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                                              workforce  planning,  development,  

                                                      management  and  evaluation 

Introduction

An effective, efficient and safe transportation system is critical to economic growth and the quality of life for all Americans.  Yet the current workforce involved in the planning, designing, operating and management of the system is at risk as a disproportionate number of “baby boom” transportation workers approach retirement.  They will take with them years of experience, institutional knowledge and competencies that will be difficult to replace.

The Senate Subcommittee on Oversight of Government Management report “The Crisis in Human Capital” estimates that 32 percent of the federal workforce will be at retirement age by 2004, and that another 21 percent will be eligible to retire; for a staggering total 

of 53 percent or 900,000 employees.  Not all employees eligible to retire will do 

so, however, conservative estimates place the number of retirees by the year 2010 

at 660,000.  A General Accounting Office report cites similar figures, and estimates 

for Federal Highway Administration retirements are at 45 percent.  Clearly the problem extends to the state, local and private sector transportation workforce as well. 

Planning and developing a new workforce must begin in earnest, but with a clear recognition that there will be a new generation of employees who will bring a different 

set of priorities into the workplace.  This new generation grew up in the electronic age, 

is more comfortable with change, have greater expectations for job satisfaction, and are more willing to challenge and to be challenged.  They can have a dramatic and positive effect on transportation agency and private sector employers.  How successful they become will depend to a great extent on the ability of employers to introduce the emerging workforce to new and innovative approaches in workforce planning and development.  

The effort will be made more difficult as the competition for qualified professionals 

from other industry sectors drive salary and benefit compensation programs.  The changing dynamics and increasing demand for a more efficient and safe transportation system, the challenge to develop and deploy new technologies, and pressure for transportation to make its contribution in support of U.S. industry in increasingly competitive international markets have made workforce development a top priority.

Management must be pro-active and aggressive in its workforce planning and development efforts.  At stake is the viability of a transportation system, while considered to be the best in the world, is challenged to keep pace with the increasing demands 

of the industrial, service and manufacturing sectors that fuel the U.S. economy, and 

to provide the commuter and recreation network that the American people have come 

to expect and enjoy.  This Workforce Framework attempts to bring some consistency 

to the range of activities of federal, state and local officials by identifying major considerations in the planning and development effort.  It is hoped that with this consistency, there will be a greater opportunity to more efficiently develop and 

share information among interested parties and increase the chances for success.  

Communication and coordination are paramount as efforts begin to more aggressively address the daunting task of assuring that there is a competent, efficient and effective workforce to plan, develop, implement, service, and manage the transportation program at the federal, state and local levels.  Workforce development must address the need 

at the managerial, technical and support staff levels, and the approaches developed 

must consider a range in worker talent and ability.

Six focus areas have been identified as critical to developing the workforce for the future.  

They are:  

              * Workforce Needs

              * Career Awareness

              * Recruitment

              * Workforce Development

              * Retention

              * Program Effectiveness

Under each focus area, an “objective” and “issue statement” have been provided 

for consideration in developing strategies for improving current workforce programs, 

and in establishing new and innovative approaches for the future.  Major components 

for each focus area have been identified and listed as categories for “Strategies For Change”.  These “Strategies” categories will provide those responsible for planning 

and implementing workforce programs with more specific areas to be considered in program development.

A companion piece “Strategies For Change” has also been developed to support the “Workforce Framework”.  The “Strategies” document lists the “Strategies For Change” categories contained in the “Workforce Framework”, and includes for each category specific policies and programs that should be considered in developing an effective transportation workforce program.  The “Strategies For Change” document is presented in outline form and includes only a partial listing of possible program activities.  It 

is expected that other ideas, policies and procedures will be added to give workforce planners a range of options in developing an effective program. 

In addition to the “Workforce Framework” and “Strategies for Change” effort, work 

is on-going on other fronts to assist in the planning and development effort.  The Transportation Research Board (TRB) is conducting an 18 month workforce study 

to assess the likely human resource needs of surface transportation public agencies 

over the next two decades and to make recommendations for recruiting, training, 

and retaining needed personnel.  A “Domestic Scan” to gather information about state DOT “innovative practices” for workforce planning, development and implementation will be conducted cooperatively by the American Association of State, Highway and Transportation Officials (AASHTO), the National Transportation Training Directors (NTTD) and the Federal Highway Administration (FHWA) Office of Professional Development.  The New Mexico State Highway and Transportation Department will provide the lead for the study.  An International Scan by AASHTO and FHWA to learn about innovative practices in Germany, England, France and Sweden is also planned 

for March-April, 2001.  

As part of the National Cooperative Highway Research Program “Managing Change 

in State Departments of Transportation” the Texas Transportation Institute (TTI) will gather information to identify and summarize innovative workforce practices.  The TTI final report will be completed by April 15, 2001.  The American Road and Transportation Builders Association is surveying transportation contractors nationwide to identify their training and education needs.  

The challenge is for program developers and decision makers to understand the critical contribution a competent and dedicated workforce makes to transportation, the obstacles to developing a skilled workforce, the methods to meet the workforce objectives, and the commitment needed to achieve those goals. 

I.   Workforce Needs 

Objective:  To develop a systematic approach to determining current and projected                 transportation profession workforce needs to assure the development, administration 

and maintenance of an efficient, effective and safe transportation network. 

Issue:  Developing and retaining a diverse workforce that can deliver a technologically advanced transportation system to meet the demands for increased capacity, mobility 

and safety is becoming increasingly difficult.  A disproportionate number of experienced and competent workers are retiring from service.  As a result, employers face increasing competition for skilled workers without the benefit of new and innovative policies and programs needed to attract and retain a competent, efficient and productive workforce.  

Strategies for Change:

Agency Commitment 

Strategic Plan/Workforce Plan

Needs Assessment Methodology

Workforce Plan Development

Program Evaluation

II.   Career Awareness

Objective:  To increase student knowledge in transportation and that the transportation profession is a challenging and rewarding career choice.

Issue:  There is a lack of understanding and appreciation among students of transportation career opportunities and the contribution transportation makes 

to society and the economy.  Efforts to educate individuals of the value of 

transportation are often sporadic, one-time events that lack a cohesive strategy 

and involve the necessary partnerships, commitment and outreach needed for effectiveness.  

Strategies for Change:

Agency Commitment

Career Awareness Plan Development

Education Outreach

Media Campaigns 

Partnership Development

Program Evaluation

III.   Recruitment

Objective:  To find and select an appropriate number of qualified candidates for 

the variety of professional discipline and support positions.
Issue:  There is a lack of qualified candidates for professional and support positions 

and a need to effectively convey the message of value, contribution and benefits of 

a transportation career.  For public agencies, it is often more difficult to compete with private sector company pay and benefits. 

Strategies for Change:

Agency Commitment

Recruitment Plan

Compensation

Entry Level Program

Mid-Career Program
Partnership Development

Program Evaluation

IV.   Workforce Development

Objective:  Establish an environment that:  assures workers are challenged; provides employees with the necessary skill enhancement opportunities; includes clear career paths and succession planning; recognizes and rewards employees; and balances 

the needs of work and family.  

Issue:  Workforce development is often a collection of individual, unrelated activities that lack cohesiveness and may not consider worker needs for a challenging and rewarding environment or provide workers with a sense of organization mission 

and contribution.   
Strategies for Change:

Agency Commitment

Workforce Plan Development

Training Program

Education Activities

Professional Development

Partnership Development

Program Evaluation

V.   Retention   

Objective:   Establish a work environment that will assure retention of a qualified, competent and motivated workforce that will provide for a return on agency investment, enhance institutional knowledge, assure employee satisfaction and a continuing contribution to the agency’s mission and goals.                                                                                      

Issue:  Salaries are often not competitive with like position pay scales.  Career and professional development activities should be innovative so that employees feel 

that they have a sense of purpose and a future in the organization.  Employees’ 

work schedules should balance family interests with work requirements.

Strategies for Change:

Agency Commitment

Retention Plan Development

Compensation, Recognition and Reward

Career and Professional Growth

Morale Factors

Program Evaluation

VI.   Program Effectiveness
Objective:  Assure that all aspects of the Workforce Planning and Development 

Program are evaluated and incorporated into a process for improvement.

Issue:  It is critical to the initial and on-going success of workforce planning and development to assess the effectiveness of component and overall program efforts. 

The need for activity and program improvements cannot be identified and implemented without a comprehensive review of current efforts.  An organized and structured evaluation of the program will help assure the efficient use of agency resources 

and provide the greatest opportunity to administer an effective Workforce Planning 

and Development program.  

Strategies for Change:

Agency Commitment


Developing a Process for Evaluating Program Effectiveness


Evaluate Program Effectiveness


Implement Changes
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