthand definition covers a
comprehensive process that provides
managers with a framework for making
staffing decisions based on an organiza-
tion’s mission, strategic plan, budgetary
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resources, and a set of desired work-
force competencies.

Effective workforce planning enables an
organization to:

- Align workforce requirements di-
rectly to the Agency’s strategic
and annual business plans;

e Develop a comprehensive un-
derstanding of where gaps exist
between competencies the work-
force currently possesses and
future competency requirements;

- Identify and implement gap re-
duction strategies;

< Make decisions about how best
to structure the organization and
deploy the workforce; and

- Identify and overcome internal
and external barriers to accom-
plishing strategic  workforce
goals.

FCA annually conducts a workforce
analysis that includes an assessment of
the future skill and knowledge capabili-
ties that will be needed to meet ex-
pected work and mission requirements
for the next five years. While conduct-
ing the workforce analysis, the following
types of information are reviewed:

- Employee trends;

- Staff projections;

- Staff performance; and

< Resources needed to translate
the present workforce capabili-
ties to the future workforce re-
quirements.

Workforce data is obtained from the
OPM’s Central Personnel Data File and
the National Finance Center’s Reporting
Center. Each FCA office also provides
information in response to survey ques-
tions prepared and distributed by the
OMS.



B. Workforce Profile

B.1. Overall Demographic Profile
(Supply Analysis)

At the end of FY 2011, FCA had 294
employees (excluding FCA Board Mem-
bers under the EX pay scale). FCA is
currently organized into nine offices with
a workforce that includes professional,
administrative, technical, and clerical
personnel. Approximately 60 percent of
FCA’s employees work in the Office of
Examination (OE). The remaining em-
ployees work in the other eight offices.

FCA employees provide a range of ser-
vices to ensure the safety and sound-
ness of the FCS including Farmer Mac.

These services include the promulgation
of regulations to implement the Act. The
services also include the examination of
System institutions for compliance with
the Act, regulations, and safe and sound
banking practices. FCA employees pro-
vide other administrative services that
include legal counsel, information tech-
nology, financial management, and hu-
man resource management.

Figure 2.1 provides an overview of
FCA’s workforce at the end of each fis-
cal year from 2006 through 2011.

FCA Workforce Characteristics

Figure 2.1

All FCA 2006 2007 2008 2009 2010 2011
Number of Employees 253 254 260 270 284 294
Women 431% 43.7% 435% 426% 416% 43.5%
Minorities 17.0% 169% 16.9% 17.0% 19.0% 20.4%
Supervisors and Managers 182% 169% 158% 17.0% 159% 15.0%
Employees Reporting Disabili- 146% 13.0% 11.9% 122% 13.0% 12.25

ties
Employees Reporting Targeted 1.6% 2.0% 2.6% 2.2% 2.1% 2.0%
Disabilities’

Veterans 95% 9.4% 81% 7.4% 7.0% 11.2%
Average Age of Employees 4716 46.73 4595 4558 4551 45.01
Average Grade of Employees 38.34 3837 3834 3839 3855 3841
Average Length of Federal 1990 1868 17.88 1757 16.78 16.19

Service Employees
Average Length of FCA Service 14.87 1476 1424 1414 1354 13.11
Employees

The following is a statistical snapshot of the FCA’s workforce:

-« The 294 employees that make up FCA’s permanent and temporary work-
force as of September 30, 2011, are classified under 21 different job se-
ries. The majority of FCA employees (61.9 percent) are classified under
series 1101 as Examiners or Policy Analysts and 570 as Examiners. The

! Targeted disabilities include: deafness, blindness, missing extremities, partial paralysis, com-
plete paralysis, convulsive disorders, mental retardation, mental illness, and the distortion of
limbs/or spine.
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next largest concentrations of FCA employees by job series are the series
301 Program Managers (8.5 percent), series 2210 Information Technolo-
gy Specialists (6.8 percent) and series 905 Attorney Advisors (4.4 per-
cent).

Approximately 46 percent of FCA’s employees work in our field offices.

As of September 30, 2011, the percentage of women employed by FCA
(43.5 percent) compared favorably with the percentage of women em-
ployed by the federal government (44.0 percent).

The number of minority employees (Hispanics, Blacks, Asian Ameri-
cans/Pacific Islanders, and Native Americans) increased from 17.0 per-
cent of the workforce as of September 30, 2006, to 20.4 percent as of
September 30, 2011. Although the percentage of minorities in the FCA’s
workforce is below the employment of minorities in the overall federal
workforce (34.0 percent), the Agency has made a concerted effort to hire
and retain minorities during the past five years.

There is an average of one FCA supervisor to every 5.68 employees.
This ratio has increased from an average of one FCA supervisor to every
5.5 employees as of September 30, 2006.

The percentage of veterans in FCA’s workforce has increased from 9.5
percent as of September 30, 2006, to 11.2 percent as of September 30,
2011.

The average age of FCA’s employees as of September 30, 2011, is 45.9
years. Approximately 41 percent of FCA employees (41.2 percent) are
over 50 years of age. Only 25.2 percent of the employees are under the
age of 31.

The average grade of FCA employees is 38.40. Approximately 3 percent
of employees are in grades VH-30 through VH-33; 27.6 percent are in
grades VH-34 through VH-37; 52.0 percent of employees are in grades
VH-38 through VH-40; and 17.0 percent of employees are in grades VH-
41 through VH-44.

The average length of federal service for FCA employees has decreased
from 19.9 years as of September 30, 2006, to 16.19 years as of Septem-
ber 30, 2011. The average length of service for all federal employees as
of September 30, 2010, was 13.8 years.

The average length of FCA service decreased from 14.87 years as of
September 30, 2006, to 13.11 years as of September 30, 2011.
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B.2. Education and Training

FCA employs a highly educated work-
force. For example, as of September
30, 2011, approximately 95 percent of
FCA’s employees had attended and
completed some college courses. More
specifically, approximately 82 percent of
employees had obtained a bachelor’s
degree and 19.2 percent had obtained a
master’'s degree. In addition, 41 em-
ployees have completed, and 2 employ-
ees are in the process of completing,
graduate degrees in banking from vari-
ous programs throughout the country.

FCA has also developed and maintains
a staff of commissioned examiners to
carry out the congressional mandate of
examination and regulation of FCS insti-
tutions and to support the needs, goals,
and objectives of OE and the Agency.
FCA administers a Pre-commission
Training Program to ensure that em-
ployees seeking to become FCA com-
missioned examiners are prepared to
take and pass the commissioning exam-
ination and assessment. The Pre-
commission Training Program consists
of a specific set of formal training, on-
the-job examination assignments, and

the commission test. FCA currently
employs 113 commissioned examiners
in OE. There are also 16 commissioned
examiners working in other Agency of-
fices.

As noted in PPM 843, Training and De-
velopment, it is FCA’s policy to sponsor
and pay for training that is consistent
with the needs, priorities, and mission of
the Agency. With appropriate approval,
employees participate in training that is
directly related to the performance of
their official duties. The objective of all
training is to help improve individual and
organizational performance to assist
FCA in achieving its mission, goals and
objectives.

It is also the policy of FCA to encourage
the self-improvement and development
of employees by sponsoring training and
development opportunities to enhance
the performance of their official duties
and develop knowledge, skills, and abili-
ties (KSAs) that will enable them to suc-
cessfully perform present or future re-
sponsibilities. Figure 2.2 provides a
summary of the certifications FCA em-
ployees have completed or are in the
process of completing.

FCA Employees with Professional Certifications

Figure 2.2

Certifications
Certified Risk Professional
Chartered Financial Analyst
Certified Public Accountant

Certified Information Systems Auditor

Certified Financial Services Auditor

Certified Internal Auditor

Certified Business Bankruptcy Specialist
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Number Number in
Complete Progress
6 1
6 1
15 2
17 2
9 0
3 6
1 0



B.3. Age

The average age of the workforce is one
of several key factors needed to track
staff losses due to retirement and the
impact these losses can have on the
ability of staff to accomplish FCA’s mis-
sion. This information is critical in the
development of hiring strategies and
succession planning.

Figure 2.3 shows the average age of dif-
ferent groups of FCA employees as of

Figure 2.3

September 30, 2011. The average age
of FCA employees decreased from
47.16 in FY 2006 to 45.01 in FY 2011.
The average age of men employed by
FCA was 45.69 while the average age
of women employed by FCA was 44.13
in FY 2010. For FY 2011, the average
age of all federal government employ-
ees was 46.8. Figure 2.4 shows a
breakdown of the number of FCA em-
ployees in several age categories as of
September 30, 2011.

Average Age of Employees at the end of FY 2011

48.77

Average Age of Average Age of Average Age of Average Age of Average Age of

Employees Males

Fi ure2.4

Females

Minorities Employees
Reporting

Disabilities

Number of Employees by Age Group FY 2011

Over 70, 3
Under 31, 74
Age 60-64, 20
Age 55-59, 50 Age 31-40, 22
Age 41-44, 21
Age 50-54, 40

Age 45-49, 56



B.4. Grade

Grade is a baseline indicator of the qual- The average grade for General Sched-
ifications required to perform a specific ule (GS) employees throughout the fed-
job. The average grade for FCA em- eral government was 10.0 during FY
ployees was VH-38.34 as of September 2010. While there is no official linkage,
30, 2011, with 48.29 percent of employ- FCA’s grade VH-35 equates to a GS-9.

ees holding positions as VH 39/40/41.

Figure 2.5
Average Grade of Employees FY 2011

Average Average Average Average Average
Grade of Gradeof Gradeof Gradeof Grade of
Employees Males Females Minorities Employees

Reporting
Disabilities

Figure 2.6 shows the distribution of grades throughout FCA as of September 30, 2011.

Distribution of Grades
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B.5. Length of Service

The federal retirement system benefits
package is based on a combination of
length-of-service and age. Length-of-
service is often used as a key predictor
of workforce attrition. It can also be
used as an indicator of the experience
and the general capability of the work-
force to meet its mission.

FCA’s average length-of-service was
16.19 years as of September 30, 2011,
a decrease from September 30, 2006,
when the average length-of-service was

Figure 2.7

19.90 years. The average length-of-
service for all federal agencies was 14.3
years in FY 2010.

The average length-of-service of FCA
employees classified under series 1101
and 570 as Examiners or Policy Ana-
lysts (61.9 percent of the workforce) was
14.23 years. The average length-of-
service of employees classified as 301
Program Managers, 2210 Information
Technology Specialists, and 905 Attor-
ney Advisors was 22.08, 18.11, and
19.09 years, respectively.

Average Length of Federal Service FY 2011

18 16.18 16.64

16
14
12

10

17.3

13.07

DOEmployees BMales OFemales OMinorities DEmployees Reporting Disabilities
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B.6. Employee Turnover

Turnover is an important issue in any
organization and FCA is no exception.
Figure 2.8 shows FCA’s employee turn-
over rate for the last five fiscal years.
During the last five fiscal years, FCA’s
lowest turnover rate was 5.9 percent
during fiscal year 2009, and the highest
was 8.5 percent during fiscal year 2008.
FCA'’s turnover rate of 8.2 percent com-
pared favorably to the federal govern-
ment-wide rate of 11.3 percent during
fiscal year 2011.

The employees classified as series 570
Examiners and 1101 Policy Analysts are
the largest component of the workforce
(61.9 percent). Turnover in this group is
very costly to FCA because Examiners
receive extensive professional training
and direct supervision during the first
three to five years of employment. This
amount of training and supervision re-
quires a substantial monetary commit-
ment by FCA. During fiscal year 2011,
the occupational group with the highest
turnover rate was series 570/1101 Ex-
aminers/Policy Analysts. Fourteen se-
ries 570/1101 employees or 4.8 percent
of the workforce left the Agency during
fiscal year 2011.

B.7. Retirement Eligibility

Under both the Civil Service Retirement
System (CSRS) and the Federal Em-
ployees Retirement System (FERS),
federal personnel can retire if they:

- Are 55-59 years of age and
- Have 30 or more years of cred-
itable service.
or
« Are 60-61 years of age and
- Have 20 or more years of cred-
itable service.
or

- Are 62 years of age or older and
-« Have 5 or more years of credita-
ble service.

Under FERS only, federal personnel can
retire if they:

« Are 55-61 years of age and
< Have 10 or more years of cred-
itable service.

Figure 2.9 shows the number and per-
centage of FCA employees that were
eligible to retire at the end of FY 2011.

Figure 2 8
All Employee Turnover
Number of Percentage of
Fiscal Year Separations Workforce
FY 2011 24 8.2%
FY 2010 21 7.4%
FY 2009 16 5.9%
FY 2008 22 8.5%
FY 2007 21 8.3%
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FCA Employees Eligible for Retirement
as of September 30, 2011

Figure 2.9
Eligibility Point Number Eligible Percent of Total Work-
force
Civil Service Retirement System (CSRS)
Age 55 + 30 Years of Service 14 4.8
Age 60 + 20 Years of Service 4 1.4
Age 62 + 5 Years of Service 10 3.4
Federal Employees Retirement System (FERS)

Age 55 + 30 Years of Service 7 24
Age 60 + 20 Years of Service 2 0.68
Age 62 + 5 Years of Service 12 4.1
Total Eligible 49 16.7
Using the general eligibility formulas for currently eligible to retire or is within a
CSRS and FERS, it is apparent that a five-year window of eligibility (see Figure
large portion of the FCA workforce is 2.10).

Number of Employees Eligible to Retire

FY 11 through FY 17
Figure 2.10
Number of Employees Eligible to Retire FY 11
through FY 17

FY1l  FY12  FY13  FYl4  FY15 FYl6  FYl7  Total
The average and median retirement age 10 year period FY 1995 through FY
of FCA employees voluntarily retiring 2004°, the average retirement age for all
over the period FY 2002 through FY federal employees was approximately
2011 was approximately 60. During the 58. During the past 10 fiscal years, FCA
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employees have stayed on the job an
average of 2.91 years after becoming
eligible for retirement. The median
length of time staying after eligibility for
FCA employees voluntarily retiring was 2
years during the same time period.
During the 10 year period FY 1995
through FY 2004, the average length of
time staying after eligibility for federal
employees voluntarily retiring was

portunity and Diversity Policy Statement
(FCA-PS-62), the FCA Board believes
that the employees that comprise the
FCA are its most important resource.
The FCA Board also values a work envi-
ronment that is open and accepting of
individual differences and encourages
employees to maximize their potential
and to exhibit a commitment to providing
the highest quality service to customers.

3.1 years.
In support of the FCA Board’s guidance,

B.8. Gender, Ethnicity and Persons the Affirmative Employment Plan
With Disabilities provides a frame- work of actions for
increasing the Agency's workforce

It is the goal of FCA to employ a work- diversity by improving the representation

force that reflects the diversity of our na- of and opportunities for women,
tion at all levels and in all occupations. minorities, and the disabled in our
As noted in the Equal Employment Op- workforce.
Race, National Origin and Gender
FCA-Wide,
Figure 2.11 FY 2010 and 2011
% of Total % of % % of % of
Race/National  Total Total Strength  Total Change Federal Civilian
Origin Strength Strength Strength Workers Workers
2011 2010 2005
American Indian/Alaskan Native
Female 0 0 1 0.4 -100.0 1.6 Not
Male 1 0.3 1 04 0 Available
Asian/Pacific Islander
Female 10 34 8 28 250 59 4.6
Male 11 3.7 8 2.8 38.0
Black, not of Hispanic Origin
Female 9 31 12 42 -33.0 18.3 11.3
Male 17 5.8 14 4.9 21.0
Hispanic
Female 7 24 4 14 75.0 7.5 13.1
Male 5 1.7 6 2.1 -20.0
White, not of Hispanic Origin
Female 102 347 93 327 9.0 66.7 Not
Male 132 44.9 137 48.2 -4.0 Available
Totals 294 284

?Latest data available from the OPM
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As of September 30, 2011, the FCA
workforce was comprised of 56.5 percent
males and 43.5 percent females (see
Figure 2.13). This is comparable to the
employment of men and women in the
Federal Civilian Workforce (FCW) as of
September 30, 2010 (55.9  percent
men and 44.1 percent women) (see
Figure 2.12). However, the percentage
of males employed by FCA is higher
than the percentage of employed males
identified by the 2010 Civilian Labor
Force (CLF) statistics (53.2 percent).
The number of females employed by
FCA as of September 30, 2010, falls
below the 2010 CLF statistic of 46.8
percent. Minorites employed by FCA
(i.,e., American Indians/Alaska Natives,
Asians, Native Hawaiians or Other Pacific
Islanders, African Americans, and
Hispanics) comprised 20.4 percent of the
total workforce at the end of fiscal year
2011. The representation of minorities in
the FCA’s workforce increased from 55
employees as of September 30, 2010, to
61 employees as of September 30, 2011.
The percentage of minorities in the
FCA’s workforce is significantly below the
employment of minorities in the FCW
(32.9 percent) as of September 30, 2010,
and the 2010 CLF (16.2 percent).

Disabled employees comprised 12.1 per-
cent of the FCA’s total workforce as of
September 30, 2011. This exceeds the
government-wide average for reportable
disabilities of 6.8 percent as of Septem-

ber 30, 2009°. FCA employees with tar-
geted disabilities comprised 2.0 percent
of the workforce. Targeted disabilities
include: deafness, blindness, missing
extremities, partial paralysis, complete
paralysis, convulsive disorders, mental
retardation, mental illness, and the distor-
tion of limbs/or spine. To achieve parity
with the estimated availability of U.S.
workers with targeted disabilities (3.15
percent), FCA would need to employ 10
people with targeted disabilities. As of
September 30, 2011, FCA employed six
workers with targeted disabilities.  Alt-
hough the percentage of FCA employees
with targeted disabilities falls below the
percentage of U.S. workers with targeted
disabilities, it compares favorably with the
percentage of federal employees with
targeted disabilities (0.88 percent) as of
September 30, 2009. FCA’s percentage
of employees with targeted disabilities
(2.0 percent) as of September 30, 2011,
falls slightly below the Federal high for
targeted disabilities of 2.95 percent es-
tablished as of September 30, 2008.

Under Executive Order 13548, FCA has
developed a 5-year plan to improve the
employment of individuals with disabili-
ties. This plan can be found in Appen-
dix B.

Figures 2.12 and 2.13 provide
information about the CLF, the FCW
and FCA'’s labor force:

Workforce Profile
Civilian Labor and Federal Workforce

Figure 2.12
% 2010 % Federal Workforce
Civilian
Groups Labor Force 9/30/00 9/30/06 9/30/10

Men 53.2 57.70 55.8 55.9
Women 46.8 42.30 44.2 44 1
Minorities 16.2 32.22 32.3 32.9
Disabled 43 6.67 6.8 6.8
Targeted Disabilities* | 3.15 1.12 1.0 0.88

* Targeted disabilities include deafness, blindness, missing extremities, partial paralysis, complete paralysls, convulsive
disorders, mental retardation, mental illness, and the distortion of limbs or spine.

“Latest data available from the OPM
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Workforce Profile
Farm Credit Administration

Figure 2 13
Disabled Targeted
Total Males Females Minorities Employees Disabilities

Date Employees* # |% # |[% # |[% # |% # | %
12/31/98 281 167 59.4 114 406 32 114 10 36 2 0.71
9/30/99 301 167 555 134 445 35 116 9 3.0 2 0.66
9/30/00 284 164 577 120 423 33 116 9 3.2 2 0.70
9/30/01 275 157 571 118 429 40 145 39 142 6 2.18
9/30/02 280 160 571 120 429 47 168 37 132 5 1.79
9/30/03 289 166 574 123 426 54 187 42 145 5 1.73
9/30/04 286 167 584 119 416 53 185 39 136 5 1.75
9/30/05 261 151 578 110 422 45 172 38 146 7 2.68
9/30/06 256 146 570 110 430 43 168 37 145 4 1.60
9/30/07 257 145 564 112 436 43 167 33 128 4 1.56
9/30/08 263 149 56.7 114 433 44 167 31 119 6 2.28
9/30/09 272 156 574 116 427 46 169 32 1.8 6 2.21
9/30/10 287 168 585 119 415 55 192 37 129 6 2.09
9/30/11 297 168 566 129 434 61 205 36 121 6 2.02

* These totals include FCA Board Members under the EX pay scale.

B.9. Veterans

Veterans comprised 11.2 percent of the
FCA’s workforce at the end of fiscal year
2011. Veterans comprised 7.0 percent
of the FCA’s workforce at the end of fis-
cal year 2010, 7.4 percent at the end of
fiscal year 2009, 8.1 percent at the end
of fiscal year 2008, and 9.4 percent at
the end of fiscal year 2007. Although
veterans comprised 23.1 percent of the
federal workforce as of September 30,
2010, the percentage of veterans cur-
rently employed by FCA compares fa-
vorably with many non-Department of
Defense agencies.

Figure 2.14 shows the number of veter-
ans that are currently eligible to retire or
that will be eligible to retire through FY
2017. The number of veterans that are
currently eligible or are scheduled to be
eligible to retire through FY 2017 repre-
sents 67.7 percent of all veterans em-
ployed by FCA as of September 30,
2011. Therefore, the percentage of vet-
erans employed by FCA will continue to
decline unless we are able to recruit
qualified veterans and retain this sector
of our population.

Retirement Eligibility of Veterans Employed by FCA

Figure 2.14
Number of
Number of FY FY FY FY FY FY Veterans
Veterans 2012 2013 2014 2015 2016 2017 Eligible to
Eligible to T=$I531b7y
Retire
16 1 0 2 3 0 22
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B.10. Supervisors

A supervisor is "an individual employed
by an agency having authority in the in-
terest of the agency to hire, direct, as-
sign, promote, reward, transfer, fur-
lough, layoff, recall, suspend, discipline,
or remove employees, to adjust their
grievances, or to effectively recommend
such action, if the exercise of the au-
thority is not merely routine or clerical in
nature but requires the consistent exer-

cise of independent judgment.” These
individuals play an important role in ac-
complishing the FCA’s mission. Figure
2.15 shows the number of supervisors
employed by FCA from FY 2006 through
FY 2011. Figure 2.15 also shows infor-
mation about the average age, grade
and length of service of FCA supervi-
sors.

Characteristics of FCA Supervisors

Figure 2 15
Supervisor Characteristics
Number of Supervisors

Number of Female Supervisors
Number of Minority Supervisors

Number of Supervisors Reporting Disabilities
Average Age of Supervisors

Average Age of Female Supervisors
Average Age of Minority Supervisors

Average Age of Supervisors Reporting Disa-
bilities

Average Grade of Supervisors

Average Grade of Female Supervisors
Average Grade of Minority Supervisors
Average Grade of Supervisors Reporting Dis-
abilities

Average Length of Federal Service Supervi-
sors

Average Length Federal Service Female Su-
pervisors

Average Length Federal Service Minority Su-
pervisors

Average Length Federal Service Supervisors
Reporting Disabilities

Average Length of FCA Service Supervisors

Average Length of FCA Service Female Su-
pervisors

Average Length of FCA Service Minority Su-
pervisors

Average Length of FCA Service Supervisors
Reporting Disabilities

Supervisors comprised 14.96 percent of
the FCA’s workforce at the end of fiscal
year 2011. The average age of supervi-
sors has increased from 52.06 as of

2006
46

8
2

6
52.06

44.58
56.81

56.04
41.41
41.38
38.50
41.33
24.13
19.76
26.75
27.04

20.31
18.37

15.40

23.74
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2007 2008 2009
43 41 46 45 44

9 8 11 13 12
2 1 1 1 1

4 4 6 6 5
53.04 5254 5264 53.84 5428
4532 4633 47.85 49.62 4963
57.81 NA NA NA NA

56.61 57.61 54.81 5582 5525

2010 2011

41.60
41.22
39.00
42.00

41.73
415
NA
42.00

415
40.91
NA
42.17

4142
40.69
NA

42.17

41.55
41.08
NA

42.00

2443 2491 2563 26.75 27.17

20.81 2153 2298 25.14 2499

2775 NA NA NA NA

28.01 29.01 2781 2881 26.78

20.57
19.58

21.41
20.28

21.67
19.93

22.39
19.59

23.66
22.19

16.40 NA NA NA NA

2452 2552 2545 2481 2291

September 30, 2006, to 54.28 as of
September 30, 2011 (Figure 2.16). The
average length of federal service for su-
pervisors has increased from 24.13



years as of September 30, 2006, to
27.17 as of September 30, 2011 (Figure
2.17). The number of supervisors that
are currently eligible or are scheduled to

Figure 2.16

be eligible to retire through FY 2017 rep-
resents 57.8 percent of all supervisors
employed by FCA as of September 30,
2011.

Average Age of FCA Supervisors

2011
2010
2009
2008
2007
2006

51.20 51.70

Figure 2.17

52.20

2.64

53.04

52.70 53.20

Average Length of Federal Service
FCA Supervisors

28.00 —

26.00

24.00

22.00

2006 2007 2008
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B.11. Mission Critical Occupations

FCA employs people in eight of the oc-
cupation groups identified in the OPM
Handbook of Occupational Groups and
Families. FCA’s positions are further
broken down into 21 series within these
eight occupational groups. Many of the
positions classified under several of the-
se series are vital for ensuring the safety
and soundness of the FCS. As a resullt,
these occupations are “mission critical.”

The OPM has defined “mission critical
occupations” as “Occupations agencies
consider core to carrying out their mis-
sions. Such occupations usually reflect
the primary mission of the organization
without which mission-critical work can-
not be completed.” FCA’s mission criti-
cal occupations and series include:

< FCA Examiners/Policy Analysts
(1101)

-« FCA Examiners (570)

« Program Managers (301)

- Attorney Advisors (905).

The following definitions and descrip-
tions of these mission critical occupa-
tions were taken from the OPM’s Hand-
book of Occupational Groups and Fami-
lies:

- General Business and In-
dustry, Series 1101 - This se-
ries covers all classes of posi-
tions the duties of which are to
administer, supervise, or perform
any combination of work pertain-
ing to and requiring a knowledge
of business and trade practices,
characteristics and use of
equipment, products, or proper-
ty, or industrial production meth-
ods and processes, including the
conduct of investigations and
studies, the collection, analysis,
and dissemination of information,
the establishment and mainte-
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nance of contacts with industry
and commerce; the provision of
advisory services, the examina-
tion and appraisement of mer-
chandise or property, and the
administration of regulatory pro-
visions and controls.

Financial Institution Exam-
ining, Series 570 — This series
includes all classes of positions
the duties of which are to direct,
supervise, advise on, or perform
examination of financial institu-
tions such as banks, savings or
building and loan associations,
cooperative banks, home financ-
ing institutions, cooperative sav-
ings and lending organizations
and similar institutions for such
purposes as determining finan-
cial condition; quality of assets;
extent of liabilities; operating re-
sults, trends, and policies; extent
of compliance with provisions of
charters, by-laws, and regulatory
laws and regulations; accuracy
of financial records; and whether
irregularities have occurred.
Some positions also include fur-
nishing advice and assistance
concerning the organization, op-
erations, and policies of such in-
stitutions. Work characteristic of
this series requires some, but
less than full, professional
knowledge of accounting and
auditing principles, procedures,
and techniques; and knowledge
of the laws and regulations con-
trolling the organization and op-
eration of such institutions and
the operating methods, proce-
dures, and practices of financial
institutions.

Miscellaneous Administra-
tion and Program, Series



301 - This series covers posi-
tions the duties of which are to
perform, supervise, or manage
two-grade interval administrative
or program work for which no
other series is appropriate. The
work requires analytical ability,
judgment, discretion, and
knowledge of a substantial body
of administrative or program
principles, concepts, policies,
and objectives.

ministrative orders, rules, or reg-
ulations to give effect to the pro-
vision of governing statutes or
other requirements of law; draft-
ing, negotiating, or examining
contracts or other legal docu-
ments required by the agency’s
activities;  drafting, preparing
formal comments, or otherwise
making substantive recommen-
dations with respect to proposed
legislation; editing and preparing

for publication statures enacted
by Congress, opinions or discus-
sions of a court, commission, or
sional legal positions involved in board, drafting and reviewing
preparing cases for trial and/or decision for consideration and
the trial of cases before a court adoption by agency officials.
or an administrative body or per- The_wqu of this series requires
sons having quasi-judicial power; admission to the bar.

rendering legal advice and ser- _ . :
vice with respect to questions, The following descriptions of FCA’s mis-

regulations, practices, or other sion critical occupations provide greater
matters falling within the purview detail roles and responsibilities these

of a federal government agency: employees have in ensuring the safety
preparing interpretive and ad- and soundness of the FCS:

- General Attorney, Series
905 - This series covers profes-

FCA Examiners

The majority of FCA’s series 1101 employees and all series 570 employees are Exam-
iners. FCA Examiners are responsible for carrying out comprehensive programs for ex-
amination, oversight, enforcement, accounting interpretations and guidance, and report-
ing on the operation and condition of the institutions of the FCS. Examiners also exam-
ine the National Cooperative Bank (NCB) and provide examination expertise to the Farm
Credit System Insurance Corporation (FCSIC) and other federal agencies, such as the
United States Department of Agriculture (USDA). FCA examiners plan, organize, and
conduct examinations of System institutions in the communities where they are located.
They evaluate all facets of an institution's operations, such as financial operations, data
processing, management's compliance with federal regulations, and sound business
practices. They also review loans to all types of agricultural enterprises. Finally, FCA
examiners prepare written and oral reports on their findings for the institution's board of
directors and management.

Policy Analysts

FCA also employs series 1101 employees as Policy Analysts in the Office of Regulatory
Policy. Policy Analysts develop regulations and policies for the FCA Board’s considera-
tion, manage regulatory prior approval activities, conduct analyses of risk affecting the
FCS, and manage data collection activities. These employees have primary responsibil-
ity for developing regulations and policy positions that implement applicable statutes,
promote the safety and soundness of the System, and support the FCS’s mission as a
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dependable source of credit and related services for agriculture and rural America.
Other mission critical functions performed by Policy Analysts include evaluating and rec-
ommending regulatory and funding approvals, managing the FCA’s merger and charter-
ing activities, providing strategic and systemic analyses that identify and contribute to the
effective management of risks facing the System, and administering a data collection
program to support the FCA’s Consolidated Reporting System.

Program Managers

A number of employees in the 301 series are responsible for the general management of
the offices of the FCA. They have broad responsibility for planning, organizing, direct-
ing, coordinating, and controlling Agency operations and provide liaison between the
FCA Board and professional staff on policy matters. They supervise the development
and implementation of operating plans and budgets and ensure that program results ful-
fill approved budgets and plans and reflect effective and efficient operations. In addition
to the broad responsibilities noted above, these mission critical employees are involved
in the Agency’s planning activities, (e.g., the 5-year Strategic Plan and Information Re-
sources Management Plan; establish management controls for programs, budget ex-
penditures, and vulnerability assessments; respond to internal and external audits of
FCA operations; and ensure that appropriate corrective actions are promptly taken).

Attorney Advisors

FCA employs series 905 Attorney Advisors in the Office of General Counsel. Attorney
Advisors provide advice to the Chairman and Chief Executive Officer, the FCA Board,
and Agency staff on legal, ethical, and policy matters. Attorney Advisors also represent
the Agency in enforcement matters and litigation (in coordination with the Department of
Justice). Attorney Advisors also provide legal advice, opinions, and support for the de-
velopment and promulgation of FCA regulations and for Administrative Procedure Act
compliance; the review of corporate activities, including charter amendments, mergers,
consolidations, and other reorganizations, including terminations; the regulation of the
Farmer Mac,; and the initiation and coordination of receiverships. They also provide legal
counsel, opinions, and support on personnel and Equal Employment Opportunity issues;
contracts, procurement, budgetary and financial matters; information and records
management, including Freedom of Information Act and Privacy Act compliance; and
issues involving the FCS Building Association. They provide legal opinions on technical
questions about the Farm Credit Act and other laws applicable to System institutions.
They review and analyze legislation, and assist in re- sponding to congressional and
public inquiries, including borrower rights inquiries. In addition, FCA Attorney Advisors
comprise the Agency’s ethics staff and counsel the Board and Agency staff on
compliance with the ethics program

Figure 2.18 shows the number of mis- the end of FY 2011. The average age
sion critical employees employed by of Examiners/Policy Analysts was 41.88
FCA as of September 30, 2011. Figure as of September 30, 2011. As of the
2.18 also shows information about the same date, the average age of Program
average age, grade and length of ser- Managers and Attorney Advisors was
vice of mission critical employees. 4959 and 50.64, respectively. As of

September 30, 2011, the average length
Mission critical employees comprised of federal service for Examiners/Policy
74.8 percent of the FCA’s workforce at Analysts was 14.23 years. The average

41




length of federal service was 20.08
years for Program Managers and 19.09
years for Attorney Advisors as of Sep-
tember 30, 2011.

Figure 2.19 shows the retirement eligi-

bility of mission critical employees.

Characteristics of Mission Critical Employees as of
September 30, 2011

Figure 2.18

Series Characteristics

Number of Employees

Number of Males

Number of Females

Number of Minorities

Number of Employees Reporting Disabilities
Average Age of Employees

Average Age of Males

Average Age of Females

Average Age of Minorities

Average Age of Employees Reporting Disabilities
Average Grade of Employees

Average Grade of Males

Average Grade of Females

Average Grade of Minorities

Average Grade of Employees Reporting Disabilities
Average Length of Federal Service Employees
Average Length of Federal Service Males

Average Length of Federal Service Females
Average Length of Federal Service Minorities
Average Length Fed Service Employees Disabilities
Average Length of FCA Service Employees
Average Length of FCA Service Males

Average Length of FCA Service Females

Average Length of FCA Service Minorities

Average Length FCA Service Employees Disabilities
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Series 570 and Series 301

1101
Examiners
Policy
Analysts
182
121
61
34
18
41.88
44.00
37.68
36.41
46.53
38.41
38.59
38.05
37.41
38.56
14.23
15.82
11.06
11.62
15.20
12.88
14.31
10.05
10.16
14.23

Program
Managers

25

10

15

6

3
49.59
52.28
47.80
37.92
51.88
38.52
40.60
37.13
35.67
40.33
20.08
21.24
19.38
15.93
22.01
14.15
15.14
13.49
14.99
16.99

Series 905
Attorney
Advisors

-
wo oy

50.64
48.40
51.63
NA
49.98
41.46
41.50
41.44
NA
41.33
19.09
17.94
19.62
NA
19.29
14.08
10.58
15.65
NA
10.51



Retirement Eligibility of Mission Critical Employees

Figure 2 19
Number of Mission
Mission Critical FY FY FY FY FY  FY gi“ti'gli' E)mé’;‘t’ii’:is
Occupations 2012 2013 2014 2015 2016 2017 9 EY 2017 y
Number of Examiners
Policy Analysts 26 7 3 4 4 5 49
Eligible to Retire
Number of Program
Managers Eligible to 9 1 0 1 0 1 12
Retire
Number of Attorney
Advisors Eligible to 2 0 1 2 1 0 6
Retire
Totals 37 8 4 7 5 6 67
The number of mission critical employ- C. FCA Office Profiles
ees that are currently eligible or will be-
come eligible to retire through FY 2017 The CHCO developed a questionnaire
represents 30.5 percent of all the mis- to survey the human capital needs of
sion critical employees as of September each FCA office. The following is a list
30, 2011. This number also represents of the questions and a summary of the
66.3 percent of all FCA employees that offices’ responses. More detailed infor-
are currently eligible or that will become mation about the offices’ responses can
el|g|b|e to retire by FY 2017 be fOund in Appendix C

Does the Functional Statement accurately describe the duties and responsibilities
of your office?

Most offices responded that the office Functional Statements were accurate or generally
accurate. OMS and OIG responded that revisions are necessary.

Does your current staff meet the present needs of your office? If not, why?
Several offices expressed a need for additional staff and most offices indicated addition-
al staffing skill sets and/or higher levels of expertise were needed.

Do you anticipate any changes to the duties and responsibilities of your office
over the next 5 years? If so, how will the changes affect your staffing needs?
OCPA and ORP indicated that they expect changes to their duties and responsibilities.
The other offices did not foresee any changes to the Office duties and responsibilities.

Do you anticipate any changes to the business processes of your office over the
next 5 years? If so, how will the changes affect your office’s staffing needs?
Several offices indicated that changes in business processes were occurring, mostly re-
sulting from information technology changes.
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Do you anticipate changes in the volume of work your office accomplishes over
the next 5 years? If so, how will the changes affect your office’s staffing needs?
The volume of work is expected to increase in most cases, due to changes in the Sys-
tem and operating environments that have increased the complexity of the work and im-
pacted the required skill sets.

What new competencies (knowledge, sKills, or abilities) do you anticipate needing
in your office over the next 5 years?

Almost all offices indicated the need for additional competencies due to changes in the
System and operating environment. New or enhanced competencies common to one or
more office included communications (electronic and traditional), credit, finance, opera-
tions, financial analysis and financial modeling.

What accessions (i.e., hiring) are approved for your office over the next 5 years?
Please include the following information about the accessions: types and number
of positions, series, grades and responsibilities.

Most offices indicated the need to hire new staff over the next 5 years due to projected
attrition or skill gaps. OE indicated the need for the most new hires due to the larger staff
size.

Please identify any career track promotions you plan to make during the next 5
years? Please include the following information about possible career track pro-
motions: number of promotions, position titles, series, and grades.

Almost all offices anticipated career track promotions with OE, OMS, and ORP project-
ing the greatest number due to the larger staff size.

What attrition do you anticipate in your office over the next 5 years?

Four offices project a high level of attrition, primarily due to retirements. In all offices,
most of the projected attrition will occur at the skilled tenured staff and senior manage-
ment levels.

What succession plans have you developed to address retirements and attrition
over the next 5 years?

Most offices had some type of succession planning activity. Plans included promoting
from within, developing a “talent pool”, developmental assignments for future managers,
hiring outside the Agency and a multi-source approach.

D. Future Workforce Profile (De- strategic planning process and the input
mand Analysis) of Agency management. The evolution

of agriculture, rural America, and the fi-

Assessing the future workforce require- nancial services industry means that the
ments of the FCA encompasses a broad FCA will need an experienced and quali-
range of issues. These issues have fied professional staff to meet the antici-

been identified through the Agency’s
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pated growth and complexity of the

FCS.

D.1. Critical Functions Needed

Increased complexity of exami-
nations due to greater size of
FCS institutions.

Increased FCS institution exami-
nation complexity in the areas of
credit, finance, and operations.
Increased complexity associated
with review and approval of FCS
products, services, and allianc-
es.

Increased information technolo-
gy examination activity at the
regulated entity and service pro-
vider level.

Increased demand on superviso-
ry resources due to changes in
national, regional, and local eco-
nomic conditions.

Increased examination activity in
supervision of more sophisticat-
ed and complex FCS institutions.
Continued requests for greater
regulatory and policy flexibility to
meet the needs of agricultural
producers and rural areas.

D.2. Future Workplace Challenges

Increased use of technology to
maximize efficiency of internal
operating processes.

Increased use of technology to
better identify and analyze risk.
Increased use of subject matter
specialists.

Increased level of knowledge
base in specialty areas.
Increased focus on risk-based
oversight and examination pro-
grams.

Loss of experienced employees
with historical knowledge of the
FCA and the FCS.

Increased number of new em-
ployees to replace those leaving
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D.3.

due to normal attrition and re-
tirements.

Increased wuse of contracts,
shared services, or other non-
traditional arrangements to ac-
complish Agency responsibilities.
Increased use of training to en-
sure the transfer of knowledge
as employees retre and the
proper development of employ-
ees hired to replace those retir-
ing.

Increased need for coaching and
mentoring skills to ensure that
new employees develop and are
able to advance their careers
properly.

Increased emphasis on targeted
recruiting to improve the repre-
sentation of and opportunities for
women, minorities, and the disa-
bled in the workforce.

Increased emphasis on recruit-
ing and hiring veterans to in-
crease their representation in the
workforce.

Critical Workforce Skills
Needed

In-depth knowledge of FCS lend-
ing programs and practices.
In-depth knowiadge of credit
analysis, credit risk manage-
ment, credit scoring, and real es-
tate appraisals.

In-depth knowledge of loan syn-
dications, cooperative lending,
international lending, leasing,
and direct lending to associa-
tions.

In-depth knowledge of financial
risks associated with capital
management, interest rate risk,
asset/liability management, cap-
ital markets, funding derivatives,
and secondary markets.

In-depth knowledge of financial
accounting to effectively assess



capital, earning, liquidity, sensi-
tivity, and financial disclosures.

Audit and investigative tech-
niques to examine corporate
governance, internal controls,
accounting practices, financial

reporting, information technolo-
gy, electronic commerce, and
the internal audit and review
programs.

Ability to interpret and apply rel-
evant rules, regulations and
statutes.

Enhanced knowledge of sec-
ondary market activities, includ-
ing securitization,  derivatives,
counterparty risks, and arbitrage
activities.

Risk assessment and financial
modeling.
Database
maintenance.
Business process reengineering,
analysis and redesign.
Negotiation and change man-
agement.

Effective  written
communication skills.
Clear, concise, and accurate re-
port and technical writing.
Contract management skills.
Interpersonal skills to facilitate
and enhance the communication
of Agency findings and deci-
sions.

Project management skills to ef-
fectively and efficiently manage
Agency projects and initiatives.

development and

and verbal
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E. Gap Analysis
E.1. Anticipated Shortage of
Workers or Skills

Gap analysis is the process of com-
paring information from the supply and
demand analyses to identify the differ-
ences, or “gaps,” between the supply of
and demand for human capital. Gap
analysis identifies situations when de-
mand exceeds supply such as when
critical work demand, number of per-
sonnel, or current/future competencies
will not meet future needs. Figures 2.20
and 2.21 provide staffing gap projec-
tions on the number of employees the
FCA will need during the next five fiscal
years to accomplish its mission. These
projections were made using the most
recent information available. For exam-
ple, retirement calculations were based
on known retirement information and the
average length of time employees wait
before retiring. In addition, average
grades were projected for each office
and for the Agency as a whole. These
average grade projections were based
on the information each office provided in
response to the human capital survey,
retirement trends, and hiring employees
to replace departing employees at the
lowest grade of each respective career
track. Attrition, hiring, and average grade
projections for each office can be found
in Appendix E.



Projected Staffing and Workforce Needs

Figure 2.20*
FCA : FY 2013 FY 2014 FY 2015 FY 2016 FY 2017
foice , Have Need Gap Have Need Gap Have Need Gap Have Need Gap Have Need Gap
OB/@QCEO 7 9 (2 8 9 1) 9 9 0 9 9 o 9 9 o
OCPA 7 7 0 7 7 0 7 7 0 7 7 0 7 7 0
OE = 162 177 (15) 166 178 (12) 164 178 (14) 167 179 (12) 169 180 (11)
OosmMO 5 5 0 5 5 0 5 5 0 5 5 0 5 5 0
OoGC . 13 14 @1) 14 14 0 14 14 0 13 14 (1) 14 14 0
OoMS 48 63 (5) 653 53 0 50 53 (3) 52 63 (1) 51 83 (2)
OoIG 3 5 (2) 5 5 0 5 5 0 5 5 0 3 5 (2)
ORP 24 31 (7)) 30 32 (2 32 32 0 32 32 0 30 32 @
Total® 269 301 (32) 288 303 (15) 286 303 (17) 290 304 (14) 288 305 (17)
Figure 2.21
FCA Staff Resource Model*
2013 2014 2015 2016 2017

Staff at Beginning of Year 303 301 303 303 304
Attrition / Retirements -32 -14 -17 -14 -15
Hirings 30 16 17 15 16
Staff at End of Year 301 303 303 304 305
Awerage Grade at Year End 34.26 34.27 34.27 34.44 34.65
Attrition Rate 1% 5% 6% 5% 5%
Net Attrition Rate 1% 1% 0% 0% 0%

* Does not include FCA Board Members.

Projections do not include rotational employees.
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As previously noted, workforce need
projections were made using the infor-
mation the offices provided in response
to the Human Capital Survey as well as
employee retirement eligibility. The pro-
jections were broken down by office and
were also made using the following as-
sumptions and parameters:

e Current staffing levels were used
as the baseline for the projec-
tions;

< No crisis or excessive risk in the
FCS or in agricultural lending;

- Positions are only filled when
they become vacant;

e Employees are projected to
leave the Agency approximately
two years after they become eli-
gible for retirement unless an
employee has provided a specific
retirement date.

The projections show that the FCA will
need to hire 94 employees during the
period FY 2013 through FY 2017. As a
result, 31.3 percent of the Agency work-
force will turnover during the next five
year period. The loss of employees dur-
ing this period will challenge the Agency
to retain historical knowledge and per-
spectives on the programs, practices
and mission of the FCS as well as the
FCA. On the other hand, the loss and
the subsequent replacement of employ-
ees will provide the FCA numerous op-
portunities to diversify its workforce. For
example, FCA will have opportunities to
diversify its gender, racial, national
origin, and generational profiles. The
influx of new employees can also bring
about new perspectives and ways of ac-
complishing tasks. To minimize any ad-
ditional and unanticipated turnover, the
Agency must have appropriate strate-
gies to efficiently and effectively recruit,
hire and retain employees.

Other gaps the FCA must address to en-
sure its workforce is prepared to fulfill the
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Agency’s responsibilities and mission in-
clude the following:

< A large number of employees
who are eligible retirees or will
become eligible to retire within
the next five years, are in mis-
sion-critical positions or hold posi-
tions that require extensive
knowledge of an Agency pro-
gram. To ensure the FCA is able
to successfully administer and ful-
fill our responsibilties and mis-
sion without interruption, these
key positions must be targeted for
succession planning.

e The retirement of a significant
number of employees, including
many who are mission-critical,
will result in the loss of important
skills and historical knowledge.
FCA must explore methods for
capturing and retrieving these
perspectives, experiences and in-
sights before they are lost
through retirements.

 Due to the significant number of
employees that are currently eli-
gible or will become eligible to re-
tire within the next five years, the
FCA could face an experience
imbalance. Potential retirements
and attrition could force the
Agency to hire several new em-
ployees within a short period of
time. Should this occur, FCA
could have a large number of
employees without the benefit of
historical knowledge and experi-
ence. This experience imbalance

could negatively impact the
FCA’s ability to accomplish its
mission.

- Sixteen key management em-
ployees or senior level officials,
including three Office Directors,
the Inspector General, and the



Chief Operating Officer will be re-
tirement eligible within the next
five years. These individuals
have a great deal of knowledge
and experience managing FCA
programs and operations. FCA
must ensure its succession plan-
ning initiatives cross-train and
expose employees to the duties
and responsibilities of key man-
agement and senior level Ooffi-
cials.

Twenty-seven supervisors are
currently eligible or will become
eligible to retire within the next
five years. Supervisors play an
important role in ensuring the ac-
complishment of FCA’s mission.
The FCA’s succession planning
initiatives must ensure there is a
pipeline of employees available
with the leadership and manage-
ment skills necessary to efficient-
ly and effectively manage Agency
programs and projects.

The influx of approximately 94
new employees over the next five
fiscal years will present many su-
pervisory and managerial chal-
lenges. Many of the new em-
ployees will be hired in entry level
positions and will more than likely
be characterized as members of
the millennial generation (i.e.,
born in 1977 or later). Character-
istics attributed to this generation
include skepticism, confidence,
creativity, and a disregard for bu-
reaucracy and hierarchical struc-
tures. It is imperative that super-
visors, team leaders and other
seasoned employees possess
the inter-personal skills neces-
sary to effectively communicate
with these new employees as
well as others in the System,
Congress, other federal agencies
and members of the public.

49

The growth and complexity of the
FCS will require additional and
more in-depth skills in the areas
of credit, finance, operations, ex-
amination and supervision.

Advancements in information
technology will provide new
methods to analyze and model
the risk in the credit and financial
condition of the FCS. Examiners
and analysts must be able to un-
derstand and use this new tech-
nology.

The increased complexity of FCS
institutions, financial instruments,
lending programs, and infor-
mation technology will require
enhanced writing and analytical
skills to ensure that reports, poli-
cies, and regulations clearly and
effectively communicate in-
formation to readers and users of
FCA’s products.

Growth and modifications to the
programs administered by FCA
require skill in managing change.
Supervisors must be able to mo-
tivate change, choose a suitable
change  approach, compare
change initiatives to avoid mis-
takes, and define implementation
strategies to support their goals.

Due to the significant number of
employees that are currently eli-
gible or will become eligible to re-
tire and the subsequent hiring of
new employees, project man-
agement skill and experience will
be needed to ensure the accom-
plishment of FCA initiatives.

The increased use of shared ser-
vices and other contract relation-
ships  will  require  greater
knowledge of, and experience, in
managing contracts. As a result,



the Agency should provide COTR
(contract officer’s technical repre-
sentative) training for employees.

The percentage of minorities in
FCA’s workforce is currently
below the employment of
minorities in the federal civilian
workforce. The percentage of
employees with targeted
disabilities is below the availability
of U.S. workers with targeted
disabilities. The potential for
retrements and attrition could
have a negative effect on the
Agency’s minority and disabled
employee workforces. Continued
efforts to recruit and retain
minorites and the disabled
should continue.

e Future retirements will have a
negative impact on the Agency’s
veteran workforce. Efforts to
recrut and hire veterans should
be considered to increase their
representation in the FCA’s
workforce.

F. Strategies to Address Gaps

To address the gaps between the current
workforce and future demands, FCA has
developed the following goals for the
current workforce plan. Our future
workforce development efforts can be
grouped into these key areas:

Gap
Goal

Rationale

Action
Steps

Gap

Goal
Rationale

Action
Steps

Future loss of knowledge and experience due to retirements.

Manage the pace and timing of retirements to ensure FCA has suffi-
cient resources to accomplish its responsibilities and mission.
Managing the rate and timing of retirements will enable the FCA to en-
sure the availability of sufficient staff with the knowledge and skills to
meet the Agency’s goals and objectives.
- Evaluate the areas where managing or slowing the pace of em-
ployee retirements would benefit the Agency.
< Encourage and reward mission-critical retirement eligibles for
staying a pre-determined period of time before retiring.

Potential experience imbalance due to loss of knowledge-
able retirees.
Reduce the potential for having an experience imbalance.

Closing or managing the experience gap will reduce the impact of re-
tirements or other loss of experienced personnel on the knowledge
base and skill sets and preserve the Agency’s ability to fulfill its mis-
sion.
 Implement a program to train senior personnel to coach less
tenured or experienced employees.
« Provide mid-level managers assignments that develop their
ability to address complex or problem situations.
< Record and memorialize historic approaches to complex or
problem situations.
< Maintain a succession planning process.

I Budget constraints may restrict ability to hire skilled work-
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Goal
Rationale

Action
Steps

Gap

Goal

Rationale

Action
Steps

Gap
Goal

Rationale

Action
Steps

ers.
Increase the number of employees available for critical functions.

The availability of a sufficient number of employees is critical to the
Agency’s ability to meet all of its goals and objectives in an effective
and efficient manner.

« Develop a “contract examiner assistant” program comprised of
recent retirees and employees who have decided to temporarily
leave the workforce to care for children or parents.

- Communicate the benefits of the program to employees so they
are able to incorporate it into their plans for retirement or leaves
of absence.

-« Evaluate the use of shared services, contract services, job
shares, term employment, part-time employment to enhance
the efficiency and effectiveness of the workforce.

Retirements and attritions may require the FCA to replace
more than 40 percent of its existing workforce during the
next five fiscal years.
Recruit and retain the best employees for FCA positions by becoming
an employer of choice within the federal government.
Employees are the Agency’s most valuable resource. Successful hir-
ing and retention of employees will reduce turnover and improve em-
ployee morale.
- Train selecting officials how to recruit, select and retain quality
staff.
< Recruit experienced employees from other agencies or private
organizations to reduce training expenses and competency lag.
« Maintain recruiting materials that appeal to seasoned appli-
cants as well as entry-level applicants.

Minorities and employees with targeted disabilities are un-
derrepresented in FCA’s workforce.
Increase the number of minorities and employees with targeted disabil-
ities using targeted recruitment.
It is the goal of FCA to employ a workforce that reflects the diversity of
our nation at all levels and in all occupations. As noted in the EEO and
Diversity Policy Statement (FCA-PS-62), the Board believes that the
employees that comprise FCA are its most important resource. The
FCA Board values a work environment that is open and accepting of
individual differences and encourages employees to maximize their
potential and to exhibit a commitment to providing the highest quality
service to customers.
- Train selecting officials how to recruit, select and retain a di-
verse staff.
- Continue strategies to recruit minorities and applicants with tar-
geted disabilities, such as targeted recruiting at universities.
« Develop strategies for assignments and experiences that de-
velop all staff equitably.
- Target retention strategies towards diverse talent.
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Gap

Goal
Rationale

Action
Steps

Gap

Goal
Rationale

Action
Steps

Gap

Goal

Rationale

- Establish a recruiting plan for every job posting that focuses on
diversity.

The number and percentage of veterans in FCA’s workforce
has increased but is below government wide averages.
Increase the number of veterans using targeted recruitment.

The federal government recognizes the enormous contributions of men
and women who have served their country in uniform. By law, disabled
veterans or veterans who served on active duty during specified time
periods or in military campaigns are entitled to preference over non-
veterans both in hiring and retention during reductions in the workforce.
Veterans have the training, work ethic and proven skills that can add
value to an organization.

- Train selecting officials how to recruit, select and retain veter-
ans and disabled veterans.

- Continue strategies to recruit veterans and disabled veterans
(i.,e., posting applications on Hirevetsfirstgov or on
www.militaryhomefront.dod.mil, or attending career events that
target veterans such as a “Salute to Our Hero’s” job fair).

Employees will need more in-depth skills to ensure the safe-
ty and soundness of the FCS.
Develop and maintain a competent, well-trained workforce.

The presence of a well trained workforce is absolutely critical for the
success and credibility of the Agency.

« Expand core training programs to include more in-depth and
comprehensive courses in the areas of identified weaknesses
or gaps.

« Develop more subject matter experts in critical areas (i.e., im-
plementation of OE’s Career Path Program).

- Implement a visiting scholar program to obtain fresh perspec-
tives and expertise in the areas of finance, credit and rural de-
velopment.

- Hire mid-career staff with more in-depth skills

< Use contractors for knowledge transfer

The influx of new employees during the next five fiscal
years will challenge the communication and interpersonal
skills of supervisors, team leaders and other seasoned em-
ployees.

Develop and enhance employee communication and interpersonal
skills.

The most significant part of any job involves interaction with other peo-
ple. Other skills are brought to bear on an organization only through
effective communication, which is a function of the skills of assertive-
ness, listening, influencing and presenting. Communicating respect for
other people or professionals within the workplace will enable one to
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Action
Steps

Gap
Goal
Rationale

Action
Steps

reduce conflict and increase participation or assistance in obtaining in-
formation or completing tasks.

Expand core training programs to include more in-depth and
comprehensive courses in the areas of active listening, team-
work, professional image, speech skills, professional etiquette,
dealing with difficult people, assertiveness, systemic problem
solving, and time use management.

Use feedback instruments so employees understand the effec-
tiveness of their communication and interpersonal skills (i.e.,
360 evaluations).

Sponsor brown-bag training sessions and Newsletter articles
on interpersonal and communication skills.

Potential loss of Agency leadership and experience.
Develop employee leadership skills.

Ensure a pipeline of employees available with the leadership and
management skills necessary to efficiently and effectively manage
Agency programs and projects.

Expand existing training programs and opportunities on man-
agement techniques such as change management, effective
leadership, diversity leadership, negotiations, performance
management, and project management, including COTR train-
ing.

Ensure the Agency maintains a current Succession Plan for
key positions.

Develop future leaders by creating development paths to pre-
pare lower-level staff to move into jobs with higher-level skill
requirements.

Provide for long term rotational opportunities.
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Section Il = Leadership and
Knowledge Management

A. Background

The FCA will maintain continuity of
leadership and employee skills and
competencies through strong knowledge
management, employee development
programs, and succession planning.

FCA leadership will:

< Plan for and develop employees to
meet Agency needs. This is accom-
plished by providing tools to leaders
and managers to effectively manage
people, and by providing a learning
environment to improve employee
performance.

- Establish a clear vision for change
and make necessary commitments
to achieve results.

 Maintain high standards of honesty
and ethics that serve as a model for
the workforce.

- Systematically provide resources,
programs, and tools for knowledge-
sharing across the organization in
support of its mission accomplish-
ment.

- Foster a learning culture that pro-
vides opportunities for continuous
development and encourages em-
ployees to participate.

B. Succession Planning
B.1. Executive Succession Plan

FCA’s maintains a formal succession
plan for its executive ranks ensuring that
there is a qualified pool of experienced
managers who have met the objectives
of the Agency’s Leadership Develop-
ment Program and who can become the
FCA leaders of tomorrow.
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B.2. Leadership Development
Program

Executive development at FCA is critical
to maintain a group of experienced su-
pervisors and managers to meet the
mission and goals of the Agency. The
FCA Training and Evaluations Database
contains courses, seminars, confer-
ences and other developmental oppor-
tunities for managers and supervisors to
assist them in their career development.

FCA plans on establishing a Leadership
Development program for executives,
managers, aspiring leaders, and other
Agency staff. The Program for execu-
tives will establish core competencies
for FCA Executives and strategies for
them to achieve those competencies.
The FCA will utilize the competencies
identified by OPM for the Senior Execu-
tive Service. Through implementation of
the Leadership Development Program,
the Agency will be able to meet its lead-
ership and management training needs
and have a core group of managers
available for executive succession.

B.3. Supervisory Development
Program

FCA’s Aspiring Leaders Developmental
Program (ALDP), will help ensure that
the Agency adequately prepares for su-
pervisory succession by:

Identifying/selecting eligible pro-
fessional staff members from
any office in the Agency with the
interest and potential to succeed
as supervisors;

Defining the experiences and
training essential for participants'
development;

= Preparing talented employees
for supervisory positions at an
early stage of their careers;



- Providing training and develop-
mental experiences that will offer
the opportunity to develop the
supervisory competencies and
effectiveness levels needed by
supervisors for successful job
performance; and

e Committing the resources to
support the program.

Plans are being made to enhance this
program so it can be used as an Agency
wide management track for new super-
visors upon assuming supervisory re-
sponsibilities. FCA has already estab-
lished competencies for supervisors and
managers.

B.4. FCA Mentoring Program

The FCA Mentoring Program is de-
signed to capitalize on the experience,
knowledge, and expertise of employees
who serve, on a one-on-one basis, as
mentors to fellow employees to enhance
employees' professional growth and de-
velopment. PPM 854 assigns responsi-
bilities and establishes procedures for
the Mentoring Program.

The Program objectives are designed to
help:

- Identify and enhance individual
employee potential;

- Facilitate better communication
among FCA employees through
mentoring relationships;

- Support and guide employees in
their professional growth and
development; and

< Enhance mentors’ communica-
tion and supervisory sKkills.

C. Integrity and Inspiring Em-
ployee Commitment
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C.1. Ethics Training

FCA’s Office of General Counsel over-
sees and coordinates the Agency’s eth-
ics training activities on an annual basis.
The Agency is in full compliance with 5
CFR 2628.701-706 Subpart G: Execu-
tive Agency Ethics Training Programs.

C.2. No FEAR Act

The Notification and Federal Employee
Anti-discrimination and Retaliation Act of
2002, also referred to as the No FEAR
Act, became effective October 1, 2003.
The passage of this law holds substan-
tial implications for federal agencies,
and has been hailed as the "first civil
rights bill of the new century." It specifi-
cally requires agencies to provide writ-
ten information and training for all em-
ployees on their rights, protections, and
remedies under discrimination, retalia-
tion, and whistleblower laws.

All federal employees are required to
take the No FEAR Act training every two
years. FCA employees took the re-
quired training in September 2011 by
viewing an on-line presentation. The No
FEAR Act training is also included in our
online training for new employees.

C.3. Whistleblower Protection
Act Compliance Certifica-
tion

In 2003, FCA became the second fed-
eral agency to earn certification for suc-
cessful completion of the Office of Spe-
cial Counsel's (OSC's) program to edu-
cate employees about their rights and
remedies under the provisions of the
Whistleblower Protection Act (WPA). In
order to receive the certification, the
Agency implemented an OSC five-step
educational program that included plac-
ing posters about prohibited personnel
practices and whistle blowing in perma-



nent locations in each field office, as
well as headquarters.

FCA also provided employees a link to
the OSC website, which contains a
wealth of information about prohibited
personnel practices and whistleblower
protections and the Hatch Act.

FCA includes written materials on pro-
hibited personnel practices, the Whistle-
blowing Protection Act, and OSC's role
in enforcing such laws in orientation
training packets to al new employees.
Every year FCA provides all FCA em-
ployees with written materials on prohib-
ited personnel practices, the Whistle-
blowing Protection Act, and OSC's role
in enforcing such laws. And every three
years, FCA trains managers and super-
visors on their responsibilities under the
prohibited personnel and whistleblower
protection provisions of title 5 of the U.S.
Code. The materials are also included
in FCA’s NEO.

FCA’s most recent certification from
OSC was in May 2010 and is valid until
May 2013.

D. Continuous Learning

D.1. Learning and Development

Framework

The foundation of the FCA Learning and
Development Framework rests with the
IDP Process. Each year, as follow-up to
the annual performance appraisal re-
view, all employees are required to
complete IDPs. These IDPs cover the
remainder of the current fiscal year and
project training needs for the upcoming
two fiscal years. The IDPs are devel-
oped by employees in collaboration with
their supervisors and are updated during
the mid-year performance review or at
other times during the year, as needed.
IDPs cover both long-range career goals
and short-range developmental objec-
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tives. When appropriate, IDPs also list
the career tracks that employees are
pursuing. They also list memberships in
professional organizations, advanced
degrees held by employees, and any
certifications employees have obtained.
In addition, the IDPs include skills and
abilities acquired by employees outside
of their current job that could be relevant
to FCA.

During the next few years, it is anticipat-
ed that IDPs will become even more im-
portant in helping ensure that FCA em-
ployees have the necessary knowledge,
skills, and abilities needed to conduct
current job responsibilities as well as fu-
ture needs that may arise as changes
occur within the System.

With the automation of the IDP process,
it has become possible to analyze
trends and areas of training wanted and
needed by Agency staff. This, in turn,
allows us to identify training that may be
given in-house or at a discounted group
rate.

Additionally, FCA has established a sys-
tem to evaluate periodically the effec-
tiveness of its training efforts to deter-
mine how well it meets short- and long-
range program needs.

D.2. Learning Management Sys-
tem

FCA uses an on-line Training Request
Form for employee training requests.
This form is included in the FCA “Train-
ing & Evals” Database which provides
information on recommended courses
and tracks all training taken by FCA
employees.

E. Knowledge Management

E.1. Knowledge Sharing



The Aspiring Leaders Developmental
and Mentoring Programs are designed
to increase knowledge sharing within
the Agency.

Corporate knowledge is tracked using
numerous electronic shared databases
that are available to all Agency staff.
These databases capture the organiza-
tion’s processes and procedures and act

as a resource guide for future
employees to preserve institutional
knowledge. Ex- amples of these

databases include the;

« FCA SharePoint Site;

- Plans and Reports Database;
- (Office of the Board Database;
- FCA Handbook; and

e PPM Database.

FCA has established an overall strategy
on knowledge sharing within the Agen-
cy. This will help ensure the FCA staff
continues to have the knowledge and
skills necessary to meet the Agency’s
goals and objectives.

E.2. Knowledge Retention

Each retiring FCA employee has a base
of accumulated experience, wisdom,
know-how, and individual best practices
that could become their legacy to the
Agency when they leave. If any part of
the knowledge is captured, the loss of
productivity that currently follows each
transition is significantly reduced. In
addition, capturing the knowledge of de-
parting FCA employees provides a re-
newed sense of purpose and motivation
to the person leaving, further reducing
productivity losses.

Employees near retirement have been
encouraged to examine specific areas of
expertise that they have and develop a
plan as to how they can document this
knowledge before they retire. Pre-
commission training modules have also
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captured institutional
Agency experts.

knowledge of

FCA will continue its knowledge man-
agement strategy to utilize, monitor and
expand these types of knowledge man-
agement tools as an Agencywide hu-
man capital strategy for linking
knowledge across our organization.

Section IV - Results Oriented
Performance Culture

A. Background

FCA encourages a results-oriented
workplace through three main areas of
concentration:

- Performance management;
- Diversity; and
- Employee relations.

FCA must strive to develop a diverse,
results-oriented, high-performing work-
force through effective performance
management. FCA will strive to main-
tain an environment characterized by in-
clusiveness of individual differences and
to be responsive to the needs of diverse
groups of employees. FCA and its em-
ployee groups, such as the Employees’
Council and EEQO special emphasis
groups, will also work to address work-
place issues that affect Agency mission
accomplishment.

B. Performance Management Sys-
tem

Performance management at FCA is
designed to:

< Promote communications to en-
sure individual and organization-
al effectiveness;

e Establish and communicate
goals, objectives, and specific
performance expectations to



employees through standards
identified in performance plans;

- Evaluate employee performance
in relation to the written perfor-
mance standards; and

- Relate pay adjustments, IDPs,
and other actions to individual
and organizational performance.

Timelines for the performance appraisal
systems are identified below:

10/1 - 9/30
Annual Appraisal Period

Figure 4.1
10/1
111

1211
11
21
3N
41
51

6/1
mn
an
In
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B.1. Performance Accountability

Each employee is evaluated on a five-
level scale of: Outstanding, Excellent,
Fully Successful, Minimally Acceptable,
or Unacceptable.

Employees are expected to perform at
the Fully Successful level or above. An
employee will be assisted in improving
performance rated below the Fully Suc-
cessful level. Such assistance may in-
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clude, but is not limited to, formal train-
ing, on-the-job training, counseling,
closer supervision, more frequent pro-
gress reviews, etc.

A FCA employee whose performance is
unacceptable may be reassigned, re-
duced in grade, or removed, but only af-
ter being afforded a reasonable oppor-
tunity to demonstrate acceptable per-
formance. When performance on an el-
ement is identified as being unaccepta-
ble, the employee will be informed of the
performance standards that must be
reached in order to be retained. If, at the
conclusion of this opportunity to demon-
strate acceptable performance, the em-
ployee's performance continues to be
unacceptable, the FCA may reassign,
reduce in grade, or remove the employ-
ee, subject to the provisions of law.

OPM offers a Performance Appraisal
Assessment Tool to help agencies as-
sess their appraisal programs to identify
their strengths and weaknesses and to
provide guidance in developing plans
and strategies to make any necessary
improvements. FCA uses this Assess-
ment Tool to ensure that performance
standards clearly communicate results-
focused expectations that use credible
measures, are aligned to and support
organizational goals, and distinguish be-
tween levels of performance.

B.2. Awards and Recognition

FCA supervisors and managers are en-
couraged to take the initiative to recog-
nize employee accomplishments and
contributions. Supervisors exercise
their discretion to provide positive feed-
back to employees through monetary
and nonmonetary means.

FCA’s awards programs, found in PPM
818, not only include supervisor recogni-
tion of employees for deserving acts but
also provide for a Peer-to-Peer Awards



program. Each year, employees receive
$200 to award fellow employees for de-
serving acts.

FCA reviews its awards program annu-
ally to ensure best practices are being
followed and has implemented a meth-
odology to evaluate the effectiveness of
its program to ensure that it continues to
be an effective tool in the retention of
employees.

B.3. Supervisory Probationary Pe-
riod

All new supervisors must complete on-
line supervisory training (New Supervi-
sors Orientation) and a one-year proba-
tionary period before becoming a per-
manent FCA supervisor. During this
one-year period, each new supervisor is
assessed on his/her skill and ability to
manage employees in the Agency. At
the end of the one-year period, an as-
sessment of the new supervisor’s per-
formance is completed and his/her su-
pervisor recommends whether or not to
make the new supervisor permanent.

B.4. Supervisory Toolkit

One useful tool that FCA managers
have to do their jobs is access to Man-
ager Advantage. This is a web re-
source that provides how-to instruction
and guidance on a broad range of work-
place issues that federal managers face.
It provides fast answers to frequently
asked questions, an in-depth overview
of key topics, timely and essential guid-
ance, tips to avoid common mistakes,
sample letters, forms, and a glossary of
key terms. It also provides authoritative
support with references to relevant stat-
utes and regulations. Some of the top-
ics covered include:

« Accommodating disabilities;
- Attendance issues;
« Conflict resolution;
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-« Delegation and work assign-
ment;

- Discipline;

- EEO and diversity;

e Leave;

- Performance problems;

< Recruiting and hiring; and

- Workplace Violence.

Each supervisor has access to this tool.

Additionally, OMS publishes a newslet-
ter, The Supervisory Connection, which
provides supervisors, new and tenured,
with valuable information that will help
them in their supervisory role at FCA.

B.5. Differentiating Between High
and Low Performance

FCA’s performance appraisal system is
found in PPM 841 and provides manag-
ers and supervisors information about
how to differentiate between high and
low performance. Every employee has
a performance plan in place and is rated
annually on elements and standards for
which they have had an opportunity to
demonstrate performance. Written rat-
ings of record are provided to employ-
ees after the end of the appraisal period.

In  comparing actual performance
against performance standards to de-
termine an appropriate rating level, the
rating official considers the cumulative
performance of the employee through-
out the period covered by the appraisal.

Supporting narrative comments are re-
quired for every job element rating ex-
cept the Fully Successful level. For el-
ement ratings above and below the Fully
Successful level, narratives clearly evi-
dence performance that meets the de-
fined standards, citing specific examples
when possible.

An employee may be rated Minimally
Successful on a job element and not fail



in the job; however, an Unacceptable
rating on any element results in an
overall rating of Unacceptable and fail-
urein the job.

The Agency reviews its performance
appraisal system annually for enhance-
ments and refinements to the system
and provides recommendations to Sen-
ior Management for review.

B.6. Addressing Poor Perfor-
mance

Most FCA employees work hard, and
their performance is considered good or
even exceptional. However, at times
supervisors are faced with an employee
whose performance is not acceptable.
Dealing with performance problems is a
real challenge for any supervisor. Expe-
rienced supervisors often say it is one of
the toughest parts of their jobs. Never-
theless, it is a key supervisory responsi-
bility and failure to address poor perfor-
mance can have a negative impact
across the entire organization.

A recurring theme in successful resolu-
tion of performance problems is that tak-
ing action early is always better than
waiting. This statement is definitely true
when considering ways to prevent per-
formance problems. The use of early
communication and feedback (both
positive and negative), and if appropri-
ate, termination during a probationary or
trial period, are all good ways to prevent
future performance problems. Investing
time early is always time well spent.

All supervisors have been given training
in addressing poor performance. New
supervisors are also required to view an
interactive video, produced by the OPM,
on addressing and resolving poor per-
formance.
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Human Resources specialists are also
actively engaged in the performance
management process as a partner with
supervisory officials.

The Agency plans to continue its efforts
to ensure supervisors are provided all
the tools and assistance necessary to
deal with poor performance.

C. Diversity and Inclusion Analysis

The concept of “diversity” has its foun-
dation in EEO, but is not confined to the
limits of race, color, national origin or
gender. Diversity applies to everyone in
a way that promotes both equality and
individuality. The Agency needs to har-
ness the talent within its workforce so
that individuals can further their own
goals in a way that contributes to organ-
izational goals.

This concept is part of "cultural compe-
tence." Cultural competence is the will-
ingness and ability of an organization to
value diversity at all levels of its opera-
tions. It is in the Agency’s corporate in-
terest to invest in diversity and be com-
mitted to it. In a knowledge-based or-
ganization such as FCA, multiple views
can bring about multiple solutions to
problems.

FCA is invested in diversity initiatives
that will bring a better understanding to
its workforce in dealing with different di-
verse groups. Speakers have given
presentations at FCA on topics such as
“Generational Diversity” and “Uncon-
scious Bias.” Other training opportuni-
ties are being explored to further the
Agency’s knowledge of and appreciation
for diversity.

C.1. Creating a Diversity
Workgroup



In June 2006, the Equal Employment
Opportunity and Diversity Advisory
Committee presented a report to the
FCA Board on “FCA Diversity.” Along
with the report findings, the Committee
recommended that a more formal Diver-
sity Workgroup be established to assist
in developing an overall Agency strategy
in addressing diversity initiatives at FCA.
Plans have begun to create an FCA Di-
versity Council who would be involved in
all diversity initiatives in the Agency.

The agency also hired a new full-time
Director for EEO and Inclusion in
September 2011.

C.2. Assessing Diversity at FCA

FCA's diversity management practices
include various tools. Some of these
tools are focused specifically on improv-
ing diversity and its management at
FCA, while others may have such im-

provement as an incidental conse-
quence. These tools include:
Guidance, direction, and information

through the following documents:

» Policy Statement 62, Equal Em-
ployment Opportunity Programs
and Diversity;

=« Policy Statement 67, Nondis-
crimination on the Basis of Disa-
bility in Agency Programs and
Activities;

« PPM 810, Equal
Opportunity;

- PPM 829, AIDS; and

« PPM 849, Antiharassment Policy
and Complaint Process.

Employment

Targeted strategies to improve diversity
through the following activities:

« Recruiting at Historically Black
Colleges and Universities and at
Hispanic Servicing Institutions;

« Recruiting at disability career
fairs, Hispanic career fairs, and
Asian career fairs;
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- Participating in recruiting pro-
grams for college students with
disabilities;

- Participating in recruiting pro-
grams for veterans; and

« Posting job announcements at
multiple grade levels.

Programs and activities that include:

- FCA's Affirmative Employment
Program Action Plan;

e FCA's Equal Employment Op-
portunity and Diversity Advisory
Committee;

- EEO and diversity performance
standards for managers, super-
visors, and employees;

< Agency wide diversity training
and awareness programs;

- Periodic workforce analyses;

e Support for special emphasis
programs such as the disability
program, Hispanic employment
program, and the federal wom-
en's program; and

- PPM 854, FCA's Mentoring Pro-
gram.

As a part of the Human Capital Plan,
FCA has created an overall diversity
strategy for the Agency and has
identified ways to measure the success
of its diversity initiatives.

Section V - Talent

A. Background

FCA identifies, hires, and retains a di-
verse workforce, using innovative and
progressive tools sanctioned by the
OPM for recruitment and retention. FCA
has identified mission-critical occupa-
tions and related competencies. We al-
so use recruitment and retention strate-
gies to close anticipated workforce
competency gaps. Flexible strategies
have been developed to attract, hire,



and retain quality employees who pos-
sess mission-critical competencies.

B. Recruiting Initiatives

Selecting and retaining top notch staff is
a key factor in an organization’s suc-
cess. Talented people who continue to
develop skills and increase their value to
an organization are its most important
resource. FCA strives to recruit the best
employees for the organization's needs.
FCA wants talented employees who will
fit and enhance the organization’s cul-
ture. As a result, having and implement-
ing effective recruitment strategies are
critical to attracting these people.

During the past several years, FCA has
worked to target its recruiting efforts to
ensure it receives applications from a
talented and diverse pool of applicants.
FCA strives to identify appropriate target
markets for its recruitment efforts. For
example, the Agency has targeted col-
leges and universities with superior ac-
ademic records and programs that pro-
duce graduates in the fields of finance,
accounting, economics and agricultural
business. Many of the schools are in
close proximately to FCA office loca-
tions and serve diverse populations.
FCA has recruited candidates at Histori-
cally Black Colleges and Universities,
Hispanic Serving Institutions, as well as
land grant universities. Agency repre-
sentatives have also attended career
fairs and employment events that target
Asian Americans, Hispanics, veterans,
and the disabled.

FCA has also strived to use targeted
messages to reach applicants and to
create a positive recruitment image for
the Agency. For example, FCA uses re-
cruiting materials and its website to pro-
vide candidates information about the
mission and responsibilities of the
Agency. These materials are profes-
sional in appearance and provide infor-

62

mation about the Agency’s benefits and
work life programs.

FCA’s Recruiting Handbook provides:
the mission of FCA’s recruitment pro-
gram is to find and attract highly quali-
fied applicants of diverse backgrounds
to the Agency, resulting in the creation
of a talented and skilled workforce dedi-
cated to ensuring a safe, sound, and
dependable source of credit and related
services for agriculture and rural Ameri-
ca.

FCA has also used the Examiner Career
Intern and the Policy Analyst Career In-
tern Programs to recruit and develop
professional trainees. These programs
are based on the Federal Career Intern
Program, which was designed to help
agencies recruit and attract individuals
into a variety of occupations. The Fed-
eral Career Intern Program was created
under Executive Order 13162 and is in-
tended for positions at grade levels VH-
34, VH-35, and VH-37. In general, indi-
viduals are appointed to a 2-year train-
ing program that consists of formal
classroom training and on-the-job work
assignments. Upon successful comple-
tion of an internship, the intern may be
eligible for permanent placement within
the Agency. The FCA has hired several
individuals using the Examiner Career
Intern Program and the Policy Analyst
Career Intern Program during the period
FY 2002 through FY 2009.This program
has also been used by OMS to hire In-
formation Technology and Human Re-
sources Specialists.

With the elimination of the Federal Ca-
reer Intern Program, FCA is waiting for
OPM to issues its new Pathways Pro-
gram, which will replace the Federal Ca-
reer Intern Program. We are hopeful
that Pathways Program will meet our
hiring needs.

The Agency’s Intern recruiting efforts, as
stated in its policy, seek applicants from



multiple  sources,  with proactive
measures to ensure the inclusion of
women, minorities, veterans, and per-
sons with disabilities in the applicant
population. FCA recruiters establish
contacts with colleges and universities
with recognized programs in fields rele-
vant to the position, and with profes-
sional associations and other organiza-
tions that provide employment infor-
mation services to graduates and pro-
fessionals. These contacts include tar-
geted outreach to potential applicants
who are minorities, women, veterans,
and persons with disabilities. The
Agency also periodically refreshes its
outreach sources to maintain an open
system that continues to seek the best
sources for candidates.

FCA has also hired a number of mid-
career employees across the Agency to
increase its subject matter expertise and
knowledge base. Recruiting in this area
included specific outreach to diverse
professional groups to attract minorities,
females, veterans and individual with
disabilities to apply for our positions.

To emphasize the importance of diversi-
ty for the Agency, the CHCO and all HR
Specialists who are involved in staffing
for the Agency have an agreed upon
expectation in their performance plans
that require them to “coordinate OMS'
involvement in Agency Recruiting ensur-
ing to the maximum extent possible that
diversity goals in the FCA HC Plan are
achieved.”

To this end, all HR Specialists collabo-
rate with selecting officials on every re-
cruiting action to ensure we reach out to
diverse professional groups, associa-
tions and organizations to cast a broad
net to attract minorities, females, veter-
ans and employees with disabilities to
apply for our positions. The HR Special-
ists also provide counsel to the selecting
officials on promoting the use of diverse
panels to interview candidates, the ac-
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tual interview process and the selection
process with a goal toward increasing
the diversity of the Agency.

Additionally, to ensure it is meeting the
goals of the Agency EEO Affirmative
Employment Program and the FCA Hu-
man Capital Plan, every vacancy an-
nouncement is approved by the EEO Di-
rector and the CHCO.

In addition to traditional recruiting strat-
egies, FCA continues its programs that
allow FCA offices to share staff re-
sources by long term rotational assign-
ments. Such assignments allow the
Agency to maximize the use of its tech-
nical experts among offices.

A complement to FCA’s recruiting strat-
egy is a policy to review whether func-
tions or positions could be better provid-
ed by a shared services arrangement or
another strategic sourcing method. The
goal of this policy is to ensure that FCA
regularly considers all staffing options
when determining how to meet its goals
and objectives.

C. FCA Job Evaluation Plan

FCA has its own Job Evaluation Sys-
tem. It administers a fair and equitable
program, which reflects sound man-
agement principles, progressive job
evaluation practices, and conformance
with all applicable personnel statutory
and regulatory requirements. The Job
Evaluation System provides for a dual
track system that gives appropriate
credit for Agency technical experts.

The job evaluation process supports
several important human resource func-
tions. The factors in the job evaluation
plan(s) were derived through input from
FCA managers and employees and are
intended to reflect and express Agency
values. The job evaluation program
provides the framework for establishing
Agency salary ranges and effecting pay



decisions. The job evaluation process
also affords a mechanism for achieving
pay equity (i.e., the principle of equal
pay for substantially equal work). Ac-
cordingly, the basic program objectives
are to:

- Promote effective, efficient, and
responsible  management  of
Agency resources;

- Establish a job evaluation pro-
gram which is representative of
the Agency's value system;

« Maintain job evaluation criteria
and standards which accurately
and equitably value job content;
and

- Assign grade levels in accord-
ance with an appropriate appli-
cation of the job evaluation crite-
ria.

FCA’s goal to maintain an accurate job
evaluation system is accomplished by
annual reviews of employees’ position
descriptions and audits of position
grades.

FCA’s job evaluation policy and imple-
menting procedures are found in PPM
819.

D. FCA Compensation Program
FCA has a fair and equitable compensa-
tion and benefits program that:

- Seeks to maintain comparability
with other Federal Bank Regula-
tory Agencies (FBRAS);

- Fulfils applicable
statutory and
quirements; and

« Reflects safe and sound man-
agement principles and progres-
sive compensation practices.

personnel
regulatory re-

By law, FCA is required to seek to main-
tain total compensation and benefits
comparability with the other FBRAs
(See Appendix F for a comparison of
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FBRA benefits). However, the term
comparability is not defined in statute.
Achievement of this objective is subject
to the availability of funds and Agency
budget constraints. The other FBRAs
observe a variety of different compensa-
tion and benefits practices. FCA has
adopted national salary range structures
that are adjusted by locality pay differen-
tials as its primary pay system. The
combination of base pay and locality
pay differentials is designed to maintain
average compensation comparability
with its FBRA counterparts.

One of FCA's primary program objec-

tives is to compensate employees at the

average market rate paid by the other

FBRAs. Other objectives are to:

- Effectively attract, and
motivate employees.

- Seek to achieve and maintain
comparability in compensation
and benefits with the other
FBRAs.

- Provide base salary compensa-
tion at the average market rate
provided by the other FBRAs.

- Provide locality pay differentials
that are reasonably comparable
to those provided by the other
FBRAs.

« Adjust pay on the basis of indi-
vidual performance and position
in the salary range, without re-
gard to any nonmerit factors.

« Inform employees about com-
pensation policies and program
developments annually, in con-
junction with salary adjustments.

retain,

Annually, the Director of OMS and the
CHCO provide recommendations to the
FCA Board on rates of pay and also
report on FCA’s comparability with the
other FBRAs.



FCA’s compensation policy and imple-
menting procedures are found in PPM
804.

E. FCA Retention Strategy

FCA’s retention strategy focuses on
helping employees balance the many
different parts of their lives - work, fami-
ly, and community - with a variety of
benefits and family friendly programs.
The unique combination of competitive
salaries and federal government and
Agency benefits helps employees build
a rewarding career while enjoying a flex-
ible and well-balanced work life. A
number of these benefits are listed be-
low.

As a part of its overall retention strategy,
FCA reviews annually its benefits pro-
grams to ensure that the programs re-
main viable and attractive to its employ-
ees and that the Agency continues to be
competitive with other FBRAs and offers
the best variety of programs. Appendix
F compares FCA’s benefits and worklife
policies to the other FBRAS.

E.1. Wellness Initiatives

FCA recognizes that a healthy work-
force promotes employee efficiency and
productivity. For this reason, it is FCA
policy to encourage the maintenance of
employee health and well-being by
providing certain services and opportu-
nities directed at sustaining or improving
the general workforce health level. For
example, the FCA Wellness Program
consists of the Employee Assistance
Program, Agency donations into em-
ployee Flexible Spending Accounts, a
Life Cycle Fund which reimburses em-
ployees for health and fitness related
expenses, increased contributions to
employees’ FEHB benefit, subsidized flu
shots, blood drives, a gym at headquar-
ters with subsidized exercise classes,
CPR and defibrillator training, educa-
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tional Lunch and Learn seminars, and
up to 4 hours of excused absence each
year for Agency recognized health
screenings for employees with fewer
than 80 hours of accrued sick leave.

E.2. Benefits Programs

FCA seeks to maintain benefits compa-
rability through annual reviews of bene-
fits provided by other FBRAs. In addi-
tion to benefits afforded other Federal
employees, FCA benefits include:

E.2.A. Flexible Spending Accounts

The flexible spending accounts (FSA)
program allows employees the oppor-
tunity to pay out-of-pocket health and
dependent care expenses with tax-free
dollars. Employees decide how much to
deposit in each account (based upon
the plan's minimum and maximum al-
lowable amounts) to cover expenses
they anticipate during the plan year. In
addition, FCA contributes $900 in Agen-
cy funds to each employee's account
and employees may elect to add an ad-
ditional $400 in lieu of a Life Cycle pay-
ment. FCA automatically deducts the
money from each pay period before tax-
es.

E.2.B. Employee Assistance
Program

The program provides a variety of confi-
dential services, including counseling
and referrals, to employees who are ex-
periencing personal problems, such as
family pressures or financial problems,
which can adversely affect performance,
reliability, and personal health.

E.2.C. Public Transportation
Subsidy

All FCA employees who use public
transportation to commute between



home and work may receive a monthly
benefit up to $230 for their public trans-
portation expenses. Public transporta-
tion includes buses, subways, trains,
and eligible commuter highway vehicles
(including van pools). A new bicycle
subsidy was also recently added in 2011.

E.2.D. Long Term Disability Insur-
ance

Full-time and part-time employees who
work a minimum of 30 hours per week
are eligible for Long Term Disability
(LTD) coverage. LTD coverage be-
comes effective on the day an employee
becomes actively employed. They are
automatically enrolled, and the LTD
coverage is provided by FCA at no cost
to them.

E.2.E. Child Care Subsidy Pro-
gram

All FCA employees whose adjusted an-
nual gross family income is $60,000 or
less may participate in the Child Care
Subsidy Program. The program pro-
vides a stipend to help pay for child care
expenses.

E.2.F. Federal Employees Health
Benefits Program

FCA pays 80 percent of the cost of cov-
erage for all employees. The current
Government contribution for health care
coverage on average is 72 percent.

E.2.G. Life Cycle Spending Ac-
count

A Life Cycle Spending Account is pro-
vided to help employees save money for
adoption, child care, elder care, fit-
ness/recreation, or insurance premiums
not otherwise reimbursed under another
program or insurance policy. FCA con-
tributes $400 to each employee's ac-
count. In lieu of the Life Cycle payment,
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employees may opt to add $400 to the
FSA account.

E.2.H. Student Loan Program

FCA employees may be eligible for the
student loan repayment benefit. The
program is limited to student loans au-
thorized by the Higher Education Act of
1965 and the Public Health Service Act,
which are federally insured loans made
by educational institutions, banks, and
other private lenders.

Recently, FCA has used the Student
Loan Program as a recruitment incen-
tive for new employees and has offered
up to $9,000 to new employees for stu-
dent loans. This program is considered
for each new position as a part of the
Agency’s recruiting strategies.

E.2.l. Leave Sharing Programs

These programs allow coworkers to vol-
untarily transfer some of their annual
and sick leave to specific coworkers or
to donate to a leave bank to assist
coworkers in dealing with personal or
family medical emergencies. These
programs, unlike other federal agencies’
programs, allow employees to donate
excess sick leave to FCA Leave Sharing
Programs.

E.3. Flexible Work Program

FCA’s flexible work schedules allow
employees to work several types of
workweeks other than the traditional 8
hours per day, 40 hours per week.
Hours per day and starting/quitting times
each day may vary and, in some cases,

employees may be permitted to work
fewer than 10 days in a 2-week period.

E.4. Telecommuting Program



Employees may request arrangements
for working at a location away from the
job site, generally at home. An employ-
ee and manager must determine wheth-
er telecommuting is appropriate for each
particular position, task, or project. The
amount of work that an employee per-
forms while telecommuting generally
depends on the characteristics of a task
or project, the scheduling arrangements,
and other variables. The key considera-
tions in determining the general appro-
priateness of a telecommuting arrange-
ment include effectiveness and efficien-
cy, cost savings, and improved morale.

Telework policies are consistent with the
Telework Enhancement Act of 2010 and
all supervisors and employees have
taken telework training.

Additionally, since all employees are is-
sued laptop computers, the Agency is
well poised to enact its Continuity of
Operations Plan, which relies on the
ability of employees to telework from
home.

Agency policies on its operating status
during inclement weather also heavily
rely on the use of telework for its em-
ployees.

F. Capturing Effectiveness

The primary method that FCA uses to
determine whether its retention strate-
gies are effective is employee surveys.
FCA has conducted Employee Surveys
since 2004 and has established a base-
line for satisfaction levels at the Agency
for its retention strategies.

After the results of the 2009 survey, the
FCA HC Steering Committee reached
out to all Offices in the Agency to open
up a dialogue with employees to identify
areas for improvement in the survey re-
sults. The Committee has also sought
assistance from the FCA Employees’
Council to provide an open forum for

suggestions from staff. Three areas
that the Steering Committee focused on
in 2011 were communications, trust in
senior management, and overall job sat-
isfaction.

The 2011 results showed improved sat-
isfaction levels from 2010. Additionally,
the Partnership for Public Service rec-
ognized FCA as the 5" Best Small
Agency in its annual Best Places to
Work report. Among the items receiving
80 percent or more favorable responses
were:

- their coworkers cooperate to get the
job done,

- they are given a real opportunity to
improve their skills,

- they like the kind of work they do,

- their supervisors support the bal-
ance of work and family issues,

- they understand how their work re-
lates to the agency’s goals and pri-
orities,

+ physical conditions of the workplace
allow them to perform their jobs
well,

- they are protected from health and
safety hazards on the job,

- the agency has prepared them for
security threats,

- they feel that the work they do is
important,

- the workforce has the job-relevant
knowledge and skills to accomplish
organizational goals,

- their training needs are assessed,

- they are satisfied with the training
they have received for their jobs,

- they have trust and confidence in
their supervisors,

- their immediate supervisors are do-
ing a good, or very good, job, and

- supervisors support employee de-
velopment.

Comparing FCA’s 2011 results with the
average results from all federal agen-
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cies, FCA is, on average, 11.2% higher
in its satisfaction levels.

For 2011, five new questions were add-
ed. The satisfaction results were favora-
ble for all:

- Considering everything, 77.0 per-
cent were satisfied, or very satis-
fied, with their organization.

- 80.4 percent would recommend
their organization as a good place
to work.

» 90.9 percent agree that their su-
pervisors treat them with respect.

« 98.3 percent agree that, when
needed, they are willing to put in
extra effort to get the job done.

« 80.8 percent agree that policies
and programs promote workplace
diversity.

The Steering Committee has begun new
discussions on efforts to further improve
the Agency’s results in 2012.

F.1. Overview of Agency Im-
provements since 2010

Survey
F.1.A. Personal Work Experiences

Since 2010, FCA has had new Office Di-
rectors in three offices. While staffing
levels have increased, retirements have
created numerous promotional and su-
pervisory opportunities throughout the
Agency.

Since 2010, FCA has continued to use a
team approach for work assignments
and task completion. This approach
enhances and improves cooperation
among offices. = FCA work teams are
successful because of the skills and
abilities of Agency staff. FCA employ-
ees are given opportunities to improve
their skills through the IDP process. Es-
tablished career tracks have also creat-
ed more training opportunities. The mi-

68

gration of FCA’s processes to electronic
databases has allowed staff instant ac-
cess to information, which improves
their ability to do their jobs.

Change processes have been success-
ful because supervisors have requested
and used staff input to develop new and
better ways of doing things.

F.1.B. Recruitment, Development
& Retention

Since 2010, offices have begun to re-
cruit to fill necessary positions. In addi-
tion to new hires in all offices of the
Agency, there have been numerous
promotion opportunities throughout the
Agency. Promotion opportunities were
available for both supervisory and non-
supervisory positions.  Nonsupervisory
positions reach the VH-41 level in many
offices.

Many FCA employees have been given
the opportunity to demonstrate their
leadership skills with their selection for
FCA's supervisory positions. An im-
portant message that has been passed
on to these new supervisors is that FCA
is a firm believer in supporting staff's
need to balance work and family issues.
This is best illustrated by the family
friendly policies and practices that FCA
has in place. Reasonable workload
demands also contribute to that bal-
ance.

F.1.C Performance Culture

There have been numerous promotional
opportunities for employees. These
promotional opportunities, or positions,
were created, announced, and filled us-
ing the merit process. Panels were as-
sembled for almost all vacancies to en-
sure that the most-qualified individual
was selected for a particular position.



Many of these new positions were su-
pervisory or team leader positions. A
vital message that has been passed on
to these new supervisors is that FCA is
committed to promoting diversity in the
workplace through its policies and pro-
grams. A workplace that embraces em-
ployees of different backgrounds from
all segments of society is a strong work-
place.

Over the past several years, the Agen-
cy's Awards and Recognition Program
has been enhanced. Peer-to-Peer
Awards continue to empower staff in
their ability to reward fellow employees
and the Agency's highest awards — the
Chairman's and Distinguished Service
Awards — are given at an annual awards
ceremony.

FCA's performance management pro-
gram ensures that differences in per-
formance are recognized in a meaning-
ful way. While the ratings process has
mid-term and pre-appraisal discussion
requirements, all FCA supervisors know
that frequent feedback and counsel to
their staff members are both necessary
and expected. Such discussions are vi-
tal for ensuring that annual performance
ratings fairly and accurately reflect an
employee's performance. In the unfor-
tunate event that an FCA employee
does not live up to his/her performance
expectations, supervisors — both new
and tenured — have been given training
on dealing with performance issues in
the workplace. It is important for all staff
to understand that each FCA employee
is held accountable for achieving Agen-
cy goals and objectives.

F.1.D. Leadership

Agency leaders on the FCA Board and
Senior Staff strive to generate high lev-
els of motivation and commitment in the
workforce. Managers consistently main-
tain open lines of communication with
staff to ensure that everyone understand
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the goals and priorities of the Agency.
FCA managers constantly review and
evaluate progress toward meeting
Agency goals and priorities. The proac-
tive approach of our leaders demon-
strates high standards of honesty and
integrity and has earned the respect of
FCA staff and the System.

Over the past several years, new super-
visors have been trained in the use of
the Agency grievance process and
managers have shown their commit-
ment to resolving complaints, disputes,
and grievances in a fair and equitable
manner. Arbitrary actions, coercion for
partisan political purposes, and prohibit-
ed personnel practices are not tolerated
and all employees should know that
they can report any violation of law to
the Office of Inspector General without
fear of reprisal.

F.1.E. Learning (Knowledge Man-
agement)

One of the changes that took place at
FCA over the past several years was
the implementation of a Lotus Notes da-
tabase for IDPs. Employees can now
create and update IDPs within this data-
base and sign them electronically. IDPs
are useful tool for supervisors and em-
ployees to discuss job performance and
employee development, assess the
training needs of staff, and to ensure
that all employees receive the training
needed to perform their jobs.

Over the last several years, FCA has
encouraged staff participation in e-
learning and has provided numerous e-
learning opportunities. These courses
are a convenient and cost-effective
method for learning because every em-
ployee has a laptop. With regard to in-
formation technology, FCA is committed
to providing employees with the tools
needed to perform tasks and gather and
share knowledge. FCA's electronic da-
tabases put job-relevant information at



each employee's fingertips. They also
allow employees to share job knowledge
with each other.

F.1.F. Job and Benefits Satisfac-
tion

Job satisfaction levels are directly tied to
the policies and practices of FCA man-
agement. These policies and practices
have given numerous promotional and
supervisory opportunities throughout the
Agency, have emphasized training and
development for all staff, and have kept
FCA competitive with the other FBRAs
in pay and benefits.

Regarding employee benefits, FCA con-
tinues to compare favorably with other
federal agencies in the provision of addi-
tional employee benefits and programs.
FCA offers a $900 payment to every
employee's Flexible Spending Account,
and has a $400 Life Cycle payment that
can also be added to the FSA. The
Agency has child care and transit subsi-
dy programs, and it allows employees to
use sick or annual leave to donate to
our Leave Bank or Leave Transfer pro-
grams. (Other agencies only allow the
transfer of annual leave.) The Agency
pays 80 percent of the cost of FEHB
coverage for all employees. FCA’s
work/life programs are among the best
in the federal government as evidenced
by awards and special recognition from
the OPM. Also, all employees are eligi-
ble for alternative work schedules and
telework.

F.2. ExitlInterviews

FCA has an electronic exit interview
questionnaire that all departing employ-
ees are encouraged to complete before
they separate. On a quarterly basis, the
Agency reviews the questionnaires and
analyzes the attrition data. Any trends
are then identified to be used in the re-

view of the Agency’s recruitment and re-
tention strategies.

Section VI — Accountability

A. Background

FCA monitors and evaluates its human
capital programs to ensure they are data
driven, cost effective, and link program
performance to organizational goals.

B. Human Capital Implementation
Plan Measures

Through a HC Steering Committee, FCA
has established a formal program re-
view process for initiatives in its Human
Capital Plan. The process documents
program success and provides a formal
process for making human capital im-
provements.

The HC Steering Committee examines
and evaluates the implications of vari-
ous human capital initiatives and pro-
posals. Workgroup members also aid in
the development of structured, strategic,
outcome-oriented human capital plans
that not only address the needs of their
offices, but the Agency as a whole. They
also assist in the development of appro-
priate  human capital implementation,
progress, and measurement systems.

C. Review of Human Capital Poli-
cies and Procedures

FCA’s primary accountability system is
contained in its Policies and Procedures
Manual (PPM) and human resources
internal procedures (IPs).

Each policy and procedure
included in the PPM covers
program goals and objectives, coverage
areas, responsibilities, expected
outcomes and measured results,
compliance with law, and provisions for
periodic review to ensure con- tinuous
improvement.  Policies and procedures
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man resource programs as well as other
Agency program goals and objectives.

D. Internal Controls

FCA has an extensive Audits and Re-
views Policy that addresses the evalua-
tion of internal control systems. Various
human resource functional areas are
identified by their vulnerability for risk
and have a review cycle tied to the level
of risk. Checklists have also been de-
veloped to assist the internal control
process.
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E. Surveys

FCA uses surveys to enhance its ac-
countability process. It surveys new
hires regarding the hiring process, cur-
rent employees on their job satisfaction,
and departing employees on why they
are leaving and what suggestions they
would offer for improving employment at
FCA.
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Section I: Human Capital in Your Agency

Please respond to the following set of questions to describe human capital
management in your agency.

How are the HC/R strategies and priorities being integrated into agency
strategic and budget planning?

Human Capital Management is a strategic priority of the Farm Credit Adminstration (FCA) Board — it
was a cornerstone of strategic planning and the Board gets regular updates at its meetings. It has been
integrated into budgeting. FCA is challenged to have the leadership and technical talent to ensure that
the FCS provides a dependable source of capital to American agriculture as financial systems become
more interdependent and complex and during times of economic stress.

FCA’s Human Capital (HC) Plan and human capital performance goals supported the Agency’s work
thisyear. The human capital goals formalized in the HC Plan and the agency’s 2011 Performance Budget
setthe structure for the year. Having clear, well-defined, human capital goals that were strongly supported
by senior management gave the Agency clear direction to navigate through challenging times and maintain
a top-notch workforce to accomplish the Agency’s mission.



What are the agency's successes and how did HC/R programs support the
outcomes?

There were many noteworthy accomplishments in the FCA human capital arena during FY11. These
accomplishments helped FCA to meet its HC goals of:

Goal 1: Agency systems and organizational structures are well designed and work together to position
and support FCA employees in accomplishing the Agency’s strategic goals.

Goal 2: FCA attracts and retains a diverse and talented work-force.
Goal 3: FCA employees are highly capable and performto their potential to support the Agency mission.

Goal 4: FCA employees are result-focused, act with integrity, and help to ensure the safety, soundness,
and future of the FCS through innovation and creativity.

Goal 5: Teamwork and collaboration are routinely practiced with internal and external partners.

Some of the key accomplishments include the following:

In a report submitted to Congress, the U.S. Office of Personnel Management recognized FCA for a
leading practice inthe area of diversity and inclusion. OPM’s Fiscal Year 2010 Federal Equal Opportunity
Recruitment Program Report recognized FCA and four other federal agencies for their diversity and in-
clusion practices.

FCA was recognized in particular for fostering accountability in the area of diversity and inclusion. “The
Farm Credit Administration created a Human Capital Management Plan (HCMP) that integrates workforce
planning and deployment, employee development and recruitment, and retention strategies into the
agency’s strategic planning process,” states the report. “Specifically, the HCMP is designed to ensure
the continued development of a results-oriented workforce aligned with the agency’s strategic goals and
objects and emphasizes the importance of staff possessing the skills, talents, and knowledge necessary
to support the agency’s mission.”

The staffing profile component of the HC plan is updated annually. It has proved essential for FCA’s
workforce planning, which is a core component of the plan. The profile looks 5 years back and also
projects 5 years forward.

Inthe area of recruiting, the Agency implemented its recruiting strategy with a goal of casting a broad
net to attract women, veterans, minorities and individuals with disabilities to apply for FCA positions,
consistent with our Human Capital Plan. Consistent with this strategy, the Agency improved its overall
diversity profile.

The Office of Personnel Management (OPM) assessed FCA’s humanresources programduring FY2011.
The assessment was conducted to make sure the agency is complying with merit system principles,
complying with related laws and regulations, and administering human resource programs and systems
effectively. The assessment focused on three human capital management systems in OPM’s Human



Capital Assessment and Accountability Framework: Leadership and Knowledge Management, Results-
Oriented Performance Culture, and Talent Management. OPM found that:

1) FCA empowers its workforce by promoting learning and leadership development at every level. The
agency’s career and leadership development programs support this commitment. Presently, FCA uses a
formal evaluation system to assess the training program’s impact on learning, performance improvement,
and mission accomplishment.

2) Employees understand the importance of their work in relation to the agency’s mission, and managers
communicate the agency’s goals and objectives regularly. The consistently positive responses of FCA
employees in all categories of the FCA Employee Survey, as compared with govemment-wide rates, in-
dicate a well-run organization. While FCA staff continues to make improvements to increase the positive
responses to the survey, agency programs are able to make these improvements with few barriers.

3) Overall, FCA’s recruitment and staffing program meets the agency’s operational needs and complies
with federal laws, regulations, and merit system principles. In all case files OPM reviewed, human resource
staff adjudicated veterans’ preference properly and selected from the highest ranked candidates on certi-
ficates.

FC A was recognized as the fifth best place to work of all small agencies in the federal govemment. Every
year, the Partnership for Public Service issues its rankings for the best places to work in the federal gov-
emment—the most comprehensive and authoritative rating of employee satisfaction and commitment in
the federal govemment. Ata ceremony hosted by the Partnership for Public Service, Chairman Strom
accepted the award for FCA.

In the area of staffing, FCA obtaiiied approval to use the 570 Bank Examiner Job Series. This will allow
for more targeted recruited for our FCA Examiner Training Program.

FCA added bicycles to its transit subsidy program for employees who use bicycles to commute to work.

We issued the first Annual Employee Report that included pictures, quotes from employees and highlights
on some of the Agencies accomplishments during the year. The Report was distributed at the Annual
Awards Ceremony and included the following categories: New Staff, Goodbyes, How We’ve Changed,
Newly Commissioned Examiners, Awards/Honors/Years of Service Awards, FCA in Action — Hard at
Work, Learning, Balancing Work and Family, Attracting New Talent, Giving Back to the Community,
and Fun at Work.

Results fromthe 2011 FCA Employee Survey improved. The Agency had 19 questions with a satisfaction
rating of 80% and 13 questions (out of a total of 45) where FCA improved its satisfaction rating by 3.5%.
Overall satisfaction levels for FCA employees were, on average, 11.2% greater than the average of the
federal govemment.

On December 22, 2010, President Obama signed legislation prohibiting statutory pay adjustments for
most federal employees and freezing base pay for senior executives for 2 years. Consistent with its au-
thority to provide performance-based increases “in lieu of” a general (i.e., across-the-board) increase,



FCA approved pay adjustments for its nonexecutive staffin 2011. This action was consistent withadvice
received by the Office of Personnel Management and the Office of Management and Budget.

Training was provided to all staff onethics, the Hatch Act, the No Fear Act, and Whistleblower Protection.

The following is FCA’s account of the results achieved during FY11 in each of the HCAAF Systems and
with respect to the agency’s strategic human capital goals and objectives. Questions regarding the content
of the report may be directed to FCA Chief Human Capital Officer (CHCO), Philip Shebest at (703) 883-
4146 or shebestp@fca.gov .

What are the primary areas of focus for HC/R in 2012?

The Accountability Plan addresses each of the five Human Capital Assessment and Accountability
Framework (HCA AF) Systems to ensure that human capital management polices, programs, and operating
procedures meet required and suggested metrics as outlined in 5 CFR 250. The Accountability Plan is
directly linked to the agency’s mission, strategic plan, annual performance goals, and supports the devel-
opment of the FCA Human Capital Planfor FY11. The Plan will be updated annually.

See Attachment 1 for our Accountability Plan.

What are the three major HC/R challenges the agency faces in the next 1
to 3 years?

Changing workforce. The FCA workforce will change over the next five years because a growing number
of employees will become eligible for retirement. At the same time, FCA will need new skills to assess
risk in moze complex financial institutions. Staff retention is critical to the continued success of the
Agency and requires a careful assessment of staffing needs; promotion opportunities; and recruiting,
training, and staff development efforts. We will manage the FCA workforce to ensure we retain the
knowledge, skill, and expertise to accomplish our goals.

Recruiting of New Talent. Inthepast, FCA used the Federal Career Intern Program(FCIP) as its primary
tool to recruit and train the majority of its entry-level Examiners, Policy Analysts, and IT specialists.
With the elimination of that program and OPM’s delay in implementing a new program to replace it,
FCA has struggled to recruit, attract and select high caliber individuals with the qualifications and skills
needed to successfully address the Agency’s mission responsibilities.

Maintaining Competitive compensation (salary and benefits). FCA is required by both the Farm Credit

Act of 1971, as amended, and the Financial Institutions Reform, Recovery, and Enforcement Act of 1989
to seek to maintain employee compensation comparability with other Federal bank regulatory agencies
(FBRAs). Since the FCA compensation strategy defines “pay comparability” as the average market rate
paid by other FBR As, the Agency periodically conducts compensation surveys of the FBR As to determine
comparability. Additionally, the Agency remains on the forefront in providing family-friendly programs.
Offering a unique combination of competitive compensation and a flexible, well-balanced work life help
employees build rewarding careers and desire to remain employed by the Agency. As smallest of the



FBRAsS, our challenge is to maintain our comparability with agencies that have much larger staffs and
budgets to compensate their employees.

Section II: Planning, Implementation, and Evaluation of the Human
Capital Life Cycle

The Human Capital life cycle of planning, implementing programs, and
evaluating for results provides continuous framework for the achievement
of major program outcomes and process improvement.

Strategic Alignment - Agency human capital management strategies are aligned with
mission, goals, and organizational objectives and integrated into its strategic plans,
performance plans, and budgets.

Strategic Alignment
eie e . . Evaluation and | Next OutC(‘)meAllgnment
Program/Initiative | Planning | Implementation with Agency
Outcomes Steps ..
Mission
|See Attachment 2 |

Please answer these additional Workforce Planning questions:

How are you using workforce planning to inform work and budget prior-
ities?

FCA approaches workforce planning strategically, basing decisions on mission needs, customer expect-
ations, workload, and the workforce. The responsibility for position management resides in OMS, which
ensures that organizational efficiency and effectiveness are present in all actions taken.

Workforce strategies are based on identified current and future human capital needs, including size and
deployment of the workforce. We identified the competencies needed to carry out the mission. We
have also established practices for evaluating these competencies when planning for future human capital
needs.

FCA has developed and uses multi-faceted techniques to close competency gaps inkey areas in the or-
ganization (e.g., strategic recruitment, mentoring, and training).

FCA continues to perform an annual analysis of the workforce. The Agency ensures that the results of
its analyses are broadly publicized and easily accessed so they can form the basis of human capital program
revisions and individual human capital decisions. FCA continues to monitor and facilitate work-force
restructuring efforts and publicize the workforce flexibilities that support them. The Agency also con-
tinues its investment in automated systems to support recruitment efforts, training initiatives, benefits
counseling, and other human capital activities. In addition, FCA continues to educate leaders and HR
staff about using competitive sourcing as a strategic tool.



How is the MCO Competency Profile Chart used to plan and evaluate the
effectiveness of workforce planning efforts?

Workforce planning is the process of forecasting an organization’s future employment needs. It is also
the process for identifying and addressing the gaps between the workforce of today and the human capital
needs of tomorrow. In its simplest terms workforce planning is getting "the right number of people with
the right skills, experiences, and competencies in the right jobs at the right time." This shorthand definition
covers a comprehensive process that provides managers with a framework for making staffing decisions
based on an organization’s mission, strategic plan, budgetary resources, and a set of desired work-force
competencies.

Effective workforce planning enables FCA to:

Align workforce requirements directly to the Agency’s strategic and annual business plans; Develop a
comprehensive understanding of where gaps exist between competencies the work-force currently possesses
and future competency requirements; Identify and implement gap reduction strategies; Make decisions
about how best to structure the organization and deploy the workforce; and Identify and overcome internal
and external barriers to accomplishing strategic workforce goals.

FCA annually conducts a workforce analysis that includes an assessment of the future skill and knowledge
capabilities that will be needed to meet expected work and mission requirements for the next five years.
While conducting the workforce analysis, the following types of information are reviewed:

Employee trends; Staff projections; Staff performance; and Resources needed to translate the present
workforce capabilities to the future workforce requirements.

Workforce data is obtained from the OPM’s Central Personnel Data File and the National Finance Center’s
Reporting Center. Each FCA office also provides information in response to survey questions prepared
and distributed by the OMS.

How are competency assessment results used to inform workforce plans?

FCA has established competencies for all occupational categories. Requisite training and development
activities are tied to each competency. In addition, training programs have been established to support
the needs of the core occupational groups.

FCA conducts Agencywide evaluations and assessments to determine current and future training needs.
The results of these evaluations are used to develop, enhance, and if necessary, redirect the Agency’s
training programs. IDPs are used in the performance review process as a means of managing and planning
employee development activities. The annual appraisal process includes consideration of individual de-
velopment needs and goals for future improvement and career advancement.

Leadership & Knowledge Management (LKM) - Focuses on identifying and addressing
agency leadership competencies so that continuity of leadership is ensured, knowledge
is shared across the organization, and an environment of continuous learning is present.




Leaders 1p and Knowedge Management

e s . Outcome
Program/ Initiative . . Evaluation Next . .
Planning Implementation Alignment with
Name and Outcomes  Steps . .
Agency Mission

See Attachment 3

Talent Management - The organization addresses competency gaps, particularly in
mission-critical occupations, by implementing and maintaining programs to attract,
acquire, develop, promote, and retain quality talent.

Talent Management

e e Outcome

Program/Initiative ) . Evaluation Next ) )
Planning Implementation Alignment with

Name and Outcomes  Steps . .
Agency Mission

See Attachment 4

Please answer these additional Talent Management questions:

Briefly describe agency process for identifying and updating mission
critical occupation (MCO) information.

FCA employs people in eight of the occupation groupsidentified in the OPM Handbook of Occupational
Groups and Families. FCA'’s positions are further broken down into 20 series within these eight occupa-
tional groups. Many of the positions classified under several of these series are vital for ensuring the
safety and soundness of the FCS. As a result, these occupations are “mission critical.”

The OPM has defined “mission critical occupations” as “Occupations agencies consider core to carrying
out their missions. Such occupations usually reflect the primary mission of the organization without
which mission-critical work cannot be completed.” FCA’s mission critical occupations and series include:

FCA Examiners/Policy Analysts (1101)
FCA Examiners (570)

Program Managers (301)

Attorney Advisors (905)

The following definitions and descriptions of these mission critical occupations were taken from the
OPM’s Handbook of Occupational Groups and Families:

General Business and Industry, Series 1101 - This series covers all classes of positions the duties of which
are to administer, supervise, or performany combination of work pertaining to and requiring a knowledge



of business and trade practices, characteristics and use of equipment, products, or property, or industrial
production methods and processes, including the conduct of investigations and studies, the collection,
analysis, and dissemination of information, the establishment and maintenance of contacts with industry
and commerce; the provision of advisory services; the examination and appraisement of merchandise or
property; and the administration of regulatory provisions and controls.

Accounting and Budget Group, Series 570 - This group includes all classes of positions the duties of
which are to advise on, administer, supervise, or perform professional, technical, or related clerical work
of an accounting, budget administration, related financial management, or similar nature.

Miscellaneous Administration and Program, Series 301 - This series covers positions the duties of which
are to perform, supervise, or manage two-grade interval administrative or program work for which no
other series is appropriate. The work requires analytical ability, judgment, discretion, and knowledge
of a substantial body of administrative or program principles, concepts, policies, and objectives.

General Attorney, Series 905 - This series covers professional legal positions involved in preparing cases
for trial and/or the trial of cases before a court or an administrative body or persons having quasi-judicial
power; rendering legal advice and service with respect to questions, regulations, practices, or other matters
falling within the purview of a federal govemment agency; preparing interpretive and administrative orders,
rules, or regulations to give effect to the provision of governing statutes or other requirements of law;
drafting, negotiating, or examining contracts or otherlegal documents required by the agency’s activities;
drafting, preparing formal comments, or otherwise making substantive recommendations with respect to
proposed legislation; editing and preparing for publication statures enacted by Congress, opinions or
discussions of a court, commission, or board; drafting and reviewing decision for consideration and ad-
option by agency officials. The work of this series requires admission to the bar.

How is the MCO Resource Chart data used to inform recruitment and
retention efforts?

FCA identifies, hires, and retains a diverse workforce, using innovative and progressive tools sanctioned
by the OPM for recruitment and retention. FCA has identified mission-critical occupations and related
competencies. We also use recruitment and retention strategies to close anticipated workforce competency
gaps. Flexible strategies have been developed to attract, hire, and retain quality employees who possess
mission-critical competencies.

Performance Culture - The organization promotes a diverse, high-performing work-
force by implementing and maintaining effective performance management systems
and awards programs.

Performance Culture
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See Attachment 5

Performance Culture question:

Performance Culture Index (PCI)? And/or what plans has your agency made to improve
on the elements that feed into the Overall PCI?

The Farm Credit Administration (FCA or Agency) participated inthe Annual Employee Survey (a human
capital survey) conducted by the Office of Personnel Management. The survey responses are grouped
into the following broad categories:

Results-oriented performance culture
Leadership and knowledge management
Job satisfaction

Talent management

Communication

Empowerment

Diversity

After the results of the 2010 survey, the FCA Human Capital Steering Committee, which includes the
Chief Operating Officer, the Office Directors, and the Chief Human Capital Officer, continued its dialogue
with employees to identify areas for improvement in the survey results. The Committee has also sought
assistance from the FCA Employees’ Council to provide an open forum for suggestions from staff.
Areas that the Steering Committee focused on in 2011 were communications, trust in senior management,
and overall job satisfaction.

The 2011 results showed improved satisfaction levels from 2010. Among the items receiving 80 percent
or more favorable responses were:

cooperation among employees,

employees given a real opportunity to improve their skills,
employees liking the kind of work they do,

supervisors supporting a work-family balance,

understanding of the Agency’s goals and priorities,



physical conditions of the workplace,

protection from health and safety hazards,

protection from security threats,

feeling that the work done is important,

satisfaction in job relevant skills necessary to do the job,
satisfaction with the assessment of training needs,
satisfaction with training received,

trust and confidence in supervisors;

satisfaction with the job supervisors are doing, and
supervisors supporting employee development.

For 2011, five new questions were added. The satisfaction results were favorable for all:
Considering everything, satisfaction with organization: 77%
Recommending organization as a good place to work: 80.4%

Respect given to employees by supervisors: 90.9%
Willing to put in extra effort to get job done: 98.3%
Policies and programs promote workplace diversity:  80.8%

Compared to 2010, in 2011, there were 13 questions (out of a total of 45) where positive responses in-
creased by 3.5 percentage points or more.

Comparing FCA’s 2011 results with the average results from all federal agencies, FCA is, on average,
11.2% higher in its satisfaction levels. In particular, FCA employees’ satisfaction levels are:

20.5% more satisfied than the govemment norm with FCA physical space; 21.% more satisfied that their
training needs are being assessed; 25.3% more satisfied with the training they receive; 25.7% more satisfied
that they are protected from health and safety hazards on the job; and 21.4% more satisfied that policies
and programs promote diversity in the workplace.

FCA wasrecognized as the fifth best place to work of all small agencies in the federal govemment. Every
year, the Partnership for Public Service issues its rankings for the best places to work in the federal gov-
emment—the most comprehensive and authoritative rating of employee satisfaction and commitment in
the federal govemment. Ata ceremony hosted by the Partnership for Public Service, Chairman Strom
accepted the award for FCA.
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The Steering Committee has begun new discussions on efforts to further improve the Agency’s results
in 2012. The Committee will also discuss what indices will be used to assess Performance Measure 6 of
Goal 2 inthe FCA Strategic Plan. Performance Measure 6 has a goal for employee commitment and
engagement in the Agency’s work.

Answer the following questions only if your agency meets the criteria set at the beginning of each
question.

Evaluating Non SES Appraisal Program

NOT APPLICABLE

SES/SL/ST Appraisal Programs

The correlation coefficient of the agency's SES members and their performance pay should be at least
0.5.

SES/SL/ST Appraisal Programs - Correlation Coefficient less than .5

NOT APPLICABLE

SES/SL/ST Appraisal Programs - Full Certification

NOT APPLICABLE

Section III: MCO Resource and Competency Profile Charts

Mission Critical Occupation (MCO) Resource Chart (Governmentwide
MCOs)

Resource Chart Legend

(A) Target (10 Be) for Number of Employees to reach by the end of 12011
(B) Number of Employees On Board as of October 1, 2010

(C) Projected Attrition for FY2011 (enter negative number)

(D) largeted Staffing Gap(-) /Surplus(+) to Close for Y2011

(E) Target for Number of Employees to Reach by End of FY2012

(F) Projected Attrition for end of FY2012 (enter negative number)

(G) Long-Term Iarget for Number of Employees to Reach by FEnd of FY2016
(H) Projected Long-Term Attrition for end of FY2016 (enter negative number)
(1) Staffing Gap(-) /Surplus(+) to Close by FY2012

(J) Staffing Gap(-) /Surplus(+) to Close Long-term by FY2016

(K) Actual Number of Employees On Board on Septemer 30, 2011

(L) Actual Attrition of Employees for FY2011 (enter negative number)

(M) Was One-Year Target Met for Closing the Gap/Surplus?
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(E) Target for Number of Employees Who Need the Proficiency Level for this Competency
by the End of FY2013

(F) Projected Attrition for End of Y2013 from Employees Who Need This Proficiency
Level (Enter Negative Numbers for Attrition)

(G) Long-Term Iarget for Number of Employees Who Need This Proficiency Level on This
Competency by the End of FY2015

(H) Projected Long-1erm Attrition for End of FY2015 (Enter Negative Numbers for Attrition)
(1)Competency Gap/Surplus to Close by the end of F12013

(J)Competency Gap/Surplus to Close Long-term by the end of FY2015

(K) Asison Sept 30, 2011. Actual # of Employees on Board Who are at or above the Profi-
ciency Level they need

IT Competency Profile Chart
Critical Compet-  Proficiency Level E F G H I J K

ency Name

Project Management Awareness
Basic
Intermediate
Advanced
Expert

Competency Not Applicable/Not
Needed

Information Techno- Awareness
logy Program Man-

agement
Basic
Intermediate
Advanced
Expert

Competency Not Applicable/Not
Needed

Strategic Thinking  Awareness
Basic
Intermediate
Advanced
Expert

Competency Not Applicable/Not
Needed

16



Critical Compet-  Proficiency Level E

ency Name

Stakeholder Manage- Awareness

ment
Basic
Intermediate
Advanced
Expert

Competency Not Applicable/Not
Needed

Influencing/Negotiat- Awareness

ing
Basic
Intermediate
Advanced
Expert

Competency Not Applicable/Not
Needed

Risk Management  Awareness
Basic
Intermediate
Advanced
Expert

Competency Not Applicable/Not
Needed

Section IV. Human Capital Planning Documents

HC Planning Documents

Document / Plan Choose Yes or No If Yes, Date Revised (mmddyy)
Current Workforce Plan yes 06/01/11
Current Human Capital Strategic Plan yes 06/01/11
Current Succession Plan yes 06/01/11
Strategic Recruitment Plan yes 06/01/11
Routinely Used New Hire Survey yes 07/01/2009
Routinely Used Exit Survey yes 01/14/10
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Section V: HC Government-Wide Initiatives

Veterans Employment Initiative - What efforts have been implemented
to improve hiring rates of Veterans in the agency? Were hiring goals
achieved?

InFY11, amajor goal of FCA under its HC plan was the development of a recruiting strategy with the
goal of casting a broad net to attract women, veterans, minorities and individuals with disabilities to apply
for our positions, consistent with our Human Capital Plan.

As a result of the Agency’s ongoing recruitment and hiring efforts and a change in the way FCA reports
on its veterans' representation, the number of veterans employed by FCA increased commensurate with
the increase in Agency employees. The representation of veterans inthe Agency’s workforce represented
10.9 percent of the FCA workforce at the end of fiscal year 2011. Veterans comprised 8.0 percent of
the workforce at the end of fiscal year 2008, 9.4 percent of the workforce at the end of fiscal year 2007,
and 9.5 percent of the workforce at the end of fiscal year 2006.

FCA has engaged the following human capital management practices to support our Disabled Veterans
Affirmative Action Program:

1) The Agency gives full consideration to all applicants who qualify for veterans’ preference. Vacancy
announcements solicit copies of DD-214’s and, if applicable, an SF-15 with a current letter from the
Veteran’s Administration, dated within 1 year, verifying disability from applicants. In addition, vacancy
announcements are worded to encourage preference eligible applicants or veterans who have been separated
from the Armed Forces under honorable conditions after 3 or more years of continuous active service to
apply for the position.

2) FCA supports the National Guard and Reserve. The FCA Board signed a statement entitled “Em-
ployer Support of the National Guard and Reserve” onMay 2, 2005. The Statement of Support reiterates
the commitment of the board members, officials, and managers to employ and provide career opportun-
ities to employees in the National Guard and Reserves.

3) The Agency uses the Veterans Recruitment Appointment (VR A) authority to appoint eligible veterans
into positions without competition. The appointments may continue for a period of 2 years depending
on the veteran’s satisfactory performance. At the end of the 2-year period, the Agency may convert the
veteran to a career-conditional (permanent) appointment, contingent upon their successful competition
of performance requirements.

4) The Agency brings well-educated graduates into the workforce through the Student Career Experience
Program (SCEP). Students in the SCEP may be noncompetitively converted to term, career, or career-
conditional appointments following completion of their academic and work experience requirements.

5) FCA uses the Student Temporary Employment Program (STEP) to bring students into the Agency’s
workforce as examiners or in other positions, as needed.
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6) FCA attended the Careersand The Disabled Career Expo as part of the Agency’s outreach and recruit-
ment for persons with disabilities, including disabled veterans.

Infiscalyear2011, FCA hired three veterans, including two 30% disabled veterans. FCA also promoted
five veterans, including two 30% disabled veterans in fiscal year 2011.

Hiring Reform

Hiring Reform - How has the Government-wide focus on Hiring Reform
improved recruiting and hiring in your agency (include supporting data)?

The Farm Credit Administration (FCA) created a hiring reformteamin the spring of 2009 to review and
evaluate opportunities to streamline the hiring process from end to end. The task force developed and
mapped the timelines for hiring and identified the various decision makers involved in each step. Interviews
were conducted with recent hires and selecting officials to identify obstacles and request recommendations
to improve the hiring process to obtainthe best qualified candidates to fill future positions. The one clear
message was that hiring is a time consuming and arduous process.

Based on the results of the interviews as well as streamlining efforts by OPM, FCA has for all sources,
status and internal announcements:

1) Reduced the length of job announcements to 3 -5 pages
2) Used plain language in job announcements
3) Utilized category rating

4) Held managers accountable for meeting hiring goals and objectives through their performance plan
expectations

In addition, we have eliminated the requirement for written essay style questions (KSAs) in all sources
announcements.

FCA does not maintain a delegated examining unit (DEU) and relies on OPM’s Services Branches to
help efficiently move applicants through the hiring process. After identifying barriers with the Washington
Services Branch in FY 2010, FCA began to utilize the services of the Kansas City Services Branch in
FY 2011. Most of the identified barriers from our FY 2010 report have been eliminated with this switch.
The one barrier that remains with some of our job announcements is the time between the closing of the
announcement and receiving certificates.

FY 2011 was a unique year for FCA, as we had three executive level openings that required planning
executive level panels to rate the applicants. It took additional time to schedule panel activities around
the other duties and responsbilities of the panel members. In spite of the increased time for this planning
and rating process, the average end to end time to hire was reduced to 132 days. The time between starting
the hiring process and a selection being made (excluding the entrance of duty date) is on average 87 days.
Our time to hire in Fiscal Year 2010 was 145 days with a goal for 2011 of 120 days.
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We have identified several internal barriers:
1) Assessing applicant applications

2) Hiring managers involvement with announcement development and reluctance to take timely action
on certificates

3) Scheduling interviews

4) Delay of entrance on duty date

Our goals for FY12 are:

1) Communicate with hiring managers the expectations about the announcement development process
and timeframes

2) Utilize OPM’s assessment tools for certain positions (IT, Admin, etc.) to assess qualifications
3) Determine an assessment method for bank examiner and financial analyst positions
4) Continue to improve the clarity of the job related factors necessary for the position

5) Have an average time to hire of 100 days

Extension of Benefits to Same-Sex Domestic Partners of Federal Employees

Same-Sex Domestic Partner Benefits - Government-Wide Benefits

Pendi
Employees and eneins .
Implementation
Managers have / Expected
Governmentwide Benefits Authority been notified P .
Implementation
and are able to
- . Date
utilize benefits
(mmddyyyy)

FLTCIP | CFR875213  |Ves |
FMLA for birth, adoption bonding'
or care of domestic partner's child CPM 2010-15 Yes
when employee stands in "loco
parentis"”

Sick leave to care for same-sex do-
mestic partners

5 CFR 630.201(b) |Yes

LS:ick leave for bereavement 5 CFR 630.201(b) [Yes
. uneral leave 5 CFR 630.803 Yes
[Emergency leave transfer 5 CFR 630.1102  [Yes
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Pending

Employees and .
Managers have Im;)i;: @en:azlon
Governmentwide Benefits Authority been notified xpecte .
Implementation
and are able to Date
utilize benefits (mmddyyyy)
ILeave bank program 5SCFR 630.1102  Nes
Extension of 24-hour LWOP Fam- OPM Memo Sep 10, v,
. es
ily Support 2010
[Emergency travel IFTR 301-30 Yes
_Thrgatened law enforcement /invest- FTIR 30131 N/A
igative employees
Relocation allowance by specific prp 3073 Yes
type
Allowance‘for subsistence and FTR 302-4 Yes
transportation
Alloyvances for temporary quarters FTR 302-6 Yes
subsistence expenses
Agency requirements for payment
of expenses connected with the ~ FTR 303-70 Yes
death of certain employees
Same Sex Domestic Partner Benefits - Retirement Benefits
Pending
Employees and implementation/
managers have been expected
Retirement Benefits Authority notified and areable ., ~ P .
. implementation
to utilize below date
benefits. (mmddyyyy)
Joint life and Survivor annu-
ity FEGLI 5 CFR 870.802 Yes
5 CFR 831.2005 & 5
Death Benefits CFR 843 Yes
Death gratuity 5 USC 8133 Yes
DOL/OWCP Death gratuity
(50%) 5 USC 8102a Yes
Retirement Survivor Annuity 5 CFR 831,613 & 5
Insurable Interest CFR 842 605 Yes
(CSRS/FERS) '
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Same-Sex Domestic Partner Benefits - Non-Title 5 Agency Benefits

Employees and . Pendlng-
implementation/
managers have been expected
Non-Title 5 Agency Benefits Authority notified and areable , I .
to utilize below implementation
benefits date
(mmddyyyy)
Health insurance premium reimburse- N/A
ment program
Dental insurance N/A
Retiree Dental Plan N/A
Vision insurance N/A
Flexible spending account No when RS al-
lows
Dependent life insurance N/A
Business travel accident insurance N/A
Employment counseling/ testing for relo-
cating employee's spouse/ domestic N/A
partner
Reimbursement for fitness center mem-
. N/A
berships
Reimbursement for homeowners insur- N/A
ance
Reimbursement for physical exams N/A
Access to site information and participa-
S X . N/A
tion in selection briefings
Agency Specific Benefits/Worklife Benefits
Employees and Pendlng-
managers have implementation/
Agency Specific Benefits / Worklife Benefits  Authority been notified and im ?:Il:l chffa‘tion
are able to utilize P date
below benefits
(mmddyyyy)
Leave and work scheduling flexibilities in
cluding but not limited to child birth and/o Yes
adoption
Access to Employee Assistance Program > CFR
792 Sub- Yes
(EAP)
part A
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Agency Specific Benefits / Worklife Benefits

Child care subsidy/ provider

IPlanning and counseling services (financial)
I!Retirement Planning Programs/ Seminars

Family assistance services (i.e. referrals tq
adoption counseling, parenting counseling
career counseling, etc.)

School Age Care program

Youth Programs

ILife Care

[Parenting and elder care support groups

Hardship transfers to maintain or improve
the health of a same-sex domestic partner

Joint consideration for transfers
[Family visitation travel

Access to lodging or allowance
[Deployment support

Credit Union Benefits

Access to fitness facilities

Access to medical treatment

Family and morale/wellness/recreation
(MWR)

Awards Ceremony/ representation/ fun-
draiser events

Expression of sympathy/ Letters of Condol-
ence

Accidental death and dismemberment insur-
ance

[Long-Term Disability death benefit
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Employees and

managers have
Authority been notified and
are able to utilize

below benefits

5 CFR
792 Sub- Yes
part B

Yes
Yes

Yes

N/A
N/A
N/A
Yes

N/A

N/A
N/A
Yes

N/A
N/A
Yes

N/A

N/A

Yes

Yes

N/A
Yes

Pending
implementation/
expected
implementation
date

(mmddyyyy)



Benefits under Foreign Affairs Manual and its Standardize Regulations
(Administered by State Department)

Empl nd Pending
ployees a implementation/
managers have expected
Benefits Authority been notified and im l‘ llt)lent'ntion
areable to utilize P date ‘
below benefits
(mmddyyyy)
Diplomatic passports (U.S. Citizens only) N/A
Inclusion on employee travel orders to and
N/A
from post abroad
Shipment of household effects N/A
Inclusion in family size calculations for the
. ) : N/A
purpose of making housing allocations
Family member preference for employment
N/A
at post abroad
Use of medical facilities at posts overseas/ N/A
Embassy health units
Medical evacuation from posts overseas N/A
Emergency travel for partners to visit
. e : N/A
gravely ill or injured employees and relatives
Inclusion as family members for emergency
s N/A
evacuation from posts abroad
Subsistence payments related to emergency
) N/A
evacuation from posts abroad
Inclusion in calculations of payments of
overseas allowances (i.e. payment for quar- N/A
ters, cost of living etc.)
Representation expenses N/A
Training at the Foreign Service Institute
. N/A
(space available)
Pending imple-
) . mentation/ ex-
OTHER -‘ACtIOIlS taken by agency with re- Authority N/A pected imple-
gard to this benefit mentation date
(mmddyy)
Establish Domestic Partners Benefit Pro- N/A
gram
Updated Agency specific policies N/A
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Communication

Employees and . Pendmg.
implementation/
managers have been expected
Communication Authority notified and are able ., = I .
re implementation
to utilize below
benefits date
(mmddyyyy)
Website Yes
E-mail communications Yes
Newsletters/ agency notices Yes
Information included in employee orient- Yes
ation
Working groups (LGBT Group, diversity N/A
counsel, etc)
Fact sheet on domestic partnership N/A
Domestic Partnership helpdesk/ Lead td
answer questions / Individual confiden N/A
tial counseling (training)
Educating managers and employees Yes
Internal Guidance provided (not spe- v,
; es
cified)

Supporting Documents -- If necessary, any supporting documentation can
be added here.
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

HCAAF System: Strategic Alignment

System Standard: Agency human capital management strategies are aligned with mission, goals, and organizational objectives and integrated into its strategic
plans, performance plans, and budgets.

Human Capital Goal

- The FCA Human Capital Strategy is aligned with the agency’s mission, strategic performance goals, and organizational objectives, and is integrated with
strategic plans, performance plans, and the budget.

Activities/ i
Objectives Result Metric Timeframe Resg g:;'b le
Develop the FY 2012 FCA 5 CFR 250 Compliant Human Plan establishes a framework of HC activities that By 5/31/12 Chief Human
Human Capital Plan Capital Plan support the FCA mission and strategic performance Capital Officer
goals. (CHCO)
Address workforce planning FCA Human Capital Plan Workforce Plan captures current workforce data, By 5/31/12 CHCOandHC
within the context ofthe FCA | contains Workforce Plan business, and performance drivers that effect the Steering
Human Capital Plan work of the future, and the gap between current Committee

workforce and that needed to meet the agency’s
mission and strategic performance goals during FY
2012 and beyond.

Continue process for
considering and including HC
activities and investments in
the development of the
annual performance budget

The agency has a standard for
integrating HC strategies into
the performance budget that
meets 5 U.S.C. 1303 and the
CHCO Act of 2002.

The annual performance plan and budget request
include consideration of HC needs

In concert with
development of the
2013/2014 budget

Chief Financial
Officer (CFO) and
CHCO

Maintain process to include
FCA Diversity Council in
development of the Human
Capital Plan

FCA Human Capital Plan
contains the Agency’s
Affirmative Employment
Program.

Diversity within FCA is considered more inclusive
as measured by the FCA employee survey

By 5/31/12

Chief Human
Capital Officer
(CHCO)
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

HCAAF System: Leadership and Knowledge Management

System Standard: Agency leaders and managers effectively manage people, ensure continuity of leadership, and sustain a learning environment that drives
continuous improvement in performance, and provide a means to share critical knowledge across the organization. Knowledge management must be supported
by an appropriate investment in training and technology.

Human Capital Goal

= The FCA succession management strategy promotes leadership excellence, ensures continuity of leadership, and encourages continuous learning.

Activities/
Objectives

Establish baseline of FCA
leadership competency gaps
and plan for addressing
them

Result

Competency gaps closed for
Management and Leadership

Metric

FCA leadership competency gaps are identified
and a plan for closing gaps is established

Timeframe

By 9/30/12

Responsible
Party

CHCO and FCA
Training Officer

Establish baseline for survey
score related to leadership
satisfaction

Employee satisfaction with
leadership improved

Improved average score on employee survey for
questions related to Leadership

With results of the
2012 Annual
Federal Human
Capital Survey

All managers —
reviewed by OMS

Ensure IDPs are in place for | Continuous learning system that | IDPs are in place for all employees that link to By 5/31/12 FCA Training
all employees that link to is based on information from career track competencies needed for employee Officer
career track competencies IDPs and organizational needs development.

needed for employee

development.

Promote the use of IDPs to Continuous learning system that | System is in place to ensure IDPs are being used By 5/31/12 FCA Training
track not only training is based on information from strategically to fill knowledge gaps in workforce Officer

courses but also on-the-job
training and team
collaboration with outside
experts.

IDPs and organizational needs
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

Activities/ . . Responsible
Objectives Result Metric Timeframe Party
Ensure staff is given equal Increased number of employees | Increased number of internal candidates eligible to | By 5/31/12 HC Steering
opportunities in who have the experience and compete for vacancies Committee
assignments. knowledge, skills and abilities to
apply for promotional
opportunities
Establish Leadership Increased number of employees | Increased number of internal candidates eligible to | By 9/30/12 CHCO
Development Program that who can compete for vacant compete for manager positions
will enable FCA staffto manager positions
compete when manager
positions are filled.
Ensure required training in Statutory requirement for Report to Chairman and all requirements have By 9/30/12 FCA Ethics Officer

ethics is performed.

training met

been met
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

HCAAF System: Results Oriented Performance Culture

System Standard: The agency has a diverse, results-oriented, high-performing workforce and a performance management system that differentiates between
high and low levels of performance and links individual/team/unit performance to organizational goals and desired results effectively.

Human Capital Goal

FCA has a Performance Management System (PMS) that links individual performance goals to agency performance goals, differentiates
betweens levels of performance, rewards high performers, and effectively handles poor performance issues and employee relations issues.

Activities/ . . Responsible

Objectives Result Metric Timeframe Party(is)
Apply the Performance Identify and correct weaknesses PAAT applied to PMS and action plan for By 9/30/12 CHCO
Appraisal Assessment Tool in the PMS improvement developed.

(PAAT) to the FCAPMS

Complete analysis of Identify baseline and trends in Report shows trends in employee performance and By 3/30/12 CHCO
employee PMS results individual performance as how individual performance relates to

against organizational related to organizational organizational performance

performance performance
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

HCAAF System: Talent Management

System Standard: The agency has closed skills, knowledge, and competency gaps/deficiencies in mission-critical occupations, and has made

meaningful progress toward closing skills, knowledge, and competency gaps/deficiencies in all occupations used in the agency.

Human Capital Goal

Activities/
Objectives

Review compensation strategies
to ensure statutory requirements
regarding comparability are met.

Review benefits programs to
ensure statutory requirements
regarding comparability are met.

Track number of targeted
groups hired for vacancies
against FY 2011 baseline

Improve end-to-end time to hire
for all source vacancies

Track promotion and retention of
targeted groups against FY2010
baseline

Result

Competitive compensation program
with other FBRAs will attract and
retain quality employees with
mission-critical skills

Competitive benefits program with
other FBRASs will attract and retain
quality employees with mission-
critical skills

Agency wil have Return- On-
Investment metrics for recruitment
activities

Agency will improve its time to hire
metric to decrease a hiring barrier

Agency will have Return- On-
Investment metrics for development
and retention of targeted groups
with a goal of increasing diversity

Metric

Analysis from other FBRAs is conducted to ensure FCA is
comparable to other FBRAs in compensation

Analysis from other FBRAs is conducted to ensure FCA is
comparable to other FBRASs in benefits

Capture and analyze data on the number of targeted
groups per vacancy and the hiring of targeted groups that
are referred for vacant positions

Capture and analyze data on each vacancy to compare

time to hire with prior year.

Capture and analyze data on the number of promotions
and separations of targeted groups.

Timeframe

By 12/15/11

By 6/30/12

Begin 1/1/12

Begin 1/1/12

Begin 1/1/12

Responsible Party

CHCO

CHCO

CHCO

HR Staffing
Specialists

CHCO
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

Review IDPs to establish FCA
baseline of Mission Critical
Occupation competency gaps

Baseline will establish training and
development needs for closing gaps

Analysis that identifies MCO gaps for FCA

By 9/30/12

FCA Training
Officer

. FCA recruits, hires, and retains a highly skilled, diverse workforce while closing competency gaps and meeting performance goals.
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Attachment 1 — FY 2012 Farm Credit Administration Accountability Plan

HCAAF System: Accountability

System Standard: Agency human capital management decisions are guided by a data-driven, results-oriented planning and accountability system. Results of the
agency accountability system must inform the development of the human capital goals and objectives, in conjunction with the agency’s strategic planning and
performance budgets. Effective application of the accountability system contributes to agencies’ practice of effective human capital management in accordance
with the merit system principles and in compliance with Federal laws, rules, and regulations.

Human Capital Goals

FCA’s Human Capital decisions are documented, data driven, and results oriented, ensuring accountability for Human Capital

management.

Activities/
Objectives

Implement the FCA
Accountability Plan

Conduct the full annual human
capital program assessment

Track Improvements from the
Employee Survey Action Plan

Result

Roadmap and schedule of human
capital activities for establishment of
FCA during FY 2012

5 CFR 250 compliant assessment
of FCA HCAAF Systems

Survey improvement strategy is
implemented as scheduled and
published.

Measure

The activities identified in the FCA Accountability Plan
(this plan) were executed, tracked, and measured for
success

The annual Human Capital Management Report is
complete and addresses performance and compliance in
each ofthe HCAAF Systems

Actions from plan are tracked and managers throughout
the agency that are responsible parties are reminded of
their commitments and due dates.

Timeframe

By 9/30/12 all activities
are complete

By 12/15112

Ongoing

Responsible Party

CHCO

CHCO

CHCO and HC
Steering
Committee
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Strategic Alignment System

STANDARD: The agency human capital (HC) management strategies are aligned with mission, goals, and organizational objectives and
integrated into its strategic plans, performance plans, and budgets.

The Strategic Alignment System includes the following Critical Success Factors:
« HC Planning
* Workforce Planning
e« Human Resources (HR) as Strategic Partner
Expected Outcomes of

Critical Success Factors Assessment Findings/Required or Recommended Actions
HC Planning:
Human resources (HR) policies and programs are X Met The Human Capital Plan and performance goals have a direct link to the FCA
aligned with organizational mission, strategic goals, Strategic Plan, Annual Performance Budget, and Strategic Performance Goals.
and performance outcomes.
Systems exist to continually assess and improve HC X Met The agency monitors and reports regularly on the progress of meeting human capital
planning and investment and their impact on mission goals and objectives through the Human Capital Implementation Plan, the PAR
accomplishment. reports, and the evaluation of the agency’s HCAAF System. These are the means by

which continuous assessment and impact on mission accomplishment is conducted.

Workforce Planning: The organization identifies the HC required to meet organizational goals, conducts analyses to identify competency gaps, develops
strategies to address HC needs and close competency gaps, and ensures the organization is appropriately structured.

Workforce planning is approached strategically and The Human Capital Plan addressed workforce demographics, retirement eligibility,

in an explicit documented manner based upon X Met and MCO vacancies. The Agency uses this information for its decisions about

workforce analysis and assessment of future needs to  ~ hiring, training, and organizational structure to address business and performance

support mission accomplishment. requirements, competency gaps, and succession planning for leadership positions.

i\gﬁg: tg:lllllc(::il:sdlirlli fggﬁf;:éﬁﬁgféﬂg;g%gdare FCA documented MCO and leadership competency gaps and established a baseline
’ ’ X Met to measure the closure of competency gaps in the future.

identified and documented, providing a baseline of
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information to develop strategies to recruit, develop,
and retain talent needed for program performance.

Workforce planning & management practices
include strategies such as:

) X Met FCA 1identifies all competencies required for it primary MCO, FCA Examiner, and
restructuring . has a competency tracking system for its Associate Examiners to be used during the
— competitive sourcing pre-commission training program.

— technology solutions

HR as Strategic Partner: HR professionals act as consultants with managers to develop, implement, and assess HC policies and practices to achieve the
organization’s shared vision. Senior leaders, managers, HR professionals, and key stakeholders contribute to the HC vision and the agency’s broader strategic
planning process.

HR professionals and key stakeholders are involved ~ X Met One of several examples includes the involvement OMS had in the development of
in strategic and workforce planning effiorts. the FY 11 budget, including the establishment of worksheets to be completed by
managers to predict workforce needs to be included in HC Plan.

The HR function is adequately staffed and prepared, The FCA Personnel and Purchasing Team (PPT) is fully staffed with 3 seasoned HR
in competencies and resources, to proactively X Met Specialists, one senior Training Officer, and 2 junior Training Specialists. PPT is
collaborate and consult with line managers. - ¢ currently aligned to maximize an HR consultative environment.
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Leadership/Knowledge Management System

STANDARD: Agency leaders and managers effectively manage people, ensure continuity of leadership, and sustain a learning environment
which drives continuous improvement in performance, and provide a means to share critical knowledge across the organization. Knowledge
management must be supported by an appropriate investment in training and technology.

The Leadership and Knowledge Management System includes the following Critical Success Factors:
» Leadership Succession Management
 Integrity and Inspiring Employee Commitment
« Continuous Learning
+ Knowledge Management

Leadership Succession Management: The organization identifies leadership competencies and establishes objectives and strategies to ensure there is a continuous
pipeline of available leadership within the organization.

Expected Outcomes Assessment Findings/Required or Recommended Actions

Continuity of leadership is ensured through succession
planning and executive development programs which
address needs identified through competency gap
analysis and result in a diverse pool of qualified internal,
other Government, and non-Government sources for all
mission-critical leadership positions.

X Met FCA has an Agency Succession Plan and plans to enhance its Leadership
Development Program for Executives and Managers in FY 11 to identified
leadership competency gaps.

A comprehensive management succession program X Met FCA has an Agency Succession Plan and uses it in combination with its IDP
provides training to employees to develop them as process to develop future Agency managers.
managers for the agency.
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Integrity and Inspiring Employee Commitment: Leaders maintain high standards of honesty and ethics which serve as a model for the whole workforce. Leaders
promote teamwork and communicate the organization's shared vision to all levels of the organization and seek feedback from employees. Employees respond by

maintaining high standards of honesty and ethics.

Leaders and employees maintain high standards of
honesty and ethics.

Leaders promote teamwork and communicate the
organization's shared vision to all levels of the
organization, and seek feedback from employees.

The organization meets the training requirements of the
Ethics in Government Act; maintains a system for
identifying violations and taking corrective actions.

X Met

X Met

X Met

The 2010 Annual Employee Survey (AES) results show a 64.1% favorable rate for
question #25, “I have a high level of respect for my organization's senior leaders.”

The 2010 Annual Employee Survey (AES) results show a 71.4% favorable rate for
question #31, “Managers communicate the goals and priorities of the organization.”

This requirement was fully met. FCA’s Ethics Officer has responsibility and tracks
and monitors this area.

Continuous Learning: Leaders foster a learning culture which provides opportunities for continuous development and encourages employees to participate.
Leaders invest in education, training, and other developmental opportunities to help themselves and their employees build mission-critical competencies.

The organization fosters a culture of continuous learning
and high performance through investments in education,
training, and other developmental opportunities which
help employees build mission-critical competencies.

Training and development initiatives and strategies
support mission-critical competencies, are linked to the
agency mission, and have demonstrated a positive impact
on agency mission accomplishment.

The organization uses appropriate learning technology
and innovative learning strategies to meet the training
and development needs of the workforce.

X Met

X Met

X Met

All FCA employees have IDPs that are updated annually. MCOs have learning and
development guides to map employee development and provide training sources.
FCA participates in the Small Agency Council training program.

Additionally, FCA has a uniform standard for all courses developed in-house. These
standards emphasize the importance of adult learning techniques and link classroom
and e-learning training to on-the-job performance expectations. All in-house

training is “branded” with a similar look and is in compliance with Section 508 of
the Disabilities Act.

Training is linked to performance through the IDPs and competency gaps. All
training instances are tracked in the Training and Evals Database and are available
to all employees.

FCA utilized a number of traditional training venues during FY10 including off-site
classroom training, on-site classroom training, attendance at conferences and subject
forums.
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The organization administers a process to evaluate X Met
training and development program impact in terms of

learning, performance, work environment, and

contribution to mission accomplishment.

Training programs comply with the provisions of 5 X Met
U.S.C. 4101 and 5 CFR 410 and 412.

The AES results for 2010 reflect that employees believe they have ample
opportunities to receive developmental training. A training system to evaluate the
effectiveness and accomplishment of training is used for FCA’s primary MCO,
FCA Examiner.

The FCA training program meets all regulatory requirements.

Knowledge Management: The organization systematically provides resources, programs, and tools for knowledge sharing across the organization in support of its

mission accomplishment.

The organization’s knowledge-management process X Met
provides a means to share critical knowledge across the
organization and supports appropriate investments in

training and technology.

Information technology tools which facilitate gathering X Met
and sharing lemowledge within and outside the agency are

available to employees to improve individual and

organizational performance.

FCA formally shares knowledge through postings on the Intranet, an agency wide
daily newsletter, the use of a Shared Drive for posting documents, and regular email
communications to all employees.

We also capture and document the knowledge of subjective matter experts
throughout the Agency, ensuring knowledge transfer before our subjective matter
experts retire.

And to address a lmowledge gap identified by the Office of Examination, FCA
developed a Contract Examiner Assistant Program, which uses recent retirees as
contract employees. This temporary workforce will help fill OE’s knowledge gap
while they build up their internal staff numbers and skills through career intern and
mid-career hiring,

The agency utilizes collaboration software to manage projects, document control

software to track work documents, and an oracle product to capture time spent on
specific strategic performance goals.
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Talent Management System

Standard: The agency has closed skills, knowledge, and competency gaps/deficiencies in mission-critical occupations, and has made
meaningful progress toward closing skills, knowledge, and competency gaps/deficiencies in all occupations used in the agency.

The Talent Management System includes the following Critical Success Factors:

 Recruitment
« Retention

Recruitment: The workforce plan drives the aggressive and strategic recruitment of diverse and qualified candidates for the agency’s workforce.

Retention: Leaders, managers, and supervisors create and sustain effective working relationships with employees. The workplace is characterized by:

< amotivated and skilled workforce
= attractive and flexible working arrangements

« compensation packages and other programs used to hire and retain employees who possess mission-critical skills, knowledge, and competencies.

Expected Outcomes of
Critical Success Factors

Workforce competency gaps are closed through X Met
the use of effective recruitment and retention

strategies, creating a high-performing

workforce.

Senior leaders and managers are involved in X Met
strategic recruitment and retention initiatives,

ensuring the necessary organizational focus is

provided and resources are allocated to achieve
recruitment and retention goals.

Recruitment strategies are appropriately X Met
aggressive and multi-faceted to ensure a

sufficient flow of quality applicants to meet

staffing needs identified in the workforce plan.

Assessment

Findings/Required or Recommended Actions

FCA identified Mission Critical Occupation (MCQO) competencies, established a
baseline of MCO and leadership competency gaps, and has implemented strategies
to close gaps.

Office Directors and hiring managers worked closely with OMS staff by helping to
recruit candidates, attend job fairs, advertise vacancies, and use innovative
language in vacancy announcements. Retention strategies include the use of
generous benefits programs, flexible working conditions, and attractive pay.

FCA experienced ample applicants for vacancies as a result of a number of
recruitment activities including attending job fairs, establishing liaisons with
professional organizations, print advertising, etc. Due to high unemployment in
the field, FCA is receiving an abundance of applications for most all positions.
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Flexible compensation strategies are used as
needed to attract and retain quality employees
who possess mission-critical competencies.

Quality of work/life programs is provided, and
obstacles to recruitment and retention of a
quality workforce have been addressed,
positioning the agency to be successful in
acquiring and retaining the talent needed for
program goals and objectives.

Recruitment, hiring, and merit promotion
processes adhere to the merit system principles
in 5 U.S.C. 2301 and follow other pertinent
legal and regulatory requirements, including
other congressionally mandated enabling
legislation.

Retention policies and practices adhere to
merit system principles and other Federal laws,
rules, and regulations.

X Met

X Met

X Met

X Met

FCA’s pay and compensation packages are more generous than most agencies and
when appropriate other flexibilities such as recruitment bonuses were utilized.

In addition to the many advantages FCA offiers its employees, under our Flexible
Spending Account Program, FCA added the use of debit cards to its program.

To aid in retention, the Agency issued a Supplemental Benefits Statement to all
employees discussing FCA’s benefits beyond the normal benefits provided to most
Federal employees. The statement includes, among other things, FCA’s
enhanced health benefits, additional leave benefits, technology provided to
employees, subsidies, travel benefits, employee recognition and work/life balances
that are offered to FCA employees.

FCA also decided to retain its monthly transit subsidy of $230 a month, for
employees who use public transportation to commute to work, after the expiration
of legislation increasing the subsidy.

Finally, the Chairman approved a new benefit for FCA employees; an Agency-
sponsored Sunshine Fund. The policy allows the Agency to recognize the
significance of personal events in the lives of its employees. Through the FCA
Worklife Program, FCA acknowledges these events, with the consent of the
employee, and works to celebrate, honor, or comfort employees as these events
occur.

All other recruitment, hiring, and merit promotion practices fully met regulatory
requirements.

FCA’s policies and practices for retaining employees meet all regulatory
requirements.
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Results-Oriented Performance Culture System

STANDARD: The agency has a diverse, results-oriented, high-performing workforce and a performance-management system
which differentiates between high and low levels of performance and links individual/team/unit performance to organizational goals
and desired results effectively.

A Results-Oriented Performance Culture includes the following Critical Success Factors:
e Communication
e Performance Appraisal
e Awards
« Diversity Management
e Labor/Management Relations

Communication: The agency has a process for sharing information and ideas about the organization with all employees. This vital process includes
eliciting employee feedback and involvement so all employees play an appropriate role in planning and executing the mission.

Expected Outcomes of

Critical Success Factors Assessment Findings/Required or Recommended Actions
The strategic plan has been shared with and/or is X Met Employees” performance Results are clearly linked to the agency’s
accessible to all employees. Employees are performance goals. The Strategic Plan and annual Performance Plan and
lmowledgeable about the strategic plan and their role in goals are distributed to employees and placed on the Internet and Intranet.
supporting the agency’s mission and performance Employees report biweekly on how much of their time is spent on
goals. achieving performance goals.

Performance Appraisal: The agency has a process under which performance is reviewed and evaluated.

Employees have a direct line-of-sight between X Met FCA utilizes an automated performance tracking system which ensure the
performance elements (performance expectations) and linkage of employee performance Results to the agency’s performance
the agency mission. These links have been goals. All supervisors receive mandatory annual training on how to
communicated to and are understood by employees, develop performance plans and appraise performance.

enabling them to focus their work effort on those
activities most important to mission accomplishment.
All employees are held accountable for achieving
results which support the agency s strategic plan goals
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and objectives.

The performance-management system differentiates X Met
between high and low levels of performance.

Organizations with a high percentage of outstanding

ratings also demonstrate a high level of achievement of

their strategic goals and objectives and/or program
accomplishments as reflected in the agency annual

performance plan.

Supervisors and managers use performance results to X Met
offier feedback, identify developmental needs to help

improve employee performance, and address instances

of poor performance.

The performance appraisal system(s) are established X Met
and administered in accordance with 5 U.S.C. chapter

43 or other congressionally mandated enabling

legislation.

Pay adjustments, cash awards, and levels of pay are X Met
based on the results of the appraisal process, and

accurately reflect and recognize individual

performance and/or contribution to the agency’s

performance.

The FCA PMS is a five level system. The agency tracks trends in ratings
across the organization. Disparity between employee performance and
organizational performance is monitored and reported.

Managers explain performance appraisals, develop IDPs in conjunction
with the annual budget cycle, and work with employees to set performance
results for the year.

The agency Performance Management System (PMS) meets all regulatory
requirements.

FCA is a pay for performance agency. Employee’s performance determines
the amount of the merit pay increase the employee receives.

Awards: The organization takes actions to recognize and reward individual or team achievement which contributes to meeting organizational goals or

improving the efficiency, effectiveness, and economy of the Government.

The organization has created a “reward environment” X Met
beyond compensation and benefits which contributes
to attracting, retaining, and motivating employees.

Awards programs for employees reflect adequate X Met
funding, and awards are justified based upon

FCA has a robust awards program that includes an annual formal awards
ceremony and awards including the Chairman’s Award, Distinguished
Service Award, Special Act Awards, On the Spot Awards and Peer-to-Peer
Awards.

The annual budget earmarks funds for the awards program and award
Justifications clearly identify appropriate accomplishments and
achievements.
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accomplishments.

Awards and recognition are processed according to law X Met
and U.S. Office of Personnel Management (OPM) and
agency regulations and procedures.

All regulatory requirements were met for the awards program during FY 10.

Diversity-Management: The agency maintains an environment characterized by inclusiveness of individual differences and responsiveness to the needs

of diverse groups of employees.

The organization’s diversity management program X Met
shows positive results in creating a diverse workforce.

The organization is responsive to the needs of diverse X Met
groups, resulting in a positive work environment

conducive to all employees achieving their potential

without fear or abuse.

The organization implements the Federal Equal X Met
Opportunity Recruitment Program, the Disabled

Veterans Affirmative Action Program, and other

special emphasis programs in accordance with

5US.C. 7201.

FCA had a 13% increase in targeted group (women, minorities, veterans,

and individuals with disabilities) applicants for career intern vacancies in
FY10 over FY09. In addition, 9 out of 13 new hires were selected for the
Agency OE Career Intern Program.

During FY 10, the agency conducted special emphasis programs and
continued the work through an agency EEO Director.

FCA carried out a robust recruitment program during FY 10 to recruit its
targeted groups with great success.

Labor/Management Relations: The organization promotes cooperation among employees, unions, and managers. This cooperation enhances
effectiveness and efficiency, cuts down the number of employee-related disputes, improves working conditions, all of which contribute to improved

performance and results.

Workplace conflicts are resolved fairly, promptly,and X Met
effectively; and managers, union officials, and

employees work together to accomplish the agency’s

mission through effective communication and problem

solving,

On several occasions, FCA utilized informal processes to handle employee
issues at the lowest level. The CHCO personally served as a
communications link between employees and managers to successfully
resolve employee problems in a number of situations.
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HUMAN CAPITAL IMPLEMENTATION PLAN

l. STRATEGIC ALIGNMENT

New Initiatives

A.

B.

Establish Human Capital Working Group

Monitor activities in support of human capital
commitments

Develop communication strategy to disseminate
Human Capital Plan initiatives

Implement communication strategy

Proposed Accomplish
Dates Dates

12/7/06

On-going

12/31/06

1/31/07

Comments/Updates

Progress on Human Capital
initiatives are reported in OMS
monthly report.
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Il. WORKPLACE PLANNING AND DEPLOYMENT

Proposed

New Initiatives Dates
A. Implement a Visiting Scholar Program
B. Develop programs to retain retirement eligible

employees with mission critical skills
C. Develop a methodology for developing average grade

projections to assist in the Agency’s budgeting process
D. Create a “contract examiner assistant” policy

and program
E. Develop a recruiting handbook for FCA recruiters

Accomplish
Dates

5/02/08

10/31/08

03/31/07

06/30/08

01/26/09

Comments/Updates
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lll. LEADERSHIP AND KNOWLEDGE MANAGEMENT

New Initiatives
A. Succession Planning
A1. Establish Agency Succession Plan
A2. Expand and continue FCA Mentoring Program

A3. Establish Leadership Development Program
for Executives and Managers

A4. Establish new Aspiring Leaders Developmental
Plan

B. Integrity

B1. Conduct Annual Ethics Training and Hatch Act
Training

B2. Continue No Fear Act Training

B3. Provide annual notice raising awareness about
Whistleblower Protection Act

C. Continuous Learning
C1. Develop Training Focus Areas for Agency
C2. Establish a system to evaluate the effectiveness
of FCA training efforts to determine how well it

meets short- and long-range program needs.

C3. Develop Enhancements to Training and

Proposed Accomplish
Dates Dates Comments/Updates
09/30/09
12/31/06
12/31/12
12/31/12
Annually

Every 2 years

Annually

5/30/07

12/31/06

5/30/07
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lll. LEADERSHIP AND KNOWLEDGE MANAGEMENT
Proposed
New Initiatives Dates
Evaluations Database to assist supervisors and
employees in the development of their career
development plans and IDPs.

D. Knowledge Management
D1. Develop Knowledge Management Strategy
for Agency that addresses Knowledge Sharing

and Knowledge Retention

D2. Implement SharePoint to improve knowledge
Sharing and transfer

D3. Design curriculum for commission training using
Subject matter expert knowledge

Accomplish

Dates

11/30/10

12/31/10

12/31/10

Comments/Updates
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IV. RESULTS ORIENTED PERFORMANCE CULTURE

Proposed
New Initiatives Dates

A. Performance Management
A1. Use OPM Performance Appraisal Assessment
Tool to assess Performance Appraisal System
for Enhancements
A2. Review Agency ratings distribution for consistency

A3. Review Awards Program for desired effect

A4. Develop and implement a methodology to
evaluate the effectiveness of the Award Program

B. Supervisors
B1. Monitor probationary periods for new supervisors
B2. Develop New Supervisor Orientation
B3. Review supervisory tools for effective management

B4. Formal performance management training for
Human Resources staff

C. Diversity
C1. Create Diversity Workgroup

C2. Develop overall strategy to address diversity
initiatives at FCA

Accomplish
Dates Comments/Updates

Annually

Annually
Annually

12/31/06

On-going
9/30/12
Annually

Annually

12/7/06

12/31/08
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IV. RESULTS ORIENTED PERFORMANCE CULTURE
Proposed
New Initiatives Dates

C3. Develop means to measure success of diversity
initiatives

Accomplish
Dates

12/31/08

Comments/Updates



HUMAN CAPITAL IMPLEMENTATION PLAN

V. TALENT
Proposed Accomplish
New Initiatives Dates Dates Comments/Updates
A. Complete review of all position descriptions using 12/30/06
FCA revised job evaluation system
B. Develop recruiting strategy for Agency 12/31/08
C. Develop policy on long-term rotational assignments 05/02/08
D. Develop policy on considering strategic sourcing 03/25/09
as a part of FCA’s recruiting strategy
E. Review Agency Compensation Program for effectiveness Annually
and enhancements
F. Review Agency Benefits Programs for effectivenass Annually

and enhancements

G. Review Exit Interviews for trends Quarterly
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VI. ACCOUNTABILITY

Proposed
New Initiatives Dates
A. Establish review schedule for Agency PPMs 12/30/12

B. Establish review process for Human Capital Plan
Initiatives

Accomplish
Dates

Annually

Comments/Updates
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APPENDIX A - REFERENCE DOCUMENTATION

The following documents were used to develop the FCA’'s Human Capital Plan:

SECTION I: STRATEGIC ALIGNMENT
1. FCA Strategic Plan

2. FCA Operating Plan

3. FCA Performance Plan

SECTION Ill: WORKFORCE PLANNING AND DEPLOYMENT
. Office of Personnel Management’s Central Personnel Data File

. OE Pre-commission Training Program

. PPM 843, Training and Development

. EEO and Diversity Policy Statement (FCA-PS-62)

. Affirmative Employment Program Action Plan

OPM Handbook of Occupational Groups and Families

. FCA Office Profile Questionnaires

. OE Career Path Program

. PPM 853, Supervisory Development Program

SECTION lll: LEADERSHIP AND KNOWLEDGE MANAGEMENT
1. PPM 853, Supervisory Development Program

2. PPM 854, FCA Mentoring Program

3. FCA Ethics Training Program

4. FCA No Fear Act Training

5. Whistleblower Protection Act Training

6. PPM 843, Training and Development

7. Individual Development Plan Database

8. Training and Evaluations Database

SECTION IV: RESULTS ORIENTED PERFORMANCE CULTURE
1. PPM 841, FCA Performance Appraisal System

2. PPM 818, FCA Awards and Recognition Program

3. Smart Answers for Federal Managers \Website

4. FCA Supervisory Connection

5. Addressing Poor Performance Supervisory Training

6. FCA Diversity Report

SECTION V: TALENT

. PPM 819, FCA Position Management and Job Evaluation Program
PPM 804, FCA Compensation Program

PPM 828, Employee Assistance and Wellness Program

. Flexible Spending Account Program

PPM 846, Public Transportation Subsidy

Long Term Disability Insurance

. PPM 847, Child Care Subsidy Program

. PPM 850, FCA Life Cycle Fund Program

. PPM 852, Student Loan Program

10. PPM 823, Voluntary Leave Bank Program

11. PPM 824, Voluntary Leave Transfer Program

12. Physical Exam Reimbursement

13. PPM 821, Hours of Duty and Alternative Work Schedule Program
14. PPM 820, Flexiplace Program

15. PPM 834, FCA Exit Interview Database Procedures

SECTION VI: ACCOUNTABILITY

1. FCA Policies and Procedures Manual

OCONODOAWN

CONOOAWN
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Human Capital Survey

Questionnaire Results
Functional Statements
Most offices responded that the office Functional Statements were accurate or generally accurate.
OMS and OIG responded that revisions are necessary.

Question #1 Does the Functional Statement accurateiy describe the duties and
responsibilities of your office?

Office Response ] Comments

OCPA Yes While the functional statement remains fundamentally accurate,
the scope of duties and responsibilities and volume of work has
expanded.

OE Yes

OSMO Yes

OGC Yes

OoMS No The OMS functional statement will need slight revisions due to
movement of functions within teams and new services being
provided.

OIG No OIG has prepared a submission for update to include statutory

changes from the 2008 Amendments to the IG Act and the Dodd
Frank legislation.

ORP Yes However, the scope of activities has expanded to include things
such as pre-Regulatory Enforcement Committee (REC) and REC
committee support, enforcement support, examination policy
development support, examination assistance, and risk analysis
support.
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Current Staffing
Several offices expressed a need for additional staff and most offices indicated additional staffing skill
sets and/or higher levels of expertise were needed.

Wuestion #2 | Does your current <.« meet t..e present needs of your oriice? If not, why?
Office | Response | Comments

OCPA No For the past seven years OCPA has used contract employees to
meet staffing needs. OCPA now has authority to hire two FTEs, but
have had difficulty attracting qualified candidates.

OE No Through aggressive recruiting and staff development over the last 5
years and contingent upon meeting our 2012 hiring goal, OE projects
to achieve the target level by 2017. We will focus on sustaining staff
levels through routine hiring of entry-level staff to replace projected
attrition and retirements over the 6-year planning horizon,
supplemented by hiring a small number of mid-career commissioned
examiners and specialists.

OSMO Yes With the addition of new resources, an OE Examiner-in-Charge on
detail and a new financial analyst (shared with ORP), we continue to
successfully meet our staffing needs by supplementing our core staff
with outside expertise within FCA as well as external resources.

OGC No Immediate and long-term needs require that additional staff be hired
in 2012 and considered for subsequent years.
OoMS No OMS is currently 5 FTEs below its approved level however 2 FTEs

were unfunded. We have job announcements out that will
substantially fill our funded FTEs. Our current staffing needs are for a
journeymen helpline staff member, CSCT Team Leader, and
Supervisory Human Resources Specialist.

OIG Yes

ORP No We currently are 2 FTEs below our approved level in ORP, which
represent the Deputy Director and Team Leader vacancies;
consequently, current staff is insufficient to meet the present needs of
our Office. We intend to fill those positions in the near future.



FCA Human Capital Plan
Appendix B

Duties and Responsibilities
OCPA and ORP indicated that they expect changes to their duties and responsibilities. The other
offices did not foresee any changes to the Office duties and responsibilities.

Question #3 Do you ant._ipate any changes ic t.e Juties and respensioilities cf your office o ar
the next 5 years? If so, how will the changes affect your staffing needs?

Orrice Response | comments

OCPA Yes OCPA’s interaction and communication with Hill staff and Members
of Congress has increased in both volume and complexity as a result
of legislative debate over financial institutions and GSE regulatory
reform. That workload will continue to grow, especially now that work
is underway on the 2012 farm bill.

OE No We expect institution risk to remain elevated and complexity should
continue to increase. Since the number of staff with significant
System examination experience will continue to decline, OE must
remain focused on implementing risk-based examination principles
and direct the limited and most experienced resources at the most
significant risks.

OSMO Possibly The evolving business model of Farmer Mac and additional
authorities granted in the 2008 Farm Bill present opportunities for
Farmer Mac to pursue new product lines that will likely increase the
volume of work and breadth of expertise needed to fulfill OSMO’s
responsibilities. If OSMO’s oversight responsibilities increase
significantly, we would consider requesting and acquiring additional
staff.

OGC Yes As the volume and complexity of the work continues to increase and
with the need to train newer staff members, we will consider
promoting one or more of our Senior Counsel’s to Assistant General
Counsels. As work permits, our office will remain open to taking on
outside collateral duties.

OoMS No Primary duties and responsibilities are expected to remain
unchanged. However, as duties and responsibilities change in other
FCA Offices, OMS also needs to change to support the activities of
those Offices. This is particularly acute in the area of data collection,
analysis, and modeling.

OIG No Not expected, however, Congressional mandates may have an
impact.
ORP Yes We anticipate changes in the area of economic analyses and

funding. We expect that our analyses will shift from a
macroeconomic to a more microeconomic focus. We have
developed a model to stress test each System association under
various financial scenarios. Also, we are developing a model to
stress test System banks. In addition, we may need to further
modify the funding approval process to more closely monitor the
System’s funding activities such as the retail bond program recently
approved by the FCA. Another area where we anticipate changes is
in the area of data support.
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Business Processes
Several offices indicated that changes in business processes were occurring, mostly resulting from
information technology changes.

Question #4 Do you ant._inate any changes ¢ the pusi =3s proczsses of your office over the
next 5 years? If so, how will the changes affect your office’s staffing needs?

Orrice Response | Comments

OCPA No OCPA does not anticipate any major changes to their business
processes other than process changes as a result of the adoption of
new technology which we anticipate will increase our workload
demands.

OE Yes Consistent with FCA Board Policy Statement 53, OE has established
“risk-based” oversight and examination programs that strategically
address the System’s safety and soundness, proactively address
risks, and promote effective communications with System institutions.
We will continue to focus on implementing OE’s oversight and
examination program through innovative tools, processes, and
approaches to enhance the overall effectiveness and efficiency of our
operations.

OSMO Yes We anticipate the need to rotate the examination team sourced from
OE to ensure that we periodically gain fresh perspective on issues
and risks. This might include adding an additional commissioned
examiner as well as training and deploying our current policy analysis
staff in examinations. Additionally, we are re-evaluating our needs for
contracting services, in the area of risk-based capital modeling and
stress testing.

OGC No However, with work permitting, our office will continue to consider
taking on outside collateral duties that would help the Agency
accomplish the same or increased level of quality work with less staff.

oMS Yes We anticipate that when fully implemented, the new technology
infrastructure will allow us to change our business processes to
become more efficient and effective. While many of the anticipated
business changes will make OMS more efficient and effective in the
long-term, the short-term affect will be an increased demand on staff
resources to revise, develop, and implement the business processes.

OIG No More use of information technology, however, no anticipation of
different staffing needs.
ORP No We anticipate that when fully implemented, the new technology

infrastructure will allow us to change our business processes to
become more efficient and effective. We will continue to support the
REC committee. We anticipate that we may need to develop
processes for additional staff support for the pre-REC and REC
committee activities and enforcement actions. As the loan database
project moves into phase Il, new business processes will need to be
developed and implemented in order to take full advantage of the
database. Finally, as we further implement stress testing for
associations and develop a stress test for banks, we may need to
refine our business processes to support those activities.



Volume of Work
The volume of work is expected to increase in most cases, due to changes in the System and
operating environments that have increased the complexity of the work and impacted the required skill

sets.
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Question #5 Do you anticipate changes in the volume of work your office accomplishes over the
next 5 years? If so, how will the changes affect your office’s staffing needs?

Office
OCPA

OE

OSMO

OGC

OMS

OIG
ORP

Response | Comments

Yes

Yes

Yes

Yes

Yes

No
Yes

OCPA is receiving more media inquiries and requests for interviews.
Borrower complaints are increasing in number, many of which are
due to pending foreclosures, lending practices of FCS institutions,
and the failure of FCS institutions to follow provisions of FCA
regulations. Congressional activity has increased because of the
many changes in the membership of the Agency’s oversight and
appropriations’ committees. Other factors affecting OCPA workload
include legislative activity related to financial institution regulatory
reform and hearings related to the 2012 Farm Bill. After OCPA fills
the two vacant FTEs the office is authorized to fill, we will need to
evaluate our staffing needs.

There will be a continued increase in OE’s workload, at least for the
next few years as the System’s risk profile changes and we build our
examiner workforce for the future. System mergers have been fewer
than projected, institutions continue to become more complex, and
risk exposure remains elevated. Such changes in the System risk
profile will require increased oversight and ongoing examination.
Farmer Mac’s business model is evolving and they are actively
working to innovate new products and lobby for new program
authorities. Growth from recent statutory expansion of program
business authorities will likely increase the volume of work for OSMO
in the next 5 years.

Our current workload is more complex and voluminous than it has
been in the recent past, and we anticipate that continuing issues
involving legislation, capital, stock issuances, investments, mergers
and enforcement work will either remain elevated or increase during
the survey period. Training needs will also increase to keep staff
abreast of the new and more complex issues.

Our current workload is particularly heavy given the recruiting needs
of the other Offices, OFE’s training needs, the Agency’s technology
needs, and the Agency’s increasing demand for analysis of FCS-
related data and the need for metrics to measure the Agency’s
performance in a variety of areas.

The volume of work should remain relatively constant.

We anticipate our workload will remain heavy and likely will increase
over the next 5 years as the System works its way through the
current economic crisis and as the Agency deals with the attendant
policy matters. The increase in workload will require additional
support from other Agency offices, contracting with external experts,
and an increase in permanent professional staff.
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Competencies

Almost all offices indicated the need for additional competencies due to changes in the System and
operating environment. New or enhanced competencies common to one or more office included
communications (electronic and traditional), credit, finance, operations, financial analysis and financing
modeling.

Question #6 What new competencies (knowledge, skiils, ur abilities) do you anticipate needing
in your offic2 over the next 5 years?

Office Response

OCPA More members of the staff will need skill in updating and maintaining the content of
the Agency’s Web site. Currently, this responsibility is handled by only one
member of the staff. We plan to explore use of new media (Twitter, etc.) and other
Web 2.0 tools, which we will need to train staff in how to effectively use these
communication tools. For the long term, OCPA needs a career congressional and
public affairs specialist with Capitol Hill experience.

OE The depth and breadth of competencies and skills needed by the average examiner
will continue to increase. A greater proportion of OE staff must have sophisticated,
expert-level skill sets and technical expertise. OE will continue to need strong
technical skills in the areas of credit, finance, and operations. OE also needs to
further develop and maintain skills in the following areas: EIC/Project Management
Skills, Supervisory Skills, Management and Leadership SKills.

OSMO The ongoing oversight and supervision of Farmer Mac will require continued
enhancement in skill sets for the future. OSMO continues to advance its efforts in
the areas of the analysis and modeling of financial data as critical decision-support
tools on policy matters related to capital. Moving forward, we anticipate the
potential for additional skills in these areas and/or additional staff working in support
roles to current staff that might be allocated more intensively in these risk analysis
efforts.

OGC Any immediate new staff will need to be experienced in atleast one or more of the
following areas: capital, securities, and the disposition of troubled assets,
enforcement and litigation work, financial institution regulatory matters, and
administrative law. We may also need, within the survey period, someone with
Paralegal or Technical Editor competencies to take over the Federal Register
Liaison and potentially other duties should our current Technical Editor retire within
the next five years.

OoMS We anticipate the need for new competencies in: project management; plain writing;
mobile web technology; business process analysis and design; workflow
development; time management; electronic records management; customer
relations management; in-depth IT security, and contract management.

OIG Believe we presently have the core competencies that are needed on staff.

ORP We do not anticipate the need for any new competencies, but rather the need to
develop greater depth in our competencies in several areas. These include the
areas of accounting, agricultural credit, banking, capital markets, regulatory capital,
corporate structure, derivatives, and financial modeling (economic, capital, liquidity,
and credit).
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Accessions
Most offices indicated the need to hire new staff over the next 5 years due to projected attrition or sKill
gaps. OE indicated the need for the most new hires due to the larger staff size.

Question #7  “hat accoessions (i.e., hiiing) are approved for your off.c2 over the next 5 years?
Please include the following information about the accessions: types and number
of positions, series, grades and responsibilities.

Orrice Response | comments

OCPA OCPA has approval to hire two FTEs - a clerical position at the VH-35 level and a
public affairs specialist at the VH-38/39 level with promotion potential to VH-40.

OE OE plans to hire individuals to build staff levels to 180 over the planning horizon.
We anticipate hiring between 12-14 staff annually to compensate for attrition and
achieve our target of 180. Key hiring assumptions for FY 2012 through FY 2017
include: 5 Managers, 10 Mid-Career Commissioned Examiners and technical
specialists (Series 1101 or 1160), 10 Entry level staff per year, and 4
Administrative Staff.

OSMO None.

OGC We plan to hire one full-time attorney at grades 38/39/40 in FY 2012. Based on
current workloads and the expected increases, we anticipate filling any further
vacancies that occur through retirement or attrition during the survey period.
Vacancies will likely be filled at the VH-38/39/40 level (series 905-
Attorney/Advisor).

OoMS Our current staffing level is 49 staff members (1 in a part time position). The
proposed level for FY 2013 is also 54 FTEs. We plan to hire 3 people in FY 2012.
As retirement plans become more definitive, we will plan to replace staff.

OIG None. If retirements, replacements will be sought.

ORP ORP's approved staffing level for FY 2012 is 27.6 FTEs. Our current staffing level
is 25.6 FTEs; however, there will be one attrition in May. The proposed level for
FY 2013 is 27.54 FTEs. The Deputy Director’s position will be filled within the next
few weeks. In addition, we plan to hire 2 staff (a policy/financial analyst and a
Team Leader) in FY 2012 to reach our approved staffing level. Our long-range
staffing target is to increase to and level out at 28 FTEs; accordingly, we plan to
add 1 FTE (policy/financial analyst) in FY 2014. In addition, we will be replacing
any departing staff.
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Career Track Promotions
Almost all offices anticipated career track promotions with OE, OMS, and ORP projecting the greatest
number due to the larger staff size.

Question #8

Office
OCPA

OE

OSMO

OGC

OMS

OIG
ORP

Attrition

Please identify any career track promotions you plan t& imake during thie next 5
years? Please include the following information about possible career track
promotions: number of promotions, position titles, series, and grades.

Response | Comiments

We propose promoting the assistant director (VH-1035-41) to deputy director (VH-
1035-42) in FY 2013. We also propose promoting the public affairs specialist, who
will be hired in FY 2012, to the VH-1035-40 grade level during the five-year period
FY 2013 to FY 2017.

OE will need a higher level of skill and increased number of commissioned
examiners/technical specialists to achieve our mission. OE has forecasted a gap
of 11 positions between FY 2012 and FY 2017. OE will continue developing
current staff to fill many of these career opportunities. For example, FCA
Examiners (Generalists) and Associate Examiners will fill many of the specialist
positions. OE will also consider staff from other Agency offices or external sources
to fill some gaps.

We expect the newly hired policy analyst (shared with ORP) will be promoted from
VVH-38 to VH-39.

OGC identified the following promotions: one VH-39 attorney to the VH-40 Senior
Attorney level; two VH-40 Senior Attorneys to the VH-41 journeyman Senior
Counsel level;, one or more VH-41 Senior Counsel attorneys to the VH-42

Assistant General Counsel level; and one secretarial position from a VH-35 to a
VH-36 level. As it is likely that a new full-time attorney will be hired at the VH-
38/39/40 level, we would anticipate that this staff member would be promoted to

the VH-39/40 level within the survey period.

OMS identified the following promotions:

1 IT Specialist VH-2210-38 to VH-39

1 Client Com Specialist VH-301-35 to VH-37, 38

1 Client Com Specialist VH-301-37 to VH-38

Possibly promotion of Senior Auditor, VH- 511.
ORP identified the following promotions:

- 1 Secretary VH-318-35 to VH-36

- 2 Policy/Financial Analysts* VH-1101-38 to VH-40
- 1 Policy Analyst VH-1101-38 to VH-40

- 1 Assistant to the Director VH-1101-40 to VH-41+
- 2 Expert Policy Analysts VH-1101-40 to VH-41

- 1 Associate Director VH-1101-40 to VH-41

*Anticipated new hires
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Four offices project a high level of attrition, primarily due to retirements. In all offices, most of the
projected attrition will occur at the skilled tenured staff and senior management levels.

Question #9 | What attrition do you anticipate in your office over the next 5 years?

Office
OCPA

| Response

High

| Comments

We anticipate significant attrition over the next 5 years. The assistant
director is eligible to retire but has no plans to retire before the end of
the 5-year horizon. The office’s two schedule C positions (director
and associate director) will likely change by the end of the 5-year
time horizon as a result of a change in the Chairman.

OE

High

We anticipate a total OE attrition rate of 6 to 8 percent per year over
the next 6 years. In preparing the resource model and related hiring
and attrition assumptions, OE focused on attrition due to planned or
likely retirements, and only included general attrition (e.g.,
resignation, transfer out of OE, death/disability) within the associate
examiners group and on a limited basis for other staff.

OSMO

None

OGC

Moderate

We will have 7 staff members who will be first eligible for retirement
during the survey period, with one or two possibly considering
retirement within the next five years.

OMS

Moderate

Approximately 25% or 12 positions of OMS employees will be
eligible to retire within the next 5 years. Additionally, OMS plans for 5
non-retirement attritions.

OIG

High

About 60% or 3 staff are eligible to retire over the next five years,
specifically 1 Inspector General.

ORP

High

ORP estimates attrition of about 50% of existing staff over the next 5
years, or 13 total positions. Eligible retirements include 11 staff, or
42% of ORP. Many of those eligible to retire are senior staff.
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Succession Plans

Most offices had some type of succession planning activity. Plans included promoting from within,
developing a “talent pool”, developmental assignments for future managers, hiring outside the Agency
and a multi-source approach.

Question | What succession plans have you developed to address retirements and attrition over
: #10 the next 5 years®?

Office | Response | Comments
OCPA Outside To address the eventual retirement of the assistant director, new staff will
Agency need to be hired. The yet-to-be-hired public affairs specialist will be

groomed to assume the duties and responsibilities of the assistant
director. The director is developing a recordkeeping system to ease the
transition for his successor. OCPA is also creating an office procedures
handbook that documents the processes for all tasks and responsibilities
performed by each member of the staff.

OE Develop OFE’s overall strategy is to develop a "pool" of candidates who could
Talent become successful supervisors and managers, including the Office
“Pool” Director. The greatest developmental need is successors for the OE

Divisional Director positions based on the number of EMT members who
are retirement eligible. To develop this pool of candidates, OE works
closely with OMS to develop and strengthen skills for existing/potential
supervisors and managers. OE has initiated several leadership positions
(program and portfolio managers, senior examiners, and the SDD
supervisor) to broaden the number of staff that could fill manager roles in
OE and other offices in the future.

OSMO Within FCA  There are eligible FCA staff that are qualified to replace unanticipated
attrition from OSMO.

OGC QOutside The new attorney that we hired in FY 2010 is being trained in a number
Agency of administrative law and mission-related areas, including ethics, FOIA
and enforcement work. We plan to hire one experienced attorney in FY
2012 with capital markets expertise to complement the current expertise
in this area and ensure a seamless transition when our current expert in
this subject area retires. If work in OGC continues to increase, we may
need to seek approval to hire one or two new entry-level attorneys within
the survey period, in which case we will also need to develop a more
formal mentoring/training program for such attorneys.
OoMS Within OMS has been anticipating and planning for the listed retirements and
OMS attrition for the last several years. OMS’s strategy is to develop and
implement employee developmental plans that develop skills so that we
have a cadre of individuals with needed skill sets. OMS has also made
several hires over the past several years to fill key positions. Additionally,
over the long run, OMS is focusing on hiring career interns to train and
groom for a long term career at FCA.
OIG Within FCA FCA Board, in compliance with the IG Act, will appoint the next IG. OIG
has well qualified staff to succeed.
If other staffers retire or depart, OIG will announce the positions and
replace the vacancy.
ORP Multi- ORP has been planning for attrition using strategies such as employee
source developmental plans, inter-office rotational program with OE, the use of
contractors, possibly hiring outside of ORP.
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OCPA Strategic Human Capital Plan Survey FY13-FY17

The Office of Management Services is updating the Human Capital Plan to extend to FY 2017.
Please review the following questions and revise or validate based on your responses to the
survey conducted last year. Please also extend your responses out to include FY 2017. Your
responses will assist in the development of the Agency’s Strategic Human Capital Plan. Your
responses will also assist you in planning your Office’s staffing requirements for the next 5

years.

1.

Please review the Functional Statement for your Office.
a. Does the Functional Statement accurately describe the duties and
responsibilities of your Office?
b. If not, what additional duties and responsibilities does your Office have?

The Office of Congressional and Public Affairs’ (OCPA) functional statement remains
fundamentally accurate in its description of the office’s duties and responsibilities;
however, the scope of duties and responsibilities and volume of work has expanded.

2.

In FY 2011, OCPA was tasked with implementing the Plain Writing Act of 2010. We
have nearly completed the requirements of this initiative, but to continue carrying out
this responsibility will place additional demands on our staff.

OCPA also serves as the main “switchboard” for the agency. Many people who call
into the agency do not use the voice prompts to locate the person with whom they
wish to speak. Instead, they dial zero for assistance and OCPA staff forward the call
to the appropriate employee.

The transition from a weekly employee newsletter with news flashes published
between issues to a daily newsletter has not resulted in less work for staff.

Borrower complaints have also increased in number and complexity. Managing the
number of complaints we receive by phone, letter, e-mail and by referral from
Members of Congress as well as the related administrative work now requires
approximately half the time of one FTE.

Also, the OCPA Director has taken on the additional responsibility of serving as the
Executive Assistant to the Chairman. We anticipate there will be additional
assignments in support of the Chairman, such as attendance at meetings and travel.
Also, the significant turnover in Congress with the last election has placed additional
demands on staff to meet and educate the new Members of Congress and their staff
members about the agency and the Farm Credit System.

And work has begun on the 2012 Farm Bill, which means there are more hearings
and meetings for staff to monitor.

Does your current staff meet the present needs of your Office? If not, why?

No our current staff does not meet the present needs of the office. For the past 7 years
or longer, we have used contractor writer-editors, public affairs specialists, and
secretaries, and interns to meet staffing needs rather than hiring the needed staff. We
now have authority to hire two FTEs, but we have had difficulty attracting qualified
candidates for the positions.



We will issue a vacancy announcement in the next few weeks for a public affairs
specialist. We believe that bringing someone onboard who has the skills needed to
perform well will help significantly.

3. Do you anticipate any changes to the duties and responsibilities of your Office over
the next 5 years? If so, how will the changes affect your staffing needs?

We anticipate that the duties and responsibilities of OCPA will grow in volume and
complexity over the next 5 years. Our interaction and communication with Hill staff and
Members of Congress have increased in both volume and complexity as a result of the
legislative debate over financial institution and GSE regulatory reform. That workload will
continue to grow, especially now that work is underway on the 2012 farm bill.

We anticipate increased media interest in Farm Credit issues, which will increase our
media relations work.

During the past two years, we have seen an increase in the number of borrower
complaints, which we anticipate will continue to increase because of the growing
economic pressures on agricultural producers and rural homeowners.

To meet these demands, OCPA will need to hire skilled staff (described in item 2 above)
to handle the increased workload.

4. Do you anticipate any changes to the business processes of your Office over the
next 5 years? If so, how will the changes affect you Office’s staffing needs?

We do not anticipate any major changes to OCPA’s business processes other than
process changes as a result of the adoption of new technology. However, we anticipate
the adoption of new technology to increase our workload demands. For example, we
anticipate that more information will be made available to the public via the FCA website,
which will place greater demand on OCPA staff who are responsible for posting content
to the website. And we are exploring the use of Twitter and other forms of social media,
which will require regular postings of news and information from FCA. As mentioned in
item 1 above, we have transitioned from a weekly employee newsletter with periodic
News Flashes to a daily employee newsletter, still with periodic News Flashes. The
expectation by management and employees of receiving news in real time rather than
through a scheduled delivery time has significantly increased the workload and burden
on staff. While use of technology has provided savings in duplicating, printing, and
mailing costs, it does not provide savings in time and resources to create a message.
The transition to information delivery systems that will provide information to both
external and internal audiences more quickly will also drive an increase in the volume of
information OCPA will be required to create, edit, and distribute. It will remain a constant
challenge “to feed the beast.”

5. Do you anticipate changes in the volume of work your Office accomplishes over the
next 5 years? If so, how will the changes affect your Office’s staffing needs?



The volume of work OCPA carries out has already begun to increase. We are receiving
more media inquiries and requests for interviews. Borrower complaints are increasing in
number, many of which are due to pending foreclosures, lending practices of FCS
institutions, and the failure of FCS institutions to follow provisions of FCA regulations.
Congressional activity has increased because of the many changes in the membership
of the Agency’s oversight and appropriations’ committees. Other factors affecting OCPA
workload include legislative activity related to financial institution regulatory reform and
hearings related to the 2012 Farm Bill. After OCPA fills the two vacant FTEs the office is
authorized to fill, we will need to evaluate our staffing needs.

6. What new competencies (knowledge, skills, or abilities) do you anticipate needing in
your Office over the next 5 years?

More members of the staff will need skill in updating and maintaining the content of the
Agency’s website. Currently, this responsibility is handled by only one member of the
staff. Also, we plan to explore use of new media (Twitter, etc.) and other Web 2.0 tools,
which are gaining acceptance across government. We will need to train staff in how to
effectively use these communication tools.

For the long term, OCPA needs a career congressional affairs specialist with Capitol Hill
experience who has a thorough understanding of processes and procedures of both
houses of Congress. A career congressional affairs specialist would play an important
role in providing continuity of the Agency’s congressional relations during transitions in
OCPA leadership and transitions in leadership of the agency.

The secretary/administrative assistant recently hired by OCPA will need the skills and
ability to support the director and assistant director with administrative tasks related to
preparation of various reports required by OMS.

It will also be important for the individuals hired to fill the two vacant positions with the
office — the public affairs specialist and the clerical position — to have experience in
working with the press.

7. What accessions (i.e., hiring) are approved for your Office over the next 5 years?
Please include the following information about the accessions: types and number of
positions, series, grades and responsibilities.

OCPA has approval to hire two FTEs — a clerical position at the VH-35 level and a public
affairs specialist at the VH-38/39 level with promotion potential to VH-40. The clerical
position will support the acssistant director, maintain e-mail distribution lists and distribute
news releases and informational memorandums, serve as back-up to the office secretary
The public affairs specialist will be responsible for media relations, internal
communication, speech and testimony writing, website postings, and social media. In
addition, this person will be trained to handle borrower complaints and will serve as
backup for this responsibility. This individual also will be expected to have strong verbal
and writing sKills.



The individuals hired for these positions will also be responsible for producing the daily
news clips.

8. Please identify any career track promotions you plan to make during the next 5
years? Please include the following information about possible career track
promotions: number of promotions, position titles, series, and grades.

Based on actual duties and responsibilities, technical knowledge and skills, and
knowledge of the organization and its history, we propose promoting the assistant
director (VH-1035-41) to deputy director (VH-1035-42) in FY 2013. We also propose
promoting the public affairs specialist, who will be hired in FY 2012, to the VH-1035-40
grade level during the five-year period FY 2013 to FY 2017.

9. What attrition do you anticipate in your Office over the next 5 years?

We anticipate significant attrition over the next 5 years. The assistant director is eligible
to retire but has no plans to retire before the end of the 5-year horizon. The office’s two
schedule C positions (director and associate director) will likely change by the end of the
5-year time horizon as a result of a change in the Chairman.

10. What succession plans have you developed to address retirements and attrition over
the next 5 years?

To address the eventual retirement of the assistant director, new staff will need to be
hired. The yet-to-be-hired public affairs specialist will be groomed to assume the duties
and responsibilities of the assistant director.

It is difficult to plan for the departure of the director and associate director, which are key
positions in the office. Such changes are always abrupt and disruptive. The key to
successful transitions in these positions is to have a skilled deputy director who can
oversee and manage the ongoing day-to-day operations and provide orientation for the
new political appointees. This responsibility has been carried out by the current assistant
director. To address this transition, the director is developing a recordkeeping system to
ease the transition for his successor. We are also creating an office procedures
handbook that documents the processes for all tasks and responsibilities performed by
each member of the staff.
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OE Strategic Human Capital Plan Survey FY13-FY17

The Office of Management Services is updating the Human Capital Plan to extend to FY 2017.
Please review the following questions and revise or validate based on your responses to the
survey conducted last year. Please also extend your responses out to include FY 2017. Your
responses will assist in the development of the Agency’s Strategic Human Capital Plan. Your
responses will also assist you in planning your Office’s staffing requirements for the next 5 years.

1. Please review the Functional Statement for your Office.
a. Does the Functional Statement accurately describe the duties and
responsibilities of your Office?
b. If not, what additional duties and responsibilities does your Office have?

OE Response: The Office of Examination (OE) Functional Statement accurately describes
OFE’s duties and responsibilities. In addition, OE has defined its mission as follows:

The Office of Examination ensures a safe and sound Farm Credit System so that it
can accomplish its public policy mandate as a government-sponsored enterprise
serving agriculture and rural America.

2. Does your current staff meet the present needs of your Office? If not, why?

OE Response: We continue to target total staff of 180 with at least 70 percent
commissioned or with specialist credentials. Through aggressive recruiting and staff
development over the last 5 years and contingent upon meeting our 2012 hiring goal, OE
projects to achieve the target level by 2017. To this end, we will focus on sustaining staff
levels through routine hiring of entry-level staff to replace projected attrition and retirements
over the 6-year planning horizon, supplemented by hiring a small number of mid-career
commissioned examiners and specialists. Attachment 1 provides an analysis of OE’s current
and projected staffing levels and composition. For further discussion of our planned
recruiting, please see our response to question #7.

With our focus on entry level hiring, we have developed a robust program to train and
develop staff. Working with OMS, we have established a disciplined and comprehensive
training program to develop staff into commissioned examiners. The commission training
program has been highly successful in developing a cadre of commissioned examiners to
meet OE’s oversight and examination responsibilities and serve as a pipeline for staffing in
other Offices. Commissioned examiners serve as Examiner-in-Charge (EIC), project
managers, portfolio managers, supervisory senior examiners, and technical specialists. The
skillsets for commission examiners and technical specialist are substantial and complex. As
a result, we must continue to provide opportunities for professional development after
commissioning. We must encourage examiners to “invest in themselves” through career-
long learning as outlined in OE Operations Directive No. 52. See our response to Questions
#6 and #8 for additional comments on staff development and composition.

The following summarizes key aspects of OE’s staffing level and composition needs:

-« Extensive hiring of entry-level staff over the last 5 years has resulted in a substantial
shift in the tenure and experience of our examiner pool. This trend will continue as
retirements occur and entry level recruiting continues.  About 31 percent of OFE’s
commissioned examiners are eligible to retire within the next 6 years. Correspondingly,
over 45 percent of examiners were hired within the past 6 years. This shift to a less

OE Response — Human Capital Survey 1
March 2012
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tenured staff drives a need for increased numbers of staff. Experienced staff can
typically accomplish a greater and more complex workload in less time than lecs-
experienced staff. Refer to Questions #7 and #9 for additional information.

- |t will continue to take an average of 4 years to produce a commissioned examiner. This
is comparable to the OCC’s program with a similar format that takes about 5 years to
complete. Benchmarking efforts also revealed that the OCC views a 40% retention and
commissioning rate after 5 years as very successful. We believe our commissioning
program will enable us to average about 60 percent retention and commissioning rate
after 4 years. Our staffing levels acknowledge the necessary developmental period and
likely retention rate of associate examiners, along with the significant resource
commitment by experienced examiners for training and knowledge transfer.

« Based on the current risk environment, we need about 125-130 commissioned
examiners and technical specialists. Our current staffing level as of March 1, 2012,
includes 113 commissioned examiners and technical specialists, leaving a gap of 12-17.
We have increased our estimated need for commissioned examiners and specialists
slightly now that we can no longer use contractors for examination purposes. Our
projections reflect closing this gap by 2015. In the interim, contingency plans include the
use of contractors (including recent retirees) for special projects, OE staff redeployment
from existing roles for critical needs, and assistance from other Agency offices.

See Question #5 for additional information regarding infrastructure and support needs.

3. Do you anticipate any changes to the duties and responsibilities of your Office over the next
5 years? If so, how will the changes affect your staffing needs?

OE Response: We do not project OE’s duties and responsibilities to change materially over
the next 5 years. OFE’s primary mission remains to ensure the safety and soundness of the
System. We expect institution risk to remain elevated and complexity should continue to
increase, as discussed in Question #5. We will also continue to ensure System institutions
fulfill their public mission to provide credit and related services to all eligible, creditworthy
customers as reflected in our 2012 Operating Plan. Since the number of staff with
significant System examination experience will continue to decline, OE must remain focused
on implementing risk-based examination principles and direct the limited and most
experianced resources at the most significant risks.

4. Do you anticipate any changes to the business processes of your Office over the next 5
years? If so, how will the changes affect your Office’s staffing needs?

OE Response: OE expects to continue enhancing business processes to promote
examination effectiveness and efficiencies. Consistent with FCA Board Policy Statement
53, OE has established “risk-based” oversight and examination programs that strategically
address the System’s safety and soundness, proactively address risks, and promote
effective communications with System institutions. We will continue to focus on
implementing OE’s oversight and examination program through innovative tools, processes,
and approaches to enhance the overall effectiveness and efficiency of our operations. The
FY 2012 OE Operating Plan details our strategies for maximizing operational efficiency and
effectiveness in the coming year. The following identifies several key business processes in
various stages of development or implementation significantly influencing OE operations:

< Exam Processes and Scheduling — We have begun to assess ways to improve
accountability, and build more consistency and discipline into our scheduling processes.

OE Response — Human Capital Survey 2
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We are also developing performance metrics and training to clarify expectations and
establish accountability for managing the examination process. These processes should
improve the effectiveness of our examination program and are intended to address input
from staff on areas needing enhancement. It is also necessary to achieve efficiencies to
offset the loss of experience and challenges in building our staff levels to the 180 target.

- Lotus Notes to SharePoint Conversion — As the Agency technology platform migrates
from Lotus Notes to SharePoint, OE will experience significant change in our
examination guidance, tools, and processes. The replacement of the Notes-based
Oversight and Examination Database with new SharePoint and web-based Enterprise
Documentation and Guidance (EDGe) applications will require significant OE and OMS
resources to review/update business processes and guidance and design/program the
new tools. There will also be a learning curve for staff to develop skills in using the new
software and tools. The SharePoint applications and resulting process changes will
improve examiner effectiveness and may result in greater efficiencies.

« Loan Database — Much work remains to further refine this key examination tool and fully
integrate into the examination and systemic risk analysis functions. Ultimately, the loan
database will improve examiner effectiveness and may result in greater efficiencies.

Refer to the Agency IRM Plan for details on both Agency-level and OE projects to improve
our use of technology to increase efficiency and effectiveness. Our long-range resource
projections in Attachment 1 reflect consideration of how these improved processes will
influence our future staffing needs.

5. Do you anticipate changes in the volume of work your Office accomplishes over the next 5
years? If so, how will the changes affect your Office’s staffing needs?

OE Response: There will be a continued increase in OE’s workload, at least for the next
few years as the System’s risk profile changes and we build our examiner workforce for the
future. System mergers have been fewer than projected, institutions continue to become
more complex, and risk exposure remains elevated. Such changes in the System risk
profile will require increased oversight and ongoing examination. We will reinvest any
“savings” gained through the more efficient work processes mentioned in Question #4 into
more effective oversight and examination processes. Several trends indicate potential for
an increased volume of work as summarized below:

- While there will likely be association mergers over the planning horizon, more complexity
in those institutions will certainly offset any staff “savings”. Troubled institutions will
prompt some of these mergers and such mergers do not typically result in an immediate
decrease in the volume of work. Even the merger of healthy associations often results in
an increased workload as the institution becomes larger and more complex. In addition,
the merger of CoBank and US AgBank has already increased workload. To address the
increased complexity, OE will need greater leadership, communications, management,
and supervisory skills as discussed in Questions #6.

- OE will continue to direct resources to process, administer, and subsequently evaluate
compliance with formal supervisory actions. Increased workloads associated with
enforcement activity also impact other Offices, particularly OGC and ORP, due to the
amount of work necessary to review, develop, and process enforcement
recommendations. We have seen the number of institutions under special supervision
or enforcement action increase dramatically from none in 2006 to 14 institutions today.
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- Implementation of more effective, in-depth examination workprograms, such as the
recently issued Loan Portfolio Management modules, will require increased staff
resources and technical abilities.

OE will also need to dedicate more resources and expertise to addressing risks from a
systemic, or System-wide, perspective. This will include activities such as additional stress
testing/modeling, systemic risk analyses, industry studies, and System-wide
communications. We will continue to utilize a horizontal examination approach in specific
areas well-suited to this approach (i.e., shared assets and compliance). We will also need
to focus more attention and resources on updating examination policy, guidance, and tools.
This will be necessary to better equip our staff for addressing risk issues, to help improve,
automate, and institutionalize our business processes, and to facilitate knowledge transfer to
our increasingly large cadre of new staff.

In addition to resources to oversee the FCS, our workload and staffing needs incorporate
the necessary resources to address ongoing infrastructure demands and other support
functions as listed in Questions #1 and #4, and elevate the competency levels of all
examiners as discussed in Question #6. Further, OE continues to dedicate commissioned
examiner resources to performing USDA contract examination work based on the value it
brings to the Agency and rural America. By increasing staff to 180, we can continue
accommodating these and other contract examination needs such as RBIC or SBA. |If
contract examination demands increase, our workload and needed staff resources would
also increase. In addition, when System risk begins to decline, this staffing level may
enable us to redirect some resources to meet the increasing demand by other government
agencies for performing additional contract work.

6. What new competencies (knowledge, skills, or abilities) do you anticipate needing in your
Office over the next 5 years?

OE Response: The depth and breadth of competencies and skills needed by the average
examiner will continue to increase. A greater proportion of OE staff must have
sophisticated, expert-level skill sets and technical expertise. To address these critical
needs, OE implemented a Career Path Program for staff development as detailed in OE
Operating Directive No. 52. The program includes specific competencies and skill levels
needed for examiners and participants in our specialty programs. We expect the technical
and leadership competencies in these programs will support the need for higher grades as
discussed in Question #8. OE will continue to need strong technical skills in the areas of
credit, finance, and operations. OE also needs to further develop and maintain skills in the
following areas:

- EIC/Project Management Skills — Examiners need the ability to effectively interact and
demonstrate interpersonal skills, including effective communication, creativity, analytical
thinking, diplomacy, flexibility, change-readiness, problem solving, leadership, team
building, and listening skills.  Such skills complement technical skills and become
increasingly important as an employee’s duties, responsibilities, and influence on
strategic direction increases.

- Supervisory Skills — Based on our increasingly diverse and geographically dispersed
workforce, our supervisory skill sets need to evolve. We must give our future managers
the tools to supervise the new generation of staff that is more diverse in background and
work-life balance expectations. In addition, our managers need to supervise staff in
remote worksites using new technologies.
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-« Management and Leadership Skills — As part of OE and Agency succession planning,
we are preparing to replace retiring managers and supervisors by developing OE staff’s
leadership and management/supervisory skills. Examples include program manager,
portfolio manager, senior examiner, and SDD supervisor positions, which will help to
build supervisory ekills sets. Refer to Question #10 for additional information on
succession plans.

7. What accessions (i.e., hiring) are approved for your Office over the next 5 years? Please
include the following information about the accessions: types and number of positions,
series, grades and responsibilities.

OE Response: As previously discussed and as outlined in Attachment 1, OE plans to hire
individuals to build staff levels to 180 over the planning horizon. As discussed in Questions
#6 and #8, the necessity for more expert skill sets also influences the projected accessions.
Given the extensive development period needed for associate examiners and projected
retention rates, we need to continue hiring on a regular basis over the planning horizon.

As shown in Attachment 1, for the period of FY 2013-2017, we anticipate hiring between 12-
14 staff annually to compensate for attrition and achieve our target of 180. Based on hiring
and attrition projections, the number of staff ramps up from 173 at the beginning of FY 2012
to 180 over the planning horizon. We will supplement our internally developed examiner
staff with some mid-career technical specialists and commissioned examiners, when
possible. The timing for achieving the 180 target is contingent on successfully hiring 15
Associate Examiners in 2012. However, the lack of a Federal Career Intern Program makes
it unlikely we can hire this number. Since implementation of the new federal program
Pathways will probably not occur in time for 2012 hiring, we are developing contingency
strategies to address what could be a substantial staffing shortfall. We are considering
increasing entry-level hiring in 2013 and beyond above the current plan for 10 per year. We
are also considering increased hiring of experienced commissioned examiners and
specialists beyond the current plan for 2 per year.

Key hiring assumptions for FY 2012 through FY 2017 include:

« Manager (Executive Management Team Member) — Addition of five managers to replace
the six lost through attrition over the planning horizon. We assume management attrition
comes through retirements. The net effect of the hiring and attrition is a decline in
Management to seven in 2014 and then maintenance of this number through FY 2017.
The Series would typically be 1101 and grades would generally be 42 to 44.

e Mid-Career Technical Specialists & Commissioned Examiners — We project hiring six
mid-career commissioned examiners and four mid-career technical specialists over the
planning horizon. The mix between these two categories could change based on skills
needed and availability of qualified commissioned examiners. Series would typically be
1101 or 1160, grades would generally be 38 t0 40, and responsibilities would vary.

- Entry-level staff — OE generally assumes it will hire 10 entry-level staff into the Examiner
program per year, recognizing we may adjust actual hiring numbers based on attrition
across OE, availability of mid-career talent, and an OPM program for hiring entry-level
staff. (Note: planned hiring for FY 2012 is 15, though changes in our hiring authorities
make this a challenging goal.) This hiring rate is consistent with OE's commissioned
examiner resource needs and the relatively high attrition rate associated with entry-level
staff. We will train these staff through our internal Commissioning Program. Hiring at
grade 34 or 35 and series number is dependent on our hiring authority. OE is hiring
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under series 570, financial institution examiner, based on our current hiring authority.
OE plans to increase our focus on using the summer intern program as an avenue for
entry-level staff.

- Administrative staff — OE assumes hiring a total of four over the planning horizon to
replace the three projected attritions and fill existing openings. Series, grades, and
responsibilities would vary by position requirements.

If additional, unplanned attrition occurs, OE will likely need to increase its hiring numbers
and implement additional strategies accordingly. OE management will make these hiring
decisions as the attrition becomes known and in coordination with OMS and Senior Staff
through the Agency’s Human Capital Steering Committee.

8. Please identify any career track promotions you plan to make during the next 5 years?
Please include the following information about possible career track promotions: number of
promotions, position titles, series, and grades.

OE Response: As discussed throughout this survey response, OE will need a higher level
of skill and increased number of commissioned examiners/technical specialists to achieve
our mission. To obtain and retain a more expert staff, we will need to compete more
effectively in the marketplace for such staff and recognize their expertise appropriately. The
following table shows the staffing profile that we anticipate will be required. Based on the
current gaps and retirement eligibility information, the far right column reflects projected
career opportunities for each type of position.

OE Staff Profile - by Position
Targeted Gap (Actual Retirement

Grade Actual Need for vs Targeted Eligible Career

Position Levels 3/1/2012 2017 Need) thru2017  Opportunities
Management 42-44 8 7 1 6 5
Program/Portfolio Managers 40/41 10 12 -2 6 8
Supervisory Senior Examiners
(excl. Specialists) 39/40 12 15 -3 5 8
Non-Supervisory Senior Examiners
(excl. Specialists) 39/40 9 10 -1 2 3
Specialists' 38-40 31 35 -4 10 14
Analysts 35-40 4 5 -1 1 2
FCA Examiners 38-39 47 55 -8 13 NA
Tier 2 Associate Examiners 37 18 14 4 1 NA
Tier 1 Associate Examiners 34-35 22 18 4 0 NA
Administrative Support 32-36 8 9 =1 3

Total 9 180 -11 47 44

For this table, Specialists include both mid-career hires and commissioned examiners who are In a specialist program.

OE has made progress towards achieving the FY 2017 target profile, but we must continue
these efforts. OE will continue developing current staff to fill many of these career
opportunities. For example, FCA Examiners (Generalists) and Associate Examiners will fill
many of the specialist positions. OE will also consider staff from other Agency offices or
external sources to fill some gaps.

Opportunities in the Tier 1 and 2 Associate Examiner and the FCA Examiner (Generalist)
categories will continue to be based on the existing OE commissioning program. Generally,
this involves hiring at grade 34, annual promotions to grade 37, promotion to grade 38 upon
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passing the commissioning test, and then promotion to grade 39 based on achievement of
generalist examiner competencies as outlined in OE Directive 52.
9. What attrition do you anticipate in your Office over the next 5 years?

OE Response: As shown on the OE Staff Resource Model (Attachment 1), we anticipate a
total OE attrition rate of 6 to 8 percent per year over the next 6 years. In preparing the
resource model and related hiring and attrition assumptions, OE focused on attrition due to
planned or likely retirements, and only included general attrition (e.g., resignation, transfer
out of OE, death/disability) within the associate examiners group and on a limited basis for
other staff. As previously noted, we have taken a more conservative approach to projecting
attrition for planning and budgeting purposes. If we actually experience general attrition in
the commissioned examiner closer to our historical average of about 2-3 staff per year, it will
increase our hiring needs as discussed in Questions #2 and #7. The following table
identifies OE’s historical attrition statistics for the commissioned examiner category, where
general attrition would be most likely to occur:

Commissioned Examiner Attrition History
Fiscal Year ] Retirement [ General ] Total

2011 3 1 4
2010 2 1 3
2009 0 0 0
2008 5 3 8
2007 2 4 6
2006 2 2 4
2005 3 1 4
2004 4 3 7
2003 2 3 5
2002 1 4 5
10 Yr. Average 24 22 46

The planned attrition numbers used in Attachment 1 are supported by our analysis of OE
attrition history, retirement eligibility, and input from Division Directors on upcoming
retirement plans of their assigned staff. As shown in the following table, 28 percent of our
total staff is eligible to retire over the next 6 years, with a large number of staff already
eligible. The vast majority of those eligible to retire over the next 6 years are tenured
commissioned examiners and senior management. With the recent increase in mid-career
technical specialist hiring, we believe general attrition and retirements will begin to occur in
the Technical Specialist/Analyst category, as well.

RETIREMENT ELIGIBILITY

Fiscal Year of EIigibiIity1 % of Total
pre- % of Total Staff in

CATEGORY 2012 2012 2013 2014 2015 2016 2017 Total Retirements Category *
Management 3 1 2 0 0 0 0 6 13 5%
Commissioned
Examiners 14 4 2 2 1 2 5 30 64 31%
Technical Specialists/
Analysts® 1 0 1 0 3 2 0 7 15 4%
Associate Examiners 0 0 1 0 0 0 0 1 2 2%
Administrative Staff 1 0 1 0 1 0 0 3 6 38%

Total Eligible Staff 19 5 7 2 5 4 5 47 100% 28%

" Data does not include staff under FERS who would be eligible to retire, but with reduced annuities.
2 percent based on total OF staff in each category as of 3/1/2012.

OE Response — Human Capital Survey 7
March 2012



Human Capital Plan
Appendix C

? Commissioned examiners also in a specialist program are reported in the Commissioned Examiner category

for purposes of this table.

The projected attrition in Attachment 1 reflects that many staff members have deferred their
retirements beyond the norm of retiring about 2 years after eligibility. The current economic
environment, stress in the housing market, and substantial decline in the stock markets in
2008 have contributed to this trend. As these conditions stabilize and improve, we expect to
see eligible staff begin retiring, particularly in FY 2013 and FY 2014.

10. What succession plans have you developed to address retirements and attrition over the
next 5 years?

OE Response: OFE’s overall strategy is to develop a "pool" of candidates who could
become successful supervisors and managers, including the Office Director. The greatest
developmental need is successors for the OE Divisional Director positions based on the
number of EMT members who are retirement eligible. To develop this pool of candidates,
OE works closely with OMS to develop and strengthen skills for existing/potential
supervisors and managers. OE has initiated several leadership positions (program and
portfolio managers, senior examiners, and the SDD supervisor) to broaden the number of
staff that could fill manager roles in OE and other offices in the future. Going forward, each
EMT member will build succession development into his or her performance plans. OE will
develop staff internally for succession, but also will look external to OE. OE recognizes that
retirements also create opportunity for divercity and inclusion in management.

As shown in the OE Staff Profile table in Question #8, we plan to increase the number of
program/portfolio manager positions during the planning horizon as part of this staff
development and succession planning effort. OE will continue to use a number of methods
for developing our next group of program managers and leaders. Methods include EIC
assignments of more complex institutions, broadening assignments such as special
projects, and participation in OE Specialist Programs. Additional tools may include the FCA
Supervisory Program and project-based rotations to other Agency Offices. Based on
current resource needs, OE will not actively pursue longer-term rotations in other Agency
Offices at this time.
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Attachment 1
OE Staff Resource Model (Budget Scenario)’

Planned
2012 2013 2014 2015 2016 2017

Management
Staff at Beginning of Year 8 9 8 7 7 7
Attrition / Retirements 0 (2) (1 ) (1) (1)
Hirings 1 1 0 1 1 1
Staff at End of Year 9 8 7 7 7 7
Commissioned Examiners
Staff at Beginning of Year 92 100 103 106 111 116
Attrition / Retirements (5) (8) (5) (5) (5) (4)
Hirings 2 1 1 1 1 0
New Commissioned Examiners 11 10 7 9 9 6
Staff at End of Year 100 103 106 111 116 118
Technical Specialists/Analysts
Staff at Beginning of Year 18 15 15 15 15 15
Attrition / Retirements (3) (1 (1 (1 (1) (1)
Hirings 0 1 1 1 1 0
Staff at End of Year 15 15 15 15 15 14
Associate Examiners
Staff at Beginning of Year 47 46 42 41 36 32
Attrition / Retirements (5) (4) (4) (6) (5) (4)
Hirings 15 10 10 10 10 10
New Commissioned Fxaminers (11) (10) (7) (9) (9) (6)
Staff at End of Year 46 42 41 36 32 32
Note: Associate Examiner data is tied to the "Pre-Commissioned Examiner Model”.
Administrative Staff
Staff at Beginning of Year 8 9 9 9 9 9
Attrition / Retirements 0 0 (1) ) 0 (1)
Hirings 1 0 1 1 0 1
Staff at End of Year 9 9 9 9 9 9
Total OE Staff
Staff at Beginning of Year 173 179 177 178 178 179
Attrition / Retirements (13) (15) (12) (14) (12) (11)
Hirings 19 13 13 14 13 12
Staff at End of Year 179 177 178 178 179 180
Average Staff # 2 176.0 178.0 1775 178.0 178.5 179.5
Budgeted FTEs 176.1 NA NA NA NA NA
Attrition Rate (calculated) 8% 8% 7% 8% 7% 6%
Attrition Forecast Breakdown:
Retirement (excl. Associate Examiners) 2 9 7 7 6
General (excl. Associate Examiners) 6 2 1
Associate Examiners (general & retire) 5 4 4 6 5 4

T he numbers in the above table do not include summer intems.

' Attrition statistics are conservative and include likely retirements, with only a limited number of general attritions from outside of
the Associate Examiner group; thus, if additional attrition occurs, hiring would likely increase accordingly.

2 Average Staff # is a simple average of the beginning and ending head counts. Given the typical timing of hiring actions by OE
(e.g., Associate Examiners normally start near the end of Q3), the FTE number is typically somewhat lower. Also, note that
Average Staff # would not consider hiring of summer interns (whereas the Budgeted FTEs line does).
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OSMO Strategic Human Capital Plan Survey FY13-FY17

The Office of Management Services is updating the Human Capital Plan to extend to FY 2017.
Please review the following questions and revise or validate based on your responses to the
survey conducted last year. Please also extend your responses out to include FY 2017. Your
responses will assist in the development of the Agency’s Strategic Human Capital Plan. Your
responses will also assist you in planning your Office’s staffing requirements for the next 5
years.

1. Please review the Functional Statement for your Office.
a. Does the Functional Statement accurately describe the duties and
responsibilities of your Office? Yes
b. If not, what additional duties and responsibilities does your Office have?

2. Does your current staff meet the present needs of your Office? If not, why? Yes

With the addition of new resources, an OE Examiner-in-Charge on detail and a
new financial analyst (shared with ORP), we continue to successfully meet our
staffing needs by supplementing our core staff with outside expertise within FCA
as well as external resources. We have routinely used examination staff from the
Office of Examination, technical expertise from academia and other professional
sources to operate the Risk-Based Capital model and provide analytical support
for other technical issues. We also use resources from the Office of General
Counsel to help implement and evaluate new authorities that Farmer Mac
receives and provide legal support for regulation and policy development.

However, at times we do experience challenges in obtaining needed resources;
e.g., specific specialist expertise in certain examination areas. During the Plan’s
5-year horizon, we anticipate Farmer Mac will continue to grow and possibly
engage in new or complex transactions and/or business lines. As result, we
may need an additional staff person and may re-examine our organizational
structure. We also plan to explore the possibility of hiring a graduate student
intern to provide support for policy and risk analysis, which would also contribute
to the Agency’s broader recruiting efforts with specific focus on capital and
secondary markets. We expect this addition and possible changes to the OSMO
organizational structure would enhance operations by providing for critical
ongoing project management, work-flow organization, as well as strengthen
succession planning.

3. Do you anticipate any changes to the duties and responsibilities of your Office over
the next 5 years? If so, how will the changes affect your staffing needs?

The evolving business model of Farmer Mac and additional authorities granted in
the 2008 Farm Bill present opportunities for Farmer Mac to pursue new product
lines that will likely increase the volume of work and breadth of expertise needed
to fulfill OSMQO’s responsibilities. If OSMO’s oversight responsibilities increase
significantly, we would consider requesting and acquiring additional staff.
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The need for ongoing oversight and examination of Farmer Mac may require
more advanced sKkill sets in the future for current duties and the need for specific
dedicated examination staff. Further, other FCA offices that have traditionally
provided the bulk of OSMQO’s examination resources may not always be
available, and that uncertainty can present challenges for the Office. To address
that, we continue to evaluate the need to build a pool of contractors that OSMO
can engage to achieve its objectives.

4. Do you anticipate any changes to the business processes of your Office over the
next 5 years? If so, how will the changes affect your Office’s staffing needs?

We anticipate the need to rotate the examination team sourced from OE to
ensure that we periodically gain fresh perspective on issues and risks. This
might include adding an additional commissioned examiner as well as training
and deploying our current policy analysis staff in examinations.

Additionally, we are re-evaluating our needs for contracting services, in the area
of risk-based capital modeling and stress testing. The nature and level of
contracting services that we obtain may change or supplement our current
business processes.

5. Do you anticipate changes in the volume of work your Office accomplishes over the
next 5 years? If so, how will the changes affect your Office’s staffing needs?

Farmer Mac’s business model is evolving and they are actively working to
innovate new products and lobby for new program authorities. Growth from
recent statutory expansion of program business authorities will likely increase the
volume of work for OSMO in the next 5 years. We anticipate the agricultural
economy will present both challenges and opportunities for Farmer Mac, which
may create challenges for OSMO to address with current resources. Therefore,
we believe it is an appropriate time to begin identifying and preparing additional
staff to assist with the potential increase in OSMQO’s workload due to Farmer
Mac’s expanding business. We are continuing to work with OE and ORP to
provide opportunities for work on Farmer Mac examination and policy
development activities with the objective of building an internal talent base that
understands Farmer Mac operations.

6. What new competencies (knowledge, skills, or abilities) do you anticipate needing in
your Office over the next 5 years?

The ongoing oversight and supervision of Farmer Mac will require continued
enhancement in skill sets for the future. OSMO continues to advance its efforts
in the areas of the analysis and modeling of financial data as critical decision-
support tools on policy matters related to capital. This effort significantly adds to
the Agency’s training and skill-building efforts in technical areas of risk analysis.
Moving forward, we anticipate the potential for additional skills in these areas
and/or additional staff working in support roles to current staff that might be
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allocated more intensively in these risk analysis efforts as referenced in “2”
above.

7. What accessions (i.e., hiring) are approved for your Office over the next 5 years?
Please include the following information about the accessions: types and number of
positions, series, grades and responsibilities.

None is approved at this time.

8. Please identify any career track promotions you plan to make during the next 5
years? Please include the following information about possible career track
promotions: number of promotions, position titles, series, and grades.

We expect the newly hired policy analyst (chared with ORP) will be promoted
from VH-38 to VH-39.

9. What attrition do you anticipate in your Office over the next 5 years?
None.

10. What succession plans have you developed to address retirements and attrition over
the next 5 years?

There are eligible FCA staff that are qualified to replace unanticipated attrition from
OSMO.
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OGC Strategic Human Capital Plan Survey FY13-FY17

The Office of Management Services is updating the Human Capital Plan to extend to FY 2017.
Please review the following questions and revise or validate based on your responses to the
survey conducted last year. Please also extend your responses out to include FY 2017. Your
responses will assist in the development of the Agency’s Strategic Human Capital Plan. Your
responses will also assist you in planning your Office’s staffing requirements for the next 5
years.

1. Please review the Functional Statement for your Office.
a. Does the Functional Statement accurately describe the duties and
responsibilities of your Office?

Yes. The Functional Statement accurately describes the overall functional
responsibilities of the Office of General Counsel (OGC).

2. Does your current staff meet the present needs of your Office? If not, why?

No, immediate and long-term needs require that additional staff be hired in 2012
and considered for subsequent years. Currently, staff is stretched to its
maximum. We anticipate that the demands on OGC staff will continue to
increase both in volume and complexity during the survey period. The current
legal staff of 11 attorneys is the smallest legal staff the Agency has had over the
last three decades. At the current staffing level, OGC has no cushion for a
sudden rise in workload, a long-term illness resulting in a temporary loss of staff,
or other unexpected events.

For the foregoing reasons, we intend to hire another full-time attorney this FY
2012 to replace the attrition in our office that has occurred over the past several
years. Over the next few years, we may also need to hire one or more other full-
time or part-time attorneys should a further increase in work demands or attrition
take place.

The enactment of the Dodd-Frank Wall Street Reform and Consumer Protection
Act (Dodd-Frank) continues to require our office to devote several attorneys to
serve on interagency workgroups with the other prudential regulators to draft
necessary regulations implementing the Act. We anticipate that significant staff
time will continue to be devoted to Dodd-Frank during the survey period, work
that will involve tracking changes to the law and their effect on the Agency, as
well as implementing necessary regulations.

As the Farm Credit System (System) continues to explore new ways to raise
capital and address the challenges of weakenad System institutions, merger, and
corporate governance activities will remain active, along with issues involving
preferred stock issuances, liquidity, investments and funding. As a consequence
of the economic downturn and its stress on the System, rulemakings and policy



guidance will remain significant as the Agency considers ways to strengthen
safety and soundness oversight.

Based on the economic downturn and its impact on the agricultural environment,
supervisory and enforcement issues involving System institutions continue to
remain active. Consequently, we anticipate that staff time devoted to special
supervision and enforcement issues will remain elevated during the survey
period.

Our work in the area of administrative law, including legal counsel to the
Personnel Division and to the EEO Director, Ethics, FOIA, Privacy Act and other
administrative matters remains heavy, and we expect it to continue at a high level
during the survey period. In particular, significant staff time is being devoted to
EEQ, diversity issues, and ethics issues. With the upcoming Presidential
election and changes in the White House administration after the 2012 elections
(changes that will occur even with the reelection of the President), as well as
changes in FCA’s Chairman and Board Members, we anticipate that
administrative law programs and issues will continue to remain significant during
the survey period.

3. Do you anticipate any changes to the duties and responsibilities of your Office over
the next 5 years? If so, how will the changes affect your staffing needs?

Yes. As the volume and complexity of the work continues to increase and with
the need to train newer staff members, we will consider promoting one or more of
our Senior Counsel’s to Assistant General Counsels. Such promotions would not
involve a reorganization of OGC, but would relieve the current Deputy from day-
to-day first-line supervisory responsibility for all OGC work and provide an
opportunity for promotion, leadership, and autonomy opportunities for our highly
experienced and valuable staff. The agency has taken the position that: 1) it is
important to promote and retain highly qualified journeyman employees to retain
their expertise within the agency; and 2) since not all of them can progress into
supervisory roles, the agency will promote them as non-supervisors to retain
these highly valuable employees. The current Assistant General Counsel
handles several projects directly with the General Counsel, with other Senior Staff
and the Board, and is serving as a mentor to the Deputy Ethics Official. A Senior
Counsel also serves as a mentor to the FOIA Officer. These opportunities
provide leadership roles for the legal staff and ensure that our office is preparing
the less experienced attorneys for succession.

As work permits, our office will remain open to taking on outside collateral duties.
We currently have a Senior Counsel serving as the Alternate Secretary to the
Board. In the past, an attorney served as an Executive Assistant to a Board
Member as a collateral duty. Such duties allow the Agency to accomplish as
much or more with fewer employees and provide developmental opportunities for
the OGC staff that could put them in stronger positions for promotions. If such
collateral duty assignments increase or if additional responsibilities are placed in
OGC due to agency staff retirements or other issues, we may need additional
staff to accomplish these duties.



4. Do you anticipate any changes to the business processes of your Office over the
next 5 years? If so, how will the changes affect you Office’s staffing needs?

No. We have no immediate plans to initiate significant changes in our business
processes. Our office provides legal support to all offices in the Agency and we
will continue to provide such services to all of our Agency clients. However, as
mentioned above, and with work permitting, our office will continue to consider
taking on outside collateral duties that would help the Agency accomplish the
same or increased level of quality work with less staff. Also, we reorganized this
year to eliminate a secretarial position, the primary duties of which had eroded
due primarily to technological advances. Our existing Office Director level
secretary has the ability and room in her workload to absorb any of the remaining
duties. Thus, we do not anticipate any business process changes as a result of
eliminating the support staff position.

5. Do you anticipate changes in the volume of work your Office accomplishes over the
next 5 years? If so, how will the changes affect your Office’s staffing needs?

Yes. Our currentworkload is more complex and voluminous than it has been in
the recent past, and we anticipate that continuing issues involving legislation,
capital, stock issuances, investments, mergers and enforcement work will either
remain elevated or increase during the survey period. Training needs will also
increase to keep staff abreast of the new and more complex issues. These
shifting duties will need to be undertaken in addition to the significant and
continuing work of the office, such as our regulatory and policy work, legal
opinions, and administrative law work, including the FOIA and Ethics programs.
Moreover, we are accomplishing our work with the smallest legal staff that OGC
has had over the last 30 years. Consequently, in addition to the one full-time
attorney we plan to hire in FY 2012 and the prompt replacement of any further
attrition, OGC may need to hire additional staff during the survey period.

6. What new competencies (knowledge, skills, or abilities) do you anticipate needing in
your Office over the next 5 years?

Any immediate new staff will need to be experienced in at least one or more of
the following areas: capital, securities, and the disposition of troubled assets,
enforcement and litigation work, financial institution regulatory matters, and
administrative law.

We may also need, within the survey period, someone with Paralegal or
Technical Editor competencies to take over the Federal Register Liaison and
potentially other duties should our current Technical Editor retire within the next
five years.

7. What accessions (i.e., hiring) are approved for your Office over the next 5 years?
Please include the following information about the accessions: types and number of
positions, series, grades and responsibilities.

We plan to hire one full-time attorney at grades 38/39/40 in FY 2012. Based on

current workloads and the expected increases mentioned above, we anticipate
filling any further vacancies that occur through retirement or attrition during the
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survey period. Vacancies will likely be filled at the VH-38/39/40 level (series 905-
Attorney/Advisor).

If increases continue in OGC's anticipated workload, as described above, we plan
to seek approval to hire one or more attorneys within the survey period (these
new hires would be in addition to the FTE we plan to hire this FY 2012). If such
approval is sought and granted, the attorneys will likely be filled at the entry- level
position for the 905 series, but a mid-career hire may be necessary.

8. Please identify any career track promotions you plan to make during the next 5
years? Please include the following information about possible career track
promotions: number of promotions, position titles, series, and grades.

The next few years of austerity in Government pay (with a strong possibility that
such austerity may continue during the survey period) will possibly make it more
difficult for OGC to hire new staff. However, this period of austerity also provides
OGC with an opportunity to seek well-deserved promotions of certain staff. Such
promotions would help us retain our much needed staff and serve to strengthen
morale during these exceptionally busy years. To this end, during the next five
years, we anticipate the following career track promotions: one VH-39 attorney
to the VH-40 Senior Attorney level; two VH-40 Senior Attorneys to the VH-41
journeyman Senior Counsel level; one or more VH-41 Senior Counsel attorneys
to the VH-42 Assistant General Counsel level, and one secretarial position from a
VH-35 to a VH-36 level. As it is likely that a new full-time attorney will be hired at
the VH-38/39/40 level, we would anticipate that this staff member would be
promoted to the VH-39/40 level within the survey period.

9. What attrition do you anticipate in your Office over the next 5 years?

We will have 7 staff members who will be first eligible for retirement during the
survey period, with one or two possibly considering retirement within the next five
years. Specifically, on our legal staff, a senior counsel became retirement
eligible in December 2009, and we expect her to retire by the end of the survey
period. Two other senior counsels will become eligible for retirement in January
2015 and January 2016, but we do not expect either of them to retire during the
survey period. Our Assistant General Counsel will become eligible for retirement
in January 2015, but we do not expect her retirement during the survey period.
Our General Counsel will be retirement eligible in January 2014, but we do not
expect his retirement during the survey period. On our non-legal staff, our
Technical Editor will be retirement eligible in March 2012 and may retire by the
end of the survey period. Our secretary will become eligible in March 2017, but
we do not expect her to retire during the survey period. In facing a retirement
bubble during this survey period and just over the horizon (when more OGC staff
members will become first eligible for retirement), it is essential that we begin
hiring and training more attorneys.

10. What succession plans have you developed to address retirements and attrition over
the next 5 years?

The new attorney that we hired in FY 2010 is being trained in a number of
administrative law and mission-related areas, including ethics, FOIA and
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enforcement work. We plan to hire one experienced attorney in FY 2012 to
replace the second attorney we lost in FY 2009. This attorney will have capital
markets expertise to complement the current expertise in this area and ensure a
seamless transition when our current expert in this subject area retires (she
became eligible in December 2011). If work in OGC continues to increase, we
may need to seek approval to hire one or two new entry-level attorneys within the
survey period, in which case we will also need to develop a more formal
mentoring/training program for such attorneys. With the current legal staff, we do
our best to ensure that specific areas of expertise overlap so that, should there
be an unexpected departure or loss of an attorney, there will still be one or more
attorneys with the requisite knowledge and experience.

During the survey period, and if we have been provided sufficient advance
notice, we may hire the replacement for the Technical Editor prior to her
retirement so that she can train the new hire before she departs.

These answers reflect our best estimate of our human capital needs. As noted,
unexpected attrition or a significant rise in workload may result in the immediate
need to re-evaluate the short-term and long-term assumptions built into the plan.

We note that in developing OGC’s Human Capital Plan, we have set forth strong
justifications for the need for future growth and promotions in OGC. These
justifications are based on the fact that the office now functions with a small, core
staff of experienced and highly productive attorneys who are able to accomplish
outstanding work in a timely manner. In comparison with the Office of Regulatory
Policy (ORP) (the office with which our staff works most closely) OGC has nearly
one-half the number of employees, with 13 OGC employees (one part-time)
compared to approximately 28 ORP employees (three intermittent). The small
size of our professional staff is even more extraordinary considering that OGC
provides legal services to every office in the Agency. The Office of Management
Services (OMS), which also provides services to every Agency office, operates
with approximately 50 employees (one part-time), which is almost four times the
number of OGC employees.
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OMS Strategic Human Capital Plan Survey FY13-FY17

The following responses to the Human Capital Plan survey are intended to assist in the
development of the Agency’s Strategic Human Capital Plan. These responses are also
germane to Office of Management Services’ (OMS) staffing requirements for the next 5 years.

1. Functional Statement Office.

The OMS functional statement approved in June 2010 will need slight revisions due to
movement of functions within teams and new services being provided.

2. Does your current staff meet the present needs of your Office? If not, why?

OMS is currently 5 FTEs below its approved level however 2 FTEs were unfunded. We
have job announcements out that will substantially fill our funded FTEs. Our current
staffing needs are for a journeymen helpline staff member, CSCT Team Leader, and
Supervisory Human Resources Specialist.

We have experienced a significant increase in demand for administrative staff to
respond to requirements placed upon the Agency by other organizations thru laws,
regulations, and other administrative issuances. These range from compliance with the
President’s sustainability initiatives, new OSHA requirements, special emphasis on
hiring people with disabilities, meeting the telework enhancement act, FISMA, HSPD-12,
etc. These reporting and administrative issues are in addition to meeting the
administrative needs of the Agency. In previous years, OMS has been able to meet
these requirements with existing resources. However, it is becoming more difficult to do
S0 as more service demands are placed on the office and as we anticipate attrition of
experienced and dedicated people who handle much of this work.

As technology becomes more complex and additional services become mainstream (i.e.
applications for iPhones), the demands for our services are changing. Our clients are
demanding faster and more immediate changes to all aspects of IT. These changes
along with the challenge of finding quality, long-tenured employees, make it difficult to
meet the needs of our users. Furthermore, future government-wide technology
initiatives, increased emphasis on security, overall technology changes, additional IT
services, and increased reporting requirements will require additional resources. Thus,
while some changes can be dealt with by shifting resources, OMS will need more
technical staff in the future. One possible solution may be to supplement needed IT skills
with outside expertise. It may also become necessary to outsource more of our IT
infrastructure and development. This will give the Technology Team more time to focus
on new projects, including the increased demand for institution connectivity.

New expanded projects requested in the Information Resources Management (IRM)
Plan will also increase our workload. The impact of this increased demand on staff
resources will be that important and longer term projects are delayed to later dates if
staffing is not increased. Additional costs are often incurred as well, as our clients
change their work requests midstream. As other offices reevaluate their work and
present their needs to us, additional staff may be needed to meet these needs. OMS wiill
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continue to evaluate skills across team lines and use those skills accordingly as new
projects are presented.

Finally, increased staffing in other Offices will increase the demand for all of our support
services, especially human resources. There is also a major demand for a leadership
development initiative that will require a significant commitment of resources from our
training staff.

3. Anticipated changes to the duties and responsibilities over the next 5 years

Primary duties and responsibilities are expected to remain unchanged. However, as
duties and responsibilities change in other FCA Offices, OMS also needs to change to
support the activities of those Offices. This is particularly acute in the area of data
collection, analysis, and modeling. OMS staff will need to build skills so that it is able to
support the gathering and analysis of disparate data to meet the business modeling
need of the agency. Additionally we will need to upgrade computer security skills and
extend the depth of knowledge in contracting. Finally, we do expect that there will be an
increased demand for network services. Initially, we see this in more interconnectivity
with the regulated institutions and video technology as video conferencing becomes
more common place and as we start to deploy podcasting or similar types of technology.

4. Anticipated changes to the business processes of your Office over the next 5
years

We anticipate that when fully implemented, the new technology infrastructure will allow
us to change our business processes to become more efficient and effective. The
implementation of SharePoint is expected to greatly improve the workflow processes
and the manner in which we work, collaborate, review, approve, and store work products
both within OMS and within the Agency. The implementation of unified messaging and
meeting technology will improve productivity through better internal and external
communication and collaboration with remote resources, which is extremely important to
OMS. The greater capability and capacity of the new technology will change our
processes for gathering information, which will improve the quality of our analyses and
reporting. The use of new technology will permit greater efficiency in supporting on-line
meeting collaboration and training on matters internally with FCA staff and externally
with System representatives. It will also reduce travel costs. And with Live meeting,
impromptu face to face meetings can be held without the use videoconferencing which
may reduce costs to the Agency.

While many of the anticipated business changes will make OMS more efficient and
effective in the long-term, the short-term affect will be an increased demand on staff
resources to revise, develop, and implement the business processes.

5. Anticipated changes in the volume of work over the next 5 years?

Our current workload is particularly heavy given the recruiting needs of the other Offices,
OFE’s training needs, the Agency’s technology needs, and the Agency’s increasing
demand for analysis of FCS-related data and the need for metrics to measure the
Agency’s performance in a variety of areas.
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Government transparency has led to increased demands from oversight entities, i.e.
OMB, OPM, FEMA, and EEOC. As reporting requirements from these entities has grown
at a rapid pace, it has placed a large demand for our time to keep current on all the new
regulations as well as ensuring compliance. There has also been an increase of
requirements on all Agencies, including the HSPD-12 ID card program and disposal of
computers and printers, which has increased our volume of work. OMS is continuing to
determine how a small Agency fits into these reporting requirements as we do not have
the given resources larger Agencies do.

We anticipate our workload will remain heavy and likely will increase over the next 5
years as the Agency increases staffing levels and has a high turnover of seasoned,
retirement-eligible employees.

To address OMS’ volume of work, OMS needs to look for multi-talented employees that
have the flexibility to move from skill to skill. Additionally, we plan on exploring rotational
and/or detail opportunities for staff in other Offices, who have developed OMS’ related
skill sets. These opportunities would allow the Agency to fully utilize employees in
mission critical offices not performing mission critical functions.

6. New competencies (knowledge, skills, or abilities) needed over the next 5
years?

We anticipate the need for new competencies in:

- Project management

e Plain writing

« Mobile web technology

- Business process analysis and design
« Workflow development

- Time management

- Electronic records management

e Customer relations management

e Indepth IT security

« Contract management

In some of these areas we are developing the skills of current staff so that they can
assume responsibilities of senior level staff who may retire within the next five years.
Additionally, as technology changes, new skills will be required to facilitate
implementation. While contractors can supplement and provide knowledge transfer,
technologists will be required to get additional training to meet the demand. In other
areas, we plan to recruit to fill skill gaps.

Finally, OMS recognizes that we must have a well thought out training program for staff.
We plan to look at OE’s model and the competency model created for HRTT as
examples. We envision this document will determine competencies for each grade level
for our main job series (2210, 201, 510).

7. Anticipated hiring over the next 5§ years?
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OMS's approved staffing level for FY 2011 is 54 FTEs.
The following chart identifies the current age and experience of OMS:
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Our current staffing level is 49 staff members (1 in a part time position). The proposed
level for FY 2013 is also 54 FTEs. We plan to hire 3 people in FY 2012. As retirement
plans become more definitive, we will plan to replace staff to acquire and develop the
skill identified in this survey.

We also plan to better utilize the Pathways program by bringing college students
onboard in hopes of full time employment after graduation. We hope to develop
relationships with local schools for all service areas of OMS, but especially IT. We
recognize the risk that students may not join FCA as a full time employee after
graduation but we consider it a risk worth taking.

8. Identify career track promotions pianned during the next 5 years?

Number Position Title Series Grade
1 IT Specialist VH-2210 39
1 Client Com Specialist VH-301 37, 38

1 Client Com Specialist VH-301 38
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9. Attrition anticipated over the next 5 years?

Listed below are estimated retirements. In addition to the retirements, we estimate that
we will have attrition of 5 other employees over the 5 years.
Retirements

FY13

CIO, Deputy Director

Budget Analyst

Senior HR Specialist/Training Officer
HR Systems Specialist

Sr. Info Management Specialist

FY15

Chief Human Capital Officer
IT Specialist (DO)

Mail Clerk

FY16
IT Specialist (CSCT)
Chief Financial Officer

FY17
Sr. IT Specialist (TT)
Secretary

10. What succession plans have you developed to address retirements and attrition over
the next 5 years?

OMS has been anticipating and planning for the listed retirements and attrition for the
last several years. OMS’s strategy is to develop and implement employee
developmental plans that develop skills so that we have a cadre of individuals with
needed skill sets. OMS has also made several hires over the past several years to fill
key positions. Through staff development, lower level staff are preparing for career
advancement to step in when the need arises. However, over the long run, OMS is
focusing on hiring career interns to train and groom for a long term career at FCA. Most
importantly, OMS notes that 3 of its top leadership positions are included in the
retirement list above. We have been developing a cadre of individuals who will be
prepared to compete for these positions through a combination of formal training and
experiences.
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OIG Strategic Human Capital Plan Survey FY13-FY17

The Office of Management Services is updating the Human Capital Plan to extend to FY 2017.
Please review the following questions and revise or validate based on your responses to the
survey conducted last year. Please also extend your responses out to include FY 2017. Your
responses will assist in the development of the Agency’s Strategic Human Capital Plan. Your
responses will also assist you in planning your Office’s staffing requirements for the next 5
years.

1. Please review the Functional Statement for your Office.
a. Does the Functional Statement accurately describe the duties and
responsibilities of your Office?
b. If not, what additional duties and responsibilities does your Office have?
OIG has prepared a submission for update to include statutory changes from the 2008
Amendments to the IG Act and the Dodd Frank legislation.

2. Does your current staff meet the present needs of your Office? If not, why?
Yes.

3. Do you anticipate any changes to the duties and responsibilities of your Office over
the next 5 years? If so, how will the changes affect your staffing needs?
Not expected, however, Congressional mandates may have an impact.

4. Do you anticipate any changes to the business processes of your Office over the
next 5 years? If so, how will the changes affect you Office’s staffing needs?
More use of information technology, however, no anticipation of different staffing needs.

5. Do you anticipate changes in the volume of work your Office accomplishes over the
next 5 years? If so, how will the changes affect your Office’s staffing needs?
The volume of work should remain relatively constant.

6. What new competencies (knowledge, skills, or abilities) do you anticipate needing in
your Office over the next 5 years?
Believe we presently have the core competencies that are needed on staff.

7. What accessions (i.e., hiring) are approved for your Office over the next 5 years?
Please include the following information about the accessions: types and number of
positions, series, grades and responsibilities.

None. If retirements, replacements will be sought.

8. Please identify any career track promotions you plan to make during the next 5
years? Please include the following information about possible career track
promotions: number of promotions, position titles, series, and grades.

Possibly promotion of Senior Auditor, VH- 511.
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9. What attrition do you anticipate in your Office over the next 5 years?
IG may retire. Two other staff members are eligible for retirement.

10. What succession plans have you developed to address retirements and attrition over
the next 5 years?

FCA Board, in compliance with the IG Act, will appoint the next IG. OIG has well

qualified staff to succeed.

If other staffers retire or depart, OIG will announce the positions and replace the

vacancy.
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OFFICE OF THE INSPECTOR GENERAL

FUNCTIONAL STATEMENT

The mission of the Office of Inspector General

(OIG) is to be an agent of positive change,
striving for continuous improvement in FCA’s
management and program operations. The
Inspector General Act of 1978, as amended,
specifies that the Inspector General will:

» Conduct and supervise independent and
objective audits, investigations, and
reviews relating to the programs and
operations of the FCA;

* Promote economy, efficiency, and
effectiveness within the FCA;

e Prevent and detect fraud, waste, and abuse
in programs and operations of the FCA;

« Review and make recommendations
regarding existing and proposed
legislation and regulations relating to
programs and operations of the FCA; and

» Keep the FCA Board (Board) and the
Congress fully and currently informed of
fraud and other serious problems, abuses,
and deficiencies relating to the
administration of programs and operations
administered or financed by the FCA,
recommend corrective actions, and report

progress made in implementing corrective
actions.

To ensure objectivity, the Inspector General
Act of 1978, as amended, empowers the
Inspector General:

« With independence to determine the
reviews to perform;

e To access any and all information
available to the Agency;

e With authority to subpoena and take
testimony; and

« To publish reports on the OIG website and
to publish findings and recommendations
based on reviews in semiannual reports to
the Board, Congress, and the public.

March 2012
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ORP Strategic Human Capital Plan Survey FY13-FY17

The Office of Management Services is updating the Human Capital Plan to extend to FY 2017.
Please review the following questions and revise or validate based on your responses to the
survey conducted last year. Please also extend your responses out to include FY 2017. Your
responses will assist in the development of the Agency’s Strategic Human Capital Plan. Your
responses will also assist you in planning your Office’s staffing requirements for the next 5
years.

1. Please review the Functional Statement for your Office.
a. Does the Functional Statement accurately describe the duties and
responsibilities of your Office?
b. If not, what additional duties and responsibilities does your Office have?

The ORP functional statement, which was approved by the Board in May 2007,
remains fundamentally accurate in its description of the Office’s duties and
responsibilities. However, the scope of activities has expanded to include things
such as pre-Regulatory Enforcement Committee (REC) and REC committee support,
enforcement support, examination policy development support, examination
assistance, and risk analysis support. Risk analysis support includes developing
internal Agency sensitivity stress testing models of Farm Credit System (FCS or
System) institutions and conducting surveillance of credit conditions in the
agricultural credit markets. In addition, we anticipate that we will continue to provide
additional support to the Farm Credit Administration (FCA or Agency) Board' and the
Office of Congressional and Public Affairs (OCPA) as the Agency responds to
Congressional information needs as the Government Sponsored Enterprise (GSE)
and regulatory reform debate occurs. As the technical point-of-contact for the
Agency, we will also continue to maintain a heightened level of liaison contact with
the Federal Reserve, Treasury, and FDIC. In addition, we will maintain contact with
the Commodity Futures Trading Commission and the Securities Exchange
Commission while the Dodd-Frank Act regulatory process continues. While these
additional responsibilities will require more ORP focus and staff time for the
foreseeable future, we do not recommend any specific revision to ORP’s functional
statement given it does include broad language that envisions additional
responsibilities that come and go over time depending on environmental conditions.

2. Does your current staff meet the present needs of your Office? If not, why?

We currently are 2 FTEs below our approved level in ORP, which represent the
Deputy Director and Team Leader vacancies?; consequently, current staff is
insufficient to meet the present needs of our Office. We intend to fill those positions
in the near future. Nonetheless, even at the approved level, staffing may be
challenged to meet current needs given the number of regulation and other projects
that we have. Therefore, we will continue to consider an interoffice rotational
program with the Office of Examination (OE). Under this program, ORP selects OE
staff for a 2-year staff development rotation in ORP. The selected staff participates

' An ORP staff member serves as a special advisor to the FCA Chairman.
? This does not include the attrition of a financial analyst who will be leaving in early May.
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in and leads Agency policy initiatives. In the past, we had planned for 3 FTEs from
this source; however, the program has not been used recently due to OE’s
examination priorities. Over the next 2 years, if our approved staffing level is not
sufficient for the work required, we hope to explore continuation of the program and
have 1-2 competitively selected participants in the program at all times.

There has been an overall increase in the demand on staff resources. We have
seen an increase in the number of significant and time-sensitive requests for support.
We are devoting significant resources to projects related to financial regulatory
reform brought about by the Dodd-Frank Act. We also expect to see a continued
increase in the number of requests we receive related to exam issues such as
scope, capital, investments in rural America, executive compensation, board
governance, exam policy, pre-REC, REC, etc. Likewise, we expect an increase in
the number of requests for support of OE activities such as risk analysis,
examination, enforcement, and exam policy. Also, while stress in the financial
markets and the general economy has lessened, they remain volatile. Therefore,
there has been and likely will be an increase in the number of requests on economic
and risk issues, such as farmland values, commodity prices, and agribusiness
borrowers such as ethanol. In addition, there has been an increase in the number of
requests for support of Board activities such as mission-related issues, local food
system issues, Board Member presentations, and external (including System and
foreign) visitors. Additionally, we expect that FCA will continue to receive corporate
applications that involve significant policy issues and/or require us to address
operational and financial weaknesses. The result of this increased demand on staff
resources is that important and longer term projects may take longer to complete due
to changing priorities for staff resources.

One key strategy that has been effective is the use of intermittent employees during
times of unexpected workloads. We also have successfully used contractors and
anticipate continued use of contracting to fill skill and other resource gaps on an as
needed and flexible basis.

Do you anticipate any changes to the duties and responsibilities of your Office over
the next 5 years? If so, how will the changes affect your staffing needs?

We do anticipate some changes in the duties and responsibilities of ORP during the
next 5 years. Given the current economic environment, we anticipate changes in the
area of economic analyses and funding. We expect that our analyses will shift from
a macroeconomic to a more microeconomic focus. We have developed a model to
stress test each System association under various financial scenarios. We wiill
continue to refine the model and the assumptions for the model. Also, we are
developing a model to stress test System banks. We anticipate that stress testing
will be an ongoing process. |n addition, we may need to further modify the funding
approval process to more closely monitor the System’s funding activities such as the
retail bond program recently approved by the FCA. Another area where we
anticipate changes is in the area of data support. Once FCA’s System loan
database or the loan database being developed by the System becomes fully
operational, we anticipate becoming more involved in data mining activities, risk
monitoring, risk modeling, and other analytic activities. We expect that this will
increase the demand on staff resources. We also expect to continue in a leadership
role as the technical liaison and point-of-contact with the Federal Reserve, Treasury,
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USDA, and FDIC. Additionally, we will assist the USDA in the review of applications
submitted for the licensing of non-leveraged rural business investment companies
(RBICs).

Do you anticipate any changes to the business processes of your Office over the
next 5 years? If so, how will the changes affect you Office’s staffing needs?

We anticipate that when fully implemented, the new technology infrastructure will
allow us to change our business processes to become more efficient and effective.
The implamentation of SharePoint is expected to greatly improve the workflow
processes and the manner in which we work and collaborate on, review, approve,
and store work products both within ORP and within the Agency. The
implementation of network meeting software has improved productivity through
better communication and collaboration with remote resources, which is extremely
important to ORP because of its reliance on rotational staff, use of flexi-place, and
geographically diverse staff assignments on policy projects to meet our resource
needs. The greater capability and capacity of new technology will change our
processes for gathering information, which will improve the quality of our analyses
and reporting, and create a greater return on our investment in the Bloomberg and
Standard & Poor’s subscriptions. For example, the new technology has allowed us
to change the manner in which we gather performance data from the System
pertaining to young, beginning and small (YBS) farmers and ranchers and how we
conduct various surveys of the System, such as YBS questionnaires and monitoring
credit conditions through interviews of System institutions. Finally, the use of new
technology will permit greater efficiency in supporting virtual meeting collaboration
and virtual training on policy-related matters internally with FCA staff and externally
with System representatives.

We will continue to support the REC committee. Although the stresses of the current
economic environment have lessened, the financial condition of more System
institutions may deteriorate, so we anticipate that we may need to develop processes
for additional staff support for the pre-REC and REC committee activities and
enforcement actions. Another area is the loan database project. As it moves into
phase Il, new business processes will need to be developed and implemented in
order to take full advantage of the database. Finally, as we further implement stress
testing for associations and develop a stress test for banks, we may need to refine
our business processes to support those activities.

We also are refining the the ORP organizational structure to address the wide span-
of-control of the Deputy Director, increased work demands, and develop additional
skills for management succession. Specifically, ORP will convert Associate
Directors/Team Leaders to supervisory positions.

Do you anticipate changes in the volume of work your Office accomplishes over the
next 5 years? If so, how will the changes affect your Office’s staffing needs?

We anticipate our workload will remain heavy and likely will increase over the next 5
years as the System works its way through the current economic crisis and as the
Agency deals with the attendant policy matters. These policy matters include
revisions to the capital regulations and other capital issues, scope of lending issues,
investment management, liquidity requirements, the investments in rural America
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pilot programs, the syndication study, issues related to shareholder disclosures and
executive compensation, local food systems, System diversity and inclusion, the
System’s legislative and regulatory initiatives, YBS initiatives and DFA issues. We
also may see another proposal to merge banks and expect that another round of
association merger activity will likely occur as smaller associations look to become
stronger, more efficient institutions, or will need to address significant financial stress
or FCA’s supervisory concerns and Farm Credit bank general financing agreement
conditions. We also anticipate that more ORP resources will be needed to support
OE activities such as examination, enforcement, borrower rights, exam policy, credit
condition surveys and risk analysis. Similarly, ORP continues to assist OE in fulfilling
the Agency contract with USDA to conduct reviews of activities under the rural
business and industry program of USDA. In addition, ORP will devote resources in
processing requests to license non-leveraged RBICs in which the System invests
pursuant to USDA regulations. ORP’s workload is also dependent on outside factors
such as Board discretion, the political environment, and requests by the System and
other entities for policy-related presentations. In addition, we anticipate increased
support to OCPA as it addresses Congressional information needs relating to GSE
and regulatory reform and the upcoming Farm Bill. We also expect to support both
OCPA and the FCA Board as they consider System legislative and other initiatives in
response to the financial and economic turmoil as well as related Government
actions. Finally, we anticipate there will be an increase in the amount of support
provided for Board activities such as ad hoc requests, Congressional inquiries, and
presentations to external parties.

The increase in workload will require additional support from other Agency offices,
contracting with external experts, and an increase in permanent professional staff.
However, before increasing FTEs, we will proceed cautiously to ensure we only add
personnel after fully utilizing existing staff and other flexible/temporary sources (i.e.,
rotational assignments, contracting, and temporary help). We are extremely
sensitive to maintaining the staffing levels needed to remain flexible in the face of
uncertain and variable demand for ORP's products and services.

What new competencies (knowledge, skills, or abilities) do you anticipate needing in
your Office over the next 5 years?

We do not anticipate the need for any new competencies, but rather the need to
develop greater depth in our competencies in several areas. These include the
areas of accounting, agricultural credit, banking, capital markets, regulatory capital,
corporate structure, derivatives, and financial modeling (economic, capital, liquidity,
and credit). In some of these areas we are developing the skills of current staff so
that they can assume the responsibilities of senior level staff who may retire within
the next 5 years. We will also share an employee with the Office of secondary
Oversight to improve our financial modeling capability. In the other areas, we plan to
recruit mid-career and senior level staff to fill skill gaps. However, mid-career and
senior level hires still need to learn about the System before they can apply their
skills effectively and independently to projects. In addition, we will develop greater
management depth at the Associate Director/Team Leader positions to ensure
management succession and spread the supervisory work load to make it more
manageable for the Office.
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7. What accessions (i.e., hiring) are approved for your Office over the next 5 years?
Please include the following information about the accessions: types and number of
positions, series, grades and responsibilities.

ORP's approved staffing level for FY 2012 is 27.6 FTEs. Our current staffing level is
25.6 FTEs; however, there will be one attrition in May. The proposed level for FY
2013 is 27.54 FTEs. The Deputy Director’s position will be filled within the next few
weeks. In addition, we plan to hire 2 staff (a policy/financial analyst and a Team
Leader) in FY 2012 to reach our approved staffing level. Our long-range staffing
target is to increase to and level out at 28 FTEs; accordingly, we plan to add 1 FTE
(policy/financial analyst) in FY 2014. In addition, we will be replacing any departing
staff (see No. 9 below).

8. Please identify any career track promotions you plan to make during the next 5
years? Please include the following information about possible career track
promotions: number of promotions, position titles, series, and grades.

Number Position Title Series Grade
1 Secretary VH-318 36
2 Policy/Financial Analyst* VH-1101 39 & 40
1 Policy Analyst VH-1101 39 & 40
1 Assistant to the Director  VVH-1101 41
2 Expert Policy Analyst VH-1101 41
1 Associate Director VH-1101 41

* New hires listed in #7

9. What attrition do you anticipate in your Office over the next 5 years?

Retirements Attrition
Director 2 persons
Chief Economist

Assistant to the Director

Senior Accountant

Senior Economist

Senior Financial Analyst

Senior Policy Analyst — 2

Policy Analyst — 2

Secretary-Typing

10. What succession plans have you developed to address retirements and attrition over
the next 5 years?

ORP has been planning for the listed retirements and attrition for the last several
years. ORP’s strategy is to develop and implement employee developmental plans
that satisfy the skill needs of ORP staff. Through staff development, other staff are
preparing for career advancement to step in when the need arises. Another
succession strategy is the interoffice rotational program with OE to recruit
experienced examiners for a term of 2 years. The term rotational program is
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designed to provide a staff development opportunity for the examiner while providing
ORP with experienced professional staff on a short-term basis. Ultimately, we
anticipate that some past rotational participants may apply to become full-time policy
analysts through some future career opportunity. As retirements occur, we anticipate
continued use of contracting for resources to fill skill and other resource gaps on an
as needed and flexible basis. If a specific skill set is needed on a permanent basis
and not available within the Office, ORP would address the need through a vacancy
announcement. We will also develop broader supervisory skills at the Associate
Director/Team Leader level. The development of broader management skills across
ORP will allow for the smooth transition and succession if and when key ORP
management decides to depart for whatever reason.






OB/OCEO Staff Resource Model*

Staff at Beainnina of Year
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OCPA Staff Resource Model
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OIG Staff Resource Model
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OSMO Staff Resource Model
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OE Staff Resource Model

Mana_g_ement

Staff at Beqginning of Year
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Staff at End of Year
Average Grade at Year End
Planned Attrition Rate

[Commissioned Examiners
Staff at Beginning of Year
Attrition / Retirements
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New Commissioned Examiners
Staff at End of Year
Average Grade at Year End
Planned Attrition Rate

tTechnicaI SEeciaIists/AnaIxsts
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Hirings

Staff at End of Year
Average Grade at Year End
Planned Attrition Rate

[Associate Examiners
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New Commissioned Examiners
Staff at End of Year

Average Grade at Year End
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OMS Staff Resource Model

[Management and Team Leaders
Staff at Beginning of Year
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Other Analxsts and SEeciaIists
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ORP Staff Resource Model

2013 2014 2015 2016 2017
Mana ement and Team Leaders
Staff at Beginning of Year 6 6 6 6 6
Attrition / Retirements -1 -1 0 0 0
Hirings 1 1 0 0 0
Staff at End of Year 6 6 6 6 6
Average Grade at Year End 41 41 41 41 41
Planned Attrition Rate 17% 17% 0% 0% 0%
[Policy Analysts 2013 2014 2015 2016 2017 |
Staff at Beginning of Year 12 12 12 12 12
Attrition / Retirements -3 0 0 0 -2
Hirings 3 0 0 0 2
Staff at End of Year 12 12 12 12 12
Average Grade at Year End 394 399 40.0 401 40.1
Planned Attrition Rate 25% 0% 0% 0% 17%
Financial AnalxstslAccountants 2013 2014 2015 2016 2017
Economists
Staff at Beginning of Year 11 11 12 12 12
Attrition / Retirements -2 0 0 0 0
Hirings 2 1 0 0 0
Staff at End of Year 11 12 12 12 12
Average Grade at Year End 39.6 39.6 39.6 39.6 39.6
Planned Attrition Rate 18% 0% 0% 0% 0%
[Administrative Staff 2013 2014 2015 2016 2017
Staff at Beginning of Year 2 2 2 2 2
Attrition / Retirements -1 0 0 0 0
Hirings 1 0 0 0 0
Staff at End of Year 2 2 2 2 2
Average Grade at Year End 345 345 34.5 345 35.5
Planned Attrition Rate 50% 0% 0% 0% 0%
[Total ORP Staff 2013 2014 2015 2016 2017 ]
Staff at Beginning of Year 31 31 32 32 32
Attrition / Retirements -7 -1 0 0 -2
Hirings 7 2 0 0 2
Staff at End of Year 31 32 32 32 32
Average Grade at Year End 38.67 38.79 38.82 38.88 39.13

Attrition Rate 23% 3% 0% 0% 6%



WORK/LIFE PROGRAMS - COMPARISON CHART - 2012

Programs
Size

Child Care

Childcare
Subsidy

Elder Care

Flexible
Spending
Accounts

(FSA)

Does agency

contribute to

account--how
much?

Lifecycle
Account

occ
3600
Referral services and
free membership to
Sittercity.com

No, but see FSA
contribution

Elder care case
assessments, referral
services and free
membership to
Sittercity.com,; plus
discount on emergency
response system.
Yes

Yes, $1,000 towards
health or dependent care
max contribs (see
Lifecycle Account) plus
subsidizes employee
share of biweekly health
insurance premiums by
$60.

Yes, $1,000 is provided
to all employees as
either a contribution to
one of their FSAs or as
a cash payout.

FDIC
7982
Onmnsite in DC and in
Virginia Square only;
Referral services

No

Elder care case
assessments, on-site
geriatric care
management sessions,
referral services, and
discount on emergency
response system
Yes

No

No

Fed Reserve
2361

Referral services

Yes, up to $1,000
depending on
employee’s income

Referral services

Yes

No, but see Childcare
Subsidy

No

NCUA
1182

Referral services

Referral services

Yes, federal plan;
NCUA pays admin
costs of plan

No

No

Farm Credit
274

Referral services

Yes, percentage paid
ranges from 25% to
70% of total childcare
costs depending on
adjusted gross family
income up to $60,000.

Referral services

Yes

Yes, $900 toward health
and/or dependent care
maximum contribution.
Employees may also
add $400 from their
Lifecycle Account for a
total of $1,300.

Yes, $400 is available to
all employees to use
toward childcare,
eldercare, medical and
wellness expenses or as
a contribution to their
FSAs.

FCA Human Capital Plan
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FHFA
400

Referral services

No

Referral services

Yes, federal plan; FHFB
pays admin costs of plan

No

Yes, $600 is available to
all employees to use
toward personal medical
and wellness expenses.
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Programs
Compressed
Work Schedules
Flexible Work
Schedules'

Telework

Does agency
provide any
telework
subsidies? If
so, what?

}CC
5/4/9 and 4/10

Flexitour; Maxiflex
programincludes
Gliding Schedule, Credit
Hours, 5/8, 5/4/9, and
4/10 schedules
Regular and Situational
Task-Based Telework
programs plus
Temporary Medical
Teleworkare available
to all eligible employees
with supervisory
approval.

No, but most employees
have laptops and others
may obtain a loaner
laptop.

Executives, managers,
examiners, and other
qualified employees are
provided BlackBerries.

FDIC
5/4/9 and 4/10

Flexitour; Credit Hours

Regular telework
programin place for all
employees with
supervisory approval,
field examiners have an
optionto work from
home.

At lease renewal,
examiners electing full-
time telework are
provided a one-time
maximum
reimbursement of up to
$500 for equipment not
provided by the FDIC,
and annual
reimbursement of up to
$480 for multiple
telephone lines and/or
high-speed network
access. Execs are
provided with
equipment (e.g., laptops
and BlackBerries) and
high-speed network
access.

Fed Reserve
5/4/9 and 4/10

Flexitour

Regular telework
available to all
employees with

supervisory approval

No, but computer
equipment is loaned to

teleworking employees.

When telework
arrangements are
concluded, equipment
must be returned to the
Board.

NCUA
5/4/9

Flexitour; Gliding;,
Maxiflex; Maxiflex
5/4/9, Compressed,
Variable day for
managers
Regular, episodic and
remote duty telework
available to all
employees with mgt
approval. Field
examiners are not
included in telework
because of unique
working arrangements,
which meet OPM’s
definition of mobile
workforce.

Agency provides laptops
to all employees for
telework or travel
purposes (docking
stations for office
employees). Remote-
duty teleworkers are
partially reimbursed up
to $50/mo. For
broadband. No subsidy
for local teleworkers.

Farm Credit
No

Flexitour; Variable
Day; Variable Week;
Maxiflex; Maxiflex
5/4/9 and 4/10; Credit
Hours
Regular telework
available to all
employees with
supervisory approval

With supervisory
approval, employees
may receive up to 100%
of their broadband
costs. All employees
use laptops and are
given routers, upon
request.

Managers and
executives are provided
Blackberries.
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FHFA
5/4/9

Flexitour; Credit Hours

Episodic telework
available to all
employees and remote
duty telework for out-
stationed examiners.

Yes, out-stationed bank
examiners receive a
one-time office set-up
payment of $1,600 and
a quarterly stipend of
$500 for operating
expenses incurred to
maintain a home office.
Additionally, most
employees have laptops
and others may obtaina
loaner laptop.
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Programs
Part-time
Job Sharing

EAP
Work Life Info
and Referral
Services
Enployee
Discount
Program

Leave Transfer

Leave Bank
Time-Off
Incentive

Awards
Transportation
Subsidy
Travel Subsidy/
Impact Awards
Business Casual
Dress

Lactation
Facilities

On-site
Defibrillators
Ons-site Fitness
Center

}CC
Yes
Yes
Yes
Yes

Yes, on health &

wellness services and
products, tax software,

recreation, travel,
movies. gifts. etc.
Yes (annual leave
transfer)
Yes (annual leave
contribution)
Yes

Yes
($125/month)

Yes
Yes, all week

Yes

Yes

Yes, at Headquarters;
employees pay $20/mo,
$50/quarter, $90 semi-

annually, or $150
annually.

FDIC
Yes
Yes
Yes
Yes
Yes, on health &

wellness services and
products, ID theft

protection and software.

Yes (anmual leave
transfer)

No
Yes

Yes
($125/month)

No
Yes, all week

Yes, in health units

Yes
Yes, at some locations;
employees pay $4 per
pay period

Fed Reserve
Yes
Yes
Yes

Yes, through the
Board’s EAP

No

Yes (anmual leave
transfer)
Yes (anmual leave
contribution)

No

Yes?
($125/month)

Yes®
Some divisions

Yes, employees use on-
site health unit

Yes
Yes; no fee charged to
employees

NCUA
Yes
Yes
Yes

Yes

No

Yes (annual leave
transfer)

No
Yes

Yes
($125/month)

Yes
Yes, all week except
when meeting with
external clients.
Yes, private space is
provided

Yes
Yes, at Central Office.
In Regions, where free
fitness facility is not
available, fees/costs are
subsidized or
reimbursed.

Farm Credit
Yes

Yes
Yes

Yes

No

Yes (both annual & sick
leave transfers)

Yes (both annual & sick

leave contributions)

Yes

Yes
($230/month)

Yes
Yes, all week except
when meeting with
external clients.
Yes, current health
room at Headquarters is
private

Yes
Yes, at Headquarters;
no fee charged to
employees and on-site
exercise classes are
subsidized by agency
wellness program.
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FHFA

Yes

Yes

Yes

No

Yes (anmual leave
transfer)
No
Yes

Yes, 100% of commuter
cost

Yes
Yes, all week

Yes

Yes
Yes (DC only); no fee
charged to employees.
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Programs occC
Enhanced Leave  No, follow OPM * and
Policies FMLA’ regulations.
All executives may
carry over per yr up to
720 hrs of annual leave.
Reimbursement Yes, every year up to
for Physical $200 ($300 for
Exams executives) for out-of -

pocket expenses.
Employees choose
doctor or facility.

' Flexible work schedules include the following:
Flexitour - the employee, with supervisory approval, decides on his or her starting time.

FDIC

Up to 12 mos. LWOP

for personal needs or
hardships

No, however, annual
screenings for
mammography,
prostate, cholesterol,
blood pressure, and
bone density are
available at various
times throughout the
year.

Fed Reserve
Follow FMLA, but
allow substitution of up
to 12 weeks sick or
annual leave.
Enmployee annual leave
carryover is 360 hrs.
Employees with more
than 360 hrsat year end
will be paid in one lump
sum for up to 40 hrs
(staff) or 80 hrs (execs)
of leave in excess of
360 hrs. Two floating
holidays per year; used
for any purpose in full-
day increments.

No, however,
contracted physician
performs preventive
health screenings on a
voluntary basis for
employees age 35 and
over. Also offer
cholesterol, blood
pressure, glucose,
hemoccults, bone
density (fee) and more.

NCUA
No, follow OPM and
FMLA regulations

Senior Staff (SSP) may
carry over up to 720
hours of annual leave
per year.

Yes, every three years
for employees age 35-
39; every two years for
employees age 40-49;
every year for
employees age 50 and
older. Employees may
use contracted provider
or personal physician.

Gliding schedule - the employee may vary starting times within flexible time bands, without prior approval.
Variable day - the employee may vary the length of the workday, within parameters, if present during core hours. The employee must fulfill the basic work requirement

of 40 hours per week.

FCA Human Capital Plan

Appendix E
Farm Credit FHFA
Sick leave for No, follow OPM and
newborn/adoption FMLA regulations

bonding and 160 hrs. of
sick leave for family
care/funeral
arrangements

No, but see agency
contribution to flexible
spending accounts,
which can be used to
reimburse out-of-pocket
expenses.

Expenses can be
claimed under Wellness
Benefit.

Variable week - the employee may vary the length of the workweek, as long as the basic work requirement of 80 hours biweekly, or a multiple thereof, is fulfilled.
Maxiflex - the employee may vary the length of the workday and workweek, as long as the basic work requirement of 80 hours biweekly, or a multiple thereof, is

fulfiled. Core hours may be designated forless than 10 workdays per biweekly period.

2 Not a national program. Transportation subsidy provided by Fed Board of Governors to Washington, D.C. employees. Cthers, if any, would be administered by regional banks.
® Not a national program. Banks are run independently and have differing programs in terms of eligibility and compensation.
* OPM regulations allow employees to use 104 hours of sick leave for family care/funeral arrangements. Employees are entitled to use up to 12 weeks of accrued sick leave each
gear to care for a family member with a serious health condition. Up to 240 hours of sick leave may be advanced.

The Family and Medical Leave Act of 1993 allows employees to take up to 12 weeks unpaid leave for newborn/adoption care, care for family member with serious health condition,
and if employee is unable to work due to a serious health condition. Updated in 2008 to include additional options when a family member is in the Armed Forces.



Long-Term Workforce Plan
2019-2024



Maintaining our capacity to deliver...

The Farm Credit Administration’s mission is to ensure a safe, sound, and dependable source of
credit and related services for all creditworthy and eligible persons in agriculture and rural
America. We do this in two ways:

e By creating regulations for FCS institutions to follow
e By examining FCS institutions to ensure their compliance with the Farm Credit Act of
1971 (as amended), FCA regulations, and safe and sound banking practices

FCA’s workforce plan (2019-2024) sets out the strategies for recruiting and maintaining a
workforce that has the capacity to meet the needs of our stakeholders. The plan is the result of
a comprehensive analysis of the factors influencing FCA’s workforce and addresses these
factors through building FCA’s workforce capability and capacity.

The plan, which captures our long-term workforce strategies that will guide our long-term
direction, will allow us to:

e Recruit

e Select
e« Develop, Engage and Retain

Our workforce of the future. ..



Our workforce...
Age Demographics

FCA has a highly skilled, seasoned workforce of approximately 300 employees. Almost half
(48%) of our workforce is 50 years or older.

FCA Workforce by Age
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Sixty percent of our workforce is in the Office of Examination (OE). More than half (55.2%) of
OFE’s workforce is under age 40.

Workforce by Age in the Office of Examination
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Our workforce...
Retirement Eligibility

At the end of fiscal year 2017, 19.9 percent of FCA’s workforce will be eligible to retire. Over the
next five years that percentage will approximately double to 40.4 percent.
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FCA Retirement Trends
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Over the past 30 years, the percentage of FCA employees eligible to retire has quadrupled.
FCA'’s retirement-eligible employees are choosing to work more years once they become
eligible for retirement than they did in the past.



Our workforce...
Full-time/Part-time

Our workforce is composed primarily of full-time staff.

Work Schedule
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Gender Profile

The gender ratio for FCA’s workforce is shown below.

Workforce by Gender
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Our Workforce...

Length of Service
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Our workforce...

Race, National Origin, Ethnicity Profile
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Key focus areas of our workforce plan...

e Recruit a diverse workforce.

« Selecta highly capable and diverse workforce with the capacity to deliver on FCA’s
mission.

o Develop our workforce, individually and collectively, to meet the present and future
needs of our stakeholders.

« Engage and Retain our workforce by offering a competitive “total rewards”
program, listening to employees, identifying challenges, and working together to develop
and implement solutions.



Recruit

This will be achieved by:

e Working with our Recruitment Committee to ensure that our recruitment policies and
practices are effective and inclusive

o Diversity networking

e Holding virtual and on-campus career fairs

e Attracting a sufficient number of candidates for advertised vacancies

e Promoting FCA’s commitment to equal employment opportunity and diversity & inclusion

e Promoting easy access to information about FCA’s mission-critical occupations, as well
as other occupations

e Conducting a barrier analysis of the recruitment process to ensure that we track and
know where to find a diverse pool of candidates

We will measure success by:

o Timely recruitment and selection

o A diverse applicant pool with representation of people from culturally diverse
backgrounds and people with disabilities
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Select

This will be achieved by:

e Utilizing a multiple-hurdles selection process, including reference checks

e Choosing the best candidate for the position based on the outcome of the multiple-
hurdles approach

e Conducting a barrier analysis of the selection process to identify the root causes of

selection disparities so that we can take action to remedy the policies, procedures, and
practices that lead to such disparities

We will measure success by:

o Timely selection of quality candidates

o A diverse workforce with representation of people from culturally diverse backgrounds
and people with disabilities
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Develop, Engage and Retain

This will be achieved by:

Engaging new hires through a modernized onboarding process

e Developing high performing leaders

o Delivery of mission-centered learning

e Rewards and recognition programs linked to mission accomplishment

e Ongoing diversity and inclusion programs designed to reinforce a positive workplace

We will measure success by:

e Qualitative feedback from new hires about the effectiveness of their on-boarding
experience

e The annual Federal Employee Viewpoint Survey
o Employee feedback received through the Agency’s training request database

e For instructor-led programs, end-of-course feedback from participants
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Long-Term Workforce Plan
2020 - 2024



Maintaining our capacity to deliver...

The Farm Credit Administration’s mission is to ensure a safe, sound, and dependable source of
credit and related services for all creditworthy and eligible persons in agriculture and rural
America. We do this in two ways:

e By creating regulations for FCS institutions to follow
e By examining FCS institutions to ensure their compliance with the Farm Credit Act of
1971 (as amended), FCA regulations, and safe and sound banking practices

FCA’s workforce plan (2020 - 2024) sets out the strategies for recruiting and maintaining a
workforce that has the capacity to meet the needs of our internal and external stakeholders. The
plan is the result of a comprehensive analysis of the factors influencing FCA’s workforce and
addresses these factors through building FCA’s workforce capability and capacity.

The plan, which captures our workforce strategies intended to guide our workforce management
efforts, will support us in:

¢ Recruiting from diverse sources to attract highly-qualified candidates;

e Selecting talented candidates for vacancies;
e Developing high-performing team members with the required knowledge, skills

and abilities; and
e« Engaging and Retaining a high-performing workforce that drives the agency’s
successful mission accomplishment.

A closer look at our workforce. ..



Age Demographics

FCA is fortunate to have five generations in our workforce. This is a tremendous benefit when
building a talent succession pipeline and optimizing the knowledge transfer process. As
reflected in the chart below, there are almost equal number of FCA employees in those aged 50
and older (45.3%) and those aged 39 and younger (43.6%). The age grouping with the fewest
employees is 40 to 49 at 11.1%).

FCA Workforce by Age
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Given that the Office of Examination (OE) comprises 60% of our workforce, a closer
examination of its demographic profile is warranted. More than half (58.5%) of OE’s workforce
is under age 40.



Office of Examination Workforce by Age
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Retirement Eligibility

At the end of fiscal year 2020, 22.5% of FCA’s workforce will be eligible to retire. That number
grows to 37.5% over the next five years.
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Over the past 30 years, the percentage of FCA employees eligible to retire has quadrupled.
And, there has been a continuing trend of employees working years beyond their retirement
eligibility dates.

FCA Retirement Trends
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Full-time/Part-time

Our workforce is composed primarily of full-time staff.

FCA Workforce by Work Schedule
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Gender Profile

The gender ratio profile for FCA’s workforce is shown below.

FCA Workforce by Gender
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Length of Service

Approximately 58% of the workforce has 15 or fewer years of federal service, with 26.1% having
five or fewer years.
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Almost 87% of employees have a degree as reflected in the chart below.
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Race, National Origin, Ethnicity Profile

The chart below reflects the agency’s diversity profile as of September 30, 2020.
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A recent trend analysis covering the decade 2008 through 2018 revealed that the Farm Credit
Administration (FCA) has become increasingly diverse. From 2008 to 2018, FCA increased
staffing by 18% (from 263 employees in 2008 to 310 employees in 2018). During this same
period, FCA increased the number of minority employees by 82%, from 45 in 2008 to 82 in
2018. There were three predominant groups contributing to the increase:

Asian employee representation increased by 75% (from 12 employees in 2008 to 21
employees in 2018).

Black/African American employee representation increased by 71% (from 21
employees in 2008 to 36 employees in 2018).

Hispanic/Latino employee representation increased by 129% (from 7 employees in
2008 to 16 employees in 2018).



Key focus areas of our workforce plan...

The workforce data from the previous section informs a set of agency actions in the categories
mentioned earlier: recruiting, selecting, developing, and engaging and retaining. Recent
organizational analyses and workforce surveys also factor into our planned activities that are
covered on the following pages for each of these categories.
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Recruiting

From FY14 to FY18, 143 employees separated from FCA, ranging from 25 to 32 employees per
year. The average attrition rate has been approximately 9.2%, with an approximate 2.8%
retirement rate. Over the same period, FCA hired 170 employees. This level of attrition requires

vigilance to maintain recruiting plans, candidate pools, and new hire pipelines. We will take the
following actions:

o Work with our recruiters and managers to ensure that our recruitment policies and
practices are effective and inclusive

e Continue networking with a diverse set of professional organizations
e Hold virtual and on-campus career fairs at minority-serving institutions

e Promote FCA’s commitment to equal employment opportunity and diversity and
inclusion

o Highlight enhanced employee benefits

e Conduct process analyses to identify improvement opportunities
We will measure our success by:

o Demographic analysis of applicants

o Analysis of time-to-hire, with a 60-day goal for complete cycle hiring time
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Selecting

FCA employs a cadre of talented and motivated staff. To ensure we continue to select the best
and the brightest for our vacancies, we will take the following actions:

Continue to assess staffing needs, sunset functions no longer required, offer
development options to those impacted by the conclusion of those functions, and identify
new staffing requirements

Foster transparency and inclusiveness in the selection process, to include using
selection panels and behavioral interviews

Analyze selection panel data to ensure equitable and fair treatment of all candidates

Update policies and procedures, as necessary to foster consistency in approach and to
leverage organizational best practices

We will measure our success by:

Annual demographic analyses with trends over time to reflect equitable representation of
employees with diverse backgrounds and experiences, to include individuals with
disabilities and veterans

Hiring manager feedback on their satisfaction with the services and support they receive
to fill vacancies
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Developing
FCA provides staff and leaders with a variety of internal and external training opportunities,
including the commissioning process within OE, development programs, online training and

access to and budget for taking external courses. We will take the following actions to ensure
we continue to meet the developmental needs of our employees:

o Enhance the onboarding process

o Implement a leadership readiness program to provide aspiring leaders the necessary
skills and experiences in preparation for team lead, supervisory and management
positions

e Provide developmental opportunities and training to current supervisors and leaders to
enhance their skills

o Expand team-based developmental learning to build knowledge across offices and
provide experiential learning opportunities to staff to broaden and deepen expertise

We will measure our success by:

e Qualitative feedback from new hires about the effectiveness of their on-boarding
experiences

o Employee feedback received through the Agency’s training request database
e Analysis of the training-related questions from the FEVS

e For instructor-led programs, end-of-course feedback from participants
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Engaging and Retaining

BEST PLACES TO WORK
IN THE FEDERAL GOVERNMENT

AGENCY REPORT

Farm Credit Administration

Best Places t o Work Rank 2019 Engagement Score

out of 28 Small Agencies 81 1
L]

FCA has consistently been named as one of the best places to work in the federal government
(small agencies) and has had high Federal Employee Viewpoint Survey (FEVS) results. With a
2019 employee engagement score of 81.1%, many employees noted that the family friendly
atmosphere, benefits, support for professional development and flexible work environment are
factors that contribute to their strong engagement. Further, attrition rates at FCA have been
relatively consistent, and the agency has successfully hired staff to replace losses and fill in new
positions.

To ensure we remain one of the best places to work in the federal government and retain our
talented workforce, we will take the following actions:

o Maximize worklife balance flexibilities, leveraging lessons learned from the agency’s
response to the pandemic

e Ensure rewards and recognition programs are linked to mission accomplishment
o Afford additional opportunities for staff to engage senior leaders

o Administer pulse surveys to timely assess staff perceptions on organizational initiatives

We will measure our success by:

e Analysis of the NewlQ and Global Satisfaction indices on the FEVS
e Results from pulse surveys

o Analysis of exit survey data, with implementation of improvement initiatives to enhance
retention
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