
4.11.2.2 OFFICE OF HUMAN CAPITAL MANAGEMENT

4.11.2.2.1 MISSION.  This Headquarters Functional Office is responsible for developing and 
aligning NASA workforce strategies, programs, policies, and processes with the Agency’s 
mission, strategic goals, and desired performance outcomes.  The Office of Human Capital 
Management (OHCM) establishes Agency-wide workforce management policies; defines 
strategies and architectures; defines program objectives and top-level requirements; ensures 
statutory and regulatory compliance; ensures consistency across the Agency, as appropriate; and 
monitors program performance.  OHCM represents the Agency’s interests in intergovernmental 
and other groups established to address workforce issues.  

4.11.2.2.2 RESPONSIBILITIES.  The Assistant Administrator for Human Capital Management 
reports to the Associate Administrator for Institutions and Management and serves as the 
Agency’s designated Chief Human Capital Officer (CHCO) pursuant to the Chief Human Capital 
Officers Act of 2002.  In this capacity, the Assistant Administrator advises and assists the 
Administrator in carrying out responsibilities for selecting, developing, training, and managing a 
high-quality workforce in accordance with merit system principles.  The Assistant Administrator 
is responsible for: 

a. Providing input to the Mission Support Implementation Plan (MSIP) that describes the 
organization’s goals, objectives, performance metrics, budget, and alignment of goals with 
overall Agency objectives.  Executing the MSIP in alignment and support of the Agency mission 
and vision.  Managing the MSO functions by reducing institutional risk to missions. 
 
b. Leading the development of an integrated set of goals, objectives, and metrics for the assigned 
Integrated Product Team (IPT) area (i.e., workforce, infrastructure, finance, management 
systems, or stakeholder commitment) and documenting them in an annual white paper that will 
be attached to the Mission Support Implementation Plan.  The IPT role includes review and 
prioritization of individual inputs from the Mission Support Offices (MSO) and working with the 
MSOs, Mission Directorates, and Centers to ensure alignment of the IPT strategy to Agency 
goals and objectives. 

c. Defining Agency-wide workforce objectives and top-level requirements.  Establishing and 
managing long-term Agency workforce planning and analysis processes to identify workforce 
characteristics and competencies needed to accomplish the Agency mission; developing 
workforce strategies and programs to monitor and mitigate risks of misalignments between 
workforce demand and supply; establishing staffing strategies to acquire a highly skilled 
workforce with needed competencies. 

d. Developing and overseeing Agency-wide policies, programs, and processes to achieve 
consistency of approach and retain a high-caliber workforce by providing tools to facilitate 
assessment of individual performance and contributions to organizational and mission 
achievement.  



e. Setting the Agency’s workforce development strategy; promoting needed competency building 
through Agency-wide training and development programs, leadership development, and 
succession planning. 

f. Providing organizational development services and tools to NASA organizations to improve 
individual and organizational performance; developing strategies to fully utilize in-house 
knowledge and intellectual capital. 

g. Assessing the effectiveness of workforce management within the Agency, as well as the 
effectiveness and efficiency of human resources (HR) functional programs and policies designed 
to support workforce management; identifying best practices and benchmarking studies in 
workforce management issues; defining requirements for and providing management oversight 
of Agency workforce and HR functional information systems, and ensuring accountability for 
information contained in these systems. 

h. Leading the Agency’s efforts to improve management and deliver results in one of the 
Government-wide pursuits of the President’s Management Agenda—the Strategic Management 
of Human Capital.   
 
i. Ensuring statutory, regulatory, and fiduciary compliance. 
 
j. Providing liaison to external organizations performing similar functions and stakeholders who 
establish Government-wide policy and requirements. 
 
k. Overseeing reporting as required by Congress, OMB, and other external bodies. 

l. In concurrence with Center Directors, approving the assignment, promotion, discipline, and 
relief of the principal Human Capital Management official at each Center, and assessing their 
performance.  Provides a written evaluation of the principal Human Capital Management official 
at each Center, which shall be attached to each individual’s annual performance appraisal. 

m. In concurrence with Center Directors, determining the appropriate staffing compliment for 
Center Human Capital Management offices. 

4.11.2.2.3 SPECIAL RELATIONSHIPS. The Assistant Administrator for Human Capital 
Management represents NASA on the Chief Human Capital Officers Council, chaired by the 
Director of the Office of Personnel Management. 

4.11.2.2.4 LINE OF SUCCESSION. In the following order: Director, Workforce Management 
and Development Division; Director, Workforce Strategy Division; and Director, Workforce 
Systems and Accountability Division.   
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