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Executive Summary

The GSFC Office of Human Resources Development’s Leadership and Management Development Team performed a leadership/management development needs assessment with the assistance of Catalyst Consulting Team.  The data-gathering portion of the needs assessment included interviews, an online survey, and focus groups designed to identify the most important leadership/management competency gaps and the most effective ways to address them, as well as identify institutional/cultural factors that impact the development of leaders and managers at GSFC.  

A very consistent picture arose from the data gathering of key competency gaps in the areas of leading and managing people, leading and managing change, relating to others, managing the work, business management, and organizational strategy.  A consistent message from the people we got input from is that while GSFC has some good quality leadership/management development components, they are not integrated into an overall framework.   The data gathered also indicates that training is important but that the primary means by which people at GSFC develop leadership and management skills is through job assignments and informal mentoring and coaching processes.  These findings have important implications for the role of line management in developing leadership and management competencies. 

This report provides recommendations for creating an integrated framework for leadership and management development at GSFC in four areas:  

· Leadership competencies: a proposed leadership/management development model integrating job assignments, coaching and mentoring, assessment, and training

· Cultural and institutional factors: proposed alignment actions to develop a culture and organizational context to support leadership and management development more fully

· Organizational capability: staffing and positioning the Leadership and Management Development function to enable success

· Executive role: actions executives must take to ensure successful implementation.

Our overall recommendations can be summarized as follows:

1. Create alignment of center leadership and key stakeholders around a shared leadership development vision, rooted in Goddard’s mission, strategic plan, and values.  This vision should focus on developing leaders/managers for the future of the organization, including the need to lead and manage an increasingly diverse workforce.

2. Establish a valid and accepted leadership/competency model for GSFC.  (The NASA Leadership Model is a starting point, but must be customized and validated to build credibility if it is to be used as a basis for assessment and feedback.)  This leadership model must be “owned” by GSFC executive leadership.

3. Develop a vertically integrated leadership/management development path that begins at the group/team leader level and is customizable for each organization.  Draw on what is working well, fill gaps, and provide a “road map” for leadership and management development.  Customize the path where necessary for unique organizational needs.

4. Establish standard center-wide frameworks and models for the distinction between leadership and management, relating to others, leading and managing people, leading and managing change, leading and managing the work, business management, and organizational strategy.  This is to create a common language among the Center’s leaders/managers and development specialists.

5. Provide strong support for developing leaders through key leadership transitions – from individual contributor to team/group/project leader, from influence leader to supervisor, from first line to middle management, and from middle to senior management.  These transitions all require individuals to undergo major changes in how they see their role and identity, what they should focus on, and how they view success.  The most successful leadership development programs acknowledge and provide explicit support for people as they move from the comfort zone they have known into areas where their skills are less developed.   Building an understanding of the leader’s own experience of these transitions is a powerful foundation for helping leaders lead others through personal and organizational changes.  

6. Align the leadership development program with other related Goddard change initiatives, including diversity, human capital, knowledge management, and succession planning, as well as with human resource management systems.

The most critical component for successful implementation of these recommendations is organizational alignment around a shared vision of leadership at GSFC.  The Alignment and Implementation section of this document proposes several actions to accomplish this alignment:

· Alignment of the Executive Committee around a common vision of leadership at GSFC

· Creation of a Leadership Advisory Group composed of current leaders who embody the vision

· Creation of a Leadership and Management Development Partners group composed of leaders of all leadership and management development programs and related change efforts to take this set of recommendations as a starting point and build an integrated plan.

· Creation of a Leadership and Management Development Implementation Team to develop and manage the detailed implementation plan for this effort.
