Barbara Boyd’s Questionnaire

Avoidance of Knowledge Loss Through Attrition

Instructions:

· Knowledge or skill can mean several different things.  We want to use a broad definition that could include anything an employee, or replacement for a specific job, would need to know from you that they could not get from anyone else.
· Do not include standard skills that are common to your particular job, or that are assumed for a particular certification or degree.
· A focus group of employees that you have identified met to come up with questions that would help us capture information that only you know.
· For each major piece of knowledge, tell us if the knowledge is written down somewhere or not and if anyone knows this information besides you.
· For each major piece of knowledge tell us how you learned this information.
· Questions are under major topics.  You should spend about 10 minutes on each topic.  If you need to add more information, you can add a Part 2.  Taping needs to be in 10-minute segments.
· Questions under each topic are suggestions of knowledge that we think could help us get to the information we would not have without your help.
· You will not be asked questions but will be allowed to talk on each topic.  You will get a short break between topics.  
· Do not wear white or bright colors for your taping.
· Please contact me if you have any questions or suggestions for your video session.

Sheila Wolf (swolf@cms.hhs.gov)

410-786-0099 

Questions:

Your Particular KSAs

· What kinds of knowledge or skills do you now have that the Department will miss most when you leave?

· Describe any non-standard knowledge that you possess or have developed about the diagnosis of complex problems.  

· What are the most critical competencies and skills you needed for your job?

· What would you say are key skills/activities/knowledge you have that others do not have but should have?

· What motivated you to be a mentor?  What lessons learned can you tell us about?  How can we encourage others to mentor?

· How did you grow your staff?  Nurture them?  Energize and Motivate?  Coaching and managing performance?  What would you like to have done differently?

· How do you integrate being a teacher and practitioner in a resistant environment?

· Strategic Thinking with a Unifying Vision is a special skill you have:

-    How do you keep everything in context?

-
How do you create synergy?

-
How do you make all the pieces fit?

-
How important is this skill?

-
Where and how does it matter?

-
How do you cultivate it?

-
What do you look for when you assemble teams?

Key Contacts and Liaisons

· Describe any special information you may have about key contacts for expert advice, decisions, permission, getting something processed or expedited.

· What helped you in dealings with the Department?  What has been helpful over the years?

· Liaisons in the Department:  What are some things we need to know from key contacts?  What are your recommendations for improved liaisons in the Department?

· Who was the biggest advocate?  Who was your champion?

· Describe any special resources you may have about where information is located and how to get to the information (books, manuals, web-sites, etc.)

· What are your most valuable resources that helped to keep you current?  Literature?  Association memberships?  Listservs?  How have these resources helped you?

· How do you manage keeping liaisons and forging new alliances?

· What is the importance of partnering and building?  How have you done this?

Strategic Human Capital

· What do you think CMS needs today?  How does this differ from the past several years?

· How can CMS have more effective organizational management?

· What do you see as the immediate challenges facing CMS and how can we best meet them?

· What are your thoughts on the future direction of CMS?

· If CMS was yours to manage for X years, what would you do?

· What is the best piece of advice you would give to someone just starting CMS?

· What is the best piece of advice you would give to someone in CMS in the middle of their career?

· What is the best piece of advice you would give to someone continuing your activities?
· If you were on a hiring panel to find someone to replace yourself in CMS, what would you look for?

Your Perspectives

· Over the longevity of your career you have seen management of HHS from many political administrations.  Can you describe how life and work in the agency has changed over the years?

· What are your perspectives between the OPDIVS and the Department being centralized or decentralized?  What are the advantages and disadvantages of each?
· Describe the your concept of a Chief Learning Officer for CMS.

· What are the biggest internal/external challenges/barriers and how did you overcome them?

· Where do you think the responsibility is in senior leadership to advocate change?
· How do you deal with resistance?
· How do you deal with the decision makers (senior leadership) to insure that your programs are heard and acted upon?
· How do you truly approach and engage senior leadership to get their buy-in?
· What are the advantages of  using models to convey your ideas to senior leadership?  Would you advise this as a tool for communication in the future?  When is it best to use models?
· Sometimes you need to push the envelope, when do you do that?
· Why do managers need to keep up their technical skills?
· How do you take a stand when you think it is best for the organization but not for your career?
· How do you maintain your patience with the “unenlightened?”
· How do you deal with the policy area?  What is best to avoid?

· How do you deal effectively with politicals and senior management? What is best to avoid?

· How do you deal effectively with colleagues and employees?  What should be avoided?

Workforce Planning and the SES Candidate Program

· What is your unique perspective on the whole inception and how it came to be the way it was?  What shaped the way it went?  
· What made them work?  What made them crash?
· What conclusions have you drawn about the future of these programs?
· What is the workforce planning data telling you  that the workforce skills will be in the future?
· Can workforce planning be implemented in CMS?  In the Department?
· What is the next step after the system is in place? 

· If you had the workforce planning project to do again, what would you do differently?  The same?  Lessons learned?

· What kind of staff is needed to take workforce planning to the next level?  What is the next level?

· What should be the direction for the agency in Succession Planning?

· How do you keep CMS’ activities in these areas visible?

Inception of LRG

· What was the initial concept of what LRG was supposed to be and how it was to evolve?

· How do you think it has evolved?

· How do you see that function best be handled in the future?

· How do you “turn nothing into something” (start-ups)?

