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National Science Foundation //
Office of the Director '

Dear Colleagues:

In the past year, you again helped NSF exceed its goals and further advance its
) commitment to excellence, results and stewardship. We saw continued successes
in research, education and operations as measured against NSF’s Strategic Plan, as

{ well as through continued external recognition seen in high marks on the President’s
Management Scorecard and Congressional support. These accolades could not have

@
—4 been achieved without the dedication and innovation that all of you bring to NSF

? every day.
| . . One

Our successes are directly related to your outstanding efforts and support.
example was this year’s launch of the International Polar Year (IPY) to explore new

- , frontiers in polar science. The IPY provides an extraordinary opportunity to educate
people of all ages about many aspects of science and technology. Another example was
meeting a key goal for NSF in expanding the scientific literacy of all citizens. To learn

\J more about NSF’s scientific accomplishments, we invite you to review our award-
winning 2006 Performance Highlights report.

This year’s Report to Employees highlights many new practices employees developed
and implemented to help further NSF’s Stewardship goal. The report is organized
around our core values, which underpin NSF’s culture and ultimately influence our

mission, vision and goals.

Thank you for your dedication, enthusiasm and willingness to go the extra mile.
NSF would not be where it is today without its most valuable resource - - all of you.

Qkfm.gr. Aathic 2. Qo

Arden L. Bement, Jr. Kathie L. Olsen
Director Deputy Director

et BT A a2 RO A e
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Stewardship Through NSF's Core Values

Stewardship is one of the four goals set forth in NSF’s Strategic Plan, which defines Stewardship as:

Support excellence in science and engineering research and education through a capable
and responsive organization.

This internally-focused goal emphasizes the administrative and management efforts performed in the Foundation
and provides a link to NSF’s mission and the science-centric goals of discovery, learning and research infrastructure.
Stewardship helps to relate many of the tasks that we perform each day to NSF’s success and also provides ideas and
goals to improve our performance.

NSF’s core values are essential and enduring tenets that influence everyone in the organization and support NSF’s
mission, vision and goals. These core values reinforce the fine work done by NSF and help define our unique cul-

ture.

Dedicated to Excellence: continually improving our ability to identify op-
portunities; investing optimally the resources entrusted to us; managing a di-
verse, capable, motivated organization; rewarding accomplishment; and shar-
ing our best insights with others.

Visionary: imagining the future, working at the frontier, realizing the full
potential of people, furthering promising ideas wherever and whenever they
arise, and encouraging creativity and initiative.

Broadly Inclusive: secking and accommodating contributions from all
sources while reaching out especially to groups that have been underrepresent-
ed; serving scientists, engineers, educators, students and the public across the
nation; and exploring every opportunity for partnerships, both nationally and
internationally.

Accountable: operating with integrity and transparency, maintaining qual-
ity and relevance in administration, management and oversight.

This report highlights the ways in which employees reflect our core values and en-
sure the Foundation meets its goal of stewardship for continued excellence in research

and education.

NSF
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Dedicated to Exeellence

Continually improving our ability to identify opportunities;
investing optimally the resources entrusted to us; managing a
diverse, capable, motivated organization; rewarding
accomplishment; and sharing our best insights with others.
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Human Capital Management

Federal Human Capital Survey Results Show NSF Great Place to Work

The Office of Personnel Management (OPM) released results of the 2006 Federal Human Capital Survey (FHCS)
in February 2007. The 2006 survey was the third iteration of the OPM survey of 29 major Federal agencies and
selected small and independent agencies intended to assess Federal employees’ perceptions about how effectively agen-
cies are managing their workforces.

Survey findings suggest that NSF employees continue to view the Foundation in a very positive light. NSF was
one of only three agencies to be ranked in the top five in each of the four human capital management categories
(Leadership and Knowledge Management, Results-Oriented Performance Culture, Talent Management, and Job Sat-
isfaction). NSF was ranked #1 in the Results-Oriented Performance Culture category, and no lower than #4 in any
of the other three categories. Findings from the 2006 FHCS were also used by the Partnership for Public Service and
American University to compile their Best Places to Work in the Federal Government list. NSF was ranked #4 among
31 small agencies.

Succession Planning Underway

Given today’s knowledge-intensive global economy, NSF is more committed than ever to strengthening its world-
class workforce - - one that is highly skilled, diverse, visionary and dedicated to excellence. Earlier this year, an NSF
committee, chaired by Dr. Kathie L. Olsen, Deputy Director, and composed of NSF senior executives, was established
to focus on NSF succession planning - - a key facet of NSF’s human capital management activities. The Succes-
sion Planning Working Group (SPWG) is examining current NSF succession planning activities and defining new
strategies and initiatives to enhance NSF’s ability to develop and recruit high-quality candidates for critical positions
throughout the agency and quickly and effectively orient new, incoming staff.

During the summer of 2007, the SPWG began developing the framework for an NSF succession plan. Discussions
with individual directorates and offices and the SPWG’s coordinator, Kathryn Sullivan, began taking place in Septem-
ber 2007. The SPWG will produce an initial draft succession plan that will be made available to NSF staff for com-
ment later in the year. Dr. Olsen will report to the National Science Board in December 2007 on the group’s efforts.
The NSF succession plan will enhance the Foundation’s capacity to address the challenges of a constantly transforming
scientific landscape and to execute our responsibilities as stewards of national research and education programs.

HRM Service Teams Result in Improved Customer Service

During the summer of 2006, the Office of Information and Resource Management (OIRM) Division of Human
Resource Management (HRM) began changing the way it engages its customers across NSF by dedicating one cus-
tomer account representative (CAR) to act as a business partner and human capital liaison in each NSF directorate and
office. In the Spring of 2007, HRM conducted an agency-wide study of the effectiveness and efficiency of the service
team model. Results of the study indicate that the initiation of these CAR service teams has resulted in improved
service in both the strategic and operational areas of human resource staffing and strategic human capital planning,.

NSF | 6
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The results of this study indicate strengths and opportunities in the following areas. These findings will help HRM
continue to improve its consultative and strategic services to the Foundation.

Strengths Continued Opportunities
*  Since the start of the HRM service team approach, *  Formalization of the service team model should
NSF has seen a 37 percent reduction in the time it continue to improve consistency and service de-
takes to fill vacancies; livery standards;

.. e Standard decision frameworks and knowledge
*  Communication between customers and HRM has 8

T management tools should continue to be devel-
3

oped to further enable successful implementa-

¢ Having a single point of contact enables customers tion of the model and preserve critical business
to interact with HRM in a more collaborative man- decisions; and,
ner; and *  HRM should continue to provide core human

resource services while broadening the scope of

*  HRM is a better strategic partner and is proactively el
staff responsibilities.

seeking solutions to human resource problems spe-
cific to directorates or systemic to the Foundation.

In addition to this new CAR role, HRM has developed a significant number of improved standard operating
procedures and communication items that facilitate consistent decision making and a better understanding of hu-
man resource processes by customers. For example, HRM developed a /iring Managers Tool Kir that provides tools
and information aids for managers and other interested individuals to support recruitment and hiring planning and
management process. HRM also provides detailed workforce planning tools and reports to directorate management
including demographic reports, attrition models, staffing planning tools and succession management strategies.

In support of these new operating procedures, HRM implemented a new Workforce Recruitment and Planning
System (WRAPS) that enables planning, tracking and progressive management
of the recruitment process. This system will enable HRM to target improvement
programs for reducing the time it takes to fill NSF positions. To make it easier for )WRAPS
job applicants, HRM recently completed major upgrades to its eRecruit system, WORKFORCE RECRUITHENT AND PLANNING SYSTEN
giving candidates a simpler application process and more job search features. This
new system also provides managers with a standard resume format and easier access to job certificates.

NSF


http://www.inside.nsf.gov/oirm/hrm/general_information/recruitment_tool/index.jsp

Letter from the Stewardship and  Table of Contents A Closer Look at Additional
Office of the Director Core Values 2007 Resources

Performance
NSF Strives Toward Stewardship Goals

The Foundation established eight annual stewardship goals with associated measures or milestones based on several
long-term investment priorities in the new Strategic Plan. Examples of such goals are: maintaining a high but realistic
time-to-decision standard for informing investigators whether their proposal will be funded; improving the quality
and transparency of the merit review process; improving customer service to the science, engineering, and education
community; broadening participation from underrepresented groups and diverse institutions throughout the United
States; and improving the management of large facilities. In addition, three goals focused on management priorities
(post-award monitoring, E-Government and I'T Security) were adopted for FY 2007. To achieve the stewardship
goals, NSF created Foundation-wide focus groups and working groups to gather best practices from among NSF
program staff and conduct surveys of investigators who have submitted proposals to NSE Based on the findings and
recommendations from these groups, it is likely that new or expanded stewardship goals will be introduced in FY 2008
and beyond.

The NSF Business and Operations Advisory Committee’s Facilities Subcommittee’s June 13, 2005, report observed
that NSF’s facilities projects are significant undertakings, “...more likely to be highly complex projects, dollar for dol-
lar, than conventional construction projects of similar cost.” The subcommittee stated that “...the project manage-
ment resource represented by the Deputy, Large Facilities Projects needs to be supplemented by project management
training of program officers and principal investigators in order to meet the objective of a knowledgeable management
of MREFC (Major Research Equipment and Facility Construction) projects within the NSE”

The Division of Human Resource Management sponsors a Project
Management curriculum, which is available to all NSF staff. As of
September 2007, 80 NSF staff members have earned a Master’s Cer-
tificate in Project Management and 117 have earned an Associate’s

2006
A Presidential Rank

Certificate from George Washington University upon successfully Award

completing NSF’s core curriculum.

AC|/GPA Recognizes Significant Achievement

NSF’s Advisory Committee for GPRA Performance Assessment
(AC/GPA) held its annual meeting June 14-15, 2007, to discuss the
Foundation’s achievement as it relates to the strategic outcome goals
of Discovery, Learning, and Research Infrastructure as outlined in
NSF’s 2006-2011 Strategic Plan. While NSF has a number of adviso-
ry committees, the AC/GPA is the only committee that addresses the

Foundation’s entire award portfolio and reports directly to the Direc- &
tor. As in prior years, NSF program officers submitted results in the || \WWanda E. Ward
form of performance highlights of NSF investments in basic science,

Deputy Assistant Director, EHR

engineering, and education research for the period between March 1, Distinguished Executive

2006, and March 1, 2007. These performance highlights were a pri-
mary means for committee members to assess NSF’s performance.
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The Committee concluded that NSF demonstrated significant achievement under the discovery, learning, and research
infrastructure goals. According to the Committee’s report, “From novel discoveries in the basic sciences and engineering
to educational advancements across the Science, Technology, Engineering and Mathematics disciplines, NSF has demon-
strated continued commitment to its basic goals of pursuing the highest quality research, in innovative and transformative
ways, while broadening the participation in science and engineering of people from all parts of society.” The Committee
recommended that the selection process for program highlights be improved to ensure that a broad range of projects are
represented, and that specific evaluation criteria for the strategic outcome goals be developed to assist the Committee in
its assessment. In response, NSF staff have added specific program categories for program highlights in FY 2008 to ensure
broad coverage and have developed several evaluation criteria for the Committee’s use.

Merit Review

Integrity of Process Improvements Strengthened

NSF’s merit review process is one of our core competencies, and the major way the academic community interacts
with us. Although it has been described as the “gold standard ”for peer review, NSF is continually striving to better its
performance and has identified improving the transparency, consistency and uniformity of the merit review process as
one of the strategic investments under the stewardship goal.

Since 1977, NSF has submitted annually a report to the National Science Board on the NSF merit review process,
presenting data on both the merit review outcome for the preceding fiscal year and the process itself (see the most
recent report for details). In September 2005, the Board, at the request of Congress, issued a review of the NSF merit
review process. The report concluded that the NSF merit review process is a fair and effective way to review the more
than 40,000 proposals the Foundation receives annually in a wide variety of subject areas. It also contained several
recommendations for improving the transparency and effectiveness of the NSF merit review process, while preserving
the ability of program officers to identify the most innovative proposals and effectively diversify and balance NSF’s
research and education portfolio.

In response to the Board’s recommendations, NSF has initiated an agency-wide effort to address quality of reviews
and transparency of the award or decline decision. To enhance and reward accountability, the operation of a cred-
ible, efficient merit review system was identified as a strategic goal in the FY 2007 NSF Budget Request, a merit
review performance indicator was added to the Senior Executive Service annual personal performance plans, and the
Director’s Award for Merit Review Excellence was initiated in FY 2006. A number of sessions have been conducted
with NSF Senior Managers, Division Directors, Program Officers, and Administrative Officers focusing on issues and
best practices related to quality and transparency of merit review. Training on merit review has been incorporated into
the Program Management Seminar - - a new course is being developed to highlight critical issues - - and an internal
NSF web page is being designed to facilitate exchange of information related to merit review, including appropriate
standards and effective practices. As part of the effort to improve the transparency of the merit review process, an
external NSF web page was launched for the research and education community to explain the process and provide
links to relevant policy documents.

NSF relies on the participation of thousands of reviewers each year to provide critical evaluations of the submit-
ted proposals. To express our appreciation, NSF launched a new initiative to send email thank you letters from the
Director and Deputy Director to the reviewer community. In the inaugural phase, thank you letters were sent in early
October to everyone who had submitted a review in FY 2007.

NSF
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A Closer Look at
2007

Merit Review Training Enhanced

NSF is justifiably proud of its reputation for possessing the “gold standard” in merit review among all Federal
agencies, which has resulted in our excellent reputation with Congress, our communities and the public for the qual-
ity of our funding decisions and the results they have produced. In order to assure NSF’s reputation in merit review
remains at the highest levels, it is essential that all employees engaged in the process have a comprehensive and current
understanding of the review practices and considerations.

As a result, program officials will be establishing recurring training for employees on merit review topics. To date,
prog g g g ploy p
NSF has obtained input from a variety of agency personnel and will continue to seek suggestions and active partici-
gency p £8 p
pation from many others. Important areas for consideration will include such topics as: transparency of award and
decline decisions; panel deliberations; transformative research; and alienment of award decisions with agency strate-
p g gency
gic goals and objectives. In the upcoming months, you will be hearing more about this very important initiative.

2007 NAGC Gold Screen Award - First Place

A‘ NATIONAL
Presented to NSF for Electronic Publications

ASSOCIATION OF
GOVERNMENT
COMMUNICATORS

Reviewer Management
Initiative Starts Up \
The Secret Lives of Wild An-

NSF'Web Site v

Establishing a set of more mod-
ern tools and capabilities has be-
come a priority in support of NSF’s
Strategic Plan. With this priority
in mind, the Foundation has ad-
vanced its Reviewer Management
Initiative to improve the identifi-
cation, selection, assignment, and
tracking of individuals who serve
as reviewers.

In the Fall of 2007, Dr. George
Strawn, Chief Information Officer
(CIO), will be convening director-
ate-specific focus groups to discuss
the new reviewer management con-
cept and to solicit feedback
on the proposed approach.

NSF

imals, a special report cre-

National Science Foundation

2

ated for the NSF website,
won first place for elec-
tronic publications. The
website uses video and
interactive features to tell
the stories of researchers
employing new technolo-
gies to gain unprecedent-
ed access to study the be-
havior of animals in the
wild.

HOME | FUNDING | AWARDS | DISCOVERIES | NEWS | PUBLICATIONS | STATISTICS | ABOUT | FastLane

The Secret Lives of Wild Animals

EER OT & AGOUTT

DRAGONFLY ~ ZEBRA  SEAL  Related Resource:

**NAGC recognizes the government's best in print, video, and multimedia
presentations.™*
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Key Findings Identified by IPAMM Working Group

The competition for NSF funds has always been intense, but it has grown more so in recent years. Between FY 2000
and FY 2006, the NSF budget increased by 44 percent, research proposal actions increased by 47 percent, and average
award sizes increased by 43 percent. At the same time, NSF’s overall funding rate for research proposals decreased
from 30 to 21 percent. The declining funding rates raised concerns within NSF, the National Science Board, and the
science and engineering research and education communities that NSF serves, including potential negative impacts
on early career researchers and on the nature of the research that is proposed and funded. The heavier workloads as-
sociated with increased rate of proposal submissions raised concerns about impacts on NSF staff and the proposer and
reviewer communities. To enable the development of evidence-based policy to address these concerns, in March 2006,
NSF charged the Impact of Proposal and Award Management Mechanisms (IPAMM) Working Group to perform a
detailed study of the trends, impacts, and causal factors associated with the recent declines in proposal funding rates
and the simultaneous growth in proposal submission rates.

In conducting its analysis, IPAMM used both quantitative data from internal NSF databases and attitudinal data
collected through a survey of all NSF principal investigators who submitted research proposals during FY 2004-2006.
IPAMM published its final report in August 2007; the report and the results of the survey can both be found on the
[PAMM web page. IPAMM found that declining funding rates had affected the entire NSF proposer community
proportionately and that there had been no disparate effect on beginning investigators, underrepresented groups or
different institution types. IPAMM also found that the quality of the proposals being submitted had not deteriorated,
although more high-quality proposals are being declined. The largest impacts were related to the increased number of
proposals being submitted, which has put stress on NSF’s merit review process.

The challenge facing NSF and the community is to find the right level of competition: that is, one that hones the
quality of the proposals and results in funding quality research with

the minimum amount of time spent in the propose-review-decline-

resubmit cycle. IPAMM identified a variety of options for address- ) 200_6
ing this challenge, which balance trade-offs between keeping the pro- Presidential Rank
posal workload to a manageable and productive level, for both NSF Award

and the community, and encouraging the free flow of ideas to NSF.
The increase in proposal submissions can be attributed a number of
different factors, including the increased size and capacity of the re-
search community, loss of funding from other sources, increased use
by NSF of targeted solicitations in new areas, and a perceived increase
in institutional pressures on faculty members to get grants to achieve
promotion and tenure, and to support their students and labs. The
relative importance of any particular contributing factor varied across
the different directorates/offices, and none emerged as a single domi-
nating force. Because the needs and priorities of the communities
that NSF serves differ across units, and also across time within units,

the report recommended that the directorates and research offices

. . - : Karl A. Erb
be given the responsibility and flexibility to meet this challenge by Di OPP
developing strategies that are appropriate within the context of the !re_ctor,_ .
directorate or office, and by balancing long-term planning with the Distinguished Executive
ability to respond to changing needs.
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“Yisionary

Imagining the future, working at the frontier,
realizing the full potential of people, furthering
promising ideas wherever and whenever they arise,
and encouraging creativity and initiative.
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New Ideas in Administration and Management

Administrative Functions Study (AFS) Pilot Begins

The Administrative Functions Study (AFS) Management Pilot, which began in October 2007, will test two administra-
tive positions in a career model that identifies potential career paths for employees and better aligns administrative functions
to support NSF’s mission and strategic goals. Divisions within four Directorates -- Biological Sciences (BIO), Engineering
(ENG), Geosciences (GEO), and Mathematical and Physical Sciences (MPS) -- have developed a pilot to test some of the
recommendations from the AFS and have hired temporary Pilot Coordinator’s to help manage pilot activities.

Two pilot positions have been staffed in each participating Division: the Program Support Manager (PSM) and the Op-
erations Specialist (OS). Approximately 30 staft members are serving in these new positions. Administrative Officer (AO)
and Financial Operations Specialist (FOS) positions will not exist in participating Divisions during the year-long pilot. All
other administrative positions will remain the same. Both the PSM and OS positions were created specifically for NSF to
address the challenges identified in the findings from the AFS. The PSM is responsible for developing program support staff
employees, managing the program support team across the merit review and award management and oversight processes,
providing a single point of contact to resolve quality and timeliness issues related to product delivery from the program sup-
port staff, and performing several managerial responsibilities not currently being performed by AOs across the Foundation,
such as workload forecasting and management, Directorate-level SOP development, and dynamic performance manage-
ment. The OS is responsible for the Division’s business operations, which includes budget execution/monitoring/tracking,
financial reporting and analysis, accounts reconciliation, small contract management, facilities and space management, and
transactional human capital support. Most of these duties were performed by AOs and /or FOSs previously.

Professional development for both positions is provided through a structured Learning and Development Program (LDP)
that will provide PSMs and OSs with a formal learning program involving classroom training, professional coaching, and
structured group activities to help the incumbents succeed in their new positions. The AFS websize contains information
about the history of the AFS, specifics about the PSM and OS positions (and the other positions in the AFS model), the
LDP, and status updates on the AFS Management Pilot.

2006
Presidential Rank
Award

Financial and Award Management Training

The Office of Budget, Finance, and Award Management (BFA), with
support from the NSF Academy and the Administrative Officer’s Man-
agement Group, is planning BFA-sponsored Administrative Officer/
equivalent positions training, which will take place in early 2008. This
series will provide dedicated training on administrative functions. Pend-
ing topics to be covered in the inaugural series will include: Financial
Accounting System overview, Enterprise Information System overview,
review of procurement procedures, and grant policy document in