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Objectives for today’s discussion 

▪ Review the objectives and approach for the 
Operations and Workforce Analysis (OWA) 
project 
 

▪ Discuss Phase 1 findings on the current state 
baseline and gap assessment 
 

▪ Gather input and feedback on the materials 
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Executive Summary of Operations and Workforce Analysis 
(OWA) Phase 1 Deliverable: Current State Baseline and Gap 
Assessment 

Details follow 

Overview of OWA: Purpose of the OWA project and objectives for Phase 1 

Methodology: Criteria to select and finalize site visits, interviews, surveys, and Core Team members 

Phase 1 baseline and gaps: The objective of Phase 1 is to develop fact-based findings and insights 
against each assessment area, including information on variation in particular roles and regions as well as 
themes from external stakeholders and internal staff. Synthesized findings are as follows: 

▪ Workforce: Controlling for differences, there is a mismatch in some areas between today’s workforce 
and today’s workload. In addition, there is a difference between the current and desired skill level for 
skills identified as important to IDSS, including written and oral communications 

▪ Operating Model (including Impact-Based Decision Support Services (IDSS)): Multiple examples of 
IDSS were observed as well as generally high customer satisfaction, however there are a number of 
definitions of IDSS, including in terms of what IDSS products are provided, how IDSS is delivered, when 
IDSS is delivered and to whom IDSS is being delivered  

▪ Organization Structure: Examination of the current organizational model reveals potential opportunities 
for improvement both in terms of health – where overall lower health was observed but strengths in 
motivation and external orientation were also identified – and structure – where HQ has reorganized but 
the field remained constant and roles between national, regional and local offices are less well defined  

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS 
operating model and organizational model, and continue to communicate and engage with internal and 
external stakeholders throughout the process 
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The Operations and Workforce Analysis (OWA) intends to 
achieve six objectives 

Objectives 

Stakeholder Engagement and Change Management:  Develop the 
capacity to involve stakeholders throughout the project 

1 

Evaluation of IDSS:  Better qualify and quantify IDSS across the entire 
organization (it will vary geographically and organizationally) 2 

Current State Baseline:  Understand and baseline current state operations 
and workforce model through a comprehensive assessment and analysis 3 

Current State Gaps:  Identify gaps in the current state operations, 
workforce, and organization required to support IDSS and achieve a 
Weather-Ready Nation 

4 

Recommendation of Alternatives:  Develop recommendation(s) for 
evolving NWS from current to future state to close gaps, leverage state-of-
the-art science and technology, consider geographic differences and enable 
services and workforce concepts in NWS strategic documents 

5 

Implementation Planning:  Advance recommendations to action through 
plans, quick wins, and phased implementation 6 

FROM THE ORIGINAL STATEMENT OF OBJECTIVES 
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The OWA program is structured to address the six objectives 
by the end of 2015 

Current focus Objective 

Phase 
PHASE 4: 
BRING TO 
SCALE  

PHASE 5: 
ADAPT AND 
EXPAND 

PHASE 3: BEGIN TO ACT 
AND ADVANCE 

PHASE 2: ARCHITECT PHASE 1: ASPIRE  
AND ASSESS 

Duration  Base year (total 8 months)  Year 1 Year 2 

Description  
of work 

Change Management and Stakeholder Engagement 
Project governance structure and teams; stakeholder map and outreach plan 

1 

Evaluation of IDSS 2 

Current State Baseline 
▪ Organizational structure 
▪ Operating model 

(including IDSS) 
▪ Workforce model 

3 

Recommendation of 
Alternatives 
▪ Organizational structure 
▪ Operating model (including 

IDSS) 
▪ Workforce model 

Implementation Planning 
▪ Quick wins 
▪ Higher risk/reward options 
▪ Implementation and roll-out 

plans including 
– Project teams 
– Milestones 
– KPIs 

5 6 

Execute 
Roll-Out 
Plan 
▪ Change 

agents 
▪ Field and 

Forum 
▪ Leader- 

ship 
coaching 

▪ Rapid ROI 
review 

7 8 Launch 
New 
Programs 
▪ Field and 

Forum 
▪ Weather 

event 
review 

▪ Pilot 
review 

▪ Program 
report Current State Gaps 4 

Timing 12 weeks 1 year 1 year  10 weeks 

Deliverables ▪ Project governance 
structure and stakeholder 
map 

▪ Communications plan 
▪ Comprehensive report on 

current state  
baseline and gaps 

▪ Workshop to review results 
and path forward 

▪ Report with description of 
alternatives and prioritized 
selections for planning 

▪ Workshop to review  and  
decide on recommendations 

▪ Stakeholder engagement 
report and “change story”  
content 

▪ Detailed implementation, 
communication, and roll-out 
plan 

▪ Workshop to share  
plan and build support 

▪ Plan for ongoing change 
management efforts  

▪ Training 
content 

▪ Leader-
ship 
materials 

▪ Report 
rapid ROIs 
and roll out 

▪ Training 
content  

▪ Review 
weather 
events 

▪ Review 
pilots 

▪ Report on 
program 

10 weeks 



5 DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

During Phase 1, data from a variety of sources were analyzed 
to complete the baseline and gap assessment 

Data 
collection 

Surveys 

Site visits 

Interviews and 
focus groups 

▪ Data were collected from NWS’ Office of the CIO and NOAA’s Department of 
Workforce management on: 
– Historical and current vacancies and positions breakdown 
– Retirement eligibility and tenure  
– Hours (regular and overtime) worked  

▪ Additional data collected on office characteristics (e.g., area of responsibility, 
terminal aerodrome forecast (TAF) responsibilities, warning, watches and advisories 
(WWA) and weather event data by office)  

Sources 

▪ Two surveys were conducted: 
– Voluntary Organizational Health Index (OHI) survey sent to all NWS staff (~50% 

response) 
– IDSS survey sent through Warning Coordination Meteorologists (WCMs) to 

external stakeholders (>700 responses) 

▪ Completed site visit to 42 offices (~20% of all offices) including a diverse set of office 
types (e.g., Weather Forecast Offices (WFOs), River Forecast Centers (RFCs) 

▪ Offices were located in 20 locations, including at least one in each of 6 regions 

▪ Conducted >560 interviews with ~360 internal staff and ~200 external stakeholders 
during 1:1 interviews and focus group discussions 

Details 



6 DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Phase 1 site visits included a representative sample of ~42 
offices in 20 locations, totaling ~20% of all NWS offices 

Selection approach 

▪ First, a list of all NWS locations was 
generated including data on the 
following criteria: 
– Office type (WFOs, RFCs, 

Regional HQs, CWSUs, TWCs) 
– Marine vs. land-based coverage 
– Population density 

▪ Second, locations were randomized to 
be representative across the above 
criteria to ensure:  
– At least 2 visits per region in 

continental US 
– 1 visit per region in Pacific/Alaska 

▪ Then, a national perspective was taken 
to consider: 
– NCEP locations  
– Other factors (e.g., type of weather 

events like fire weather, IDSS 
needs) 

Site visit list 

▪ Eastern 
– Taunton, MA (WFO, NERFC) 
– Cleveland, OH (WFO) 
– Charleston, SC (WFO) 

▪ Southern 
– Ft Worth, TX (WFO, CWSU, WGRFC, RHQ) 
– Key West, FL (WFO) 
– Miami, FL (WFO, CWSU) 
– Norman, OK (WFO) 

▪ Pacific 
– Honolulu & Hilo, HI (WFO, RHQ, ITIC, PTWC, 

DCO, CPHC) 
▪ Central 

– Grand Forks, ND (WFO) 
– Kansas City & Pleasant Hill, MO (WFO, RHQ, 

NWSTC/OPG, MBRFC) 
▪ Western 

– Boise, ID (WFO, NIFC) 
– Elko, NV (WFO) 
– Sacramento, CA (WFO, CNRFC) 
– Seattle, WA (WFO, CWSU) 

▪ Alaska 
– Anchorage & Palmer (WFO, RHQ, APRFC, NTWC, 

AAWU) 
– Fairbanks (WFO) 

▪ Other 
– NCEP (SPC, NHC, AWC, EMC, WPC) in College 

Park, MD; Miami, FL; Norman, OK; and Kansas 
City, MO 

 Phase 1 site visit 
plan enabled ~42  
site visits to distinct 
offices in 20 locations: 
– 16 WFOs 
– 6 RFCs 
– 5 NCEPs 
– 4 Regional HQs 
– 3 CWSUs 
– 2 TWCs 
– 1 NIFC 
– 1 CPHC 
– 1 AAWU 
– 1 DCO 
– 1 ITIC 
– 1 NWSTC/ OPG 

 
▪ During Phase 2, 

additional sites will be 
visited 
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Executive Summary of Operations and Workforce Analysis 
(OWA) Phase 1 Deliverable: Current State Baseline and Gap 
Assessment 

Details follow 

Overview of OWA: Purpose of the OWA project and objectives for Phase 1 

Methodology: Criteria to select and finalize site visits, interviews, surveys, and Core Team members 

Phase 1 baseline and gaps: The objective of Phase 1 is to develop fact-based findings and insights 
against each assessment area, including information on variation in particular roles and regions as well as 
themes from external stakeholders and internal staff. Synthesized findings are as follows: 

▪ Workforce: Controlling for differences, there is a mismatch in some areas between today’s workforce 
and today’s workload. In addition, there is a difference between the current and desired skill level for 
skills identified as important to IDSS, including written and oral communications 

▪ Operating Model (including Impact-Based Decision Support Services (IDSS)): Multiple examples of 
IDSS were observed as well as generally high customer satisfaction, however there are a number of 
definitions of IDSS, including in terms of what IDSS products are provided, how IDSS is delivered, when 
IDSS is delivered and to whom IDSS is being delivered  

▪ Organization Structure: Examination of the current organizational model reveals potential opportunities 
for improvement both in terms of health – where overall lower health was observed but strengths in 
motivation and external orientation were also identified – and structure – where HQ has reorganized but 
the field remained constant and roles between national, regional and local offices are less well defined  

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS 
operating model and organizational model, and continue to communicate and engage with internal and 
external stakeholders throughout the process 
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344

Workforce analysis 

110 248 

4,294 

4,996 

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site interviews 

The workforce analysis, including both analysis of workforce 
supply as well as the workforce and workload analysis model, is 
based on data from the NWS Table of Organization 

1: Data from Table of Organization for NWS; not included are the 87 pathways positions (7 filled) or unfilled temp billets 
2: In 2015, NWS was appropriated 4,638 billets 
3: 72 of the 110 reimbursable positions are filled 

Vacant billets (592) represent the 
difference between the Table of 
Organization’s  positions (4,886) and 
filled positions (4,294); 344 vacant 
appropriated billets 

 
Workforce and workload analysis model 
(4,404) based on Table of Organization 
filled positions (4,294) and reimbursable 
positions (110 total, of which 72 are 
filled3) 
 

Reimbursable positions  
Unappropriated for vacant billets  Filled positions 
Appropriated for vacant billets  

NWS 2015 FTE appropriated and Table of Organization1  
# FTE 1 position = 1 FTE 

Appropriated 
billets (4,638)2 
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0
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SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce  
Data on June 8, 2015; site interviews 

Reduced hiring rates and increased attrition have led to a rise in 
vacancies* even as the number of FTEs has remained constant 

Sequestration and related 
2013 hiring freeze played role 
in additional vacancies 

NWS FTE positions filled and vacancies*   
All FTE and unfilled positions  

Vacancies* Positions filled Rate by year XX% 

Vacancy  
Rate* 

7 

5.7 

7 

5.0 

7 

5.5 

5 

5.2 

6 

6.0 

9 

6.0 

12 

5.8 

12 

-- Attrition  
rate1:  

1: NWS attrition rate also referred to as separations 
* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE  

WORKFORCE SUPPLY 
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28
44 42

19

16 16
24

20 21

29 20 21 20

80

100 

All NWS 

4,294 

Field 

3,774 100% = 

10+ years  

Currently 
eligible 

5 to 10 years  

1 to 5 years 

Fed Govt2 HQ 

627 

FTEs by years until eligible for retirement 
% of total employees  

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; GAO 
2012 US government prediction of federal workers’ retirement eligibility  

In terms of retirement, 42% of current NWS FTEs will be 
eligible in the next five years  

1 Retirement defined by the number of years left before a federal employee can retire from federal work; assumes that federal employees retire soon 
after they have achieved retirement eligibility                      

2 Federal government average based on GAO report projecting retirement eligibility for US government in 2012 

NWS is in line with 
GAO estimate of 
retirement 
eligibility 
benchmark for all 
government 
employees1  

42% total NWS eligible for retirement in next 5 years  

WORKFORCE SUPPLY 
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The analysis applied to WFOs projects the difference between 
actual and expected workload (based on statistically significant 
drivers) from 2008-’14; there are limits to what the model can do 

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS 
WWA data, 2008-’14, 2008-’14 NWS Severe weather event data, Storms events database, Ntl. Climate Data Ctr. 

1: Statistical significant variables all significant to 95th percentile for 2008-2014, treating each year and WFO as an independent observation; F-statistic 
32.02 with a confidence interval of >99%; all included variables statistically significant in the 95th percentile; r-squared for regression = .5392 
2: Offices included in analysis currently only constitute WFOs; other types of offices (RFCs, CWSUs, WSOs) not included in sample as they would not 
provide a homogenous sample to compare office to office; to date the RFC statistical analysis has not yielded statistically significant results  

Description 
▪ Model is a multivariate regression with 

statistically significant results1 across:  
– All 122 WFOs2  
– From 2008-2014 

▪ Dependent variable:  
– Workload is equated to total FTE 

hours including overtime by office  
▪ Independent variable 

– Drivers of differences in workload 
between WFOs (statistical 
significance of each driver specified 
on next page)  

▪ Model uses these variables to project an 
“expected” workload for each WFO  

▪ Analysis compares “expected” to actual 
workload for each WFO to determine the 
relative difference across all WFOs  

Application 
▪ What the model can do:  

– Help identify patterns in workload across NWS  
– Identify if there is an overall gap between workload 

and workforce across all WFOs  
– Highlight WFOs that may be relatively overburdened 
– Provide a jumping-off point to discuss next steps to 

overcoming workload challenges  
▪ What the model cannot do:  
– Match exact workload hours to drivers of workload 

(e.g., tropical storms cause X# hours of workload)  
– Provide an absolute understanding of whether 

WFOs do or do not have the “correct” workload  
– Account for vacancies within offices, as vacant 

positions do not count positively or negatively 
towards workload  

– Provide a recommended “list” of offices in which to 
make changes  
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The regression analysis, including statistically significant 
workload drivers, indicated a difference between expected and 
actual hours worked in most WFOs 

▪ Population 
▪ Population density 

▪ Larger population leads to increased potential for loss of lives and 
property and to larger number of IDSS stakeholders  

▪ Marine area of responsibility  ▪ Larger marine area of responsibility increases expected workload  

▪ Land area of responsibility ▪ The larger the area of responsibility, the higher the expected workload  

Impact  Workload driver  

Not 
currently 
significant  

Statistically 
significant1 
 

(N=770)  

▪ Other weather events ▪ Count of events not individually significant: fire, tropical, winter, marine, 
heat, and flood 

▪ Average costs of events not categorized as “severe”   ▪ Cost of other weather events 

▪ Number of watches, warnings, 
and advisories 

▪ The higher the number of WWAs, the higher expected workload in 
office2  

▪ Aviation responsibilities (e.g., 
number of forecast airports) 

▪ The higher the number of airports covered by WFOs, the higher the 
expected workload  

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS 
WWA data, 2008-’14, 2008-’14 NWS Severe weather event data, Storms events database, Ntl. Climate Data Ctr. 

1: Statistical significant variables all significant to 95th percentile for 2008-2014, treating each year and WFO as an independent observation; F-statistic 
32.02 with a confidence interval of >99%; all included variables statistically significant in the 95th percentile; r-squared for regression = .5392 
2: Offices included in analysis currently only constitute WFOs; other types of offices (RFCs, CWSUs, WSOs) not included in sample as they would not 
provide a homogenous sample to compare office to office; to date the RFC statistical analysis has not yielded statistically significant results  
3: in our model, the western and pacific regional variables were statistically significant, possibly because of unique drivers of workload not captured in other 
drivers (e.g., IMET program, manual observation requirements) 

▪ Regional location3 ▪ Regional differences lead to additional variation in expected workload 

▪ Severe weather events and 
cost  

▪ Number of severe events increase workload and average cost for 
severe weather event  

▪ Non-precipitation event ▪ Number of non-precipitation events  
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45,000 

0 

60,000 

55,000 

50,000 

65,000 

70,000 

Workload/Workforce across WFOs  
 

  

The workforce1 and workload2 varies across WFOs; overall the 
expected workload exceeds the workforce, with some offices 
over and others under supplied 

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS WWA 
data, 2008-’14, 2008-’14 NWS Severe weather event data, Storms events database, Ntl. Climate Data Ctr. 

Workload exceeds the available workforce 
Workload is equal to available workforce Workload is less than available workforce 

WFO Workforce available compared to expected workload (based on statistically significant 
workload drivers from the regression analysis), 2014  
Hours by WFO   

1: Workforce defined as current available FTE hours (including overtime) worked across WFOs for 
all positions represented within a WFO  

2: Workload defined as expected workload based on team regression analysis accounting for 
variance in workload drivers 

Workload 
exceeds 
workforce 

Workforce 
exceeds 
workload 

Workforce 
is equal to 
workload  
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Workload/Workforce across each WFO  
 

Analysis was also completed for a subset of WFO employees – 
series 1340 meteorologists – where the findings indicate a 
more consistent gap between workload1 and workforce2  

Workload exceeds workforce available 
Workload equals to workforce available  Workload less than workforce available 

WFO Workforce available compared against expected workload based on workload drivers, 2014  
Hours of series 1340 meteorologists by WFO   

1 Regression analysis returned statistically significant results with p-value of 0.00 and overall lower r-squared of .2444; variables that were not statistically significant in this regression but 
were significant in the full regression were population, pop. density, land area of responsibility, advisories, and the Western and pacific region dummy variables; variables that became 
statistically significant were the number of fire, tropical and marine events; and the eastern and Alaskan region dummy variables 

2 Workforce defined as all FTE and overtime hours worked by series 1340 FTEs, which would include and supervisory positions in series 1304 

Workload 
exceeds 
workforce 

Workforce 
exceeds 
workload 

Workforce 
is equal to 
workload  

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS WWA 
data, 2008-’14, 2008-’14 NWS Severe weather event data, Storms events database, Ntl. Climate Data Ctr. 
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Top quartile  
Second Quartile 
Third Quartile 
Bottom Quartile 

The skill assessment, conducted by MICs, revealed 
gaps especially for those skills identified as 
important to IDSS and for the intern position 

Outcome scores based  on MIC evaluation of current and desired skill level 

1 Based on a scale of 0-5 where 0 indicates it is not important to IDSS and 5 that it is critical to IDSS 
SOURCE: NWS Skill assessment; Representative sample of NWS WFOs, CWSUs, and RFCs 

4.4 

4.2 

4 

4.6 

4.4 

4.4 
3.6 

3.6 

4.4 
4.2 

4.8 

4.4 

3.8 

4.6 

4.4 

4.2 
3.8 

2 

0 

1 

3 

2 

1 
2 

2 

1 

0 

1 

1 

2 

3 

0 

2 
1 

0 

0 

1 

1 

2 

2 
2 

1 

0 

-1 

0 

0 

1 

2 

1 

0 
-1 

2 

2 

2 

2 

1 

2 
2 

3 

2 

2 

2 

2 

1 

1 

2 

2 
1 

1 

1 

0.5 

1 

1.5 

0 
1 

0.5 

1 

0 

0.5 

1 

0 

1 

1 

1 
1 

Importance  
to IDSS1 Forecaster  Skills 

Quality focus  

Partnering  

Oral communications  

Judgment/decision-making 

Written communications  

Leadership 

Creative thinking 

Teamwork 

Leveraging diversity 

Customer service  

Analytics and stats 

Data collection 

Computer and IT tech  

Applying weather science 

Problem solving  

Coordination 
Information gathering  

WCM  Intern HMT 
Gap between current and desired scores, rounded 

Top 3 skills 
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Executive Summary of Operations and Workforce Analysis 
(OWA) Phase 1 Deliverable: Current State Baseline and Gap 
Assessment 

Details follow 

Overview of OWA: Purpose of the OWA project and objectives for Phase 1 

Methodology: Criteria to select and finalize site visits, interviews, surveys, and Core Team members 

Phase 1 baseline and gaps: The objective of Phase 1 is to develop fact-based findings and insights 
against each assessment area, including information on variation in particular roles and regions as well as 
themes from external stakeholders and internal staff. Synthesized findings are as follows: 

▪ Workforce: Controlling for differences, there is a mismatch in some areas between today’s workforce 
and today’s workload. In addition, there is a difference between the current and desired skill level for 
skills identified as important to IDSS, including written and oral communications 

▪ Operating Model (including Impact-Based Decision Support Services (IDSS)): Multiple examples of 
IDSS were observed as well as generally high customer satisfaction, however there are a number of 
definitions of IDSS, including in terms of what IDSS products are provided, how IDSS is delivered, when 
IDSS is delivered and to whom IDSS is being delivered  

▪ Organization Structure: Examination of the current organizational model reveals potential opportunities 
for improvement both in terms of health – where overall lower health was observed but strengths in 
motivation and external orientation were also identified – and structure – where HQ has reorganized but 
the field remained constant and roles between national, regional and local offices are less well defined  

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS 
operating model and organizational model, and continue to communicate and engage with internal and 
external stakeholders throughout the process 
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How often NWS information affects stakeholder 
decision-making (%) 

Overall satisfaction with IDSS from NWS (%) 

External stakeholders report high overall satisfaction with 
NWS impact-based decision support services (IDSS) and 
frequently use NWS information to make decisions 

3

0

1

19

77

Somewhat  
unsatisfied 

Somewhat  
satisfied 

Very  
Satisfied 

No opinion 

Unsatisfied 0

1

18

80>50% of  
the time 

<10% of  
the time 

Never 

10-50% of  
the time 

SOURCE: IDSS stakeholder survey, based on 712 survey responses conducted July 14-27, 2015 

1 Stakeholders identified by local NWS WCMs as critical partners with whom they work 

“I feel our relationship with 
the NWS team is way 
above outstanding, they 
are always available to 
me, my agency and my 
boss. They are the very 
best there is.” 

“NWS is a critical 
member of our EM 
community and we 
depend greatly on 
them for decision 
support.” 
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External stakeholders praised NWS for trust, accessibility, 
accuracy, and relevance, but many are confused about the 
scope of IDSS 

SOURCE: Site interviews 

Dimension Representative quotes 

Accessibility 

“They’re on Twitter, on social media, and in my email every morning; I 
always know what I’m up against when I start my day ” 

“I have never worked with an agency that is so accessible. They are 
remarkably proactive and in many ways – email, phone, social media.” 

Accuracy 

“It’s not like the other weather brands. I go by what the Weather 
Service tells me; not by anyone else” 

“The technology has improved so tremendously; we can’t see 
private companies keeping up with the products NWS has now” 

Relevance 

“It’s our livelihood; we’re a weather-dependent economy on our the 
best days.”  

“During a severe weather event, NWS helps us ensure there’s not 
going to be a large loss of life.” 

Confusion about scope 
of IDSS 

“It’s challenging for 
the private sector to 
know where they 
should play a role, 
how they can play a 
role when what the 
NWS does varies 
from event to 
event” 

“We have to know 
what the NWS can 
do for us, but we 
also have to know 
what they can’t do, 
or we’ll ask them 
to do everything, 
and, God help them, 
they’ll try and give it 
to us” 

Trust 

“In an emergency, trust is the most important part of our 
relationship. I count on NWS, I know the person behind the forecast.” 

“I trust my partners at NWS and I know them – the tone of their voice, 
the way they report out to us. And they know me.” 
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There is variation in how the official definition of IDSS is 
being interpreted and what is provided, how, to whom, 
and when 

SOURCE: HQ and site interviews, June-July 2015 

Communicate through 
standard products that 
address stakeholder needs 

Create customized 
information for specific 
stakeholders 

Provide a broad range of 
services (e.g., deploy staff 
to a sporting event) 

Provide a narrow set of 
services to events (e.g., 
only conference calls) 

Define core partners as 
emergency managers, govt. 
officials, and media  

Include an extended set 
of partners (e.g., schools, 
event operators, the public) 

“We focus on ensuring 
our website has all of our 
products.” 

“The provision of relevant information and interpretative services to enable core partners’ 
decisions when weather, water, or climate has a direct impact on the protection of lives and livelihoods” 

“After issuing products, 
we will follow up to key 
stakeholders with more 
specific information.” 

“We would like to 
deploy meteorologists 
to graduation 
ceremonies.” 

“Our schools signed up 
for NWS Chat to 
discuss overnight 
weather in the winter.” 

“We don’t do IDSS 
because we don’t have 
the resources to 
dedicate to it.” 

“We focus on 
government entities top-
down because they can 
deploy resources.” 

Perform episodic IDSS in 
response to severe weather 
(e.g., storm briefings) 

Perform recurring IDSS 
(e.g. in fair weather) for 
ongoing effective and 
informed decisions making 

“We help our partners 
make decisions every 
single day.” 

“We developed a flexible 
model to provide IDSS 
during severe events.” 

Less expansive More expansive 

What 

How 

Who 

When 

Official IDSS definition1:  

1 From the NWS Weather Ready Nation Strategic Roadmap 

Details follow 
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Similar products are disseminated by different entities within 
NWS depending on the weather event 

SOURCE: National Weather Service briefings, Site interviews 

h 

Watch Outlook Warning 

SPC SPC WFO 

WPC WFO WFO 

CPC: hurricane 
seasonal outlook 

NHC: coastline NHC 

WPC: excessive 
rainfall 

WFO/RFC WFO/RFC 

NHC: Weekly  WFO: water going 
out 20 mi.; inland 
OPC: >60 miles 

WFO 

Authority to issue standard products by weather event 

WHAT 

Severe 
thunderstorms / 
tornado 

Winter storm 

Hurricane /  
tropical storm 

Flood 
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Type 1: Only select staff manage 
external relationships on behalf of 
the office 

MIC 

SOO WCM 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

OPL 

HMT/ 
Intern 

HMT/ 
Intern 

HMT/ 
Intern 

HMT/ 
Intern 

There are 3 primary archetypes for how WFOs align their 
staff to perform IDSS 

MIC 

SOO WCM 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

OPL 

HMT/ 
Intern 

HMT/ 
Intern 

HMT/ 
Intern 

HMT/ 
Intern 

Type 3: All staff provide IDSS 
support and during severe weather 
events flex to provide support 

Type 2: Operational staff rotate 
through dedicated IDSS, media, or 
public desk shifts 

MIC 

SOO WCM 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

Lead 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

OPL 

HMT/ 
Intern 

HMT/ 
Intern 

HMT/ 
Intern 

HMT/ 
Intern 

SOURCE: Site interviews  

HOW 

Staff dedicated to IDSS IDSS shift 
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There is variation in how the official definition of “core 
partner” is being applied  

SOURCE: NWSI 01-103, Appendix A; “Public-Private Partnership” presentation, May 29, 2014; “Proposed Enhanced 
Impact-Based Decision Support Services” Service Description Document, May 2014 

Official definition of “core partner” via 
NWS directives 

“Government and non-government 
entities which are directly involved in the 
preparation, dissemination and 
discussions involving hazardous weather 
or other emergency information put out by 
the National Weather Service.”  
 
 Core partners clarified to include: 

- Member of the emergency 
management community 

- Government partners 
- Members of the electronic media 

 

OPPSD clarification of NWS Directive describing core partners and  
WFO employee quotes regarding the definition of IDSS stakeholders 

 State emergency manager   

 NWS spotter 

X  Hospital 

X  School principal 

X 

 Public utility X 

 Storm chaser X 

 Fire Department 

 Local TV station 

“Of course hospitals make 
decisions on whether to evacuate 
large numbers of people; they also 
control the lives of large numbers of 
people.” 

“What about public schools?  Not all 
public schools have emergency 
managers who relay information to 
them like the large cities do.” 

“Utilities have to know days in 
advance of a weather system—that 
doesn’t affect property?” 

“We have private industry (a 
nuclear power plant) running critical 
infrastructure; why aren’t they a 
core partner?” 

WHO 
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Executive Summary of Operations and Workforce Analysis 
(OWA) Phase 1 Deliverable: Current State Baseline and Gap 
Assessment 

Details follow 

Overview of OWA: Purpose of the OWA project and objectives for Phase 1 

Methodology: Criteria to select and finalize site visits, interviews, surveys, and Core Team members 

Phase 1 baseline and gaps: The objective of Phase 1 is to develop fact-based findings and insights 
against each assessment area, including information on variation in particular roles and regions as well as 
themes from external stakeholders and internal staff. Synthesized findings are as follows: 

▪ Workforce: Controlling for differences, there is a mismatch in some areas between today’s workforce 
and today’s workload. In addition, there is a difference between the current and desired skill level for 
skills identified as important to IDSS, including written and oral communications 

▪ Operating Model (including Impact-Based Decision Support Services (IDSS)): Multiple examples of 
IDSS were observed as well as generally high customer satisfaction, however there are a number of 
definitions of IDSS, including in terms of what IDSS products are provided, how IDSS is delivered, when 
IDSS is delivered and to whom IDSS is being delivered  

▪ Organization Structure: Examination of the current organizational model reveals potential opportunities 
for improvement both in terms of health – where overall lower health was observed but strengths in 
motivation and external orientation were also identified – and structure – where HQ has reorganized but 
the field remained constant and roles between national, regional and local offices are less well defined  

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS 
operating model and organizational model, and continue to communicate and engage with internal and 
external stakeholders throughout the process 
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The Organizational Health Index (OHI) survey measures 
organizational health and performance 

Organizational health is the ability of an organization to: 
▪ Align behind common goals, strategy, and culture 
▪ Execute with excellence to meet them 
▪ Innovate and adapt to change 

What  
organizational 
health is 

▪ OHI survey was used to assess practices at NWS in order to show how they 
contribute to the organization’s health and performance rather than employee 
satisfaction (covered in FEVS) 

▪ OHI data set currently has over 700 organizations and 1.3 million respondents 

What the 
survey 
measures 

▪ OHI survey was open at NWS from June 8, 2015 to June 24, 2015 
▪ Participation was n=2,162 with a response rate of 49% with a margin of error at 

the 95% confidence level 
▪ The distribution of responses within the organization by office type and tenure 

and was representative of the overall distribution of the workforce 
▪ NWS was compared to the OHI global benchmark as well as a public sector 

benchmark (27 surveys, n=47,159) and the professional scientific and technical 
services benchmark (27 surveys, n=17,849) 

About the 
NWS OHI 
survey  
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What you are 
Outcomes Practices 

What you do 

vs 

OHI measures health in two ways – outcomes and practices 
(the scores for each can differ significantly) 

▪ The individual health analogy 
for outcomes includes 
measuring blood pressure 
and weight, and for practices 
includes evaluating eating 
and lifestyle 
– A person may be skinny 

but have a poor diet, or be 
overweight but exercise 
regularly 

– Both sets of information 
are needed to design 
effective interventions 

▪ At an organizational level, the 
combination of these scores 
helps understand strengths 
and gaps and develop a 
customized and actionable 
plan 
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Direction 
 

50 
Coordination & 

Control 
32 

Accountability 
 

52 
Innovation & 

Learning 
28 

Leadership  
 

53 

External 
Orientation 

70 
Motivation 

 
71 

Capabilities  
 

74 
Culture & 
Climate 

49 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737) 

Percent agreement on outcome effectiveness Overall OHI score 

53 

NWS has an overall health score in the bottom quartile, 
but has clear strengths in Motivation and External 
Orientation outcomes 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 

Overall 
response 

rate of 49% 
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Difference between organization and benchmark median, % 

19 

-16 

30 

9 

-7 

-3 

9 

-5 

-3 

0 

-36 

14 

-5 

-22 

-15 

-18 

-18 

-9 

70 

28 

71 

74 

32 

52 

49 

53 

50 

External Orientation

Innovation & Learning

Motivation

Capabilities

Coordination & Control

Accountability

Culture & Climate

Leadership

Direction

Percentage agreement on outcome effectiveness Professional Scientific 
and Technical Services Public Sector NWS OHI Score 

Top Quartile 

Second Quartile 
Third Quartile 

Bottom Quartile 

Global Benchmark Comparison to Benchmark 

Comparable 

Stronger (> +5) Weaker (< -5) 

SOURCE: Source: OHI3_NWS (n=2,162); Public Sector (n=47,159, no. surveys=27), 
Professional Scientific and Technical Services (n=17,849, no. surveys=27) 

 

Comparison to benchmarks reflects strength in Motivation and 
External Orientation and relative weakness in Innovation & Learning 
and Coordination  
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Responses Overall Direction Leadership Culture & 
Climate 

Accountab-
ility 

Coordinat-
ion & 

Control 

Capabilit-
ies Motivation Innovation 

& Learning 
External 

Orientation 

Individual 
Contributors:  
I do not directly 
supervise other 
employees 

1680 51 48 49 45 50 30 73 69 27 68 

Middle Management: 
I directly supervise other 
front-line employees 

376 58 53 58 58 58 35 75 76 31 74 

Senior Leadership: 
I directly supervise other 
managers 

106 70 74 86 76 68 43 78 85 35 81 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 

Percentage agreement on outcomes 

Difference between 
Senior Leaders and 
Individual Contributors 

+19 +26 +37 +31 +18 +13 +5 +16 +8 +13 

Statistically significant 
at the 95% Confidence 
level 

Senior level managers perceive higher outcomes, which is a 
common result, with the greatest differences in Direction, 
Leadership, and Culture & Climate 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737) 
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Direction 

Accountability Coordination and Control 

Leadership Innovation and Learning External Orientation 

Culture and Climate 

Capabilities Motivation 

NWS has 34 of 37 practices in the bottom quartile, 
including the 5 “power practices” that tend to 
correlate most with overall health 

Percentage agreement on practice frequency 

34 
Role 

clarity 

39 
Performance 

contracts 

18 
Consequence 

mgmt. 

40 
Personal 

ownership 

44 
Shared 
vision 

39 
Strategic 

clarity 

22 
Employee 

involvement 33 
People 

perform. 
review 

35 
Operational 

mgmt. 

22 
Financial 

mgmt. 

73 
Professional 
standards 

32 
Risk  

mgmt. 

52 
Customer 

focus 

35 
Competitive 

Insights 

76 
Business 

partnerships 

63 
Gov. & 

community 
relations 

44 
Authoritative 
leadership 

43 
Consultative 
leadership 

49 
Supportive 
leadership 

37 
Challenging 
leadership 

17 
Top-down 
innovation 

24 
Bottom-

up 
innovation 

25 
Knowledge 

sharing 

13 
Capturing 
external 

ideas 

24 
Talent 

acquisition 

37 
Talent 

development 

32 
Process 
based 

capabilities 

20 
Outsourced 

expertise 45 
Open & 
trusting 

18 
Internally 

competitive 

47 
Operationally 

disciplined 

32 
Creative & 

entrepreneurial 

26 
Meaningful 

values 

33 
Inspirational 

leaders 

31 
Career 

opportunities 

15 
Financial 
incentives 

23 
Rewards & 
recognition 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 

Power practices are practices 
correlated most with overall health 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737) 
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Direction 
Accountability Coordination and Control 

Leadership Innovation and Learning External Orientation 

Culture and Climate 

Capabilities 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 

34 
Role 

clarity 

39 
Performance 

contracts 

18 
Consequence 

mgmt. 

40 
Personal 

ownership 

44 
Shared 
vision 

39 
Strategic 

clarity 

22 
Employee 

involvement 33 
People 

perform. 
review 

35 
Operational 

mgmt. 

22 
Financial 

mgmt. 

73 
Professional 
standards 

32 
Risk  

mgmt. 

52 
Customer 

focus 

35 
Competitive 

Insights 

76 
Business 

partnerships 

63 
Gov. & 

community 
relations 

44 
Authoritative 
leadership 

43 
Consultative 
leadership 

49 
Supportive 
leadership 

37 
Challenging 
leadership 

17 
Top-down 
innovation 

24 
Bottom-

up 
innovation 

25 
Knowledge 

sharing 

13 
Capturing 
external 

ideas 

24 
Talent 

acquisition 

37 
Talent 

development 

32 
Process 
based 

capabilities 

20 
Outsourced 

expertise 45 
Open & 
trusting 

18 
Internally 

competitive 

47 
Operationally 

disciplined 

32 
Creative & 

entrepreneurial 

Motivation 

26 
Meaningful 

values 

33 
Inspirational 

leaders 

31 
Career 

opportunities 

15 
Financial 
incentives 

23 
Rewards & 
recognition 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 
NWS employees reported high Motivation at the 
outcome level, a platform on which to build, despite 
lower scores at the practice level 

▪ In terms of Outcome 
scores 
– 66% of NWS staff 

are highly 
motivated  

– 75% of NWS staff 
are generally 
enthusiastic about 
their jobs 

 

[M]any leaders in the organization wonder if anyone higher in 
the food chain really cares or notices the service-above-self 
mindset that many in the field carry to make a positive 
difference - despite the lack of tangible recognition provided 
from above. 

“The National Weather Service is one of the greatest places 
to work.  I enjoy making my hobby my job.” 

“We also hold the NWS mission at our core, so none of us 
want anybody to ever get hurt by the weather, and having all 
of the relationships that we do have, it becomes a personal 
mission for each of us to keep our ‘friends’ safe.” 

Percentage agreement on  
practice frequency 
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Accountability 

34 
Role 

clarity 

39 
Performance 

contracts 

18 
Consequence 

mgmt. 

40 
Personal 

ownership 

Coordination and Control 

Leadership Innovation and Learning External Orientation 

Culture and Climate 

Capabilities Motivation 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 

33 
People 

perform. 
review 

35 
Operational 

mgmt. 

22 
Financial 

mgmt. 

73 
Professional 
standards 

32 
Risk  

mgmt. 

52 
Customer 

focus 

35 
Competitive 

Insights 

76 
Business 

partnerships 

63 
Gov. & 

community 
relations 

44 
Authoritative 
leadership 

43 
Consultative 
leadership 

49 
Supportive 
leadership 

37 
Challenging 
leadership 

17 
Top-down 
innovation 

24 
Bottom-

up 
innovation 

25 
Knowledge 

sharing 

13 
Capturing 
external 

ideas 

24 
Talent 

acquisition 

37 
Talent 

development 

32 
Process 
based 

capabilities 

20 
Outsourced 

expertise 45 
Open & 
trusting 

18 
Internally 

competitive 

47 
Operationally 

disciplined 

32 
Creative & 

entrepreneurial 

26 
Meaningful 

values 

33 
Inspirational 

leaders 

31 
Career 

opportunities 

15 
Financial 
incentives 

23 
Rewards & 
recognition 

Direction 

44 
Shared 
vision 

39 
Strategic 

clarity 

22 
Employee 

involvement 

<50% of all 
employees say their 
day-to-day behaviors 
are guided by the 
NWS’s vision and 
strategy 

 “It seems like there has been little information 
provided from leadership to the line offices on 
how to implement a plan to achieve a Weather 
Ready Nation.” 

“Too many people in higher up position making 
decisions for the field sites that have never been 
in the field and are clueless of how their decision 
will affect the field offices.” 

“The NWS has lost its ability to communicate 
within the organization.  It appears the field is 
being told only what someone above feels 
appropriate.  Consequently, the field is left in the 
dark on many issues.” 

Employees lack clarity and buy-in around the vision 
and strategy of NWS, and feel they are not involved 
enough in the direction setting process 

Percentage agreement on practice frequency 



32 DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Direction 

Accountability Coordination and Control 

Leadership 

Culture and Climate 

Capabilities Motivation 

Percentage agreement on practice frequency 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 

34 
Role 

clarity 

39 
Performance 

contracts 

18 
Consequence 

mgmt. 

40 
Personal 

ownership 

44 
Shared 
vision 

39 
Strategic 

clarity 

22 
Employee 

involvement 33 
People 

perform. 
review 

35 
Operational 

mgmt. 

22 
Financial 

mgmt. 

73 
Professional 
standards 

32 
Risk  

mgmt. 

44 
Authoritative 
leadership 

43 
Consultative 
leadership 

49 
Supportive 
leadership 

37 
Challenging 
leadership 

24 
Talent 

acquisition 

37 
Talent 

development 

32 
Process 
based 

capabilities 

20 
Outsourced 

expertise 45 
Open & 
trusting 

18 
Internally 

competitive 

47 
Operationally 

disciplined 

32 
Creative & 

entrepreneurial 

26 
Meaningful 

values 

33 
Inspirational 

leaders 

31 
Career 

opportunities 

15 
Financial 
incentives 

23 
Rewards & 
recognition 

External Orientation 

52 
Customer 

focus 

35 
Competitive 

Insights 

76 
Business 

partnerships 

63 
Gov. & 

community 
relations 

Innovation and Learning 

17 
Top-down 
innovation 

24 
Bottom-

up 
innovation 

25 
Knowledge 

sharing 

13 
Capturing 
external 

ideas 

NWS is relatively externally oriented but does not  
often capture these ideas and quickly translate them 
into innovation or knowledge sharing among staff 

▪ 26% of staff agree that NWS effectively adapts to changes in its 
external environment 

▪ 11% of staff believe the NWS is able to adjust rapidly to new 
ways of doing things 
 

[There is a] lack of 
encouragement to 

new ideas and 
innovation sticking 
to useless products 
methods and lack of 
initiative to improve 

them 

Least Rewarding: “The increasing 
bureaucracy and inability to innovate 
due to focus on "consistency." If we 
don't start somewhere, we will never 

move forward! Innovation should 
continue to come bottom-up but with 
support and early buy-in from the top 

for resources.” 

“Knowledge should flow 
upward as well as downward; 
NWS needs to be quicker to 
adopt trending technologies; 

…; More empowerment - 
managers must allow 

decisions to be made at the 
lowest possible level” 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 
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Today a standardized staffing model is applied uniformly  
across WFOs 

WFO Staffing Structure 

Electronics 
Technician 

Electronics 
Technician 

Warming Coordination 
Meteorologist 

Meteorologist-in-charge 

Admin Support Assistant 

Science Operations 
Officer 

Lead Forecaster 

Lead Forecaster 

Lead Forecaster 

Lead Forecaster 

Lead Forecaster 

Information 
Technology 
Officer General 

Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

General 
Forecaster 

Observation 
Program manager 

HMT/Intern 

HMT/Intern 

HMT/Intern 

HMT/Intern 

Optional Staffing 
Core Staffing 

1:22 span of control  
(number of employees  

reporting to a given person)  
is high relative to best  

practice 

SOURCE: NWS; Site visits and interviews 

One-size-fits-all staffing model 
cannot account for key drivers of 
workload, including: 
 Population 
 Population Density 
 Marine area of responsibilities 
 Land area of responsibility 
 Frequency of watches, warnings 

and advisories issued 
 Aviation responsibilities 
 Regional location 
 Types and number of severe 

weather events 

Electronics 
Systems Analyst 
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To cope with a standardized staffing structure that may not 
meet their distinct needs, WFO field offices have unofficially 
adopted different operating models 

Selected adaptations in workforce structure  

Reduce leave 

Managers work 
many shifts 

Drop a shift to 
create training 
or IDSS shift 

“Our overtime is the equivalent of 
having an extra 2 to 3 people on 
around the clock.”  

“People still get sick, have 
deaths in the family, take 
vacation. One of those is easier 
to put off.” 

“A lot of the time managers will 
work shifts or people will give up 
training.” 

“Region told us ‘you must have 
all of management working, 
mandate OT, and eliminate 
leave before you can drop a 
shift.’ Well guess what, that 
happens all the time.”  

Selected adaptations in time management1 

50

15

50

25 30

100 100

20
95

25

50

10

40

30

60 65

30

5

Severe 
Event 
Shift 

Typical 
Shift 

Typical 
Shift 

Severe 
Event 
Shift 

Severe 
Event 
Shift 

Typical 
Shift 

Severe 
Event 
Shift 

Typical 
Shift 

Work overtime 

Office A 

1. All shifts last 8 hours unless otherwise indicated 
SOURCE: Site interviews 

IDSS Forecast Analysis Admin, Systems & Training 

Office B Office C Office D 
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Employees describe organizational disconnect between field 
offices and regional/national headquarters 

National 
Headquarters 

Regional 
Headquarters/ 
Operations 
Center 

Other Field 
Offices 

Perception of Self 

“We take a collaborative approach to 
decision-making.” - HQ 

“National experts in hydrology from the 
summit to the sea.” - RFC 

NCEP 
“Our relationship with the field is so organic.”  
- NCEP  

“I believe our forecasters are best at 
forecasting in this area.” - WFO 

“The ROC was one of the first attempts at 
structuring DSS.” - Region 

“We use WFOs’ local expertise to put the big 
picture together.” - ROC 

Perception by Others 

“We don’t need them. They’re an additional layer 
that blocks communication.” – WFO 

“It’s culturally very different state to state.’”  
– Regional HQ 

“I talk about regional and national senior 
leadership the same – maybe they’re different, I 
don’t know.” – WFO 

“It’s like our voices are not being heard at all. 
There’s lack of morale, mistrust in management.”  
– WFO  

“They embargo information. It’s a joke. If they 
release something to the AP, I come in and 
partners want to know about it and I’m caught off 
guard.” – WFO  

“National and regional headquarters don’t support 
us, we support them.’” – WFO  

“There’s a kneejerk reaction to embed WFO 
people without training and say ‘we’re doing 
DSS.’” – NCEP  

“If it’s public safety and economic resilience, 
it’s in our lane.” - HQ 

SOURCE: Site interviews 
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Your questions and feedback 

 What would you like to know about the methodology or 
Phase 1 findings? 
 
 What feedback do you have about the findings? 

 
 What additional questions do you have? 

Your questions and feedback 



December 2015 
Preliminary and Pre-decisional 

Operations and Workforce 
Analysis (OWA) – Phases 
2 and 3 
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Objectives for today’s discussion 

▪ Review the approach to Phases 2 and 3 of the 
Operations and Workforce Analysis (OWA) 
project 
 

▪ Discuss ideas developed during Phases 2 and 3 
to address Phase 1 findings 
 

▪ Gather input and feedback on the materials 
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Phase 1 baseline and gaps: The objective of Phase 1 was to develop fact-based findings 
and insights against each assessment area, including information on variation in particular 
roles and regions as well as themes from external stakeholders and internal staff. 

During Phase 1, several insights were generated about the 
workforce, operating model, and organization structure 

Operating 
model  

Org 
structure  

Workforce  Controlling for differences, there is a mismatch in some areas between today’s 
workforce and today’s workload. In addition, there is a difference between the 
current and desired skill level for skills identified as important to IDSS, including 
written and oral communications 

Multiple examples of IDSS were observed as well as generally high customer 
satisfaction, however there are a number of definitions of IDSS, including in 
terms of what IDSS products are provided, how IDSS is delivered, when IDSS is 
delivered and to whom IDSS is being delivered 

Examination of the current organizational model reveals potential opportunities 
for improvement both in terms of health – where overall lower health was 
observed but strengths in motivation and external orientation were also 
identified – and structure – where HQ has reorganized but the field remained 
constant and roles between national, regional and local offices are less well 
defined 

Synthesized findings are as follows:  
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phases 2 and 3, a variety of stakeholders, including core team members, SMEs, 
OWC Executive Champions, and NWSEO were been engaged in idea generation and refinement 

Foundational ideas: Based on the OHI findings, the “market shaper” recipe and three practices – role 
clarity, open and trusting, and capturing external ideas -- were prioritized along with the IDSS “deep 
relationships” philosophy; together, they provide the foundation for additional ideas refined 
Actionable ideas: Several ideas were refined during Phases 2 and 3: 

▪ Workforce: progression model for meteorologists, onboarding course for new hires, orientation course 
for new MIC/HICs, and greater supervisory authority for other roles in the field 

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field, 
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate 

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a 
policy to create IDSS “core service level” including core partner categorization criteria and office review 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phases 2 and 3 
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During Phases 2 and 3, ideas were developed and refined to 
address Phase 1 findings 

Phase Phase 4 Phase 5 Phase 3: refine ideas Phase 2: develop ideas Phase 1: aspire and assess 

Duration Year 1 Year 2 Year 3 

Description  
of work 

Change Management and Stakeholder Engagement 
Project governance structure and teams; stakeholder map and outreach plan 

1 

Evaluation of IDSS 2 

Current State Baseline 
▪ Workforce 
▪ Organizational 

structure 
▪ Operating model 

(including IDSS) 

3 

Identification of ideas 
including ideas across: 
▪ Workforce 
▪ Organizational 

structure 
▪ Operating model 

(including IDSS) 

Refinement of ideas 
▪ Refine fully 

integrated field 
structure ideas 

▪ Refine a set of 
actionable ideas for: 
– Workforce 
– Organizational 

structure 
– Operating model 

(including IDSS) 

5 6 

▪ Proposal 
develop-
ment 

▪ Change 
agents 

▪ Field and 
Forum 

▪ Leader- 
ship 
coaching 

▪ Test and 
evaluate 

▪ Field 
and 
Forum 

▪ Weather 
event 
review 

▪ Test and 
evaluate 

Current State Gaps 4 

Timing May – Aug. 2016 2017 Oct. – Dec. Aug. – Oct. 

Italics indicates 
 “to be determined” 

Current focus 
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Multiple stakeholders were involved in the process of identifying 
and refining ideas 

Phases 2 and 3 focused on involving core team members, OWC Executive Champions, SMEs and other 
stakeholders in identifying and refining ideas 

Core team 
weekly 
meetings and 
workshops 

▪ Core teams kicked off with ~20 team members across the four workstreams with weekly meeting 
cadence established 

▪ During phases 2 and 3, seven workshops were held to align on actionable ideas and CSE efforts 
within workstreams 

▪ In addition, an integrated core team workshop was held to integrate ideas across workstreams 

NWSEO 
leadership 
engagement 

▪ Discussed IDSS operating model philosophy and other ideas with NWSEO leadership 
▪ Collected input from NWSEO leadership and incorporated into Phase 3 ideas 
▪ Discussed options for on-going engagement 

NOAA, 
manager and 
all staff 
engagement 

▪ An additional ~93 interviews were conducted with ~73 internal staff and ~20 external stakeholders 
▪ Three Toolkit Chapters were presented to managers and all staff, including on Phase 1 findings, IDSS 

“deep relationships” philosophy, and workforce actionable ideas 
▪ CSE team participated in two regional MIC/ HIC meetings to share Toolkit Chapters 
▪ Additional staff, including members of hydro strategy team, were engaged regularly to provide input 

on fully integrated field structure  

External 
stakeholder 
engagement 

▪ Supported NWS Director and Deputy Director with talking points for engagement of emergency 
managers at IAEM and Big City EMs and commercial sector at EISWG conference 

OWC 
Executive 
Champions 

▪ Senior leaders from across NWS played an active role in the identification and refinement of 
actionable ideas as workstream “champions” 

▪ In addition, OWC members provided input on the fully integrated field structure 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phases 2 and 3, a variety of stakeholders, including core team members, SMEs, 
OWC Executive Champions, and NWSEO were been engaged in idea generation and refinement 

Foundational ideas: Based on the OHI findings, the “market shaper” recipe and three practices – role 
clarity, open and trusting, and capturing external ideas -- were prioritized along with the IDSS “deep 
relationships” philosophy; together, they provide the foundation for additional ideas refined 
Actionable ideas: Several ideas were refined during Phases 2 and 3: 

▪ Workforce: progression model for meteorologists, onboarding course for new hires, orientation course 
for new MIC/HICs, and greater supervisory authority for other roles in the field 

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field, 
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate 

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a 
policy to create IDSS “core service level” including core partner categorization criteria and office review 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phases 2 and 3 
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During Phases 2 and 3, both actionable ideas as well as the fully 
integrated field structure were developed 

Fully integrated field structure 

Foundational ideas 

IDSS “deep 
relationships” 
philosophy 

▪ Focus on “deep 
relationships” with 
core partners and a 
“core service level” 
provided by all 
NWS offices 

Organizational 
Health Index 
(OHI) recipe 
and priority 
practices 

▪ Market shaper recipe 
▪ Priority practices: 

role clarity, open and 
trusting, and 
capturing external 
ideas 

Phase 2 and 3 ideas developed 
and refined 

Actionable ideas 
▪ Workforce: Progression model, 

onboarding course for new hires, 
orientation course for new MICs/HICs, 
and greater supervisory authority for 
other roles within field offices 

▪ Org structure: roles of the National 
Service Programs with respect to the 
integrated field, alignment of Tsunami 
Centers, and field-manager level group 
to share ideas and collaborate 

▪ IDSS: Philosophy syndication, IDSS 
and communications training, and 
policy for “core service level” 
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Based on the results of the OHI survey, an organizational 
“recipe” and priority bottom quartile practices were prioritized  

Shaping market 
trends and building 
a set of solid, 
innovative 
products and 
services that 
delivers relevant 
value to customers 

Market shaping, 
externally focused 
recipe 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 

Role clarity 

Capturing 
external ideas 

 Driving accountability by creating a 
clear structure, roles, and 
responsibilities and communicating 
them effectively 

Open and trusting  
 Encouraging and role modeling 

transparency, honesty, and candid, 
open dialogue across all levels  

 Identifying, evaluating and sharing 
ideas and best practices from 
outside the organization 

Definition OHI practice1  

1 All 3 practices were in the bottom quartile relative to the benchmark sample set 



10 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

To respond to Phase 1 findings, three ideas were developed for 
an IDSS operating model philosophy and one was prioritized 

What 

When 

Who 

How 

▪ Communicating by standard 
products that address 
stakeholder needs 

▪ Creating information for 
specific stakeholders 

▪ Communicating by standard 
products that address 
stakeholder needs 

▪ Performing recurring IDSS 
for mitigation, preparation, 
response, and recovery in 
addition to support for 
episodic events 

▪ Supporting episodic IDSS, 
including products and 
interpretation/data 

▪ Supporting episodic IDSS, 
including products and 
interpretation/data 

▪ Defining IDSS core 
partners as emergency 
managers, govt. officials, 
and a subset of the media 

▪ Defining IDSS core 
partners as emergency 
managers, govt. officials, 
and a subset of the media 
(with general service to 
others on request) 

▪ Growing stakeholder network 
beyond existing core 
partners and disseminating 
weather data to as many 
people as possible 

▪ Providing a broad range of 
services (e.g., embedding) 

▪ Providing a narrow set of 
services (e.g., conference 
calls) 

▪ Providing a narrow set of 
services (e.g., conference 
calls) 

Philosophy 1: “Core 
competency” 

Philosophy 2: “Broad 
reach” 

Philosophy 3: “Deep 
relationships” 

Prioritized philosophy 
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To achieve a “deep relationships” IDSS operating model, a 
consistent “core service level” could be established 

1 NWS will still serve non-core partners through such activities as IT-based outreach (e.g., webinars), core partner amplification, and surge capacity 

▪ There is variation in who is provided 
IDSS services and how the definition 
of core partner is applied 

▪ Similar products are disseminated by 
different entities within NWS 
depending on the event, and NWS is 
not capturing best practices to share 
across the organization 

▪ Offices make decisions about 
whether to provide recurring or 
episodic IDSS services without a 
framework of prioritization criteria 

▪ There is a great deal of variability in 
how offices are structured to provide 
IDSS and what staff are responsible 
for IDSS 

▪ Offices define core partners1 with similar 
criteria ensuring greater consistency of IDSS 
products and services 

▪ Core partners know what standard products 
are offered by different NWS offices; 
additional products are provided to core 
partners and then those improved products 
are spread throughout the organization 

▪ Core and non-core partners have more 
clarity on when NWS will provide recurring 
or episodic IDSS; NWS is able to predict 
and track IDSS events better 

▪ Staff understand what will be expected 
during IDSS and are properly trained for it, 
improving the office’s “situational 
awareness” 

From To 

When 

How 

Who 

What 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phases 2 and 3, a variety of stakeholders, including core team members, SMEs, 
OWC Executive Champions, and NWSEO were been engaged in idea generation and refinement 

Foundational ideas: Based on the OHI findings, the “market shaper” recipe and three practices – role 
clarity, open and trusting, and capturing external ideas -- were prioritized along with the IDSS “deep 
relationships” philosophy; together, they provide the foundation for additional ideas refined 
Actionable ideas: Several ideas were refined during Phases 2 and 3: 

▪ Workforce: progression model for meteorologists, onboarding course for new hires, orientation course 
for new MIC/HICs, and greater supervisory authority for other roles in the field 

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field, 
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate 

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a 
policy to create IDSS “core service level” including core partner categorization criteria and office review 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phases 2 and 3 
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Op 
Model 

 
Org. 
Structure 

 
Work-
force  

 Create a progression model for meteorologists  
 Create an onboarding course for new hires 
 Create an orientation course for new MICs/HICs 
 Enable greater supervisory authority for other roles 

within field offices 
 Transition HMTs into 1340 series 
 Refocus COOP & transition OPL FTEs into 1340s 

 Nationalize SMART groups 
 Address span of control for RDs 
 Centralize some admin tasks at region 
 Standardize job announcements &     

interview questions 
 Hire MIC/HICs under general mngt. series 
 Amend 1340 series requirements 

Actionable ideas 

 Clarify roles of the NSPs with respect to the 
integrated field 

 Address the question of how to better align the work 
of the Tsunami Centers 

 Convene a field-manager level group to share and 
collaborate ideas 

 Assign field offices partner offices to 
provide support during events 

 Establish FTE rotation across NWS 
 Create region-wide strategy meetings led 

by the field 
 Increase alignment and connectivity 

between RFCs 

 Syndicate the IDSS operating model philosophy  
▪ Provide IDSS and communications training 
 Develop a policy to create IDSS “core service level” 
 Create categorization criteria for IDSS 
 Create a nationally-run IDSS office review system 
 Create process maps for standardized activities 
 Create a comprehensive set of performance metrics 

Ideas identified for first wave of refinement in Phase 3 

In Phase 2, the workstream core teams identified a number of 
actionable ideas to address Phase 1 findings and OHI results 
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Operating 
Model 

 
Org. 
Structure 

 
Workforce  

Actionable ideas  

 Enhances OHI practices of role clarity, shared 
vision and capturing external ideas 

 Improves consistency of service  
 Improves communication between field offices and 

national HQ  

Benefits 

▪ Syndicate the IDSS operating model philosophy  

▪ Provide IDSS and communications training 

▪ Develop a policy to create IDSS “core service level” 

– Develop core partner categorization criteria 

– Develop additional guidance for providing IDSS 

– Develop “office review” 

 Enable greater supervisory authority for other 
roles within field offices 

 Clarify roles of the National Service Programs 
(NSPs) with respect to the integrated field 

 Address the question of how to better align the 
work of the Tsunami Centers 

 Convene a field-manager level group to share 
and collaborate ideas 

 Create an onboarding course for new hires  

 Create an orientation course for new MICs/HICs 

 Enhances OHI practices of role clarity, open & 
trusting, talent development, and shared vision 

 Addresses skills gap identified by MICs in Phase 1 
 Reduces span of control in field offices 
 Strengthens leadership pipeline 

 Create a progression model for meteorologists 

 Enhances OHI practices of role clarity, open and 
trusting and capturing external ideas 

 Improves consistency in application of IDSS 
between regions 

 Provides clarity on the scope and intent of IDSS for 
core partners and other external stakeholders 

During Phase 3, the core teams refined and further developed a 
first wave of actionable ideas based on leadership feedback 
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Description 
of 
Investment 

Gov 101 – an overview 
of DOC, NOAA and 
NWS role within the 
larger organization 

NWS org. structure – an 
overview of the NWS’ 
budget, governance, 

requirements and policy 
processes  

NWS mission & culture 
– an introduction to NWS’ 

mission, history, vision 
(including IDSS) and 

culture 

Team building – an 
introduction to team 
work, collaboration 
and communication 

at the NWS 

Local office training could include online and on the job training 
 

1 

An in-residence NWS 101 training could include: 
 

2 

Role specific training could include in-residence, online, and/or on the job training; in addition 
strength assessments could be administered, which would inform individual dev. plans (IDP) 

 
3 

▪ All hires new to the NWS would participate1. A diverse class of varying seniority and job functions 
from different offices will help lead to sharing of ideas and a more open and trusting environment 

▪ Training could be offered 4 times per year for one-week or more. On average ~133 new NWS 
employees are hired per year, which would allow for class sizes of ~33 people per quarter  

▪ Lecturers could be drawn from across the organization. Experienced / seasoned staff could be 
drawn from across the organization to speak to their specialty or lead breakout groups, potentially 
fulfilling one of their own IDP goals 

 

1. Materials developed for NWS 101 could be made available to all employees through web modules and/or 
incorporated into other trainings 

An example workforce idea includes the new 3-part onboarding 
process: 1) local office training, 2) an in-residence NWS 101 &  
3) role specific training 
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National Service Programs (NSPs)1 Integrated Field Functions 

▪ The National Service Programs (NSPs) focus on 
strategy, planning and policy – providing support to and 
serving the field, acting as a check and balance against 
desired requirements & budget constraints, & raising 
issues to the Mission Deliver Council when appropriate 

▪ Aggregates needs & proposed reqs. from internal 
& external partners & stakeholders, to conduct 
evidenced-based trade-off analysis, serving as an 
impartial broker 

▪ Proposes needs and requirements based 
on input from core partners Requirements 

▪ Proposes and develops national  policy based 
on requirements 

▪ Implements and enforces policy which is 
based on requirements  Policy 

▪ Coordinates strategy with the field ▪ Proposes strategic objectives Strategy 

 The integrated field offices are operationally 
focused on mission delivery –  providing products 
and services, such as analyses, forecasts (IDSS), 
forecast warnings, observations and infrastructure 

Noteworthy change from 
current state 

Guiding 
principles: 

▪ Leads NSP long-term planning (e.g., 3-years), 
with a focus on their entire service program 

▪ Focuses primarily on execution year, and 
collaborates with NSPs to develop 3-year plans Planning 

▪ Held accountable by AFSO director, who reports 
to the COO  

▪ Held accountable by respective directors, who 
collaborate with the AFSO & report to the COO Accountability 

▪ Advises AFSO director on mission critical needs 
of programs with input from the entire field 

▪ Advises respective directors (e.g., RDs, 
NCEP Director) on budget needs Budget 

Organizational 
perspective 

▪ Provides high-level view of entire field and 
across the NSPs 

▪ Provides technical and operational expertise – 
including core partner knowledge 

Knowledge 
sharing 

▪ Provides technical and operational expertise – 
including best practices 

▪ Provides forum for feedback loop regarding policy 
& planning for the entire field  

1. The OWC recommends that next steps include examining imbalance between different NSPs and 
appropriate GS level for NSP leads 

An example organizational structure idea includes increasing role 
clarity between NSPs and integrated field by drawing dividing 
lines along key, shared functions 
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An example IDSS idea includes establishing a “core service 
level” process paired with an office review mechanism 

PRELIMINARY FOR DISCUSSION 

Proposed IDSS “core service level” process for an individual NWS office 

Develop plan Act on the plan 
(pre-event) 

List and categorize 
core partners 

1 2 3 
Act on the plan 
(during an event) 

4 

Proposed IDSS office review to drive consistency and effectiveness 

Office review process will assess and guide offices on each step of the IDSS “core service level” process 

Return to 
step  

Review and refine 
the plan 

5 

1 

▪ Is the office’s identification and categorization of core partners consistent and appropriate? 
▪ Are the office’s engagement plans comprehensive and properly integrated together? 
▪ Does the office provide a sufficient level of recurring IDSS to develop “deep relationships”? 
▪ Does the office provide consistent and effective episodic IDSS that meets its partners’ needs? 
▪ Does the office conduct and incorporate lessons learned from self-assessments after events? 

▪ Provide 
recurring IDSS 
– e.g. table top 

exercises, 
scenario 
planning, and 
co-training 

▪ Conduct partner 
needs 
assessment 
and develop 
IDSS plan 

▪ Integrate into an 
office-wide plan 

▪ Create a list of 
core partners 

▪ Categorize 
using IDSS 
criteria 

▪ Establish 
relationships 

▪ Provide episodic 
IDSS 
– e.g. 

deployment or 
remote, direct 
or group 
support 

▪ Conduct after-
action self-
assessment 

▪ Refine the list 
of partners 
and revise 
plans 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phases 2 and 3, a variety of stakeholders, including core team members, SMEs, 
OWC Executive Champions, and NWSEO were been engaged in idea generation and refinement 

Foundational ideas: Based on the OHI findings, the “market shaper” recipe and three practices – role 
clarity, open and trusting, and capturing external ideas -- were prioritized along with the IDSS “deep 
relationships” philosophy; together, they provide the foundation for additional ideas refined 
Actionable ideas: Several ideas were refined during Phases 2 and 3: 

▪ Workforce: progression model for meteorologists, onboarding course for new hires, orientation course 
for new MIC/HICs, and greater supervisory authority for other roles in the field 

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field, 
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate 

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a 
policy to create IDSS “core service level” including core partner categorization criteria and office review 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phases 2 and 3 
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Shift towards 
managing 
information flow3 
Day 1+ 

Increased 
communication & 
collaboration from 
NCEP to forecast 
office) 3 

A range of technological, workforce and cultural enablers are 
needed to successfully shift to a new, collaborative model 

Enablers of change in 0 hour to 1 week forecast-related functions and assumptions around change   

1 Also, with reference to CWSUs and aviation weather, a national aviation model is critical; additional, for hydro program, a national water model is discussed further in next pages ; 2 “In the 
grids” or “out of the grids”  references the NWS used term that refers to forecast activities adjusting gridded forecasts  

  3 Forecast offices includes all office performing forecast duties, including WFOs, CWSUs, ROCs, and certain NCEP 

▪ For Hour 18 and beyond, forecasters could embrace change to manage information 
flow rather than tweak data during fair weather 

▪ Forecaster ability to provide situational awareness during severe weather or in Day 
0 could be maintained even with shift “out of the grids”2 

▪ NWS could increase and support a structural feedback loop on accuracy of National 
Model Blend forecasts 

▪ Forecast offices could provide feedback on model in a timely manner to NCEP 
▪ Additionally, NWS could create structural lines of communication and processes to 

support forecast offices-to-NCEP collaboration across NWS 

Success of 
National Model 
Blend1  

▪ National Model Blend could provide accurate model data to support post-processing 
of local forecasts for all offices in NWS, requiring less intervention “in the grids”2 

▪ FY17-18 timeline for testing of short-range (Day 0-3) forecasts; FY19 move towards 
probabilistic models 

▪ Data and models could continue to support the National Model Blend through its 
iterations given data, processing and bandwidth requirements; forecast offices could 
receive data through available processing ability, bandwidth, and AWIPS II 

NWS-wide cultural 
shift in support of 
change  

▪ Providing IDSS to core partners is critical to creating a “Weather-ready nation” 
▪ NWS enterprise prepared to change and support cultural shift 
▪ Training and support could be provided to offices to support collaboration 
▪ Offices and staff prepared to be more flexible and collaborative in day-to-day 

PRELIMINARY 

SOURCE: NWS interviews 
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A fully integrated field structure and collaborative  
process flow could allow local focus on core partner  
needs and NWS-wide excellence in meteorological science  

Description of change in process flow for Day 2+ forecasts between NCEP and forecast offices 

▪ Forecast offices contact WPC 
to give feedback  

▪ WPC incorporates feedback from 
entire field to adjust forecast 

▪ WPC provides feedback on 
Blend to NCO/MDL when 
necessary  

▪ MDL calibrates 
National Model Blend  

▪ WPC4 receives NMB5 
▪ WPC refines and puts 

out forecast with other 
NCEP (NHC, SPC, 
SWPC)  

▪ Forecaster shifts spend 
less time “in the grids”  

▪ Forecasters focus around 
core partner impact 
thresholds, meteorology, 
service programs, and WWAs  

Collaborate and evaluate 
forecast accuracy  

Initiate forecast 
at NCEP  Assess local impacts  Decision support 

▪ Decision support 
delivered 
interactively for 
maximum impact to 
core partners and to 
wider audience via 
technology  

Potential 
future 
process flow  
based on 
National Model 
Blend as single 
source for 
gridded 
forecasts 

Current 
process flow  

Data created nationally, regionally, and locally; shared 
from office to office  

Forecast 
Offices 

Decision support 

Offices with 
IDSS 
partners  

Non-National Model Blend (e.g.,  
regional models)  

Adjust forecast 
for accuracy 

Forecast 
Offices 

Assess 
impacts 

NCEP 

NCEP 

1 2 3 4 

NCEP 

Forecast 
Offices  

NCEP5 Forecast 
Offices 

Offices with 
IDSS partners  

SOURCE: NWS interviews  

1 Forecast offices includes all office performing forecast duties, including WFOs, CWSUs, ROCs, and certain NCEP; 2 MDL refers to Meteorological Development Laboratory, which 
developed and manages National Model Blend; 3 NCO refers to NCEP Central Operations ; 4 WPC refers to Weather Prediction Center; 4 National Model Blend 5 Includes all NCEP in 
collaborative process  

PRELIMINARY 
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Illustrative breakdown in typical WFO workload from current to proposed state  

WFO1 workload breakdown  
% workload  

▪ Other responsibilities 
include2: 
– NOAA collaboration  
– Service programs 
– Training 
– Independent 

research projects 
– Outreach/partner 

interaction 

▪ “In the grid” forecast 
adjustments as 
necessary 

Forecast offices could shift time away from gridded forecast 
adjustments and focus time on impacts and other responsibilities 

“In the grids” 
forecast  
adjustments 

Situational 
awareness 

Other Day 0-1 
forecast/ 
warnings 
(e.g., WWAs) 

Current 

Other  
responsibilities 

100% 

Infrastructure3 

Potential 

Example breakdown of 
other responsibilities:  

Service  
programs  

Training 

Research  
projects  

100% 

Outreach/ 
partner  
interaction 

NOAA  
collab 

▪ Additional time for 
forecasting impacts  and 
dissemination for better 
preparedness 

▪ Situational awareness 
expanding during shifts 

▪ Infrastructure3 critical to 
maintain  

1 Illustrative of what WFOs are tasked with currently; does not account for operational variation at WFOs that have adapted their shift structure to other 
operational models      2 Not an exhaustive list of other responsibilities   3 Infrastructure includes observations network, dissemination, AWIPS, QA/QC 
data, and observations network maintenance  

SOURCE: NWS interviews  

PRELIMINARY 
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NWS could strategically resource newly available time  
in WFOs to address NWS-wide workload variability  
over time and across locations  

NWS could address its systematic workload variability 
by strategically resourcing this time:  

Strategic resourcing allows NWS WFOs to:  
WFO1 potential workload  
% workload  

Newly available time at WFOs could be 
thought of as a collective resource across 
all field offices  

Focus  

 What it looks like: NWS allocates 
resources as needed to address 
mission critical local responsibilities 
and solve workload imbalances  

 Solves challenge of workload 
variability location to location  

1 

Flex  

 What it looks like: Deployable 
forecasting workforce, like IMETs, 
shared between offices during severe 
weather events  

 Solves challenge of workload 
variability during weather events  

2 

Situational 
awareness 

100% Other  
responsibilities 

“In the grids” 
forecast  
adjustments 

Other Day 0-1 
forecast/ 
warnings 
(e.g., WWAs) 

Potential 

Infrastructure2 

Current 

1 Illustrative of what WFOs are tasked with currently; does not account for operational variation at WFOs that have adapted their shift structure to other operational models;   2 Infrastructure 
includes observations network, dissemination, AWIPS, QA/QC data, and observations network maintenance  

SOURCE: NWS interviews  

PRELIMINARY 



23 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

NWS leadership could decide the “focus” of offices across 
field in order to match workforce to local resource needs (1/2) 

Forecast 
responsibilities 
(WWAs, 
impacts, 
dissemination) 

Situational 
awareness 

Forecast 
adjustments 

All  
other 
responsibilities 

Forecast offices continue forecast 
and IDSS responsibilities  . . . . 

. . . AND focus on mission critical responsibilities using additional freed 
capacity to focus on the unique local needs of their area  

Outreach 

Training 

Infra- 
structure2 

Research 

NOAA  
collab 

Service  
programs  

Breakdown of infrastructure and all other responsibilities, % remaining workload   

Time 
allocated on 
EACH 
responsibility 
could vary 
based on 
office “focus” 

 Additionally, 
NWS could 
allocate 
workforce 
difference 
among offices 
to balance 
workload  

WFO1 workload breakdown  
% workload  

1 

Infrastructure2  

1 Illustrative of what WFOs are tasked with currently; does not account for operational variation at WFOs that have adapted their shift structure to other operational models;   2 Infrastructure 
includes observations network, dissemination, AWIPS, QA/QC data, and observations network maintenance  

SOURCE: NWS interviews 
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NWS could expand this idea and utilize a flexible (e.g., 
deployable or virtual) staffing pool to satisfy high demand for 
staff during severe weather events 

2 

Deployment of staffing pool during severe weather events between two offices (e.g., WFO, ROC, region)  
= deployable/virtual Severe weather event 

At Office A and Office B  Only at Office B   

Described 
deploy-
ment  

▪ When Office B has a 
severe weather event, 
forecasters are deployed to 
fulfill workload demand 

▪ When there is severe weather 
at both offices, forecasters 
are “shared”  

▪ Deployment based on need 
per office  

▪ Deployable forecasters sit at 
Office A (could be ROC, 
WFO, etc.) and have other 
responsibilities when there 
is no severe weather event  

Potential 
impacts to 
consider  

▪ Deployable forecasters do not 
“belong” to either Office A or 
Office B 

▪ To reduce conflict deployment 
determined by RD, not WFO-
level leadership  

▪ All deployable forecasters 
could be deployed if 
necessary  

▪ NWS could also investigate 
efficacy of other types of 
remote support for offices  

▪ System still implies that 
Office A and Office B would 
need to be relatively 
proximate to each other and 
have similar weather 

At Office A or Office B  

Example 
structure 

WFO B Office A Office B Office A Office B Office A Office B 

No severe weather  

PRELIMINARY 

SOURCE: NWS interviews 



25 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Regions and ROCs could play a critical role to ensure consistency 
and collaboration across offices, and surge capacity within region 

 

No change  

▪ 6 regions total 
▪ 1 Regional Operating 

Center (ROC) to each 
region 

▪ Regions maintained based 
on current structure  

Regions 
and ROCs  
changed  

▪ Additional regions and 
ROCs to match needs of   
organizational field structure 

▪ Could be aligned to new 
field structure (e.g., based 
on span of control)  

NWS could consider changes to ROCs 
and regions  

Current 
regions 
remain; 
ROCs 
change 

▪ Administrative regions 
remain the same  

▪ ROCs change and aligned 
to “blueprint”;  

▪ Could potentially be more 
ROCs than regions  

▪ As offices “Focus” time on local 
needs, CONSISTENCY could become 
more of a challenge for NWS leadership 
to address 

▪ As offices “Flex” forecasters between 
each other, COLLABORATION critical 
to ensure all forecasters can provide 
excellent services whether or not they are 
deployed 

Institutional attention to maintaining 
consistency and collaboration critical  

▪ Regions and ROCs could provide the 
structure from which to ensure both 
consistency and collaboration, both 
within regions and across regions 

▪ To do so, NWS could ensure the right 
regional/ROC alignment to a new field 
blueprint 

SOURCE: NWS interviews 

PRELIMINARY 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phases 2 and 3, a variety of stakeholders, including core team members, SMEs, 
OWC Executive Champions, and NWSEO were been engaged in idea generation and refinement 

Foundational ideas: Based on the OHI findings, the “market shaper” recipe and three practices – role 
clarity, open and trusting, and capturing external ideas -- were prioritized along with the IDSS “deep 
relationships” philosophy; together, they provide the foundation for additional ideas refined 
Actionable ideas: Several ideas were refined during Phases 2 and 3: 

▪ Workforce: progression model for meteorologists, onboarding course for new hires, orientation course 
for new MIC/HICs, and greater supervisory authority for other roles in the field 

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field, 
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate 

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a 
policy to create IDSS “core service level” including core partner categorization criteria and office review 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phases 2 and 3 
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Goal: 
NWS evolves 

to better support 
a “Weather- 

Ready Nation”   . . . Next . . .  
▪ Complete rollout and 

training around IDSS 
philosophy 

▪ Evaluate success of 
National Model Blend  

▪ Shift time spent to out 
of the grids 

 . . . Then . . . 
▪ Evaluate office 

“focus” and 
potentially roll out 

▪ Evaluate “flex” severe 
weather model on a 
regional scale  

 . . . Finally  
▪ Roll out successful 

changes to other 
offices 

▪ Adjust roles and 
skills training to 
support flexibility 
and collaboration 

▪ Create “blueprint” for 
future fully integrated 
field and regions 

▪ Test office “focus” and 
“flex” in field  

▪ Test regional 
alignment around 
new “focus” of offices  

Fu
lly

 in
te

gr
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ed
 fi
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d 

st
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e 
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▪ Enact actionable 
ideas through NWS 
governance process, 
with supporting 
communications and 
engagement, training 
and policies  

▪ Continue additional 
training and policy 
needs to maintain 
organizational health  

▪ Continue enabling 
practices and 
supporting actionable 
ideas  

 Now . . . 
▪ Established path forward 

on future forecast 
process flow and plan 
for fully integrated field 
structure 

▪ Clarified policy to 
support IDSS for “deep 
relationships” with core 
partners 

▪ Addressed 
organizational health, 
including role clarity, 
open and trusting, and 
capturing external ideas 

▪ Identified set of 
actionable ideas  

▪ Assess success and 
continue rollout of 
actionable ideas, with 
supporting policy, 
training and structures 

▪ Continue rollout of 
additional actionable 
ideas  

There are several next steps for the OWA project to help evolve 
NWS and better support a “Weather Ready Nation” 



Briefing document  
April 2016 
 
Preliminary and Pre-decisional 

National Weather Service 
Operations and Workforce 
Analysis (OWA)  
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Today’s discussion 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating   
model, organizational structure, and workforce to deliver on the Weather-  
Ready Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of   
Weather-Ready Nation; work is now underway to define the changes to form   
needed to deliver those functions. These draft decisions will form the basis of   
testing and evaluation going forward 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer, building   
toward testing and evaluation starting in FY17 



OWA helps evolve NWS and reach the strategic 
vision of “Weather-Ready Nation” 

Updated 3/11/16 

FY 15 Includes:  
✓ New budget structure 

implemented  
✓ NWS HQ reorganization 

underway 
✓ Develop Transformational 

Change process and 
governance 

✓ Operations & Workforce 
Analysis underway 

✓ National Water Center 
Initial Operating Capability 

✓ AWIPS II Deployment 
complete 

✓ NEXRAD SLEP underway 
✓ Initiate Strategic Office 

Relocations 
✓ Initiate facilities assessment 
 

FY15 

FY 17 Includes:  
• Test & evaluate recommendations from 

Operations & Workforce Analysis 
• Continue National Water Center baseline 

staffing 
• Expand geographic domain and breadth of 

water information 
• Sustain/enhance integrated dissemination 

systems 
• Complete facilities assessment 

FY17 

FY 16 Includes:  
• Operations & Workforce Analysis complete 

w/recommendations  
✓ Supercomputing capacity increased 
• New integrated dissemination system operational   
• Communications upgrade to field offices complete  
• Implement  National Blend of Models v1.0   
• Conduct Operational Test & Evaluation of Impact-

Based Decision Support Catalog 
• Implement Experimental NWC Centralized Water 

Forecast Modeling System  v1.0 
• Develop weeks 3-4 experimental temperature and 

precipitation outlook products 
• Prototype coupled ocean-atmosphere-ice model 

FY16 

FY 18 and Beyond 
Includes: 

• Implement Operations 
& Workforce Analysis 
recommendations 

• Fully Integrated Field 
Structure delivering 
consistent products 
and services 

• FACETS and Warn-on-
Forecast  

• National Water Center 
baseline staffing 
complete 

• Complete NEXRAD and 
ASOS SLEP 

FY18
-23+ 

FY 14 Included:  
✓Submit NWS 

Budget 
Restructuring 

✓National Water 
Center Staffing 
Initiated  

✓NWS HQ 
Reorganization 
requested 

✓Dissemination 
systems 
assessment and 
consolidation 
initiated 

✓WRN Ambassador 
Initiative launched 

✓Establish a 
Transformational 
Change Framework 

 

FY14 

✓ Operations & Workforce 
Analysis underway 

• Test & evaluate recommendations from 
Operations & Workforce Analysis 

• Operations & Workforce Analysis complete 
w/recommendations  

• Implement Operations 
& Workforce Analysis 
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Today’s discussion 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating   
model, organizational structure, and workforce to deliver on the Weather-Ready   
Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of Weather-
Ready Nation; work is now underway to define the changes to form needed to deliver 
those functions. These draft decisions will form the basis of testing and evaluation going 
forward 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer, building toward 
testing and evaluation starting in FY17 
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The diagnostic identified several areas of opportunity across 
workforce, organizational structure, and operating model 

Op. model ▪ Though generally high customer satisfaction was observed, IDSS is inconsistently 
delivered, including in terms of what IDSS products are provided, how IDSS is 
delivered, when IDSS is delivered and to whom IDSS is being delivered 

▪ The forecast process today involves some duplication of effort and results in 
inconsistent messages and may not make best use of emerging technological 
developments 

Org. 
structure 

▪ Though NWS ranked very highly in terms of motivation and external orientation, 
potential opportunities for improvement exist both in terms of health – where NWS 
scored lower on overall health than other public and private organizations – and 
structure – where HQ has reorganized, but the field remained constant, lacking role 
clarity across national, regional & local offices 

▪ Spans of control vary across the organization, being larger than peer organizations 
in several important management levels, making coaching and training difficult 

Workforce ▪ Controlling for differences, there is a mismatch in some areas between today’s 
workforce and today’s workload 

▪ In addition, there is a difference between the current and desired skill level for skills 
identified as important to IDSS, including written and oral communications 

Key insights: 
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Today’s discussion 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating model, 
organizational structure, and workforce to deliver on the Weather-Ready Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of   
Weather-Ready Nation; work is now underway to define the changes to form   
needed to deliver those functions. These draft decisions will form the basis of   
testing and evaluation going forward 

– Deepening our service to partners: “deep relationships” impact-based   
decision support (IDSS) 

– Improving our forecasts and spending our time in the highest value-add ways: a 
collaborative forecast process 

– Developing a vision for the Fully Integrated Field Structure: the form needed 
to support the functional change, including strategic staffing, future roles, 
and organizational structure 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer, building toward 
testing and evaluation starting in FY17 
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NWS is improving its service to partners, focusing on decision 
support both before and during events, with the goal of building a 
Weather-Ready Nation 

Today:  
Inconsistent service that at times doesn’t go 
“beyond the forecast” to explain impacts to 
partners 

▪ Variation in who is 
provided IDSS services 
and how the definition of 
core partner is applied 

▪ Offices define core partners 
with similar criteria allowing 
decision support to be more 
consistently offered 
throughout the organization 

Partners 
served 

Future with “deep relationships”:  
NWS provides consistent levels of decision support 
both before and during events, with the goal of 
building a Weather-Ready Nation 

▪ Similar products are 
disseminated by 
different entities in NWS 

▪ NWS is not capturing 
best practices to share 
across the organization 

▪ Offices make decisions 
about whether to provide 
recurring or episodic 
IDSS services without a 
framework of 
prioritization criteria 

Core 
service 
level 

▪ Partners know what standard 
products are offered by 
different NWS offices and 
when they can be expected 

▪ Local NWS offices know what 
partners need and are able to 
tailor messages to support 
decision-making 
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“Deep relationships” impact-based decision support (IDSS) 
increases service overall and ensures tailored support for 
partners most critical to achieving Weather-Ready Nation 

Partner  
service 
level  

Depth of 
tailored  
decision 
support Services to  

general  
partners & 
the public 

  
    

Services to deep  
relationships 
core partners 

General partner and core 
partner services plus frequent 
other interactions, such as:   

Specialized briefings, 
emails, and graphics for 
recurring support 

Multiple yearly exercises, 
e.g. tabletop 

After-action event reviews 

Local Emergency 
Planning Committee 
(LEPC) exercises/briefings  

On-site deployments 

  
    

General partner services and event-
driven services, such as:   

NWS initiated calls 

Webinars, briefing, and  
email alerts 

NWSChat and iNWS1 

Spot forecasts, plume modeling 

Annual talks/trainings/exercises 

Specialized briefings, emails, and 
graphics for episodic support 

Occasional on-site deployments  

Services to  
core partners   

    

1 Media should only receive services for general partners and the public, plus first three listed core partner services 

SOURCE: IDSS workstream team 

Routine production 
(e.g. NDFD, model 
output) 

Website 

Social media 

NWS dissemination 
services 

Outreach, 
preparedness 
education 
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Core partners 

“Deep  
relationships”  

core  
partners 

“Deep relationship” core partners are those whose decision 
making is most essential to public safety and achieving a 
Weather-Ready Nation 

1 NWS Policy Directive 1-1003, Appendix A 
SOURCE: NWS Policy Directive 1-1003, March 2016 OWC, IDSS team 

Partners that fall outside of the core partner definition, e.g. 
general public, private businesses 

“Deep relationship” core partners are a subset of core partners 
that are members of the emergency management community or 
are government partners with NWS nexus. Offices determine 
their “deep relationship” core partners according to criteria: 
▪ Pertain to legal or national security interests 
▪ Exercise a large degree of authority or influence on public 

safety relative to other core partners 
▪ Serve a population or entity particularly vulnerable to 

weather 
▪ Act as a force multiplier to help amplify NWS message 
 

Level of impact based decision-support provided matches the level of decision-making of partners 

Government and non-government entities which are directly 
involved in the preparation, dissemination and discussions 
involving hazardous weather or other emergency information 
put out by the NWS1  
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Recent severe weather events in the south highlight how “deep 
relationships” increases service and increases consistency 

Event 

Partner 
relationship 

Services received 

▪A tornado 
outbreak 
across the 
northern Gulf 
States and 
SE U.S. 
▪A moderate 

risk is 
eventually 
issued for 
the northern 
Gulf States, 
with a slight 
risk 
surrounding 
it across 
much of the 
Deep South 

General 
partners 

Core 
partners 

Deep 
relation-
ships 
partners 

Day of event 
▪ Watches and warnings 
▪ Media interviews and 

calls 

General partners service 
plus: 
▪ NWS chat  
▪ iNWS 
▪ NAWAS 700 or 800 MHz 

warning 
▪ Phone calls on current 

threats 

Core partner services 
plus: 
▪ Frequent phone calls on 

threats 
▪ On-site deployment 
▪ Current threat and 

search and rescue 
support 

1 – 3 days before event 
▪ Website forecast 

discussion 
▪ Social media  
▪ Media interviews 

General partners service 
plus: 
▪ Email briefings 2x per 

day 
▪ Special webinar 
▪ Private calls 
▪ Federal Executive Board 

(FEB)  briefing 
▪ Integrated Warning Team 

Activation 

Core partner services 
plus: 
▪ On-site briefings 
▪ On-site deployment to 

state level EOC if 
needed 

▪ Political briefings to back 
decisions 

Days following event 
▪ Event summary 
▪ Website forecast 

discussion 
▪ Social media 

General partners service 
plus: 
▪ Phone calls  

Core partner services 
plus: 
▪ Surveys 
▪ Informal after event 

review 
▪ On-site deployment 

demobilization 
 

SOURCE: IDSS workstream team 
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“Deep relationships” also helps partners understand what 
services to expect during normal weather events 

Partner 
relationship 

Services received 

General 
partners 

Core 
partners 

Deep 
relation-
ships 
partners 

Weekly/monthly Quarterly/annually Daily/weekly 
▪ Media interviews 

 
▪ Outreach, preparedness 

education 
▪ Website forecast 

discussion 
▪ Social media updates 
▪ Public phone inquiries 

General partners service 
plus: 
▪ One-pager email briefings 

for planned events in 
support of public safety 

▪ Run daily formatters to 
populate special IDSS 
forecast webpages 

General partners service 
plus: 
▪ Occasional 

talks/trainings/exercises 

General partners service 
plus: 
▪ Occasional 

trainings/talks/meetings 
▪ Spot forecasts 

 

Core partner services plus: 
▪ Attend and present at 

meetings  
▪ Conduct trainings 

Core partner services plus: 
▪ Plan and participate in 

exercises 
▪ tabletop exercises 
▪ Local Emergency Planning 

Committee (LEPC) 
exercises/briefings  

 

Core partner services 
plus: 
▪ Weekly webinar on 

weather expected over 
the next week, any longer 
term pattern shifts 
expected, and calls for 
planned events 

SOURCE: IDSS workstream team 
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Today’s discussion 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating model, 
organizational structure, and workforce to deliver on the Weather-Ready Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of Weather-
Ready Nation; work is now underway to define the changes to form needed to deliver 
those functions. These draft decisions will form the basis of testing and evaluation going 
forward 

– Deepening our service to partners: “deep relationships” impact-based decision support 
(IDSS) 

– Improving our forecasts and spending our time in the highest value-add ways: a 
collaborative forecast process 

– Developing a vision for the Fully Integrated Field Structure: the form needed to support the 
functional change, including strategic staffing, future roles, and organizational structure 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer, building toward testing 
and evaluation starting in FY17 
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A collaborative forecast process clarifies roles, reduces 
duplication, and makes better use of new technology… 

From… 

▪ Many forecasters manually 
determine which models to 
use 

▪ WFOs, RFCs, and NCEP 
overlap in forecast 
production, both short-term 
and extended 

▪ Time spent de-conflicting 
forecasts limits time to 
collaborate messages 

▪ Local forecast production 
requirements constrain 
capacity for IDSS 

▪ Process sometimes results in 
inconsistent and 
conflicting forecasts 

▪ Everything coming out of an 
office is produced in that 
office 

To… 

▪ Process begins with National Blend of Models, which 
automatically determines optimal mix of models 

▪ Hand-offs between NCEP, WFOs, and RFCs ensure each 
office adds expertise where most valuable 

▪ Forecasters spend more time analyzing impacts, and 
determining and communicating a unified message to 
partners 

▪ Offices draw on expertise from across NWS and NOAA 

PRELIMINARY 
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WFO workload breakdown1 
Estimated prioritization of time in a WFO 

▪ Additional time for4: 
– Training 
– NOAA collaboration  
– Independent research projects 

▪ “In the grids” production only as 
needed in the short-term forecast 

…shifting staff focus to highest value areas, including impact-
based decision support services for partners 

▪ Increased situational awareness, 
and strategic thinking across contexts 

▪ Cross-office support for observations 
maintenance in line with needs3 

1 In the absence of a time study, view is based on best data available including standard role mix, position descriptions, and interviews; testing and evaluation in FY17 will 
quantify time saved   2 Including IT 3 Assumes use of autosondes. Includes dissemination, AWIPS, QA/QC data, and observations network maintenance 4 Not exhaustive  

SOURCE: Interviews and job shadowing during ~40 office site visits from May 2015 – January 2016; Staffing 
data from the NWS Table of Organization as of Jan 2016 

Key changes 
ILLUSTRATIVE 

▪ Increased time for preparation/ 
exercises and understanding 
partner impacts 

▪ Additional time for developing and 
delivering IDSS messages 

▪ Reduced public outreach, in line 
with partner prioritization 

Current Future 

Science & training 

Leadership & admin 

Situational awareness 

Forecast 
production 

Impact analysis & 
IDSS (recurring and 
event-driven) 

Observations network 
maintenance 

▪ Increased capacity for coaching 
and support for innovation2 
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Today’s discussion 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating model, 
organizational structure, and workforce to deliver on the Weather-Ready Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of   
Weather-Ready Nation; work is now underway to define the changes to form   
needed to deliver those functions. These draft decisions will form the basis of   
testing and evaluation going forward 

– Deepening our service to partners: “deep relationships” impact-based decision 
support (IDSS) 

– Improving our forecasts and spending our time in the highest value-add ways: a 
collaborative forecast process 

– Developing a vision for the Fully Integrated Field Structure: the form needed 
to support the functional change, including strategic staffing, future roles, 
and organizational structure 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer, building   
toward testing and evaluation starting in FY17 
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Questions Current state of the field  

WHO performs 
functions 2 

 What roles are required in the 
future?  

 What skills will be needed to 
fill those roles?  

 How should hiring and 
training be adjusted to reflect 
roles and skills needed? 

 Local offices are rigid, “one-size-
fits-all” in terms of role mix 

 Forecaster hiring focuses only on 
skills in climatological science, 
without considering additional 
skills needed for IDSS 

 Limited training for IDSS  

WHERE functions 
are performed 1 

 How do we best position our 
resources in the field to 
support IDSS deep 
relationships? 

 How do we best position our 
resources to support the 
collaborative forecast 
process?  

 Forecasters and others work in 
rigid, “one-size-fits-all” offices in 
terms of size  

 Some forecasters are deployed 
(IMETs) or embedded for IDSS 

Now that NWS has made initial decisions about its key functions 
in support of Weather-Ready Nation, questions on form remain 
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In considering options for the Fully Integrated Field Structure, 
NWS is using several criteria 

▪ Deepen service to partners in line with vision for 
Weather-Ready Nation 

▪ Continue as a science-based, service provider 

▪ Provide opportunity for professional growth of 
individuals, agency and culture 

▪ Increase agility of the organization 

▪ Improve the overall health of NWS through practice 
improvement 

▪ Demonstrate that consistency doesn't always mean 
uniformity 

▪ Promote innovation and draw on best practices 
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The Fully 
Integrated 
Field 
Structure… 

▪ Enables field offices to work collaboratively to deliver on the 
vision for Weather-Ready Nation by:  
– Matching resources to changing and emerging demands 
– Increasing flexibility for managers in deciding how to meet 

local needs 
– Leveraging expertise from across NWS and NOAA, including 

using information developed by others to deliver IDSS 
– Engaging the whole office in delivering IDSS 

 
▪ Defines what is done at which offices by whom, including but 

not limited to CWSUs, NCEP, NWC, RFCs, NOC, Regional 
Headquarters, ROCs, Tsunami Warning Centers, and WFOs 
 

▪ Achieves the vision of one event, one forecast for one nation 
that is weather-ready  

OWA is now working to define the “Fully Integrated Field 
Structure,” which will ensure NWS can deliver on its functional 
changes 
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▪ Field office role mix and functions may change 
▪ Staffing levels may change within and among offices 
▪ Shift requirements such as 2 people per shift and 24/7 operations may 

change to reflect local needs  
▪ Regional functions and structure may change to better support field 

offices and core partners 
▪ Forecaster roles merge and responsibilities may shift towards leveraging 

grid information to provide enhanced IDSS, with less time spent in grid 
editing 

▪ Forecast process may become more collaborative through changes to grid 
policies, coordination protocols, and forecasting techniques, including use 
of the National Blend of Models 

▪ Commitment to deliver on the mission through IDSS, based on robust 
observing networks and accurate, consistent forecasts and warnings 

▪ Current NWS employees are critical to the mission and those who have 
a job today will have a job tomorrow  

▪ Local presence will be maintained to ensure the deep relationships IDSS 
philosophy is achieved through our science-based service organization 

What will 
stay the 
same? 

What might 
change to 
be nimble 
and agile? 

▪ Assess all proposed changes against becoming a more science-based 
service organization and against the requirements of core partners 

▪ Take a test-and-evaluate approach that involves our partners and 
stakeholders along the way 

Core 
principles 

NWS leadership is working to define the Fully Integrated Field 
Structure within a set of boundary conditions 
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Today’s discussion 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating model, 
organizational structure, and workforce to deliver on the Weather-Ready Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of Weather-
Ready Nation; work is now underway to define the changes to form needed to deliver 
those functions. These draft decisions will form the basis of testing and evaluation going 
forward 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer, building toward 
testing and evaluation starting in FY17 
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Building Awareness: Internal Engagement 

 Toolkits delivered by NWS 
for NWS 

 In person meetings  Peer to peer calls 

▪ 4 toolkits total with 1,476 
official participants, most 
recent with 341 official 
participants1  

▪ 25+ MICs and HICs plus 
OCLO, Facilities, 
AFS/OCOO, and Alaska 
held staff meetings 

▪ 10 members of CSE 
made 4 calls each = 40 
direct outreach  

Additional 
support 
from: 

• Core teams made up of field leaders, who co-develop ideas 
• Operations and Workforce Committee (OWC) decision-making body, 

chartered by the Executive Council  
 

1 Numbers likely higher as more than 1 person participates in each dial in 

+ + 

SOURCE: Communications and Stakeholder Engagement (CSE) activities, including webinar Q&A, insider 
feedback, peer-to-peer calls, and MIC meeting responses 
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Building Awareness: External Engagement 

 
Emergency Managers 

 
Congress and General 
Public  

Private Sector 

▪ International Association 
of Emergency Managers 
(IAEM) 

▪ National Emergency 
Management Association 
(NEMA) 

▪ Congressional Briefings 
▪ American Meteorological 

Society (AMS) 
▪ National Weather 

Association (NWA) 

▪ Scientific Advisory Board 

 

Insights 
and 
input: 

• Overwhelming support from the EM community for continuation and 
improvement of NWS IDSS 

• Private sector supportive of IDSS philosophy, but wants to continue the 
private/public partnership conversation 
 

SOURCE: CSE activities 

+ + 
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Agenda 

▪ The Operations and Workforce Analysis (OWA) is a part of evolving NWS 

▪ The OWA diagnostic in 2015 showed a need for changes across the operating   
model, organizational structure, and workforce to deliver on the Weather-Ready 
Nation vision 

▪ NWS has made draft, planning decisions about its core functions in support of   
Weather-Ready Nation; work is now underway to define the changes to form needed   
to deliver those functions. These draft decisions will form the basis of testing and   
evaluation going forward 

▪ NWS is engaging internal and external stakeholders in support of the plan 

▪ NWS will deliver a full draft of the OWA plan to NOAA in early summer,   
building toward testing and evaluation starting in FY17 
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OWA improves services to partners, ensures highest value use of 
resources, and increases agility of NWS – all in line with the 
vision of Weather-Ready Nation 

Future …  

SOURCE: NWS interviews Jan – Mar 2016 

Local forecasters 
in 15 Weather 
Forecast Offices 
(WFOs) each 
see a possibility of 
significant snow next 
week 

The Weather 
Prediction Center 
(WPC) issues an 
extended forecast 
showing the 
potential for snow – 
WPC, local 
forecasters, and the 
Regional Operations 
Centers (ROCs) 
decide how to 
message the risk, 
and forecasters 
proactively reach 
out to their 
partners 

Over the next few 
days, WPC updates 
the extended 
forecast and 
discusses with 
WFOs – local 
forecasters have 
additional time to 
understand partner 
needs, analyze 
potential impacts, 
and communicate 
risks to partners 
 
Managers are able 
to flex their staffing 
in support of the 
event 

Two days out, WPC 
and the WFOs 
review potential 
watches together, 
considering impacts 
to partners, and 
issue all watches 
together 
 
Partners receive a 
consistent 
message and 
receive information 
tailored to aid their 
decision making 

As the storm 
develops, each WFO 
adds precision on 
timing, location, and 
amount of snow to 
the forecast in ways 
that are of highest 
value to partners 
 
To ensure partners 
are prepared, each 
WFO updates local 
watches, warnings, 
and advisories, and 
continues 
communication 
with partners 
 

ILLUSTRATIVE 

How deep relationships and a collaborative forecast process will feel to partners 
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Appendix of slides to bring if needed – not presented 
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NWS began the Operations and Workforce Analysis (OWA) in 2015 
to reach the strategic vision of “Weather-Ready Nation” 

Objectives 

1 Diagnostic: Current state baseline and current state gaps 
• Understand and baseline current state organizational structure, workforce model, and 

operating model through a comprehensive assessment and analysis 
• Focus in particular on better qualifying and quantifying Impact-Based Decision Support 

Services (IDSS), which is the support provided to partners to translate forecasts into 
decisions 

• Identify gaps in the current state operations, workforce, and organization required to 
achieve a Weather-Ready Nation (WRN) and thus support IDSS 
 Stakeholder Engagement and Change Management: 

• Develop the capacity to involve stakeholders throughout the project 
2 

Recommendation of Alternatives: 
• Develop recommendations for evolving NWS from current to future state to close gaps, 

leverage state-of-the-art science and technology, consider geographic differences, and 
enable services and workforce concepts in NWS strategic documents 

3 

Implementation Planning: 
• Advance recommendations to action through plans, quick wins, and phased 

implementation 

4 
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OWA plan for FY15-18 and beyond 
D

et
ai

ls
 

▪ OWA diagnostic on 
baseline and gaps 
to support WRN 
across org structure, 
workforce, and 
operating model 
 

▪ Test and evaluate 
OWA 
recommendations, 
including the Fully 
Integrated Field 
Structure 
 
 
 
 

  
▪ Implement OWA 

recommendations 
 
 
 
 
 

▪ Complete OWA with 
recommendations for 
collaborative forecast 
process and Fully 
Integrated Field 
Structure (FIFS) 
 
 

O
ve

ra
ll 

1 NBM refers to the National Blend of Models 

FY15 

FY17 

FY16 

FY18-
23+ 

▪ Clarify IDSS policy 
▪ Conduct OHI 

survey 
▪ Identify actionable 

ideas 

▪ Rollout IDSS policy 
▪ Evaluate and enhance 

forecasting process 
▪ Give guidance on Fully 

Integrated Field 
Structure (FIFS) design  

▪ Drive actionable ideas 

▪ Test and evaluate FIFS 
organizational changes 

▪ Refine IDSS approach 
▪ Continue NBM1 
▪ Reassess OHI 
▪ Launch new actionable 

ideas  

▪ Complete FIFS 
▪ Ensure NBM in all 

regions 
▪ Adjust roles and skills 
▪ Assess and support 

actionable ideas 

Engage and communicate with internal and external stakeholders 

Where we are today 
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The OWA project began with a diagnostic to develop a baseline 
of the current state and understand gaps in being able to achieve 
Weather-Ready Nation 

The diagnostic used several approaches to gather insights: 

Organizational Health Index (OHI) survey, with ~50% NWS employee response 

IDSS external stakeholder survey (>700 responses) 

>40 office site visits 

>560 interviews with internal and external stakeholders 

NWS data analysis 
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0 

45,000 

55,000 

50,000 

70,000 

65,000 

60,000 

Workload/Workforce across each WFO  
 

  

Workforce: The diagnostic found that workforce1 and workload2 
vary across WFOs 

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center  

Workload exceeds workforce available 
Workload equals to workforce available  Workload less than workforce available 

WFO Workforce available compared against expected workload based on workload drivers, 2014  
Hrs work by WFO   

              
                 

Workload 
exceeds 
workforce 

Workforce 
exceeds 
workload 

Workforce 
is equal to 
workload  
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Direction 
 

50 
Coordination & 

Control 
32 

Accountability 
 

52 
Innovation & 

Learning 
28 

Leadership  
 

53 

External 
Orientation 

70 
Motivation 

 
71 

Capabilities  
 

74 
Culture & 
Climate 

49 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737) 

Percent agreement on outcome effectiveness Overall OHI score 

53 

Org. structure: The diagnostic found NWS has an overall 
health score in the bottom quartile, but has clear strengths in 
Motivation and External Orientation outcomes 

Top Quartile 
Second Quartile 
Third Quartile 
Bottom Quartile 

Benchmark 

Bottom quartile 
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Operating model: The diagnostic found considerable 
variation in IDSS provision 

SOURCE: HQ and site interviews, June-July 2015 

Communicate through 
standard products that 
address stakeholder needs 

Create information for 
specific stakeholders 

Provide a broad range of 
services (e.g., deploy staff 
to a sporting event) 

Provide a narrow set of 
services to events (e.g., 
only conference calls) 

Define core partners as 
emergency managers, govt. 
officials, and media  

Include an extended set 
of partners (e.g., schools, 
event operators, the public) 

“We focus on ensuring 
our website has all of our 
products.” 

“The provision of relevant information and interpretative services to enable core partners’ 
decisions when weather, water, or climate has a direct impact on the protection of lives and livelihoods” 

“After issuing products, 
we will follow up to key 
stakeholders with more 
specific information.” 

“We would like to 
deploy meteorologists 
to graduation 
ceremonies.” 

“Our schools signed up 
for NWS Chat to 
discuss overnight 
weather in the winter.” 

“We don’t do IDSS 
because we don’t have 
the resources to 
dedicate to it.” 

“We focus on 
government entities top-
down because they can 
deploy resources.” 

Perform episodic IDSS in 
response to severe weather 
(e.g., storm briefings) 

Perform recurring IDSS 
(e.g., in fair weather) for 
ongoing effective and 
informed decisions making 

“We help our partners 
make decisions every 
single day.” 

“We developed a flexible 
model to provide IDSS 
during severe events.” 

Less expansive More expansive 

What 

How 

Who 

When 

Official IDSS definition1:  

1 From the NWS Weather-Ready Nation Strategic Roadmap 
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“Deep relationships” IDSS was chosen from among three options 

Philosophy 1: “Core 
competency” 

Philosophy 2:  
“Broad reach” 

What 
Communicating by 
standard products that 
address stakeholder needs 

Communicating by standard 
products that address 
stakeholder needs 

Creating information1 for 
specific stakeholders. 
Integrating with core 
partners 

When 

Supporting episodic IDSS, 
including products and 
interpretation/data 

Supporting episodic IDSS, 
including products and 
interpretation/data 

Performing recurring IDSS 
for mitigation, preparation, 
response, recovery, and 
training in addition to 
support for episodic events 

Who 

Defining IDSS core 
partners as emergency 
managers, govt. officials, 
and a subset of the media 

Growing stakeholder network 
beyond existing core 
partners and disseminating 
weather data to as many 
people as possible 

Defining IDSS core 
partners as emergency 
management community 
and government officials  

How 
Providing a narrow set of 
services  
(e.g., conference calls) 

Providing a narrow set of 
services  
(e.g., conference calls) 

Providing a broad range of 
services (e.g., embedding) 

Philosophy 3:  
“Deep relationships” 

Details to follow  

1 Examples: Specialized webinars, briefings, graphics; IDSS web briefing page; Spot forecasts; plume modeling.  
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Current understanding of partner types varies widely, however, 
implying the need to implement “deep relationships” via more than a 
policy 

SOURCE: Core partner data request February 2016 

144199

389

0
100
200
300
400
500
600

0

20

40

60

80

100

 
% 

WFO 4 WFO 3 

208 

533 

WFO 2 

51 

WFO 1 

9 109 
58 

8 
20 

12 

What occurred 

Deep Core % deep  

31
4844

34
4648 434143 424450

Pop. Density Total pop. AOR 

WFO 3 WFO 1 WFO 4 WFO 2 

Four WFOs from a region with similar 
characteristics: total population, population 
density and area of responsibility (AOR) were 
compared1 

Percentile rank among all WFOs 
% 

                            
      

New insights 

# core partners and deep relationship 
partners per office 

Despite similar characteristics among offices, there 
was a wide disparity in number of core and 
deep partners and percent deep 

  

A Total partners  
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Data received from offices also revealed that “gray areas” exist in 
defining who is a core partner 

SOURCE: Core partner data request February 2016 

Schools/univ. 

Utilities/infra. 

Hospitals/ 
public health 

Other 
12,440 

838 

1,067 

9,821 

723 

Core partners 

  

 “Gray  
area” 

partners   

“Deep  
relationships”  
core partners 

21% 

Hospitals and  
other public  
health entities  

Utilities and  
infrastructure  
providers 

Schools and  
universities 

Total core partners who fall 
into “gray areas”1 

Number of core partners  

1 Gray areas partners are entities identified by IDSS team as needing further clarification in partner application. 
This list of gray areas is non-exhaustive and IDSS tabletop will help provide further clarification on definition 

92% - WFOs with at least one “gray area” core partner 
9 - the average number of gray area partners per WFO   
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Specific guidance has been provided on some “gray area” 
partners, though case-by-case consideration is needed – 
implying the need to implement via more than a policy 

Specific guidance 

General partners/public Core partners “Gray area” 
▪ EMS/ambulance personnel 
▪ Other health care facilities 

▪ 911 dispatch centers 
▪ CDC1 
▪ EMs at large hospitals2 

Hospitals and  
other public  
health entities 

▪ Phone/electricity linemen 
▪ Dams that do not impact 

water resources for RFCs 

▪ Dam operators with NWS nexus Utilities and  
infrastructure  
providers 

▪ Other individuals within 
school districts or large 
colleges and universities 

▪ Athletic departments 
▪ University venue/event 

organizers 

▪ Directors of emergency operations 
for entire school districts  

▪ EMs for large colleges and 
universities with NWS 
management approval 

Schools 

Entities not listed will be considered on a case-by-case  
basis in the initial office review process 

1 Per MOU 2 Only per core partner request (in writing); otherwise, direct support is not provided to hospitals, but they many receive emergency support 
through other NWS core partners 
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To begin to implement “deep relationships,” NWS is using an 
IDSS tabletop exercise 

Outcomes: 

Provide input into later policymaking around “gray areas” and 
“deep relationship” partners and help prioritize the most critical 
partners to serve nationwide 

Strengthen OHI priorities to create a more open and trusting 
organization, build role clarity, and capture external ideas 

Serve as a “training” opportunity for local offices on the 
types of services provided to all partners 

Generate a preliminary list of core partners and a subset of 
deep relationship partners, with gray areas resolved 

SOURCE: IDSS workstream team 

Operational approach: Regional Directors will lead tabletop exercises to review initial 
partner lists and deliver training on the IDSS “deep relationships” core service level 
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For instance, the IDSS tabletop exercise will help NWS take the 
perspective of their partners and make sure relationships are 
clear 

1 

1% 
1% 

Number of offices served by 

4+ 3 2 

4% 

100% 

94% 

Total 

Core partners served by multiple offices 
Percent of all core partners 

SOURCE: Core partner data request February 2016 

Texas Forest Service is 
served by multiple offices 
▪ Brownsville 

▪ Amarillo 

▪ Corpus Christi 

▪ Dallas/Fort Worth 

▪ Houston 

▪ Midland 

▪ Oklahoma City/Norman 

▪ Shreveport 

▪ Lubbock 

▪ San Angelo  

1 Number of unique core partners = 11,185, overall 12,440 core partners were listed including repeats 

11,1851 10,566 417 63 139 

Total partners  XX 
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NWS considered but did not select three other options in place of 
the Collaborative Forecast Process 

SOURCE: NWS interviews Jan – Mar 2016 

Alternative Benefits Limitations 

Adopt national blend at WFOs 
and increase collaboration; do 
not involve NCEP in routine 
forecasting 

▪ Reduces seams and 
inconsistent forecasts 

▪ Frees some local forecaster 
capacity 

▪ Maintains local forecaster 
engagement 

▪ Introduces variability in 
forecasts as local forecasters 
make synoptic adjustments 

▪ Does not free up sufficient local 
forecaster time  

▪ Does not build central 
capabilities for routine 
forecasting 

Adopt regional blends and 
increase cross-CWA and WFO, 
CWSU, ROC, NCEP 
collaboration 

▪ Reduces seams and 
inconsistent forecasts 

▪ Frees some local forecaster 
capacity 

▪ Fragments development 
resources across blends 

▪ Requires significant time 
collaborating grids across 
regional boundaries 

Increase collaboration in 
current process, across CWAs, 
WFOs, CWSUs, ROCs, and 
NCEP 

▪ Reduces seams and 
inconsistent forecasts 

▪ Increases local forecaster time 
spent on producing grids 

▪ Unlikely to eliminate seams and 
inconsistencies 
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Working sessions were held across the field to understand 
unique cases for change and future visions for NWS 

Overview  

Day 1: Future functions & operating 
model opportunities 
▪ Establish understanding of the case for 

change and needs from a new field 
structure 

▪ Explore opportunities to shift functions 
across local offices, Regional HQ, and 
ROC, including changes to the forecast 
process 

Day 2: Strategic staffing and 
organizational structure 
▪ Consider changes to strategic staffing 

based on envisioned function changes 
and workload differences 

▪ Consider changes to the organizational 
structure of the region overall 

Sample working session objectives  

In February and March, the OWA team 
held eight 1-2 day working sessions 
with all regions, NCEP, and NWC; 
during these sessions, the OWA spoke 
with:  

– 40+ regional leaders  

– 16 NCEP leaders  

– 9 NWC leaders  

– 9 field leaders who are part of OWA 
core teams 
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Across regions, there is a compelling case for evolving NWS 

Alaska: High 
turnover outside 
of Anchorage, 
frequency of 
weather events, 
and data 
sparsity 

Central: Resources do not match new  
IDSS demands; need to shift towards 
partner-decision making cycle   

Southern: Large number 
of vacancies and 
inflexible staffing 
requirements, 
exacerbated by no 
“break” in weather 

Western: Insufficient 
technological investments to 
meet mission; lack of training for 
IDSS, especially if “whole office” 
is meant to provide IDSS 

Pacific: Forecast product requirements do 
not match customer needs; technology and 
guidance often unsuited to regional needs; 
addt’l international missions strain resources  

Water: Hydrology program not 
fully integrated with field offices 
and under-resourced  

NCEP: Demands for 
precision, collaboration, 
and IDSS are increasing; 
enhanced role clarity, 
tools, and processes 
needed across field 

Eastern: Resources 
mismatched to meet IDSS 
demands; severe 
underinvestment in technology 

SOURCE: Regional working sessions, Jan – Mar 2016 
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NWS will deliver an initial full plan to NOAA by early summer, to 
be refined with input 

Feb Mar Jul Nov Oct Dec Aug Sep Jun May Apr Jan 

 
 
 
 
 
 
 
▪ Evaluate the 

collaborative forecasting 
process 

▪ Define the vision of Fully 
Integrated Field Structure 
(FIFS) 

▪ Incorporate submitted 
feedback for actionable 
ideas discussed so far 

▪ Develop the 
draft FIFS plan 

▪ Share FIFS 
ideas with NWS 
All Hands 

▪ Gather 
feedback  

▪ Analyze 
feedback 

▪ Refine ideas 
for FIFS 

▪ Complete the 
FIFS plan 

FY17 and beyond… 
▪ Incorporate FIFS 

into governance 
system 

▪ Begin to test and 
evaluate FIFS 

Refine, Test, and Evaluate Actionable Ideas 
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Other OWA work underway in support of Weather-Ready Nation 

▪ Several “actionable ideas” are underway with support from teams of 
field leaders, including: New progression model for meteorologists; 
Onboarding course for new hires; Orientation course for new field 
leadership; Field Leadership Committee; Adding supervisory authority to 
other roles in the field to reduce spans of control 

▪ Additionally, based on the OHI findings, three practices – clarifying 
roles, becoming more open and trusting as an organization, and 
improving the ability to capture external ideas – have been 
prioritized for action planning 
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Work continuing to improve NWS – actionable ideas with a focus 
on Organizational Health Index (OHI) 

Direction 
 

50 
Coordination & 

Control 
32 

Accountability 
 

52 
Innovation & 

Learning 
28 

Leadership  
 

53 

External 
Orientation 

70 
Motivation 

 
71 

Capabilities  
 

74 
Culture & 
Climate 

49 

Percent agreement on  
outcome effectiveness 

53 

Overall OHI Score 

Role clarity 
(Score = 34) 

Capturing 
external 
ideas 
(Score = 13) 

 Driving 
accountability by 
creating a clear 
structure, roles, and 
responsibilities and 
communicating them 
effectively 

Open and 
trusting 
(Score = 45)  

 Encouraging and 
role modeling 
transparency, 
honesty, and candid, 
dialogue at all levels  

 Identifying, 
evaluating and 
sharing ideas and 
external best 
practices 

Description OHI practice1  

 Progression model for 
meteorologists (GS 5-12) 

 Onboarding course for new 
hires 

 Orientation course for new 
MICs and HICs 

Actionable ideas 

 Field-manager level group 
to share ideas and 
collaborate 

 Sharing “drumbeat” of 
communications on OWA 
program through toolkits, 
webinars, etc. 

 Developing IDSS and 
communications training to 
support engagement with 
external stakeholders 

1 All 3 practices were in the bottom quartile relative to the benchmark sample set 

Details follow 
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Actionable idea: “NWS 101” onboarding  

Vision for the future: 

▪ There is no uniform onboarding course for new hires in the NWS 

▪ Individual offices are responsible for setting the culture and tone 

▪ Staff across NWS – at all levels and regions – have said an onboarding program would be 
helpful, exciting, and build lasting connections between staff 

 

The NWS has an onboarding course for 
new hires, “NWS 101,” that provides an 
orientation to NWS mission, culture, and 
role within NOAA and Commerce 

NWS does not have a uniform onboarding 
course for employees new to the 
organization 

From… 

SOURCE: Site interviews, OHI survey 

What was learned: NOT EXHAUSTIVE 

“It took me a good 10 years to really figure out how NWS worked. If I’d known that 
from day one I could have been much more effective.” – NWS manager 

To… 



45 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Actionable idea: new MIC and HIC orientation course 

What was learned: 
▪ 60% of NWS employees are managed by MICs or HICs, but there is not an orientation 

course specific to the complexities of those roles that is timed with starting in these roles 

▪ There is significant variability in MIC and HIC managerial and leadership competencies 
(both self and peer reported)  

▪ Many MICs and HICs expressed interest in getting greater training and peer connections 

MICs/HICs oversee approximately 60% 
of the NWS workforce and have 
enormous responsibility and autonomy, 
but they are not offered a uniform 
onboard training 

There is a national in-residence training 
specifically for new MICs/HICs that 
builds on leadership training that has 
been integrated throughout the NWS 
career path  

From… To… 

SOURCE: Site interviews, OHI survey 

NOT EXHAUSTIVE 

“I’ve had 6 MICs and their managerial abilities varied widely. It takes a toll when they are 
weak – and made a huge difference when they are leaders.” – NWS forecaster 
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Actionable idea: new Field Leadership Committee 

What was learned: 
▪ There is a disconnect between the field and senior management, which was identified in the 

diagnostic 

▪ A forum is needed to better identify best practices and regional opportunities for improved 
consistency across the organization 

▪ A structured method is recommended to discuss forecasting needs and proposed 
requirements with NSP leads 

▪ MIC/HICs desire greater access and involvement in the governing process 

No single forum exists for MIC/HICs to 
listen, collaborate, advise, and share best 
practices from the field and elevate 
issues of importance to senior leadership 

The Field Leadership Committee will 
listen to their peers, collaborate to 
elevate best practices & issues of 
concern, advise leadership on 
grassroots ideas, and share what they 
learn with their peers 

From… To… 

SOURCE: Site interviews, OHI survey 

NOT EXHAUSTIVE 
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Build a Weather-Ready 
Nation where Society is 
prepared for and responds 
to Weather-Dependent 
Events 

VISION 

Provide weather, water, and 
climate data, forecasts and 
warnings for the protection of life 
and property and the 
enhancement of the national 
economy1 

MISSION 

1 The NWS Mission highlighted in Chapter 3 of "Mission Mystique: Belief Systems in Public Agencies“ – Goodsell, 2011 
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We are evolving to achieve a Weather-Ready Nation 
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NWS Mission: To provide weather, water, and climate data, forecasts and warnings, for the 
protection of life and property and the enhancement of the national economy 

We are evolving NWS by: 

▪ Better serving partners by enhancing quality and consistency of IDSS at all levels of the 
organization, in all current locations because analysis shows 94% of partners are local partners1 – 
no office closures 

▪ Improving effectiveness of forecasting in support of IDSS through a collaborative process that 
makes the best use of technology, reduces duplication, and ensures consistency of the forecast 

▪ Matching workforce to workload across the organization and building a healthy organizational 
structure to better meet the needs of NWS partners 

▪ Building a workforce the NWS needs to deliver science-based service: both through enhancing 
skills today and hiring for tomorrow 

▪ Supporting critical science, research, technology and innovation to best meet NWS’s mission 

 
We will build on the current local footprint and field staff of the National Weather Service 

to achieve these goals 
1 NWS IDSS core and deep partners identified through national training, data call, and review May – July 2016    
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Evaluation of IDSS showed strong partner support for targeted, deeper service 

Identified the need for service consistency & role clarity  
for both internal operations and external IDSS 

“I trust my partners at NWS and I 
know them – the tone of their voice, 

the way they report out to us. And 
they know me.” 

“We have to know what the NWS can 
do for us, but we also have to know 

what they can’t do, or we’ll ask 
them to do everything, and, God 

help them, they’ll try and give it to us” 

“We all hold the NWS mission at 
our core, so none of us want 

anybody to ever get hurt by the 
weather, and having all of the 

relationships that we do have, it 
becomes a personal mission for 
each of us to keep our ‘friends’ 

safe.” 

Analysis of Data Performed (Fall 2015) Surveys Sent to EMs & Interviews Conducted (Summer 2015) 

NWS and EMs embrace IDSS Many different definitions of IDSS 
are being used 
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OWA diagnostic led to a vision for how NWS can achieve a Weather-Ready Nation 

TO THE FUTURE… 

Strategic Staffing 
and Organization 

Collaborative 
Forecast Process 

Create a 
workforce of 

tomorrow 

Science, 
Technology to 
support field 

HOW 

Field structure is supported 
with needed science, 
technology, and innovation 
to meet mission 

Clear roles supported by 
technology to create 
information partners need 

Workforce aligned to 
workload, with supporting 
org. structure 

Diverse, versatile workforce 
trained in science-based 
service model 

FROM TODAY… 

Inconsistencies in forecast, 
duplication of effort without 
best use of technology 

Deep 
Relationships 

IDSS 
Defined IDSS partner types Variation in partners served 

One-size-fits-all staffing 
mismatched with demand 

Org. not best positioned to 
take advantage of innovations 
in science and technology 

Production-oriented 
workforce trained only in 
science 
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Improving service to partners through IDSS, with the goal of building a Weather-Ready Nation 

From inconsistent service that at times 
doesn’t go “beyond the forecast” to 
explain impacts to partners 

To consistent levels of decision support 
before, during and after events, focused 
on “deep relationships” partners 

▪ Similar products are disseminated  
by different entities in NWS 

▪ Offices make decisions about whether to 
provide recurring or episodic IDSS services 
without a framework of prioritization criteria 

▪ Partners know what standard products and 
services are offered by different NWS offices 
and when to expect them – before, during, 
and after events 

▪ Local NWS offices know what partners need 
for key decision points and are able to tailor 
messages to support decision-making 

CORE SERVICE  
LEVEL 

▪ There is significant variation in who is 
provided IDSS and how the definition of core 
partner is applied 

▪ Offices define core 
partners with similar 
criteria allowing 
decision support to 
be more consistently 
offered throughout 
the organization 

Core partners 

“Deep 
relationships” 
Core partners 

PARTNERS 
SERVED 

Diagnostic findings Vision 

SOURCE: Interviews and job shadowing during ~40 office site visits from May 2015 – January 2016, OWA IDSS team, April 2016 
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NWS protects lives and property through Impact-Based Decision Support Services  

Intrinsic Value is realized through providing 
Impact-Based Decision Support Services (IDSS) 

IDSS = 

“Ready, Responsive, Resilient”  

Provide the best 
hydrological and 
meteorological 

forecasting in the 
world – focused on 
impacts that matter 

to public safety 

Support partner 
decision making 
before, during, 

and after events 

Develop 
Relationships 

and know 
partner needs 

+ 

+ 
+ 

+ 

Embed 
when 

needed 

Build trust 
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Developing a collaborative forecast process that results in a common operating picture, which is 
critical for IDSS 

SOURCE: NWS interviews Jan – Mar 2016; OWA Fully Integrated Field Structure team working session April 2016 

From multiple forecasts… …to a common operating picture 

▪ WFOs, RFCs, and NCEP overlap at times resulting in 
inconsistent forecasts and duplicated effort 

▪ Many forecasters manually determine which models  
to use 

▪ Forecasts may contain “seams” 

▪ Each office is not fully leveraging all the expertise NWS 
has to offer 

▪ Clear roles and responsibilities for each field office 

▪ Common operating picture for the forecast produced at 
NCEP & NWC, based on the National Blend of Models 
and National Water Model, and increasingly probabilistic 

▪ Seamless forecast for partners, with local detail 
incorporated where it matters most for IDSS 

▪ Expertise across NWS layered on to the forecast and 
message  

The goal is 
one event, one 
forecast – 
because 
multiple 
forecasts is no 
forecast at all 

Diagnostic findings Vision 
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Current illustrative time allocation across all field offices 

Our efforts will result in increased staff time for supporting partner decision-making, which is 
critical to our public safety mission, delivered at the local, state, and national levels 

1 Chart represents an average time allocation across all field offices, including WFOs, RFCs, CWSUs, RHQ, ROCs, NCEP, NWC – time allocation at each office will be different according to the focus of each office in 
support of a Fully Integrated Field Structure  

SOURCE: Interviews and job shadowing during ~40 office site visits from May 2015 – January 2016, OWA IDSS team, April 2016 

Future illustrative time allocation across all field offices1 

Science & training 

Leadership & administration 

Individually-produced 
gridded forecast 

Impact-based decision 
support services (IDSS) 

Systems support 

Short-term forecasting,  
warnings, and situational  
awareness (“met watch”) 

From siloed production… …to science-based service in a fully integrated field structure 

Science & training 

Leadership & administration 

Collaborative forecast  
production 

Science-based service 
through Impact-based 
decision support services 
(IDSS), based on 
observations & forecast 
analysis, to support  
“ready, responsive, resilient” 

Systems support 

Short-term forecasting,  
warnings, and situational  
awareness (“met watch”) 

Diagnostic findings Vision 
ILLUSTRATIVE 
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To support our functional changes, 
we have developed a vision for a 
Fully Integrated Field Structure 
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Vision for evolving to a Fully Integrated Field Structure built on collaboration 

SOURCE: OWA Strategic staffing team 

From the operations and workforce of today … 

…to a fully integrated field structure through a 
collaborative forecast process, involving all 
offices at all levels 

Local staff work hours set strategically to meet 
partners’ needs WFO staff constrained by 24/7/365 shift requirements 

Service delivery focus, with staff focusing on 
areas of highest impact – including analysis, 
forecasting, warnings, and partner support 

Production focus, with staff operating forecast “desks” 

Field offices work collaboratively to support each 
other and their partners Siloed operations - each office must fully support itself 

Staffing levels based on meeting partner needs “One size fits all” staffing based on requirements of the past 

Functions aligned to expertise, increasing role 
clarity and making best use of resources Overlapping roles and requirements across field offices 

Diagnostic findings Vision 
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Local offices are the tip of the spear for supporting 
partner decision-making through IDSS and WRN 
through expertise in partner needs and preparation, 
analysis and nowcasting, assessing impacts, and 
communicating warning information – critical given that 
over 90% of partners are served by local offices  

National Centers (including National Water Center) 
deliver the starting point for the forecast, as well as 
provide IDSS and collaborate with other field offices 

Field offices support each other in filling gaps that can’t 
be best filled at the national or local level (e.g., regional 
level, as with RFCs). Offices work together to 
collaborate on forecasts and warnings, provide surge 
capabilities through mutual aid, coordinate IDSS, 
produce research, and deliver training 

SOURCE: OWA Strategic staffing team 

In the Fully Integrated Field Structure, functions are aligned to expertise, increasing role clarity  
and making best use of resources 

Linking 
observations, 
forecasts and 

warnings to IDSS 
for partner 

decision making 

Assessing 
guidance and 

producing 
probabilistic 

forecast 
NATIONAL 
CENTERS 

LOCAL 
OFFICES 
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Future time allocation across local offices reflects the science-based service operating model 

NATIONAL 
CENTERS 

Linking 
observations, 
forecasts and 

warnings to IDSS 
for partner 

decision making 

FUTURE TIME ALLOCATION ACROSS 
ALL LOCAL OFFICES (i.e. WFOs, RFCs 
and CWSUs) 

Leadership & administration 

Science & training 

Systems support 

Science-based service 
through Impact-based 
decision support services 
(IDSS), based on 
observations & forecast 
analysis, to support  
“ready, responsive, resilient” 

Situational awareness, 
short-term forecasting &  
warnings (“met watch”) 
Collaborative forecast  
production 

 
Assessing 

guidance and 
producing 

probabilistic 
forecast 

LOCAL 
OFFICES 

ILLUSTRATIVE 
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Future time allocation across National Centers reflects the science-based service operating 
model 

FUTURE TIME ALLOCATION ACROSS 
NATIONAL CENTERS 

Leadership & administration 

Science & training 

Systems support 

Impact-based decision 
support services (IDSS) 

Situational awareness, 
short-term forecasting &  
warnings (“met watch”) 

Collaborative forecast  
production 

LOCAL 
OFFICES 

Linking 
observations, 
forecasts and 

warnings to IDSS 
for partner 

decision making 

 
Assessing 

guidance and 
producing 

probabilistic 
forecast 

NATIONAL 
CENTERS 

ILLUSTRATIVE 
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To enable a Weather-Ready Nation, and to respond to diagnostic findings, meteorologists at 
all levels will need enhanced science and service skill-sets 

SOURCE: OWA Workforce team, Strategic staffing team 

Skill development dimensions 

1 
Data collection, 
info. mgmt. and 
quality control 

4 
Management, 
teamwork and 
leadership 

3 IDSS 

2 
Forecast and 
warning 
generation 

5 
Integration of 
science and 
technology 

Expertise in: 
▪ Identifying imminent deadly hazards using both in-situ as well as complex 

sets of remotely sensed data such as Satellite, NexRad Dual-Pol, & MADIS 
(weather, water, & climate observations)   

▪ Evaluating a wide range of emerging national, local, and regional threats using a 
nearly continuously updated ensemble of predictive numerical weather 
guidance (200+ predictions per day) 

▪ Assessing probabilistic predictions to understand hazard contingencies in terms 
of the most likely scenario, most dangerous scenario, and possible extent or 
scale of the impacts (cities, transportation, critical national infrastructure) 

Expertise in: 
▪ Ensuring community readiness, within the National Incident Management System 

framework, to face deadly weather and water threats by assessing, developing 
and exercising plans and tactics with city, state, and national, emergency 
response personnel 

▪ Enhancing the collective emergency response to diverse set of life-threatening 
scenarios  by providing precise, targeted, and timely forecasts & warnings both 
in-person and remotely to Emergency Operation Centers and Incident Command 
Posts  

▪ Building community resilience against a variety of weather, water, and climate risks 
through diverse stakeholder engagement that demonstrate NWS capabilities, 
identifies susceptibility & risk, and results in robust and effective mitigation strategies 
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Achieving the vision 
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Understanding IDSS need – where do we need local presence most? 

SOURCE: OWA FIFS and strategic staffing teams  

Dimensions Key considerations 

WEATHER AND 
WATER IMPACT 

▪ How high impact are the weather types in the region? 
▪ How high impact are water concerns in the region?  

CORE AND  
DEEP PARTNERS 

▪ To what extent are there additional high-demand customers in the area (e.g., 
aviation, national security, ports, dams)?  

▪ To what extent are there force multipliers in the area?   

PEOPLE, 
PROPERTY, AND 
INFRASTRUCTURE 

▪ What is the size of the covered population (including seasonal flows), and with 
what density?  

▪ What are the critical assets and economic activity levels in the area? 

FREQUENCY  
OF NEED 

▪ How often, or for what part of the year, is the area at risk?  
▪ How often is event-driven IDSS needed? 

VULNERABILITY ▪ To what extent are the population, property, and infrastructure particularly 
vulnerable to weather, water, or climate? 

A qualitative and quantitative approach has been taken to estimate IDSS need across 
CWAs – vulnerability and core partners are particularly difficult to quantify 
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Preliminary estimate of IDSS needs vs current IDSS capacity by WFO1 Low Extreme 

Additional need for IDSS beyond what is provided today  

 Every NWS office 
serves partners with 
IDSS needs, however 
the level of need 
varies across offices 

▪ Better serving 
partners by 
enhancing quality and 
consistency of IDSS at 
all levels of the 
organization, in all 
current locations 
because analysis 
shows 94% of 
partners are local 
partners1 – no office 
closures 

The current service-delivery operating model does not meet growing need for IDSS 

1 NWS IDSS core and deep partners identified through national training, data call, and review May – July 2016    SOURCE: OWA Strategic staffing team 

Montana state EM 
could benefit from co-
located fire expert 

Port Authority 
of NYC 
expressed 
need for  
additional 
support 

CDC in Atlanta 
interested in 
additional support 

Support to One 
NOAA through 
ecological 
forecasting services 

NORTHCOM Alaska 
expressed need for 
additional support 

Maui County could use in-person support 
more often than it receives now 

More ecological IDSS 
opportunities in Great 
Lakes region 

Additional opportunity 
to work with Flood 
Control Districts and 
Water Districts 

More IDSS efforts 
focused on flood 
frequency and 
severity in the Upper 
Plains 
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Meeting IDSS need requires NWS to find additional flexibility within current staffing levels of the 
“service-delivery” employees 

SOURCE: OWA Strategic staffing team 

Strategic staffing 
flexibility needed 

Deep  
relationships 
IDSS  

Collaborative 
forecast 
process & fully 
integrated field 
structure 

Additional flexibility needed 

NWS needs additional staff time and flexibility beyond what is available today for 
local weather, water, climate IDSS, based on estimates of risk in each CWA and 
potential staffing level needed to support partners in each CWA 

NWS also needs additional staff time and flexibility to support the collaborative 
forecast process and fully integrated field structure: 

▪ National centers 

▪ Regional Operations Centers, IDSS liaisons, roles to reduce manager to staff 
ratios, and cross-office support roles 

▪ Operations Proving Ground and test beds 

▪ Training center, regional, and local training staff 
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NWS has identified several ways to meet resource needs, by unlocking time  
and increasing flexibility within our current office footprint and staffing levels 

SOURCE: OWA Strategic staffing team 

Seven functional and form “unlocks” can provide significant flexibility for NWS field offices 

STRATEGIC STAFFING 1 NWS will move away from “one-size-fits-all” staffing, allowing staff to be 
distributed to meet partners where they are 

COLLABORATIVE  
FORECAST PROCESS 2 Field offices use a common operating picture to ensure consistency and 

create a more efficient process that frees up valuable, needed staff time 

GS5-12 CAREER 
PROGRESSION 

3 Updated career progression for interns increases time spent by GS 5-11 
meteorologists on high value activities contributing to IDSS 

AUTOLAUNCHERS 4 Automated launches free up staff at upper air sites and allow for flexibility in 
scheduling shifts 

SHIFT SCHEDULING 
FLEXIBILITY 5 Office operating hours are set strategically to address partner needs, so not 

all offices devote resources to staying open 24/7. Requires offices to 
collaborate through mutual aid for met watch during off hours, while 
sustaining situational awareness and surge capacity 

STAFFING LEVEL 
FLEXIBILITY 6 Offices set staffing levels to best serve partners, without requiring each shift 

to have two staff members 

STRATEGIC POSITIONING 7 Offices and roles are located to best serve partners and meet internal NWS 
needs (e.g., IDSS staff near partners, maintenance staff near strategic 
needs) 

Address internal 
processes and role 
assignments that 
limit time  needed 
for IDSS 

Address form 
constraints that 
limit flexibility 
needed – if unable 
to be unlocked, 
40% of IDSS 
needs will remain 
unmet 

Addresses need to 
align staff to 
workload 
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Staff across NWS have contributed to these ideas 

SOURCE: NWS Insider feedback on OWA, OWA MIC survey April 2016, Interviews and working sessions with OWA team members 

“Grades and staffing levels don’t reflect the accretion of duties at all WFOs since [MAR], especially 
coastal offices that have marine and tropical responsibilities as well as the new IDSS component” 

STRATEGIC 
STAFFING 1 

90% of MICs surveyed reported that they 
would support a new GS 5-12 meteorologist  
development model 

“Separate Intern and Forecaster rotations [limit IDSS] – 
combining would allow better shift and IDSS coverage” 

GS5-12 CAREER 
PROGRESSION 3 

“We know our partners would rather have us working with them instead of being out launching weather balloons, 
when machines can do that” 

AUTOLAUNCHERS 4 

“To really effectively allocate staff resources, I need to be 
able to count on having specific staff members/or focal 
points available in the day time, when core partners can 
meet” 

“The health effects are well documented including low 
morale, depression, poor family life, and poor 
performance…We made this choice to work here, but 
that doesn't mean it can't be changed for the better” 

SHIFT SCHEDULING 
FLEXIBILITY 5 

“I really don't need 2 people on the midnight shift or 3 on the evening shift. 
Those duties could be better accommodated during the day” 

“Requirement of 2 staff on midnight 
shift [limits IDSS]” 

STAFFING 
FLEXIBILITY 6 

“Our current office footprint isn’t based on our partners’ needs – it’s based on radar, and that means in many places 
we’re too far to serve our partners well” 

STRATEGIC 
POSITIONING 7 

“The use of blended models and good 
tools could allow us to have one 
person handling grids and others doing 
IDSS” 

“[When all elements] are modeled 
correctly, forecasters will accept 
the reduction in forecast grid 
editing.” 

COLLABORATIVE  
FORECAST PROCESS 2 90% of MICs surveyed support the 

move away from grid production 
towards IDSS 
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NWS will pursue full flexibility in the operating model in order to deliver WRN vision 

Flexibility 
unlocked 
 

Met watch 
mutual aid for 
shift scheduling 
flexibility 

Autolaunchers Collaborative 
forecast process 

GS5-12 career 
progression 

Relative amount of flexibility contributed by each “unlock” 

Strategic 
staffing 
needed 

SOURCE: OWA Strategic staffing team 

100% met 
If in the future all 
offices are still 
24/7/365 with two 
people required 
per shift, NWS 
will lose 
significant 
flexibility needed 
to enable a WRN 
– and 
organizational 
health issues will 
not be addressed 

~60% met 

1 2 3 4 5 6 7 

Staffing 
levels 

Strategic 
positioning 

Functional changes provide flexibility Form changes allow NWS 
to use flexibility 
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As flexibility is unlocked over time, NWS will move positions to areas of greatest need, and 
ensure that all partners receive as much or more support as they do today 

▪ Population, property, and infrastructure 
▪ Weather, water, climate impact 
▪ Frequency of need 
▪ Vulnerability 
▪ Core and deep partners 

Considerations for strategic staffing across all frontline field offices 

SOURCE: Strategic staffing team preliminary output, May 2016 

Met watch mutual aid 
& situational 
awareness 

Conceptual diagram for 
strategic staffing 

Future office functions 

Science & training 

Leadership &  
administration 

Systems support 

Collaborative forecast 
production 

Science-based service 
through Impact-based 
decision support services 
(IDSS), based on 
observations & forecast 
analysis, to support  
“ready, responsive, resilient” 

▪ State of model guidance for the service area and/or geography 

▪ Frequency of hazardous weather and water activity 
▪ Role in supporting met watch mutual aid across offices 
▪ Use of latest advances for situational awareness i.e. HRRRv2, 

FACETS 

▪ Number of ASOS, radar, COOP, upper air sites, river gauges  
▪ Distance to / ease of access to observation sites 
▪ Products and systems supported or developed on-site 

▪ Number of operational staff 
▪ Proximity to / relationship with universities, other NOAA offices 

▪ Overall size of office 
▪ Best practice manager-to-employee ratio of 6-8 staff per manager  

Presence will 
be maintained 
in all offices, 
and NWS will 
use a 
comprehensive 
methodology 
to evaluate 
when and 
where to 
move 
positions to 
match 
workload 
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Next Steps Where we are today 

Analysis & Idea Development 
Developed by members of NWS Field Offices, HQ & NWSEO 

Recommendation Review & Decisions 
NWS Senior Leadership committee 

Involve, engage and communicate with internal and external stakeholders throughout 

FY15 

FY17 
FY16 

FY18-23+ 

Test & evaluate 
begins  
Testing & evaluation 
of recommendations, 
including feedback from 
external partners  
& field staff  

Continued testing 
& implementation 
Implementation of OWA 
recommendations as 
concepts proven through 
test and evaluate 

Diagnostic 
OWA diagnostic on 
baseline and gaps 
(internal & external) 

Ideas & 
Refinement 
Complete analysis  
by generating ideas 
& developing 
recommendations  
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Realizing the vision – improved science and services for tomorrow 

▪ Providing more staff on shifts where there is partner need 
to support preparation, mitigation, and recovery for 
hazardous weather, as well as routine high-value IDSS 

▪ Deepening operational support available during events 

▪ Developing and leveraging experts across field offices  

▪ Limiting rotating and overnight shift work when not needed 
to create a sustainable and healthy workplace 

▪ Allowing staff to spend more time on high-impact 
meteorology and hydrology  

▪ Creating additional career pathways through specialist 
roles and management positions at different levels 

PROTECTING LIVES & PROPERTY & ENHANCING THE 
ECONOMY 

STRENGTHENING ORGANIZATIONAL HEALTH & 
CULTURE 

IMPROVING FORECASTING & WARNINGS 

▪ Working from a common operating picture to ensure 
coordinated forecasts and messages 

▪ Making the most of expertise from across NWS & NOAA 

▪ Fully leveraging scientific and technological advances 
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Appendix 
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Understanding IDSS need – where do we need local presence most? 

SOURCE: OWA FIFS and strategic staffing teams  

A qualitative and quantitative approach has been taken to estimate IDSS need 
across the country – vulnerability and core partners are particularly difficult to quantify 

PEOPLE, 
PROPERTY, AND 
INFRASTRUCTURE 

▪ What is the size of the covered population (including seasonal flows), and with 
what density?  

▪ What are the critical assets and economic activity levels in the area? 

WEATHER AND 
WATER IMPACT 

▪ How high impact are the weather types in the region? 
▪ How high impact are water concerns in the region?  

FREQUENCY  
OF NEED 

▪ How often, or for what part of the year, is the area at risk?  
▪ How often is event-driven IDSS needed? 

VULNERABILITY ▪ To what extent are the population, property, and infrastructure particularly 
vulnerable to weather, water, or climate? 

CORE AND  
DEEP PARTNERS 

▪ To what extent are there additional high-demand customers in the area (e.g., 
aviation, national security, ports, dams)?  

▪ To what extent are there force multipliers in the area?   

Dimensions Key considerations 
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Meeting IDSS need requires NWS to find additional flexibility within current staffing levels 

SOURCE: OWA Strategic staffing team 

Strategic staffing 
flexibility needed 

Deep  
relationships 
IDSS  

Collaborative 
forecast 
process & fully 
integrated field 
structure 

Additional flexibility needed 

NWS also needs additional staff time and flexibility to support the collaborative 
forecast process and fully integrated field structure: 
▪ National centers 
▪ Regional Operations Centers, IDSS liaisons, roles to reduce manager to staff 

ratios, and cross-office support roles 
▪ Operations Proving Ground and test beds 
▪ Training center, regional, and local training staff 

NWS needs additional staff time and flexibility beyond what is available today for 
local weather, water, climate IDSS, based on estimates of risk in each CWA and 
potential staffing level needed to support partners in each CWA 
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The diagnostic identified several areas of opportunity across workforce, organizational structure, and 
operating model 

Op. model ▪ Though generally high customer satisfaction was observed, IDSS is inconsistently delivered, 
including in terms of what IDSS products are provided, how IDSS is delivered, when IDSS is 
delivered and to whom IDSS is being delivered 

▪ The forecast process today involves some duplication of effort and results in inconsistent 
messages and may not make best use of emerging technological developments 

Org. 
structure 

▪ Though NWS ranked very highly in terms of motivation and external orientation, potential 
opportunities for improvement exist both in terms of health – where NWS scored lower on overall 
health than other public and private organizations – and structure – where HQ has reorganized, but 
the field remained constant, lacking role clarity across national, regional & local offices 

▪ Spans of control vary across the organization, being larger than peer organizations in several 
important management levels, making coaching and training difficult 

Workforce ▪ Controlling for differences, there is a mismatch in some areas between today’s workforce and 
today’s workload 

▪ In addition, there is a difference between the current and desired skill level for skills identified as 
important to IDSS, including written and oral communications 

Key insights: 
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The workforce1 and workload2 varies across WFOs; overall the expected workload exceeds the 
workforce, with some offices over and others under supplied  

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS WWA data, 2008-’14, 2008-’14 NWS Severe weather event data,  
Storms events database, Ntl. Climate Data Ctr. 

Workload exceeds the available workforce Workload is equal to available workforce Workload is less than available workforce 

WFO Workforce available compared to expected workload (based on statistically significant 
workload drivers from the regression analysis), 2014  
Hours by WFO   

1: Workforce defined as current available FTE hours (including overtime) worked across WFOs for all positions represented within a WFO  
2: Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers 
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Workload/Workforce across WFOs  
 

Workload 
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External stakeholders praised NWS for trust, accessibility, accuracy, and relevance, but many are 
confused about the scope of IDSS 

SOURCE: Site interviews 

Representative quotes Confusion about scope of 
IDSS 

“It’s challenging for the 
private sector to know 
where they should play 
a role, how they can 
play a role when what 
the NWS does varies 
from event to event” 

“We have to know what 
the NWS can do for us, 
but we also have to 
know what they can’t 
do, or we’ll ask them 
to do everything, and, 
God help them, they’ll 
try and give it to us” 

Dimension 

“They’re on Twitter, on social media, and in my email every morning; I always 
know what I’m up against when I start my day ” 

“I have never worked with an agency that is so accessible. They are remarkably 
proactive and in many ways – email, phone, social media.” 

Accessibility 

“It’s not like the other weather brands. I go by what the Weather Service tells 
me; not by anyone else” 

“The technology has improved so tremendously; we can’t see private 
companies keeping up with the products NWS has now” 

Accuracy 

“It’s our livelihood; we’re a weather-dependent economy on our the best days.”  

“During a severe weather event, NWS helps us ensure there’s not going to be a 
large loss of life.” 

Relevance 

Trust 

“In an emergency, trust is the most important part of our relationship. I count on 
NWS, I know the person behind the forecast.” 

“I trust my partners at NWS and I know them – the tone of their voice, the way 
they report out to us. And they know me.” 
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NWS has an overall health score in the bottom quartile, but has clear strengths in Motivation and 
External Orientation outcomes 

Top Quartile Second Quartile Third Quartile Bottom Quartile 

Benchmark 

Direction 
 

50 

Coordination & 
Control 

32 

Accountability 
 

52 

Innovation & 
Learning 

28 

Leadership  
 

53 

External 
Orientation 

70 

Motivation 
 

71 

Capabilities  
 

74 

Culture & Climate 
49 

Percent agreement on outcome effectiveness Overall OHI score 

53 

Overall 
response 

rate of 49% 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 
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Responses Overall Direction Leadership Culture & 
Climate 

Accountab-
ility 

Coordinat-
ion & 

Control 

Capabilit-
ies Motivation Innovation 

& Learning 
External 

Orientation 

Individual 
Contributors:  
I do not directly 
supervise other 
employees 

1680 51 48 49 45 50 30 73 69 27 68 

Middle Management: 
I directly supervise other 
front-line employees 

376 58 53 58 58 58 35 75 76 31 74 

Senior Leadership: 
I directly supervise other 
managers 

106 70 74 86 76 68 43 78 85 35 81 

Difference between 
Senior Leaders and 
Individual Contributors 

+19 +26 +37 +31 +18 +13 +5 +16 +8 +13 

Statistically significant at the 
95% Confidence level 

Senior level managers perceive higher outcomes, which is a common result, with the greatest 
differences in Direction, Leadership, and Culture & Climate 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 

Top Quartile Second Quartile Third Quartile Bottom Quartile 

Benchmark 

Percentage agreement on outcomes 
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The skill assessment, conducted by MICs, revealed gaps especially for those skills identified as 
important to IDSS and for the intern position1  

SOURCE: NWS Skill assessment; Representative sample of NWS WFOs, CWSUs, and RFCs 
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1 

Importance  
to IDSS1 Forecaster  

Quality focus  

Partnering  

Oral communications  

Judgment/decision-making 

Written communications  

Leadership 

Creative thinking 
Teamwork 

Leveraging diversity 
Customer service  

Analytics and stats 
Data collection 

Computer and IT tech  

Applying weather science 
Problem solving  

Coordination 
Information gathering  

WCM  Intern Skills HMT 
Gap between current and desired scores, rounded 

Bottom Quartile Second Quartile Top quartile  Third Quartile Top 3 skills 

1 Based on a scale of 0-5 where 0 indicates it is not important to IDSS and 5 that it is critical to IDSS 

Outcome scores based  on MIC evaluation of current and desired skill level 
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Our job doesn’t begin or end with forecasts and warnings 

 “What is a Good Forecast?  An Essay on the  
Nature of Goodness in Weather Forecasting”  

  
                   by Allan H. Murphy; Weather and Forecasting (June 1993) 

“First, it should be understood that forecasts possess no intrinsic 
value. They acquire value through their ability to influence the 
decisions made by users of the forecasts.” 
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“Deep relationships” IDSS is the strategic direction for NWS1  

What 
Creating information1 for 
specific stakeholders. 
Integrating with core partners 

When 

Performing recurring IDSS for 
mitigation, preparation, 
response, recovery, and training 
in addition to supporting events 

Defining IDSS core partners as 
emergency management 
community and government 
officials  

Who 

How Providing a broad range of 
services 

“Deep relationships” 
Philosophy  

“The provision of 
relevant information and 
interpretative services to 
enable core partners’ 
decisions when weather, 
water, or climate has a 
direct impact on the 
protection of lives and 
livelihoods” 

Official IDSS definition1  

1 NWS Policy Directive 1-1003, Appendix A 
SOURCE: NWS WRN Road Map: http://www.nws.noaa.gov/com/weatherreadynation/files/nws_wrn_roadmap_final_april17.pdf 

1 Examples: Specialized webinars, briefings, graphics; IDSS web briefing page; Spot forecasts; plume modeling  

http://www.nws.noaa.gov/com/weatherreadynation/files/nws_wrn_roadmap_final_april17.pdf
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Deeper detail on deep relationship core partners 

SOURCE: NWS Policy Directive 1-1003, March 2016 OWC, IDSS team 

1 NWS Policy Directive 1-1003, Appendix A 

Core partners 

Deep  
relationships  

core  
partners 

“Deep relationship” core partners are a subset of core partners 
that are members of the emergency management community or 
are government partners with NWS nexus. Offices determine their 
“deep relationship” core partners according to criteria: 
▪ Pertain to legal or national security interests 
▪ Exercise a large degree of authority or influence on public 

safety relative to other core partners 
▪ Serve a population or entity particularly vulnerable to 

weather 
▪ Act as a force multiplier to help amplify NWS message 

Government and non-government entities which are directly 
involved in the preparation, dissemination and discussions 
involving hazardous weather or other emergency information put 
out by the NWS1  

Partners that fall outside of the core partner definition, e.g. 
general public, private businesses 
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“Deep relationships” IDSS increases service overall and ensures tailored support for partners most 
critical to achieving Weather-Ready Nation 

1 Media should only receive general partner services plus first three listed core partner services 

Partner  
service level  

Depth of decision support 

General  
partner/ 
public  
services  

Routine production 
(e.g. NDFD, model 
output, forecasts, 
watches, warnings, 
advisories) 

Website 

Social media 

NWS dissemination 
services 

Outreach, 
preparedness 
education 

 

  
    

Deep  
relationships 
core partner  
services  

General partner and core 
partner services plus frequent 
other interactions, such as:   

Specialized briefings, 
emails, and graphics for 
recurring support 

Multiple yearly exercises, 
e.g. table top 

After-action event reviews 

Local Emergency Planning 
Committee (LEPC) 
exercises/briefings  

On-site deployments 

  
    

General partner services and event-
driven services, such as:   

NWS initiated calls 

Webinars, briefings, and  
email alerts 

NWSChat and iNWS1 

Spot forecasts, plume modeling 

Annual talks/trainings/exercises 

Specialized briefings, emails, and 
graphics for episodic support 

Occasional on-site deployments  

Core  
partner  
services  
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OWA improves services to partners, ensures highest value use 
of resources, and increases agility of NWS – all in line with the vision of Weather-Ready Nation 

SOURCE: NWS interviews Jan – Mar 2016 

ILLUSTRATIVE 

Local forecasters in 15 
Weather Forecast 
Offices (WFOs) each 
see a possibility of 
significant snow next 
week 

The Weather 
Prediction Center 
(WPC) issues an 
extended forecast 
showing the potential 
for snow – WPC, local 
forecasters, and the 
Regional Operations 
Centers (ROCs) 
decide how to 
message the risk, and 
forecasters 
proactively reach out 
to their partners 

Over the next few 
days, WPC updates 
the extended forecast 
and discusses with 
WFOs – local 
forecasters have 
additional time to 
understand partner 
needs, analyze 
potential impacts, 
and communicate 
risks to partners 
 
Managers are able to 
flex their staffing in 
support of the event 

Two days out, WPC 
and the WFOs review 
potential watches 
together, considering 
impacts to partners, 
and issue all watches 
together 
 
Partners receive a 
consistent message 
and receive 
information tailored to 
aid their decision 
making 

As the storm develops, 
each WFO adds 
precision on timing, 
location, and amount 
of snow to the forecast 
in ways that are of 
highest value to 
partners 
 
To ensure partners are 
prepared, each WFO 
updates local watches, 
warnings, and 
advisories, and 
continues 
communication with 
partners 

How deep relationships and a collaborative forecast process will feel to partners 
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The OWA project is grounded in external guidance and has strategic alignment with the Department of 
Commerce 

External Guidance 

Strategic alignment 

▪ The Weather-Ready Nation strategic vision, rooted in the concept of decision 
support services, has strong support across NOAA, DOC, Congress, and other 
stakeholders 

▪ Conducting a workforce analysis was supported by the House and Senate (both 
authorization and appropriations), and was a recommendation from recent 
external studies by NAPA and NAS 

▪ Studies emphasize that NWS cannot make changes to its operations and/or 
workforce alone but can do so in collaboration with our stakeholders 

▪ Department of Commerce FY14-18 Strategic Plan:  Improve preparedness, 
response, and recovery from weather and water events by building a Weather-
Ready Nation.  Key Strategy:  Evolve NOAA’s National Weather Service 

▪ “The Weather-Ready Nation Roadmap 2.0 describes a more flexible and agile 
approach to management practices, services, workforce, science, and technology. 
As the roadmap’s new approaches are implemented, the NWS will be more 
effective in supporting EMs, first responders, etc..” 
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From the briefing in May 2016…Fully Integrated Field Structure initial “boundary conditions”  

From the briefing in May 2016…Fully Integrated Field Structure initial “boundary conditions”  

A Fully 
Integrated 
Field 
Structure 
changes the 
way NWS 
works... 

▪ Makes use of expertise from across NWS and NOAA, including using information developed 
by others to deliver IDSS consistently 

▪ Requires field offices to work collaboratively 

▪ Matches resources to changing and emerging demands 

▪ Increases flexibility for managers in deciding how to meet local needs 

▪ Engages the whole office in IDSS 

…but many 
critical 
things stay 
the same 

▪ Commitment to deliver on the mission through science-based service, with robust 
observing networks and accurate, consistent forecasts and warnings 

▪ Current NWS employees are critical to the mission and those who have a job today will 
continue to have a job 

▪ Local presence will be maintained, given the deep relationships IDSS increases the 
importance of being close to our core partners 

▪ Positions could move – not people: those who want to move may have the opportunity to do 
so but no one will be asked to move 
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Operations and Workforce Analysis Phase 1-3 Deliverables

These slides are the reports of the work done under the first 3 phases of the 
Operations and Workforce Analysis (OWA) in 2015-2016. The ideas and 
analysis presented in these slides do not represent an implementation plan or 
connote decisions made by the National Weather Service to change its 
operations or workforce structure. Any future changes to NWS operations or 
workforce will be tested and evaluated before consideration for implementation, 
and appropriate communications and consultation will take place with 
Congress, the Administration, employees and external stakeholders.
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Executive Summary of Phase 1 Deliverable: Current State 

Baseline and Gap Assessment

Overview of OWA: Purpose of the project, objectives for Phase 1 baseline and gap assessment

Methodology: Criteria and decisions to select and conduct site visits, interviews, surveys, team, SMEs

Baseline, gap analysis and insights: Against each assessment area, share fact-based findings and 
insights, including variation in particular roles and regions as well as themes from external stakeholders 
and internal staff

▪ Workforce: Controlling for differences, there is a gap in some areas between today’s workforce and 
today’s workload (e.g., due to increase in severe weather, proliferation of programs), which is 
expected to increase in the short-term given constraints on supply and increased demand but could 
be offset in the longer-term given changes to technology and operating procedures

▪ Operating Model (including IDSS): Multiple examples of IDSS were observed as well as generally 
high customer satisfaction, however there is a lack of alignment on what IDSS means, lack of clarity 
on roles, and lack of consistency on process and metrics used to evaluate outcomes

▪ Organization Structure: Examination of the current organizational model reveals potential 
opportunities for improvement both in terms of health – where we observed overall lower health but 
strengths in motivation and external orientation – and structure – where HQ has reorganized but the 
field remained constant and roles between national, regional and local offices are less well defined 

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS
operating model and the organization model, and continue to communicate and engage with internal 
and external stakeholders throughout
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The Operations and Workforce Analysis (OWA) intends to 

achieve 6 main objectives working within a set of constraints

Objectives Constraints

Stakeholder Engagement and Change Management:  Develop 
the capacity to involve stakeholders throughout the project

1

Evaluation of IDSS:  Better qualify and quantify IDSS across the 
entire organization (it will vary geographically and organizationally)

2

Current State Baseline:  Understand and baseline current state 
operations and workforce model through a comprehensive 
assessment and analysis

3

Current State Gaps:  Identify gaps in the current state 
operations, workforce, and organization required to support IDSS
and achieve a Weather-Ready Nation

4

Recommendation of Alternatives:  Develop recommendation(s) 
for evolving NWS from current to future state to close gaps, 
leverage state-of-the-art science and technology, consider 
geographic differences and enable services and workforce 
concepts in NWS strategic documents

5

Implementation Planning:  Advance recommendations to action 
through plans, quick wins, and phased implementation

6

Consider demographics and 
unique/regional challenges

C

Leverage previous analysis and 
recommendations from previous studies

D

Bottom-line reductions in workforce are 
not a driving factor and should not be a 
main consideration

E

Assess infrastructure/facilities implications 
without seeking office closures

F

Project future science and technology 
changes as a factor in recommendations

G

Complete all Base Period Performance 
Objectives within the first 8-15 months

H

Provide appropriate transparency 
and engagement

B

Ensure no adverse impact to missionA

FROM THE ORIGINAL STATEMENT OF OBJECTIVES
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The OWA program is structured to address the 6 objectives 

while working within the 8 constraints by the end of 2015

Current focusObjective

Phase
PHASE 4: 

BRING TO 

SCALE 

PHASE 5: 

ADAPT AND 

EXPAND

PHASE 3: BEGIN TO ACT 

AND ADVANCE
PHASE 2: ARCHITECT

PHASE 1: ASPIRE 

AND ASSESS

Duration Base year (total 8 months) Year 1 Year 2

Description 

of work
Change Management and Stakeholder Engagement

Project governance structure and teams; stakeholder map and outreach plan
1

Evaluation of IDSS2

Current State Baseline

▪ Organizational structure
▪ Operating model 

(including IDSS)
▪ Workforce model

3

Recommendation of 

Alternatives

▪ Organizational structure
▪ Operating model (including 

IDSS)
▪ Workforce model

Implementation Planning

▪ Quick wins
▪ Higher risk/reward options
▪ Implementation and roll-out 

plans including
– Project teams
– Milestones
– KPIs

5 6

Execute 

Roll-Out 

Plan

▪ Change 
agents

▪ Field and 
Forum

▪ Leader-
ship 
coaching

▪ Rapid ROI 
review

7 8 Launch 

New 

Programs

▪ Field and 
Forum

▪ Weather 
event 
review

▪ Pilot 
review

▪ Program 
reportCurrent State Gaps4

Timing 12 weeks 1 year 1 year 10 weeks

Deliverables ▪ Project governance 
structure and stakeholder 
map

▪ Communications plan
▪ Comprehensive report on 

current state 
baseline and gaps

▪ Workshop to review results 
and path forward

▪ Report with description of 
alternatives and prioritized 
selections for planning

▪ Workshop to review  and  
decide on recommendations

▪ Stakeholder engagement 
report and “change story” 

content

▪ Detailed implementation, 
communication, and roll-out 
plan

▪ Workshop to share 
plan and build support

▪ Plan for ongoing change 
management efforts 

▪ Training 
content

▪ Leader-
ship 
materials

▪ Report 
rapid ROIs 
and roll out

▪ Training 
content 

▪ Review 
weather 
events

▪ Review 
pilots

▪ Report on 
program

10 weeks
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Phase 1 (Aspire and Assess) focused on establishing the 

current state baseline and gaps

Phase 1 approach Phase 1 outputs

Planning
Collecting and analyzing 

data

Analyzing and 

synthesizing data

Mid-May - June June – July July – early August

Launched/ 
completed

Workstream 3: 

Operating model 

(including IDSS

evaluation)

▪ IDSS evaluation, 
including skills 
assessment and 
organization

IDSS customer 
survey

Site visits and 
interviewsPlan for site visits , 

interviews, and 
survey

Data and survey 
analysis

Workstream 2: 

Organizational 

structure

▪ OHI survey results
Survey analysis

Organizational Health 

Index (OHI) survey 

preparation and launch

Staff responses to
OHI

Meeting

Workstream 4: 

Workforce model

▪ Strategic workforce 
modelDevelopment of 

workforce model
Analysis of FTE data
for workforce model

Workforce model data 
request

Workstream 1: 

Communications 

and stakeholder 

engagement

▪ Project governance 
structure

▪ Stakeholder map 
and communications 
plan

Operations and 
Workforce 

Committee (July 28)

Governance structure: Operations and 
Workforce Committee, Core team and 
SMEs

Stakeholder map and 
communications plans

Partially 
completed
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During Phase 1, data from a variety of sources were analyzed 

to complete the baseline and gap assessment

Data 

collection

Surveys

Site visits

Interviews and 

focus groups

▪ Data were collected from NWS’ Office of the CIO and NOAA’s Department of 

Workforce management on:
– Historical and current vacancies and positions breakdown
– Retirement eligibility and tenure 
– Hours (regular and overtime) worked 

▪ Additional data collected on office characteristics (e.g., area of responsibility, 
terminal aerodrome forecast (TAF) responsibilities, warning, watches and advisories 
(WWA) and weather event data by office) 

Sources

▪ Two surveys were conducted:
– Voluntary Organizational Health Index (OHI) survey sent to all NWS staff (~50% 

response)
– IDSS survey sent through Warning Coordination Meteorologists (WCMs) to 

external stakeholders (>700 responses)

▪ Completed site visit to 42 offices (~20% of all offices) including a diverse set of office 
types (e.g., Weather Forecast Offices (WFOs), River Forecast Centers (RFCs)

▪ Offices were located in 20 locations, including at least one in each of 6 regions

▪ Conducted >560 interviews with ~360 internal staff and ~200 external stakeholders 
during 1:1 interviews and focus group discussions

Details
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Phase 1 site visits included a representative sample of ~42 

offices in 20 locations, totaling ~20% of all NWS offices

Selection approach

▪ First, a list of all NWS locations was 
generated including data on the 
following criteria:
– Office type (WFOs, RFCs, 

Regional HQs, CWSUs, TWCs)
– Marine vs. land-based coverage
– Population density

▪ Second, locations were randomized to 
be representative across the above 
criteria to ensure: 
– At least 2 visits per region in 

continental US
– 1 visit per region in Pacific/Alaska

▪ Then, a national perspective was taken 
to consider:
– NCEP locations 
– Other factors (e.g., type of weather 

events like fire weather, IDSS
needs)

Site visit list

▪ Eastern
– Taunton, MA (WFO, NERFC)
– Cleveland, OH (WFO)
– Charleston, SC (WFO)

▪ Southern
– Ft Worth, TX (WFO, CWSU, WGRFC, RHQ)
– Key West, FL (WFO)
– Miami, FL (WFO, CWSU)
– Norman, OK (WFO)

▪ Pacific
– Honolulu & Hilo, HI (WFO, RHQ, ITIC, PTWC, 

DCO, CPHC)
▪ Central

– Grand Forks, ND (WFO)
– Kansas City & Pleasant Hill, MO (WFO, RHQ, 

NWSTC/ OPG, MBRFC)
▪ Western

– Boise, ID (WFO, NIFC)
– Elko, NV (WFO)
– Sacramento, CA (WFO, CNRFC)
– Seattle, WA (WFO, CWSU)

▪ Alaska
– Anchorage & Palmer (WFO, RHQ, RFC, NTWC, 

AAWU)
– Fairbanks (WFO)

▪ Other
– NCEP (SPC, NHC, AWC, EMC, WPC) in College 

Park, MD; Miami, FL; Norman, OK; and Kansas 
City, MO

 Phase 1 site visit 

plan enabled ~42  
site visits to distinct 
offices in 20 locations:
– 16 WFOs
– 6 RFCs
– 5 NCEPs
– 4 Regional HQs
– 3 CWSUs
– 2 TWCs
– 1 NIFC
– 1 CPHC
– 1 AAWU
– 1 DCO
– 1 ITIC
– 1 NWSTC/ OPG

▪ During Phase 2, 

additional sites will be 
visitedPre-
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Visited location

Alaska Region
Central Region
Eastern Region
Western Region
Southern Region
Pacific Region

Taunton 

(WFO, NERFC)

Cleveland 

(WFO)

Charleston (WFO)

Fort Worth (WFO, 

CWSU, WGRFC, RHQ)

Miami (WFO, 

CWSU, NHC)

Norman (WFO, 

SPC)

Honolulu (WFO, RHQ, 

ITIC, PTWC, CPHC)

Grand Forks 

(WFO)

Boise (WFO, NIFC)

Elko (WFO)

Sacramento 

(WFO, CNRFC)

Seattle (WFO, 

CWSU)

Anchorage (WFO, 

RHQ, APRFC, AAWU)

Fairbanks 

(WFO)

Kansas City (RHQ, 

NWSTC/ OPG, AWC)

Key West (WFO)

Pleasant Hill 

(WFO, MBRFC)

Hilo (DCO)

College Park 

(NHC, EMC, WPC)

Phase 1 site visits included a representative sample of ~42 

offices in 20 locations, ~20% of all NWS offices (2/2)

Palmer 

(NTWC)
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Interviews with HQ & NOAA (36)

In focus groups and 1:1 discussions, interviews with  ~360 

internal staff were conducted (1/4)

▪ Bob Rutledge, Aviation
Program Mgr.

▪ Dave Soroka, Winter
Weather Program Mgr

▪ Heath Hockenberry, Fire
Program Mgr.

▪ Mike Dion, Tropical
Program Mgr

▪ Robyn Heffernan, Fire
Program Mgr.

▪ Ed Clark, Water
Program Mgr

▪ Ernie Wells, Water
Program Mgr

▪ Mary Mullusky, Water
Program Mgr

▪ Rocky Lopes, Tsunami
Program Mgr.

▪ Renee Stone, Chief of
Staff, NOAA

▪ Kim Bauhs, NOAA
WFMO

▪ Roger Mason, NOAA
WFMO

▪ Steve Smith, Director of
Vlab

▪ Don Cline, National
Water Center

▪ Dr. Kathy Sullivan,
NOAA Administrator

▪ VADM Michael Devany,
Deputy Under Secretary
for Operations, NOAA

▪ Dr. Richard Spinrad,
Chief Scientist, NOAA

▪ Louis Uccellini, Director
▪ Laura Furgione, Deputy

Director
▪ Kevin Cooley, Director

OPPSD
▪ John Murphy, COO
▪ Tom Graziano, Chief of

Staff
▪ Paul Schlatter, Deputy

Chief of Staff
▪ John Ogren, CLO
▪ John Potts, CFO
▪ Andy Stern, Dir. AFS
▪ Eli Jacks, AFS
▪ Ming Ji , Dir., STI
▪ Paula Davidson , Chief

Scientist, STI
▪ Suzanne Lenihan ,

Executive Officer, CIO
▪ Deirdre Jones, Director,

Facilities
▪ Mark Burkes, Division

Chief, Facilities
▪ Jennifer Sprague, Social

Science
▪ Vankita Brown, Social

Science
▪ Charlie Woodrum, DSS

Program Mgr.

Field (327)

Eastern region

▪ Jason Tuell , Region
Director

▪ Jim Lee, MIC, Sterling
WFO

▪ Chris Strong, WCM,
Sterling WFO

▪ Bob Thompson, MIC,
Taunton WFO

▪ Glenn Field, WCM,
Taunton WFO

▪ Joe Dellicarpini, SOO,
Taunton WFO

▪ Frank Nocera, NWSEO
Steward, Taunton WFO

▪ Ben Sipprell, Deputy
NWSEO Steward,
Taunton WFO

▪ Bill Simpson, HMT,
Taunton WFO

▪ Jim Notchey, ITO,
Taunton WFO

▪ Hayden Frank,
Forecaster, Taunton
WFO

▪ Kevin Cadima,
Forecaster, Taunton
WFO

▪ Mike Esip, ESA,
Taunton WFO

▪ Sam Perry, ET, Taunton
WFO

▪ Steph Dunten,
Forecaster, Taunton
WFO

▪ David Vallee, HIC,
NERFC

Eastern region (contd.)

▪ Ed Capone, SCH,
NERFC

▪ Jeff Oueller, Hydrologist,
NERFC

▪ Alison MacNeil,
Hydrologist, NERFC

▪ Neal Strauss, HAS
Forecaster, NERFC

▪ Norm Bingham-Maas,
NERFC NWSEO
Steward

▪ Robert Shedd, DOH,
NERFC

▪ Tracy McCormick,
Hydrologist, NERFC

▪ Scott Reynolds, CWSU
MIC

▪ Gary Garnet, Acting
MIC/ WCM, Cleveland
WFO

▪ Bob LaPlant, SOO,
Cleveland WFO

▪ Zachary Sefcovic, Intern,
Cleveland WFO

▪ Mike Adams,
Forecaster, Cleveland
WFO

▪ Karen Clark, Forecaster,
Cleveland WFO

▪ Chuck Dodson, ET,
Cleveland WFO

▪ Mark Thompson,
Forecaster, Cleveland
WFO

▪ Paul Wolf, ET,
Cleveland WFO

Eastern region (contd.)

▪ Mark Adams,
Forecaster, Cleveland
WFO

▪ Brian Mitchell, OPL,
Cleveland WFO

▪ Tom King, Lead
Forecaster, Cleveland
WFO

▪ Paul Svoboda, ESA,
Cleveland WFO

▪ Kirk Appfel, Forecaster,
Cleveland WFO

▪ John Quagliariello,
Senior forecaster/IMET,
Charleston WFO

▪ Jonathan Lamb,
Forecaster, Charleston
WFO

▪ Robert Bright ,
Forecaster, Charleston
WFO

▪ Julie Packett , ASA,
Charleston WFO

▪ James Carpenter ,
Intern, Charleston WFO

▪ Douglas Berry ,
Forecaster, Charleston
WFO

▪ Carl Barnes, Intern,
Charleston WFO

▪ Ron Morales, WCM,
Charleston WFO

▪ Frank Alsheimer, SOO,
Charleston WFO

▪ Mike Emlaw , MIC,
Charleston WFO

Western region

▪ Grant Cooper, Region
Director

▪ Dan Keeton, MIC,
Sacramento WFO

▪ Bill Rasch, SOO,
Sacramento WFO

▪ Michelle Mead, WCM,
Sacramento WFO

▪ Alan Haynes, SCH,
CNRFC

▪ Art Henkel, DOC, CNRFC
▪ Kyle Lerman, HAS

Forecaster, CNRFC
▪ Jamie Meier, HAS

Forecaster, CNRFC
▪ Brett Whitin, Senior

Hydrologist, CNRFC
▪ Scott Staggs, Senior

Hydrologist, CNRFC
▪ Andy Morin, Senior

Hydrologist, CNRFC
▪ Terri Moravitz,

Administrative Assistant,
CNRFC

▪ Chris Mayo, ITO, CNRFC
▪ Greg Barnhart, MIC, Elko

WFO
▪ Clair Ketchum, Acting

SOO, Elko WFO
▪ Delyne Kirkham, Previous

DSS Team Lead, Elko
WFO

▪ Jay Albrecht, Forecaster,
Seattle WFO

▪ Danny Mercer, Forecaster,
Seattle WFO
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In focus groups and 1:1 discussions, interviews with  ~360 

internal staff were conducted (2/4)

Field (contd.) (327)

Southern region (contd.)

▪ Scott Curl, Senior
Forecaster, Norman
WFO

▪ Daryl Williams, HMT,
Norman WFO

▪ Marc Austin, General
Forecaster, Norman
WFO

▪ Michael Scotten, Senior
Forecaster, Norman
WFO

▪ Matthew Day, Met.
Intern, Norman WFO

▪ Ryan Barnes, General
Forecaster, Norman
WFO

▪ Doug Speheger,
General Forecaster,
Norman WFO

▪ Jesus Haro, MIC El
Paso WFO

▪ JJ Brost, Former SOO,
Tucson WFO

▪ Matt Moreland, MIC, Key
West WFO

▪ Adam Futterman,
Forecaster, Key West
WFO

▪ Alan Albanese, Senior
Forecaster, Key West
WFO

▪ Bill South, Senior
Forecaster, Key West
WFO

▪ Brandon Fling, Intern,
Key West WFO

Western region (contd.)

▪ Aviva Braun, Intern,
Boise WFO

▪ Elizabeth Padian,
Forecaster, Boise WFO

▪ Tim Barker, SOO, Boise
WFO

Southern region

▪ Mike Coyne, Acting
Regional Dir., Southern
Region

▪ Jennifer McNatt,
Emergency Response
Meteorologist, Southern
Region ROC

▪ Ken Graham, MIC,
Slidell

▪ David Andra, MIC,
Norman WFO

▪ Rick Smith, WCM,
Norman WFO

▪ Todd Lindley, SOO,
Norman WFO

▪ John Pike, Met. Intern,
▪ Vivek Mahale, Met.

Intern, Norman WFO
▪ Norman WFO
▪ Forrest Mitchell

Observations Program
Manager and NWSEO
Steward, Norman WFO

▪ Erin Maxwell, General
Forecaster, Norman
WFO

Southern region (contd.)
▪ John Wright, MIC, Miami

CWSU
▪ Mark Null, HIC, WGRFC
▪ Greg Waller, SCH,

WGRFC
▪ Steven Cooper, Acting

Director
▪ Dan Herring, Electronics

Technician, Norman
WFO

Central region

▪ Chris Strager, Director
▪ Wendy Pearson, Dept

Chief Hydrologist
▪ Jim Poole, Chief EIT

Training
▪ JoAnn Becker, Senior

Aviation MET
▪ Jeff Craven, Chief STI
▪ Steve Brueske, Dep

Director
▪ Mike Hudson, COO
▪ Frank McIntosh , FAA

Co-located MIC, Central
RHQ

▪ Jim Keeney, Dept Chief
WS, Central RHQ

▪ Brian Hirsch,
Transportation PM,
Central RHQ

▪ Derek Deroche,
Emerging and Collab
services Mgr, Central
RHQ

▪ John Eise, Climate
Prgm, Central RHQ

Southern region (contd.)

▪ Chip Kennard, Senior
Forecaster, Key West
WFO

▪ Jonathan Rizzo, WCM,
Key West WFO

▪ Laura Kasper, ASA, Key
West WFO

▪ Tom Amis, Fort Worth
CWSU

▪ Tom Bradshaw, MIC,
Fort Worth WFO

▪ Mark Fox, WCM, Fort
Worth WFO

▪ Pablo Santos, MIC,
Miami WFO

▪ Rob Molleda, WCM,
Miami WFO

▪ Bob Ebaugh, OPL and
Vice Union Steward,
Miami WFO

▪ Dan Gregoria, Lead
Forecaster, Miami WFO

▪ Stephen Konarik, Lead
Forecaster, Miami WFO

▪ Steven Ippolliti, Lead
Forecaster, Miami WFO

▪ Kris Mattarochia, Lead
Forecaster, Miami WFO

▪ Andrew Kennedy,
Forecaster, Miami WFO

▪ Barry Baxter,
Forecaster, Miami WFO

▪ Brad Diehl, Forecaster,
Miami WFO

▪ Roy Pimintel, ET, Miami
WFO

Western region (contd.)

▪ Brent Bauer, SCH,
Seattle WFO

▪ Steve Reedy, IMET,
Seattle WFO

▪ Dana Feldman,
Forecaster, Seattle WFO

▪ Don Price, ESA, Seattle
WFO

▪ Josh Smith, Intern,
Seattle WFO

▪ Connie Clarkstrom,
Forecaster, Medford
WFO

▪ Brian Nieuwenhuis,
Forecaster, Medford
WFO

▪ Logan Johnson, MIC,
Seattle WFO

▪ Ted Buehner, WCM,
Seattle WFO

▪ Jim Vasilj, CWSU,
Seattle region

▪ Bob Diaz, MIC, Boise
WFO

▪ Jay Briedenbach, WCM,
Boise WFO

▪ Valerie Mills, Forecaster,
Boise WFO

▪ Megan Thimmesch, Fire
Weather Meteorologist,
Boise WFO

▪ Jeanne Allen,
Forecaster, Boise WFO

▪ Wasyl Hewko,
Forecaster, Boise WFO

Central region (contd.)

▪ Greg Noonan, Warnings,
Central RHQ

▪ Jeff Manion , Forecast
Improvement, Central
RHQ

▪ Kris Lender, Hydrologist,
Central RHQ

▪ Dan Bloom, Quality
Assurance MET, Central
RHQ

▪ Matt Foster, Tech Dvmt,
Central RHQ

▪ Adam Van Meter, IT,
Central RHQ

▪ Brian Walenwender,
Chief IT, Central RHQ

▪ Mark Betsch, Chief, FSA
Branch, Central RHQ

▪ Bill Gery, Systs Mgr,
Central RHQ

▪ Steve Berry, Network
Ops, Central RHQ

▪ Michael Johnson, Data
Integrity, Central RHQ

▪ Amanda Chandler, Apps
support, Central RHQ

▪ Debbie Lingle, Comms,
Central RHQ

▪ Whitney Harris, Budget,
Central RHQ

▪ Rhonda Cook, Budget,
Central RHQ

▪ Jared Leighton,
Forecaster, Pleasant
Hills WFO

▪ Scott Blair , Forecaster,
Pleasant Hills WFO
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In focus groups and 1:1 discussions, interviews with  ~360 

internal staff were conducted (3/4)

Field (contd.) (327)

Central region (contd.)

▪ Jenny Laflin , Forecaster,
Pleasant Hills WFO

▪ Linda Gilbert , Forecaster,
Pleasant Hills WFO

▪ Dan Aubletzer, Forecaster,
Pleasant Hills WFO

▪ Ryan Cutter , Forecaster,
Pleasant Hills WFO

▪ Chris Gitro, Forecaster,
Pleasant Hills WFO

▪ Scott Watson, Senior
service hydrologist,
Pleasant Hills WFO

▪ Mark Mitchell, ITO,
Pleasant Hills WFO

▪ Bruce Dunahue, EIT,
Pleasant Hills WFO

▪ Joe Ebb, MET intern,
Pleasant Hills WFO

▪ Pamela Murray, MET
intern, Pleasant Hills WFO

▪ Ryan Knutsvig,
Meteorologist-in-Charge
(MIC), Grand Forks WFO

▪ Michael Lukasz, Electronic
Systems Analyst (ESA),
Grand Forks WFO

▪ Michael Lukes, Service
Hydrologist (SH), Grand
Forks WFO

▪ Richard Hozak, Information
Technology Officer (ITO),
Grand Forks WFO

▪ Jim Sieveking

Central region (contd.)

▪ Ed Schulz, Electronic
Technicians, Grand Forks
WFO

▪ David Masterson,
Electronic Technicians,
Grand Forks WFO

▪ Kevin Low , Acting HIC,
Missouri Basin River
Forecast Center

▪ Albert Pietrycha , SOO,
Pleasant Hill WFO

▪ Pam Pietrycha , Intern,
Pleasant Hill WFO

▪ Gregg Schalk , Senior
Hydrologist, MRRFC

▪ Andy Bailey, WCM,
Pleasant Hill WFO

▪ Steven Predmore, HIC,
Pleasant Hill WFO

▪ Jeffrey Zeltwanger,
Division Chief - NWS
Office of the Chief
Learning Officer

Alaska region

▪ Todd Raniers, ET,
Fairbanks

▪ Ben Bartus, Intern,
Fairbanks WFO

▪ Robbie Parker,
Forecaster, Fairbanks
WFO

▪ Doris Linehan, ASA,
Fairbanks WFO

▪ Scott Burk, Forecaster,
Fairbanks WF

Alaska region (contd.)

▪ John Lingaas, WCM,
Fairbanks WFO

▪ Bo-Hyun Biang,
Watchstander, NTWC

▪ Chris Popham,
Watchstander, NTWC

▪ Lois Varnado, ASA,
NTWC

▪ Mickey Varnado, ITO,
NTWC

▪ James Waddell,
Watchstander, NTWC

▪ David Hale,
Watchstander, NTWC

▪ David Nyland,
Watchstander, NTWC

▪ Paul Whitmore, Director,
NTWC

▪ Paul Huang, SOO,
NTWC

▪ Brian Hagenbuch,
Forecaster

▪ Alberta Vieira,  Lead
Forecaster

▪ Dave Barber, Forecaster
▪ Mitch Sego, Forecaster
▪ Joshua , Forecaster
▪ Celina van Breukelan,

Hydrologist
▪ Becky Perry,  Hydro

Tech
▪ Eric Holloway,

Hydrologist

Alaska region (contd.)

▪ Rob Oslund,  ITO
▪ Kurt Marin,  Senior

Hydrology Analytic
Services

▪ Crane Johnson,
Hydrologist

▪ Becky Heim,  Sea Ice
Forecaster

▪ Louise Fode,  Acting
WCM

▪ Sam Albanese,  MIC
Anchorage WFO

▪ Dave Strubel, RFC
DOH

Pacific region 

▪ Ray Tanabe, Region
Director

▪ Ed Young, Deputy
Director

▪ Bill Ward, Chief
ESSD, Pacific Region

▪ Jason Gilbert, Chief
AMD

▪ Derek Ching, Chief
SOD

▪ Carl Suekawa, Pacific
Region HQ

▪ Dan Harris, Pacific
Region HQ

▪ Eric Lau, Pacific
Region HQ

▪ Katy Reano, Pacific
Region HQ

▪ Janet Nix, Pacific
Region HQ

Central region (contd.)

▪ Jeannette Ringuette ,
Administrative Support
Assistant (ASA), Grand
Forks WFO

▪ Tom Grafenauer, Lead
Forecaster, Grand Forks
WFO

▪ David Kellenbenz, Lead
Forecaster, Grand Forks
WFO

▪ Daniel Riddle, Lead
Forecaster, Grand Forks
WFO

▪ Jennifer Ritterling, Lead
Forecaster, Grand Forks
WFO

▪ Al Voelker, Lead
Forecaster, Grand Forks
WFO

▪ Vince Godon,
Forecasters, Grand Forks
WFO

▪ John Hoppes,
Forecasters, Grand Forks
WFO

▪ Peter Speicher,
Forecasters, Grand Forks
WFO

▪ Bradley Hopkins, Interns,
Grand Forks WFO

▪ Jim Kaiser, Interns, Grand
Forks WFO

▪ Jeff Makowski, Interns,
Grand Forks WFO

▪ William Barrett,
Hydrometeorological
Technicians, Grand Forks
WFO

Alaska region (contd.)

▪ Ryan Metzger,
Forecaster, Fairbanks
WFO

▪ Chase Smith, ITO,
Fairbanks WFO

▪ Jim Braiderd,
Forecaster, Fairbanks
WFO

▪ Harry Lin, HMT,
Fairbanks WFO

▪ Joe Kristen,
Forecaster, Fairbanks
WFO

▪ Ed Plum, SCH,
Fairbanks WFO

▪ Lindsay Chartoff-
Huber, Forecaster,
Fairbanks WFO

▪ Ed Townsend,
Forecaster, Fairbanks
WFO

▪ Don Akock,
Forecaster, Fairbanks
WFO

▪ Dan Hancock,
Forecaster, Fairbanks
WFO

▪ Melissa Curler, SOO,
Fairbanks WFO

▪ Rick Thoman, Climate
Services Manager,
Alaska Region

▪ Michael Mercer, MIC,
Fairbanks WFO

▪ Tracy McGill, ESA,
Fairbanks WFO
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In focus groups and 1:1 discussions, interviews with  ~360 

internal staff were conducted (4/4)

Field (contd.) (327)

Pacific region (contd.)

▪ Tauave Galuvao, Met
Tech, Pago Pago WSO

▪ Tom Evans, Acting MIC,
Honolulu WFO

▪ Bob Ballard, SOO,
Honolulu WFO

▪ Chris Brenchley, WCM,
Honolulu WFO

▪ Derek Wroe, Senior
Forecaster, Honolulu
WFO

▪ Larissa Johnson, HMT,
Honolulu WFO

▪ Chip McCreery, Director,
PTWC

▪ Stuart Weinstein, Deputy
Dir., PTWC

▪ Barry Hirshorn, PTWC
▪ Nathan Becker, PTWC
▪ Brian Shiro, PTWC
▪ Dalin Wong, PTWC
▪ Gerard Fryer, PTWC
▪ Kanoa Koyanagi, PTWC
▪ Lynn Kaisan, PTWC
▪ Miwako Miwaya, PTWC
▪ Vin Hsu, PTWC
▪ Laura Kong, Director

ITIC
▪ Nik Arkos, ITIC
▪ Tammy Fukuchi, ITIC
▪ Art Sonen, ITIC

NCEP 

▪ Bill Lapenta , Dir., NCEP
▪ Dennis Staley , Chief

Operating Officer, NCEP
▪ Rick Knabb , Dir., National

Hurricane Center
▪ Russ Schneider , Dir.,

Storm Prediction Center
▪ Ben Kyger , Dir., NCEP

Central Operations
▪ Bob Maxson , Dir.,

Aviation Weather Center
▪ David Novak , Dir.,

Weather Prediction Center
▪ David Dewitt , Dir.,

Climate Prediction Center
▪ Hendrik Tolman , Dir.,

Environmental Modeling
Center

▪ Joe Sienkiewicz , Acting
Dir., Ocean Prediction
Center

▪ Brent Gordon , Space
Weather Ops Branch
Chief, Space Weather
Prediction Center

▪ Clinton Wallace , Deputy
Dir., Aviation Weather
Center

▪ Darin Figurskey , Acting
Operations Branch Chief,
Ocean Prediction Center

▪ Dianne Suess , Executive
Officer, Space Weather
Prediction Center

Pacific region (contd.)

▪ Sheila Espinueva,
Pacific Region HQ

▪ Sherry Kazunaga,
Pacific Region HQ

▪ Vuong Tang, Pacific
Region HQ

▪ Genevieve Miller, Acting
MIC, Guam WFO

▪ Chip Guard, WCM,
Guam WFO

▪ Greg Lonien, HMT,
Guam WFO

▪ James Ellis, HMT, Guam
WFO

▪ Jessica Pangelinan,
ASA, Guam WFO

▪ Ken Kleeschulte,
Forecaster, Guam WFO

▪ Edward David, ET,
Guam WFO

▪ Deanna Marks, Official
in Charge, Hilo Office

▪ Brian Hong, Met Tech,
Hilo DCO

▪ Gerome Saucier , Met
Tech, Hilo DCO

▪ Sam Puletsi, Met Tech,
Hilo DCO

▪ Greg Hall, Official in
Charge, Lihue DCO

▪ Carol Baqui, Forecaster,
Pago Pago WSO

▪ Elinor Lutu-McMoore,
Forecaster, Pago Pago
WSO

▪ Imoasina Solomona-Tilo,
Met Tech, Pago Pago
WSO

NCEP (contd.)

▪ Ed Rappaport , Deputy
Dir., National Hurricane
Center

▪ Genene Fisher , Chief
Executive Officer, NCEP

▪ Joe Sienkiewicz , Acting
Dir., Ocean Prediction
Center

▪ Jon Gottschalck ,
Operational Prediction
Branch Chief, Climate
Prediction Center

▪ Kathy Gilbert , Deputy
Dir., Weather Prediction
Center

▪ Michelle Mainelli , Deputy
Dir., NCEP Central
Operations

▪ Mike Halpert , Deputy Dir.,
Climate Prediction Center

▪ Mike Silah , Chief of Staff,
NCEP

▪ Rich Bandy,
▪ Operations Branch Chief,

Weather Prediction Center
▪ Arun Kumar , Oprtnl

Monitoring Branch Chief,
Climate Prediction Center

▪ Bill Bunting, Branch Chief,
Storm Prediction Center

▪ Israel Jirak, SOO, Storm
Prediction Center

▪ Matt Strahan, Chief,
International Operations
Branch, AWC

NCEP (contd.)

▪ Bruce Entwistle, Acting
Meteorologist for Aviation
Weather, AWC

▪ Liam Linam, AWC
▪ Steven Silverberg, AWC
▪ Jo-Ann Becker, AWC
▪ Krista Jacobs, AWC
▪ Larry Jacobs, AWC
▪ Rich Thompson, Lead

Forecaster, Storm
Prediction Center (SPC)

▪ Jeremy Grams,
Mesoscale/Outlook
Forecaster and NWSEO
Steward, SPC

▪ Ryan Jewell,
Mesoscale/Outlook
Forecaster, SPC

▪ Andy Dean, Techniques
Development
Meteorologist, SPC

▪ Patrick Marsh, Techniques
Development
Meteorologist, SPC

▪ Gregg Grosshans,
Software Analyst, SPC

▪ Ariel Cohen, Mesoscale
Assistant Forecaster, SPC

▪ Joey Picca, Mesoscale
Assistant Forecaster, SPC

▪ Greg Carbin, WCM, SPC

Other

▪ Lans Rothfusz, Deputy
Dir., National Severe
Storms Laboratory

NNIFC

▪ Robyn Heffernan, Fire
Weather Science and
Dissemination
Meteorologist

▪ Heath Hockenberry,
Acting Chief

▪ Larry Van Bussum,
Operations Coordinator
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In focus groups and 1:1 discussions, interviews with  ~200 

external stakeholders were conducted (1/3)

Seattle WFO

▪ Jason Shirron , King
County Emergency
Mgmt - Special Projects

▪ Paul Carlson, Seattle
Federal Exec Board -
Executive Dir.

▪ MJ McDermott, KCPQ-
TV Weather
Meteorologist

▪ LCDR Chris Meik,
USCG District 13
Comms Command
Center CO

▪ Ken Murphy, FEMA
Region X - Dir.

▪ David Grant, Wash St
Dep’t Nat’l Resources -
Fire Weather

▪ Kurt Hardin, Wash St
Emerg. Mgmt. Div.
Response/Recovery
Mgr.

▪ Timi Vann, NOAA
Regional Dir. - Western
Region

Southern region HQ

▪ Tom Polonis, Deputy
Assistant Dir., Texas
Department of
Emergency
Management

▪ Tony Robinson,
Regional Administrator,
FEMA Region VI

Taunton WFO & NERFC

▪ Kim Ainsworth, GBFEB
▪ Todd Manni, Smithfield

EMD
▪ Dave Read, local Radio

Taunton WFO & NERFC

(contd.)

▪ Peter Gaynor, Rhode
Island EMA Dir.

▪ Linda Hutchins, DCR --
Water Resources

▪ John Tommaney,
Boston College
Emergency
Management

▪ David Ferron, FEMA
Region I

▪ Rebecca Haney, MA
CZM

▪ Rick Ferreira, Taunton
Emerg. Mgmt Div

▪ Robert Lynch, Massport
▪ J. Simpson/ R. Vincent,

MIT Sea Grant
▪ Doug Glowacki, CT

DEMHS
▪ Armand Randolph,

Rhose Island EMA
▪ Scott Pitta, Boston Med

Flights
▪ Capt. Charles G. Gifford,

Steamship Authority
▪ Anne McWilliams, EPA

Region I
▪ Jack Keenan, USACE
▪ Eric Podolsky, MA DOT
▪ Lenny Giuliano, Rhode

Island State
Climatologist

▪ Darren Austin, Rhode
Island DEM

▪ Charlie Orloff, Blue Hill
Observatory and
Science Center

Taunton WFO & NERFC
(contd.)

▪ Paul Morey, FEMA
Region I

▪ Paul Holloway,
Massachusetts EMA

▪ James Mannion,
Massachusetts EMA

National/miscellaneous 

stakeholders

▪ Craig Fugate,
Administrator, FEMA

▪ Joe Nimmich, Deputy
Administrator, FEMA

▪ Beth Zimmerman,
Associate Administrator

▪ Stephanie Bailenson,
The Nature
Conservancy

▪ Mark Sloan, Coordinator
of Harris County, TX
Homeland Security and
Emergency
Management

▪ Walt Dabbert, EISWG
▪ Nancy Colleton, EISWG
▪ Paul Pisano, FHWA

Office of Ops, Head of
Road Weather Program

▪ Dr. Frank Kelly, Head of
Earth Observations and
Sciences, USGS, former
NWS RD

▪ Ed Johnson, Former
NWS

▪ Cathy Wright, Org, Inc.
▪ Mark Hunter, Org, Inc.
▪ Arlene O'Donnell, Social

Science
▪ Rachel Brown, Social

Science
▪ Greg Wilz, Director,

North Dakota Dept of
Homeland Security

▪ Ahsha Tribble,
Department of Energy

Norman WFO

▪ Chris Klein, Moore/
Norman Technology
Center

▪ Lucien Jones, Public
Safety Communications
Center Mgr., Oklahoma
City

Sacramento WFO

▪ Cajun James, Research
and Monitoring Mgr.,
Sierra Pacific Industries

▪ John Austin, Senior
Emergency Planner,
San Joaquin County
Office of Emergency
Services

▪ Roger Ince, Coordinator,
Sacramento County
Office of Emergency
Services

▪ Eric Lamoureux,
Regional Administrator
for Inland Region,
California Governor's
Office of Emergency
Services

▪ Randy Schulley,
Communications &
Warning Officer,
California Emergency
Management Agency

Seattle CWSU

▪ Glenn Wood, Operations
Mgr. FAA

▪ Randy Vincent, STMC
with TMU

▪ Leon LNU, FAA

NIFC

▪ Jeremy Sullivan,
National Wildlife Board
Predictive Services

▪ Ed Delgado, National
PM for Predictive Ser-
vices

▪ Paul Schlobaum,
National Wildfire
Coordinating Group,
National Park Service

▪ Myron Hotinger,
Forester at BIA, Fire
Behavior Analyst, Chair
of Burn Area Emergency
Response Program

▪ Coleen Hasell, Ass’t PM
for Predictive Services,
Forecaster and former
IMET

Norman WFO

▪ Kevin Rhodes,
Emergency Mgr., City of
Purcell

▪ Lisa Teel , Emergency
Mgr., University of
Oklahoma

▪ Gayland Kitch, Dir. of
Emergency Manage-
ment, City of Moore

▪ James Tittle, American
Red Cross

▪ James DeHaven,
Integris HealthPre-
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external stakeholders were conducted (2/3)

Honolulu WFO (contd.)

▪ Peter Hirai, Honolulu
Emergency
Management

▪ Vic Gustafson, Hawaii
State Emergency
Management Agency

ITIC/PTWC

▪ Ardito Kodijat, Head of
Indian Ocean Tsunami
Information Center in
Jakarta

▪ David Coetzee, New
Zealand Ministry of CD
and EM, Wellington

Key West WFO

▪ John Scott, Senior
Planner, Monroe County
Emergency
Management

▪ John Johnson,
Emergency Mgr., City of
Marathon

▪ Steven McBride,
Emergency Mgr., Naval
Air Station Key West

▪ LTJG Tori Moffitt, Met
Ocean Officer, Joint
Inter-Agency Task Force
South

▪ David Ambos, Chief
Contingency Planning &
Force Readiness, US
Coast Guard

▪ Fred Culpepper, Control
Room Supervisor, Keys
Energy

Key West WFO (contd.)

▪ Capt. Marlin,
Fishmonster, Inc.

▪ Dianne Scott,
Fishmonster, Inc.

▪ Ezra Marcus, News Dir.,
News Radio 1

▪ Mike Puto, City Mgr.,
City of Marathon

▪ Scott Fraser,
FEMA/CRS Floodplain
Administrator

▪ Skip Haring, Emergency
Mgr., City of Layton

▪ Alan Averette,
Emergency Mgr., City of
Key West

▪ Jim Scholl, City Mgr.,
City of Key West

▪ Stephen W. Werndli,
Enforcement and
Emergency Response
Coordinator, NOAA/
Florida Keys National
Marine Sanctuary

▪ Sarah Steves, Airport
Operations Mgr., Key
West International
Airport

▪ Capt. Chuck
Fitzsimmons, Pilot, Key
West Bar Pilots
Association

▪ Dewey Jackson, U.S.
Coast Guard Auxiliary

▪ Brett Stafford, NOAA/
Florida Keys National
Marine Sanctuary

Key West WFO (contd.)

▪ Andy Newman, Publicist,
Monroe County Tourist
Development Council

▪ Bill Wagner, Chief
Advisor & Senior
Emergency
Management Specialist
EarlyAlert

▪ Hans Wagner, CEO/Co-
Founder of EarlyAlert,
Inc.

Miami CWSU

▪ Janice Deak, FAA,
Systems Operation Mgr.
for South Florida

▪ Crystal Tebbe, FAA,
Traffic Management
Supervisor at Miami
ARTCC

▪ Edward Wood, FAA,
Operational Mgr.

▪ Skip Smothers, FAA,
Traffic Management Unit

Miami NHC

▪ Matthew Green, FEMA
▪ Rebecca Jennings,

FEMA, Region IV
▪ Brandon Bolinski,

FEMA, Region IV
Miami WFO

▪ Curtis Sommerhoff,
Miami Dade EM Dir.

▪ Miguel Ascarrunz,
Broward County EM Dir.

American Samoa WSO

▪ Jacinta Brown, Deputy
Dir., American Samoa
Department of
Homeland Security

Boise WFO

▪ Mark Stephenson, ID
Bureau of Homeland
Security--Mitigation and
Planning

▪ Sarah Demery, Airport
Operations and Security

▪ Fred Apt, BHS
Emergency
Management

▪ Doug Hardman, Ada
County EM

▪ Mel LNU, Idaho DOT
California/Nevada RFC

▪ William Croyle,
Emergency Program
Mgr., State of California
Dept. of Water
Resources

▪ Sudhakar Talenki,
California Dept. of Water
Resources

▪ Mitch Russo, California
Dept. of Water
Resources

▪ Cale Nesca, California
Dept. of Water
Resources

▪ Paul Fujitani, US Bureau
of Reclamation

▪ Randi Field, US Bureau
of Reclamation

▪ Christy Jones, Army
Corps of Engineers

Elko WFO

▪ Dennis Strickland, City
of Elko, Public Works

▪ Ron Damele,
Emergency
Management Dir. and
Public Works Dir.,
Eureka County

▪ Harold Hughes,
Lieutenant for State
Highway Patrol in Elko

Fort Worth WFO

▪ Keith Wells, Senior
Emergency
Management Officer,
City of Fort Worth

▪ Molly McFadden,
Emergency
Preparedness Dir., North
Central Texas Council of
Governments

Guam WFO

▪ Clynt Ridgell, Pacific
News Center

▪ Ken Artero, Guam
Homeland Security

▪ Oly Magofna, Naval
Station Guam

▪ Gerald Guerrero, Saipan
Emergency Network

Honolulu WFO

▪ Robert Scripp, FEMA
Region IX

▪ Jimmy Garlan, USCG
▪ Victor Dejesus, FEMA

liaison

Miami WFO (contd.)

▪ Rick Perkel, Broward
County EM Section
Planning and Operations
Mgr.

▪ Rick Zyvoloski, Collier
County Coordinator
Bureau of Emergency
Services Division

▪ Jan Lederman, Broward
County Skywarn

Coordinator and WRN
Ambassador

▪ Williw Bouie, FL Dept of
Emergence
Management Region 7

▪ Mike Mogil, Certified
Consulting Meteorologist
and Blogger

▪ Erik Salna, Florida
International University

▪ Phil Ferro, WSVN Chief
Meteorologist

▪ Max Mayfield, ACB10
Hurricane Specialist

▪ John Morales, NBC6
Chief Meteorologist

▪ Robin Yang, Florida
International University
Emergency
ManagementPre-
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In focus groups and 1:1 discussions, interviews with  ~200 

external stakeholders were conducted (3/3)

National Tsunami Warning Center

▪ John Parker, Meteorological
Services of Canada

▪ Kevin Miller, California Office of
Emergency Services

▪ John Schelling, Washington
Emergency Management Division

▪ Althea Rizzo, Oregon Office of
Emergency Services

▪ Mark Roberts, Alaska State
Emergency Operations Center

Cleveland WFO

▪ Betsy Kling, Channel 3 Chief
Meteorologist

▪ Tom Kelley , Director of EMA &
Homeland Security, Lorain County

▪ Tim Warstler, Director, Stark
County EM

▪ Brian , Ohio EMA
Communications

▪ Andre Bernier , Channel 8 Chief
Meteorologist

▪ Andrew Eld, Ohio EMA
▪ Dan Stahl, Director, Seneca

County EMA
▪ Bradley Gilbert, Director, Wood

County EM
▪ Ron Zoller , Transportation

manager, ODOT Portage County
▪ Paul Jira, Superintendant Airport

Operations
▪ Bob, Great Lakes Captain
▪ Steve , FAA

Alaska Aviation Weather Unit

▪ Carrie Such,  PenAir
▪ Jessie Nieves,  PenAir
▪ Jim Miller,  Manager of Alaska

Flight Service (FAA)
▪ Tom George,  Alaska State

Rep,  Alaska Aircraft Owners
Pilot Association (AAOPA)

▪ Adam White,  Alaska Airman’s

Association
▪ Buck LNU,  Traffic Management

Officer, Anchorage Airport

Anchorage RFC

▪ Michael Knapp, State of Alaska
DOT, Statewide Hydraulics
Engineer

▪ Casey Cook,  Mat-Su Borough
EM

Anchorage WFO

▪ David George,  Channel 2
KTUU

▪ Matt Murphy,  State of Alaska
DOT

▪ Rob Fetchell,  Anchorage OEM
▪ Julie Harvey,  Anchorage OEM,

Public Information Officer
▪ John See,  Anchorage Fire

Department

Charleston WFO

▪ Justin Kier, SC Emergency
management hurricane program
manager

▪ Ken Braddock, SC Emergency
management

▪ David Harbison, EC Emergency
management plans manager

▪ Mark Wilbert, Emergency
manager, City of Charleston

▪ Neil Baxley, Beaufort County
Sheriff's office, EMD

▪ Will Lanxton, Meteorologist at
GEMA/HS

▪ Tom Dunn, Emergency
management coordinator

▪ Ann Graham, Fire Chief, Isle of
Palms FD

▪ Suanne Peeples, EMA Director,
Hampton County

▪ Rob Fowler, Chief meteorologist,
WCBD TV Ch 2, Charleston

▪ Cathy Haynes, EM Charleston
county, Charleston EMA

▪ William Winn, EM USC Beaufort
▪ Ann Sports, Program assistant

public health preparedness,
▪ Barb Grube , SCDEC lowcountry

region
▪ Dustin Hetzel , Savannah EM

Grand Forks WFO

▪ Joe Cornie , Red River NGO
▪ Aaron Kennedy , Asst Prof –

Atmospheric sciences – UND
▪ Chris Meller , Beltrams County EM
▪ Chris Laveaux , USGS
▪ Doug Murphy, Emergency

Preparedness and Response

Grand Forks WFO (contd.)

▪ Adnan Akyuz , ND State
Climatologist

▪ Brett Lambrecht, Director of
Emergency Services Richland
County

▪ Theresa Orecchia, Fargo Public
Health

▪ Robert Kupec, Chief Meteorologist
at KVRR - FOX

Pleasant Hill WFO

▪ Jessyca Frasher, FEMA Region
7

▪ Ed Parker , Kansas City Army
Corps of Engineers

▪ Kellie Bergmans , Omaha Army
Corps of Engineers

▪ Kevin Grode , Omaha Army
Corps of Engineers

▪ Casey Sloan
▪ Bill Shook, Kansas City

Department of Health, Heat
Advisor

▪ James Walton , Kansas City
Flood Advisor

▪ Teri Smith, Director, Douglas
County Emergency
Management

▪ Nancy Powell, Kansas City
SCOUT Traffic Management

▪ Dan Hurley, Overland Park, KS,
Flood

▪ Matt May, Wyondotte County
Emergency
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Executive Summary of Phase 1 Deliverable: Current State 

Baseline and Gap Assessment

Overview of OWA: Purpose of the project, objectives for Phase 1 baseline and gap assessment

Methodology: Criteria and decisions to select and conduct site visits, interviews, surveys, team, SMEs

Baseline, gap analysis and insights: Against each assessment area, share fact-based findings and 
insights, including variation in particular roles and regions as well as themes from external stakeholders 
and internal staff

▪ Workforce: Controlling for differences, there is a gap in some areas between today’s workforce and

today’s workload (e.g., due to increase in severe weather, proliferation of programs), which is

expected to increase in the short-term given constraints on supply and increased demand but could
be offset in the longer-term given changes to technology and operating procedures

▪ Operating Model (including IDSS): Multiple examples of IDSS were observed as well as generally
high customer satisfaction, however there is a lack of alignment on what IDSS means, lack of clarity
on roles, and lack of consistency on process and metrics used to evaluate outcomes

▪ Organization Structure: Examination of the current organizational model reveals potential
opportunities for improvement both in terms of health – where we observed overall lower health but
strengths in motivation and external orientation – and structure – where HQ has reorganized but the
field remained constant and roles between national, regional and local offices are less well defined

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS
operating model and the organization model, and continue to communicate and engage with internal 
and external stakeholders throughout
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Currently, the number of positions at NWS is determined both 

by an appropriated cap of the number of employees as well 

as authorized positions covering responsibilities 

Description

Appropriated 

cap for FTEs

▪ The Congressional cap placed upon the number of full-time 
employees that NWS can employ at any time  

Filled authori-

zed positions 

▪ Authorized by position (via billet) and then assigned to FTEs in 
order to fulfill responsibilities given to the NWS; almost always one 
FTE to one position; counts towards the appropriated cap of FTEs  

Vacant authori-

zed positions 

▪ Authorized by position (via billet) and by location but not currently 
assigned to any staff; does not count towards the appropriated cap 

Temporary 

positions 

▪ Positions created (via temporary billet) in order to fulfill duties in 
the short term or that have not been authorized; when filled, they 
count towards the appropriated cap; when vacant, they do not

Reimburseable

positions 

▪ Positions created, often by joint missions, that are not financed by 
NWS and do not count towards the appropriated cap

Student 

positions 

▪ Student positions in which college students can work for the NWS; 
are not FTE positions and do not count towards appropriated cap 

SOURCE: HQ and site interviews 
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4,886 4,638
4,294

344

Workforce
Analysis

4,996

248

Total NWS
appropriated2

4,996

248

NWS Table of
Organization1

4,996
110 110110

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site interviews

The workforce analysis is based on the NWS Table of 

Organization; there is a difference between the appropriated 

positions and current Table of Organization

1 Data from Table of Organization for NWS; not included are the 87 pathways positions (7 filled) or unfilled temp billets
2 4,638 represents the number of billets NWS is appropriated to fill in 2015
3 72 of the 110 reimbursable positions are filled

Difference of 248 
between appropriated 
and Table of 
Organization billets 
due to:
 Unappropriated 

mandates from 
outside 
organizations 

 Additional 
responsibilities un-
appropriated and 
shifted within 
NOAA to NWS 

 Shared billets 
within NWS, where 
1 billet = ½ FTE 

Vacant billets (592) 
represent difference 
between Table of 
Organization 
positions (4,886) 
and filled positions 
(4,294); 344 vacant 
billets appropriated 
in 2015 to fill

Workforce and 
workload analysis 
model (4,404) 
based on Table of 
Organization filled 
positions (4,294) 
and reimbursable 
FTEs (72 filled3)

Reimbursable positions 
Unappropriated for vacant billets Filled positions
Appropriated for vacant billets 

NWS 2015 FTE appropriated and Table of Organization

# FTE 1 position = 1 FTE
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Current and future workload

NWS Workforce 

Current and future workforce 1

2

Gap between workforce and workload3 Pre-
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Strategic workforce model

Workforce “Supply”

Future workforce
Future 

workload

Current workforce

Workload “Demand”

Current workload

1
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Workforce: Summary of current and future workforce 

section

 Majority of NWS workforce is in the field
 Vacancies exist across the organization, throughout all 

offices, and across all types of roles
 Hiring rates and attrition rates have both been increasing    
 Even with hiring rates continuing to recover, retirements and 

attrition will contribute such that vacancies will not begin to 
decrease until 2020; if hiring rates stagnate, vacancies will 
continue to increase 

 The structure of the career path for meteorologists, techs, 
and hydrologists leads to serious bottlenecks and 
increasingly high number of vacancies in senior positions

 Overall, workforce is also reaching higher GS-levels and 
becoming more expensive over time

1
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External hiring increases the NWS workforce, while 

attrition and retirement lead to workforce decreases

Decrease 

workforce 

supply

Increase 

workforce 

supply

▪ External hiring ▪ Increases workforce available 
▪ Measured by number of new FTEs 

with zero years tenure at NWS by 
year  

▪ Intern hiring/ 
position changes 

▪ Attrition 
(including 
retirement)

▪ Reduces workforce 
▪ Based on historical attrition rates 

▪ Changes location of workforce 
across positions 

▪ Based on GS-level and hierarchy 
of positions (e.g., met intern => 
journeyman => lead forecaster) 

Drivers of workforce Description

Changes 

workforce 

distribution

1
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The NWS workforce is highly dispersed with the majority 

of staff (82%) working within one of the 1831 offices in the 

field

RFC

201

NCEP Regional 
HQ

489
794

Other HQ Total

4,996

67

WSO

55285

2,993

WFO

84

CWSU

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data
on June 8, 2015; site interviews

122 156 21139# Offices

Temp filled Filled

Vacant*
NWS Authorized Positions by office 

# authorized FTE and authorized vacancies*

1382

Note: Includes filled temp billets (28) but not vacant temp billets; includes 110 reimbursable billets, 103 of which are currently filled 
1 NSCs such as the Alaska Aviation Weather Unit not included as its own office; positions included in total count for requisite regional HQ or WFO
2 Other includes NWC, the Data Buoy Center, the National Training Center, DCOs, the ITIC, the two TWCs; NTC and NDBC and NTC are not located in the region 
3 Headquarters is defined as one facility but includes operations facilities like National reconditioning center; some HQ staff potentially working at other offices temporarily  

Field offices

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1
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0

1,500

3,000

4,500

6,000

2008 201420132012201120102009 2015

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce 
Data on June 8, 2015; site interviews

Reduced hiring rates and increased attrition in recent years 

have led vacancies* to increase even as the number of 

appropriated FTEs has remained constant

Sequestration and related 
freeze played role in 
additional vacancies

NWS FTE positions filled and vacancies*  

All FTE and unfilled positions 
Vacancies*Positions filledRate by yearXX%

Vacancy

rate

Hiring freeze of 2008 reduced 
opportunity to fill vacancies 

7

5.7

7

5.0

7

5.5

5

5.2

6

6.0

9

6.0

12

5.8

12

--
Attrition 

rate1: 

1 NWS attrition rate also referred to as separations
* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1
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Hiring rates have increased in the past two years, but 

there is still a significant hiring challenge

’08-’15 NWS employee hiring actions

# authorized FTE

0

20

40

60

80

100

120

140

160

180

200

220

201520132011 201420122009 20102008

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; HQ & 
site interviews

“Currently, there is 

a NOAA-wide 

backlog of 1000 

positions due to 

be filled”      -NOAA

“There are 

hundreds of 

meteorology 

students who want 

these jobs, but the 

process takes so 

long that 

applicants  give 

up on working for 

[the NWS]”       -HQ

All NWS

Field

Representative

quotes: 
Additional increases in hiring 
occurred in first 10 weeks of 
2015, which was potential 
carryover from 2014 hiring push 
after sequester hiring freeze  

1
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2015 Authorized staff and positions by location 

# FTE and vacant positions 

Note: vacant billets are counted as equal to 1 FTE
1 HQ & National includes all facilities affiliated with HQ FM Code, as well as National Data Buoy Center and National Water Center  

NCEP

13%
(62)10%

(353)

90%

(3,342)

489

87%

(427)

3,695

Regional field HQ & National 1

23%
(187)

88%

(4,394)

4,996

77%

(625)

812
12%
(602)

Total

Vacant Filled

The average vacancy* rate is 12% with the largest number 

of vacancies (415) in the field and highest percent in HQ 

 Vacancy rate at headquarters higher in part 
due to recent re-organization  

 Vacancy rate at NWC high due to its recent 
opening

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1
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Top 14 Positions by total number of positions, 20151

1 Positions above are grouped by position title from workforce data and does not include some additional role differentiation

239

183

132

116

116

107

99

85

91

78

53

43

29

172

38

41

20

9

21

22

17

14

56

70

88

13Met Tech

Serv. Hydrologist

43

10

OPL 105

Phyiscal Scientist

SOO

MIC

14

107

123

ASA

HMT

16

152

120

130Hydrologist

125

IT Specialist

14

ESA

Program Analyst

2,085

ET 277

224

1,913Meteorologist 8%

14%

18%

13%

11%

7%

13%

18%

21%

13%

Position % Vacant # Filled # Vacant 

11%

24%

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site interviews

23%

Total

33%

= requires specialized science degree

Across NWS, vacancy* rates vary by position, with 

relatively lower vacancy rates in meteorologist roles

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1
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178

62

45

602

261

TotalOther2RFC

23

RHQ WSO

1

CWSU

13 19

NCEPHQ1WFO

Almost half of all total vacancies* (44%) occur in WFOs; 

half of these (50%) are in meteorology roles

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site interviews

2015 Vacant positions across NWS by facility

# Vacant positions 

130

36

29

261

62

-19

Total

13

Other4Met
leaders

HMT
/Met

HydroET/
ITOs

10

Mets3

2015 Vacant positions across all WFOs

# Vacant positions 

1 Headquarters is defined as Silver Spring facility; some HQ staff potentially working at other offices temporarily  
2 Other includes NWC, the ROC, the Data Buoy Center, the National Training Centers and ITIC, DCOs,, and other observation facilities
3 Includes all non-WCM, SOO and MIC meteorological positions 
4 Other includes, Administrative support, service hydrologists, and other specialist positions 

44% of 
vacancies are in 
WFOs

50% of WFO vacancies 
are meteorologist 
positions not including 
WCM, SOO and MIC 

Temp billets filled but un-assigned to authorized vacancy 

Authorized positions

15 25 23 11 35 28

XX = % vacant

15 25 23 11 35 28 43 28

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1

Pre-
de

cis
ion

al



28DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

12

5

2

4

23

2

DOHHMT Total

1

ASA SCHHIC

1

Hydro

Similarly, vacancies* in the RFCs occur in both hydrology 

positions as well as in support positions

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site interviews

2015 Authorized positions in RFCs

# FTEs and vacant positions 
2015 Vacant positions across all RFCs

# Vacant positions 

Majority of staff are 
non-management 
hydrologists 

45% of vacancies are 
positions requiring 
specific science degree 
requirements 

94

36

12
12

178
12

2510
2

1
1

13

41

DOH

13

HICHMTHydro

5

106

04

12

ASA

513

9
5

Total

203

ITSCH

Filled 

Vacant Temp billets filled

Vacant positions

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1
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At headquarters, a majority of staff are scientists but 

many of the vacancies* are among support positions, 

such as in the common services portfolio

Authorized positions across headquarters Authorized vacant positions at HQ by portfolio1

FTE and vacant positions
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FTEVacant

31

27

25

24

14

9

130

Science 
& Tech

Common 
Services

Central
Process

Dissemi-
nation

Obser-
vations

AFS

22 15 25 23 11 35 28 50 43

XX = % vacant

1 Headquarters includes some observations personnel who are assigned HQ FMCs in Table of Organization
* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 

1

36 30 32 25 50 16

XX = % vacant

# Vacant positions*

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site interviews

Pre-
de

cis
ion

al



30DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

28
44 42

19

16 16
24

20 21

29
20 21 20

80

100

All NWS

4,294

Field

3,774100% =

10+ years

Currently
eligible

5 to 10 years

1 to 5 years

Fed Govt2HQ

627

FTEs by years until eligible for retirement

% of total employees

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; GAO 
2012 US government prediction of federal workers’ retirement eligibility 

In terms of retirement, 42% of current NWS FTEs will be 

eligible in the next five years 

1 Retirement defined by the number of years left before a federal employee can retire from federal work; assumes that federal employees retire soon 
after they have achieved retirement eligibility                     

2 Federal government average based on GAO report projecting retirement eligibility for US government in 2012

NWS is in line with 
GAO estimate of 
retirement 
eligibility 
benchmark for all 
government 
employees1

42% total NWS eligible for retirement in next 5 years 

1
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While NWS retirement eligibility rates are currently high, 

historically they have been higher  

Number of NWS FTEs by years to retirement eligibility, 2008-14 

# FTE

Years to

retirement

eligibility

0
500

1,000
1,500
2,000
2,500
3,000
3,500
4,000
4,500
5,000
5,500
6,000
6,500

1 to 5

10 or more

Currently
eligible

5 to 10

2013 201420102008 2009 2011 2012

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015
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303
282

263
245

228
213

198
185

172160149

225221218216215214214215217219218

20252024202320222021202020192018201720162015

# Attrited

# Hired

An improved hiring rate, following the trend of the last two 

years, could offset attrition losses starting in 2020

Employees future hiring and attrition1

Projected future hiring and attrition 

1 Attrition rate based on NWS attrition rates growth from 2012 to 2015, and projected through 2025 via continued compound annual growth rate 
assuming an otherwise unchanging base FTE count

1
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Even with improved hiring rates, vacancies* will continue 

to persist (and potentially increase) through 2025

Stagnated hiring rate1 impact on projected future 

vacancies, 2015-2025

Number of vacancies*

82
46

267

726

22

731

131

702696 744

192

743

356

11

592 651

2015 2020 2025

519

578

597

459

657

Base case2

Impact of stagnated hiring rate on base case 

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; GAO 2012 US government 
prediction of federal workers’ retirement eligibility; HQ and site interviews  

▪ Current 1000-position backlog in hiring 
across all of NOAA 

▪ OPM has been assisting with hiring, but 
is having trouble meeting demand

▪ Same process for internal hires as for 
external hires

NOAA is in the process of addressing 

hiring challenges, but it will take time

1 Stagnated hiring rate based on additional year of increases in hiring, and then cap at 160 new hires per year, or ~13 hires per month
2 To simulate attrition through retirement, increased attrition rate based on increase of compound annual growth rate by .2% above natural compound annual growth rates starting in 2015 

and through 2025

Attrition rates are also projected to 

increase in the next ten years

▪ Retirement eligibility is high – 21% of  
current FTEs are presently eligible for 
retirement 

▪ Vacancies could persist as long as hiring 
rate does not outpace attrition rate 

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE as starting point in 2015

1
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SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; HQ and site interviews

Most meteorologists enter NWS in the intern position, 

which is the primary source of external hires in the 

meteorologist career path

“Interns are the 

only new way that 

we get forecasters; 

it creates a 

bottleneck; 

everyone applies 

through the intern 

position” – WFO

“It usually takes 

much longer than 

the minimum 

number of years to 

move up into senior 

positions –

hypothetically, 

you could be 

promoted as 

quickly as the 

minimum 

requirements, but 

forecasters 

usually wait years 

longer before they 

can be promoted”

- HQ

Career path for applicants for meteorologist (Series 1340) positions 

Number of 

positions

Position

Vacancy* # 

(% total) 

% External 

hires since 

20071

324

66 (20%)

~7662

40 (6%)

12%

898

65 (7%)

3773

38 (11%)

Met degree

Required?
Yes

Met Intern Journeyman

Forecaster 
Senior forecaster LeadershipApplicant

1 Data available for new hires past and new position changes past 2007 
2 Based on current GS-level data; does not account for non-GS rated meteorological positions 
3 Includes meteorologist management positions including MIC, WCM, SOO, and senior training staff; does not include all meteorologists leadership in regional or HQ

55% 6% 9%

Years 

required to 

progress to 

next step 

1-3 1 1-3 0-2

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 
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SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site 
interviews

1 Defined as “up to bid” met interns at GS-level 11 or above, who can bid to become journeymen forecasters 
2 Journeyman forecaster defined as series 1340 and series 1315 GS-12 and non-intern GS-11 positions 

There are currently not enough interns1 to cover 

vacancies* and expected attrition in journeyman 

forecaster2 positions 

Interns available to fill vacant 

positions

Vacant and expected attrition in 

journeyman hydro and met positions

Not enough 
interns to 
cover 18% of 
journeyman 
forecaster and 
hydrological 
positions 
expected to 
be vacant by 
end of year 

= 5 FTEs= 5 FTEs

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 
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Past hiring freezes coupled with the time required to 

develop senior meteorologists and hydrologists 

contributes to a potential leadership gap  

65

166

101

Current senior met 
and hydro vacancies

Expected attrition 
in next year 

Total senior hydro and 
met needs by 2016

NWS would need

to hire about 4 senior 

scientists  

per week for next 

year1

Projected senior met and hydrologist gap* over next year

Number of GS-15+ series 1315 and 1340 positions 

1 Assuming NWS assumed natural attrition rate of 5.095% and accounting only for GS-15 and above managers in 1315 and 1340 positions

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; site 
interviews

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 
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Hiring process for open tech/intern position at forecast office1

Hydrometeorological technicians and Met Techs are hired 

through the same funnel as interns and are often de-

prioritized leading to high vacancy rates

1 Interviews during site visits illustrated that many HMTs and Met Techs are flexing beyond their official responsibilities to help provide IDSS
SOURCE: 2015 NWS workforce data on June 8, 2015; OPM requirements for hiring series 1340 and 1341 positions; HQ and site interviews  

1 new position 

 MIC/ region has flexibility to 
decide whether to hire 
intern vs. tech

 Often prioritize 
meteorologists over techs

 Hiring process doubly 
complex as it must screen 
all candidates for both 
positions 

Met techs/HMTs (Series 1341)

▪ Hired at GS-10 or GS-11
▪ Often no meteorological degree
▪ Majority have military forecasting

and IDSS experience
▪ Met tech and HMT role does not officially 

perform forecasting duties – most IDSS1

Interns (Series 1340)

▪ Hired at GS-4 to GS-10
▪ Requires meteorological degree
▪ Increasing trend of graduate and doctorates in 

weather science
▪ Anecdotally, less experience with IDSS or in 

field when entering position
▪ Position fundamental to hiring new 

meteorologists
▪ Interns can provide forecasting/DSS
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There are a number of challenges in career paths for 

hydrologists and meteorologists 

Career path for applicants for meteorologist (Series 1340) and hydrologist (Series 1315) positions 

Met Intern Journeyman

Forecaster 
Senior forecaster Leadership

Applicants 

for intern 

& HMT 

1340 positions 

1

Hydrologists 
Hydro leadership 

e.g., DOH, HIC

Applicants

for 1315

positions

Combined hiring 
process and hiring 
backlog creates 
potential bottleneck in 
process

High proportion of 
vacancies in leadership 
positions with low 
external hiring leads to 
leadership gaps

Actual time to 
promotion much longer 
than minimum time 
requirements

Hydrology positions often filled by 
meteorologists and forecasters as 1315 
series  does not require a specialized 
hydrology degree 
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Additionally, average cost of NWS FTE increased from 

2008-15 by $21k as average GS-level of workforce has 

increased 

SOURCE: NWS Table of organization 2015 data; historical FTE cost and FTE count data 

GS level breakdown of FTE, 2008-151

% FTE by GS level (of Total) 
Fully loaded cost average across NWS, 2008-15

$ thousand 

1 Based on GS-level fully loaded costs per FTE; does not include reimbursable or vacant positions; by fiscal year  
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Current and future workload

NWS Workforce 

Current and future workforce 1

2

Gap between workforce and workload3 Pre-
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Strategic workforce model

Workforce “Supply”

Future workforce
Future 

workload

Current workforce

Workload “Demand”

Current workload
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Workforce: Summary of current and future workload 

section 

 WFO workload drivers are not independently correlated to workload in 
offices

 Workload drivers have varied between 2008-2014, with no overall 
significant patterns in that time period 

 There is a varying level of overtime by year; while WFOs have the 
highest number of overtime by hours, WSOs and CWSUs have high 
levels of overtime per FTE 

 Overtime and overall workload varies across office types, with offices 
with smaller structures (e.g., CWSUs) seeing less overall variance 

2
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Workload model includes a broad set of drivers

Drivers of workload Status Description 

Technological innovations/ 

operational changes

▪ Included as proxy with assumed 
increase in future projections 

▪ Change in workload caused by future technology 
or operational changes 

Marine area of responsibility 
▪ Included in current model▪ Marine square footage WFO is responsible for 

Population ▪ Included in current model▪ Size of population in area of responsibility 

Number of media markets 
▪ Data request to field out; to be included 

in further refinements of model
▪ Number of  separate communities (proxied here 

with media markets) in area of responsibility 

Weather type/frequency
▪ Included in current model as WWAs; # of 

weather events; types of weather events 
▪ Types of weather the office must be responsible for
▪ Frequency of each type of weather event 

Leadership culture 
▪ Proxy for differences in regional culture 

included in model
▪ Expectations for normal workload and 

responsibilities covered by leadership

IDSS responsibilities 
▪ Data request out to field; to be included 

in further refinements of model
▪ Number and variety of IDSS stakeholders 

Aviation responsibilities 
▪ Included in current model ▪ Number of airports in WFO’s area of responsibility

▪ Programs proxied by type of weather 
events covered within office

▪ Number and type of programs offices manage 
(e.g., tropical, water, climate)

Programs managed within 

office1

1 Programs included impacting the model are aviation, fire weather, climate services, hydrology, marine, public forecast, 
tropical weather, tsunami, winter weather, space weather, and severe weather

Population density ▪ Included in current model▪ Population density in area of responsibility 

Land area of responsibility 
▪ Land square footage WFO is responsible for ▪ Included in current model

Weather severity 
▪ Included in current model as average 

cost of all weather events for WFO
▪ Severity proxied by the estimated cost of weather 

events 

2

SOURCE: HQ and site interviews  
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30,000

65,000

35,000
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75,000

25,000
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70,000

10,000

80,000

20,000

5,000

0
Non-precip

Heat
Marine

Flood
Tropical
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Severe

2014

Winter

20122009 20102008 20132011

Total number of weather events1 by type of event

Number of events 

High of 70,000 
events in 2008

High of 79,000 
events in 2011

SOURCE: 2008-2014 NWS Severe weather event data, Storms events database, National Climate Data Center 

The total number of weather events has varied 

between 2008 – 2014, but there has not been a net 

increase during that timeframe

1 As reported by National Climate assessment US Global Change research Program, severe weather events have been increasing over the last 
100 years; this data shows only 08-14, where that pattern is not evident

2 If possible, the duration of events would be assessed

2

Does not account for 
duration of events, which 
could be a critical driver 

of workload2
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Watches, warnings and advisories have been slightly 

increasing in most regions since 2011

0
0.5
1.0
1.5
2.0
2.5
3.0
3.5
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4.5
5.0
5.5
6.0
6.5

2008 2009 2010 2011 2012 2013 2014

Western

Southern

Pacific

Eastern

Central

Alaskan

Watches warnings and advisories1 by event by region  

# WWAs divided by number of events by region

1 Includes total number of watches, warnings, advisories, outlooks, or other severe weather messaging disseminated by any office considered 
within region 

SOURCE: NWS WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National Climate Data Center 

2

Pre-
de

cis
ion

al



46DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

Severe weather events alone do not directly correlate with 

a WFO’s workload, even when accounting for office size

2014 WFO overtime per FTE by frequency of severe weather event 

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 200-2014; 
NWS WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, 
National Climate Data Center 
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Since 2008, overtime has varied between 150k and 190k 

hours annually; the first 10 pay periods in 2015 have 

reported higher than average overtime

174,686

176,443

182,032

120,000

130,000

140,000

150,000

160,000

170,000

180,000

190,000

200,000

210,000

Projected1

15214131211100908

NWS Overtime and overtime regression historical projection 

Overtime hours by year 

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; site interviews

“I’ve been personally 

working over 110 

hours per pay period 

for the past year

because we are short 

staffed and have to 

spend time training up 

new staff”            –WFO

“[My team] misses 

funerals, they miss 

birthdays – and they are 

fully committed and 

loyal to this place . . . If 

the vacancies were 

just filled, we’d be 

fine” - WFO

1 Historical projection based on time lapse regression of historical overtime data from 2003-May 2015, holding all else constant 
2 2015 annualized based on 2015 hours from first 10 bi-weekly pay periods, which were compared to proportional amount of hours in first 10 bi-weekly 

pay periods of FY2014 and then averaged to smooth out differences across pay periods 

High of 182k 
hours in 2008

High of 176k 
hours in 2011 Annualized, will be highs in 

first ten pay periods of 
2015

Representative  

quotes: 

2
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SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 200-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center 
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WSOs

Total workload for average facility by FTE, 2008-2014
FTE hours and overtime hours per FTE  

HQ

WFOs
RFCs

201413121110092008

On average, there is not a wide variation between offices 

in total hours worked per FTE and this has remained 

relatively constant over time

2

Pre-
de

cis
ion

al



49DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

RFCs vary in terms of overtime per FTE; however, average 

is lower than WFO average overtime per FTE

35
19

0
1

4
9

13
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22
32

33
38

48

Taunton

WFO average

RFC average

Tulsa

State College

Sacramento
Anchorage

Fort Worth

Slidell

Pleasant Hill
Chanhassen

Peachtree City

Salt Lake City

Wilmington

Portland

Total 2014 overtime by River Forecast Center by FTE 

Overtime hours per FTE 

In 2014, Pleasant 

Hill (Missouri Basin 
RFC),  and 
Chanhassen (North 
Central RFC) had 3-
13 hours more 
overtime per FTE 
than the average 
WFO

2

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center
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Workload per FTE by RFC, 2014

FTE hours and overtime hours per FTE by RFC

RFC total workload per FTE does not vary significantly 

across offices (variation in 2014 of <400 hours)  
2

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center 
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Average workload by CWSU 2008-2014 

FTE hours and Overtime hours per year 

Office with highest

workload 

CWSU average workload varies office to office and has 

increased slightly since 2008

0
1,000
2,000
3,000
4,000
5,000
6,000
7,000
8,000
9,000

10,000
11,000

2011 2013 201420122008 2009 2010

Office with lowest

workload 

Average workload 

per office 

2

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center 

CWSU with highest 
workload in 2014 had 
+2,600 more hours than 
CWSU with lowest 
workload;  this is a ~25% 

increase of average 

CWSU workload 

Highest # hours worked at CWSU

Lowest # hours worked at CWSU
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SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center 
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NCEP total workload includes relatively low overtime and 

has not varied over time
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Current and future workload

NWS Workforce 

Current and future workforce 1

2

Gap between workforce and workload 3 Pre-
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Strategic Workforce model 

Workforce “Supply”

Future workforce
Future 

workload 

Current workforce

Workload “Demand”

Current workload

3
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Workforce: Summary of gap between workforce and 

workload section 

 Regression analysis provides a relative comparison of hours 
worked across WFOs, controlling for variance in the drivers 
of WFO workload   

 A gap exists between today’s expected workload and today’s 

workforce when not accounting for vacancies; severe 
weather and additional IDSS would exacerbate this gap

 Relative to each other, gap varies between offices 
 While the gap in forecasting workload is estimated to 

increase over time, automation would close this gap, based 
on other industry benchmarks

 During interviews, supervisors indicated additional skills 
gaps in written and oral communications skills in order to 
complete IDSS

3
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Analysis projects the difference between the actual 

workload and, based on the drivers of workload, the 

expected workload for WFOs from 2008-2014

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by 

year, 2008-2014; NWS WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, 
Storms events database, National Climate Data Center 

1 Statistical significant variables all significant to 95th percentile for 2008-2014, treating each year and WFO as an independent observation; F-statistic-44.68 
with a confidence interval of >99%; all included variables statistically significant in the 95th percentile; r-squared for regression = .5321
2 Offices included in analysis currently only constitute WFOs; other types of offices (RFCs, CWSUs, WSOs) not included in sample because they would not 
provide a homogenous sample in order to compare office to office; RFC statistical analysis currently performed has not yielded statistically significant results 

▪ Model is a multivariate regression with statistically significant results1 across: 

– All 122 WFOs2

– From 2008-2014
▪ Dependent variable: Workload is equated to total #FTE hours including overtime by office 
▪ Independent variable: Drivers of differences in workload between WFOs (statistical significance of each 

driver specified on next page) 
▪ The model uses these variables to project an “expected” workload for each unique WFO
▪ Analysis then compares “expected” workload to the actual workload for each WFO to analyze the relative 

difference across all NWS WFOs
▪ This model can:

– help in identifying patterns in workload across NWS 
– bring to light offices that could be relatively overburdened within NWS 
– identify whether there is an overall gap between workload and workforce across all WFOs
– provide a jumping off point in which to discuss next steps to overcoming workload challenges 

▪ This model does not: 

– match exact workload hours to drivers of workload (e.g., tropical storms cause x hours of workload) 
– provide an absolute understanding of whether WFOs do or do not have the “correct” workload 

– account for vacancies within offices, as vacant positions do not count positively or negatively towards 
workload 

– provide a recommended “list” of offices in which to make changes 

3
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Regression analysis including a set of statistically 

significant workload drivers indicated there is a difference 

between expected and actual hours worked in most WFOs

▪ Population
▪ Population density

▪ Larger population leads to increased potential for lives lost and to 
larger number of IDSS stakeholders 

▪ Marine area of responsibility ▪ Larger marine area of responsibility increases expected workload 

▪ Land area of responsibility ▪ Larger the area of responsibility, higher the expected workload 

Impact Workload driver 

Not currently 

significant 

Statistically 

significant1

(N=770) 

▪ Other weather events ▪ Count of events not individually significant: fire, tropical, winter, 
marine, heat, and flood

▪ Average costs of events not categorized as “severe”  ▪ Cost of other weather events

▪ Number of watches, warnings,
advisories

▪ The higher the number of WWAs, the higher expected workload 
in office2

▪ Aviation responsibilities (e.g., 
number of forecast airports)

▪ The higher the number of airports covered by WFOs, the higher 
the expected workload 

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National Climate Data 
Center 

1 Statistical significant variables all significant to 95th percentile for 2008-2014, treating each year and WFO as an independent observation; F-statistic 32.02 
with a confidence interval of >99%; all included variables statistically significant in the 95th percentile; r-squared for regression = .5392
2 Offices included in analysis currently only constitute WFOs; other types of offices (RFCs, CWSUs, WSOs) not included in sample because they would not 
provide a homogenous sample in order to compare office to office; RFC statistical analysis currently performed has not yielded statistically significant results 

▪ Regional location in Western 
of Pacific regions 

▪ Regional differences lead to additional variation in expected 
workload 

▪ Severe weather events and 
cost 

▪ Number of severe events increase workload and average cost 
for severe weather event 

▪ Non-precipitation event ▪ Number of non-precipitation events (e.g., tornados) 

3
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Workload/Workforce across each WFO

Workforce1 and workload2 varies across WFOs; a gap 

currently exists NWS-wide with expected workload exceeding 

workforce, with some offices over and others under supplied

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS 
WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National 
Climate Data Center 

Workload exceeds workforce available
Workload equals to workforce available Workload less than workforce available

WFO Workforce available compared against expected workload based on workload drivers, 2014 

Hrs work by WFO

1 Workforce defined as current available FTE hours (including overtime) worked across WFOs
2 Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers

3

Workload 
exceeds 
workforce

Workforce 
exceeds 
workload

Workforce 
is equal to 
workload 

Pre-
de

cis
ion

al



59DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

The regression model shows that relative to peers, some 

WFOs have large gaps between workforce1 and workload2

coupled with high expected workload

1 Workforce defined as current available FTE hours (including overtime) worked across WFOs
2 Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers;
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% Gap in workforce hours worked and expected workload

Expected workload per year 

Large % gap between workforce 

and expected workload

High expected workload 

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS WWA
data, 2008-’14, 2008-’14 NWS Severe weather event data, Storms events database, Ntl. Climate Data Ctr.
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Workload/Workforce across each WFO

Considering only workload1 of series 1340 meteorologists 

in WFOs, a more consistent gap exists across WFOs

between workload and workforce2

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-2014; NWS WWA data, 2008-2014, 2008-
2014 NWS Severe weather event data, Storms events database, National Climate Data Center 

Workload exceeds workforce available
Workload equals to workforce available Workload less than workforce available

WFO Workforce available compared against expected workload based on workload drivers, 2014 

Hrs work by WFO

1 Regression analysis returned statistically significant results with p-value of 0.00 and overall lower r-squared of .2444; variables that were not statistically significant in this regression but 
were significant in the full regression were population, pop. density, land area of responsibility, advisories, and the Western and pacific region dummy variables; variables that became 
statistically significant were the number of fire, tropical and marine events; and the eastern and Alaskan region dummy variables

2 Workforce defined as all FTE and overtime hours worked by series 1340 FTEs, which would include and supervisory positions in series 1304

3

Workload 
exceeds 
workforce

Workforce 
exceeds 
workload

Workforce 
is equal to 
workload 

Pre-
de

cis
ion

al



61DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

Based on a model that exclusively considers series 1340-

reported hours1, a different set of offices have high 

forecaster workload2 and gap relative to their peers

1 Workforce defined as current available FTE hours (including overtime) worked across WFOs by 1340 series only, including 1340 series supervisors 
2 Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers;
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% Gap in workforce hours worked and expected workload, series 1340 only hours 

Expected workload per year 

Large % gap between workforce and 

expected workload

High expected workload

SOURCE: NWS Overtime data by biweekly pay period, 2002-’15; NWS CFO’s FTE data by year, 2008-’14; NWS WWA
data, 2008-’14, 2008-’14 NWS Severe weather event data, Storms events database, Ntl. Climate Data Ctr.

Comparison of workforce and workload, series 1340 hours 

3
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In scenario of lower number of weather events, more offices 

show oversupply with workload2 less than workforce1

available

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by 

year, 2008-2014; NWS WWA data, 2008-2014, 2008-2014 NWS Severe weather event 
data, Storms events database, National Climate Data Center 

Workload exceeds workforce available Workload less than workforce available

WFO Workforce available compared against expected workload based on workload drivers, 

Thousand hrs work by WFO

High frequency of weather events3 impact on 

workforce and expected workload 

1 Workforce defined as current available FTE hours (including overtime) worked across WFOs
2 Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers
3 High frequency of weather proxied by using data for 2011, year with overall high number of weather events, to model workload; low frequency weather 

events used data from 2009 as a proxy to model workload 

Workload/Workforce across each WFO

Low frequency weather events3 impact on 

workforce and expected workload

3
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In scenario where WFOs model heavy IDSS workload, gap 

across NWS increases

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by 

year, 2008-2014; NWS WWA data, 2008-2014, 2008-2014 NWS Severe weather event 
data, Storms events database, National Climate Data Center 

Workload exceeds workforce available
Workload equals to workforce available Workload less than workforce available

WFO Workforce1 available compared against expected workload2 based on workload drivers, 2014 

Hrs work by WFO

1 Workforce defined as current available FTE hours (including overtime) worked across WFOs
2 Workload defined as expected workload based on team regression analysis accounting for 

variance in workload drivers

Heavy IDSS focus in WFO - impact on expected 

workload 

Light or no IDSS focus in WFO - impact on 

expected workload 
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Workload/Workforce across each WFO

3
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Type Definition Examples 
Portfolios

included

 Mission
delivery 
activities and 
direct support 

Looking comprehensively at NWS, there are three major 

types of work

Mission 

delivery

 Forecasting
 IDSS delivery 
 Observations 

and obs direct
support  

 Hydro and met 
techs 

 AFS
 Dissemination
 Observations 

 Do similar drivers exist 
across all mission 
delivery positions?

 Will workload at HQ 
scale with workload in 
the mission delivery 
positions in the field?

Research 

and 

Development

 Research or 
related or 
development 
of new science 
and tech. 
abilities 

 NCEP research 
into new 
technology, 
models, or 
weather-related 
science 

 Science and 
Technology 
Integration  

 When comparing to 
other organizations 
with R&D investments, 
what is the appropriate 
level of staff? 

Admin and 

Support1

 Centralized 
support and 
leadership to 
guide 
organization 

 Headquarters 
staff 

 ASAs
 ITOs and IT 

support staff
 Facilities staff   

 Common 
services

 Central 
processing

 How will the ratio of admin 
and support staff scale 
with changes to workload 
in mission delivery and 
R&D?

Questions about workload

3

SOURCE: Industry benchmarks, HQ and site interviews 

1 Count of admin and support staff includes staff at headquarters, ASA’s, facilities staff not currently in common services and central processing portfolio, 
and the common services and central processing portfolios 
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Industry benchmarks of proportion of R&D staff of 

total staff 

R&D FTEs/Total FTEs 

Proportion of staff in Admin & Support1

and R&D roles 

Proportion current NWS FTE (%) 

For example, current NWS ratio of support staff (13%) and 

R&D (9%) could change in future to align with other 

industry benchmarks   
PRELIMINARY

28%

16%

TechPharma/
Medical 
Products

NWS
Science &
Tech

9%

Consumer
Goods

4%

Auto-
makers

9%

SOURCE: Industry knowledge and benchmarks; 2014 NWS Workforce data as of June 8, 2015 

3

78%

9%

All NWS staff

13%

R&D
Admin & 
Support 

Mission
delivery

1 Count of Admin & Support staff includes staff at headquarters, ASA’s, facilities staff not currently in common 
services and central processing portfolio, and the common services and central processing portfolios 

Are these
the correct ratios of 

staff for NWS currently 
and in the future? 

Pre-
de

cis
ion

al



66DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

NCEP FTE by Portfolio

# FTE 2015 (not including vacant billets) 

Admin & Support

NCEP’s current structure includes multiple types of 

workload (e.g., mission-delivery, R&D, and support)

195

42

126

430

55

Total

29%Central 
Process.

Obser-
vations

10%

Science 
& Tech 13%

12 3%

Disse-
mination

AFS 45%

Type of workload

R&D

Mission delivery

SOURCE: Industry knowledge and benchmarks; 2014 NWS Workforce data on June 8, 2015

3

Total
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Benchmarks for level of automation1 by normal 

type of work within sector, % workload

Based on benchmarks from different sectors, partial 

automation scenarios could alleviate future workload gap 

SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 200-2014; NWS WWA data, 
2008-2014, 2008-2014 NWS Severe weather event data, Storms events database, National Climate Data Center 

1 Assumes automation directly related to shift work performed in WFO offices; assumes 2-shift per hour mandatory forecasting grids work can be automated at above levels; assumes a relatively 
linear integration of automation up until gap in workload and workforce is closed at 13% automation level 

2 Workforce defined as current available FTE hours (including overtime) worked across WFOs
3 Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers;

Projection of gap between workforce2 available and 

workload3, with automation increases, % workload 
% automation by PTI 

100%= # of activities

Profess. 
Science & 
Tech 
Services

58%42%

Educational

Information 

Non-Automatable

Automatable

62%31%

59%41%

100%

0%

3

No automation

0%

100%

0%

100%

20192016 2017 20182015

100%

0%

Workforce meets workloadImpact of automationGap in workload
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Top quartile 
Second Quartile
Third Quartile
Bottom Quartile

Skill assessment revealed gaps in skills 

especially for those identified as important to 

IDSS and for the intern position
Outcome scores based on average of gap between desired and current responses

1 Based on a scale of not important (0) to critical to IDSS (5)  
SOURCE: NWS Skills assessment; partial sample of NWS WFOs, CWSUs, and RFCs

4.4

4.2

4

4.6

4.4

4.4

3.6

3.6

4.4

4.2

4.8

4.4

3.8

4.6

4.4

4.2

3.8

2

0

1

3

2

1

2

2

1

0

1

1

2

3

0

2

1

0

0

1

1

2

2

2

1

0

-1

0

0

1

2

1

0

-1

2

2

2

2

1

2

2

3

2

2

2

2

1

1

2

2

1

1

1

0.5

1

1.5

0

1

0.5

1

0

0.5

1

0

1

1

1

1

Importance 

to IDSS1 Forecaster Skills

Quality focus 

Partnering 

Oral communications 

Judgment/decision-making

Written communications 

Leadership

Creative thinking

Teamwork

Leveraging diversity

Customer service 

Analytics and stats

Data collection

Computer and IT tech 

Applying weather science

Problem solving 

Coordination
Information gathering 

WCM Intern HMT

Gap between current and desired scores, rounded
Top 3 skills

3
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In some WFOs, there are current soft skills gaps for 

forecasters, particularly in team work and 

communications 

Current vs. desired competency level for forecasters, 

average score, rounded Gap

Strong
4

Proficient
3

Expert
5

Basic 
2

None/Minimal 
1

N/A
0

Skills

Quality focus 

Partnering 

Oral communications 

Judgment/decision-making

Written communications 

Leadership

Creative thinking
Teamwork

Leveraging diversity
Customer service 

Analytics and stats
Data collection

Computer and IT tech 

Applying weather science
Problem solving 

Coordination
Information gathering 

2

0

1

3

2

1

2

2

1

0

1

2

3

0

2

1

1

3

SOURCE: NWS Skills assessment; partial sample of NWS field offices in 2015 site visits 

Current level
Desired level

# Largest gap1

1 Skills in blue are those with largest difference between current and desired competency levels in skill
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Interns are not expected to be as proficient as 

forecasters, but there still exists a significant skills gap 

Current vs. desired competency level for interns, average 
score, rounded Gap

Proficient
3

Strong
4

N/A
0

Expert
5

None/Minimal 
1

Basic 
2

Skills

SOURCE: NWS Skills assessment; partial sample of NWS field offices in 2015 site visits 

Quality focus 

Partnering 

Oral communications 

Judgment/decision-making

Written communications 

Leadership

Creative thinking
Teamwork

Leveraging diversity
Customer service 

Analytics and stats
Data collection

Computer and IT tech 

Applying weather science
Problem solving 

Coordination
Information gathering 

2

2

1

3

2

2

1

2

1

2

2

1

2

2

2

3

2

3

1 Skills in blue are those with largest difference between current and desired competency levels in skill

Current level
Desired level

# Largest gap1
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HMTs and Met techs are often meeting the expectations 

of their role; in many cases, expectations are lower than 

forecasting roles 

Current vs. desired competency level for hydromet techs 

and met techs, average score, rounded Gap

Proficient
3

Strong
4

N/A
0

Expert
5

None/Minimal 
1

Basic 
2

Skills

Quality focus 

Partnering 

Oral communications 

Judgment/decision-making

Written communications 

Leadership

Creative thinking
Teamwork

Leveraging diversity
Customer service 

Analytics and stats
Data collection

Computer and IT tech 

Applying weather science
Problem solving 

Coordination
Information gathering 

1

1

0.5
1.5

0

1

0.5

1

0

1

0

1

1

0.5

1

1

1

3

SOURCE: NWS Skills assessment; partial sample of NWS field offices in 2015 site visits 
1 Skills in blue are those with largest difference between current and desired competency levels in skill

Current level
Desired level

# Largest gap1
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2. Recruiting and on-boarding

The best processes innovate on sourcing and optimize the 
candidate experience

4. Growing leaders

Leadership development can be accelerated with a 
cross-agency view of leader/opportunity matching and 
movement 

5. Learning and organizational development

The most effective programs are a part of a larger journey 
and are coupled with experiential learning components 
and innovations in job design

3. Recognizing and rewarding performance

Motivation is sensitive to the integrity and consistency of 
the link between performance, ratings, and consequences 

6. Engaging and connecting

Strong and cohesive social and knowledge networks can 
dissolve structural barriers and silos

1. Linking talent strategy to business needs

Changes in environment, budget and demographics can 
be anticipated and addressed

7. Creating a talent culture

Talent cultures require foundational mindset and 
behaviors among executives and staff alike

Engaging 

and 

connecting

Recruiting 

and on-

boarding

Recognizing 

and 

rewarding 

perfor-

mance

Learning 

and organi-

zational

development

Growing leaders

6 2

3

4

5

1

The talent wheel informs the Talent System Assessment 

Tool (TSAT) to take a ‘whole system’ approach to managing 

talent and gauging the strengths and gaps today

The talent wheel and 7-part Talent System Assessment Tool (TSAT) 

Creating a

talent culture 

7

3

Pre-
de

cis
ion

al



73DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

TSAT assessment highlights strengths in capabilities and 

talent pools for key roles, but opportunities in workforce 

planning, hiring, performance management and training
Talent diagnostic 

self-assessment
Leading edge Superior Common Undeveloped

2 Employee value proposition (EVP)

tailored to what key populations want

Effective messaging to deliver and 
communicate the EVP

Sourcing from high quality talent pools

Selecting the right mix of skills, attitudes 
and behaviors

Effective and efficient hiring process

that delivers a good candidate

experience

Quick and effective onboarding of new 
employees

1 Workforce planning system provides a forward 
looking perspective on talent needs given the 
organization’s strategy

Optimal resource allocation of today’s capabilities

5Understanding job

capability requirements

Training mechanisms that 
provide skills and knowledge

in a timely manner

Roles and job design aligned to 
meet business objectives

6

Building social connections

across the organization

Retention of key 
populations

7Leader and manager involvement

in talent development

Individual initiative taking to plan 
and grow

4Identification of leaders

Deployment of leaders in the interest of 
organization needs and individual growth

Formal programs and mentoring to guide and 
develop leaders 

3 Performance measures that are linked to value creation

Targets that are tuned to motivate higher levels of performance

Differentiated ratings, rewards, and consequences

Evaluation process that maintains integrity and fosters healthy 
performance dialog

Recruiting &

on-boarding

Recognizing

& rewarding 

performance 

Learning 

and orga-

nizational 

development

Growing leaders

3

4

5
Creating a

talent culture 

7

Engaging and 

connecting

6 2
1

3
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Select implications of NWS TSAT: talent management and 

human capital priorities

▪ On the strengths side, for key roles NWS has clear capability requirements 
and taps high quality talent pools

▪ However, NWS could prioritize challenges in workforce, talent management 
and human capital for the future including:
– More robust systems and workforce planning to facilitate strategic 

resource allocation
– Attention to the hiring process to address backlog and process delays
– Performance management could be enhanced beyond pass / fail to 

differentiate and motivate top performers
– Training could be enhanced, particularly for key skills and roles in 

management and communications
– Greater involvement from supervisors to communicate the direction of the 

organization and skills needed to achieve it to inspire commitment 
– Adherence to fairness and transparency in opportunities to motivate staff 

and create a culture of trust
▪ Additional details follow…

3
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Linking talent strategy to business needs: insights and 

quotes about the strengths and gaps

▪ Push for hiring: there is strong awareness of 
the missing staff roles and skills in each office 
and a strong desire to get the gaps closed as 
soon as possible; some offices are particularly 
aware of the managerial skills gaps

3

“Covering open shifts for prolonged 

periods wears down a staff physically 

and emotionally.”

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

High level insights Select quotes

Strengths 

Gaps ▪ Large backlog of unfilled roles and lack of 

priorities: for reasons including challenges in 
the NOAA WFMO office there is a systematic 
backlog and a perception that it is difficult to 
prioritize or know what the most urgent and 
important drivers are to address

▪ Sub-optimal resource allocation: there is a 
commonly held perspective that the “one size 

fits all” WFO staffing model does not reflect 
the varying needs in each offices and that it 
would be beneficial to have customization 

– Many staff mentioned preferring IDSS or 
forecasts but are constrained from 
specializing or focusing

“Hiring has gotten worse. Offices should 

not suffer multiple vacancies for 

months and years. Management should 

make it a much higher priority.”

“I know the office is trying to fill the 

vacancies – raising the issue to regional 

leaders and trying to find ways 

around the frustrating backlog.”

“There’s a major lack of succession 

planning: a departing employee cannot 

cross-train their replacement because 

the employee has to vacate their billet. 

There’s no practice around passing 

down knowledge that way.”
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Recruiting and onboarding: insights and quotes about the 

strengths and gaps

▪ Strong ties to universities: the relationships 
with universities and the meteorological 
community helps generate and sustain the 
recruitment pipeline for qualified candidates

3

“Our university and AMS collaborations 

helps ensure that new graduates think of 

NWS as the employer of choice.” 

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

High level insights Select quotes

Strengths 

Gaps ▪ Going beyond the usual suspects: beyond 
core meteorology programs (e.g., military and 
other agency meteorologists), outsiders and 
“diversity” candidates are often overlooked 

even though many have strong talents for 
missing leadership and communication skills

▪ Key capabilities are missing – and not being 

prioritized: there are big gaps in managerial, 
leadership and communication skilled the hiring 
process does not seek these skills out

▪ Huge backlog: 12 month+ waiting processes 
to notify interested candidates dissuades many 
from applying or taking the job

▪ Basic onboarding is lacking: newer hires 
experienced inconsistent onboarding on “how 

NWS works”

“Management's inability to harness the 

abilities and skills of employees is the 

least inspiring part of the job.”

“Poor management skills at every 

level contribute to the perceived lack of 

leadership and mismanagement 

pervasive in the organization.”

“The NWS needs to provide a clearer 

vision of its "weather-ready nation“. It 

cannot achieve this goal if it continues to 

remain behind in recruiting scientific 

and technological skills and 

knowledge and managers.”
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Recognizing and rewarding performance: insights and 

quotes about the strengths and gaps

▪ Performance measures are not fully linked to 
value creation; people described they can be 
promoted is by leading individual/non-team 
based science projects and that there are few 
formal incentives for great IDSS or leadership
– Organizationally the GPRA measures are 

associated with forecast accuracy not IDSS
excellence

– Relevance of ratings for each WFO may 
diminish as the blended model takes over

▪ Ratings and rewards are not motivating, they 
are perceived to not be meaningfully connected 
to actions in a consistent way, in particular that 
poor performers are tolerated

3

“We need to improve the promotion 

process to select the best-qualified 

candidates, and give real incentives 

to those who innovate.”

“There is too much fear of 

consequences by local managers.

Poor performers need to be held 

accountable.”

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

“I feel little trust in management… 

There’s such inconsistent treatment 

and opportunities.”

High level insights Select quotes

Strengths 

Gaps

▪ Pockets of best practice are emerging where 
the informal evaluation process recognizes 
innovation and collaboration and where leaders 
highlight the public impact of the work; these are 
seen as inspiring places to work

“The most rewarding part of my job is 

when we receive thanks from the 

public or our partners letting us 

know how our forecasts and products 

led them to take action that made a 

difference..”
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Growing leaders: insights and quotes about the strengths 

and gaps

 People can move around the country in the 
interest of the organization’s needs and individual 
growth; this deployment of leaders is reflected in 
the number of offices people have been a part of 
in their NWS career

3

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

“The option to live someplace great 

that I want to live and to have the 

opportunity for promotions speaks not 

only to me, but many in my 

generation.”

High level insights Select quotes

Strengths 

Gaps  The identification of leaders needs to match 

the future job, not the former one: the primary 
focus on scientific and forecasting skills rather 
than the qualities that make for great managers 
and leaders generates a dearth of more senior 
roles with the needed skills

 Lack of formal programs and mentoring: 

training is insufficient in terms of the range of 
courses, and there is a disconnect between the 
roles that are needed in management and the 
preparation and mentoring so that people are 
ready to fill them and be strong leaders

“We need to improve mentoring 

programs for operational staff leaders 

to bring the next generation up to 

speed more quickly.”

“Providing coaching/mentoring could 

help all become top performers and 

empower all to improve the agency.”

“Teach and train us to respect each 

other and listen and collaborate.  

Many people here lack some basic 

social skills and yet have been 

elevated to managers.”
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Learning and organizational development: insights and 

quotes about the strengths and gaps

▪ Understanding job capability 

requirements: particularly for forecasting and 
technology there are clear capabilities tied to 
academic training and performance metrics

3

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

The passionate workforce is driven by a 

love of the weather and wants to do a 

great job. The severe weather and 

operational radar expertise is by far the 

best in the world.

“The vast majority are here because they 

want to be. Yet, training on day-to-day 

operational forecasting is shamefully 

lacking.”

“The worst part of the job is my 

supervisor's lack of commitment to 

my development. I haven't had training 

in 3 years – unheard of in the IT field. 

They need to develop employees.”

High level insights Select quotes

Strengths 

Gaps ▪ Too few trainings – or time to take them: 

there is a significant lag (both perceived and 
real) about many of the training programs 
particularly in forecasting and in supervisory 
roles and a lack of time to be able to dedicate 
to training is not compensated by online 
classes; there is insufficient time to take them 
or ways to practice on the job

▪ Lack of clarity in role and job design: the 
NCEP integration and new NWC role in 
relation to WFOs and RFCs is not clear 
leading to a gap in the way; IDSS
expectations vary between offices and are 
often unclear within an office and managerial 
and leadership expectations are not defined

“We need more resources and time for 

training… 5 minutes here, 5 there on a 

web training is not focused time to learn.”
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Engaging and connecting: insights and quotes about the 

strengths and gaps

▪ Career retention: workforce data shows most 
people stay at NWS for the majority of their 
career; it is perceived as among the best jobs in 
meteorology

▪ National footprint of connections: as people 
move offices they stay in touch and form new ties

High level insights

3

Select quotes

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

“The greatest motivation is when I get 

to work with people, be a mentor, 

and someone I supervise get 

promoted/acknowledged for good 

work.”

Strengths 

Gaps

“People in regional and national 

headquarters seem out of touch 

with the field offices, so some of 

their directives/procedures result in a 

degradation of our products rather 

than an improvement.”

 There could be a broader reach and range of 

social connections: most of these connections 
are fostered in the science and technology space 
not in the “softer sciences” of communications 

and management which are increasingly needed; 
there is also a sense that diversity could be 
strengthened through affinity groups or greater 
inclusion activities and innovation

 “Field/region/HQ divide:” many people 
expressed frustration and disappointment about 
the lack of understanding or connection and that 
change happens top down with seemingly little 
consideration or notice

“Dealing with thoughtless 

management decisions such as 

cancelling travel due to lack of 

reasonable budget planning when 

this is a critical way to connect.”

Pre-
de

cis
ion

al



81DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

Creating a talent culture: insights and quotes about the 

strengths and gaps

▪ Pockets of proactive leadership: Some 
supervisors identify trainings and 
opportunities for people to grow 

▪ Individual initiative taking: many staff are 
interested to continue growing their career

3

“The lack of employee motivation is driven 

by constantly changing priorities with no 

guidance or direction from leadership.”

SOURCE: OHI Survey responses (July 2015, 49% of organization completed), interviews and site visit (42 sites in 20 
locations), analysis of workforce data 

“We don’t know what the future of the 

organization holds. Be more open about 

what is going on. No more surprise Friday 

afternoon e-mails detailing changes.”

“Flexible work schedules and teleworking 

could make the job more sustainable.”

High level insights Select quotes

Strengths 

Gaps  Predominate frustration with lack of 

training and development: There is an 
to inconsistency in opportunities

 Lack of clarify about the future which 
leads to a sense that employees do not 
matter; supervisors treat communication 
as a “nice to have” not a must have 

 Innovation is held down/discouraged 

in terms of what people do, how they do it 
and where they work; many people are 
afraid to rock the boat or have gotten 
used to supervisors saying no

“I’ve had 6 MICs in my career – 1 was truly 

a manager and leader. However the other 5 

lacked critical skills including communication 

in the office. MICs should get training or 

have required capabilities.”

“NWS is seriously slow to implement 

innovative changes and improve customer 

support. It worsened over the past years.”Pre-
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Executive Summary of Phase 1 Deliverable: Current State 

Baseline and Gap Assessment

Overview of OWA: Purpose of the project, objectives for Phase 1 baseline and gap assessment

Methodology: Criteria and decisions to select and conduct site visits, interviews, surveys, team, SMEs

Baseline, gap analysis and insights: Against each assessment area, share fact-based findings and 
insights, including variation in particular roles and regions as well as themes from external stakeholders 
and internal staff

▪ Workforce: Controlling for differences, there is a gap in some areas between today’s workforce and 

today’s workload (e.g., due to increase in severe weather, proliferation of programs), which is 

expected to increase in the short-term given constraints on supply and increased demand but could 
be offset in the longer-term given changes to technology and operating procedures

▪ Operating Model (including IDSS): Multiple examples of IDSS were observed as well as generally 
high customer satisfaction, however there is a lack of alignment on what IDSS means, lack of clarity 
on roles, and lack of consistency on process and metrics used to evaluate outcomes

▪ Organization Structure: Examination of the current organizational model reveals potential 
opportunities for improvement both in terms of health – where we observed overall lower health but 
strengths in motivation and external orientation – and structure – where HQ has reorganized but the 
field remained constant and roles between national, regional and local offices are less well defined 

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS
operating model and the organization model, and continue to communicate and engage with internal 
and external stakeholders throughout
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IDSS interpretations

Operating model (including IDSS)

Stakeholder impressions1

2

Outcomes and impact3 Pre-
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Operating model (including IDSS): Summary of 

stakeholder impressions

 External stakeholders with whom NWS interacts regularly 
report high levels of satisfaction with IDSS, especially on 
accessibility of information, accuracy of products, and 
relevance of information

 There is also some confusion for external stakeholders 
around the scope of IDSS and services provided

 External stakeholders also identified some opportunities for 
improving IDSS, including on clarifying the proper role of 
NWS and increasing precision of products and 
communication
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Percentage breakdown of respondents (%)Sources of insight and IDSS survey overview

Sources of insight and IDSS survey methodology and 

respondents
1

 Approach to analysis: 

 Focus groups/ interviews at site visits

 Interviews with national partners and other 
key stakeholders

 IDSS survey: WCMs reached out to 
stakeholders with whom NWS has an 
existing relationship

 Survey purpose: capture stakeholder opinions 
of the effectiveness of NWS products and 
communication channels

 Survey open: from July 14-27

 Survey content: ten questions covering product 
and channel effectiveness and the frequency 
with which respondents interact with the NWS 
(ording of questions was limited to high-level 
questions of satisfaction per OMB guidelines

 Survey results: 712 responses (respondents 
were sent an anonymous link, so overall 
response rate of those invited is unknown)

15

1

2

3

3

11

12

53

State/Tribal EM

Local EM

Other federal govt

Federal EM

Business/industry

Other1

Non-profit

FEMA and national
emergency management

SOURCE: IDSS stakeholder survey, based on 712 survey responses conducted July 14-27

1 Most common responses included state government, educational institutions, hospitals, county government
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How often NWS information affects stakeholder 

decision-making (%)

Overall satisfaction with the IDSS received from NWS (%)

External stakeholders report high overall satisfaction with 

impact-based decision support services (IDSS) and 

frequently use NWS information to make decisions

3

0

1

19

77

Somewhat 
unsatisfied

Somewhat 
satisfied

Very 
Satisfied

No opinion

Unsatisfied 0

1

18

80>50% of 
the time

<10% of 
the time

Never

10-50% of 
the time

SOURCE: IDSS stakeholder survey, based on 712 survey responses conducted July 14-27

1 Stakeholders identified by local NWS WCMs as critical partners with whom they work

1

“I feel our relationship with the NWS team is way above 

outstanding, they are always available to me, my 

agency and my boss. They are the very best there is.”

“NWS is a critical member of our emergency 

management community and we depend greatly on 

them for decision support.”

“I am very satisfied with my NWS partners, they are 

easy to work with and provide extremely important 

information to aid in our decision making locally.”
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Numerous stakeholders praised the IDSS they receive 

from NWS for accessibility, accuracy, and relevance, but 

many are confused about the scope of IDSS

SOURCE: Site interviews

Dimension What we have heard

Accessibility of 

information

“They’re on Twitter, they’re on social media, and they’re in my email every morning; I always

know what I’m up against when I start my day ”

“I have never worked with an agency that is so accessible. They are remarkably proactive 

and in multiple ways – email, phone, social media.”

Accuracy of 

products

“It’s not like the other weather brands. I go by what the Weather Service tells me; not by 

anyone else”

“The technology has improved so tremendously; we can’t see private companies keeping 

up with the products the Weather Service has now”

Relevance of 

information

“It’s our livelihood; we’re a weather-dependent economy on our the best days.” 

“During a severe weather event, the Weather Service helps us ensure there’s not going to 

be a large loss of life.”

Confusion about 

scope of IDSS

“It’s challenging for the private sector to know where they should play a role, how they 

can play a role when what the NWS does varies from event to event”

“We have to know what the NWS can do for us, but we also have to know what they can’t 

do, or we’ll ask them to do everything, and, god help them, they’ll try and give it to us”

1
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High stakeholder satisfaction exists across all major NWS 

product offerings

SOURCE: IDSS stakeholder survey, based on 712 survey responses conducted July 14-27

Relevance

4.02

4.22

4.16

4.48

4.58

4.24

4.29

4.40

4.35

4.18

4.27

4.07

4.22

4.24

4.25

4.53

4.64

4.36

4.47

4.44

Timeliness Accuracy

Frequency of use and satisfaction along key dimensions of effectiveness  (ranked on a scale of 1-5; 3 = neutral / no opinion)

1

Long-term forecasts and outlooks (Day 4-8)

Point-click forecasts on NWS website

Hydrologic data and forecasts

Seasonal Outlooks

Observational data and model output

Probabilistic forecasts

Weather stories

Forecast discussions

Short-term forecasts and outlooks (Day 0-3)

Warnings, watches, and advisories

Never
Infre-
quently Regularly Frequently

4.40

4.35

4.27

4.66

4.28

4.01

4.28

4.20

4.46

4.52

Frequency1

1 Frequent communications identified as greater than two or more times per month, regular communication identified as approximately one time per month

NWS products
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Emergency Managers report receiving NWS information 

slightly more often than other stakeholders

SOURCE: IDSS stakeholder survey, based on 712 survey responses conducted July 14-27

Frequency of receiving NWS communication: Emergency managers and others

1

Never
Infre-
quently Regularly Frequently

Frequency1

1 Frequent communications identified as greater than two or more times per month, regular communication identified as approximately one time per month

Warnings, watches, and advisories

Long-term forecasts and outlooks (Day 4-8)

Point-and-click forecasts by location on NWS website

Short-term forecasts and outlooks (Day 0-3)

Forecast discussions

Observational data and model output

Hydrologic data and forecasts

Seasonal outlooks

Probabilistic forecasts

Weather stories

Others

Emergency managers

NWS products
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Beyond the NWS website, stakeholders receive 

information most frequently through NOAA weather radio 

and social media

SOURCE: IDSS stakeholder survey, based on 712 survey responses conducted July 14-27

Frequency1 Stakeholder opinions

Question: How frequently do you receive NWS information through the following communications channels?

Phone recordings

Embedded personnel with
NWS decision-makers

NWS website or web services

NWS personnel taking inbound calls

Phone calls from NWS personnel

Social media (e.g., Twitter, Facebook)

NOAA Weather Radio

Family of services

In-person briefings by request

NWS Chat

Never
Infre-
quently Regularly Frequently

1 Frequent communications identified as greater than two or more times per month, regular communication identified as approximately one time per month
2 Clarity of communication measured based on the questions, “How satisfied are you with the clarity of information received through these channels? (1-5 

scale, with 3 = No opinion and 4 = “satisfied”)

1

“The service needs a funding 

increase in order to provide for 

NOAA Weather radio 

transmitter maintenance and 

replacement.

“We need more Weather Radio 

recommendations and more 

information to new emergency 

personnel.”

“There are too many "old 

school" meteorologists at HGX

who won't embrace and use 

NWS Chat and/or social media.

“It would be nice if even more 

people (responders, EM

Directors) used the NWS Chat; 

keep up the great work on 

social media and with all your 

other products, really.

 Stakeholders

still use NOAA

Weather Radio

and depend on

its service

 Social media is

a relatively

frequent

source of

information for

stakeholders

4.52

Clarity of 

communication2

3.96

4.33

4.28

4.56

4.58

4.19

4.57

4.13

4.22

Channels of communication
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To build on high satisfaction, opportunities were 

identified around realigning products, tailoring 

communication, and further improving precision

SOURCE: Site interviews

Realigning 

products

Key themes

Tailoring 

communi-

cation

Improving 

precision

What we heard

“Too many products means that people need to 

go to multiple places for relevant products--

needs a reorg around key customers”

“Communication within products needs to be 

concise and consistent” “The feedback loop could be better—there is not 

as much after action sharing about learning”

“Need more  help with damage assessments 

after the events—we cannot always count on 

this at all or in a timely way"

“We would love to see more finer lines of 

accuracy—and greater degrees or at least 

transparency on the degree of certainty and 

confidence in the forecasts” 

“Timing of products to link up with customer 

needs (particularly broadcast media); otherwise 

they lose dissemination value”

“Apps, social media and texts need to be built 

quickly--websites are becoming obsolete”

“EAS notices are not targeted enough for 

locations because they’re based on census 

areas”

“We could use more training—for example with 

storm spotting”

“More capacity overall but especially with our 

end users (business other government agencies 

and consumers) for IDSS -- "we need more on-

site capacity pre and during events” 

“Could have more information in other languages 

-- at least Spanish”

“NWS should really push for an end to end view 

multi-party view especially on water -- can we 

share more data?

1
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National core partners highlighted the importance of 

information accessibility and accuracy

Continue 

focusing on 

information 

accessibility

Key themes

Continue 

prioritizing 

accuracy

What we heard

“Keep the online presence and value added forecasts up front.  Don't go to the Eastern Region website 

model that looks like they are closed for business.  Put critical forecasts and information one click away 

if not right up front” –National Emergency Management

“We rely on the NWS to be gospel when making our response and recovery decisions, so anything that 

undermines that credibility would greatly hurt our ability to do our jobs in recovery” –National Emergency 

Management

“Support and communications in all modes during high impact events is critical for decision makers and 

by making them work to find critical information will cause them to move to more accessible means and 

less reliable sources.” –National Emergency Management

“Right now, I work with both local WFOs and the Region because I cover several states.  I can trust the 

information that I get from both areas.  I sometimes need someone to point me in the right direction, but 

I’m comfortable with the information that I get even if it is coming from different areas within the Weather 

Service.” –National Emergency Management 

“My only suggestion is that they continue to modernize their website, that said, it is far better than many 

of the other WFO's websites.” –National Emergency Management

1

SOURCE: IDSS Stakeholder Survey, Site interviews

Pre-
de

cis
ion

al



93DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

IDSS interpretations

Operating model

Stakeholder impressions1

2
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Operating model (including IDSS): Summary of IDSS

interpretations

Variation was observed in interpretations of IDSS, including:
 What - NWS issues a wide range of products, but these 

products can be issued by different parts of the organization 
and can be localized in different ways

 How - The way in which NWS communicates with external 
stakeholders varies by weather event as well as the internal 
structure of the WFO

 Who - While defined officially, the interpretation of core 
partners and the appropriate levels of service varies in 
practice; stakeholders interact with NWS at different points 
and leading to a risk of inefficient communication

 When - Offices interpret IDSS differently and engage with 
stakeholders at different times and levelsPre-
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There is a lack of alignment on what IDSS is, as well 

as how, to whom and when it is delivered

SOURCE: HQ and site interviews

Communicating by  
standard products

that address 
stakeholder needs

Creating 
customized 

information for 
specific stakeholders

Providing a broad 

range of services 

(e.g., deploying to 
sporting event)

Providing a narrow 

set of services to 
events (e.g., only 
conference calls)

Defining core 

partners defined as 
emergency managers, 
govt. officials, and 
media 

Including other 

partners like 
schools, events, the 
public, and others

“We focus on 

ensuring our 

website has all of 

our products.”

Official IDSS

definition:

“The provision of relevant information and interpretative services to enable core partners’ 

decisions when weather, water, or climate has a direct impact on the protection of lives and livelihoods”

“…provision of 

relevant 

information…”

“…interpretive 

services…”

“…core 

partners…”

“After issuing products, 

we will follow up to key 

stakeholders with more 

specific information.”

“We would like to 

deploy meteorologists 

to graduation 

ceremonies.”

“Our schools are 

signed up for NWS 

Chat to discuss the 

weather overnight in 

winter.”

“We don’t do IDSS

because we don’t 

have the resources 

to dedicate to it.”

“We focus on 

government entities 

from the top-down 

because they can 

deploy resources.”

2

Performing episodic 

IDSS in response to 
severe weather 
occurrences (e.g., 
storm briefings)

Performing recur-

ring IDSS (e.g. 
during fair weather)
so that stake-
holders can make 
effective decisions

“…direct 

impact…”

“We help our partners 

make decisions every 

single day.”

“We have 

developed a model 

that enables flex to 

provide IDSS during 

severe events.”

Less expansive More expansive

What

How

Who

When
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WFOs vary in the level of customization of product 

content and communication method

▪ Provides existing standard 

products from library (i.e., focuses 
on improving forecast accuracy 
through local expertise)

▪ Provides customized information 

earlier in the process to core 
partners (i.e., provides less certain 
information early with partners 
following up with further questions)

▪ Provides almost exclusively 
outbound-only information (e.g., 
email, fax, products on the 
website)

▪ Provides information upon 

inbound request to meet 
stakeholder needs (e.g., 
preliminary notices via NWS chat 
to core partners prior to a warning 
issuance, YouTube channel, 
webinar discussions)

WFO #1: Provides standard 

products to core partners

WFO #2: Focuses on 

customizing information for 

core partners

Content

Commun-

ication

method

2

SOURCE: Site interviews 

WHAT
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NWS regularly issues products on a wide variety of time 

scales and levels of specificity

SOURCE: Site interviews, noaa.gov.

2

WHAT

Future forecasts (incl. WWAs and long-term forecasts)

Historical data and analysis

Tailored, specific forecasting

Current observational data
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Similar products are disseminated by different parts of 

NWS depending on the weather event

SOURCE: National Weather Service briefings, Site interviews

WatchOutlook Warning

SPC SPC WFO

WPC WFO WFO

CPC: hurricane 
seasonal outlook

NHC: coastline NHC

WPC: excessive 
rainfall

WFO/RFC WFO/RFC

NHC: Weekly WFO: water going 
out 20 mi.; inland
OPC: >60 miles

WFO

Organizational authority for issuing standard products by weather event

2

WHAT

Severe thunderstorms /

tornado

Winter storm

Hurricane / 

tropical storm

Flood Pre-
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Total number of NWS products has grown over the past 

ten years with no substantive change in growth post-IDSS

31

30

27

17

20

18

19

184

15

24

1

4 7 1

2

4

0

3

4

2

3

SOURCE: Site interviews, noaa.gov

2

Net new products (2005-2014)New products Terminated products

New products introduced and terminated1, CY 2005-2014

2005 20142006 2007 2008 2009 2010 2011 2012 2013

Initial IDSS launch

1 Includes all products reported to Headquarters for approval during the 2005-2014 

WHAT
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“How” IDSS is provided differs based on the type of 

event…

Example IDSS between WFOs and stakeholders Flow of information

SOURCE: Site interviews 

2

Severe 

thunder-

storms /

tornado

Details follow

Goals

 Quick information dissemination
 Covers a fairly specific area affected 

by storms
 More information sent from NWS 

directly to all affected stakeholders

WFO

Core partners

General 

publicMedia

Public safety warnings

Evacuation notices

Flood
RFC

Tailored briefings

Excessive Rainfall Outlook

Tiered impact assessment

Goals

 Can range from quick information to a 
period of several days/weeks

 Technical information over a broader 
area than severe storms

 Combined with RFC information to 
inform core partner communications

1 Includes NHC, CPC, and OPC (NHC provides hurricane watches to the general public)

HOW

Core partners

General 

public
Media

Hurricane 

/ tropical 

storm

RFC

Other WFOs

NCEP1

Goals

 Information disseminated over days
 Covers a vast area (coastal / inland)
 Information sent from throughout the 

NWS to both core partners and the 
general public

Landfall info

Impact 

forecasts

WFO
In-event WWAs

Observational data

Public safety warnings

Evacuation notices

WFO

Core partners

General 

public
Media

Pre-event preparations

Post-event recovery 

SPC

NWS Chat

Weather outlooks

Watches, warnings, and advisories

Observational data

Winter 

storm

Goals

 Information usually disseminated over 
a longer period and a broader area 
than severe storms 

 WPC sends weather outlooks to core 
partners, while WFO issues watches

WFO

Core partners

General 

public
Media

Pre-event preparations

Post-event recovery 

WPC

NWS Chat 

Weather outlooks

Watches, warnings, and advisories

Observational data

WPC
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…and varies from WFO to WFO even for the same type 

of weather event (e.g., severe storms)

Point of variation

SOURCE: Site interviews 

Timeline

Pre-event planning

Up to one week 0-3 days

Support during an eventInitial forecasting Post-event support

0-2 days Starting 0-3 days 
post-event

WFO #2 communicates 
forecasts to partners 

even amidst uncertainty

Public
Take 
action Take action

Core 

partners

Develop 
plan of 
action for 
affected 
population

Communic-
ate to 
media

Develop 
plan design 
for 
response

Media

Develop and 
communic-
ate message 

Disseminate 
forecast to 
public

Dis-
seminate
response 
plan to 
public

WFO #2

Take 
observa-
tions and 
develop 
forecast

Communic-
ate 
forecast to 
core 
partners

Issue products
Gather 
observa-
tional data

Revise 
forecasts  
to send out

Decision forum 
for clarity of 
forecasts

Refine 
forecasts for 
response

Public
Take 
action Take actionCollect observational 

data and send to NWS

WFO #1

Take 
observa-
tions and 
develop 
forecast

Compare 
forecast 
with other 
shifts 
internally

Communic-
ate 
forecast to 
core 
partners

Issue products

Develop 
forecasts for 
response 
requirements

Gather 
observa-
tional data

Refining 
forecasts 
to send out

Core 

partners

Develop 
plan of 
action for 
stake-
holders

Communic-
ate to 
media

Q&A session 
to dimensio-
nalize forecast

Design 
response 
plan

Media

Develop and 
communic-
ate message 

Dis-
seminate
response 
plan to 
public

WFO #2 discusses 
forecasts in real-time 

with partners

2

HOW
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In addition, WFOs communicate information about severe 

weather differently to core partners

SOURCE: Site interviews

WFO #1: “Push” approach to communicating information

DOT

Schools

Municipal EM

NWS

Real-time obser-
vational data in 
concentrated area

Forecasts across 
broader areas with 
graphics

Impact-based 
forecasts and 
observations

WFO #2: “Pull” approach to communicating information

DOT

Schools

Municipal EM

NWS

 Social media

 YouTube

 NWS chat

▪ Spot forecasts
▪ Targeted observations 

and impacts
▪ Real-time 

observational data

2

Example products and information provided by NWS

Benefits of “push approach” Benefits of “pull approach”

 Tailored information toward 
stakeholder decisions

 Real-time feedback on 
information and communication

 Broader product library
 Comprehensive products can 

anticipate stakeholder questions 
before they arise

HOW
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Type 1: Only select staff manage 

external relationships on behalf of 

the office

MIC

SOO WCM

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

OPL

HMT/ 
Intern

HMT/ 
Intern

HMT/ 
Intern

HMT/ 
Intern

Among field offices, there are three archetypes for 

staffing to perform IDSS

MIC

SOO WCM

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

OPL

HMT/ 
Intern

HMT/ 
Intern

HMT/ 
Intern

HMT/ 
Intern

Type 3: All staff provide IDSS

support and during severe weather 

events flex to provide support

Type 2: Operational staff rotate 

through dedicated IDSS, media, or 

public desk shifts

MIC

SOO WCM

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

Lead 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

OPL

HMT/ 
Intern

HMT/ 
Intern

HMT/ 
Intern

HMT/ 
Intern

2

SOURCE: Site interviews 

HOW

Staff dedicated to IDSS IDSS shift
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Type 1: Only 

select staff 

manage external 

relationships on 

behalf of the 

office

Staff dedicated to IDSS

Offices with variations of each IDSS archetype identified 

tradeoffs for each

IDSS shift

2

Type 2: 

Operational staff 

rotate through 

dedicated IDSS, 

media, or public 

desk shifts

Type 3: All staff 

provide IDSS

and during 

severe weather 

events flex to 

provide support

ObservationsVariation ObservationsVariation

▪ Relationships are limited to 
specific office personnel (long-
term risk)

▪ Certain office personnel say “I 

don’t do IDSS”

▪ Difficult to surge IDSS
capabilities during severe 
weather

▪ Relationships managed 
systemically rather than 
personally

▪ Allows for personal preference, 
but can reinforce skill gaps

▪ Can pose staffing challenges 
when distributing IDSS shifts

▪ Maximizes flexibility in staffing 
and surge capacity

▪ Requires proactive buy-in from 
staff with the requisite skills to 
execute successfully

▪ Any skill gaps among 
employees would make the 
customer experience confusing

▪ Relationships managed 
systemically rather than 
personally

▪ Risk of varying degrees of IDSS
quality delivered

▪ Workload and shifts are easier to 
manage

▪ Often personnel-based decision 
on who has the skills to perform 
IDSS

▪ Best implemented when 
employees “opt-in”

▪ Can pose challenges for 
workload management if all 
employees work shifts but some 
have IDSS responsibilities

SOURCE: Site interviews 

HOW
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Customized deployment is used to meet partners’ needs

Funding 

▪ Paid as overtime by 
core partner if 
deployed in an event

▪ Paid as salaried 
employee by FAA; 
paid annual 
leave/training/travel/ 
supplies by NWS

▪ Paid as salaried 
employee by FEMA

Staffing 

▪ 79 certified, 10 
trainees

▪ ~140 missions/year

▪ 4 embedded FTEs 
per units

▪ 21 units nationwide

▪ 3 reverse-embedded
▪ 1 at SPC, NHC, 

Honolulu WFO

Location 

▪ Deployed on-site 
from a nationwide 
staffing pool

▪ FAA command 
center

▪ Select NWS centers 
(e.g., National 
Hurricane Center)

IMETs CWSUs FEMA

SOURCE: HQ and site interviews

2

ERSs

▪ 15 FTE term positions, 
12 at WFOs, 3 at 
Southern Region

▪ Charleston, New Orleans, 
Sterling, Tampa WFOs, 
Southern Region HQ

▪ Paid as salaried 
employee by NWS

Deploy-

ment model 

▪ On-call to be able to 
respond to any fire 
within 24 hours

▪ Embedded full time 
to provide real-time 
IDSS related to 
airport operations

▪ FEMA embedding 
with NWS 

▪ Allow individual 
offices to perform a 
greater scope of 
IDSS locally

HOW
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The overall “weather enterprise” consists of external 

stakeholders, of which ‘core partners’ are a subset 

NWS generates information … and communicates via … to protect life and property of …

2

Stakeholders in the overall “weather enterprise”

WHO

SOURCE: Site interviews 

ILLUSTRATIVE -- NOT COMPREHENSIVE
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However, there is a lack of clarity on the definition of an 

IDSS “core partner”

SOURCE: NWSI 01-103, Appendix A; “Public-Private Partnership” presentation, May 29, 2014; “Proposed Enhanced 
Impact-Based Decision Support Services” Service Description Document, May 2014

2

Official definition of “core partner” via 

NWS directives

“Government and non-government 
entities which are directly involved in the 
preparation, dissemination and 
discussions involving hazardous weather 
or other emergency information put out by 
the National Weather Service.” 

 Core partners clarified to include:
- Member of the emergency 

management community
- Government partners
- Members of the electronic 

media

OPPSD clarification of NWS Directive describing core partners and  

WFO employee quotes regarding the definition of IDSS stakeholders

 State emergency manager  

 NWS spotter

X Hospital

X School principal

X

 Public utility X

 Storm chaser X

 Fire Department

 Local TV station

“Of course hospitals make 

decisions on whether to evacuate 

large numbers of people; they also 

control the lives of large numbers of 

people.”

“What about public schools?  Not all 

public schools have emergency 

managers who relay information to 

them like the large cities do.”

“Utilities have to know days in 

advance of a weather system—that 

doesn’t affect property?”

“We have private industry (a 

nuclear power plant) running critical 

infrastructure; why aren’t they a 

core partner?”

WHO
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When WFOs were asked to define their three core 

partners, a range of core partners were identified

SOURCE: Employee focus groups at site interviews (not including WCMs)

Question: Who are your three priority core partners?

2

State government

Sacramento

▪ California Dept of 
Emergency Services

▪ California DOT
▪ California Forest and 

Fire Service

Local government

Elko

▪ Nevada DOT
▪ Fire Weather 

interagency group

▪ County emergency 
managers

Norman

▪ Oklahoma 
government

▪ Local first responders
▪ County emergency 

managers

Media

▪ Alaska EOC
▪ Alaska Fire Center

▪ Broadcast media

Fort Worth

▪ FEMA ▪ Emergency 
managers

▪ Broadcast media

Fairbanks

Federal government Public

Miami
▪ County emergency 

managers
▪ Broadcast media ▪ General public

Boise
▪ County emergency 

managers
▪ Broadcast media ▪ General public

Seattle
▪ Washington DOT ▪ Municipal emergency 

managers
▪ General public

WHO
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NWS has proposed appropriate levels of support to 

government partners—a segment of its defined core 

partners

SOURCE: NWSI 01-103, Appendix A; “Public-Private Partnership” presentation, May 29, 2014; “Proposed Enhanced 

Impact-Based Decision Support Services” Service Description Document, May 2014

2

1 Meant to be representative, certain groups will change based on weather threat
2 This level of support may be expanded to include critical facilities not listed under “government core partners”

The tiering of stakeholder services is not linked to the overall definition of “core stakeholders”

Proposed service levels for government core partnersExamples of core partners and other stakeholders1

Tier one

▪ Direct, interactive support for members of 
the EM community consistent with the 
NIMS structure and provided upon request

▪ Examples: in person-briefings, interagency 
coordination, embedding during a weather 
event

Tier two2

▪ Coordination support that enhances the 
partners’ situational awareness of weather 

impacts associated with significant events
▪ Examples: briefings or webinars provided 

to multiple partners at once

Tier three

▪ Routine provision of NWS data/products 
including alerts of hazardous weather 
conditions that are provided uniformly to 
everyone

▪ Examples: watches and warnings, forecast 
discussions

Government 

core partners

▪ Emergency managers
▪ Federal, state, local governments
▪ Relevant first responders

Other  

stakeholders

▪ Non-profit organization
▪ Private sector entities
▪ Business/industry
▪ Affected constituencies without 

decision-making responsibilities 
for life and property of others

Non-

governmental 

core partners

▪ Broadcast media with 
dissemination capabilities

▪ Private sector entities providing 
communication infrastructure 
(e.g., wireless and telephone 
providers)

WHO
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Beyond core partners, WFOs with similar profiles report a 

wide variation in the number of external contacts

SOURCE: Data request completed 17 July, 2015 based on 111 responses from WFOs nationwide

2,021

330

2

Current number of external contacts1 by WFO

1 External contacts defined as the number of first-order contacts when the office conducts a general briefing or webinar.  This may include group 
email addresses that understates the true number of stakeholders in certain instances

Monterey, CA

Population: 7.5 million
Area: 11,344 sq. miles

Jacksonville, FL

Population: 2.6 million
Area: 17,771 sq. miles

Office

WHO
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Differences between NWS and its stakeholders can lead 

to challenges in core partner engagement, particularly in 

multi-jurisdiction areas

National Weather Service

FAA

FEMA

US Army Corps of Engineers

Congress

USGS

Department of Transportation

State Emergency Management

American Red Cross

Large cities

Universities

Schools

Hospital

Broadcast media

Wireless carriers

Regional StateNationalOrganization Local

Levels where organization interacts externally

Having the 

same 

stakeholders 

work with 

NWS at 

different 

levels risks 

redundancy 

of effort and 

inconsistent 

service 

delivery

2

WHO

Source of structural variation between stakeholders and NWS

SOURCE: Site interviews
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Furthermore, ROCs themselves own different stakeholder 

relationships, contributing to interoffice variability

SOURCE: Site interviews

2

“Forecast offices need 

to be in the ‘today” 

mode”

WFO

Region / ROC

 Manages all state and 

federal stakeholder 

relationships to mirror 
“one state, one region” 

mindset
 Regional products (e.g., 

sea ice forecasts) in 
development

 Long-term embedding 
for disasters

 Manages local 

relationships

 Stakeholders would 
include local DOT, 
schools, media

 Manages stakeholder 
relationships at state level, 
but in practice core 

partners are Texas-

focused: FEMA, Army 
Corps, DoT, TSA, TX state 
agencies

 Provides media support for 
WFOs during a weather 
event

 Manages local 
relationships

 Non-Texas offices report 
extensive state-level 

interaction

 Stakeholders include 
emergency managers, 
state agencies (e.g., DOT)

1 Alaska Region’s consolidation of state-level contacts is in progress; shown is the end-state vision for stakeholder relationships

“Our primary function is to 

support the field like a neural 

network. We are a one-stop 

shop for operations, 

infrastructure, and technology”

 Limited interaction 

beyond ensuring alignment 
between NCEP and WFO 
responses during large 
events

 Region has more often 
sent personnel from other 
WFOs to embed with 
FEMA rather than 
deploying from ROC

 Most federal and state-

level interactions 

managed by the WFO
 Example: FEMA Region I 

(MA) relationship owned at 
the WFO level

“Sometimes during a large 

storm, the Region will 

compile information from 

multiple WFOs to provide to 

FEMA”

Alaska Region1 Southern Region Eastern Region

Representative 

quotes

WHO
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National stakeholders communicate with NWS at different 

levels of the organization 

SOURCE: Site interviews

2

National stakeholder observations on interacting with NWS

“In my region, I interact with the NWS Region for the state of Alaska, but in the 

lower 48, my teams work with the local WFOs.” –National core partner

“Because we’re located in the capital city, we’re going to work with the state 

DOT, and we’ll refer them to other WFOs on an as-needed basis.” -WFO

“It’s a tradeoff; we don’t have the local on-the-ground presence that NWS 

provides.  However, we also need the broader view that we get from the 

Regional level during a large event.  It’s usually best just to get everyone down 

here when we need them.” –National core partner

WHO

“We love having NWS embedded with us; it’s essential to our operations.  I do 

rely on them to get other forecast data for in-flight operations for inbound 

aircraft; it’s something that they get from other parts of NWS.” –National core 

partner

Inconsistent 

support for 

external 

stakeholders

Differing points of 

contact within 

NWS for core 

partners

“I have four WFOs that cover my state, but the Region covers way too many 

states.  As a result, I have to combine the information from local WFOs to get 

the information I need with the precision I need.” –National core partner
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==========

Offices vary in “when” they perform IDSS, some episodic 

around adverse weather and others also providing 

recurring IDSS

SOURCE: Site interviews, noaa.gov 

2

Examples

▪ Observational data reporting 
▪ Short-term, long-term, and spot 

forecasting

▪ Response activities

Description

▪ Using observational data and 
forecasting to predict the 
location and impact of known 
weather events

▪ Ongoing support to understand 
what the impact of various 
weather events could be 
(beyond an existing weather 
event)

▪ Ongoing support for continuing 
operations

▪ Understanding impacts: threshold 
identification, vulnerability identification, 
response preparation

▪ Continuing operations: aviation support 
for in-flight routes (e.g. upper air and 
anticipated turbulence) and support for 
critical infrastructure (e.g., ports)

Episodic IDSS

Recurring IDSS

WHEN
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WFOs vary in terms of how they provide episodic or 

recurring IDSS

SOURCE: Site interviews

2

Two WFOs’ interpretations of when IDSS occurs

WFO #1: Primarily episodic

▪ Frequent embedding with numerous 
jurisdictions during scenario planning 
designed to protect critical infrastructure 
(nuclear facilities, oil platforms, etc.)

▪ Emphasis on IDSS leaders to the WFO
supporting events that other offices would  
not (sporting events, etc.)

 Active in content development of 
Impacts Catalog trial by identifying 
thresholds with known stakeholders

 De-emphasis on long-term forecasting to 
reallocate resources to IDSS activities

 Surge personnel from Region complete 
forecasts

 Hiring focuses on eliminating vacancy 
rates in order to ensure that the 
appropriate shifts are covered for the 
necessary 

 Long list of stakeholders with a focus 
on government stakeholders

 Relationships concentrated (not 
purposefully) behind a few people

Hiring and staffing

Operating model

External stakeholders

New initiatives

 Focus on hiring meteorologists who are 
more likely to have credibility with local 
stakeholders 

 Focus on ways to increase precision 
in existing model

 Shift work guides the activities of the 
office

 Overtime used during incidents
 Surge personnel engage in IDSS

WFO #2: Robust recurring IDSS structure

WHEN
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Some employees are interested in expanding IDSS beyond 

weather incidents; others question the value of additional 

recurring IDSS

SOURCE: Site interviews

2

Key themes about engaging in “recurring IDSS” at WFOs

“We need to focus on 

improving the precision in 

our forecasts so that our 

partners can make better 

decisions by themselves.” 

-WFO

“There is so much critical 

infrastructure in our area; we 

need to understand how the 

weather could threaten these 

areas.” -WFO

“We’d love to engage with 

stakeholders and develop 

our network—we just don’t 

have the travel budget or 

the resources to do so.” 

-WFO

“When Deepwater Horizon 

happened, we embedded with 

the EOC, but they would only 

deal with the NWS people 

who they trusted; otherwise 

they would be thrown out of 

the room.” -WFO

“We work with the airport 

tower to understand what are 

the specific weather 

conditions that will cause 

them to shift the direction of 

takeoffs and landings.” -WFO

“We focus on getting 

information out quickly to our 

stakeholders. I would rather 

give them 50% of the picture 

than wait to give them 100% 

of the picture.” -WFO

“We are embedded with the 

State EOC in their table top 

exercises for a Cascadia-

type earthquake and 

tsunami event.” -WFO

“We focus primarily on the 

heads of our government 

core partners because they 

are the decision-makers 

when we need them.”

-WFO

Building relationships 

during fair weather to 

support operations 

during an incident

Discussion about 

embedding in fair 

weather, practice 

exercises with 

emergency managers

Disagreement of 

several offices over 

the validity of 

recurring IDSS

“As soon as we start 

offering even more IDSS

support, they (partners) will 

expect even more, and it 

can never go away.” -WFO

WHEN

Pre-
de

cis
ion

al



117DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

IDSS interpretations

Operating model

Stakeholder impressions1

2

Outcomes and impact3 Pre-
de

cis
ion

al



118DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

Operating model (including IDSS): Summary of outcomes 

and impact

 Current metrics for IDSS are either qualitative measures tied to 
outcomes or quantitative measure tied to NWS activities

 Two somewhat similar flood events resulted in differing impacts to 
life and property
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==========

Existing IDSS evaluation metrics are not directly tied to 

outcomes

SOURCE: Site interviews, noaa.gov 

3

Existing metrics 

Effectiveness at evaluating outcomes

▪ Comprehensive in scope; able to bring 
anecdotes that help describe impact

▪ Resource-intensive to complete; limited 
to large events

▪ Does not contain specific metrics tied 
to IDSS

Service Assessments
Metric Description

▪ Qualitative after action report 
for large weather events

▪ Usually submitted in narrative 
form

▪ Helpful in memorializing key 
learnings

GPRA data

Stakeholder 
feedback

▪ Measured on specific sub-
elements of the overall forecast

▪ Based on the assumptions that 
accurate forecasts protect life 
and property

▪ Metrics can be compared across offices 
and programs

▪ Focused on the accuracy of the forecast; 
not tied to life or property protection

▪ Most often qualitative feedback 
from stakeholders

▪ Lack of stakeholder comments 
are sometimes interpreted as 
“everything must be fine” in the 

WFO

▪ Can show specific anecdotes about how 

information drives decision-making, 
which is closer to impact

▪ Feedback is not systematic; makes 
creating a comprehensive view difficult

▪ Does not include specific metrics tied 
to outcomes
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Historically, metrics have been either qualitative 

appraisals tied to outcomes or quantitative metrics tied 

to NWS activities

SOURCE: Washington Post, internal interviews, GAO-06-792. (July 2006)
Roebber, P.J. “Locality and Forecast Skill – Heavy Precipitation and Severe Weather” (2006) 

Effectiveness concerns Efficiency concerns

▪ No defined metrics to ensure 
CONOPS would not result in 
degradation of service

▪ Failure to substantiate cost 
savings

▪ Similar work levels will 
necessitate equal staffing 

pre and post – consolidation
▪ Relocation costs would

be high
▪ Increased facility costs when 

combining offices

Concern 

with 

CONOPS

Metrics 

cited

▪ Forecast accuracy as it 
relates to specific locations 
and knowledge

▪ Forecast utility as it relates
to timelines

3
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Two instances of similar weather events (flood, tornado, 

and hurricane) and their respective response efforts 

were evaluated

SOURCE: Noaa.gov, Site interviews, Mississippi River Flood Service Assessment, Vanderbilt University, Toledo 
Blade, Service Assessment-2013 Southern tornadoes

3

NWS response/ supportEvent Lead time

▪ Products disseminated in a 
timely manner

▪ Pre-event phone calls to 
relevant EM

▪ Products disseminated in a 
timely manner

▪ Excellent WFO and SPC
response cited

Tornado

Millbury tornado, 2010 (7 
fatalities)

Cordova tornado, 2011 (4 
fatalities)

▪ Short: 30 
minutes

▪ Short: 60 
minutes

Flood ▪ Extensive with broad inter-office 
coordination

▪ Limited in breadth and depth 
(e.g., no people deployed, no 
social media)

Great Mississippi River 
flood, 2011 (1 fatality, $2 
billion in damages)

Nashville floods, 2010 (26 
fatalities, $3B damages)

▪ Short: 1 day

▪ Long: 2-3 days 
initially then 1+ 
week down 
river

Hurric-

ane ▪ Increased staffing
▪ Relatively short lead time

▪ Increased staffing
▪ New products rolled out

Hurricane Humberto 
(Texas), 2007 (1 direct 
fatality, $50M damages)

Hurricane Arthur (North 
Carolina), 2014 (1 indirect 
fatality, <$25M damages)

▪ Long: 1 week

▪ Long: 2-3 days
Pre-
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IDSS example: flooding

SOURCE: Noaa.gov, Site interviews, Mississippi River Flood Service Assessment, Vanderbilt University

3

Nashville Floods, 2010 Great Mississippi River Flood, 2011

Overall 

response

Flooding

scope

Impact to life 

and property

▪ Cumberland River crested at 13 feet above flood 
stage, but not at record breaking levels

▪ Flooding in Tennessee and Kentucky
▪ Nashville recorded its first and third-rainiest days in 

history
▪ Event covered 4 days

▪ Mississippi River crested at 14 feet above flood stage
▪ Major flooding from Missouri/Illinois south to Louisiana
▪ Volume of water exceed that of 1937, 1973, and 2008 

floods
▪ Many areas received more than 20 inches of rain over 

a two week period

▪ 26 fatalities
▪ $3 billion in damages

▪ One direct fatality
▪ $2 billion in damages

NWS issued several warning products

 WFO cites: “HWOs, ESFs, FFA, SVRs, TORs, 
FFWs, FLWs, FFSs, FLSs and SVSs

▪ Issued several briefings, one webinar, and 
conference call between OHRFC, Army COE, OHX, 
and City of Nashville

No on-site IDSS was provided, 

and additional resources focused 

on overtime

▪ No on-site IDSS was requested 
and travel was hazardous

▪ Lots of overtime was issued 
during the rain event to cover the 
required products and in the 
immediate aftermath

▪ No staffing changes to support 
IDSS

NWS surged IDSS activities

▪ Central Region embedded 
with the southern IL 
Command Center

▪ Lake Charles WFO
presented at Army COE 
town hall meetings and 
on-site meetings with 
Parish EOCs

 WFO and RFC daily in-person briefings to the Governor

Staffing was quickly modified to support sustained IDSS

▪ Several offices dedicated the MIC, SOO, SSH, and WCM
to IDSS full time will other forecasters 

▪ In areas where response activities were concentrated, 
leadership deployed full-time on-site with stakeholders

▪ Desks shifted from programs to general forecasting for in-
office personnel and river forecasting for Interns and RFC

This comparison is not meant to imply that the NWS actions directly led to a reduced loss of life and property in this specific example
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IDSS example: tornadoes

SOURCE: Noaa.gov, Site interviews, Toledo Blade, Service Assessment-2013 Southern tornadoes, 
http://www.oanow.com/news/article_209db60e-4cc5-538d-816c-7330034081a9.html

3

Millbury (Ohio) tornado, 2010 Cordova (Alabama) tornado, 2011

Overall 

response

Tornado 

scope

Impact to life 

and property

▪ EF4 tornado, winds of 170-175 MPH
▪ Lake Township population (2010): 10,972    
▪ Lake Township pop density: 320/square mile 
▪ Tornado path of 8 miles
▪ Tornado occurred on Saturday night at 11:00 PM 

(more dangerous impact period)

▪ EF3/4 tornado, maximum winds of 170 MPH
▪ Cordova municipal population (2010): 2,095
▪ Cordova pop density: 404/square mile
▪ Tornado path of 128 miles
▪ Tornado occurred at 4:00 PM
▪ Part of a multi-state tornado outbreak over several days

▪ Seven fatalities
▪ Destroyed 50 homes

▪ Four fatalities in town of Cordova1

NWS did perform limited pre-event outreach given 

the hazardous weather outlooks

 Phone calls and emails sent ahead of time to EMA
Directors

▪ Wood County (Ohio) EM: “I refused to order an 
alcoholic beverage with his dinner because of the 
severe weather potential…”

▪ Quick Response Team deployed 36 hrs. post-impact
Notification procedures were 

effective

▪ Sirens were functioning ~30 
minutes before impact

▪ Tornado watches and 
warnings were timely

▪ Some residents reported 
receiving social media alerts 
from friends

NWS issued several severe 

weather warnings 

simultaneously

▪ Hazardous weather 
outlooks communicated 
prior to severe weather 
outbreaks

▪ Severe weather products 
issued on time, but in high

 volumes over several counties
▪ Longer lead time: the tornado was on the ground for two 

hours in total and for 45 miles prior to hitting Cordova
▪ NWS cited the “excellent performance of the SPC and 

WFO staff”

Public notification procedures were enhanced

▪ Wall-to-wall coverage on local television of the larger 
tornado outbreak

1 13 fatalities along the entirety of tornado’s path, fatalities reported as of May 27, 2011
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IDSS example: hurricanes

SOURCE: Noaa.gov, Site interviews

3

Hurricane Arthur (North Carolina), 2014 Hurricane Humberto (Texas), 2007

WFO

response1

Hurricane 

scope

Impact to life 

and property

▪ Category 2 hurricane; sustained winds of 100 MPH
▪ Approximately 300 miles of coastline affected
▪ 2.6 million people affected
▪ 5.2 foot storm surge at coast

▪ Category 1 hurricane; sustained winds of 90 MPH
▪ Approximately 230 miles of coastline affected
▪ 1.6 million people affected
▪ 4.8 foot storm surge at coast

▪ One indirect fatality
▪ Less than $25 million in property damage

▪ One direct fatality
▪ $50 million in property damage

WFO increased staffing 

for support, but not 

allocated to specific 

stakeholders

▪ 1-2 FTE were dedicated 
full time to the weather 
reporting and 
forecasting

▪ 13 other IDSS briefings provided by staff
 Additional full-time media desk staffed for WFO

responses during the storm

WFO developed new products that were 

implemented for the Hurricane

▪ Collaboration between CSTAR and NWS 
produced better wind grids

▪ Positive response to the new tropical briefing web 
page that was used for continuous stakeholder 
updates

▪ Office software testing was delayed

Staffing increased to support IDSS during the storm, but 

IDSS to key stakeholders was limited to management

▪ Two employees were dedicated to supporting storm 
reporting on a full-time basis

▪ Usually IDSS activities were limited to management and 
lead forecasters; all government and EM interaction was 
concentrated with management

▪ Coordinators ran point on marine briefings and liaison 
with the US Coast Guard related to the port

▪ Too many conference calls were a problem

Rapid offshore development led to 

challenging preparations

▪ Damage reports were submitted to 
emergency managers during the 
storm, but not to NWS

▪ One of the first times that 
graphicasts were used 
successfully

1 Response activities do not include support offered by NCEPs, including the National Hurricane Center; for purposes of comparison it was assumed that 
NHC support was similar across both events
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Executive Summary of Phase 1 Deliverable: Current State 

Baseline and Gap Assessment

Overview of OWA: Purpose of the project, objectives for Phase 1 baseline and gap assessment

Methodology: Criteria and decisions to select and conduct site visits, interviews, surveys, team, SMEs

Baseline, gap analysis and insights: Against each assessment area, share fact-based findings and 
insights, including variation in particular roles and regions as well as themes from external stakeholders 
and internal staff

▪ Workforce: Controlling for differences, there is a gap in some areas between today’s workforce and 

today’s workload (e.g., due to increase in severe weather, proliferation of programs), which is 

expected to increase in the short-term given constraints on supply and increased demand but could 
be offset in the longer-term given changes to technology and operating procedures

▪ Operating Model (including IDSS): Multiple examples of IDSS were observed as well as generally 
high customer satisfaction, however there is a lack of alignment on what IDSS means, lack of clarity 
on roles, and lack of consistency on process and metrics used to evaluate outcomes

▪ Organization Structure: Examination of the current organizational model reveals potential 
opportunities for improvement both in terms of health – where we observed overall lower health but 
strengths in motivation and external orientation – and structure – where HQ has reorganized but the 
field remained constant and roles between national, regional and local offices are less well defined 

Moving forward: The Phase 2 objective is to develop alternatives to address gaps in workforce, IDSS
operating model and the organization model, and continue to communicate and engage with internal 
and external stakeholders throughout
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Organization structure

Organization structure

Organizational Health Index1

2

Implications of organization structure on

operating model
3 Pre-
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Organization structure: Summary of Organizational 

Health Index

 NWS had a strong participation rate (~50%) to the 
Organizational Health Index (OHI) survey with an overall 
health score of 53, a lower overall health score

 At the outcome level, six of the nine scores are relatively 
low; Motivation, External Orientation, and Capabilities 
outcomes are relatively healthier, particularly compared to 
public sector benchmarks

 At the practice level, 34 of the 37 practices are in the bottom 
quartile, and several themes emerge when looking at the 
patterns of practice-level results
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OHI survey achieved an overall response rate of 49% 

with strong representation across key demographics

% of Total 

Workforce
% of Final 

Results

National HQ

NCEPs

Regions

Alaska

Central

Eastern

Pacific

Southern

Western

Other

<1 year

1 - <3 years

3 - <6 years

6 - < 8 years

>8 years

5%

12%

4%

21%

14%

2%

19%

15%

8%

8%

11%

3%

22%

13%

1%

17%

16%

8%

% of Total 

Workforce

1%

7%

8%

9%1

74%1

SOURCE: OHI survey data, National Weather Service data.
1. Approximate response rate data provided on the basis of available NWS tenure demographics. Assumes that 40% of 

those surveyed who responded “6-<11 years” are “6-<8 years.”

<1 year

1 - <3 years

3 - <6 years

6 - <11 years

11 - <21 years

>21 years

% of Final 

Results

1%

3%

11%

18%

29%

39%

Overall response 

rate of 49%

By Organization and Geography By Tenure

1
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Direction

50

Coordination & 
Control

32

Accountability

52

Innovation & 
Learning

28

Leadership 

53

External
Orientation

70

Motivation

71

Capabilities 

74

Culture & 
Climate

49

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737)

Percentage agreement on outcome effectivenessOverall Health score

53

NWS has an overall health score in the 

bottom quartile, but has clear strengths in 

Motivation and External Orientation outcomes

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark
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Difference between organization and benchmark median, %

19

-16

30

9

-7

-3

9

-5

-3

0

-36

14

-5

-22

-15

-18

-18

-9

70

28

71

74

32

52

49

53

50

External Orientation

Innovation & Learning

Motivation

Capabilities

Coordination & Control

Accountability

Culture & Climate

Leadership

Direction

Percentage agreement on outcome effectiveness Professional Scientific 

and Technical ServicesPublic Sector

Top Quartile

Second Quartile
Third Quartile

Bottom Quartile

Global Benchmark Comparison to Benchmark

Comparable

Stronger (> +5) Weaker (< -5)

SOURCE: Source: OHI3_NWS (n=2,162); Public Sector (n=47,159, no. surveys=27), 
Professional Scientific and Technical Services (n=17,849, no. surveys=27)

Comparison to benchmarks reflects strength in 

Motivation and External Orientation and relative 

weakness in Innovation & Learning and Coordination 
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n Overall Direction Leadership Culture & 
Climate

Accountab
-ility

Coordinat-
ion & 

Control

Capabilit-
ies Motivation Innovation 

& Learning
External 

Orientation

Individual 

Contributors: 

I do not directly 
supervise other 
employees

1680 51 48 49 45 50 30 73 69 27 68

Middle Management:

I directly supervise other 
front-line employees

376 58 53 58 58 58 35 75 76 31 74

Senior Leadership:

I directly supervise other 
managers

106 70 74 86 76 68 43 78 85 35 81

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

Percentage agreement on outcome effectiveness

Difference between 
Senior Leaders and
Individual Contributors

+19 +26 +37 +31 +18 +13 +5 +16 +8 +13

Statistically significant 
at the 95% Confidence 
level

Senior level managers perceive significantly higher 

overall heath with the greatest differences in 

Direction, Leadership, and Culture & Climate

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737)
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Direction

Accountability Coordination and Control

Leadership Innovation and LearningExternal Orientation

Culture and Climate

Capabilities Motivation

NWS has 34 of 37 practices in the bottom 

quartile, including the 5 practices that tend to 

correlate most with overall health

Percentage agreement on practice frequency

34
Role 

clarity

39
Performance 

contracts

18
Consequence 

mgmt.

40
Personal 

ownership

44
Shared 
vision

39
Strategic 

clarity

22
Employee 

involvement 33
People 

perform. 
review

35
Operational 

mgmt.

22
Financial 

mgmt.

73
Professional 
standards

32
Risk 

mgmt.

52
Customer 

focus

35
Competitive 

Insights

76
Business 

partnerships

63
Gov. & 

community 
relations

44
Authoritative 
leadership

43
Consultative 
leadership

49
Supportive 
leadership

37
Challenging 
leadership

17
Top-down 
innovation

24
Bottom-

up 
innovation

25
Knowledge 

sharing

13
Capturing 
external 

ideas

24
Talent 

acquisition

37
Talent 

development

32
Process 
based 

capabilities

20
Outsourced 

expertise 45
Open & 
trusting

18
Internally 

competitive

47
Operationally 

disciplined

32
Creative & 

entrepreneurial

26
Meaningful 

values

33
Inspirational 

leaders

31
Career 

opportunities

15
Financial 
incentives

23
Rewards & 
recognition

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

Power practices are practices 
correlated most with overall health

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, 
no. surveys=737)
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Direction

Accountability Coordination and Control

Leadership Innovation and Learning
External Orientation

Culture and Climate

Capabilities

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)

34
Role 

clarity

39
Performance 

contracts

18
Consequence 

mgmt.

40
Personal 

ownership

44
Shared 
vision

39
Strategic 

clarity

22
Employee 

involvement 33
People 

perform. 
review

35
Operational 

mgmt.

22
Financial 

mgmt.

73
Professional 
standards

32
Risk 

mgmt.

52
Customer 

focus

35
Competitive 

Insights

76
Business 

partnerships

63
Gov. & 

community 
relations

44
Authoritative 
leadership

43
Consultative 
leadership

49
Supportive 
leadership

37
Challenging 
leadership

17
Top-down 
innovation

24
Bottom-

up 
innovation

25
Knowledge 

sharing

13
Capturing 
external 

ideas

24
Talent 

acquisition

37
Talent 

development

32
Process 
based 

capabilities

20
Outsourced 

expertise 45
Open & 
trusting

18
Internally 

competitive

47
Operationally 

disciplined

32
Creative & 

entrepreneurial

Motivation

26
Meaningful 

values

33
Inspirational 

leaders

31
Career 

opportunities

15
Financial 
incentives

23
Rewards & 
recognition

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

NWS employees are highly motivated despite low 

scores at the practice level on Motivation; a great 

platform on which to build

▪ 66% of NWS staff are 
highly motivated 

▪ 75% of NWS staff are 
generally enthusiastic 
about their jobs

[M]any leaders in the organization wonder if anyone higher in 

the food chain really cares or notices the service-above-self 

mindset that many in the field carry to make a positive 

difference - despite the lack of tangible recognition provided 

from above.

“The National Weather Service is one of the greatest places 

to work.  I enjoy making my hobby my job.”

“We also hold the NWS mission at our core, so none of us 

want anybody to ever get hurt by the weather, and having all 

of the relationships that we do have, it becomes a personal 

mission for each of us to keep our ‘friends’ safe.”

Percentage agreement on 
practice frequency
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Accountability

34
Role 

clarity

39
Performance 

contracts

18
Consequence 

mgmt.

40
Personal 

ownership

Coordination and Control

Leadership Innovation and LearningExternal Orientation

Culture and Climate

Capabilities Motivation

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)

33
People 

perform. 
review

35
Operational 

mgmt.

22
Financial 

mgmt.

73
Professional 
standards

32
Risk 

mgmt.

52
Customer 

focus

35
Competitive 

Insights

76
Business 

partnerships

63
Gov. & 

community 
relations

44
Authoritative 
leadership

43
Consultative 
leadership

49
Supportive 
leadership

37
Challenging 
leadership

17
Top-down 
innovation

24
Bottom-

up 
innovation

25
Knowledge 

sharing

13
Capturing 
external 

ideas

24
Talent 

acquisition

37
Talent 

development

32
Process 
based 

capabilities

20
Outsourced 

expertise 45
Open & 
trusting

18
Internally 

competitive

47
Operationally 

disciplined

32
Creative & 

entrepreneurial

26
Meaningful 

values

33
Inspirational 

leaders

31
Career 

opportunities

15
Financial 
incentives

23
Rewards & 
recognition

Direction

44
Shared 
vision

39
Strategic 

clarity

22
Employee 

involvement

<50% of all 
employees say their 
day-to-day behaviors 
are guided by the 
NWS’s vision and 

strategy

“It seems like there has been little information 

provided from leadership to the line offices on 

how to implement a plan to achieve a Weather 

Ready Nation.”

“Too many people in higher up position making 

decisions for the field sites that have never been 

in the field and are clueless of how their decision 

will affect the field offices.”

“The NWS has lost its ability to communicate 

within the organization.  It appears the field is 

being told only what someone above feels 

appropriate.  Consequently, the field is left in the 

dark on many issues.”

Employees lack clarity and buy-in around the 

vision and strategy of NWS, and feel they are not 

involved enough in the direction setting process

Percentage agreement on practice frequency
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Direction

Accountability Coordination and Control

Leadership

Culture and Climate

Capabilities Motivation

Percentage agreement on practice frequency

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)

34
Role 

clarity

39
Performance 

contracts

18
Consequence 

mgmt.

40
Personal 

ownership

44
Shared 
vision

39
Strategic 

clarity

22
Employee 

involvement 33
People 

perform. 
review

35
Operational 

mgmt.

22
Financial 

mgmt.

73
Professional 
standards

32
Risk 

mgmt.

44
Authoritative 
leadership

43
Consultative 
leadership

49
Supportive 
leadership

37
Challenging 
leadership

24
Talent 

acquisition

37
Talent 

development

32
Process 
based 

capabilities

20
Outsourced 

expertise 45
Open & 
trusting

18
Internally 

competitive

47
Operationally 

disciplined

32
Creative & 

entrepreneurial

26
Meaningful 

values

33
Inspirational 

leaders

31
Career 

opportunities

15
Financial 
incentives

23
Rewards & 
recognition

External Orientation

52
Customer 

focus

35
Competitive 

Insights

76
Business 

partnerships

63
Gov. & 

community 
relations

Innovation and Learning

17
Top-down 
innovation

24
Bottom-

up 
innovation

25
Knowledge 

sharing

13
Capturing 
external 

ideas

NWS is relatively externally oriented but does not  

capture these ideas and quickly translate them into 

new innovation

▪ 26% of staff agree that NWS effectively adapts to changes in its 
external environment

▪ 11% of staff believe the NWS is able to adjust rapidly to new 
ways of doing things

[There is a] lack of 

encouragement to 

new ideas and 

innovation sticking 

to useless products 

methods and lack of 

initiative to improve 

them

Least Rewarding: “The increasing 

bureaucracy and inability to innovate 

due to focus on "consistency." If we 

don't start somewhere, we will never 

move forward! Innovation should 

continue to come bottom-up but with 

support and early buy-in from the top 

for resources.”

“Knowledge should flow 

upward as well as downward; 

NWS needs to be quicker to 

adopt trending technologies; 

…; More empowerment -

managers must allow 

decisions to be made at the 

lowest possible level”

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark
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Direction

Accountability Coordination and Control

External Orientation

Culture and Climate

Capabilities Motivation

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)

34
Role 

clarity

39
Performance 

contracts

18
Consequence 

mgmt.

40
Personal 

ownership

44
Shared 
vision

39
Strategic 

clarity

22
Employee 

involvement 33
People 

perform. 
review

35
Operational 

mgmt.

22
Financial 

mgmt.

73
Professional 
standards

32
Risk 

mgmt.

52
Customer 

focus

35
Competitive 

Insights

76
Business 

partnerships

63
Gov. & 

community 
relations

24
Talent 

acquisition

37
Talent 

development

32
Process 
based 

capabilities

20
Outsourced 

expertise 45
Open & 
trusting

18
Internally 

competitive

47
Operationally 

disciplined

32
Creative & 

entrepreneurial

26
Meaningful 

values

33
Inspirational 

leaders

31
Career 

opportunities

15
Financial 
incentives

23
Rewards & 
recognition

Leadership

44
Authoritative 
leadership

43
Consultative 
leadership

49
Supportive 
leadership

37
Challenging 
leadership

Innovation and Learning

17
Top-down 
innovation

24
Bottom-

up 
innovation

25
Knowledge 

sharing

13
Capturing 
external 

ideas

50% of NWS employees say 
they seldom or almost never 
see senior leaders drive 
innovation in the organization

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

“Our senior leaders lead from a 

position of fear and rarely inspire 

those beneath them.”

“I happen to work in a local office where the 

management cares about creating a team atmosphere 

and good working environment.  As a result most in our 

office are very dedicated to doing the best job they can 

do.  Meanwhile, I am often left disappointed with the lack 

of leadership, engagement, clarity, and vision from the 

senior level managers.”

Percentage agreement on practice frequency

Employees do not see their leaders in action 

enough, especially when it comes to driving 

change from the top
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Direction

Leadership Innovation and LearningExternal Orientation

Culture and Climate

Capabilities Motivation

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)

44
Shared 
vision

39
Strategic 

clarity

22
Employee 

involvement

52
Customer 

focus

35
Competitive 

Insights

76
Business 

partnerships

63
Gov. & 

community 
relations

44
Authoritative 
leadership

43
Consultative 
leadership

49
Supportive 
leadership

37
Challenging 
leadership

17
Top-down 
innovation

24
Bottom-

up 
innovation

25
Knowledge 

sharing

13
Capturing 
external 

ideas

24
Talent 

acquisition

37
Talent 

development

32
Process 
based 

capabilities

20
Outsourced 

expertise 45
Open & 
trusting

18
Internally 

competitive

47
Operationally 

disciplined

32
Creative & 

entrepreneurial

26
Meaningful 

values

33
Inspirational 

leaders

31
Career 

opportunities

15
Financial 
incentives

23
Rewards & 
recognition

Accountability

34
Role 

clarity

39
Performance 

contracts

18
Consequence 

mgmt.

40
Personal 

ownership

Coordination and Control

33
People 

perform. 
review

35
Operational 

mgmt.

22
Financial 

mgmt.

73
Professional 
standards

32
Risk 

mgmt.

31% of NWS employees agree 
that reviews of organizational 
performance lead to corrective 
follow up action

“Accountability is sorely lacking in the NWS WFO

structure. The carrots are respectable, but the stick is 

often either unused or used at incorrect times”

“All activities, including forecast and warning operations, 

should have well-defined and measured metrics, be 

tracked and analyzed, then followed up with appropriate 

recognition, process-improvement, training, or 

disciplinary action.”

“Some of the challenges our organization faces at all 

levels result from having the wrong person with the 

wrong skill set and attitude for the mission, their 

responsibilities, and duties.”

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

Performance measures are unclear and do not tie 

to individual level performance, making it difficult 

to assess, reward, or provide accurate feedback

Percentage agreement on practice frequency
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CURRENT VALUES

Where we are today...

CURRENT & DESIRED VALUES

What we'd like to continue...

DESIRED VALUES

Where we'd like to be...

Top 15 current and desired values

Value detractors – values with negative 
correlation to overall health

Value enhancers – values with strongest 
positive correlation to overall health

Having a noble purpose
Bureaucracy

Being passionate
Slow-moving

Internal politics

Hierarchical

Sense of community
Values-driven

Being of service to others
Customer focus

Contributing to the greater good
Fulfilling work

Making a difference
Being collaborative

Excellence

Continuous improvement
Accountability

Well organized

Professional growth

Innovation
Efficiency

Employee focus
Visionary

SOURCE: National Weather Service, June 2015 (n=2,162)

Staff view differences between current

and desired values

OHI question: Please select a minimum of 5 and a maximum of 10 statements from the list of values that best describe NWS currently. Please also 
choose a minimum of 5 and a maximum of 10 statements that least describe NWS currently. Please select a minimum of 5 and a maximum of 10 
statements from this list of values that best describe your views regarding what NWS's culture should be like in the future. Please also choose a minimum 
of 5 and a maximum of 10 statements that least describe your views regarding what NWS's culture should be like in the future.
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OHI was supplemented with questions for free text 

response

▪ Describe NWS in three words

▪ What part of your job is most rewarding?

▪ What part of your job is least rewarding?

▪ Please take a few moments to add any additional thoughts or 
suggestions

▪ What strengths should NWS build upon in the future?

▪ What weaknesses should NWS improve in the future?
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Describe the NWS in three words

SOURCE: National Weather Service OHI; Top 60 most frequently used words
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What part of your job is most rewarding? (1/2)

SOURCE: Organizational Health Index Survey Results, 2015.
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What part of your job is most rewarding? (2/2)

Protecting 

lives and 

property

1

Making a 

difference
2

Providing 

forecasts 

with impact

3

“Carrying out the 

original NWS 

Mission: 

Protecting Lives 

and Property.”

“Issuing warnings and 

communicating other 

critical information that

contribute to the protection 

of life and property.”

“Helping people 

make decisions that

will save their life and 

property from 

extreme weather.”

“Working with emergency managers 

- both formal and informal (e.g., school 

principals, nursing home administrators, 

etc.) toward the shared mission of 

protecting lives and property.”

“Knowing that I'm 

making a difference 

in people's lives... 

even to the extent of 

saving them.”

“Making a difference for our 

partners and customers, 

resolving issues and problems, 

and working with people so they 

may grow professionally.”

“Providing accurate 

and timely forecast 

and warning 

information to our 

partners and customers 

during high-impact 

events in order to save 

lives.”

“That I am making a difference in the lives of 

those who make a difference (i.e. 

responders)... I am not a hero, but I help to 

protect and make more knowledgeable 

and efficient heroes.”`

“Providing our customers 

with critical weather 

information that either 

saves their lives or 

enhances their ability 

to make critical 

weather dependent 

decisions.”

“Working with 

partners to ensure 

that preparedness 

and weather 

warning 

messages reach 

as much of the 

public as 

possible.”

“Delivering a 

top notch 

service and 

working with 

partners, 

stakeholders 

and 

communities.”

SOURCE: Organizational Health Index Survey Results, 2015.

“Serving the public 

and media with 

good forecasts, 

advisories, 

warnings and 

information to 

support their 

decision making.”
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What part of your job is least rewarding? (1/3)

SOURCE: Organizational Health Index Survey Results, 2015.
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What part of your job is least rewarding? (2/3)

SOURCE: Organizational Health Index Survey Results, 2015.

Shift Work
1

“Having to deal with 

layers of bureaucracy 

instead of having enough 

technical and scientific 

support to help with 

problems and new ideas”

“Dealing with the inevitable slowness of 

bureaucracy, especially in the context of how 

difficult it can be to navigate needed changes in 

culture, organizational structure, and service 

provision; unfortunately one of the chief obstacles 

to achieving positive change has been the 

adversarial relationship with NWSEO”

“Dealing with bureaucracy 

and the lack of 

communication and 

transparency from 

management, especially 

high level”

Bureau-

cracy3

Head-

quarters
2

“Frustration due to not being a part 

of decision making that affect the 

field offices at the regional and 

head-quarters level. 

Communication to and from field 

and HQ is quite cumbersome, 

especially when it must go through 

the intermediate step of including 

the regional office”

“I feel 

disconnected 

from 

headquarters; 

like it sometimes 

doesn't matter 

what we do at 

the regional 

level”

“I feel like NWS 

Headquarters always has 

an agenda they won't 

share. We are always fearful 

of what is coming down the 

pipe next. Our local 

managers are so respectful 

and show genuine concern 

for the work that we do.”

“Dealing with 

constant 

understaffing, and 

the lack of 

meaningful, 

truthful 

communication 

from leadership”

“The constant rotating 

shift work with few 

opportunities to 

escape it through 

promotion is stifling.” 

“Missing out on family/friend get-

togethers due to having to 

working weekends or holiday.  

The shift work is tough on the 

body, but necessary.”

“The shift 

work takes a 

toll on 

quality of 

life.”

“Shift work. Lots of nights / 

evenings / weekends away 

from family. It's not just a 

job, it's a lifestyle.”
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What part of your job is least rewarding? Themes on 

innovation (3/3)

“We should start using, supporting, and developing innovation, not 

preventing and punishing it.”

“Unfortunately for the field, innovations invariably lose what made 

them distinctive and special once Headquarters takes ownership of 

them.”

“Engaging the wealth of employee expertise in the field to drive 

innovation and change is one of NWS’ biggest weaknesses”

“Restrictive policies that do not allow for innovation or customization 

for local user needs is one of the least rewarding aspects of the job”

“HQ needs to realize that the best ideas come from the field, not the 

top.”

“Way too many policy makers that disrupt innovation and improved 

services”

Employee statementsTheme

Policy 

constraints 

that hinder 

innovation

Inadequate 

support  

limiting 

innovation

“AWIPS 2 has strangled the software innovation in this agency for 

far too long.”
Legacy 

technology

1

SOURCE: Organizational Health Index Survey Results, 2015.
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Organization structure

Organization structure

Organizational Health Index1

2

Implications of organization structure on

operating model
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Organization structure: Summary of organization 

structure

 NWS has a dispersed field footprint with WFO locations 
based on radar positioning, RFCs based on river basins, 
CWSUs located near major airports, and NCEPs and the 
National Water Center located based on weather events and 
other factors

 The number of layers between the NWS Director and a 
frontline forecaster is relatively low, but the spans of control 
within the field are high

 Standardized staffing model is applied uniformly at WFOs, 
RFCs, and CWSUs with regional variation in constituent 
office compositionPre-
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The current NWS Organizational structure reflects the 

recent reorganization of the national headquarters

Office of the

Assistant Administrator

For Weather Services

Headquarters offices
Portfolios
Regional headquarters offices
Weather forecast offices (WFOs)
River forecast centers (RFCs)
Center weather service units (CWSUs)
Weather service offices (WSOs)
Data collection offices (DCOs)
NCEP offices
National Water Center

▪ 6 regional headquarters
▪ 122 WFOs
▪ 13 RFCs
▪ 21 CWSUs
▪ 2 Tsunami warning centers
▪ 9 NCEP centers

Chief of Staff

International Affairs

CLO

ERM / Internal audit

ACIO

OOE

National centers for 

environmental prediction 

(NCEP)

Eastern 

region

Central 

region 

Southern 

region 

Western 

region 

Alaska 

region 

Pacific 

region 

23 WFOs

3 RFCs

4 CWSUs

38 WFOs

2 RFCs

5 CWSUs

32 WFOs

4 RFCs

7 CWSUs

24 WFOs

3 RFCs

4 CWSUs

3 WFOs

1 RFC

1 CWSU

12 WSOs

2 WFOs

6 WSO2
Environmental 

modeling 
center

Storm 
predicition 

center

Ocean 
predicition 

center

Climate 
prediction 

center

Space weather 
predicition 

center

Weather 
predicition 

center

National 
Hurricane 

Center

Central 
operations

Aviation 
weather 
center

2 DCOs

CFO / CAO

OPPSD COO1

Facilities Observations
Central 

Processing

Dissemi-

nation
STI

AFS National Water 
Center

SOURCE: HQ and Site interviews

2

1 PTWC

1 ITIC

2 In the Pacific Region, some WSOs are funded through the compact of free association and operated by other 
countries

1 NTWC

1 AAWU

1 Offices listed under regional structure do not include test beds, ROCs, or observational facilities

1 CPHC
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WFO locations map onto radar positioning and remain 

unchanged from the MAR…

Weather Forecast Office

SOURCE: National Weather Service

Alaska Region
Central Region
Eastern Region
Western Region
Southern Region
Pacific Region

Brownsville

Corpus Christi

San Antonio

Houston Lake Charles
Slidell/New Orleans

Midland San Angelo

Lubbock

Fort Worth

Amarillo Norman Tulsa

ShreveportEl Paso

Albuquerque

Flagstaff

Tucson

Phoenix

San Diego

Los Angeles

Las Vegas

Salt Lake City

ElkoReno

San Francisco

Hanford

Eureka

Sacramento

Medford

Portland

Boise

Pendleton

Seattle

Spokane

Missoula

Pocatello

Great Falls Glasgow

Billings

Riverton
Rapid City

Bismarck

Sioux Falls

Aberdeen

Grand Forks

Grand Junction

Pueblo

Denver
Goodland

Dodge city

Cheyenne
North Platte

Hastings

Wichita

Duluth

Minneapolis

La Crosse

Green Bay

Marquette

Milwaukee

Gaylord

Omaha

Des Moines
Quad Cities

Topeka

Pleasant Hill

Detroit
Grand Rapids

Miami

Tampa

Melbourne

Jacksonville
TallahasseeMobile

Jackson

Little Rock

Birmingham

Huntsville

Memphis
Nashville

Atlanta
Charleston

WilmingtonColumbia

Springfield

St. Louis

Chicago

Lincoln

Paducah
Louisville

Knoxville

Indianapolis

N. Indiana

Greer
NewportRaleigh

Jackson

Wilmington

Cleveland

Charleston

Blacksburg
Wakefield

Sterling
Pittsburgh

State College

Philadelphia

New York

BostonBuffalo

Burlington

Caribou

Portland

Albany
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Anchorage

Fairbanks
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Tiyan
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…while RFCs are based on physical geography around 

river basins and CWSUs are located near major airports

SOURCE: National Weather Service

River Forecast Centerh International AirportQ

Alaska Region
Central Region
Eastern Region
Western Region
Southern Region
Pacific Region

h

h

h

h

h
h

h

h

h

h

h

h

h

Q

QQ

Q

Q

Q

Q

Q

Q

Q

Q

Q

Q
Q

Q

Q

Q

Q
Q

Q

Q

CNRFC

ABRFC

APRFC

NWRFC

CBRFC

LMRFC

WGRFC

MARFC

MBRFC

NCRFC

NERFC

OHRFC

SERFC
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Most NCEPs are based in College Park, while others are 

located where their weather event commonly occurs

SOURCE: National Weather Service

Alaska Region
Central Region
Eastern Region
Western Region
Southern Region
Pacific Region

Aviation Weather Center

National Centers for Environmental Prediction

College Park, MD

Climate Prediction Center
Environmental Modeling Center
Ocean Prediction Center
Weather Prediction Center
National Operations Center

Space Weather Center

Storm Prediction Center

National Hurricane Center

2

National Water Centers

NWC Tuscaloosa, AL

NWC Silver Spring, MD

NWC Chanhassen, MN
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Spans and layers are a useful measure of management 

structure and hierarchy across headquarters and field

Four 
layers

CEO

FTE 3 FTE 4FTE 1 FTE 2

FTE 5 FTE 6 FTE 9FTE 7 FTE 8

FTE 10 FTE 11

▪ Span of control is 
the ratio of the 
number of direct 
reports to the 
number of 
managers (e.g., 
FTE 7 has two
direct reports)

▪ Layers refer to the 
number of levels
within the 
organization (e.g., 
four layers between 
CEO, and FTE 10 
and FTE 11) 

Span of 1:2 Span of 1:4

Illustrative

2
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Managerial role archetypes are helpful in determining the 

ideal spans of control for managers across the 

organization

SOURCE: Expert interviews; OrgLab Team. 1. Beyond managerial role archetypes, specific activities might require to be 
performed by experts in team with 1/2 subordinates. 2. Highly entrepreneurial tasks (e.g., sales forces) allow high 
span of control even when process is not standardized and skills required are fairly specific.

Average span 

of control 3-53 6-7 8-10 11-15 >15

Managerial role archetypes1
Drivers of 

managerial 

work Coach Supervisor FacilitatorPlayer / Coach Coordinator2

Task repeat-

ability

• Every subordinate 
performs unique 
tasks that are 
different at every 
iteration

• Many subordinates 
perform varying 
tasks that, while 
repeated, often 
require some level 
of tailoring

• Most subordinates 
perform tasks that 
are similar and that 
repeat over time

• Most subordinates 
perform nearly identical 
tasks that are repeated 
at nearly every iteration

• All subordinates perform 
the same essential tasks 
independently OR are 
self-managed enough to 
handle non-standard 
tasks without intervention

Subordinate 

skills 

required

• Tasks require 
specific skills that 
take several years of 
experience and 
extensive 
apprenticeship

• Tasks require 
specific skills that 
take much 
experience and 
coaching. Skills 
acquisition can take 
up to a year

• Tasks require 
specific skills that 
take some 
experience, but 
limited apprentice-
ship. Skill can take 
up to a month to 
build

• Tasks require general 
skills; job-specific 
knowledge can be 
learned very quickly, 
mainly via training and 
self-study. Skills can be 
taught within ~2 weeks

• Skills can be taught within 
a week because tasks 
require few specific skills 
and can be learned nearly 
entirely via self-study OR 
subordinates have total 
mastery of skills required 
before being in the job

Time spent 

“managing” 

vs. “doing”

• Manager spends 
relevant time on own 
work or client-facing 
activities

• Manager may spend 
time on own work, 
often side-by-side to 
apprentice others

• Manager spends 
little time on own 
work or client-facing 
activities

• Manager spends most of 
the time “managing” OR 

work is mostly managed 
indirectly via metrics

• Manager spends nearly all 
the time “managing,” OR 

nearly all work is managed 
indirectly via metrics, 
reviewing decisions, and 
handling exceptions

Maturity of 

process

• No standard work 
process exists and 
tasks require 
conceptual problem 
solving with 
manager interaction

• Some work process 
guidelines have 
been developed but 
tasks often require 
manager 
intervention and 
interaction

• A standard work 
process exists and 
subordinates 
perform tasks that 
require limited 
interaction

• Work is performed on the 
basis of mostly standard 
processes OR sub-
ordinates are largely self-
managed with very limited 
manager interaction and 
intervention

• Work is completely 
standardized or 
automated, OR 
subordinates are self-
managed. Interactive 
intervention is required 
only for exceptions

2
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While there are few layers between the NWS Director and 

front line forecasters, there are high spans of control at the 

regional and field office levels

NWS Director1

Chief Operations 

Officer

Regional Director2

Meteorologist-in-

charge3

Forecaster

Reporting Line Median Span of Control

1:9

1:9

1:24

1:22

HQ reports Field reportsManager

SOURCE: NWS Workforce Data on June 8, 2015 1. Shares some management responsibilities with Deputy Director 
and Chief of Staff. 2. Shares some management responsibilities with Deputy Director. Does not include 
direct reports at Regional HQ office. 3. Shares some management responsibilities with WCM and SOO.

Range in 

Span of Control

1:13 – 1:45

1:18 – 1:29

2
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Standardized staffing model is applied uniformly 

across WFOs in the field

WFO Staffing Structure

Electronics 
Technician

Electronics 
Technician

Warming Coordination 
Meteorologist

Meteorologist-in-charge

Admin Support Assistant

Science Operations 
Officer

Lead Forecaster

Lead Forecaster

Lead Forecaster

Lead Forecaster

Lead Forecaster

Information 
Technology 
Officer General 

Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

General 
Forecaster

Observation 
Program manager

HMT/Intern

HMT/Intern

HMT/Intern

HMT/Intern

Optional Staffing
Core Staffing

1:22 span of control 

is high relative to best 

practice

SOURCE: National Weather Service

One-size-fits-all staffing model does 
not account for key drivers of 
workload, including:
 Population
 Population Density
 Marine area of responsibilities
 Land area of responsibility
 Frequency of watches, warnings 

and advisories issued
 Aviation responsibilities
 Regional location
 Types and number of severe 

weather events

Electronics 
Systems Analyst

2
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RFC Staffing Structure

Computer 
Systems Analyst

Service Coordination 
Meteorologist

Hydrologist-in-charge

Admin Support Assistant

Development and 
Operations Hydrologist

Senior Hydrologist

Senior Hydrologist

Senior Hydrologist

Senior Hydrologist

Hydrologist

Hydrologist

Hydrologist

Senior Hydro-
meteorological 
Analysis & 
Support

Hydro-
meteorological 
Analysis & 
Support
Hydro-
meteorological 
Analysis & 
Support

Optional Staffing

Core Staffing

SOURCE: National Weather Service 1. Based on RFC staffing structure in “Hydrometerological Service Operations 
for the 1990s” (1996) and the addition of SCM. 2. Optional hydrologist positions can be filled by interns.

Standardized staffing model is applied uniformly 

across RFCs in the field

Hydrologist

Hydrologist2

Hydrologist
Hydrologist

1:20 span of control 

is high relative to best 

practice

Hydrologist
Hydrologist

 RFC staffing level varies 
between 11 and 201

 RFC staffing is similar to the 
WFO model, less some support 
positions

 All RFCs are collocated with 
WFOs, enabling them to share 
support services as well as 
infrastructure

2
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Standardized staffing model is applied uniformly 

across CWSUs in the field

CWSU Staffing Structure

Meteorologist-in-
charge

General 
Forecaster

General 
Forecaster

General 
Forecaster

Core Staffing

1:3 span 

of control 

 CWSU structure is 
smaller, reflecting a 
leaner staffing model 
and the fact that the full 
team is embedded at 
an ARTCC

2
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Staffing model varies across NCEPs by number and 

placement of FTEs

1 Includes 4 positions funded by FAA

ENVIRONMENTAL
MODELING

CENTER

Numerical Weather and Ocean

Automated Analysis and Prediction

0-16 days

Global

Numerical Climate Prediction Months

Global

54 FTE

CLIMATE PREDICTION CENTER
Climate Monitoring and Forecasts

Week 2, Monthly, Seasonal
Multi-Seasonal

Global
48 FTE

WEATHER PREDICTION 
CENTER

Hydrometeorological Forecasts

0-7 days – Weather 
0-5 days – QPF

Winter Weather Desk
Alaska Desk

US
47 FTE

STORM PREDICTION CENTER
Hazardous Weather Guidance

0-8 days – Severe Weather
0-8 days – Fire Weather

Continental US

34 FTE

OFFICE OF THE 
DIRECTOR

7 FTE NATIONAL HURRICANE CENTER
Tropical Weather Guidance and 

Forecasts

Tropical Cyclone Watches & Warnings

0-5 days
Atlantic and Pacific, 0-30o N

48 FTE

OCEAN PREDICTION 
CENTER

Marine Boundary Layer and Ocean 

Forecasts 

0-5 days
Atlantic and Pacific, North of 30o N

25 FTE

SPACE WEATHER 
PREDICTION CENTER

Space Weather Monitoring, Warning 

and Forecasting 

0-3 days 

Global

47 FTE

FTE
Contractors
Visitors
NOAA Corps

490
237

49
6

:
:
:
:

AVIATION WEATHER CENTER
Weather Guidance, Warning and 

Forecasts for Domestic and International 

Aviation

0-2 Days

Global

59 FTE1

CENTRAL

OPERATIONS

121 FTE

NATIONAL CENTERS for ENVIRONMENTAL PREDICTION
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Organizational structure varies from region to region…

Environmental 
and Scientific 

Services

Systems and 
Operations

Administrative
Support

Systems 
Integration

Data 
Acquisition

WSO 
Annette

WSO 
Barrow

WSO 
Bethel

WSO 
Cold 
Bay

WSO 
King 

Salmon
WSO 

Kodiak
WSO 

Kotzebue

WSO 
McGrath

WSO 
Nome

WSO 
St. Paul

Regional Director

Electronics 
Unit 

Anchorage

AK Field 
Services 

Unit

Alaska Pacific 
River Forecast 

Center

West Coast/ Alaska 
Tsunami Warning 

Center

WFO 
Anchorage

WFO 
Fairbanks

WFO Juneau

AK Aviation 
Weather Unit

Center Weather 
Service Unit

WSO 
Yakutat

WSO 
Valdez

Alaska Region 
Headquarters

SOURCE: National Weather Service

2

Region 1 Region 2

Region 3 Region 4
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…constituent offices differ within each region leading to 

the potential for different workloads and variation in 

processes

Alaska Central Pacific SouthernEastern# of offices Western

RFCs

Other

CWSUs

WFOs

1

1

3

13

5

2

38

4

3

23

11

2

7

4

32

4

3

24

SOURCE: NWS Workforce Data on June 8, 2015 1. Includes 12 WSOs and Aviation Center. 2. Includes 6 WSOs, 2 
DCOs, ITC, NTWC, and CPHC.

21

206 912 610 117 828 644FTEs 
filled

2

20% 11% 12% 16% 15% 12%
Vacancy 
rate (%)*

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 
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Organization structure

Organization structure

Organizational Health Index1

2

Implications of organization structure on

operating model
3 Pre-
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Organization structure: Summary of implications of 

organization structure on operating model

 Headquarters, regional, and field offices fulfill separate 
functions within the organizational structure with perceptions 
of self (e.g., offices) differing from the perceptions of others

 Regional headquarters vary in structure and operations and 
have several different archetypes for their functional role; in 
addition there are varying levels of autonomy between 
regional HQs and national HQ as well as the field

 The organization structure leads to lack of role clarity 
between National Service Programs and NCEP and RFCs
and NWC and lack of consistency on tsunami warnings and 
information

 For WFOs, the cookie cutter organization structure does not 
reflect variance among workload drivers and leads to WFOs
unofficially adopting different operating modelsPre-
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Headquarters, regional and field offices fulfill separate 

functions within the organizational structure

National 

Headquarters

Regional 

Headquarters

 The NWS regional headquarters are responsible for management and operational support of NWS field offices 
across large, multi-state areas. 

 Regional headquarters establish policies to guide the unique service delivery activities of the region and ensure 
that national policies and plans are implemented at the field office level.

NCEP

 The National Centers for Environmental Prediction (NCEP) deliver national and global operational weather, water 
and climate products and services essential to protecting life, property and economic well-being.

 The NCEP consist of nine major components which provide national-level meteorological forecasts and guidance, 
near-real-time climatic analysis, model and procedure development, and centralized computer support for the 
NWS. The operations of these components are diverse and include applied research as well as operational 
products for the NWS field offices. 

 Engage with international partners as required to support ensemble forecasts

WFOs, 

RFCs, and 

CWSUs

 The NWS field offices (WFOs, RFCs, CWSUs) are the primary service delivery component of the NWS and 
conduct operations in accordance with regional and national policies.
 122 WFOs provide forecast guidance within an area of responsibility (AOR), including but not limited to: 

gathering weather observations; maintenance, adjustment and analysis of forecast grids; local public, marine, 
aviation, fire, and hydrology forecasts; issuance of warnings/watches/advisories for severe weather events.

 13 RFCs provide forecast guidance regarding rivers and precipitation, including but not limited to: flash flood 
guidance, river forecast guidance, quantitative precipitation forecasts, water supply forecasts.

 21 CWSUs co-located with Air Route Traffic Control Centers (ARTCCs) are responsible for delivering 
consistent, timely and accurate weather information for the world airspace system to the FAA. Provides forecast 
and weather support for aircraft after departure and prior to landing

 The NWS national headquarters are responsible for supporting the mission of NWS through planning/budgeting 
functions and through operations/execution in the field

 The national headquarters engages in portfolio management, corporate decision making, strategic management, 
annual planning, budget formulation, budget and program execution and evaluation, and enterprise risk 
management for the entire organization.

SOURCE: HQ and site interviews
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Organizational disconnect has been described between 

field offices and regional/national headquarters

National 

Headquarters

Regional 

Headquarters/

Operations 

Center

Other Field 

Offices

Perception of Self

“We take a collaborative approach to 

decision-making.” - HQ

“National experts in hydrology from the 

summit to the sea.” - RFC

NCEPs
“Our relationship with the field is so organic.” 

- NCEP 

“I believe our forecasters are best at 

forecasting in this area.” - WFO

“The ROC was one of the first attempts at 

structuring DSS.” - Region

“We use WFOs’ local expertise to put the big 

picture together.” - ROC

Perception by Others

“We don’t need them. They’re an additional layer 

that blocks communication.” – WFO

“It’s culturally very different state to state.’” 

– Regional HQ

“I talk about regional and national senior 

leadership the same – maybe they’re different, I 

don’t know.” – WFO

“It’s like our voices are not being heard at all. 

There’s lack of morale, mistrust in management.” 

– WFO

“They embargo information. It’s a joke. If they 

release something to the AP, I come in and 

partners want to know about it and I’m caught off 

guard.” – WFO

“National and regional headquarters don’t support 

us, we support them.’” – WFO

“There’s a kneejerk reaction to embed WFO

people without training and say ‘we’re doing 

DSS.’” – NCEP 

“If it’s public safety and economic resilience, 

it’s in our lane.” - HQ

SOURCE: Site interviews

3
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Regional headquarters vary in structure and operations

Alaska

Central

Eastern

Pacific

Southern

Western

Deputy 

Director
COO

Portfolio 

Structure

Roles / Structure

Regional 

Ownership of 

IDSS

Relationships

ROC

Operations

 Pulling IDSS from WFOs and consolidating relationships 
at regional level to balance workload

 Adding desks on sea ice and TV at regional level
 Managing multiple WSOs for additional observations

Drivers of Variation

 Restructuring region to reflect national HQ re-organization
 Focus on becoming more operational in order to ensure 

consistency at field level

 IDSS relationships are all owned at the field office level
 ROC is more policy-focused

 Providing products, technical support, and training to 
international partners (e.g. Marshall Islands, Federated 
States of Micronesia, and Majuro)

 One of the oldest regions; established the ROC
 Owns some relationships at the regional level (e.g. FEMA 

Region VI, State of Texas) but not others (e.g. FEMA 
Region IV, State of Florida, State of Oklahoma)

 Focused on coordination among field offices

SOURCE: HQ and site interviews
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Spanbreaker

Eastern Region: most federal and 

state relationships owned locally

Regional headquarters’ functional roles can vary across 

several archetypes

Strong Directive Leadership

Administrative and IT Support

Support for Strong Frontline

Operational Collaborator

SOURCE: Site interviews

What it means:

 “Breaks” the span of control between a 

strong national headquarters and a 
dispersed frontline in the field

What it looks like:

 Regional headquarters implementing 
and enforcing national headquarters 
policies/directives in the field

What it means:

 Strong regional headquarters

What it looks like:

 Regional headquarters set their own 
policies/directives for the field offices 
within their jurisdiction

What it means:

 Strong frontline in the field (i.e. WFOs, 
RFCs, and CWSUs)

What it looks like:

 Regional headquarters coordinating 
requests and communicating needs 
from the field up to national 
headquarters

What it means:

 Consolidation of administrative and IT 
related functions at the regional level

What it looks like:

 An administrative buffer between 
national headquarters and the field, 
particularly in severe weather events

 Administrative and media-related 
inquiries coming to the region rather 
than the field

What it means:

 Engaging in forecast and IDSS
operations alongside the field

What it looks like:

 Performing forecast analysis and/or 
owning IDSS relationships at the 
regional level

 Surging regional personnel to the field 
when required in a severe weather 
event

A B C

D E

3
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Ability to create more consistency in the field varies 

based on regional autonomy

Alaska

Central

Eastern

Pacific

Southern

Western

Autonomy of 

Region from 

National HQ

Autonomy of 

Field from 

Region

High Low

High Low

High High

Medium High

Medium Medium

MediumMedium

SOURCE: Site interviews

National 

HQ

Regional HQ

Field Offices 

Autonomy of 

Region from HQ 

reflects the 
connection, and 
communication 
between national 
headquarters and 
the regional 
headquarters.

Autonomy of 

Field from Region

reflects the 
authority, 
connection, and 
communication 
between regional 
headquarters and 
the field offices 
(WFOs, RFCS, 
CWSUs, etc.) 
within that region

3
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NSPs and NCEPs are primarily distinguished based on 

their planning role at the national level

SOURCE: HQ and site interviews

AFS Portfolio Office

 Annual Operating 
Planning

 Budget Planning & 
Execution

 National Service 

Programs

 Coordinates Field 
Requirements

 Develops 
directives/policy

Field Offices

 Mission Execution
 Identification of needs 

and requirements
 Source of innovation

3

“There is a lot of overlap 

between NCEP and us.  HQ 

programs are setting policies 

nationally, while NCEP 

separately sets operational 

requirements—sometimes 

with HQ collaboration” -HQ

“HQ is really a policy-making 

entity, but responsibilities 

aren’t always clear.” -NCEP

“We work with more than one 

NCEP, and since the re-org, 

there has been some 

dissonance and 

discomfort between my 

program and what they feel 

like they should be doing” -

HQ

“No one understands the 

differences in the roles in 

HQ versus the role of the 

NCEP, especially with the 

constant changes in name 

and what exactly their 

mission is” - HQ

Representative quotes Representative quotes

COO

Analyze, Forecast & 

Support (AFS) 

Office

NCEP

Office of Assistant 

Administrator for Weather 

Services

Organization structure

“Right now, it feels as if the 

NCEP should be 

responsible for what the 

national programs usually 

do; they want to be involved 

in aspects of the programs 

we have always run” - HQ

“The re-org gave us a 

chance to work through 

some of the challenges 

between NCEP and NSP, but 

roles still aren’t completely 

clear.” - NCEP
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Lack of role clarity on execution between NSPs and NCEP 

has led to perceptions of competition in the field

Aviation Weather Center AWC

Climate Prediction Center CPC

Environmental Modeling Center2 EMC

National Hurricane Center NHC

National Water Center NWC

Ocean Prediction Center OPC

Storm Prediction Center SPC

Space Weather Prediction Center SWPC

Weather Prediction Center WPC

National Centers for 

Environmental Prediction 

(NCEP)1

Minimal/no overlap in operations Some overlap in operations Direct overlap in operations

SOURCE: National Weather Service NCEP briefings, field interviews. 1. National Central Operations (not pictured) provides 
foundational IT support to all NCEPs. 2. EMC oversight includes national blended model.

“[Our center] has 

its own mission 

statement.” - NCEP

“We have no 

information on the 

role of the NWC

and what their tasks 

will be.” - RFC

“Taking forecasting 

away and putting it 

toward a national 

center – it’s too 

many cooks in the 

kitchen.” - WFO

National Service Programs (NSPs)

3
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Responsibilities for water are spread across multiple 

entities within NWS with no clear reporting lines between 

NWC and RFCs

SOURCE: HQ and site interviews

3

Office of Assistant 

Administrator for Weather 

Services

COO

Eastern 

region

Central 

region 

South-

ern

region 

West-

ern

region 

Alaska 

region 

3 RFCs 2 RFCs 4 RFCs 3 RFCs 1 RFC

Nation-
al 

Water 
Center 
(NWC)

Representative quotes

Water responsibility

Organization structure

“The Office of Hydrological Development 

provided support to RFCs, but now that is all 

gone. The question remains -- who does this 

kind of support for RFCs? NWC mission 

includes that, but it does not explicitly 

support RFCs.” - HQ

“Every RFC does its own development of 

graphics. There is a tremendous amount of 

inconsistency between offices because these 

graphics are maintained at a local level.” 

- RFC

“What is the relationship between the NWC

and RFCs? The NWC is still a work in progress, 

but it would be helpful to know what they are 

taking.” - RFC

“We need to choose a philosophy. Should the 

RFCs report to NWC? This could help improve 

management, such as retirement of products, 

but there are also downsides.” - HQ
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Organization structure

Office of Assistant Administrator 
for Weather Services

COO

Alaska 
Region

Pacific 
Region

Responsibility for tsunami warnings and information is 

embedded in regional structures limiting coordination and 

consistency of operations

SOURCE: Site interviews 

NTWC PTWC ITIC

Differences in operations between NTWC and PTWC

NTWC PTWC

Operating 

system
• Windows-based • Linux-based

Customers
• Domestic
• Canada (Pacific and 

Atlantic)

• International governments 
and tsunami warning 
centers

Shift 

schedule

• 5/4/9 schedules
• Currently has two people 

working each shift
• ~6 OT shifts per pay period

• One person working a “flex 

shift” with one person 

staffed and working at all 
times 

Staffing

• Full staffing: 12, current 
staffing: 7

• Lost 19 employees since 
2006 

• Nearly fully staffed
• Very little turnover

Outbound 

products

• Products for the public on 
the NTWC website

• EM-specific messaging 
through WFOs, AWIPS

• International advisories for 
tsunamis via foreign 
governments

Funding
• Provided through Alaska 

Region
• Provided through Pacific 

Region

3

Tsunami responsibility
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Current one-size-fits-all WFO field staffing model does not 

reflect variance among a subset of the workload drivers

1. Staffing and population data as of June 2015. 2. Analysis includes field offices with the top ten most/least populated areas of responsibility, excluding 
Anchorage and Honolulu which have atypical staffing structures as WFO/NSCs. 3. Average number of confirmed events 2008-2014

SOURCE: NWS; 2015 NWS Workforce Data on June 8, 2015; 2008-2014 NWS Severe weather event data, Storms events database, National Climate 
Data Center; NWS WFO characteristics data, 2015 

7,470
7,606

11,871

8,634

10,053
10,178

11,335

18,321

9,497

7,940

52
72
73
79
88
107
146

216
260

181

869
952

600

613

579

110

162
84

1,760

1,443

24
30

35
27

26
24

26
28

26
27

Monterey, CA
Atlanta, GA
Fort Worth, TX
Taunton, MA
Sterling, VA
Chicago, IL
San Diego, CA
Oxnard, CA
Mount Holly, NJ
Upton, NY

22
25

21
23

22
23

29
23
23
24

Fairbanks, AK

Juneau, AK

North Platte, NE

Key West, FL
Goodland, KS
Elko, NV

Aberdeen, SD
Dodge City, KS
Cheyenne, WY

Glasgow, MT

Population2

In thousands
Confirmed Weather Events3

Average # events per year
Staffing1

# FTEs including vacancies

347
51

683
705

185
878

141
644

887
449

3

Demand driversWFO staffing
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To cope with standardized staffing structure, WFO field 

offices have unofficially adopted different operating models

Selected adaptations in workforce structure 

Eliminate leave

Have Managers 

Work Shifts

Drop Shift to 

Create Training 

or IDSS Shift

“Our overtime is the equivalent 

of having an extra 2 to 3 

people on around the clock.” 

“People still get sick, have 

deaths in the family, take 

vacation. One of those is 

easier to put off.”

“A lot of the time managers 

will work shifts or people will 

give up training.”

“Region told us ‘you must 

have all of management 

working, mandate OT, and 

eliminate leave before you 

can drop a shift.’ Well guess 

what, that’s happening all the 

time.” 

Selected adaptations in time management1

50

15

50

25
30

100 100

20
95

25

50

10

40

30

60
65

30

5

Severe
Event
Shift

Typical
Shift

Typical
Shift

Severe
Event
Shift

Severe
Event
Shift

Typical
Shift

Severe
Event
Shift

Typical
Shift

Work Overtime

Office A

1. All shifts last 8 hours unless otherwise indicated
SOURCE: Site interviews

IDSS Forecast AnalysisAdmin, Systems & Training

Office B Office C Office D

3
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▪ Workforce

▪ Operating model (including IDSS)

▪ Organization structure

Appendix
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By 2020, vacancies* will have increased to over 744 

authorized positions, or 15% of total authorized workforce; 

they will decrease to around 10% by 2025 

Projected authorized positions vacant by year1, 2015-2025

Number of vacancies*

519
597

657
702731744743726696

651
592

2024 2025202320222021202020192018201720162015

1 Vacancies projected based on attrition rate and hiring rate calculated using historical data and compound annual growth rates; deviations from projected rates will significantly change 
above projections of vacancies; assumes an unchanging base of # of authorized positions

* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 
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Sensitivity analysis1 shows an increase in attrition could 

occur as more workers retire, but without a large wave of 

retirement, would not significantly increase future vacancies 

651 696 726 743 744 731 702 657
597

519
592

14
11

30

26
22181411863

1

16

202420232022

9

2021

8

2020 2025

6

2019

4

2018

3

2017

2

2016

1

2015

Base case

Impact of 1/3x increase in attrition growth rate on base case 

Impact of 2x increase in attrition growth rate on base case 

SOURCE: 2008-2015 Vacancies and Retirement Data, NWS; 2015 NWS Workforce Data on June 8, 2015; GAO 2012 US government prediction of 
federal workers’ retirement eligibility 

Increased attrition growth rate2 impact on projected vacant authorized positions, ‘15-25  

Number of vacancies*

1 To simulate additional hiring challenges, stagnated hiring rate based on additional year of increases in hiring, and then cap at 160 new hires per year, or ~13 hires per month
2 To simulate additional attrition through retirement, Increased attrition rate based on increase of compound annual growth rate by .2% above natural CAGR starting in 2015 and through 

2025
* Includes 248 un-appropriated vacant billets and 344 appropriated for vacant billets, where 1 billet = 1 FTE 
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▪ Workforce

▪ Operating model (including IDSS)

▪ Organization structure

Appendix
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IDSS Stakeholder Survey: Introduction

What is your affiliation?

(choose one)

State/Tribal emergency management

Other Federal government

News media

Local emergency management

Federal emergency management

Business/ industry

Non-profit

Other

From which NWS field office do you normally receive products?

1. Background

OMB Control Number: 0648-0342
Estimated time to complete: 30 minutes
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IDSS Stakeholder Survey: Frequency of products

Regularly (~1 time per month)

Never (I don't receive products from the NWS)

Frequently (>2 times per month)

Infrequently (a few times per year)

The NWS is currently evaluating Impact-based Decision Support Services (also known 
as IDSS) as a key element of its vision for a Weather-Ready Nation.

IDSS refers to the NWS activities that inform weather decisions for events that threaten 
lives and livelihoods.

How often do you receive information from the NWS? (choose one)

What is your overall level of satisfaction with the IDSS you receive from the 

NWS?

Somewhat satisfied

Unsatisfied

Very satisfied

Somewhat unsatisfied

No opinion

2. Overview of Impact-based Decision Support Services

Some of the time (~1 time per month)

Never 

Most of the time (>50% of the time)

Rarely (<10% of the time)

How often does the information you receive from the NWS affect your decision-

making? (choose one)Pre-
de
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IDSS Stakeholder Survey: NWS satisfaction (1/3)

How frequently do you receive the following NWS products in 

support of your decisions?

Never (I don't 

receive 

products from 

the NWS)

Infrequently (a 

few times per 

year)

Regularly (~1 

time per month)

Frequently (>2 

times per month)

▪ PowerPoint briefings of forecasts

▪ Point-and-click forecasts by location on NWS website

▪ Short-term forecasts and outlooks (Day 0-3)

▪ Long-term forecasts and outlooks (Day 4-7)

▪ Forecast discussions

▪ Weather stories

▪ Probabilistic forecasts

▪ Seasonal outlooks

▪ Hydrologic data and forecasts

▪ Observational data and model output

3. Products to support IDSS

How satisfied are you with the accuracy of the following NWS 

products in support of your decisions?

Not at all 

satisfied

1

Not satisfied

2

No opinion

3

Satisfied

4

Extremely 

satisfied

5

N/A: I do not 

receive these 

products

▪ PowerPoint briefings of forecasts

▪ Point-and-click forecasts by location on NWS website
▪ Short-term forecasts and outlooks (Day 0-3)

▪ Long-term forecasts and outlooks (Day 4-7)

▪ Forecast discussions
▪ Weather stories
▪ Probabilistic forecasts
▪ Seasonal outlooks
▪ Hydrologic data and forecasts

▪ Observational data and model output
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IDSS Stakeholder Survey: NWS satisfaction (2/3)

How satisfied are you with the relevance of the following NWS 

products to the decisions you make? 

Not at all 

satisfied

1

Not satisfied

2

No opinion

3

Satisfied

4

Extremely 

satisfied

5

N/A: I do not 

receive these 

products

How satisfied are you with the timeliness of the following NWS 

products related to the decisions you make?

Not at all 

satisfied

1

Not satisfied

2

No opinion

3

Satisfied

4

Extremely 

satisfied

5

N/A: I do not 

receive these 

products

▪ PowerPoint briefings of forecasts

▪ Point-and-click forecasts by location on NWS website
▪ Short-term forecasts and outlooks (Day 0-3)

▪ Long-term forecasts and outlooks (Day 4-7)

▪ Forecast discussions
▪ Weather stories
▪ Probabilistic forecasts
▪ Seasonal outlooks
▪ Hydrologic data and forecasts

▪ Observational data and model output

▪ PowerPoint briefings of forecasts

▪ Point-and-click forecasts by location on NWS website
▪ Short-term forecasts and outlooks (Day 0-3)

▪ Long-term forecasts and outlooks (Day 4-7)

▪ Forecast discussions
▪ Weather stories
▪ Probabilistic forecasts
▪ Seasonal outlooks
▪ Hydrologic data and forecasts

▪ Observational data and model output
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IDSS Stakeholder Survey: NWS satisfaction (3/3)

▪ In-person briefings by request

▪ Phone calls from NWS personnel

▪ NWS personnel taking inbound calls and providing information

▪ Phone recordings

▪ NWS chat

▪ Social media (e.g., Twitter, Facebook)

▪ Embedded NWS personnel with decision-makers

How satisfied are you with the clarity of NWS information 

communicated through the following channels?

Not at all 

satisfied

1

Not satisfied

2

No opinion

3

Satisfied

4

Extremely 

satisfied

5

N/A: I do not 

information 

through these 

methods

▪ NWS website or web services
▪ NOAA Weather Radio

▪ In-person briefings by request

▪ Phone calls from NWS personnel

▪ NWS personnel taking inbound calls and providing information

▪ Phone recordings

▪ NWS chat

▪ Social media (e.g., Twitter, Facebook)

▪ Embedded NWS personnel with decision-makers

How frequently do you receive NWS information through the 

following communications channels?

▪ NWS website or web services
▪ NOAA Weather Radio

4. Channels to support IDSS

Never (I don't 

receive 

products from 

the NWS)

Infrequently (a 

few times per 

year)

Regularly (~1 

time per month)

Frequently (>2 

times per month)
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IDSS Stakeholder Survey: Conclusion

Do you have suggestions as to how (sponsoring office) can 

improve its products or services?

5. Conclusion

Paperwork Reduction Act Information: In accordance with Executive Order 12862, the National Performance Review, and 
good management practices, NOAA offices seek to determine whether their customers are satisfied with the services and/or 
products they are receiving and whether they have suggestions as to how the services/products may be improved or made 
more useful. The information will be used to improve NOAA’s products and services. Responses to this survey are 

completely voluntary. No confidentiality can be provided for responses, but you need not supply your name or address. 
Public reporting burden for this collection of information is estimated to average 20-30 minutes per response. Send 
comments regarding this burden estimate or any other aspect of this collection of information, including suggestions for 
reducing this burden, to Sarah Brabson, CIO-PPA1, Station 9826, 1315 East-West Highway, Silver Spring, MD 20910. 
Notwithstanding any other provision of the law, no person is required to respond to, nor shall any person be subject to a 
penalty for failure to comply with, a collection of information subject to the requirements of the Paperwork Reduction Act, 
unless that collection of information displays a currently valid OMB Control Number.Pre-
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▪ Workforce

▪ Operating model (including IDSS)

▪ Organization structure

Appendix
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n Overall Direction Leadership Culture &
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

SES 20 75 83 92 78 65 59 73 90 53 82

Other 13 44 58 43 27 44 25 77 48 15 56

GS-1 1 - - - - - - - - - -

GS-4 1 - - - - - - - - - -

GS-5 2 - - - - - - - - - -

GS-6 4 - - - - - - - - - -

GS-7 15 53 59 59 49 46 41 80 38 41 67

GS-8 50 64 61 68 62 61 48 84 62 54 74

Percentage agreement on outcome effectiveness
Outcomes by Job Grade (1/2)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

GS-9 41 60 54 68 50 65 46 83 67 38 71

GS-10 15 34 32 36 31 35 11 60 47 14 38

GS-11 189 50 46 47 44 51 33 74 65 28 65

GS-12 539 48 43 47 40 49 27 73 67 23 65

GS-13 802 53 48 50 50 52 31 74 74 28 71

GS-14 326 55 58 58 52 51 32 73 72 26 71

GS-15 144 65 68 74 69 63 38 74 85 33 77

Percentage agreement on outcome effectiveness
Outcomes by Job Grade (2/2)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Physical Scientist, 
Hydrologist, Meteorologist, 
and Student Trainees1

1525 53 50 52 49 53 30 74 74 25 70

Non-scientist 637 54 52 53 50 51 37 73 65 35 67

Percentage agreement on outcome effectiveness
Outcomes by Job Series

1. Physical Scientist (1301), Hydrologist (1315), Meteorologist (1340), and Student Trainee (1399)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Less than 1 year 21 75 76 95 67 67 60 90 84 55 79

1 - <3 years 58 56 50 62 53 58 33 78 71 31 71

3 - <6 years 233 54 51 56 46 55 33 79 69 31 69

6 - <11 years 384 49 47 52 40 47 27 71 65 23 65

11 - <21 years 622 51 48 46 46 49 30 74 69 27 69

21+ years 844 56 53 55 55 55 34 73 76 30 72

Percentage agreement on outcome effectiveness
Outcomes by Tenure

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)

Pre-
de

cis
ion

al



189DRAFT/PRE-DECISIONAL –
PROPRIETARY AND CONFIDENTIAL

n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

National Centers for 
Environmental Prediction 
(NCEP)

183 52 54 52 46 45 33 70 73 30 64

National Headquarters 240 54 60 59 46 45 35 73 65 36 68

National Logistics Support 
Center (NLSC) 3 - - - - - - - - - -

National Specialized Center 
(e.g. NTWC, PTWC, 
NDBC)

32 50 55 40 42 51 28 73 72 32 58

Center Weather Service 
Unit (CWSU) 32 67 67 69 55 71 44 89 83 44 81

Regional Headquarters 
(including Administrative 
Support Centers)

141 56 58 55 55 50 34 75 75 30 74

River Forecast Center 
(RFC) 98 54 50 52 50 55 24 76 74 32 73

Percentage agreement on outcome effectiveness
Outcomes by Organization (1/2)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Weather Forecasting Office 
(WFO) 1281 53 47 52 49 54 32 74 73 25 71

Weather Service Office 
(WSO) 51 47 37 51 48 57 31 70 53 23 56

Stennis Space Center 5 - - - - - - - - - -

National Water Center 21 44 57 50 29 33 30 61 54 30 55

Other/Not Listed 75 49 54 51 47 44 30 80 54 30 53

Percentage agreement on outcome effectiveness
Outcomes by Organization (2/2)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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asdf

n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Southern 354 51 40 50 48 54 30 72 70 23 68

Alaska 75 53 53 53 42 53 33 78 64 34 68

Pacific 38 46 45 50 43 44 26 67 53 20 62

Western 337 55 52 57 50 55 33 72 74 29 72

Central 478 55 53 53 52 56 30 76 77 26 72

Eastern 278 53 42 47 52 53 33 76 72 23 76

Other/Not Listed 11 51 42 36 45 39 37 64 91 33 69

Not Regionally Organized¹ 591 53 57 55 46 46 33 73 67 33 64

Percentage agreement on outcome effectiveness
Outcomes by Region

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

1. Category defined based on respondent self-selection into regional organizations including WFOs, WSOs, RFCs, CSWUs, and Regional HQs. Respondents 
that did not select these organizations are categorized as “Not Regionally Organized”.

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture & 
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Not Co-located 1170 52 45 51 49 54 31 74 72 25 71

Co-located 390 55 54 56 53 56 30 74 74 27 73

Not Applicable 602 53 57 54 46 46 33 73 67 33 64

Percentage agreement on outcome effectiveness
Outcomes by Office Co-Location

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture &
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Alabama 37 41 23 42 41 36 27 62 56 22 63

Alaska 94 50 53 50 35 50 28 76 57 34 65

American Samoa 2 - - - - - - - - - -

Arizona 27 47 45 42 41 50 29 69 64 24 61

California 86 51 45 52 46 52 32 69 64 27 73

Colorado 55 55 62 51 57 49 30 73 73 31 71

Florida 72 43 39 32 28 46 21 72 66 21 61

Georgia 19 52 43 45 70 54 34 62 71 23 64

Guam 9 - - - - - - - - - -

Hawaii 36 44 42 50 34 42 22 69 57 18 62

Percentage agreement on outcome effectiveness
Outcomes by State (1/5)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture &
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Idaho 30 52 58 61 51 54 30 62 58 28 68

Illinois 28 52 43 46 42 51 31 76 78 25 74

Indiana 21 50 61 33 36 47 25 74 81 19 75

Iowa 29 59 52 67 63 54 29 76 85 31 76

Kansas 45 50 39 51 51 57 28 70 62 21 73

Kentucky 31 66 59 74 71 66 42 82 91 34 79

Louisiana 33 51 42 59 42 44 19 85 74 21 70

Maine 19 36 13 31 32 28 16 67 55 13 71

Maryland 344 53 59 57 46 44 36 71 66 34 64

Massachusetts 21 58 55 57 52 46 33 88 76 26 88

Percentage agreement on outcome effectiveness
Outcomes by State (2/5)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture &
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Michigan 52 56 60 50 56 58 33 75 72 30 69

Minnesota 43 49 52 38 51 54 17 73 79 17 64

Mississippi 21 39 36 40 31 30 17 71 62 21 41

Missouri 117 55 59 55 51 50 34 76 74 29 67

Montana 44 56 48 67 50 65 28 73 78 23 73

Nebraska 29 59 54 61 57 60 30 89 77 29 78

Nevada 35 53 44 57 49 53 25 70 77 29 77

New Jersey 9 - - - - - - - - - -

New Mexico 13 35 28 31 19 44 18 69 54 13 43

New York 69 55 44 50 60 54 36 73 80 23 78

Percentage agreement on outcome effectiveness
Outcomes by State (3/5)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture &
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

North Carolina 26 50 47 41 43 54 35 75 60 20 72

North Dakota 24 57 57 64 38 66 37 75 80 28 71

Ohio 31 40 28 35 32 45 18 75 52 18 58

Oklahoma 91 58 51 63 60 60 33 75 78 35 71

Oregon 47 67 69 74 68 65 48 78 86 41 71

Pennsylvania 26 52 45 42 48 52 31 75 66 29 79

Puerto Rico 7 - - - - - - - - - -

South Carolina 32 59 53 49 63 61 47 72 85 30 74

South Dakota 37 48 36 45 37 49 27 84 71 23 61

Tennessee 26 56 37 58 59 60 45 69 73 22 80

Percentage agreement on outcome effectiveness
Outcomes by State (4/5)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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n Overall Direction Leadership Culture &
Climate

Accountabili
ty

Coordinatio
n & Control Capabilities Motivation Innovation 

& Learning
External 

Orientation

Texas 142 56 46 55 53 61 37 78 76 26 73

Utah 52 57 56 54 49 53 35 78 88 27 76

Vermont 10 65 33 60 90 63 32 80 100 33 90

Virginia 42 57 48 55 62 63 36 79 73 25 73

Washington 26 47 42 40 38 42 25 74 62 29 68

West Virginia 6 - - - - - - - - - -

Wisconsin 37 61 61 51 58 65 42 83 74 36 76

Wyoming 16 46 52 57 35 51 19 60 48 18 74

Other/Not Listed 14 50 47 41 50 36 34 64 83 26 70

Percentage agreement on outcome effectiveness
Outcomes by State (5/5)

Top Quartile
Second Quartile
Third Quartile
Bottom Quartile

Benchmark

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737)
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18

26

29

26

24

27

56

51

44

The NWS has a vision for the future that is both easy to understand and meaningful to employees

The NWS’s strategy is aligned with its vision

Employees' day-to-day behaviors are guided by the NWS's vision and strategy

Direction outcome questions 

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

35

36

45

41

20

23

Managers align the NWS’s goals with the personal goals of employees

Managers actively solicit employee involvement in setting the NWS’s direction

3818 44 The NWS’s vision is clearly communicated throughout the organization

4120 39 The NWS translates its vision into specific strategic goals and milestones

Direction practice questions 
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Direction Questions
Percent of employees 

SOURCE: National Weather Service, June 2015 (n=2,162)
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29

28

33

15

17

20

56

55

47

Leaders in the NWS (including my supervisor) steer the NWS toward success

Leaders in the NWS (including my supervisor) role model the values of the NWS

Leaders in the NWS (including my supervisor) make high quality decisions

Leadership outcome questions 

28

34

18

23

53

44

Leaders in the NWS (including my supervisor) demonstrate concern for the welfare of employees

Leaders in the NWS (including my supervisor) create a sense of teamwork and mutual support throughout the NWS

42

40

17

12

40

48

Leaders in the NWS (including my supervisor) provide continual pressure and influence

Leaders in the NWS (including my supervisor) use authority to get things done

35

38

19

23

46

39

Leaders in the NWS (including my supervisor) give employees the autonomy to make their own decisions

Leaders in the NWS (including my supervisor) ask the opinions of others before making important decisions

Leadership practice questions 
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3924 37 Leaders in the NWS (including my supervisor) challenge employees to do more than they thought was possible

C
ha

lle
ng

in
g 

le
ad
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sh

ip

Leadership Questions
Percent of employees 

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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26

30

21

26

53

44

People want to work here because of the culture and work environment

The NWS’s culture positively influences the way people behave

Culture and Climate outcome questions 

28
34
31

17
27
22

55
39
47

Day-to-day work is performed according to clear standards and objectives
The NWS communicates clear standards of work
Managers emphasize the importance of efficiency and productivity

32

39

20

19

48

42

Managers encourage honesty, transparency, and candid, open dialogue

Managers consult with employees on issues that affect them

35

38

25

40

41

22

Managers encourage employees to experiment with new ideas to improve performance

The NWS protects creative activities and improvement initiatives from day-to-day pressures

37

31

45

51

19

17

Results are made internally transparent to help motivate employees to perform

The NWS’s incentive and recognition systems promote healthy competition among employees

Culture and Climate practice questions 
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Culture and Climate Questions
Percent of employees 

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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20

27

27

14

33

24

66

40

50

Employees clearly understand what is expected of them

Employees are held accountable for the results they are expected to deliver

Employees within the NWS have sufficient authority to make decisions

Accountability outcome questions 

30

28

53

54

17

18

The NWS provides attractive incentives to high performing employees

The NWS has created clear links between performance and consequences

37

40

38

18

25

42

The NWS’s organizational structure helps create clear accountability

Jobs in the NWS are designed to have clear objectives and accountabilities for results

35

34

27

24

38

42

Managers create a sense of belonging to the NWS

Managers encourage employees to take a personal stake in their jobs

33

42

19

29

48

29

Employees have written performance goals that clearly define what they are expected to deliver

The NWS sets performance goals for individuals that are challenging

Accountability practice questions 
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Accountability Questions
Percent of employees

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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33

35

44

29

34

29

37

31

27

The NWS effectively measures the performance of core activities

Reviews of organizational performance lead to corrective, follow-up action

The NWS is able to minimize unexpected performance results

Coordination and Control outcome questions 

32

29

52

44

16

27

The NWS’s financial measures are good indicators of its true economic performance

The NWS has clear oversight and control of its finances at all levels

34

29

39

33

26

39

The NWS’s performance feedback and review processes collect accurate information about employees' strengths,…

The NWS systematically tracks employees' performance over time

208 73 The NWS uses formal policies to discourage employees from engaging in inappropriate activities

38

39

24

31

39

30

Each unit of the NWS has explicit targets for its operating performance

The NWS has clear operating goals and metrics at all levels

35

40

24

36

41

23

The NWS encourages employees to identify risk issues and escalate them to the right level

The NWS is able to identify potential performance issues and threats before they become major problems

Coordination and Control practice questions 
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Coordination and Control Questions
Percent of employees

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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16

17

10

10

74

74

The NWS has the capability and knowledge to achieve its goals

The NWS has employees with the right skills to deliver its strategy

Capabilities outcome questions 

38

44

26

29

36

27

The NWS regularly develops and updates its procedures, manuals, and training guides

The NWS documents knowledge and ideas

52

60

20

21

28

19

The NWS identifies and hires the best external candidates

The NWS hires from outside to fill open positions

5129 20 The NWS outsources functions or activities that can be better done by others

41

36

25

25

34

39

Managers in the NWS provide helpful coaching

Employees receive the training and development they need to be effective in their jobs

Capabilities practice questions 
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Capabilities Questions
Percent of employees

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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43

38

32

25

25

37

The NWS offers top performers the most attractive career opportunities within NWS

Promotions in the NWS are based on merit

38

37

38

34

23

28

The NWS evaluates employees in part on whether they follow NWS values in their daily activities

Senior leaders clearly communicate a set of values that are personally meaningful to employees

3055 15 The NWS provides attractive financial incentives to motivate employees

40

44

18

33

42

23

Managers in the NWS provide praise, thanks, or other forms of recognition

Managers in the NWS find ways to make work more meaningful to their employees

41

42

39

32

20

26

The NWS provides meaningful non-financial rewards and recognition to those who deliver an outstanding contribution

The NWS rewards high performance with interesting opportunities or additional responsibilities

Motivation practice questions 
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22

15

12

9

66

75

The NWS’s employees are highly motivated

In the NWS, employees are generally enthusiastic about their jobs

Motivation outcome questions 

Motivation Questions
Percent of employees

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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31

35

40

43

41

26

26

24

33

The NWS effectively adapts to changes in its external environment

The NWS consistently implements new and better ways of doing things

The NWS makes the changes necessary to fulfill its vision

Innovation and Learning outcome questions 

42

43

30

36

28

21

Management encourages different parts of the NWS to work together to make improvements

The NWS holds events to share knowledge and ideas across the organization

35

42

50

41

16

17

Senior leaders drive innovation in the organization

Senior leaders devote sufficient attention to doing things differently

4443 13 The NWS brings in ‘best practices’ from outside the NWS

45

40

25

43

30

17

Employees participate in improvement activities

The NWS has clear processes and systems for employees to contribute improvement ideas

Innovation and Learning practice questions 
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Innovation and Learning Questions
Percent of employees

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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12

22

32

3

6

16

85

72

52

The NWS has developed high levels of public approval

The NWS effectively manages external business relationships with constituents, partners, and stakeholders

The NWS effectively responds to the changing needs of constituents, partners, and stakeholders

External Orientation outcome questions 

25

15

5

3

70

82

The NWS works with external partners to help them perform well

The NWS maintains a network of external partners

36

42

8

10

56

48

The NWS solicits feedback from its stakeholders to improve its ability to meet their needs

The NWS identifies and targets specific groups of stakeholders with tailored offerings

29

29

6

11

65

60

The NWS invests in relationships with government, academic, and constituent groups

The NWS invests significant resources to build and maintain strong relationships with the community

37

47

24

24

39

30

The NWS considers the strengths of its products and services compared to the similar private sector organizations

The NWS considers industry best practices when making decisions

External Orientation practice questions 
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External Orientation Questions 
Percent of employees

Neutral
Disagree

Agree
Outcomes

Sometimes
Infrequently

Frequently 
Practices

SOURCE: National Weather Service, June 2015 (n=2,162)
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Question score

Decision-

Making

Colla-

boration

Speed

Question

38

11

33

Leaders in the NWS (including my supervisor) act quickly when faced with new challenges

The NWS is able to adjust rapidly to new ways of doing things

Managers are able to work quickly when faced with difficult problems

33 Business decisions are guided by data and facts

58

39

Employees cooperate and work together to achieve NWS goals

The work environment maximizes interaction and cross-collaboration

OHI3 Questions 
Percent of ‘Often’ & ‘Always’

SOURCE: National Weather Service, June 2015 (n=2,162)
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December 11, 2015 
Preliminary and Pre-decisional 

Operations and Workforce 
Analysis (OWA) Phase 3 
Deliverable: Fully 
Integrated Field Structure 
and Actionable Ideas 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phase 3, a variety of stakeholders, including core team members, SMEs, OWC 
Executive Champions, and NWSEO have been engaged through workshops, site visits and interviews 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Actionable ideas: Several ideas were refined across the workforce, organizational structure, and IDSS 
operating model, including: 
▪ Workforce: progression model for GS 5 – 12, onboarding course for new hires, orientation course for

new MICs/ HICs, and greater supervisory authority for other roles in the field

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field,
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a
policy to create IDSS “core service level” including core partner prioritization criteria and office review

Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phase 3 Deliverable 
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During Phase 3, the OWA project focused on refining actionable 
ideas and the fully integrated field structure 

Phase Phase 4 Phase 5 Phase 3: refine ideas Phase 2: develop ideas Phase 1: aspire and assess 

Duration Year 1 Year 2 Year 3 

Description  
of work 

Change Management and Stakeholder Engagement 
Project governance structure and teams; stakeholder map and outreach plan 

1 

Evaluation of IDSS 2 

Current State Baseline 
▪ Organizational 

structure 
▪ Operating model 

(including IDSS) 
▪ Workforce 

3 

Identification of ideas 
including ideas across: 
▪ Organizational 

structure 
▪ Operating model 

(including IDSS) 
▪ Workforce 

Refinement of ideas 
▪ Refine fully 

integrated field 
structure ideas 

▪ Refine a set of 
actionable ideas for: 
– Organizational 

structure 
– Operating model 

(including IDSS) 
– Workforce 

5 6 

▪ Proposal 
develop-
ment 

▪ Change 
agents 

▪ Field and 
Forum 

▪ Leader- 
ship 
coaching 

▪ Test and 
evaluate 

▪ Field 
and 
Forum 

▪ Weather 
event 
review 

▪ Test and 
evaluate 

Current State Gaps 4 

Timing May – Aug. 2016 2017 Oct. – Dec. Aug. – Oct. 

Italics indicates 
 “to be determined” 

Current focus 
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In Phase 3, workstream teams focused on developing prioritized 
short-term options into pre-proposal initiatives and 
communicating key messages to the field 

Launched/ 
completed 

Partially 
completed 

Workstream 1: 
Communications 
and stakeholder 
engagement 

Workstream 2: 
Organizational 
structure 

Workstream 3: 
Operating model 
(including IDSS) 

Workstream 4: 
Workforce 

Workstream 5: 
Fully integrated 
field structure 

Phase 3 outputs Early Dec. Workstreams 

Evaluating pre-
proposal ideas Prioritizing options 

Oct. 

Developing pre-proposal 
ideas 

▪ Key messages and
messengers to deliver
them

▪ Current from-to story
▪ Overarching

communications plan

Identify key messages 
and messengers to 
deliver them 

▪ Pre-proposal ideas for
prioritized actionable
ideas

Evaluate pre-proposal 
ideas to develop into 
proposals 

Identify priority short-term 
options to pursue and 

Develop overarching 
communications plan 

Assess implications, 
including scenario 
analysis, for potential 
field structure options 

Determine impact of 
changes to “what” 
functions are performed 
in field 

Nov. 

Develop current from-to 
story 

Develop prioritized 
options into pre-proposal 
ideas 

Evaluate changes to 
“who” (e.g., skill and role 
mix) and “where” 

▪ Options for fully
integrated field structure

OWC 
(Dec 7) 

Core team workshops 
(During November) 

OWC 
(Nov 19) 
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During Phase 3, core team members refined actionable ideas and 
stakeholders were engaged in discussing them 

Phase 3 focused on involving core team members, NWS owners and SMEs in refining ideas and 
engaging stakeholders 

Core team 
weekly 
meetings and 
workshops 

▪ Weekly meetings have been held with core teams and NWS owners: Deirdre Jones, Kevin Cooley,
John Murphy, Ray Tanabe, Andy Stern, Bill Lapenta, David Murray, John Ogren, and Chris Strager

▪ Four workshops were held to align on actionable ideas within workstreams:
‒ Nov. 9 – 12: Organization structure workshop in Silver Spring, MD 
‒ Nov. 12 – 13: Workforce workshop in Kansas City, MO 
‒ Nov. 12 – 13: IDSS operating model workshop in Silver Spring, MD 
‒ Nov. 17 – 18: CSE workshop in Fort Worth, TX 

NWSEO 
leadership 
engagement 

▪ On Nov. 12, discussed IDSS operating model philosophy and other ideas with NWSEO leadership
▪ Collected input from NWSEO leadership and incorporated into Phase 3 ideas
▪ Discussed options for on-going engagement

NOAA, 
manager and 
all staff 
engagement 

▪ Participated in the WR MIC/ HIC and shared Toolkit Chapter 1 on Phase 1 findings
▪ Participated in SR MIC/ HIC and shared Toolkit Chapter 2 on IDSS philosophy
▪ Nov. 12 – 19, engaged managers (172 dial-ins) and then all staff (229 dial-ins) on IDSS “deep

relationships” philosophy; provided Toolkit Chapter 2
▪ On Nov. 13, shared Phase 2 update and Phase 3 actionable ideas with NOAA leadership; provided

Toolkit Chapter 2 materials
▪ Conducted interviews and engaged NWS leaders on fully integrated field structure

External 
stakeholder 
engagement 

▪ Supported Dr. Uccellini with talking points for engagement of emergency managers at IAEM and
Big City Ems

▪ Presented Phase 1 findings to EISWG
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During Phase 3, the team conducted ~38 interviews to refine 
options, including around the fully integrated field structure  

 
List of NWS Interviews during Phase 3 fully integrated field structure refinement of ideas 

▪ Mike Cantin; MIC, Tucson WFO

▪ Ming Ji; Director, Office of Science and Technology Integration

▪ Hendrik Tolman; Director, Environmental Modeling Center

▪ Brian LaMarre; MIC, Tampa WFO

▪ Don Cline; Director, National Water Center

▪ Wendy Pearson; Integrated Services Division

▪ Thomas Berger; Director, Space Weather Prediction Center

▪ Mark Tew; Acting Chief, Analysis and Mission Support Division

▪ David Myrick; Statistical Modeling Branch 

▪ Lora Wilson; Statistical Modeling Branch

▪ Steven Brueske; Deputy Director, Central Region

▪ Jason Tuell; Director, Eastern Region

▪ Dan Cobb; MIC, Grand Rapids WFO

▪ Kevin Fryar; CWSU MIC, Chicago

▪ Terrie Sheetz;  ASA, Chicago WFO

▪ Walter Cowan;  ESA, Chicago WFO

▪ Casey Sullivan;  Forecaster, Chicago WFO

▪ Kevin Donofrio;  Forecaster, Chicago WFO

▪ Kevin Birk;  Forecaster, Chicago WFO

▪ Andy Krein;  Forecaster , Chicago WFO

▪ Mike Bardou;  WCM, Chicago WFO

▪ Bill Morris;  Hydrologist, Chicago WFO

▪ Gino Izzi;  Lead Forecaster, Chicago WFO

▪ Dave Beachler;  Lead Forecaster, Chicago WFO

▪ Ricky Castro;  Met Intern, Chicago WFO

▪ Kenneth Graham; MIC, Slidell WFO

▪ Jim Lee; MIC, Staunton WFO

▪ Chris Strager; Director, Central Region

▪ Ray Tanabe; Director, Pacific Region

▪ Amy Seeley;  HMT, Chicago WFO

▪ Bill Nelson;  OPL, Chicago WFO

▪ Ed Fenelon;  MIC, Chicago WFO

▪ Jamie Enderlen;  Forecaster, Chicago WFO

▪ Dawn Zebic;  CWSU Forecaster, Chicago WFO

▪ Matt Friedlein;  Lead Forecaster, Chicago WFO

▪ Kevin Lynott; MIC, Hanford WFO

▪ Todd Laricos; MIC, Las Vegas WFO

Regional HQ 

WFOs, CWSUs and RFCs 

▪ Eric Lenning;  SOO, Chicago WFO

HQ, NCEP and National Water Center 

WFOs, CWSUs, and RFCS cont’d. WFOs, CWSUs, and RFCS cont’d. 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phase 3, a variety of stakeholders, including core team members, SMEs, OWC 
Executive Champions, and NWSEO have been engaged through workshops, site visits and interviews 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Actionable ideas: Several ideas were refined across the workforce, organizational structure, and IDSS 
operating model, including: 
▪ Workforce: progression model for GS 5 – 12, onboarding course for new hires, orientation course for

new MICs/ HICs, and greater supervisory authority for other roles in the field

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field,
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a
policy to create IDSS “core service level” including core partner prioritization criteria and office review

Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phase 3 Deliverable 
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OWA Phase 3: Fully Integrated Field Structure 

 
 

Input (Key Decision Points) 

▪ Does the proposed forecast process flow reflect an effective way for
NWS to evolve in the future?

▪ Are the concepts of “focus” and “flexibility” effective ways to address
workload variability using strategic resourcing in the field?

▪ What additional next steps are needed to advance the fully integrated
field structure discussion?

▪ What additional ideas could OWA pursue to strengthen roles and skills
and support change to fully integrated field structure?
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There is extensive rationale for considering changes 
to the fully integrated field structure 

Rationale for considering changes to the fully integrated field structure 

▪ The current and future demand for IDSS and other products and services from core
partners is growing; forecast offices are adopting various approaches to provide IDSS

▪ Communities are best served when forecasts and warnings focus on the particular
impacts that core partners care about; situational awareness is critical to
preparedness

▪ Consistency in service delivery and forecast accuracy is key to serving core partners
and increasing trust in NWS

▪ NWS must continue to provide the best data to core customers via a growing
observations network

▪ Probabilistic forecasting is here and is expanding as expectations increase beyond the
information provided by deterministic forecasts; additionally, greater demands on the 0-48
hour time frame and fundamentally different approaches are being considered for short-term
weather, water and climate forecasting and warnings (e.g., FACETS)

▪ The workload across NWS varies by office and over time

▪ Integration with other NOAA line offices is critical for NWS and NOAA to fulfill their
missions

▪ NWS is constrained in terms of human resources by hiring and attrition rates

NON-EXHAUSTIVE 

SOURCE: NWS interviews 
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70,000 

60,000 

0 

50,000 

65,000 

45,000 

55,000 

Workload/Workforce across each WFO 

Phase 1 findings indicate that workforce1 and workload2 varies 
across WFOs, both location-to-location and over time  

Workload exceeds workforce available 
Workload equals to workforce available Workload less than workforce available 

WFO Workforce1 available compared against expected workload2 based on workload drivers, 2014 
Hours worked by WFO   

Workload 
exceeds 
workforce 

Workforce 
exceeds 
workload 

Workforce 
is equal to 
workload 

1 Workforce defined as current available FTE hours (including overtime) worked across WFOs  
2 Workload defined as expected workload based on team regression analysis accounting for variance in workload drivers 
SOURCE: NWS Overtime data by biweekly pay period, 2002-2015; NWS CFO’s FTE data by year, 2008-

2014; NWS WWA data, 2008-2014, 2008-2014 NWS Severe weather event data, Storms events 
database, National Climate Data Center  
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Forecast-related activities in 0 hr–1 week timeframe are critical to 
serving core partners; overlap exists across responsibilities 

Forecast process 

Forecast process 
for subset of offices 

Time period of primary 
overlap across NWS  

IDSS 

IDSS for 
subset of offices 

IDSS Proposed Proposed 

5 Inter-seasonal to inter-
annual (e.g., outlook) 

3-4 weeks (e.g., guidance) 4 

1-2 weeks (e.g., threat 
assessments) 

3 

48 hours-1 week (e.g., 
forecasts, watches) 

2 

0-48 hours (e.g., warnings, 
nowcasts, forecasts, alert 
coordination) 

1 

CWSUs 

Forecast timeframe 

Preparation and planning: 
T-minus months to days1

0 WFOs RFCs ROCs NCEP NWC 
T= 0 

1 Preparation and planning activities include tabletop exercises, outreach and education, trainings, etc 

SOURCE: Interview with NWS leadership 

Pre-
de

cis
ion

al



12 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Functionally, NWS could focus on collaboration across the entire 
organization through a fully integrated field structure  

NWS could 
increase 
collaboration in 
forecast process: 
▪ Different parts of

NWS would still 
each play a role 
in forecast 
process  

▪ By collaborating,
NWS could 
create an 
efficient singe 
process across 
organization  

▪ NWS could
better focus on 
provision of the 
best science-
based service to 
its core partners  

SOURCE: Interview with NWS leadership 

Forecast process 

Forecast process 
for subset of offices 

Time period of primary 
overlap across NWS  

IDSS 

IDSS for 
subset of offices 

IDSS Proposed Proposed 

5 Inter-seasonal to inter-
annual (e.g., outlook) 

3-4 weeks (e.g., guidance) 4 

1-2 weeks (e.g., threat 
assessments) 

3 

48 hours-1 week (e.g., 
forecasts, watches) 

2 

0-48 hours (e.g., warnings, 
nowcasts, forecasts, alert 
coordination) 

1 

CWSUs 

Forecast timeframe 

Preparation and planning: 
T-minus months to days1

0 WFOs RFCs ROCs NCEP NWC 
T= 0 

1 Preparation and planning activities include tabletop exercises, outreach and education, trainings, etc 

Pre-
de

cis
ion

al



13 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Additionally, in the midst of this change, a local NWS  
presence is critical to build a “Weather-Ready Nation” 

1. NWS observations and infrastructure collected and maintained locally critical for excellent
forecasts and warnings and IDSS-provision, but also for operations of the entire Weather Enterprise

2. Creating or providing excellent local forecasts and warnings relies on “local knowledge”
based on current technological and forecasting needs

- Situational awareness is critical to supporting communities and core partners  

- Some watches, warnings and advisories currently require local needs and location in order to 
sufficiently protect communities 

3. Given deep relationships model, core partners currently best served from nearby forecast
office;

- Understanding what core partners need and gaining their trust requires creation and 
maintenance of  local relationships 

- Different communities have different networks and types of core partner relationships, and 
require local knowledge to provide the best services to protect community 

4. NWS continues to offer particular value as a service outlet for “NOAA in your
neighborhood” for most communities in the U.S.

NWS local presence is critical for four main reasons 

SOURCE: NWS interviews 
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A range of technological, workforce and cultural enablers are 
needed to successfully shift to a new, collaborative model 

1 Also, with reference to CWSUs and aviation weather, a national aviation model is critical; additional, for hydro program, a national water model is 
discussed further in next pages ; 2 “In the grids” or “out of the grids”  references the NWS used term that refers to forecast activities adjusting gridded 
forecasts   3 Forecast offices includes all office performing forecast duties, including WFOs, CWSUs, ROCs, and certain NCEP 

Shift towards 
managing 
information flow 
Day 1+ 

Increased 
communication & 
collaboration from 
NCEP to forecast 
office3

Enablers of change in forecast-related functions and assumptions around change  

▪ For Hour 18 and beyond, forecasters could embrace change to manage information
flow rather than tweak data during fair weather

▪ Forecaster ability to provide situational awareness during severe weather or in Day 0
could be maintained even with shift “out of the grids”2

▪ NWS could increase and support a structural feedback loop on accuracy of National
Model Blend forecasts

▪ Forecast offices could provide feedback on model in a timely manner to NCEP
▪ Additionally, NWS could create structural lines of communication and processes to

support forecast offices-to-NCEP collaboration across NWS

Success of 
National Model 
Blend1  

▪ National Model Blend could provide accurate model data to support post-processing of
local forecasts for all offices in NWS, requiring less intervention “in the grids”2

▪ FY17-18 timeline for testing of short-range (Day 0-3) forecasts; FY19 move towards
probabilistic models

▪ Data and models could continue to support the National Model Blend through its
iterations given data, processing and bandwidth requirements; forecast offices could
receive data through available processing ability, bandwidth, and AWIPS II

Culture of trust, 
within NWS and 
between NWS and 
partners  

▪ Shift towards deep relationships model to increase trust between providing IDSS to
core partners is critical to creating a “Weather Ready Nation”

▪ Relationship built on trust between forecast offices,3 NCEP, and other parts of NWS
▪ Training and support could be provided to offices to support collaboration
▪ Offices and staff prepared to be flexible and collaborative in day-to-day operations

SOURCE: NWS interviews 
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Creating a culture of trust between personnel in different offices 
is critical to create a collaborative process across NWS 

 

Credibility: Personnel know that information received from other parts of 
NWS is accurate; personnel can believe in National Model Blend  

Reliability: Personnel feel they receive information in a timely matter and 
they will be responsive to feedback from other parts of the organization 

Familiarity: Different personnel throughout NWS feel like they are 
familiar understand other parts of the organization, and how they relate 

Self-orientation: Personnel take pride in what NWS delivers as an 
organization, rather than what they can deliver independently 

Trust equation explains what success of collaborative process would look like 

The Trust Equation 

Self-Orientation 

Credibility Reliability  Familiarity ( ) < > 

SOURCE: NWS interviews 
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NWS is currently setting goals and investigating questions 
around changes to hydrological program and national water 
model  

SOURCE: NWS hydro team interviews 

Currently, questions around creation of 
new model are being addressed by hydro 
strategy team  

Goals for changes in hydrological program 
forecast process workflow  

▪ What observations system enhancements
are necessary to implement and maintain a
successful national water model?

▪ What criteria will determine whether
national water model is successful enough
to retire legacy models?

▪ How can NWS ensure proper interpretation,
integration, and leverage of information
from national water model to enhance
IDSS?

▪ What additional operational changes will be
necessary to support use of national water
model at NWC, regional, and RFC and
WFO level?

▪ What will be the role of regional and local
modeling in the new paradigm given
success of national water model?

▪ NWC national water model initial
implementation successful
– Verify national water model
– Create plans for testing, training, and

support
– Develop overall timeline

▪ Steady enhancement and improvement
of NWS national water model
– Stair-step implementation of increased

capabilities
▪ Fully integrated field structure for

hydrology
– Provide integrated and coordinated

IDSS at national, regional and local
scale

– Continue to maintain scientific rigor and
excellence
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Aviation weather program is working to 
answer questions related to evolving the 
aviation program  

Goals for changes in aviation program 
workflow  

NWS is additionally setting goals and investigating questions 
around changes to aviation program workflow   

SOURCE: NWS interviews  

▪ National aviation grid populated by AWC 
– Currently, national aviation model 

managed at AWC 
– In future, could use AWC to populate 

local aviation grids with strengthened 
national model 

▪ Steady enhancement and improvement 
of relationships with core partners 
– Potential focus on providing WCM-like 

capabilities for CWSU core partners 
▪ Alignment of correct responsibilities to 

AWC, CWSUs and WFOs  
– Correct office to provide, review TAFs in 

future  
– Collaborate with AWC and WFOs on 

warnings that go beyond single CWA 

▪ How can aviation weather program 
create product and service consistency? 

– What changes will occur to NWS 
forecast and monitoring capabilities (in 
terms of equipment and tools)? 

– What is the correct common operational 
flow for AWC, WFOs, and CWSUs? 

▪ How can NWS evolve the aviation 
program’s organizational structure, 
aligning it with FAA operational 
complexity and emerging service 
needs? 

▪ How can CWSUs and WFOs further 
collaboration on forecast production and 
IDSS needs? 
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A fully integrated field structure and collaborative process flow 
could allow local focus on core partner needs and NWS-wide 
excellence in meteorological science  

Description of change in process flow for forecasts between NCEP and forecast offices 

▪ Forecast offices contact WPC 
to give feedback  

▪ WPC incorporates feedback from 
entire field to adjust forecast 

▪ WPC provides feedback on 
Blend to NCO/MDL when 
necessary  

▪ MDL calibrates 
National Model Blend  

▪ WPC4 receives NMB5 
▪ WPC refines and puts 

out forecast with other 
NCEP (NHC, SPC, 
SWPC)  

▪ Forecaster shifts spend 
less time “in the grids”  

▪ Forecasters focus around 
core partner impact 
thresholds, meteorology, 
service programs, and WWAs  

Collaborate and evaluate 
forecast accuracy  

Initiate forecast 
at NCEP  Assess local impacts  Decision support 

▪ Decision support 
delivered 
interactively for 
maximum impact to 
core partners and to 
wider audience via 
technology  

Potential 
future 
process flow  
based on 
National Model 
Blend as single 
source for 
gridded 
forecasts 

Current 
process flow  

Data created nationally, regionally, and locally; shared 
from office to office  

Forecast 
Offices 

Decision support 

Offices with 
IDSS 
partners  

Non-National Model Blend (e.g.,  
regional models)  

Adjust forecast 
for accuracy 

Forecast 
Offices 

Assess 
impacts 

NCEP 

NCEP 

1 2 3 4 

NCEP 

Forecast 
Offices  

NCEP5 Forecast 
Offices 

Offices with 
IDSS partners  

SOURCE: NWS interviews  

1 Forecast offices includes all office performing forecast duties, including WFOs, CWSUs, ROCs, and certain NCEP; 2 MDL refers to Meteorological Development Laboratory, which developed and manages National 
Model Blend; 3 NCO refers to NCEP Central Operations ; 4 WPC refers to Weather Prediction Center; 4 National Model Blend 5 Includes all NCEP in collaborative process  
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Benefits of potential future process flow include improving 
consistency and increasing the understanding of forecast 
impacts for core partners 

Description of change in process flow for forecasts between NCEP and forecast offices 

▪ Forecast offices contact
WPC to give feedback

▪ WPC incorporates feedback to
adjust forecast for accuracy

▪ WPC provides feedback on
Blend to NCO/MDL when
necessary  

▪ MDL calibrates
National Model Blend  

▪ WPC4 receives NMB5

▪ WPC refines and puts 
out forecast with other 
NCEP (NHC, SPC,
SWPC)  

▪ Forecaster shifts spend 
less time “in the grids”

▪ Forecasters focus around 
core partner impact
thresholds, meteorology,
service programs, and
WWA’s

Collaborate and evaluate 
forecast accuracy  

Initiate forecast 
at NCEP  Assess local impacts  Decision support 

▪ Decision support 
delivered
interactively for 
maximum impact to
core partners and to
wider audience via
technology

Potential 
future 
process flow  
based on 
National Model 
Blend as single 
source for 
gridded 
forecasts 

Current 
process flow 

Data created nationally, regionally, and locally; shared 
from office to office  

Forecast 
Offices 

Decision support 

Offices with 
IDSS 
partners 

Non-National Model Blend (e.g.,  
regional models)  

Adjust forecast 
for accuracy 

Forecast 
Offices 

Assess 
impacts 

1 2 3 4 

NCEP 

Forecast 
Offices 

NCEP Forecast 
Offices 

Offices with 
IDSS partners 

SOURCE: NWS interviews 

1 Forecast offices includes all office performing forecast duties, including WFOs, CWSUs, ROCs, and certain NCEP; 2 MDL refers to Meteorological Development Laboratory, which developed and manages National 
Model Blend; 3 NCO refers to NCEP Central Operations ; 4 WPC refers to Weather Prediction Center; 4 National Model Blend 

NCEP 

NCEP 

National Model Blend 

▪ National Model Blend as single source for gridded
forecasts:  
– Free up forecaster workload 
– Create consistency 
– Reduce confusion and unhealthy competition 

within NWS and for core partners  

Forecast Office focuses on impacts and meteorology 
Benefits 
of major 
changes 
to 
process 
flow 

Increased collaboration between NCEP and Forecast Offices  

▪ Focusing forecaster time on impacts could:
– Increase impact of forecasts for core partners and

public 
– Align needs of core partners to daily operationsPre-

de
cis

ion
al



20 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Given technological changes on the horizon, NCEP’s national 
perspective provides a foundation for collaborative forecasting 
process 

SOURCE: NWS interviews 

NCEP national scale provides foundation for collaborative process flow for models 

National Centers for Environmental Prediction 
National Water Centers 

Aviation Weather 
Center College Park, MD 

Climate Prediction Center 
Environmental Modeling Center 
Ocean Prediction Center 
Weather Prediction Center 
National Operations Center 

Space Weather 
Center 

Storm Prediction 
Center 

National 
Hurricane Center 

NWC  
Tuscaloosa, AL 

NWC Silver 
Spring, MD 

NWC 
Chanhassen, MN 

National Model Blend could be managed by 
Meteorological Development Laboratory 
(MDL) and NCEP Central Operations 
(NCO), which have resources to 
continuously maintain and evolve model  

Collaboration between NCEP critical as many NCEP 
have specialized forecast knowledge (e.g., NHC, SPC, 
AWC, etc.) 

 
 
 National Model

Blend could be
created and
disseminated from
one location

 National Model
Blend (even for
meso-scale) could
be run regularly
(e.g., every other
hour) to incorporate
most up-to-date data;

 Probabilistic
forecasting on
horizon with
additional
technological strides
necessary

 Changes could make
“in the grids”1

forecasting less
impactful for core
partners and public

 

Potential technological 
changes and impact  

Weather Prediction 
Center (WPC) could 
receive model and refine 
from national perspective 
before sending out to 
forecast offices2

1 “In the grids”  references the NWS used term that refers to forecast activities adjusting gridded forecasts  
2 Forecast offices includes all office performing forecast duties, including WFOs, CWSUs, ROCs, and certain NCEP 
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Potential feedback loop using Weather Prediction Center (WPC) as collaborator between forecast offices and HQ 

Weather Prediction Center (WPC) could facilitate feedback loop to 
strengthen model from local and national perspectives  

SOURCE: NWS interviews 

Meteorological Development Laboratory (MDL) 

Weather Prediction Center (WPC)   

▪ Receive forecast data from WPC

▪ Catalog any major changes necessary to make in short term (Day 0-1) or
extended term outlooks

▪ Provide feedback to WPC on large-scale changes necessary

▪ Receive updated model from WPC and use without additional manipulation

Forecast Offices (e.g., WFO, CWSU, RFC, ROC) 

▪ Collaborate to provide best model data at regular but manageable intervals
(e.g., every other hour)

▪ Regularly re-assess & strengthen model

▪ Refine model output based on national perspective

▪ Send data to forecast offices and operational desks (e.g., ROCs, NHC, SPC,
AWC)

▪ Receive feedback on additional modifications

▪ Finalize national data and provide guidance on local consistency

▪ Provide feedback to MDL on potential refinements

WPC provides 
feedback to 
NCO and MDL 

WPC receives 
feedback from 
forecast offices Pre-
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Illustrative breakdown in typical WFO workload from current to proposed state  

WFO1 workload breakdown  
% workload  

▪ Other responsibilities 
include2: 
– NOAA collaboration  
– Service programs 
– Training 
– Independent 

research projects 
– Outreach/partner 

interaction 

▪ “In the grid” forecast 
adjustments as 
necessary 

Forecast offices could shift time away from gridded forecast 
adjustments and focus time on impacts and other responsibilities 

“In the grids” 
forecast  
adjustments 

Situational 
awareness 

Other Day 0-1 
forecast/ 
warnings 
(e.g., WWAs) 

Current 

Other  
responsibilities 

100% 

Infrastructure3 

Potential 

Example breakdown of 
other responsibilities:  

Service  
programs  

Training 

Research  
projects  

100% 

Outreach/ 
partner  
interaction 

NOAA  
collab 

▪ Additional time for 
forecasting impacts  and 
dissemination for better 
preparedness 

▪ Situational awareness 
expanding during shifts 

▪ Infrastructure3 critical to 
maintain  

1 Illustrative of what WFOs are tasked with currently; does not account for operational variation at WFOs that have adapted their shift structure to other 
operational models      2 Not an exhaustive list of other responsibilities   3 Infrastructure includes observations network, dissemination, AWIPS, QA/QC 
data, and observations network maintenance  

SOURCE: NWS interviews  
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OWA Phase 3: Fully Integrated Field Structure  

 
 

Input (Key Decision Points)  

▪ Does the proposed forecast process flow reflect an effective way for 
NWS to evolve in the future?  

▪ Are the concepts of “focus” and “flexibility” effective ways to 
address workload variability using strategic resourcing in the field?   

▪ What additional next steps are needed to advance the fully integrated 
field structure discussion? 

▪ What additional ideas could OWA pursue to strengthen roles and skills 
and support change to fully integrated field structure?  Pre-
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NWS could strategically resource newly available time to address 
NWS-wide workload variability over time and across locations  

NWS could address its systematic workload variability 
by strategically resourcing this time 

Strategic resourcing allows NWS WFOs to: 
WFO1 potential workload 
% workload  

Newly available time at WFOs could be 
thought of as a collective resource across 
all field offices  

Focus 

 What it looks like: NWS allocates
resources as needed to address
mission critical local responsibilities
and solve workload imbalances

 Solves challenge of workload
variability location to location

1 

Flex 

 What it looks like: Deployable
forecasting workforce, like IMETs,
shared between offices during severe
weather events

 Solves challenge of workload
variability during weather events

2 

Situational 
awareness 

100% Other  
responsibilities 

“In the grids” 
forecast  
adjustments 

Other Day 0-1 
forecast/ 
warnings 
(e.g., WWAs) 

Potential 

Infrastructure2

Current 
1 Illustrative of what WFOs are tasked with currently; does not account for operational variation at WFOs that have adapted their shift structure to other 

operational models;   2 Infrastructure includes observations network, dissemination, AWIPS, QA/QC data, and observations network maintenance 

SOURCE: NWS interviews 
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WFOs already exist that have “focused” additional capacity on 
a specific type of work, to better serve their communities 

1 

Example offices with locally-focused purposes and additionally aligned FTE  

Tampa  
 
 
Partner with  
NOAA line office  
Partners with 
NOS on harmful algael bloom 
 

Chicago  
 
 
Golden Triangle 
Initiative (GTI)  
Aviation mets and  
service desk at CWSU/WFO 
 

Honolulu 
 
 
Central Pacific  
Hurricane Center (CPHC) 
Additional staffing focused  
on Pacific ocean hurricanes 

New Orleans 
 
 
Core partner- 
focused IDSS   
Additional forecasters to  
embed with core partners in city  
 
 

SOURCE: NWS interviews 
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NWS leadership could decide the “focus” of offices across 
field in order to match workforce to local resource needs (1/2) 

Forecast 
responsibilities 
(WWAs, impacts, 
dissemination) 

Situational 
awareness 

Forecast 
adjustments 

All  
other 
responsibilities 

Forecast offices continue forecast and 
IDSS responsibilities  . . .  

. . . AND focus on mission critical responsibilities using additional freed capacity to focus 
on the unique local needs of their area  

Outreach 

Training 

Infra- 
structure2 

Research 

NOAA 
collab 

Service 
programs 

Breakdown of infrastructure and all other responsibilities, % remaining workload 

Time allocated 
on EACH 
responsibility 
could vary 
based on office 
“focus” 

 Additionally, 
NWS could 
allocate 
workforce 
difference among 
offices to balance 
workload  

WFO1 workload breakdown 
% workload  

1 

Infrastructure2 

1 Illustrative of what WFOs are tasked with currently; does not account for operational variation at WFOs that have adapted their shift structure to other 
operational models;   2 Infrastructure includes observations network, dissemination, AWIPS, QA/QC data, and observations network maintenance 

SOURCE: NWS interviews 
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NWS leadership could decide local forecast office “focus” 

▪ Infrastructure1 critical to
NWS

▪ Emphasize local
infrastructural support and
innovation for remote
locations, offices with unique
obs, dissemination or tech
needs, or large AORs

▪ Local knowledge of climate
and weather types can
complement NSPs/NCEP

▪ Weather-type focused
offices focus on innovating
around meteorology

Weather/water/
climate-type 
focused (e.g., 
Great Lakes 
Weather) 
forecast office 

Core partner 
focused (e.g., 
FEMA/local 
core partners) 
forecast office 

▪ Deep relationship with core
partners better served by
focus local core partner
impacts

▪ Could focus on community
of core partners or
particularly key core partners

OR 

OR 

Rationale for office focus 

Infrastructure1- 
focused 
forecast office  

Outreach 

Infrastructure1 

Weather-related 
research projects 
& service 
programs  

Focus on one type of workload but still 
complete other necessary responsibilities 

All offices continue core Forecast, 
warning, and IDSS responsibilities  

Other mission critical 
responsibilities 

SOURCE: NWS interviews 

1 Infrastructure includes observations network, dissemination, AWIPS, QA/QC data, and observations network maintenance 

1 NWS leadership could decide the “focus” of offices across 
field in order to match workforce to local resource needs (2/2) 
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Examples also exist within NWS of a “flexible,” or deployable, 
workforce used as surge capacity during events  

SOURCE: NWS interviews 

IMETs: A “flexible” model providing value to core partners  

▪ IMETs are a successful example of across-WFO and across-region 
collaboration  Example of 

collaboration 

Flexible 
deployment 
model  

▪ Staffed at “home” office 
but able to be “deployed” 
to other WFOs when 
necessary  

▪ Have responsibilities in 
home office that are shifted 
when “deployed”  

Benefits 
▪ Provides needed core partner support during high-impact events  
▪ Provides organizational solution to sharp increases in workload 

demand during fire events 

Program 
requirements  

▪ Though they are “shared,” most IMETs are located in regions where 
there are fire weather 

▪ Additional training necessary for all IMETs   

2 

Pre-
de

cis
ion

al



29 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

NWS could expand this idea and utilize a flexible (e.g., 
deployable or virtual) staffing pool to satisfy high demand 
for staff during severe weather events 

2 

Deployment of staffing pool during severe weather events between two offices (e.g., WFO, ROC, region) 
= deployable/virtualSevere weather event 

At Office A and Office B Only at Office B  

Described 
deploy-
ment  

▪ When Office B has a
severe weather event,
forecasters are deployed to
fulfill workload demand

▪ When there is severe weather
at both offices, forecasters
are “shared”

▪ Deployment based on need
per office

▪ Deployable forecasters sit at
Office A (could be ROC,
WFO, etc.) and have other
responsibilities when there
is no severe weather event

Potential 
impacts to 
consider  

▪ Deployable forecasters do not
“belong” to either Office A or
Office B

▪ To reduce conflict deployment
determined by RD, not WFO-
level leadership

▪ All deployable forecasters
could be deployed if
necessary

▪ NWS could also investigate
efficacy of other types of
remote support for offices

▪ System still implies that
Office A and Office B would
need to be relatively
proximate to each other and
have similar weather

At Office A or Office B 

Example 
structure 

WFO B Office A Office B Office A Office B Office A Office B 

No severe weather  

SOURCE: NWS interviews 
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Regions and ROCs could play a critical role to ensure 
consistency and collaboration across offices, and surge 
capacity within region 

 

No change 

▪ 6 regions total
▪ 1 Regional Operating

Center (ROC) to each
region

▪ Regions maintained based
on current structure

Regions 
and ROCs  
changed  

▪ Additional regions and
ROCs to match needs of
organizational field structure

▪ Could be aligned to new
field structure (e.g., based
on span of control)

NWS could consider changes to ROCs 
and regions  

Current 
regions 
remain; 
ROCs 
change 

▪ Administrative regions
remain the same

▪ ROCs change and aligned
to “blueprint”;

▪ Could potentially be more
ROCs than regions

▪ As offices “Focus” time on local
needs, CONSISTENCY could become
more of a challenge for NWS leadership
to address

▪ As offices “Flex” forecasters between
each other, COLLABORATION critical
to ensure all forecasters can provide
excellent services whether or not they are
deployed; ROCs or regions could provide
location to SURGE from

Institutional attention to maintaining 
consistency and collaboration critical 

▪ Regions and ROCs could provide the
structure from which to ensure both
consistency and collaboration, both
within regions and across regions

▪ To do so, NWS could ensure the right
regional/ROC alignment to a new field
blueprint

SOURCE: NWS interviews 
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Additional regions could also alleviate span of control1 
challenges and provide opportunities for forecast offices to focus 
on core partners  

1 Based on MICs/HICs/OICs in region and under assumption that CWSUs do not answer directly to RD regional staff also not counted towards span 
of control 

2 Pacific, Alaska region remain consistent as each 1 independently managed region 

Coordinator 
(higher 
bound) 

▪ Coordinates
relatively
independent
supervisors

▪ 20-25 ▪ 19-22 ▪ 8-9 ▪ ~+2

Supervisor 
▪ Highly involved in

day to day of offices
▪ 8-10 ▪ 9-10 ▪ 18-19 ▪ ~+12

Facilitator 
▪ Manages both

region-wide and
local larger issues

▪ 11-15 ▪ 12-14 ▪ 18-19 ▪ ~+7

Coordinator 
(low bound) 

▪ Coordinates
relatively
independent
supervisors

▪ 15-20 ▪ 16-18 ▪ 10-11 ▪ ~+4

Ideal span of 
control, FTE 

MIC/HIC/OIC2 
per regions, #   Regions, # Regional directors act as … 

∆ from current, 
# regions 

Based on all examples, potential increases in the number of regions could 
benefit NWS by reducing a currently large span of control, especially across 
CONUS. Additionally, this assumes OCONUS remains 2 distinct regions 

SOURCE: NWS interviews 
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ROCs could be expanded to cover every region; alternately, 
current ROCs could function in collaboration with original  
and new regions 

 

Current 
plan for 
ROCs 

▪ 1 ROC to each region
▪ 6 regions total
▪ Additional regional HQ

added would require
change to ROCs as well

ROCs 
stood up 
based on 
regional 
HQ 
location 

▪ Scenario 1: Additional
ROCs to match new
regional HQs

▪ Would have additional
costs but would increase
customer service to
regional core partners

ROCs 
stood up 
based on 
core 
partners 

▪ Scenario 2: ROCs
aligned to core partners
and not aligned 1:1 with
regional HQ

▪ More streamlined and
potentially efficient

 

Scenario 2: NWS could align ROCs to 
core partners, NOAA, etc. 

▪ Continue to align based on needs requiring
data observations, network maintenance,
and other forecast and IDSS needs

▪ Potentially align
with state EOCs
or EM offices

▪ Potentially align
with NOAA
weather regions

▪ Potentially align
IDSS delivery
with  FEMA
regions

NWS could consider ROCs and 
regional HQs separately  

SOURCE: NWS interviews 
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NWS leadership could apply the ideas of “focus” and “flex” to 
decide future alignment of NWS workforce to workload  

Summary of change: “focus” and “flex” could help NWS leadership align workforce 
supply to workload demand 
NWS leadership could take two steps to create new integrated field structure 
blueprint 
▪ From a national view, reconcile the integrated field structure at the WFO level:   
▪ Correct alignment of responsibilities to each office (e.g., WFOs vs. ROCs vs. 

CWSUs vs. RFCs vs. NCEP) 

▪ Use “focus of offices” to adequately align workforce supply to mission critical 
workload demand   

▪ Align “home bases” of deployable “flex” forecasters (e.g., at ROCs, or at certain 
WFOs) based on needs of local core partners and local area  

▪ Align regions and ROCS with the new blueprint for integrated field structure:  

▪ NWS could decide the correct number and size of regional HQ based on span of 
control and management needs  

▪ NWS could decide correct number and size of ROCs based on operational and 
IDSS needs  

A 

B 

SOURCE: NWS interviews 
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OWA Phase 3: Fully Integrated Field Structure 

 
 

Input (Key Decision Points) 

▪ Does the proposed forecast process flow reflect an effective way for
NWS to evolve in the future?

▪ Are the concepts of “focus” and “flexibility” effective ways to address
workload variability using strategic resourcing in the field?

▪ What additional next steps are needed to advance the fully
integrated field structure discussion?

▪ What additional ideas could OWA pursue to strengthen roles and skills
and support change to fully integrated field structure?Pre-
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To summarize, NWS could continue to evolve by making key 
functional and organizational changes  

From-To change to move towards a fully integrated field structure  

Forecast 
and 
warning 
process 
flow  

Enablers 
of change  

Fully 
integrated 
field 
structure 

Current State  Future state  
▪ Multiple sources for gridded 

forecasts that vary by region, office, 
locale 

▪ National Model Blend single 
resource for gridded forecasts 

▪ All forecast offices focus time on 
gridded forecasts  

▪ Offices focus on core partner 
impacts and meteorology 

▪ Offices are officially “cookie cutter” 
in terms of responsibilities, with few 
exceptions 

▪ NWS leadership decides office 
focus; this focus is supported 
by overall field eco-system 

▪ Offices are all staffed the same 
during fair weather and severe 
weather events  

▪ Flexible, deployable 
forecasters support severe 
weather events across offices 

▪ Regions and ROCs are aligned to 
current WFO footprint  

▪ NWS decides on how to best 
align regions and ROCs to 
new blueprint for field 

▪ Field structure is organized based 
on geography (radar placement) for 
WFOs 

▪ WFO allocates workforce 
based on workload demand 
“focus” and “flex” office needs  

SOURCE: NWS interviews 
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There are several potential risks associated with the fully 
integrated field structure 

SOURCE: NWS interviews 

Risks to success of potential new process flow 

▪ If IDSS responsibilities are not correctly aligned;
movement towards a more collaborative model
creates confusion or degrades IDSS service
provision

▪ Shift towards ensemble models and related
probabilistic forecasting could require additional
training, research and potential overhaul of National
Digital Forecast Database (NDFD)

▪ Skills decay of forecasters spending less time in
grids could lead to less effective IDSS provision and
forecasting when necessary (e.g., during severe
weather event)

▪ National Model Blend accepted as single source for
gridded forecasts across National Weather Service,
for both national and local forecasts

▪ Cultural shift at WFOs out of the grids is successful

▪ Forecast offices could need to be well aligned and
responsive to needs of stakeholders in order to focus
on impacts based forecasting

Potential mitigation strategies 

▪ Create clear decision process for aligning core
partners with offices who could best serve their
interests at local, regional and national level

▪ Assess needs of staff in terms of training in
partnership with NOAA’s FACETS program

▪ Provide build-up of NDFD to support full
utilization and use of ensemble models

▪ Prevent skills decay by instituting programs
such as the current CWSU/WFO rotation;
rotations serve dual purpose of keeping
forecasters aligned with core partner needs

▪ Provide public data on National Model Blend to
gain objective perspective on its effectiveness;

▪ Create cultural movement around importance
of impacts over statistical precision

▪ Create culture around NWS success and
flexibility in forecast offices

▪ Increase opportunities for training at NWS for
both forecast and IDSS/new skills for staffPre-
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Next steps to move NWS towards an evolved fully integrated field 
structure  

Next steps for fully integrated field structure  

▪ Set organizational design parameters for “blueprint” 
(example parameters on right side of page) 

▪ Develop blueprint to engage leaders on fully integrated 
field structure 

▪ Develop process maps to support fully integrated field 
structure idea 

▪ Develop roadmap to test and evaluate fully integrated 
field structure during FY17 

▪ Develop communications and stakeholder 
engagement plan and supporting materials on the fully 
integrated field structure 

Example parameters 

▪ Organizational design 
will assume no office 
closures 

▪ Organization design will 
be headcount neutral, 
based on attrition and 
hiring rate projections  

▪ Design assumes 
headcount could be 
shifted between offices  

▪ Design assumes 
CWAs/AORs could 
potentially shift; regions 
could change  

NWS could also decide what next steps are good opportunities for internal (e.g., 
NWSEO) and external stakeholder engagement  

SOURCE: NWS interviews  
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NWS could establish time horizons for full OWA project with the 
goal of evolving to better support a “Weather Ready Nation” 

Goal: 
NWS evolves 

to better support 
a “Weather- 

Ready Nation” 

  . . . Next . . . 
▪ Complete rollout and

training around IDSS
philosophy

▪ Evaluate success of
National Model Blend

▪ Shift time spent to out of
the grids

 . . . Then . . . 
▪ Evaluate office “focus”

and potentially roll out
▪ Evaluate “flex” severe

weather model on a
regional scale

 . . . Finally 
▪ Roll out successful

changes to other
offices

▪ Adjust roles and skills
training to support
flexibility and
collaboration

▪ Create “blueprint” for
future fully integrated
field and regions

▪ Test office “focus” and
“flex” in field

▪ Test regional alignment
around new “focus” of
offices

Fu
lly

 in
te

gr
at

ed
 fi

el
d 

st
ru

ct
ur

e 
 

Ac
tio

na
bl

e 
id

ea
s 

▪ Enact actionable ideas
through NWS
governance process,
with supporting
communications and
engagement, training
and policies

▪ Continue additional
training and policy needs
to maintain organizational
health

▪ Continue enabling
practices and supporting
actionable ideas

 Now . . . 
▪ Established path forward

on future forecast
process flow and plan
for fully integrated field
structure

▪ Clarified policy to support
IDSS for “deep
relationships” with core
partners

▪ Addressed organizational
health, including role
clarity, open and trusting,
and capturing external
ideas

▪ Identified set of actionable
ideas

▪ Assess success and
continue rollout of
actionable ideas, with
supporting policy, training
and structures

▪ Continue rollout of
additional actionable
ideasPre-
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OWA Phase 3: Fully Integrated Field Structure 

 
 

Input (Key Decision Points) 

▪ Does the proposed forecast process flow reflect an effective way for
NWS to evolve in the future?

▪ Are the concepts of “focus” and “flexibility” effective ways to address
workload variability using strategic resourcing in the field?

▪ What additional next steps are needed to advance the fully integrated
field structure discussion?

▪ What additional ideas could OWA pursue to strengthen roles and
skills and support change to fully integrated field structure?Pre-
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By focusing on the correct skills and roles, NWS could ensure 
success of fully integrated field structure 

Potential skills and roles to support new forecast process flow 

Critical to step of process flow 

Reason for 
reinforcement  

Collaborate 
on forecast 
accuracy 

Initiate  
forecast 

Assess local 
impacts 

Decision 
support 

Critical skills  
▪ Mitigate forecast 

skills decay as 
focus shifts to 
impacts 

▪ Critical to IDSS   

Forecast 
acumen  

▪ Gap identified in 
phase 1;  

▪ Phase 3 interviews 
identified as critical  

Collaboration 
within NWS  

▪ Gap identified in 
Phase 1 

▪ Critical to IDSS  

Customer 
service focus  

SOURCE: NWS interviews  
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OWA has highlighted opportunities for NWS to strengthen and 
support this set of critical skills  

Opportunities NWS can create a fully integrated field structure in terms of skills and roles mix 

Critical Skill Opportunity Status 

Forecast 
acumen 

▪ Existing NWS trainings

▪ Aligning met career path

▪ NWS 101 trainings

▪ Internal rotation program

▪ Continued training offerings

▪ OWA Actionable idea

▪ OWA Actionable idea

▪ To be discussed today1 

Collaboration 
within NWS  

▪ Aligning Tsunami Warning Centers

▪ Aligning NSPs to integrated field

▪ MIC/HIC council

▪ NSPs as knowledge sharing communities

▪ Hybrid communication team

▪ National social science center

▪ OWA Actionable idea

▪ OWA Actionable idea

▪ OWA Actionable idea

▪ To be discussed today

▪ To be discussed today

▪ To be discussed today

2 

3 

4 

Customer 
service focus 

▪ IDSS policy roll-out

▪ IDSS trainings

▪ Field rotation program

▪ OWA Actionable idea

▪ OWA Actionable idea

▪ To be discussed today5 

SOURCE: NWS interviews 
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NWS could rotate forecasters through NCEP and service 
desks like illustrated best practices  

APPENDIX: INTERNAL ROTATION PROGRAM 
Scientifit industry case study: scientists rotate through each part 
of their operational process 

▪ All staff start their careers by rotating through the three stages of
their operations (far left light blue rotation)

▪ During the analyst stage, rotation takes place through functions
within one of the four branches of functional areas (middle rotation)

▪ Subsequently, focus is placed on a specific area of specialization

NWS could also tier rotations of new forecasters throughout their 
careers 

IDSS and 
Forecast 
desk 

Service 
program 
desk 

Obs, admin 
or research 
position 

Observation 
and Analyze, 
Forecast, 
Support 

Dissemination 
Science 
and Tech 
Integration 

1 

2 

3 

INTERNAL ROTATION PROGRAM 

1a 

Specialization: Forecasters maintain knowledge of all types of 
weather, but focus time and effort in one aspect of NWS 
responsibilities: 
▪ CWSU and Aviation Weather (e.g., aviation mets)
▪ IDSS delivery (e.g., IMETs, new positions in social sciences)
▪ Hydrology or oceanography (Service Hydrologist or RFC

positions)
▪ Other types of weather, modeling, service delivery, or research

Rotation through portfolios: All staff start their careers by rotating 
through the three stages of their operations (far left light blue rotation) 

Functional focus of rotation within own office: During the 
analyst stage, rotation takes place through functions within one of 
the four branches of functional areas (middle rotation) 

SOURCE: External case study and NWS interviews 
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Alternately, NWS could focus on geographical or office  
based rotations like a best practice rotational program  

Advanced industry rotation program  

Individual 
rotation 

Optional 
rotations 

5 months  
in field 

3 months 
internation
al rotation 

5 months 
in field 

3 months 
internation
al rotation 

1 week 
rotation to 
production 

2 week 
rotation to 
sales 

1 week 
rotation to 
service 

Potential NWS rotation program  

Individual 
rotations 

3-5 months 
local office 

Optional 
rotations 

1-2 months 
at regional 

office 
1 month 
rotation 
to HQ or 
NCEP 

3-5 months 
local office 

1-2 months 
NCEP/regi
onal office 

 

▪ Rotation could 
provide extensive 
opportunity for 
collaboration 

▪ Shorter rotations 
at region could 
provide 
opportunities to 
focus on training  

▪ Because of 
extensive travel, 
costs could be 
relatively high 

▪ Rotation 
program could 
be 
recommended 
for managers in 
training 

Considerations 

1b 
INTERNAL ROTATION PROGRAM 

SOURCE: External case study and NWS interviews  
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NWS could also use National Service Programs as cross-
cutting knowledge sharing to increase ease of collaboration 

SOURCE: External case studies; NWS Interviews 

Fluor case study 
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Strategic Initiatives 

       Corporate Communities 

Fo
re

ca
st

 o
ffi

ce
s 

an
d 

op
s 

ce
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er
s 

National Service Programs (acting as functional 
communities)  

Goals  

Structure of knowledge communities 

▪ Promote knowledge sharing culture
▪ Support research and generation of new knowledge
▪ Commit to processes to continuously review and

improve knowledge

▪ Functional communities shared knowledge; led by global
leader with highest authority in that discipline

▪ Business lines (like field offices) and corporate offices (HR)
aligned below

▪ Initiatives led throughout business; overseen by communities

 Critical elements in NWS 

 Types of communities 

▪ Sponsorship for portfolio leadership
▪ Supporting technology
▪ Supporting organization

National Service Programs = Functional 
communities 
▪ Built on platform of functional excellence networks

representing every function in a project
▪ Each led by global leader who is highest authority in

that function/discipline
Forecast offices (including NCEP) = business line 
▪ Communities organized by the 5 key business

industries
Corporate communities = Admin, IT, HR 
▪ Cut across business lines and revolve around

support functions e.g., HR, IT, finance
▪ Provide communities of sharing for all NWS staff
Strategic initiatives = NWS- or NOAA-wide 
initiatives 
▪ Designed on as-needed basis to address pressing

strategic corporate initiatives
▪ Rolled into other committees once main purpose

served
e.g., next generation technology needs

NSPS ACT AS KNOWLEDGE SHARING COMMUNITIES 

2 
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 Potential changes to communications structure based on needs of NWS  

Decentralized Hybrid Centralized 

Description  
▪ Every WFO, RFC, NCEP, 

CWSU or “locale” has own 
communications staff 

▪ Every regional HQ or ROC 
and NCEP has Comms staff, 
which is led from HQ 

▪ HQ has main comms 
department that works for all 
of NWS 

Pros 
▪ Since communication activities 

are run out of the field, they 
often achieve greatest impact 

▪ Balances HQ-national/field 
emphasis according  
to need 

▪ Allows for high degree of 
coordination 

Cons 

▪ Less ability to ensure focused 
communications 

▪ WFOs may have less of a 
concern for overall corporate 
image 

▪ Possible duplication of effort 

▪ Could mean responsibilities 
are less clear 

▪ Communications may not 
focus precisely on issues 
most critical to the 
businesses 

Usage 

▪ Used by organizations with 
multiple independent offices 
addressing different markets 
(demographic, product, 
geography) 

▪ Tends to be applied in 
organizations wanting to 
retain accountability and 
rapidly improve 
communications effectiveness 

▪ Tends to be used when 
office dedicated to delivering 
a consistent corporate 
message OR seeking 
greater alignment across 
field toward a common 
corporate direction 

NWS could be supported by any of the above models of internal communications; 
hybrid communications might be preferable during periods of change as it can 
balance HQ to field perspectives and rapidly improve effectiveness  

Movement from a centralized to hybrid communications model with 
additional comms support in regions could increase collaboration  

HYBRID COMMUNICATION TEAM 

3 

SOURCE: NWS interviews  
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A national social science center could create consistency and 
foster innovation sharing across different offices  

SOURCE: External case studies; NWS Interviews 

Elevated social science Create and manage product templates 

Increase communication   Provide training and career path  

▪ Enterprise-wide recognition program for
employees promoting social science

▪ Could manage an awards program
where forecasters and others are
nominated by colleagues for IDSS
impact and relationships with
community and core partners

▪ Winners recognized NWS-wide

▪ Senior-level executive recognition of
outstanding contribution to communities and
core partners

▪ High-level visibility and publicity for social
science based research project with
emphasis on core partner impact

▪ Part of Center dedicated to social science-related
communication with core partners

▪ Social science research posted online and updated
regularly; motivates “Wikipedia”-like use where
users frequently post comments and articles

▪ Core team works closely with offices in the field to
craft newsletters on what NWS has been excelling
at

▪ Works with HQ to communicate with core partners

▪ “Social science” University is a formal, accredited
system offering courses on ‘Introduction to social
science’, ‘SME Workshop’, Manager training’, etc.

▪ Employees educated on career paths with social
science aspects at NWS

▪ All new employees are trained in social science
tools in NWS 101 on their first day and entry-level
employees are paired with knowledge mentors to
accelerate learning

Roles and 
responsibilities of 

Social Science 
Center  

4 
NATIONAL SOCIAL SCIENCE CENTER 
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A rotation program into the field, like already occurs at 
CWSUs, could increase trust between NWS & core partners  

 Best practice: CWSU forecast rotation through field  

CWSU relationships with core partners (both terminals and Air Traffic Control) are strong 
as co-location and embedding opportunities support deep, reciprocal relationships  

Forecasters sent 
out from WFO to  
embed with core 
partners or to sit at 
co-located forecast 
desks (e.g., CWSU)  

Forecasters sent 
out from WFO to  
embed with core 
partners or to sit 
at co-located 
forecast desks 
(e.g., CWSU)  

Forecasters 
sent out from 
WFO to  embed 
with core 
partners or to 
sit at co-
located 
forecast desks 
(e.g., CWSU)  

1 2 3 

CWSUs or 
specialty 
centers Core 

partners 

WFO  

5 
FIELD ROTATION PROGRAM  

SOURCE: NWS Interviews  
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phase 3, a variety of stakeholders, including core team members, SMEs, OWC 
Executive Champions, and NWSEO have been engaged through workshops, site visits and interviews 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Actionable ideas: Several ideas were refined across the workforce, organizational structure, and IDSS 
operating model, including: 
▪ Workforce: progression model for GS 5 – 12, onboarding course for new hires, orientation course for

new MICs/ HICs, and greater supervisory authority for other roles in the field

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field,
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a
policy to create IDSS “core service level” including core partner prioritization criteria and office review

Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phase 3 Deliverable 
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Operating 
Model 

Organiz-
ational 
Structure 

Workforce 

Actionable ideas 

 Role clarity, capturing
external ideas

OHI priority practices 

 Capturing external ideas

 Role clarity, open & trusting

 Role clarity, capturing
external ideas

 Role clarity

 Open & trusting, capturing
external ideas

 Role clarity, open & trusting

Focus of following pages 

During Phase 3, the core teams refined and further developed the 
identified actionable ideas 

▪ Syndicate the IDSS operating model philosophy

▪ Provide IDSS and communications training

▪ Develop a policy to create IDSS “core service level”

– Develop core partner categorization criteria

– Develop additional guidance for providing IDSS

– Develop “office review”

 Enable greater supervisory authority for the other
roles within field offices

 Clarify roles of the National Service Programs
(NSPs) with respect to the integrated field

 Address the question of how to better align the
work of the Tsunami Centers

 Convene a field-manager level group to share
and collaborate ideas

 Role clarity, open & trusting  Create an onboarding course for new hires 

 Create an orientation course for new MICs/HICs  Role clarity, open & trusting

 Role clarity, open & trusting Create a progression model and move to a GS 5-12
Meteorologist progression

 David Murray

NWS Owners 

 John Ogren

 John Ogren

 Chris Strager

 Bill Lapenta

 John Murphy

 John Murphy

 John Murphy

 Ray Tanabe
 Andy SternPre-
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A progression model – that includes training, experience & performance 
– could inform GS advancement & create great forecasters

▪ Radar & applications
▪ MCS/COMET winter

weather
▪ IDSS bootcamp
▪ Climate variability and

change
▪ Budget training
▪ Project management

▪ Performance reviews
could be aligned with
the skills and
behaviors necessary
to support
forecasting, WRN,
IDSS, and / or OHI
priorities

WORKFORCE ACTIONABLE IDEAS: PROGRESSION MODEL 

Deep-dive on following page 

Training 

Experience 

Performance 

Requirements 
▪ Completion of a

certain number of
training hours
(yet to be
determined) would
be required prior to
each grade
advancement

How requirements 
would be chosen 
▪ Employees, with their

supervisor, would
create an Individual
Development Plan
(IDP) that includes
mandatory and
elective training
based on career paths

Examples (illustrative 
and non-exhaustive) 

Additional 
considerations 

▪ Completion of a
certain number of
experience hours
(yet to be
determined) would
be required prior to
each grade
advancement

▪ Experience
opportunities, similar
to trainings, would be
included in an
employee’s IDP

▪ Experience may be in
the form of skills
demonstration

▪ Reception of
satisfactory
scores or above
on annual
performance
reviews would be
required to
advance a grade

▪ Performance reviews
would be completed
by an employee's
supervisor and
signed off by their 2nd

line supervisor

▪ Pass on the Pass /
Fail performance
review

▪ 3 or above on the
5-Tier performance
review

▪ FAM visits
▪ Focal point lead
▪ Conference

presentation
▪ WES simulation
▪ Visiting faculty in

Kansas City

▪ The menu of
options must
include a wide
range of trainings
so that the total # or
required training
hours can be met in
a year

▪ Experiences should
align with an
employee's
professional
goals, as outlined in
their IDP

Components 
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In addition to creating a progression model, the NWS could 
modify its performance tools to align with a competency model 

Application in a Performance Evaluation    Behaviors Competencies 

 Creative thinking
 Judgment/decision-

making

Problem solving 

Meteorological 
expertise 

Analytic  
capabilities 

Communication 
skills 

 Leveraging diversity
 Teamwork
 Coordination

People leadership 

 Applying weather
science

 Data collection

 Analytics and stats
 Computer and IT tech
 Quality focus

 Customer service
 Partnering
 Written & oral communication

Ex. Coordination 

Focuses on individual work 

Consults others in product 
development 

1. Entry:

2. Developing:

3. Strong:

4. Very Strong:

5. Distinctive:

Involves numerous people in thought 
process and product development 

Coordinates with colleagues within 
WFO and some outside resources 

Coordinates with colleagues within 
WFO, other NWS offices and 
external stakeholders 

A competency model consists of: 

 Competencies that are
clear, easy to recall and
align with the mission

 Behaviors that align with
those competencies

 Rubrics that describe what various levels
of that behavior looks like

The sample competency model below is based on the skills identified by MICs as important to IDSS ILLUSTRATIVE 

WORKFORCE ACTIONABLE IDEAS: PROGRESSION MODEL 
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The progression model would facilitate moving to a single Met 
progression from GS 5 – 12 

Descrip-
tion of 
Invest-
ment 

 Create a single career progression from GS 5-12. The proposed investment
would combine the Intern and Journeyman position into one “Meteorologist”
position, so Mets follow one career progression from GS 5-12

 Base grade advancement on time in grade and a progression model.
Advancement between grades would be based on time in grade and
successful completion of the three parts of the NWS progression model:
training, experience and performance

 Still require a competitive hiring action for Leads. A competitive hiring
action would still be required for Lead meteorologists, due to the level or
responsibility expected of the position and precedence set by other agencies

 Align with other government agencies. WFMO reports that GS 5-12
progressions are common elsewhere in federal government and in fact RFC
Hydrologists already follow a GS 5-12 progression

Meteorologist 
GS 5 

Meteorologist 
GS 7 

Meteorologist 
GS 9 

Meteorologist 
GS 11 

Meteorologist 
GS 12 

Lead 
GS 13 

WORKFORCE ACTIONABLE IDEAS: MET GS 5-12 
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The competency model would facilitate moving to a single Met 
progression from GS 5 – 12 

Benefits 
to the 
NWS 

 Improves skills and abilities. Tying grade advancement to progression 
model will help ensure that employees have the skills and abilities to be 
excellent forecasters and provide excellent IDSS 

 Creates deeper core partner relationships. Reducing the number of 
changes of station will lead to deeper and longer lasting relationships with 
core partners 

 Boosts morale. Elimination of the “Intern” title will help flatten WFOs org 
structures and boost employee morale 

 Increases shift flexibility. Currently Interns are in a different shift rotation 
from other forecasters – the change would allow the creation of a single 
shift rotation allowing MICs greater flexibility in scheduling  

 Saves money. The anticipated reduction in permanent changes of station 
will save money 

 Reduces periods of vacancy. Removal of a hiring action between interns 
and journeymen will reduce periods of vacancy 

Protect life 
& property 

Serve core 
partners 

Improve org. 
health 

Steward gov. 
resources 

WORKFORCE ACTIONABLE IDEAS: MET GS 5-12 
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While there are many risks and issues to be considered, most can 
be planned for and mitigated 

Risks 

Potential mitigation strategies Risks of implementation 

 Fewer gates. Removes gate at 
journeyman position where low 
performers can be filtered out 

 Less diverse work experience. 
Changes of station will decrease, 
leading to less diverse regional 
and forecasting experience 

 Increased costs. May increase 
personnel costs depending on 
future ratio of GS 5-11 vs GS 12s 

 A competency model that provides objective and 
defendable criteria provides an improved assessment of 
skills/abilities w/ higher bar during probationary period 

▪ A voluntary reassignment process could be used by 
employees who wish to relocate.  Or, additional 
detail/rotation programs could be implemented 

 The option will reduce PCS costs and increase 
efficiency since there will be fewer general forecaster 
vacancies overall 

 Increased attrition. Attrition will 
rise as employees increasing 
decide to leave the NWS rather 
than move location 

 There is not significant evidence that employees choose 
to leave the NWS due to a required permanent change 
of station (PCS) 

Counter arguments & alternative options Risks of inaction 
 Wasted talent. Traditional 

“intern” responsibilities will 
continue to disappear, meaning 
talent will be underutilized 

 Intern duties could be reassigned through position 
descriptions 

WORKFORCE ACTIONABLE IDEAS: MET GS 5-12 
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Net Savings per year $3.9M – $2.2M =  $1.7M 

Due to reduced costs associated with permanent changes of 
station (PCS), moving to a GS 5–12 progression saves money 

Estimated 
Cost 

WORKFORCE ACTIONABLE IDEAS: MET GS 5-12 
 

Distribution of Met Interns across grade levels1 (# of employees) 

63

136

264

8

TOTAL GS 11 
step 2 or > 

GS 11 
step 1 

25 

GS 9 GS 7 

32 

GS 5 

3% 
of total 

12% 
of total 

24% 
of total 

9% 
of total 

52% 
of total 

Cost increase to move to GS 5 -12 

# of interns eligible or GS 12 based on 
time in grade1 

136 

Avg difference btwn GS11 & GS122 X $16,225 

Cost increase per year =   $2.2 M 

Cost decrease due to PCS elimination 

# of PCS for internal 1340-GS-123 
promotions per year 

31 

Avg cost of PCS4 X   $125k 

Cost (decrease) per year = ($3.9M) 

This calculation assumes that the distribution of “interns” will remain the same. 52% (~136 employees) will be 
eligible for GS 12 based on time in grade on any given year, and the number who become newly eligible each year will 
roughly equal those who leave the grade for other opportunities 

1 Based on the NWS table of organization 6/08/15 4. Based on Central Region budget for PCS
2. The average difference btwn a NWS GS 11 and GS 12 is $16,225
3. Based on the avg. number of internal 1340-GS-12 hires between FY11-FY15; actual # of PCS may be lower if promoted on station

Source: NWS table of organization 6/08/15, WFMO employee data 
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There are limited IT implications, but a number of teams will have 
to consider a variety of issues  

WORKFORCE ACTIONABLE IDEAS: MET GS 5-12 
 

Teams 

▪ Labor Management Relations. The LMR team will lead negotiations of the GS
5-12 progression and associated development model

▪ Development Model Team. A team will need to determine what training and
experience must / should be completed at each grade level

▪ Competency Model Team. A team will need to develop the NWS Competency
Model for 1340 Mets and align it to performance tools

▪ Broader Application Team. A team will need to determine how the
development model and competency model can be applied to other positions

KPIs 

▪ NWSEO negotiations. Much will depend on negotiations with NWSEO
▪ PCS Costs. PCS Costs for 1340-GS-21 promotions should drop significantly
▪ Manager Skill Assessment. With the adoption of a development model, MIC

skill assessment of forecasters should climb relative to the OWA Phase 1
assessment

IT Implic-
ations 

▪ Limited IT Implications. Depending on the final structure of the Individual
Development Plans (IDPs) and 5-Tier Performance reviews, both may best be
supported through enterprise-wide web-based platforms
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The new onboarding process could include 3 parts: 1) local office 
training, 2) an in-residence NWS 101 & 3) role specific training 

Description 
of 
Investment 

Gov 101 – an overview of 
DOC, NOAA and NWS 

role within the larger 
organization 

NWS org. structure – an 
overview of the NWS’ budget, 
governance, requirements and 

policy processes  

NWS mission & culture – 
an introduction to NWS’ 
mission, history, vision 

(including IDSS) and culture 

Team building – an 
introduction to team 

work, collaboration and 
communication at the 

NWS 

Local office training could include online and on the job training 1 

An in-residence NWS 101 training could include: 2 

Role specific training could include in-residence, online, and/or on the job training; in addition strength
assessments could be administered, which would inform individual dev. plans (IDP)3 

▪ All hires new to the NWS would participate1. A diverse class of varying seniority and job functions from
different offices will help lead to sharing of ideas and a more open and trusting environment

▪ Training could be offered 4 times per year for one-week or more. On average ~133 new NWS employees are
hired per year, which would allow for class sizes of ~33 people per quarter

▪ Lecturers could be drawn from across the organization. Experienced / seasoned staff could be drawn from
across the organization to speak to their specialty or lead breakout groups, potentially fulfilling one of their own
IDP goals

WORKFORCE ACTIONABLE IDEAS: NWS 101 

1 Materials developed for NWS 101 could be made available to all employees through web modules and/or incorporated into other trainings 
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A uniform onboarding course for all new NWS employees would 
help advance the NWS mission and improve organizational health 

Benefits 
to the 
NWS 

 Mission focused. Employees will know the mission, understand their role in
protecting life and property, and be better prepared to help achieve a WRN from
day one

 IDSS centered. Uniform, introductory training on IDSS will help new employees
understand the purpose of IDSS through serving core partners

 Team orientated. Emphasis on team building and collaboration will help create
a positive working culture

 Organizationally integrated. Employees will see how their work fits into the
nationwide organization, which will help lead to an integrated field structure

 Professionally connected.1 New employees will have the chance to build a
cross-agency network right away

Protect life & 
property 

Serve core 
partners 

Improve org. 
health 

Steward gov. 
resources 

WORKFORCE ACTIONABLE IDEAS: NWS 101 

 Ready to succeed. Onboard training will help to make new employees advance
on the learning curve more quickly so that they can be more productive

 Career orientated. With a perspective of the entire organization and
professional development opportunities available throughout their career,
employees will be able to more easily envision their potential future career path

1 Follow-up calls could be conducted among cohorts to maintain professional relationships, provide additional training and receive feedback on the 
effectiveness NWS 101 
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The risks associated with implementation can be mitigated, 
though funding remains a significant hurdle 

Risks 

Potential mitigation strategies Risks of implementation 

▪ Lack of Funds. Funds may not always be
available to offer the course within the first
few months of an employee's tenure

▪ Lack of Commitment. The course could
be discounted by new and/or current
employees as an unnecessary use of time /
resources

▪ Lack of Focus. The course could become
a grab-bag of topics that are top of mind for
the organization and lose sight of the
introductory focus

▪ Information could be made available online, Regions could
adopt nationally developed training materials, and/or the
course could be offered semi-annually

▪ Teach and reinforce the idea that in-residence training is
an honor and a privilege; reinforce it by including senior
leadership as guest speakers          .

Counter arguments & alternative options Risks of inaction 
▪ OHI results remain low. OHI results, such

as role clarity and shared vision may
remain low

▪ An integrated field is not achieved. The
field remains segmented, with many
inconsistencies, impairing the ability to
achieve an integrated field

▪ Culture is imparted on the midnight-
shift. Culture at the NWS continues to be
established office by office, shift by shift

 More highly structured onboarding procedures could be
established at the regional and local level

WORKFORCE ACTIONABLE IDEAS: NWS 101 

 To create an integrated field, more immediate success
may be achieved by focusing on more tenured
employees

 Culture could be addressed through regional or local
programs

 Maintain focus on introductory nature of the course and
regularly review sessions through participant surveys and
self-assessments
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During the past 5 years, on average the NWS has hired 133 new 
employees per year 

Estimated 
Cost 

WORKFORCE ACTIONABLE IDEAS: NWS 101 

Annual cost for NWS 101 for 133 new employees 

Number of weeks Total cost 

1-week of onboard training ($2782 / student) $370k 

2-weeks of onboard training ($4220 / student) $561k 

4-weeks of onboard training ($6737 / student) $896k 

▪ Does not include training development or productivity lost

▪ Does not include pre-work or role-specific training cost either

SOURCE: NWS Chief Learning Officer’s Office & NWS table of organization 6/08/15 
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There are limited IT implications, but there is significant work to 
be done to develop the course and relevant materials  

WORKFORCE ACTIONABLE IDEAS: NWS 101 
 
 

IT Implic-
ations 

▪ Limited IT Implications. Part 1) local office training and part 3) skill specific
training may require the creation of new online training modules

Teams 

▪ Learning Objectives Team. A team will need to determine the learning
objectives of NWS 101 under the four proposed buckets: GOV 101, NWS org
structure, NWS mission and culture and team building

▪ Course Development Team. A team will need to develop the lesson plans and
materials to achieve the desired learning objectives

KPIs 

▪ Employee Pre and Post evaluations. New employees could be surveyed both
before and after NWS 101

▪ OHI Scores. OHI scores, particularly around role clarity, shared vision, and
talent development should go up

▪ Manager Skill Assessment. MIC skill assessment of new forecasters should
climb relative to the OWA Phase 1 assessment
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An orientation course specific to MICs & HICs would help improve 
leadership skills of immediate supervisors for 60% of the workforce 

Descrip-
tion of 
Invest-
ment 

Leadership 

Labor 
relations 

Performance 
reviews 

Field 
Integration 

Strategy 

▪ Create a course specific to MICs and HICs. Collectively MICs and HICs oversee 60% of 
the NWS workforce, but there is not a course specifically designed to address the 
challenges of leading a field office 

▪ Focus on leadership, field integration and strategy. The course 
should build on previous supervision and management courses. It 
would focus on organizational leadership – including strategy and 
collaboration among the entire integrated field (similar to Executive 
Leadership Seminar (ELS) training) 

▪ Provide second-line supervisor training. *If WCMs and SOOs become 
supervisors, MICs will also need second-line supervisor training 

▪ Address administrative duties as necessary. 
While the focus should remain on skills that benefit 
from in-person training, certain administrative skills 
will need to be addressed as well 

▪ Offer the course on a semi-annual basis. During the past five years, on average ~12 
MICs and HICs have been hired per year.  A semi-annual training would result in a class 
size of only 6, which could be kept small or supplemented by current MICs/HICs who have 
not benefited from the course 

2nd-line-supervisors 

WORKFORCE ACTIONABLE IDEAS: NEW MIC/HIC ORIENTATION COURSE 

Property 
Management  

Financial 
Management  

Budgeting 

GOV 
201 
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A focus on leadership, field integration and strategy will help 
protect life and property and achieve a Weather Ready Nation 

Benefits to 
the NWS 

 Better organizational leaders. Focusing on leadership will help MIC/HICs
to advance their offices’ mission to protect life and property and create a
Weather Ready Nation (i.e., big picture thinking)

 Greater integration. Focusing on field integration will help MIC/HICs better
understand their role within the larger organization and thus better serve
their core partners

 Greater commitment. Focusing on strategy will allow MIC/HICs to better
communicate the NWS vision to their staff, allowing them to better see how
their work contributes to larger goals

 Better people leaders. Staff benefit from having supervisors who have had
multiple layers of leadership training

Protect life & 
property 

Serve core 
partners 

Improve org. 
health 

Steward gov. 
resources 

WORKFORCE ACTIONABLE IDEAS: NEW MIC/HIC ORIENTATION COURSE 

 Greater perspective. Greater understanding of strategic initiatives may
help MIC/HICs become better stewards of limited resources

 Stronger leadership pipeline. The leadership pipeline for SES positions is
further
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While the course would be valuable on its own, it would be most 
effective if it builds on already existing leadership & mngt courses 

Risks 

Potential mitigation strategies Risks of implementation 

▪ Lack of funds / staff. The course may
strain already limited training dollars

▪ Unnecessary. The course may just
replicate already offered training
(Management and Supervision or Field
Operations Management)

 Require pre-work prior to attendance so in-residence time
is maximized. Utilize experienced MIC/HICs as visiting
instructors to reduce strain on instructors

▪ Management & Supervision focuses on leading people
while this course is focused on leading organizations.
Align all management / leadership courses to build on
each another as an employees’ responsibility increases
(e.g. second-line supervisor). Regularly review the course
through participant surveys and self-assessments

Counter arguments & alternative options Risks of inaction 

 Provide alternative opportunities, such as serving on
national teams; attending NOAA or private company
leadership courses

▪ OHI results remain low. OHI results,
such open and trusting, may remain low

▪ An integrated field is not achieved.
Communication between national,
regional, and field offices fail to improve

▪ May limit external hires. Potential
external MIC/HIC candidates may shy
away due to lack of training

▪ Fail to develop future SES candidates

 Other less costly measures could be identified to improve
OHI results, such as regional leadership training

 Webinars, teleconferences, offices visits and the MIC/HIC
council could suffice

 Develop online courses for new MIC/HIC; regions
continue and expand their orientation for new MIC/HIC

WORKFORCE ACTIONABLE IDEAS: NEW MIC/HIC ORIENTATION COURSE 
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Estimated 
Cost 

▪ If there was interest in expanding the training to MIC/HICs
hired within the past two years (26 total), a one-week
course would total $72k

▪ These estimates do not include training development or
productivity lost

WORKFORCE ACTIONABLE IDEAS: NEW MIC/HIC ORIENTATION COURSE 

During the past 5 years, on average the NWS has hired 12 new 
MIC/HICs per year 

Annual cost for MIC/HIC orientation for 12 employees 

Number of weeks Total cost 

1-week of onboard training ($2782 / student) $33k 

2-weeks of onboard training ($4220 / student) $51k 

4-weeks of onboard training ($6737 / student) $81k 

SOURCE: NWS Chief Learning Officer’s Office & NWS table of organization 6/08/15 
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There are limited IT implications, but there is significant work to 
be done to develop the course and relevant materials  

IT Implic-
ations 

▪ Limited IT Implications. The course may require the creation of new online
training modules

Teams 

▪ Learning Objectives Team. A team will need to determine the learning
objectives of the orientation course related to leadership, field integration,
strategy and administrative duties

▪ Course Development Team. A team will need to develop the lesson plans
and materials to achieve the desired learning objectives

KPIs 

▪ Employee Pre and Post evaluations. New employees could be surveyed
both before and after NWS 101

▪ OHI Scores. OHI scores, particularly around role clarity, shared vision, and
talent development should go up

▪ Manager Skill Assessment. MIC skill assessment of new forecasters
should climb relative to the OWA Phase 1 assessment

WORKFORCE ACTIONABLE IDEAS: NEW MIC/HIC ORIENTATION COURSE 
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Giving supervisory authority to WCMs & SOOs would reduce the 
span of control in WFOs & facilitate closer supervisee relationships 

 
Description 
of 
Investment 

▪ Give supervisory authority to WCMs and SOOs1. Giving supervisory authority to WCMs and SOOs, who 
are already part of the management team, would reduce the span of control in an WFO from approximately 
1:22 to 1:7 

▪ Provide WCMs and SOOs with Management & Supervision training. Some WCM/SOOs have already 
had Management & Supervision training, but many will need it. Currently, the training is a two-week in-
residence course. If the idea is adopted, the course may need to be shortened, offered online, and/or 
provided locally at the WFO or Regional level 

▪ Set expectation that WCM/SOOs will play an active role in employee development. Within their 
supervisory role, establish that WCMs and SOOs will be active mentors to their supervisees. The idea would 
also facilitate the creation of a co-developed Individual Development Plan (IDP) between a manager and 
employee, leading to improved employee development 

 

 
▪ Distribute personnel based on interest, 

WCM/SOO experience and MIC 
discretion. Which personnel report to whom 
could be decided at the local level. New 
supervisors could be given only a few 
supervisees to start and/or staff could be 
aligned under a WCM or SOO based on their 
desired career trajectory 

▪ Facilitate transition to “whole office” 
concept. Allowing WCM/SOOs to assign 
work would facilitate moving to an “whole 
office” concept 

WORKFORCE ACTIONABLE IDEAS: WCM & SOO SUPERVISION 

1 . A next step would be to determine if supervisory authority should also be given to DOHs and SCHs in RFCs 
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Staff would receive more attention, WCM/SOOs would gain 
leadership experience and MICs would receive needed help 

Benefits 
to the 
NWS 

 More coaches. Optimized span of control will allow supervisors to devote
more attention to development needs, which will better enable mission
fulfillment

 More focused leaders. Reduced span of control for MICs will allow to
focus more on strategy, including IDSS and serving core partners

 More IDSS focused employees. Revised work assignments may lead to
more people in an office serving core partners

 Increased morale. Increased focus on development needs may improve
staff morale

 Stronger leaders. Employees will gain supervisory experience earlier in
their careers, leading to more experienced senior managers

Protect life & 
property 

Serve core 
partners 

Improve org. 
health 

Steward gov. 
resources 

WORKFORCE ACTIONABLE IDEAS: WCM & SOO SUPERVISION 

 Stronger leadership pipeline. In an organization where almost all
leadership is “grown” internally, additional leadership training and
opportunities will benefit the entire organization in time
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The risks associated with the change can be mitigated, and they 
are outweighed by the risks of inaction 

Risks 

Potential mitigation strategies Risks of implementation 

▪ Resistance. Those already in the 
position may not desire 
supervisory responsibility 

 
 
 

▪ Distraction. Training and/or 
outreach may suffer with addition 
of new responsibilities 

 
 
 ▪ Limited talent pool. There might 

not be enough employees within 
the organization ready to take on 
supervisory duty 

 Offer training, opportunity to apply for another position 
or the ability to go back into a forecaster job if desired 

▪ Time spent “in grids” could diminish, allowing 
forecasters to perform more IDSS or sci/tech 
development as part of the “whole office” concept.  
MICs may assume more IDSS responsibilities 

 Increase external hiring of leadership talent to fill the 
potential gap 

Counter arguments & alternative options Risks of inaction 

▪ OHI results remain low. OHI 
results, specifically around 
leadership, may remain low 

▪ Level-5 & IDP adoption fails. 
Meaningful adoption of level-5 
performance reviews and individual 
development plans (IDPs) would 
be difficult with 22 direct reports 

 Leadership training focused on MICs/HICs may have 
a greater impact  

 Postpone level-5 & IDP adoption and/or remove other 
responsibilities (such as admin) from MICs so they 
can focus on supervision 

WORKFORCE ACTIONABLE IDEAS: WCM & SOO SUPERVISION 
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The one-time training costs associated with the change are 
relatively large, but the recurring annual costs are only ~$56k 

Estimated 
Cost 

Annual cost to provide new WCM/SOOs in-residence Mngt & Supervision 

Average # of new WCM/SOOs hired per year 13 

Cost per student for 2-week in-residence course $4,220 

Estimated annual recurring training cost $55k 

▪ One-time cost overestimates the number of WCM/SOOs who need training. The
estimate assumes that not one WCM/SOO has already taken Mngt & Supervision

▪ One-time costs could be further mitigated. Costs could be decreased by limiting the
class to one-week or providing the training at a regional level

WORKFORCE ACTIONABLE IDEAS: WCM & SOO SUPERVISION 

X 

= 

Annual cost to provide all WCM/SOOs in-residence Mngt & Supervision 

# of current WCM/SOOs 224 

Cost per student for 2-week in-residence course $4,220 

Estimated one-time training cost $945k 

X 

= 

SOURCE: NWS Chief Learning Officer’s Office & NWS table of organization 6/08/15 
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There are no IT implications, but there is significant work to be 
done to test and evaluate the proposal 

IT Implic-
ations 

Teams 

KPIs 

▪ No additional IT Implications.

▪ Supervision / Mentorship Team. A team will need to determine what
measurable expectations and goals can be set for WCMs / SOOs and their
supervisees to help facilitate the new working relationships

▪ Test and Evaluate Team. A team will need to determine how to test and
evaluate the proposal

▪ Employee Pre and Post evaluations. WCMs / SOOs and their
supervisees could be surveyed before, during and after the testing period

▪ OHI Scores. OHI scores, particularly around supportive leadership and
people performance reviews should go up

WORKFORCE ACTIONABLE IDEAS: WCM & SOO SUPERVISION 
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Workstream Next steps Owner(s) 

Work-
force 

NWS 101 

MIC/HIC 
orientation 

WCM/SOO 
super-vision 

GS 5-12 
progression 
w/ develop-
ment model 

▪ Release CSE Toolkit Ch 3, covering NWS 101 and MIC/HIC
orientation classes

▪ Submit governance document proposal to the MDC to be
validated

▪ Create a team to develop course content
▪ Submit governance document proposal to PIC in early 2016
▪ Plan for first NWS 101 course in August 2016

▪ Release CSE Toolkit Ch 3, NWS 101 and MIC/HIC orientation
classes

▪ Submit governance document proposal to the MDC
▪ Create a team to develop course content
▪ Bring governance document proposal to PIC in early 2016

▪ CLO

▪ CLO

▪ Develop “test and evaluation” plan in ~FY16Q3
▪ Incorporate testing of WCM/SOO supervision with testing of

fully integrated field structure in FY17Q1

▪ Regional
Director –
Central

▪ Meet with NWSEO via LMR team beginning in December 2016
▪ Meet with NLC in January 2016
▪ Create a team to draft the development model and associated

competency model for 1340 series

▪ Director,
Management
&Organization
Division

On the workforce actionable ideas, there are several next steps 
based on the 12/7 OWC meeting 
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Operating 
Model 

Organiz-
ational 
Structure 

Workforce 

Actionable ideas 

 Role clarity, capturing
external ideas

OHI priority practices 

 Capturing external ideas

 Role clarity, open & trusting

 Role clarity, capturing
external ideas

 Role clarity

 Open & trusting, capturing
external ideas

 Role clarity, open & trusting

During Phase 3, the core teams refined and further developed the 
identified actionable ideas 

▪ Syndicate the IDSS operating model philosophy

▪ Provide IDSS and communications training

▪ Develop a policy to create IDSS “core service level”

– Develop core partner categorization criteria

– Develop additional guidance for providing IDSS

– Develop “office review”

 Enable greater supervisory authority for the other
roles within field offices

 Clarify roles of the National Service Programs
(NSPs) with respect to the integrated field

 Address the question of how to better align the
work of the Tsunami Centers

 Convene a field-manager level group to share
and collaborate ideas

 Role clarity, open & trusting  Create an onboarding course for new hires 

 Create an orientation course for new MICs/HICs  Role clarity, open & trusting

 Role clarity, open & trusting Create a progression model and move to a GS 5-12
Meteorologist progression

 David Murray

NWS Owners 

 John Ogren

 John Ogren

 Chris Strager

 Bill Lapenta

 John Murphy

 John Murphy

 John Murphy

 Ray Tanabe
 Andy Stern

Focus of following pages 
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Role clarity between NSPs and integrated field can be achieved 
by drawing dividing lines along key, shared functions 

ORG STRUCTURE ACTIONABLE IDEAS: NSP ROLE CLARITY 

Noteworthy change 
from current state 

National Service Programs (NSPs)1 Integrated Field Functions 

▪ The National Service Programs (NSPs) focus on
strategy, planning and policy – providing support to and
serving the field, acting as a check and balance against
desired requirements & budget constraints, & raising
issues to the Mission Delivery Council when appropriate

▪ Aggregates needs & proposed reqs. from internal &
external partners & stakeholders, to conduct
evidenced-based trade-off analysis, serving as an
impartial broker

▪ Proposes needs and requirements based on
input from core partnersRequirements 

▪ Proposes and develops national  policy based on
requirements

▪ Implements and enforces policy which is
based on requirementsPolicy 

▪ Coordinates strategy with the field ▪ Proposes strategic objectivesStrategy 

 The integrated field offices are operationally
focused on mission delivery –  providing products
and services, such as analyses, forecasts (IDSS),
forecast warnings, observations and infrastructure

Guiding 
principles: 

▪ Leads NSP long-term planning (e.g., 3-years),
with a focus on their entire service program

▪ Focuses primarily on execution year, and
collaborates with NSPs to develop 3-year plansPlanning 

▪ Held accountable by AFSO director, who reports
to the COO

▪ Held accountable by respective directors, who
collaborate with the AFSO & report to the COOAccountability 

▪ Advises AFSO director on mission critical needs
of programs with input from the entire field

▪ Advises respective directors (e.g., RDs,
NCEP Director) on budget needsBudget 

Organizational 
perspective 

▪ Provides high-level view of entire field and across
the NSPs

▪ Provides technical and operational expertise –
including core partner knowledge

Knowledge 
sharing 

▪ Provides technical and operational expertise –
including best practices

▪ Provides forum for feedback loop regarding policy
& planning for the entire field

1  The OWC recommends that next steps include examining imbalance between different NSPs and appropriate GS level for NSP leads 
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Having achieved alignment on role clarity among NWS 
leadership, the next step is to educate the rest of the organization 

IT Implic-
ations 

Teams 

KPIs 

▪ No additional IT implications.

▪ CSE Team. The CSE team will be needed to communicate the efforts to
establish role clarity to the entire organization

▪ OHI Scores. OHI scores, particularly around role clarity should go up

ORG STRUCTURE ACTIONABLE IDEAS: NSP ROLE CLARITY 

Pre-
de

cis
ion

al



76 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

Currently a single seismic event leads to two tsunami forecasts 
that may not be consistent with one another 

SOURCE: Site interviews 

Challenge 

Ideal 

▪ 1 event = 2 forecasts from 2 centers
 

▪ 1 event = 1 forecast
▪ The forecast is timely, accurate and actionable

▪ It is tailored to core partners’ needs

▪ The forecast you receive is dependent on your
location, not your need as a core partner

▪ For example, the PTWC whites-out
the West Coast of the United States so that
they will not conflict with forecasts from the
NTWC, which is troublesome for core partners
with trans-pacific interests

ORG STRUCTURE ACTIONABLE IDEAS: TSUNAMI CENTER ALIGNMENT 
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To address this challenge, there are both actionable ideas and 
long-term paths that the NWS could pursue 

Action-
able 
ideas 

▪ Integrate IT (in progress). Move to a single IT operating system (TOPS) utilizing AWIPS 2,
which would also allow consolidation into tsunami.gov and single ensemble “guidance” maps1

▪ Define “operational watch.” Define work requirements for a 2 by 24 by 7 watch and determine
if both centers need to follow the same model

▪ Give the full picture. Allow the PTWC to show its forecast on the U.S. West Coast and inform
core partners of difference between guidance and forecasting1

▪ Define the Caribbean basin as one AOR (in progress). Make one center responsible for
issuing forecasts for the entire Caribbean basin

▪ Increase collaboration. Improve collaboration between the centers through formal structures,
such as joint table-top exercises and personnel rotation

▪ Continue to focus on IDSS. Develop requirements, policies, and products that are consistent
and focus on core partners’ needs

Long-
term 
paths 

▪ Consolidate. Physically consolidate the Pacific and National Tsunami centers into one center
(if politically tenable)

▪ Rotate. Rotate between “hot” and “warm” status at the two centers, where the “hot” center
issues forecasts and the “warm” center provide back-up and focuses on training and outreach

OR
▪ Specialize. Have one center serve as the lead tsunami forecast center and the other specialize

in training, education, outreach and research

OR

ORG STRUCTURE ACTIONABLE IDEAS: TSUNAMI CENTER ALIGNMENT 

1 The OWC suggested that IT integration could allow an ensemble to be created to provide a single “guidance” map 
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The six actionable ideas are intended to improve service to core-
partners regardless of the long-term path chosen 

SOURCE: Core team interviews 

Increase 
collaboration 

Define 
operational 

Give the full 
picture 

Define Carib-
bean as 1 AOR 
(in progress) 

Integrate IT    
(in progress) 

Pros Challenges and concerns Next steps 

▪ Provides continuity and consistency
that will result in better IDSS
delivery

▪ Will facilitate either long-term option

 

▪ Change may need to be negotiated
▪ Change may not be welcomed by

employees

▪ Provides full picture for international
core partners & those with trans-
pacific interests

▪ Will need to educate core partners
on the two models and their relative
advantages

▪ Reduces confusion between islands
in very close proximity as to which
forecast to use

▪ Creates consistency in the area
 
 

▪ Would have to inform core partners
of change

▪ Would have to make better use of
international coordination bodies
 

Continue to 
focus on IDSS 

▪ Will help seamlessly reconcile
inconsistencies between the centers’
two forecasts

▪ Will facilitate moving from 3 tsunami
websites to one

▪ Requires resource allocation (already
budgeted)

▪ Core partners will need to be informed
of the website consolidation

▪ TOPS is currently under
development and will begin
systems acceptance testing
in July 2016

▪ Identify pros and cons of
different op. definitions

▪ Determine if new definition
will need to be negotiated

▪ Develop a stakeholder
engagement plan

▪ Develop a stakeholder
engagement plan

▪ Will facilitate either long-term option
due to increased familiarity

▪ Provides opportunity to further
increase consistency for core partners

 

▪ Remote collaboration will require time
and effort

▪ In person collaboration, such as
rotations, will require financial resources

▪ Identify opportunities for
remote collaboration (e.g.,
simulations) and consider
trial TDY exchange

▪ May lead to greater consistency for
core partners

▪ Aligns TWCs with the rest of the NWS

▪ Will require increased coordination
between the two centers

▪ Have TWCs identify core
partners, identify overlap,
an determine how best to
create “deep relationships”

Ideas 

AND 

AND 

AND 

AND 

AND 

ORG STRUCTURE ACTIONABLE IDEAS: TSUNAMI CENTER ALIGNMENT 
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There are both pros and cons associated with the three long-term 
paths: consolidate, rotate, or specialize 

Pros Challenges and concerns 

Consolidate: 
Consolidate the 
two tsunami 
centers into one 
NWS Tsunami 
Center 

▪ One forecast. One forecast would be
issued for each tsunami event

▪ Saves resources. More efficient use
of resources

▪ Reduces hiring burden. New center
could be located in area with greater
workforce availability

▪ Political uncertainty. May not be
politically tenable

▪ Removes backup. Would require
redundant systems to be established,
such as at the National Earthquake Info
Center in California

Rotate: 
Rotate between 
“hot” and “warm 
status between 
PTWC and the 
NTWC 

▪ One forecast. One forecast would
be issued for each tsunami event

▪ More training and outreach. Would
allow for increased emphasis on
training and outreach

▪ Different forecasting methods. Alternative methods of
forecasting would need to be reconciled

▪ Rotating POC. Core partners would need to be comfortable
calling staff in both offices

▪ Tech investments needed. A single source of info (e.g.,
webpage, hotline) would need to be created

▪ Staffing challenges. Staffing challenges at NTWC are not
addressed

Specialize: 
One serves as 
forecast lead & 
the other 
specializes in ed., 
outreach & 
research 

▪ One forecast. One forecast would
be issued for each tsunami event

▪ More training and outreach. Would
allow for increased emphasis on
training and outreach

▪ Lower morale. Could lead to
dissatisfaction among workforce

▪ Wasted resources. Could be viewed
by OMB as a less efficient use of
resources

▪ Staffing challenges. Staffing
challenges at NTWC are not addressed

OR 

OR 

Long-term paths 

NEXT STEP: 
Conduct fresh 

analysis of 
current political 
landscape to 

determine 
which options 
are palatable 

ORG STRUCTURE ACTIONABLE IDEAS: TSUNAMI CENTER ALIGNMENT 
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There are significant IT implications, but they are already underway 
and they will facilitate many of the other actionable ideas  

IT Implic-
ations 

Teams 

KPIs 

▪ Implementation Team. A team will need continue to push the actionable ideas
forward

▪ Core customer satisfaction measures. The suggested changes are meant to
improve service for core partners – a measure of their satisfaction / or change in
satisfaction as actionable items are implemented would be useful

ORG STRUCTURE ACTIONABLE IDEAS: TSUNAMI CENTER ALIGNMENT 

▪ Significant IT Implications. TOPS is a significant IT initiative that will facilitate
Tsunami center interoperability, which is already underway. TOPS may allow the
creation of ensemble guidance maps and a single website as well
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The MIC/HIC Council will serve as a resource & advisory body, 
focusing on grass-root ideas to increase consistency & efficiency 

SOURCE: Core team workshop and SME interviews 

Collaborate 

Advise 

Share 

The MIC/HIC Council will 
▪ Listen to their peers and collect input from the

MICs and HICs in their respective regions
(potentially via email, attendance at other
regional MIC/HIC meetings and/or surveys)

▪ Collaborate and prioritize best practices and
issues of concern (could be administrative,
operational and/or planning)

▪ Advise the appropriate governing body on
issues identified at the grass-root level

▪ Serve as a resource & advisory body on
operations, administrative & planning matters

▪ Share what they discuss and learn with their
peers (potentially via a bi-monthly email
newsletter)

Rationale 
▪ Address the disconnect between the field and senior

management that was identified in Phase 1

▪ Identify opportunities to realize efficiencies and
improve effectiveness from a grass-root level

▪ Provide a forum to identify best practices and cross-
regional issues that are still outstanding

▪ Identify best practices & regional opportunities for
improved consistency for the COO

▪ Provide a structured method to discuss forecasting
needs & proposed requirements with NSP leads

▪ Create a more open and trusting environment

▪ Give MIC/HICs greater access and involvement in
governance processes

Focus of       
the Council 

The MIC/HIC Council will listen to their peers, collaborate with one another to elevate best practices & issues of 
concern, advise the MDC1 and AFSO on grassroots ideas of efficiencies & effectiveness, and share what they learn 
with their peers 

Purpose: 

ORG STRUCTURE ACTIONABLE IDEAS: MIC/HIC COUNCIL 

Listen 

1 Mission Delivery Council (MDC) 
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The Council would initially consist of 10 members during an 
initial trial period of ~1 year 

Membership 

Selection 

Meeting frequency 

Communication 

Examples of 
Measurements of 
Success 

▪ 6 WFO MICs, an HIC, a CSWU MIC, and representatives from NCEP and NWC will 
serve on the Council for a term of one year 

▪ MICs will be chosen from each region at random from a group of volunteers. A similar 
process will be followed for CWSUs, RFCs, NCEP and NWC. After the initial year, half 
of the members will rotate off, allowing for continuity, and the remaining half of the 
original members will rotate out six-months later 

▪ The Council will convene 6 times a year, primarily via tele-conference. Members may 
be asked to represent the Council at individual meetings such as the MDC, Fall 
Strategy Meeting or other conferences 

▪ The Council will produce a “newsletter” for the entire integrated field that includes 
progress updates and highlights from each Council meeting, supplemented by updates 
from other key meetings 

Organizing 
Principles Explanation 

10 
members 

Selected 
volunteers 

6 per 
year 

6 “news-
letters” 

Listen: # of individual input responses 
collected from the field  

Collaborate: Annual identification of 
Council priorities and goals 

Advise: Bi-annual (plus) discussions 
with appropriate governance council 

Share: # of views / participants of 
“newsletters” 

ILLUSTRATIVE 

Governance Advisory 
Council 

▪ The Council could be chartered under an appropriate governing body. Leadership of the 
Council would be selected internally among its members, but leaders may not be SES 

ORG STRUCTURE ACTIONABLE IDEAS: MIC/HIC COUNCIL 
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Below is an illustrative example of how the MIC/HIC council might 
raise an issue identified in the field to the MDC 

ORG STRUCTURE ACTIONABLE IDEAS: MIC/HIC COUNCIL 

Listen Collaborate Advise Share 

MICs in adjoining regions 
identify an inconsistency 
that affects core partners 
that straddle regional 
boundaries 

The Council determines how 
wide spread the issue is, 
does some leg work, and 
determines if the issue 
should be prioritized for the 
MDC 

The Council presents the 
inconsistency to the MDC 
(which includes all RDs, the 
AFS, NCEP, & NWC director, 
and the COO) or another 
appropriate governing body 

The Council shares 
the highlights, 
decision and 
reasoning from the 
meeting through a 
“newsletter” 

1 2 3 4 

ILLUSTRATIVE EXAMPLE 

Examples of 
listening venues 

Examples of 
collaboration 

Examples of 
advisory capacity 

Examples of 
information sharing 

▪ Council members represent
the mngt. in their region

▪ Peer-initiated surveys

▪ Council members attend
one-another’s MIC/HIC
conferences

▪ A Council representative is
invited to the Fall strategy
meeting

▪ The Council meets via tele-
conference 6 or more times
a year

▪ Council members serve as a
resource to all levels of the
agency

▪ Council members help
individuals in the region
develop proposals for the
MDC

▪ The Council advises the
appropriate governing body
(e.g. MDC, PIC)

▪ The Council may meet with
program leads to raise
concerns around existing
requirements, policies or
budget

▪ The Council issues a
“newsletter’ for the entire
integrated field

▪ The Council facilitates
open webinars with the
integrated field

▪ A Council member
sends an email to all
MIC/HICs after attending
a Fall Strategy meeting
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There are options as to where the Council could fit into the new 
corporate governance process 

ORG STRUCTURE ACTIONABLE IDEAS: MIC/HIC COUNCIL 

Listen Collaborate Advise Share 

▪ OOE recommends that the Council be chartered within the governance process and not outside it,
so that neither the newly formed governance process nor the newly formed council is undermined

▪ OOE recommends that the Council be charted either under the Mission Delivery Council (MDC) or
the Executive Council (EC). Alignment with the MDC would make sense since all members of the
council will be operational leaders from the field, but alignment under the EC would allow the Council to
have equal footing with all of the other councils

▪ Regardless, the OOE believes that the Council should still be able to advise the other councils
when appropriate. For example, the Council would advise the Portfolio Integration Council (PIC) on
funding requests for newly validated requirements

▪ After a trial year, the Council could report to the Assistant Administrator on how the newly formed
governance process is working and their individual progress

Mission Delivery 
Council 

Portfolio Integration 
Council 

Enterprise Risk 
Council 

Executive 
Council 

NWS corporate governance councils 
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There are limited IT implications and relatively little additional 
work required before standing up the Council 

IT Implic-
ations 

Teams 

KPIs 

▪ Limited IT implications. The council may meet virtually and possibly review
core partner categorization remotely

▪ Implementation team. A small team will need to draft the Council charter and
select the initial charter members

▪ OHI Scores. OHI scores, particularly around open and trusting, capturing
external ideas and consultative leadership should go up

▪ Council specific indicators. The Council could measure its own progress
through the # of individual input responses collected from the field (listen),
annual identification of Council priorities and goals (collaborate), bi-annual (plus)
discussions with appropriate governance council (advise), # of views /
participants of “newsletters” (share)

ORG STRUCTURE ACTIONABLE IDEAS: MIC/HIC COUNCIL 
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Workstream Next steps Owner(s) 

Org 
struc-
ture 

Tsunami 
program 
align-
ment 

MIC/HIC 
council 

NSP role 
clarity 

▪ Sequence actionable ideas to achieve interoperability
▪ Receive input from Tsunami directors
▪ Execute actionable ideas and hold quarterly progress

meetings with John Murphy and Kevin Cooley

▪ Bring two governance structure options with OOE
recommendation back to NWS leadership

▪ Submit governance document proposal to the Mission
Delivery Council once approved by leadership

▪ Add to governance 2.0 chapter in early 2016

▪ COO (plus
Kevin Cooley
and Mike
Angove)

▪ COO

▪ Finalize syndication plan with Andy Stern and John Murphy
▪ Syndicate plan via rollout of separate meetings with NSP

leads, regional directors, and NCEP directors
▪ Release CSE toolkit on NSP role clarity
▪ Add to governance 2.0 chapter in early 2016

▪ COO and
AFS

On the organization structure actionable ideas, there are several 
next steps based on the 12/7 OWC meeting 
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Operating 
Model 

Organiz-
ational 
Structure 

Workforce 

Actionable ideas 

 Role clarity, capturing
external ideas

OHI priority practices 

 Capturing external ideas

 Role clarity, open & trusting

 Role clarity, capturing
external ideas

 Role clarity

 Open & trusting, capturing
external ideas

 Role clarity, open & trusting

Focus of following pages 

During Phase 3, the core teams refined and further developed the 
identified actionable ideas 

▪ Syndicate the IDSS operating model philosophy

▪ Provide IDSS and communications training

▪ Develop a policy to create IDSS “core service level”

– Develop core partner categorization criteria

– Develop additional guidance for providing IDSS

– Develop “office review”

 Enable greater supervisory authority for the other
roles within field offices

 Clarify roles of the National Service Programs
(NSPs) with respect to the integrated field

 Address the question of how to better align the
work of the Tsunami Centers

 Convene a field-manager level group to share
and collaborate ideas

 Role clarity, open & trusting  Create an onboarding course for new hires 

 Create an orientation course for new MICs/HICs  Role clarity, open & trusting

 Role clarity, open & trusting Create a progression model and move to a GS 5-12
Meteorologist progression

 David Murray

NWS Owners 

 John Ogren

 John Ogren

 Chris Strager

 Bill Lapenta

 John Murphy

 John Murphy

 John Murphy

 Ray Tanabe
 Andy SternPre-
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Dimension Representative quotes from external stakeholders 

Accessibility 

“They’re on Twitter, on social media, and in my email every morning; I 
always know what I’m up against when I start my day.” 

“I have never worked with an agency that is so accessible. They are 
remarkably proactive and in many ways – email, phone, social media.” 

Accuracy 

“It’s not like the other weather brands. I go by what the Weather 
Service tells me; not by anyone else.” 

“The technology has improved so tremendously; we can’t see 
private companies keeping up with the products NWS has now.” 

Relevance 

“It’s our livelihood; we’re a weather-dependent economy on our the 
best days.”  

“During a severe weather event, NWS helps us ensure there’s not 
going to be a large loss of life.” 

Confusion about scope 
of IDSS 

“It’s challenging for 
the private sector to 
know where they 
should play a role, 
how they can play a 
role when what the 
NWS does varies 
from event to 
event” 

“We have to know 
what the NWS can 
do for us, but we 
also have to know 
what they can’t do, 
or we’ll ask them 
to do everything, 
and, God help them, 
they’ll try and give it 
to us” 

Trust 

“In an emergency, trust is the most important part of our 
relationship. I count on NWS, I know the person behind the forecast.” 

“I trust my partners at NWS and I know them – the tone of their voice, 
the way they report out to us. And they know me.” 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
Phase 1 findings indicated that external stakeholders praised 
NWS, but many are confused about the scope of IDSS 
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Communicate through 
standard products that 
address stakeholder needs 

Create information for 
specific stakeholders 

Provide a broad range of 
services (e.g., deploy staff 
to a sporting event) 

Provide a narrow set of 
services to events (e.g., 
only conference calls) 

Define core partners as 
emergency managers, govt. 
officials, and media  

Include an extended set 
of partners (e.g., schools, 
event operators, the public) 

“We focus on ensuring 
our website has all of our 
products.” 

“The provision of relevant information and interpretative services to enable core partners’ 
decisions when weather, water, or climate has a direct impact on the protection of lives and livelihoods” 

“After issuing products, 
we will follow up to key 
stakeholders with more 
specific information.” 

“We would like to 
deploy meteorologists 
to graduation 
ceremonies.” 

“Our schools signed up 
for NWS Chat to 
discuss overnight 
weather in the winter.” 

“We don’t do IDSS 
because we don’t have 
the resources to 
dedicate to it.” 

“We focus on 
government entities top-
down because they can 
deploy resources.” 

Perform episodic IDSS in 
response to severe weather 
(e.g., storm briefings) 

Perform recurring IDSS 
(e.g., in fair weather) for 
ongoing effective and 
informed decisions making 

“We help our partners 
make decisions every 
single day.” 

“We developed a flexible 
model to provide IDSS 
during severe events.” 

Less expansive More expansive 

What 

How 

Who 

When 

Official IDSS definition1: 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
There is variation in how the official definition of IDSS is being 
interpreted and what is provided, how, to whom, and when 

SOURCE: HQ and site interviews, June-July 2015 

1 From the NWS Weather-Ready Nation Strategic Roadmap 
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The Organizational Health Index (OHI) survey shows NWS could 
improve across practices, including three with importance to IDSS 

SOURCE: National Weather Service, June 2015 (n=2,162); Benchmark (n=1,259,322, no. surveys=737) 

Effective 
IDSS  

Role clarity 

Capturing 
external 
ideas 

 Driving accountability by
creating a clear structure,
roles, and responsibilities
and communicating them
effectively

Open and 
trusting 

 Encouraging and role
modeling transparency,
honesty, and candid,
open dialogue across all
levels

 Identifying, evaluating
and sharing ideas and
best practices from
outside the organization

Definition Importance to IDSS OHI practice1  

1 All 3 practices were in the bottom quartile relative to the benchmark sample set  

 Helps offices and NWS
overall align on who is
doing what, when they
are doing it, and what
good results look like

 Enables NWS continue to
evolve by creating an
environment where
people can discuss
strengths and gaps

 Positions NWS to have
an external, customer /
core partner orientation
that ensures relevance of
products and services

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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To respond to Phase 1 findings, three ideas were developed for 
an IDSS operating model philosophy and one was prioritized 

What 

When 

Who 

How 

▪ Communicating by standard
products that address
stakeholder needs

▪ Creating information for
specific stakeholders

▪ Communicating by standard
products that address
stakeholder needs

▪ Performing recurring IDSS
for mitigation, preparation,
response, and recovery in
addition to support for
episodic events

▪ Supporting episodic IDSS,
including products and
interpretation/data

▪ Supporting episodic IDSS,
including products and
interpretation/data

▪ Defining IDSS core
partners as emergency
managers, govt. officials,
and a subset of the media

▪ Defining IDSS core
partners as emergency
managers, govt. officials,
and a subset of the media
(with general service to
others on request)

▪ Growing stakeholder network
beyond existing core
partners and disseminating
weather data to as many
people as possible

▪ Providing a broad range of
services (e.g., embedding)

▪ Providing a narrow set of
services (e.g., conference
calls)

▪ Providing a narrow set of
services (e.g., conference
calls)

Philosophy 1: “Core 
competency” 

Philosophy 2: “Broad 
reach” 

Philosophy 3: “Deep 
relationships” 

Prioritized philosophy 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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Based on input from NWS employees through the OHI and 
subsequent development, the philosophy continues to be refined 

▪ IDSS operating model
philosophy ideas refined,
prioritizing the “Deep
relationships” philosophy1

▪ Input now being sought from
internal and external
stakeholders through
discussions, webinars, toolkits,
FAQs, and other means

▪ Series of ideas being pursued
including revising policies and
training to improve guidance on
IDSS

▪ IDSS operating
model philosophy
ideas developed

▪ Integrated OWA
project core team
provided input

▪ Input collected
through NWS insider

▪ SMEs, SES across
NWS offices, OWC
members, and others
engaged

▪ NWS employee
input through OHI
survey that received
NWSEO support and
had ~50%
participation

▪ Additional input
through site visits and
interviews

1 IT-based outreach (e.g., webinars), core partner amplification, and surge capacity will enable broader reach 

IDSS operating model philosophy development 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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To achieve a “deep relationships” IDSS operating model, a 
consistent “core service level” could be established 

1 NWS will still serve non-core partners through such activities as IT-based outreach (e.g., webinars), core partner amplification, and surge capacity 

▪ There is variation in who is provided
IDSS services and how the definition
of core partner is applied

▪ Similar products are disseminated by
different entities within NWS
depending on the event, and NWS is
not capturing best practices to share
across the organization

▪ Offices make decisions about
whether to provide recurring or
episodic IDSS services without a
framework of prioritization criteria

▪ There is a great deal of variability in
how offices are structured to provide
IDSS and what staff are responsible
for IDSS

▪ Offices define core partners1 with similar
criteria ensuring greater consistency of IDSS
products and services

▪ Core partners know what standard products
are offered by different NWS offices;
additional products are provided to core
partners and then those improved products
are spread throughout the organization

▪ Core and non-core partners have more
clarity on when NWS will provide recurring
or episodic IDSS; NWS is able to predict
and track IDSS events better

▪ Staff understand what will be expected
during IDSS and are properly trained for it,
improving the office’s “situational
awareness”

From To 

When 

How 

Who 

What 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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A “core service level” would provide guidance on what IDSS is, 
when it is provided, who receives it, and how they receive it 

1 From the NWS Weather-Ready Nation Strategic Roadmap 
2 IT-based outreach (e.g., webinars), core partner amplification, and surge capacity will enable broader reach 

“The provision of relevant information and interpretative services to enable core partners’ decisions 
when weather, water, or climate has a direct impact on the protection of lives and livelihoods” 

Official IDSS 
definition1: 

Who2 

▪ Emergency Managers 
▪ Media with dissemination capabilities 
▪ Federal government with NWS nexus 
▪ State/Local government with NWS nexus 

When 
▪ Recurring IDSS (non-event specific)  
▪ Episodic IDSS (event specific) 

What 

▪ Standard products will continue to be available 
▪ Additional forecasts and interpretation to meet needs of 

core partners 

How 

▪ Stakeholder support through deployments/embedding 
▪ Inbound communication requests from stakeholders 
▪ Remote support to stakeholders 

IDSS core service level from Phase 2 Proposed additional policy guidance 
▪ In addition to standard products and services, all offices 

must offer additional forecasts and interpretation 
developed through an iterative process with the core 
partner to meet needs 

▪ All offices must be able to provide ongoing recurring 
and episodic IDSS to a “deep relationships” core 
partner 

▪ All offices will create a list of core partners according 
to the current NWS Instruction definition, and then 
categorize that list based on new criteria 

▪ All offices must be able to offer a variety of types of 
recurring or episodic IDSS to a “deep relationships” 
core partner including: 
– Episodic: e.g. direct, individualized in-person 

(i.e. ability to deploy) or remote support; group 
decision support 

– Recurring: e.g. action planning sessions, co-
trainings, and partner conferences 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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Summary of “deep relationships” philosophy 

▪ Who receives IDSS?: Defining and focusing on a set of
core partners who can be engaged to help amplify NWS’
message

▪ What do they receive?: Providing focused products to
those partners and sharing best practices learned
throughout the organization

▪ When do they receive it?: Providing both episodic and
recurring IDSS

▪ How do they receive it?: Offering a framework for
when a range of service options from remote support to
part-time or full-time embedding will be provided

“Deep relationships” philosophy 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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The core team has engaged stakeholders on the IDSS “deep 
relationships” philosophy 

Oct Nov Dec 

Define and syndicate IDSS  
operating model philosophy 

• EISWG conference

• IAEM leadership discussion with Dr. Uccellini

• NOAA Briefing

• NWSEO Briefing

Thanksgiving 

• Southern MIC/HIC conference presentation

• Refine “deep relationships” to reflect OWC decisions

• Webinar for all staff

• Two webinars for all managers (~165 attendees)

Expected duration 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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Going forward, internal stakeholders & EMs will need the highest 
level of engagement on the IDSS philosophy 

Involve/consult 

Inform 

Collaborate/empower 

Consult 
Level of 
influence 

High 

Low 
Low High 

Level of interest 

NWS Senior 
Leadership  

NWS Middle 
Management 

Exec / Leg 
Branch  

DOC / 
NOAA 

EMs 

General public 

Commercial 
weather  

Non-core 
partners 

NWS Individual 
contributors 

Media 

Internal External 

▪ Took initial list of
stakeholders

▪ Evaluated how they
should be engaged
based on their:
– Level of influence:

how much of a role
stakeholder will play
on the adoption of
the IDSS philosophy

– Level of interest:
level of sensitivity to
and engagement on
a new IDSS
philosophy

▪ Created a tentative map
based on initial team
thoughts

Process to determine 
correct engagement 
strategy for stakeholders 

NWSEO 
State and 
local gov’t 

Federal 
agencies 

FOR DISCUSSION 

SOURCE: NWS transformational change process 

Academia 
/ NGOs 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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“I will provide more consistent IDSS and pursue “deep 
relationships” with core partners, if…” 

The influence model provides a framework for how NWS can 
continue to syndicate the “deep relationships” philosophy  

Role-modelling 
“I see managers, 
peers and direct-
reports embracing 
the new IDSS 
philosophy” 

Developing talent 
and skills 

“I have been trained 
in how to 
communicate and 
prioritize resources 
to be able to 
provide IDSS” 

Reinforcing with formal 
mechanisms 

“The policy guidance 
and performance 

criteria reinforce that 
my success at NWS is 

tied to creating “deep 
relationships” with my 

core partners” 

Fostering understanding and 
conviction “I know why NWS is

focusing on a “deep 
relationships” 

philosophy and I 
agree with the 

approach” 

▪ Office mentoring for offices
needing a “lift”

▪ Peer mentoring for new
hires

▪ Louis “fireside” chat
▪ Sharing best practices of

“deep relationships”
through MIC/HIC council

▪ All leadership site visits

▪ IDSS training (communications
including briefing, relationship
building, product development)

▪ Rotation program with universities
or core partners

▪ OWA travel to MIC meetings
▪ Webinars to all staff with FAQs
▪ Field and HQ sit-downs on status of

integration
▪ Feedback teams
▪ Toolkit to facilitate discussions by

managers and staff
▪ Office review

▪ Partner categorization
criteria

▪ Office review
▪ Policy guidance on how and

when to provide
recurring/episodic IDSS

▪ Performance metrics

FOR DISCUSSION 

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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IDSS Philosophy syndication will not require additional IT support 
and will need to increasingly integrate with the CSE team 

IT 
Implica-
tions 

Teams 

Key 
Perfor-
mance 
Indicators 

▪ No additional IT implications

▪ Integrate with CSE: Philosophy syndication will increasingly require integration
with CSE for development of presentation materials and talking points for
ongoing engagement efforts

▪ Level of engagement from field: Measuring the quantity and quality of
engagement from the field (e.g., # of dial-ins, FAQs, MIC meetings)

▪ Satisfaction of core partners: Measuring the quantity and qualify of
engagement from core partners (e.g., # of conferences with NWS present, # of
field offices holding meetings with EMs)

IDSS ACTIONABLE IDEAS: PHILOSOPHY SYNDICATION 
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To provide a “core service level,” NWS employees will need 
training to develop “deep relationships” with core partners 

1 From the NWS Weather-Ready Nation Strategic Roadmap 
2 IT-based outreach (e.g., webinars), core partner amplification, and surge capacity will enable broader reach 

“The provision of relevant information and interpretative services to enable core partners’ 
decisions when weather, water, or climate has a direct impact on the protection of lives and livelihoods” 

Official IDSS 
definition1: 

Commu-
nications 

▪ Oral communication, including
briefings, presentation

▪ Written communication
including emails and reports

Product 
Development 

▪ Enhanced focus on iterative
process of assessing needs
and creating and testing
individualized products

Relationship 
Building

▪ Customer service and support
▪ Needs assessment
▪ Deployment protocols
▪ After-action service evaluation

“Deep 
relationships” 

▪ Overview of IDSS and “deep
relationships”What 

▪ In addition to standard products and services, all
offices must offer additional forecasts and
interpretation developed through an iterative
process with the core partner to meet needs

When 
▪ All offices must be able to provide ongoing

recurring and episodic IDSS to a “deep
relationships” core partner

Who2
▪ All offices will create a list of core partners

according to the current NWS Instruction definition,
and then categorize that list based on new criteria

How 

▪ All offices must be able to offer a variety of types of
recurring or episodic IDSS to a “deep relationships”
core partner including:
– Episodic: e.g. direct, individualized in-person

(i.e. ability to deploy) or remote support;
group decision support

– Recurring: e.g. action planning sessions, co-
trainings, and partner conferences

IDSS core service level presented at 11/18 OWC New training needs 

IDSS ACTIONABLE IDEAS: IDSS AND COMMS TRAINING 
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New training needs 
Addressed by IDSS 
training developed? PCUs1 developed & additional needs 

“Deep 
relationships” 

▪ Overview of IDSS and “deep
relationships”

▪ PCU 1: IDSS/ICS Foundation
▪ Need focus on “deep relationships”

Commu-
nications 

▪ Oral communication, including
briefings, giving graphics
presentations

▪ PCU 3: Effective Communication
▪ PCU 6: Threat Assessment and Risk

Communication
▪ More training needed on briefing

presentations and graphic

▪ Written communication,
including emails and reports

▪ PCU 3: Effective Communication

Product 
Development 

▪ Product design and
prototyping to individualize
products for partners

▪ May be included in “Impacts
Catalogue” training

Relationship 
Building

▪ Customer service and support ▪ PCU 2: Customer-focused Support

▪ Needs assessment (including
training with partners) ▪ PCU 5: Partnership Building

▪ Deployment protocols and
working in an ICS

▪ PCU 4: Operating within an ICS

▪ After-action service evaluation ▪ PCU 7: Service Evaluation

NWS already has IDSS training PCUs developed, but the focus 
“deep relationships” will likely require additional training 

Fully met Partially met Recommended Additions 

IDSS ACTIONABLE IDEAS: IDSS AND COMMS TRAINING 

1 PCU - Professional Competency Units 
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Required PCUs would focus on IDSS and “deep  
relationships” overview and communications 

20

18

7

76

32Operating within an ICS 

Partnership Building 

Service Evaluation 

Threat Assessment 

Total Optional 

1 Hours listed for new, proposed training are rough estimates; 2 Likely would be conducted on-site at IDSS bootcamps or regional road shows 
3 Approximate number of operational employees is 2,300: 15 per WFO, 10 per CWSU, RFC, and NCEP 
4 Exact timing for development, roll-out, and required completion date for new courses is not yet certain 

IDSS training developed and suggested additions (hours) 

6

4

30

10

2

2

3

3Briefings2 

Effective  
Communication 

Product Development 

Total Required 

Deep Relationships 
Introduction 

Graphics2 

IDSS Foundation          

Customer support 

Required for 
operational employees 

Optional 

“Deep relationships” 
add-on requirement 

Optional 
deployment 
training 

Baseline IDSS 
training with 
“deep 
relationships” 
add-on1 

20 hours required to be completed by 
all operational employees3 between 
January 2016 and October 2017 

10 additional hours required to be 
completed by all operational employees 
by October 2017 or early 20184 

IDSS ACTIONABLE IDEAS: IDSS AND COMMS TRAINING 
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There are risks of both action and inaction to implementing the 
proposed IDSS training 

Work-
load 

Risks of action Risks of inaction Mitigation strategies 
▪ Staff feel they have too

many responsibilities
for one role and are not
sure what to focus on

▪ NWS misses an
opportunity to address
Phase 1 findings
around role clarity

▪ Ensure role
responsibilities are
clear; leverage IT to
help with IDSS and
help minimize workload

▪ Work with senior
leadership to ensure
training is well-
balanced; incremental
implementation

▪ Without sufficient
training, IDSS quality
may further degrade
and continue to be
inconsistent

▪ Too much focus on IDSS
might lessen focus of
training on more
traditional, NWS
science-based training

▪ Job changes are too
dramatic leading to
retention issues

▪ Retention of employees
if they don’t feel they
are trained for the job
they are being asked to
do

▪ Pair roll out of training
with IDSS philosophy
engagement strategy
to ensure employees
understand and
embrace rationale

Overall 
training 

Transi-
tion 

IDSS ACTIONABLE IDEAS: IDSS AND COMMS TRAINING 
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IDSS Training may have some IT implications and will need to 
further integrate with the broader, existing training initiatives 

IT 
Implica-
tions 

▪ Distance learning: Some of the IDSS training may require distance learning 
modules to be created requiring virtual learning software to be developed and 
offered 

Teams 

▪ Integrate with broader training team and CLO: The core team will need to 
integrate with and potentially add members from the Chief Learning Officer’s 
team to further develop the training and ensure “deep relationships” is fully 
integrated into the training modules  

Key 
Perfor-
mance 
Indicators 

▪ Number of employees trained: Current plans require ~2,300 operational 
employees trained by the end of FY 17; additional non-operational employees 
may also receive training 

▪ Quality of IDSS delivered: With additional training, core partners should begin 
reporting improved and more consistent IDSS 

▪ Organizational health: Employees should report improved role clarity, a more 
open and trusting environment, and improved ability to capture external ideas 

IDSS ACTIONABLE IDEAS: IDSS AND COMMS TRAINING 

Pre-
de

cis
ion

al



105 
DRAFT/PRE-DECISIONAL –  
PROPRIETARY AND CONFIDENTIAL 

An IDSS “core service level” process could be paired with an 
office review mechanism was discussed 

PRELIMINARY FOR DISCUSSION Focus of next section 

Proposed IDSS “core service level” process for an individual NWS office 

Develop plan Act on the plan 
(pre-event) 

List and categorize 
core partners 

1 2 3 
Act on the plan 
(during an event) 

4 

Proposed IDSS office review to drive consistency and effectiveness 

Office review process will assess and guide offices on each step of the IDSS “core service level” process 

Return to 
step  

Review and refine 
the plan 

5 

1 

▪ Is the office’s identification and categorization of core partners consistent and appropriate?
▪ Are the office’s engagement plans comprehensive and properly integrated together?
▪ Does the office provide a sufficient level of recurring IDSS to develop “deep relationships”?
▪ Does the office provide consistent and effective episodic IDSS that meets its partners’ needs?
▪ Does the office conduct and incorporate lessons learned from self-assessments after events?

▪ Provide
recurring IDSS
– e.g. table top

exercises, 
scenario 
planning, and 
co-training 

▪ Conduct partner
needs
assessment
and develop
IDSS plan

▪ Integrate into an
office-wide plan

▪ Create a list of
core partners

▪ Categorize
using IDSS
criteria

▪ Establish
relationships

▪ Provide episodic
IDSS
– e.g.

deployment or 
remote, direct 
or group 
support 

▪ Conduct after-
action self-
assessment

▪ Refine the list
of partners
and revise
plans

IDSS ACTIONABLE IDEAS:  PARTNER CATEGORIZATION CRITERIA 
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Using partner categorization criteria, guidance can be given to 
offices while preserving local flexibility 

Text 
“Deep 

relationships” 
core partners 

All core 
partners3 

PRELIMINARY FOR DISCUSSION 

“Deep relationships” core partners that 
rank high on the criteria, should be 
provided a “core service level” 

AND 
▪ Is this core partner a member of

one of the following 3 groups
– Emergency management

community
– Government partners with

NWS nexus
– Members of electronic

media that disseminate to a
significant part of the
population

▪ Directly involved in the prep-
aration, dissemination, or
discussion involving hazardous
weather or other emergency
information?

Which stakeholders meet the 
existing core partner 
definition1? 

Categorize using the 
following criteria2; ask, 
does this core partner … 

▪ Need to be served based
on legal or national
security requirements?

▪ Exercise a large degree
of authority or influence
on public safety relative to
other core partners?

▪ Serve a particularly
vulnerable population or
entity relative to other core
partners?

▪ Act as a force multiplier
to help amplify NWS
message relative to other
core partners?

IDSS ACTIONABLE IDEAS:  PARTNER CATEGORIZATION CRITERIA 

1 The existing definition will be modified if necessary 
2 In terms of the weighting of each criteria, all are weighted equally for categorizing as “deep relationships” 
3 All core partners will still receive IDSS support; media will generally not be provided the same type of “core service level” as other core partners 
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1. Which stakeholders meet the
existing core partner definition?

2. Offices categorize core partners by asking,
does this core partner …  3. “Core service

level” for subset

Low Medium High ILLUSTRATIVE 

Putting the criteria into practice shows that the WFO in Las Vegas 
would have “deep relationships” with a variety of core partners 

 “Deep 
relationships” 
partners1

Example Core Partner List 
Categorization criteria 

Legal / 
Nat’l Sec? 

Relatively 
influential? 

Relatively 
vulnerable? 

▪ FAA TRACON at McCarran Airport

▪ EM Clark County

▪ EM Mohave County

▪ Moapa Band of Paiute Indians EMs

▪ U.S. Forest Service

▪ Mohave County Flood Control District

▪ Clark County Flood Control District

▪ Media Outlets (x 7 TV and Radio)

▪ Las Vegas Metropolitan Police

Force 
multiply? 

IDSS ACTIONABLE IDEAS:  PARTNER CATEGORIZATION CRITERIA 

1 The resources of an office will help dictate how many partners can be a “deep relationships” partner, and the depth of the relationship will also be driven 
by partner needs; other core partners will still receive episodic IDSS 
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1. Which stakeholders meet the
existing core partner definition?

2. Offices categorize core partners by asking,
does this core partner …  3. “Core service

level” for subset

Low Medium High ILLUSTRATIVE 

For a parish in the New Orleans WFO’s AOR, “deep relationships” 
partners would be more related to shipping or port security 

“Deep 
relationships” 
partners1

Example Core Partner List 
Categorization criteria 

Legal / 
Nat’l Sec? 

Relatively 
influential? 

Relatively 
vulnerable? 

Force 
multiply? 

▪ Louisiana National Guard

▪ DOE Strategic Petroleum Reserve

▪ Causeway Bridge Police Dept

▪ US Coast Guard

▪ Port of New Orleans

▪ New Orleans Homeland Security (EMs)

▪ New Orleans Police Department

▪ US Army Corps of Engineers

▪ New Orleans Media

IDSS ACTIONABLE IDEAS:  PARTNER CATEGORIZATION CRITERIA 

1 The resources of an office will help dictate how many partners can be a “deep relationships” partner, and the depth of the relationship will also be driven 
by partner needs; other core partners will still receive episodic IDSS 
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1. Which stakeholders meet the
existing core partner definition?

2. Offices categorize core partners by asking,
does this core partner …  3. “Core service

level” for subset

Low Medium High ILLUSTRATIVE 

The categorization criteria would also work for non-WFO offices, 
like the Chicago CWSU, which has a smaller list of core partners 

“Deep 
relationships” 
partners1

Example Core Partner List 
Categorization criteria 

Legal / 
Nat’l Sec? 

Relatively 
influential? 

Relatively 
vulnerable? 

Force 
multiply? 

▪ O’Hare airport

▪ TRACON

▪ FAA Traffic Management Unit Center

▪ Midway airport

IDSS ACTIONABLE IDEAS:  PARTNER CATEGORIZATION CRITERIA 

1 The resources of an office will help dictate how many partners can be a “deep relationships” partner, and the depth of the relationship will also be driven 
by partner needs; other core partners will still receive episodic IDSS 
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An IDSS “core service level” process could provide additional 
guidance for offices to develop “deep relationships” 

Focus of next section 

Proposed IDSS “core service level” process for an individual NWS office 

Develop plan Act on the plan 
(pre-event) 

List and categorize 
core partners 

1 2 3 
Act on the plan 
(during an event) 

4 

Proposed IDSS office review to drive consistency and effectiveness 

Office review process will assess and guide offices on each step of the IDSS “core service level” process 

Return to 
step  

Review and refine 
the plan 

5 

1 

▪ Is the office’s identification and categorization of core partners consistent and appropriate?
▪ Are the office’s engagement plans comprehensive and properly integrated together?
▪ Does the office provide a sufficient level of recurring IDSS to develop “deep relationships”?
▪ Does the office provide consistent and effective episodic IDSS that meets its partners’ needs?
▪ Does the office conduct and incorporate lessons learned from self-assessments after events?

▪ Provide
recurring IDSS
– e.g. table top

exercises, 
scenario 
planning, and 
co-training 

▪ Conduct partner
needs
assessment
and develop
IDSS plan

▪ Integrate into an
office-wide plan

▪ Create a list of
core partners

▪ Categorize
using IDSS
criteria

▪ Establish
relationships

▪ Provide episodic
IDSS
– e.g.

deployment or 
remote, direct 
or group 
support 

▪ Conduct after-
action self-
assessment

▪ Refine the list
of partners
and revise
plans

IDSS ACTIONABLE IDEAS:  IDSS PROCESS DETAILS 
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Categories Example actions 

Establish 
relation-
ships 

Initial 
relationship 
building 

Create 
awareness of 
NWS IDSS 

Create 
programming 

Attend relevant 
external 
programming 

PRELIMINARY FOR DISCUSSION 

IDSS ACTIONABLE IDEAS:  IDSS PROCESS DETAILS 

▪ Invite to NWS office tour
▪ Offer product road shows to demonstrate services NWS can provide
▪ Marketing 1-pager
▪ Share previous examples of how we provide services

▪ Invite to co-training sessions held at NWS

▪ Invite to integrated warning team workshop

▪ Sign-up to become WRN Ambassador and/or StormReady

▪ Attend public safety oriented meetings

▪ Attend conferences or sector-relevant meetings

▪ Adopt-a-partner program
▪ Cold calling those NWS thinks it can serve (before or during an event)
▪ Monthly/quarterly check-in calls
▪ Use existing core partners to create relationships with new partners
▪ Use activated EOC to introduce NWS to other partners

After categorizing core partners, step 1 of the “core service level” 
process is to establish relationships with those partners 

Note: Further guidance on how and when to utilize these tools or provide these services will be forthcoming 
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Categories Example actions 

Partner 
Needs 
Assess
ment 

Prompt 
input 

Meet 
them at 
events 

External 
resources 

▪ Provide questionnaires or surveys
▪ Interviews with core partners
▪ Hold small, regional focus groups
▪ Media workshop
▪ Provide them examples of current products and services to prompt

feedback

▪ Temporarily embed to learn their operations
▪ Get presentation time at their conferences to dialogue on needs
▪ Ask for opportunities to present case studies on good NWS

partner relationships so they know what is available

▪ Review after-action assessments
▪ Read partners’ Incident Action Plans and Multi-Jurisdictional

Hazard Mitigation Plan
▪ Meet with other, outside experts who are familiar with partner

response (social scientists, other academics, retired personnel)

PRELIMINARY FOR DISCUSSION 

IDSS ACTIONABLE IDEAS:  IDSS PROCESS DETAILS 
Step 2 is to conduct a partner needs assessment to determine 
what type of deep relationship will best meet a partner’s needs 

Note: Further guidance on how and when to utilize these tools or provide these services will be forthcoming 
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Categories Example actions 

Recurring 
IDSS 

Planning 

Training 

▪ Partner on grant applications
▪ Provide input to incident action plans (IAPs)
▪ CSTAR partner research opportunities
▪ Ask to have a presence at partner meetings or monthly

conference calls
▪ Participate in continuity of operations planning (COOP),

specific event plans, and general mitigation planning
▪ Include non-core partners in planning to assess ability of

core partners to serve as force multipliers

▪ Train with partners either at their training or bring them to
NWS trainings

▪ Office simulation of IDSS with partner in attendance to
provide feedback

▪ Tabletop exercises
▪ Include non-core partners if possible to ensure message is

amplified; encourage inclusion of non-core partners in
some training

PRELIMINARY FOR DISCUSSION 

IDSS ACTIONABLE IDEAS:  IDSS PROCESS DETAILS 
Step 3  is to provide recurring IDSS, which includes being 
involved in core partners’ planning and training exercises 

Note: Further guidance on how and when to utilize these tools or provide these services will be forthcoming 
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Step 4 requires providing episodic IDSS during events according 
to “tiers of service” guidance 

Answers to questions will help 
guide the tier of episodic IDSS to 
provide

Tier 
one 

▪ Direct, interactive
support

▪ Option between remote
or in-person, deployable
presence depending on
partner needs and
structure

Tier 
two 

▪ Group, coordination
support

▪ Examples: briefings or
webinars provided to
multiple partners at once

Questions to ask before providing episodic IDSS 

Resources 

▪ What resources are available?
How many other events are
being supported?

▪ How many advance meetings with
the core partner will be required?

▪ Are available staff trained?

Core 
partner 
needs 

▪ What do the pre-existing plans
with the core partner call for?

▪ How does the core partner
typically like to receive
information?

Type of 
event 

▪ Has there been a credible
weather or homeland security
threat?

▪ What is the number of people or
value of property likely affected?

1 “Deep relationships” partners should always receive at least Tier 1 or 2 service; IDSS will still include broader services than mentioned in these two tiers 
including general products and organization or sector-specific products 

Episodic 
IDSS 

IDSS ACTIONABLE IDEAS:  IDSS PROCESS DETAILS 

PRELIMINARY FOR DISCUSSION 
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PRELIMINARY FOR DISCUSSION 

IDSS ACTIONABLE IDEAS:  IDSS PROCESS DETAILS 

Categories Example actions 

After-
action 
review 

Self-
assess-
ment 

External 
assess-
ment 

▪ Survey, email, or follow up phone call to partner 

▪ Hold town hall meetings with partners after every few events to discuss NWS 
response 

▪ Assess whether ecosystem as a whole and force multiplier through a 
quarterly survey of non-core partners from broader weather enterprise such 
as commercial weather, schools, hospitals 

▪ Analyze media response for general coverage as well as any economic or 
physical damage assessments 

▪ Internal check of process to see if all steps were followed 

▪ Quantify impacts and core partner response to each major NWS action 

▪ Create other performance statistics to measure response 

▪ Meet with integrated warning team (IWT) to discuss response 

Step 5 is to conduct an after-action review to determine how 
episodic IDSS was provided and how to improve it in the future   

Note: Further guidance on how and when to utilize these tools or provide these services will be forthcoming 
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NWS could use an office review process to help ensure all NWS 
offices provide consistent and effective IDSS 

PRELIMINARY FOR DISCUSSION Focus of next section 

Proposed IDSS “core service level” process for an individual NWS office 

Develop plan Act on the plan 
(pre-event) 

List and categorize 
core partners 

1 2 3 
Act on the plan 
(during an event) 

4 

Proposed IDSS office review to drive consistency and effectiveness 

Office review process will assess and guide offices on each step of the IDSS “core service level” process 

Return to 
step  

Review and refine 
the plan 

5 

1 

▪ Provide
recurring IDSS
– e.g. table top

exercises, 
scenario 
planning, and 
co-training 

▪ Conduct partner
needs
assessment
and develop
IDSS plan

▪ Integrate into an
office-wide plan

▪ Create a list of
core partners

▪ Categorize
using IDSS
criteria

▪ Establish
relationships

▪ Provide episodic
IDSS
– e.g.

deployment or 
remote, direct 
or group 
support 

▪ Conduct after-
action self-
assessment

▪ Refine the list
of partners
and revise
plans

▪ Is the office’s identification and categorization of core partners consistent and appropriate?
▪ Are the office’s engagement plans comprehensive and properly integrated together?
▪ Does the office provide a sufficient level of recurring IDSS to develop “deep relationships”?
▪ Does the office provide consistent and effective episodic IDSS that meets its partners’ needs?
▪ Does the office conduct and incorporate lessons learned from self-assessments after events?

IDSS ACTIONABLE IDEAS: OFFICE REVIEW 
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The structure of an office review depends on the purpose, who is 
responsible, the frequency, and the key assumptions 

FOR DISCUSSION 

Potential 
options Who runs the review?  What is the purpose? Frequency of review? 

Option 1: 
Chain of 
command 

▪ To allow regions to 
provide oversight of 
local offices to 
improve consistency 
and effectiveness of 
IDSS on an ongoing 
basis 

▪ To allow an 
independent body 
focused on service 
assessment to audit 
consistency and 
effectiveness of IDSS 

▪ To allow field leaders 
from other regions or 
offices share best 
practices and coach 
underperforming 
offices 

Option 2: 
Evaluation 
office 

▪ Group of field 
leaders from MICs or 
regions (i.e. MIC/HIC 
council) would review 
different regions’ 
practices 

▪ Centralized body, 
such as a chartered 
group under the 
MDC or the Perf. & 
Eval. Group 

▪ For WFOs, ROCs, 
RFCs, and CWSUs, 
regional offices 
would review 

▪ For NCEP, NCEP 
Director would 
review 

Option 3: 
Peer-to-
peer 

▪ Given ~180 offices, 
review would likely 
occur no more 
than 1x per year 

▪ Review would occur 
no more than 1x 
per year, other 
steps may occur 
more frequently 
(i.e. sharing best 
practices) 

▪ Frequently and on 
an ongoing basis 
as part of standard 
reporting structure 

▪ Frequent review 
through the existing 
reporting structure 
will best guide offices 
in providing a “core 
service level” 

▪ Independent review 
by service 
assessment experts 
will best guide offices 
in providing a “core 
service level” 

▪ Field review 
focused on 
coaching and 
sharing best practices 
will best guide offices 
in providing a “core 
service level” 

AND/OR 

AND/OR 

What are the key 
assumptions? 

IDSS ACTIONABLE IDEAS: OFFICE REVIEW 
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Case study on federal agency’s performance review structure and 
an example performance review agenda 

Case study: federal agency with large field footprint 

SAMPLE AGENDA FOR PERFORMANCE REVIEW 
Participants: Senior HQ leadership 
Length: 90 minute 

ILLUSTRATIVE 

What are the 
key 
assumptions? 

▪ Local needs vary requiring operational
decisions to be made at the local level

▪ Independence is key due to dynamics
of reporting structure

▪ Collaboration across field offices is
necessary for achieving strategic goals

How often is the 
review 
conducted? 

▪ Quarterly review
▪ Headquarters conduct video calls with

small groups of local offices

Who is 
responsible for 
the review? 

▪ Senior executives are responsible to
review the field

▪ Attendance is open to leadership from
other regions

What is the 
style of review? 

▪ Coach (rather than audit) an office’s
issue identification and response

▪ Reviews held in constructive
environment where feedback provides
an opportunity for learning

▪ Use metrics as data to support claims,
but they do not control the dialogue

What is the 
purpose? 

▪ Discuss top issue awareness
▪ Review strategies to address issues
▪ Discuss execution of those strategies

and course of action going forward

Topic  Time Activity 
20 min. Review office 

performance 
▪ Review office’s top issues
▪ Discuss current prioritization
▪ Review office strategy
▪ Discuss successes/superior

performance and learnings
▪ Discuss gaps and

understand causes of under-
performance

▪ Problem-solve around
potential barriers

1 hr. Review 3 key 
issues in detail 

▪ Open discussion between
leadership and office

10 min. Wrap-up ▪ Summarize next steps and
timing

▪ Identify person responsible
for each next step

IDSS ACTIONABLE IDEAS: OFFICE REVIEW 
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Option Summary: each model has benefits and tradeoffs, and 
more than one model could be implemented 

FOR DISCUSSION 

AND/OR 

AND/OR 

Potential options Pros Cons 

Option 3: Peer-
to-peer 

▪ Sharing “best practices” and
coaching may not be enough to drive
consistency or effectiveness

▪ Requires establishment of a new
body rather than relying on existing
structures in place

▪ Creates greater collaboration among
regions while still allowing for independent
review

▪ Focused more on coaching and sharing
“best practices” than other options

Option 2: 
Evaluation 
office 

▪ Existing review bodies may need
significant resources to increase review
capabilities

▪ Infrequent (no more than 1x per year)
▪ Likely more auditing than coaching

▪ Provides independent, external review
from the existing reporting structure

▪ Takes advantage of existing bodies that
already conduct performance reviews

Option 1: 
Chain of 
command 

▪ Frequent contact between region and
field (ongoing rather than once a year)

▪ Works within the traditional reporting
structure and could be a vehicle to
strengthen relationships between local
offices and regions

▪ Regions may not provide independent
enough review

▪ Does not directly address Phase 1 finding
on disconnect between field and HQ

▪ May not foster linkages or sharing
between regions

IDSS ACTIONABLE IDEAS: OFFICE REVIEW 
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IDSS policy is still being developed, but will have some IT 
implications for data management and communications 

IT 
Implica-
tions 

Teams 

Key 
Perfor-
mance 
Indicators 

▪ Office review: Depending on the final proposal, office review may require
remote communication tools and centralized databases to store information

▪ Categorization criteria: Offices will need to categorize partners using consistent
templates and store them in centralized location

▪ IDSS process: Additional steps in the process may require IT, including how to
integrate office-level plans by region and how to track IDSS events

▪ No additional teams, but additional personnel: OWA core team may require
additional personnel to support policy development and integrating with IDSS
training initiative

▪ Quality of IDSS delivered: With additional guidance from the policy and office
review, core partners should begin reporting improved and more consistent IDSS

▪ Organizational health: Employees should report improved role clarity and
improved ability to capture external ideas in subsequent surveys

▪ Performance metrics: Once data is collected, office review and NWS
leadership should be able to develop additional KPIs to track IDSS delivery

IDSS ACTIONABLE IDEAS: POLICY 
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Workstream Next steps Owner(s) 

IDSS 

Training 

“Core service 
level” process 
and 
categorization 
criteria  

Office review 

Syndication 

▪ Brief MDC in mid-January and submit governance document proposal
▪ Integrate IDSS training with other training initiatives
▪ Review training materials and test effectiveness
▪ Develop new training as presented to OWC on “deep relationships”
▪ Develop additional training for non-operational employees as well as

periodic check-in trainings to update staff as IDSS is further developed

▪ Revise criteria based on OWC feedback (e.g., whether to weigh each of
the four criteria evenly, what further guidance is needed for terms used)

▪ Create draft proposal for field-testing criteria (e.g., which region to test,
how to evaluate results) and present at January NLC meeting

▪ Begin field testing categorization criteria ASAP
▪ Continue developing the rest of the IDSS “core service level” process

▪ CLO

▪ COO

▪ With OWC feedback, draft proposal for office review as hybrid between
current “peer-to-peer” and “evaluation office” options including sample
agenda, estimated time commitment, and other relevant details

▪ Present revised proposal to OWC in FY2016 Q2
▪ Field test office review along with categorization criteria to determine next

steps

▪ COO

▪ Work with CSE to develop engagement plan for EMs, including potential
field-office level engagement

▪ Prepare for AMS presentation
▪ Continue to engage full weather enterprise, including commercial sector
▪ Prepare material for next toolkit on IDSS philosophy in February or March

▪ Communi-
cations

On the IDSS actionable ideas, there are several next steps based 
on the 12/7 OWC meeting 
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Objectives of OWA: The overall objectives of the OWA include involving stakeholders throughout the 
project, evaluating impact-based decision support services (IDSS), understanding the NWS current state 
and gaps, developing options and alternatives, and testing and evaluating options to move forward 

Methodology: During Phase 3, a variety of stakeholders, including core team members, SMEs, OWC 
Executive Champions, and NWSEO have been engaged through workshops, site visits and interviews 

Fully integrated field structure: The technological, workforce, and cultural enablers for changes to the 
fully integrated field were established and provided the foundation for the future forecast process flow, 
which was agreed to by the OWC. Furthermore, these functional changes provide the opportunity to 
consider more strategic resourcing in field offices through “focus” and “flex” approaches 
Actionable ideas: Several ideas were refined across the workforce, organizational structure, and IDSS 
operating model, including: 
▪ Workforce: progression model for GS 5 – 12, onboarding course for new hires, orientation course for

new MICs/ HICs, and greater supervisory authority for other roles in the field

▪ Organizational structure: roles of the National Service Programs with respect to the integrated field,
better alignment of the Tsunami Centers, and field-manager level group to share ideas and collaborate

▪ IDSS operating model: “deep relationships” philosophy, IDSS and communications training, and a
policy to create IDSS “core service level” including core partner prioritization criteria and office review

Next steps: The fully integrated field structure will be further developed, including the development of 
design parameters and a “blueprint” to apply to the field; in addition, actionable ideas will move towards 
being tested and evaluated 

Executive Summary of Phase 3 Deliverable 
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NWS could establish time horizons for full OWA project with the 
goal of evolving to better support a “Weather Ready Nation” 

Goal: 
NWS evolves 

to better support 
a “Weather- 

Ready Nation”   . . . Next . . . 
▪ Complete rollout and

training around IDSS
philosophy

▪ Evaluate success of
National Model Blend

▪ Shift time spent to out
of the grids

 . . . Then . . . 
▪ Evaluate office

“focus” and
potentially roll out

▪ Evaluate “flex” severe
weather model on a
regional scale

 . . . Finally 
▪ Roll out successful

changes to other
offices

▪ Adjust roles and
skills training to
support flexibility
and collaboration

▪ Create “blueprint” for
future fully integrated
field and regions

▪ Test office “focus” and
“flex” in field

▪ Test regional
alignment around
new “focus” of offices

Fu
lly

 in
te

gr
at

ed
 fi

el
d 

st
ru

ct
ur

e 
 

Ac
tio

na
bl

e 
id

ea
s 

▪ Enact actionable
ideas through NWS
governance process,
with supporting
communications and
engagement, training
and policies

▪ Continue additional
training and policy
needs to maintain
organizational health

▪ Continue enabling
practices and
supporting actionable
ideas

 Now . . . 
▪ Established path forward 

on future forecast
process flow and plan
for fully integrated field
structure

▪ Clarified policy to
support IDSS for “deep
relationships” with core
partners

▪ Addressed
organizational health,
including role clarity,
open and trusting, and
capturing external ideas

▪ Identified set of
actionable ideas

▪ Assess success and
continue rollout of
actionable ideas, with
supporting policy,
training and structures

▪ Continue rollout of
additional actionable
ideas
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Workstream Next steps Owner(s) 

Work-
force 

NWS 101 

MIC/HIC 
orientation 

WCM/SOO 
super-vision 

GS 5-12 
progression 
w/ develop-
ment model 

▪ Release CSE Toolkit Ch 3, covering NWS 101 and MIC/HIC
orientation classes

▪ Submit governance document proposal to the MDC to be
validated

▪ Create a team to develop course content
▪ Submit governance document proposal to PIC in early 2016
▪ Plan for first NWS 101 course in August 2016

▪ Release CSE Toolkit Ch 3, NWS 101 and MIC/HIC orientation
classes

▪ Submit governance document proposal to the MDC
▪ Create a team to develop course content
▪ Bring governance document proposal to PIC in early 2016

▪ CLO

▪ CLO

▪ Develop “test and evaluation” plan in ~FY16Q3
▪ Incorporate testing of WCM/SOO supervision with testing of

fully integrated field structure in FY17Q1

▪ Regional
Director –
Central

▪ Meet with NWSEO via LMR team beginning in December
2016 

▪ Meet with NLC in January 2016
▪ Create a team to draft the development model and

associated competency model for 1340 series

▪ Director,
Management
&Organization
Division

On the workforce actionable ideas, there are several next steps 
based on the 12/7 OWC meeting 
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Workstream Next steps Owner(s) 

Org 
struc-
ture 

Tsunami 
program 
align-
ment 

MIC/HIC 
council 

NSP role 
clarity 

▪ Sequence actionable ideas to achieve interoperability
▪ Receive input from Tsunami directors
▪ Execute actionable ideas and hold quarterly progress

meetings with John Murphy and Kevin Cooley

▪ Bring two governance structure options with OOE
recommendation back to NWS leadership

▪ Submit governance document proposal to the Mission
Delivery Council once approved by leadership

▪ Add to governance 2.0 chapter in early 2016

▪ COO (plus
Kevin Cooley
and Mike
Angove)

▪ COO

▪ Finalize syndication plan with Andy Stern and John Murphy
▪ Syndicate plan via rollout of separate meetings with NSP

leads, regional directors, and NCEP directors
▪ Release CSE toolkit on NSP role clarity
▪ Add to governance 2.0 chapter in early 2016

▪ COO and
AFS

Organization structure actionable ideas next steps 
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Workstream Next steps Owner(s) 

IDSS 

Training 

“Core service 
level” process 
and 
categorization 
criteria  

Office review 

Syndication 

▪ Brief MDC in mid-January and submit governance document proposal
▪ Integrate IDSS training with other training initiatives
▪ Review training materials and test effectiveness
▪ Develop new training as presented to OWC on “deep relationships”
▪ Develop additional training for non-operational employees as well as

periodic check-in trainings to update staff as IDSS is further developed

▪ Revise criteria based on OWC feedback (e.g., whether to weigh each of
the four criteria evenly, what further guidance is needed for terms used)

▪ Create draft proposal for field-testing criteria (e.g., which region to test,
how to evaluate results) and present at January NLC meeting

▪ Begin field testing categorization criteria ASAP
▪ Continue developing the rest of the IDSS “core service level” process

▪ CLO

▪ COO

▪ With OWC feedback, draft proposal for office review as hybrid between
current “peer-to-peer” and “evaluation office” options including sample
agenda, estimated time commitment, and other relevant details

▪ Present revised proposal to OWC in FY2016 Q2
▪ Field test office review along with categorization criteria to determine next

steps

▪ COO

▪ Work with CSE to develop engagement plan for EMs, including potential
field-office level engagement

▪ Prepare for AMS presentation
▪ Continue to engage full weather enterprise, including commercial sector
▪ Prepare material for next toolkit on IDSS philosophy in February or March

▪ Communi-
cations

IDSS actionable ideas next steps 
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Workstream Next steps Owner(s) 

Fully integrated 
field structure 

▪ Develop blueprint to engage leaders on fully integrated field
structure

▪ Assess and roll-out blueprint to other regions to apply
approach, once evaluated within one region

▪ Develop roadmap to test and evaluate fully integrated field
structure, starting in Q1 of FY17

▪ Apply blueprint within one region to test approach of fully
integrated field structure

▪ Develop communications and stakeholder engagement plan
and supporting materials on the fully integrated field structure
– Include internal and external stakeholders in engagement

plan, including NWSEO

▪ Set organizational design parameters for “blueprint”
– Test and approve design parameters with NWS leadership

and field leadership

▪ OWC

Fully integrated field structure next steps 
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Overall next steps for FY16 Q2 

Dec Jan Feb Mar 

Revise and test with office review 

Develop EM  
engagement plan 

• Office review

• Training

Brief OWC Test prototype 

Ongoing engagement (i.e. toolkits) 
• Syndication

Begin testing 
• Categorization criteria

NLC meeting 

AMS 

• Create + roll out fully integrated field
Structure engagement strategy 

Fully integrated 
field structure 

• WCM/SOO

• NWS 101

Present to OWC 
• Set parameters

• 5-12 progression
NLC meeting 

Present to OWC 
• Design blueprint strategy

IDSS operating model 

Review and test training materials Brief MDC 

Brief PIC Brief MDC Develop course content 

Develop development and competency model 

CSE toolkit 3 

Brief PIC 
• MIC/HIC orientation

Brief MDC 

Meet with execs 

Draft options 

• Tsunami

CSE toolkit Rollout with NSP leads, RDs, NCEP director 

Org structure 

• MIC/HIC council

CSE toolkit 3 Develop course content 

• NSP role clarity
Workforce 

Sequencing and additional input 

Brief MDC 

Ongoing 

• Communications drumbeat
Ongoing 

CSE 

• Apply blueprint to 1 region
Test with add’l leaders Plan blueprint with OWC 

Draft proposal 

Expected duration 

Exec 
champion 
meetings 
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A local NWS presence is critical to build a 
“Weather-Ready Nation” 

1 Map includes does not include other locations for NOAA that extend NOAA’s reach, including OAR cooperative institutes, NOS additional locations, and 
other partnerships and locations for NOAA agencies 

Of all NOAA line offices, NWS has best footprint to act as a 
service outlet for all of NOAA to communities  

National Environmental Satellite, 
Data, and Information 
Service (NESDIS)  

National Weather Service (NWS)  National Marine Fisheries Service  
National Ocean Service (NOS)  
Office of Marine & Aviation Operations 
Office of Oceanic and Atmospheric 
Research (OAR) 

Map of NOAA line offices1 for all NOAA agencies  1. Creating or providing excellent
local forecasts and warnings
relies on “local knowledge”
based on current technology; in
future, “local” could be defined
differently

2. Given deep relationships model,
core partners currently best
served from nearby forecast
office; understanding what core
partners need and gaining their
trust requires creation and
maintenance of   local relationships

3. NWS continues to offer
particular value as a service
outlet for “NOAA in your
neighborhood” for most
communities in the U.S.

NWS local presence is critical for 
three main reasons:  

SOURCE: NWS interviews 
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