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Office of the Chairman

UNITED STATES INTERNATIONAL TRADE COMMISSION

WASHINGTON, DC 20436

January 29, 2010 CO80-HH-001

MEMORANDUM

TO: COMMISSION STAFF
FROM: | The Chairman

SUBJECT: The Commission’s Strategic Human Capital Plan for 2009-2010

I am pleased to present to you the Commission’s new Strategic Human Capital Plan, covering
2009-2013. Human capital is the Commission’s most important resource, so planning for an appropriate
workforce is essential to the fulfillment of the Commission’s mission.

The Commission issued the first edition of the Plan, called the Strategic Human Capital
Management Plan, in 2005. The agency’s experience since that time led the Commission to determine
that it was necessary to revisit that Plan to ascertain whether organizational and other changes were
called for to ensure that the agency is in the best position to carry out its responsibilities. To that end,
the Commission requested the Strategic Planning Committee (“SPC”) to examine these issues and to
make recommendations. Beginning in June 2008, the SPC met with office directors to develop staffing
plans and assessed other human resource issues ranging from fluctuations in workload, to the role of
contractors, and retention and recruitment of personnel. Draft recommendations from the SPC were
delivered to the Commission in March 2009 and input was also received from staff under the auspices of
the Labor-Management Partnership Council.

The new Plan reflects these discussions and deliberations. For each office, the Plan includes a
narrative as well as a series of staffing charts. The first chart in each instance, entitled “Current State,”
is a snapshot of the state of the office as of the date indicated. The other chart, entitled “Future State,”
shows how the office will look after the changes contemplated by the Plan are made. Recognizing that
the human capital situation is not static (because of the evolving nature of the Commission’s work), the
Commission anticipates revisiting the Plan with each new Chairmanship.

Among the key changes effected by the Plan are the following:






The Plan realigns the Office of Operations to include an Office of Analysis and Research
Services. This new office will include the Research Library, Knowledge Management, Editorial
Services, and Statistical Analysis and Data Services.

The Plan realigns the Office of Administration to comprise the new Offices of Docket Services
and Procurement, as well as the Offices of Human Resources, Facilities Management, and
Finance. The creation of the new Office of Docket Services involves the move of the Docket
Services Division staff from the Office of the Chief Information Officer. The creation of the
Office of Procurement involves the move of the procurement staff from the Office of Facilities
Management.

The Plan realigns the Office of the Chief Information Officer to comprise the new Office of
Enterprise Security Management as well as the Office of Information Technology Services. The

Office of Enterprise Security Management incorporates the staff of the Information Security and
Infrastructure Management Division.

The Plan also effects staffing and organizational changes within offices, such as the realignment of
divisions, the creation of new positions, and shifts in the use of contractor personnel.

The Commission also has requested the Director of Human Resources to prepare and issue a

Human Resources Handbook that incorporates a number of policies that the SPC recommended and that
the Commission has adopted. These policies, in general, embrace a flexible, and practical, approach to
workforce requirements. For example, office directors will possess latitude in shifting between
permanent and term staffing for specific positions and will be able to use temporary and/or contract
employees to meet unexpected and short-term work requirements. Additionally, the subject of

management structure (including supervisory ratios) and procedures for creating higher graded positions
will be addressed there.

The Plan describes certain changes relating to offices with responsibility for the administration

of Section 337 that were proposed, considered, but which have not at this time been adopted by the
Commission. The Commission has not yet approved final staffing plans for the Offices of the General
Counsel and Unfair Import Investigations. This is because a review of Strategic Operation No. 2,
Intellectual Property-Related Investigations, is ongoing. The current Plan similarly does not affect the
Office of the Administrative Law Judges.

issues.

In developing the Plan, the Commission sought to address a number of human resource-related

Technical expertise. The Commission must preserve its long tradition of outstanding
investigative, economic, industry, technical, and legal expertise and its ability to conduct
analyses and make judgments in an objective, independent manner. The agency must
continuously focus on identifying and obtaining the necessary skill sets, which often cross cut
between Strategic Operations, to meet customer needs.

Flexible workforce. To support a mission that involves a variable workload, the Commission
must continue to build a workforce that is flexible. Reaching this goal will require developing
multiple skill sets and organizational structures so that more employees can quickly and
seamlessly move from one type of assignment to another as the need arises.






. Diversity. By recruiting across the full spectrum of the labor market, the Commission will
enhance its ability to acquire a qualified and diverse workforce. The Commission will develop
plans for recruitment that will employ all available hiring authorities.

The Commission recognized in developing the Plan that the agency faces a number of other
challenges. These include increasing requirements imposed by Congress and the executive branch in
the areas of information and personnel security, and the need to respond to regular audits of human
resources management, financial statements, and information security.

As indicated above, the Commission’s workload is subject to significant fluctuations among the
agency’s various areas of responsibility. The agency has seen a very large increase in demand for
resources in Strategic Operation No. 2, Intellectual Property-Related Import Investigations. Demand has
fluctuated with respect to Strategic Operation No. 1, Import Injury Investigations, and Strategic
Operation No. 3, Industry and Economic Analysis, while remaining relatively stable in Strategic

Operation No. 4, Tariff and Trade Information Services, and Strategic Operation No. 5, Trade Policy
Support.






Office

Commissioners' Offices

Strategic Planning Committee FY 2010 Staffing Plan

RR FUTURE

008 On Board FY 2009 Office FY 2009 SPC
0 0 2 009 Requests Proposed

Perm. Term(s) Total Perm. Term(s) Total

Equal Employment Opportunity

Inspector General

General Counsel '

Administrative Law Judges *

External Relations
Secreta
r ot l:lp!:’lu(';‘k:)h 'N:

perations, ircor

OARS ®

Investigations

Unfair Import Investigations

Economics *

Tariff and Trade Agreements

Industries
Subtotal Operations
Chief Information Officer

Information Technology Services

Enterprise Security Management
[Subtotal Chief Information OFficer
Administration, Director

Facilities Management

Human Resources

Finance

Procurement

'Ge staffing on-board includes one overhire, OUIl includes 2 overhires, CIO includes 1 overhire

% The SPC takes no position at this time with respect to the appropriate staffing levels for OALJ and OUII. A recommendation will be forthcoming upon completion and
review of the OP 2 consultant's report.
® OARS will be created in FY 2009 from staff in OP and vacant positions in OP, INV/SSD, and EC. Future growth in OARS will occur through attrition in SSD and
reallocation of existing positions from other offices. The future size of OARS will be determined by workload demands. Future staffing levels shown above reflect the
reallocation of positions in OP, INV/SSD, and EC. If OARS is not created, these postions will revert back to the originating offices.

* Economics requests 44 fulltime positions with varying composition of permanent and terms over time, but likely at least 6 terms.
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United States International Trade Commission’s Office-Level Organization Chart

Chairman
COMMISSION
Office of the Administrative Operafions Office of the General Administration Office of External Office of Inspector Office of " Chief
Law Judlges Office of the Direclor ounsel Office of the Direclor Relations General Empluymer?lugppo Fhunlly Office of the Secretary Information Officer
Office of Office of Office of Facilies Office of Office of < . Office of
Office of Investigalions Unfair Import Office of Economics Human Resources Management Finance Procurement Docket Services Office of Informaion Enterprise Security
Invesfigatons Technology Services Management

Office of Indusiries

Office of
Tariff Affairs and Trade
Agreements

Office

Research Services

of Analysis and







Office of Operations |
R N A N T o SR B .
2009 Human Capital Plan

Introduction

The wotk of the ITC and each office within Operations must adhere to the highest quality
standard. Virtually all outputs of Operations are either (i) part of administrative proceedings
that can result in federal litigation and will be examined by the courts or international tribunals
under the most intense pressure and scrutiny, or (i) inputs into trade policy decisions (e.g.,
AGOA, ATPA, Textiles, FTA’s, Services and Agriculture negotiations) made by the highest
level decision makers. Staff within Operations is directly accountable for all five of the
Commission’s strategic operations.

The legal and investigative responsibilities of the ITC require that skill levels must be
state-of-the-art and anticipatory. The President/USTR and Congtess must be able to rely on
Commission findings without reservation, no matter the caliber or prestige of those who oppose
them. Other contributions, such as negotiation support, trade and tariff analysis, proclamation
preparation, and technical assistance, must also meet this standard.

For the ITC, staff is the key asset; our means of production. Many steps have been taken to
ensure an expert and flexible workforce that can respond to workload shifts. Nevertheless,
staffing efficiencies involve a trade-off in quality of product. The recommendations set forth in
the plans of all offices within Operations focus on maximizing quality and efficiency, and relying
on the many years of experience of the senior managers in Operations.

Projected staffing in the various offices in Operations is suggestive and depends on both future
workload and on whether the proposed Office of Analysis and Research Services (OARS) is
approved. As workload increases, decreases, or shifts, staffing will follow. However, the high
quality required of the ITC dictates that certain knowledge, skills and abilities be maintained
regardless of the vagaries of caseload. An absence of any current studies on sugat, as just one
instance, does not mean we do not need a sugar expert.

Office of the Director

Challenges

The Office of the Director of Operations (D/OP) provides oversight and guidance on all
matters within Operations. D/OP provides various types of research and administrative
support to the subordinate offices. As such D/OP’s workload cortelates with workload
fluctuations/shifts in the five strategic operations. In addition, D/OP manages or coordinates
various agency-wide management and planning activities such as budget and strategic planning



documents. Inaddition to being a member of the budget and strategic planning committees, the
Director of Operations is the ITC’s Performance Improvement Officer.

A major challenge for all of Operations is how to most effectively acquire and utilize new
technologies and staff resources to anticipate and meet changing demands from the
Commissioners and the ITC’s statutory customers. The proposed reorganization allows for
improved integration and utilization of agency resources by:

. Creating a new Office of Analysis and Research Services, which consolidates
agency research and investigative support (Knowledge Management, the Re-
search Library, Editorial Services, and a new Statistical and Data Services

Division).

These changes are discussed in more detail below.

Workload

The wotkload of D/OP, including its investigative and research support staff, is affected to
varying degtees by changes in statutory and non-statutory workload (strategic operations (OPs)
1-5) and any new or substantially revised budgetary, planning, or performance improvement
initiatives or requirements. Over the next few years, the ITC expects sworkload levels to
increase somewhat, with the complexity of many requests likely increasing as requesters respond
to the changing global economic environment. Such workload changes require additional
oversight from D/OP related to staffing and other adjustments to meet demands. In addition,
certain efficiencies have been identified that can improve this adjustment process and increase
productivity. These are outlined below.

Solutions to the Challenges

The proposed adjustments to D/OP are intended, first and foremost, to enhance the efficiency
and effectiveness of the several offices within Operations, and most particularly to foster greater
productivity in OPs 1, 3, 4 and 5.

This plan identifies adjustments to be made immediately and hiring decisions to be implemented
over the next two years. Itis part of alonger plan to build a larger central investigation support
system over the next five years. The two year plan is distinguished from the five year vision
where appropriate.

Create the Office of Analysis and Research Services

The Directors of Operations, ID, EC, OUII, INV, and TATA propose the creation of the
Office of Analysis and Research Services. OARS, under the Director of Operations, will
contribute directly to and support all of the ITC’s investigative and research activities. It would
comprise the Research Library, Editorial Services, and a new Statistical and Data Services unit



(SDS). In thelong term (five years), Knowledge Management would be moved into this office as
well.

It is anticipated that OARS will not add to the overall head-count of Operations over the next
two yeats. Slots for the near-term (two years) will come from slots in existing offices. Through
attrition and voluntary reassignment, slots and personnel may be reassigned to the new office as
efficiency dictates.

Statistical and Data Services

Enhancing and consolidating statistical services with data development into one division within
OARS should generate important efficiencies for all of the operating units. The new unit would:

. Provide technical support to investigative and research teams in areas
such as survey research, statistical analysis, and programming. In addi-
tion, staff within the unit would serve as resident experts on national and inter-
national data soutces, much in the way that the Chief Librarian setves as an ex-
pert on sources of qualitative information. Currently, the way Commission staff
utilizes data resources tends to be project-driven. Centralization and enhance-
ment of knowledge in this area would generate efficiencies.

= Serve as an important element of Operations succession planning effort.
Recent retirements and the likely retirement of key personnel must not compro-
mise the provision of quality statistical and data services.

= Lead efforts to coordinate needs in Operations with provision of services
from the OCIO and AD. This supplants no duties of the OCIO. Itisintended
to complement and to enhance coordination.

Initially, SDS would consist of three FTE’s, drawn from current vacant slots within offices in
Operations. These initial positions would likely include a statistician and two statistical reviewers
or research assistants. Particular areas of expertise would include survey research, statistical
analysis, and knowledge of data sources and data manipulation. Ultimately (the Five-year Plan),
it is anticipated that SDS would become a division, broadening and improving the types of
statistical analysis and data setvices available to staff, including:

= statistical analysis and development of statistical applications
. survey and sampling expertise

. mathematical programming and database design

- database construction and management

= table and graphics development

= statistical review

= data entry

The organization chart shows the division with six positions and two details from EC, for a total
of eight. The detailed proposal that was developed for this division anticipates staffing of 8 to 13
FTEs. Although it is unlikely that there wold be a need for 13 F1Es, it is likely that additional
positions will be needed as the organization develops, assuming that workload demand exists.



These positions could be filled by details from other offices; new hires, which could be terms or
temps, or contractors.

Editorial Services

Editorial Services will provide hands-on technical support to project teams while repotts ate
being developed, review of draft reports, and assistance with preparation for final posting ot
printing.

Research Library

The Research Library has been, and continues to be re-engineered from a hard-copy, archive
library into an electronically-based, integrated research support team. Research Library staff
members are part of each major research project for investigation-specific research needs. They
pro-actively and continuously develop new and comprehensive information soutces, ensure
wide distribution and use, and evaluate the value of sources for purchase/reject decisions.

Integrating the Research Library into the work of the investigators, economists, and analysts
dictates a close working partnership that is best supported by having the unit within Operations
and responsive to all offices within Operations. Indeed, the more the Research Library convetts
from a hard-copy, archive-oriented institution to an electronically-based, integrated research
support operation, the more compelling is the logic to keep it in Operations, incotporated
directly and seamlessly into the research and investigative processes.

Knowledge Management

In the short term, KM will continue to report to the Director of Operations. In the long term
(three to five years), KM becomes part of OARS. KM will continue to manage the Trade
Negotiations Archive Pilot Project if it continues. A place-holder for it is included within KM to
indicate where it could be housed if it does continue beyond the pilot project.



Current State:

Office of Operations
16 FTEs (1 Term Occupies a Permanent Slot)

Siafisssiscan: | Assistant to DirectorGS 15 15 Permanent
1 Terms
| Management and Program
Travel Manager g i Analyst 0 C 0 nt ra CtO rs
8D | GS 12
_éagclnl Assistant to the
Blenttor _L| Cnler Knon;Ield‘uu Officer

GS7

Chief Librarian GS 13

Ubrarlan G5 12

Librarian GS 12
Reference Librarian TBD
[ thrary Tocmigangs 7
[ Uibrary TechniclanGS 7

Editor GS 12
Editor GS 13

Knowledge System Specialist
GS 9

Legend:

Vacancy

"Current State" organization charts for each office reflect the Commission Staffing Plan on March 15, 2009.
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Legend:

Vacancy

Future State:

Office of Operations
20 FIES

20 Permanent

0 Terms

0 Contractors

I'DAﬂSunottr‘ltod shifted form other offices will revert back to

positions
ose offices. For SDED, In addition to the six positions shown below, there
wlll be two term research assistants detalled for EC on a rotational basis.

As Mm-d in op-nttom’ plun, additional positions (elther permanent,
) mi 'Iﬂmllld If warranted by workload
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Office of Investigations’
SRR R U e IR Ao o R R e |

Challenges

Staffing
Office Director

Following Robert Carpenter’s January 2009 retirement, the Supervisory Financial Analyst has
been the acting office director. A permanent replacementis expected to be chosen by mid-2009.
If the permanent Director of Investigations (INV) is selected from among the supervisors
heading the Office’s five divisions, then a replacement must be found for that supervisor. Since
the third round of sunset reviews has just begun and will begin to accelerate in mid-2009, INV
could be short of key personnel as workload expands. As necessary, INV will depend upon
GS-14 senior investigators and auditors to fill temporary management voids.

Possible Retirements

Key managerial/supervisory positions in INV will become vacant in the near future. Curtently
the following senior-level positions are held by employees who are eligible for immediate
retirement:

= Supervisory Investigators heading Investigative Division A and Investigative
Division B

= Chief of the Financial Analysis and Accounting Division

= Chief of the Statistical Services Division

A number of these individuals are expected to retire in the next 3-5 years. It is essential for
continuity of operations that these positions are filled expeditiously with highly qualified
individuals with the requisite technical expertise as well as managerial potential and training. In
order to prepare for these eventual retirements, INV has and will continue to schedule
developmental details and leadership training for qualified expetienced GS-13 and GS-14
investigators, auditors, and statisticians.

1 This plan was originally developed by Robert Carpenter, Director of Investigations. Mr. Carpenter, how-
evet, 'retited in Januaty 2009. The plan has been modified by the Acting Director of Investigations, with assis-
tance from the supervisory staff that head INV’s divisions. Readers should be advised that not every point in
this document represents the consensus view of INV’s current management. Moreover, the naming of a per-
manent Director of Investigations is imminent, and may require a reappraisal of the elements discussed within.

Turnover



Turnover among recently hired staff is generally higher than among more senior staff, reflecting
the changing dynamics of the labor market. International Trade Analysts typically reach the top
of their career ladder in approximately three years, providing incentive for employees to look
more broadly for advancement opportunities at that pointin their careers. If such opportunities
are limited in IN'V, ot if opportunities exist but employees want to broaden their experience by
moving to a different position in a different organization, this is the time when moves will often
occur. This situation increases pressure on management to train new staff as quickly and
efficiently as possible, and presents particular challenges in terms of finding and developing staff
with management potential who are interested in longer-term management positions. Increased
advancement potential and cross-discipline training (with AED, for example), might result in
reduced turnover.

Statistical and Data Services

The Statistical Setvices Division (SSD) within IN'V has a current staffinglevel of eight (seven on
board, one vacancy), following the recent loss of one vacant position. As described previously,
Operations’ plan envisions the creation of a new statistical group within Operations. There are
no specific plans to shift current SSD staff out of INV. Itis possible, however, that some SSD
petsonnel may elect to pursue opportunities elsewhere in the agency or outside the agency.
Opetations’ proposal regarding shifting, through attrition, statistical support positions within
the Office of Operations is discussed in detail in Operations” human capital plan.

During a petiod of rising workload as well as increasing requirements for more complex and
technical support activities, care must be taken to ensure that SSD, a crucial component in the
Title VII investigative process, remains effective in all of its multiple roles. To that end, robust
statistical support and analysis requires staffing at an adequate level (both in terms of personnel
and expertise) to accommodate a shift toward more independent functions, greater workload
vatiety and complexity, and increasing demand for IT skills to handle security and technical
demands (including expanded electronic government initiatives).

Database creation/management and web management

INV is charged with maintaining many different websites and statistical databases. Heretofore
the tasks associated with these duties, individually mundane but collectively quite important to
INV and the agency, were carried out by the office director. INV is reviewing its websites,
procedures, and data files, consistent with the evolving records management requirements, and
is in the process of documenting, centralizing, and streamlining these tasks and functions. The
goal is to delegate them to INV personnel and shift the responsibility for day-to-day review,
updating, and critical quality control from the office director to a senior investigator.



Workload

Present workload

Title VII workload, in terms of original investigations, is currently lower than the
peak FY 2007-08 level but is expected to increase beginning in Apzril 2009 as firms
are able to quantify the effects of import competition during the ongoing economic
slowdown in their trade and financial data. Additionally, because of the change in
administrations, it is possible that firms may file global (section 201) or China-spe-
cific (section 421) safeguard petitions. Further, the Department of Commerce’s de-.
cision to accept petitions alleging subsidies conferred by nonmarket economy
countries (China in particular) continues to increase the possibility of new petitions.
Lastly, the ruling by the Court of Appeals for the Federal Circuit in Bratsk Aluminum
Smelterv. United States and subsequent related rulings have increased significantly the
need for the collection and analysis of data related to nonsubject imports, placing a
substantially greater burden on investigative teams.

Five-year (sunset) reviews are and will continue to represent a significant share of
the overall OP 1 workload. There are close to 300 outstanding antidumping (AD)
and countervailing duty (CVD) orders currently in existence. The review caseload
has both cyclical and permanent elements to it (driven by transition and non-transi-
tion reviews, respectively). The cyclical element typically has required additional
staff resources for about a 2-1/2 year period every 5-6 years, although the cycle is
gradually flattening out as transition orders are revoked in each cycle, while new
non-transition orders increase the overall review workload. The third round of
transition reviews is now underway; workload related to those reviews will be heavi-
estin FY 2010-12, and will reflect the new reporting requirements instituted in Jan-
uary 2009 (revised procedures and requests for information duting adequacy phase
of five-year reviews). Reviews of non-transition orders represent a permanent in-
crease in caseload that did not exist prior to 2000 and have grown appreciably over
the last few years.

Future workload

Title VII workload has averaged approximately 13 active cases per month over the
past two fiscal years. Given the downturn in the economy and the third round of
sunset reviews that will continue through FY 2011, it is expected thatin FY 2010 the
average caseload of active investigations will approach the FY 2005 level of 20 in-
vestigations per month (FY 2005 being the period when the last round of sunset
reviews peaked), and remain elevated for a couple of years. A prolonged economic
downturn could lead to an increased number of new cases. Also, should a section
201 or 421 safeguard action result in an affirmative determination and remedy rec-
ommendation by the Commission and the granting of relief by the President, addi-
tional section 201 and 421 petitions can be expected.

Beyond the next few years, the active case workload likely will resemble the histori-
cal average, but with less year-to-year volatility. The Title VII workload does vary
from year to year based upon changes in the economy, trade flows and other condi-
tions of competition; court decisions; and policy decisions by the Department of



Commerce. However, these factors have always affected the workload. The con-
tinued rise of mergers and acquisitions of producers that cross national borders
might result in fewer new investigations, but we have not seen any positive indica-
tion that thatis the case. Finally, we expect five-year reviews to continue to repre-
sent a permanent increase in workload, though likely with a less-pronounced cycli-
cal tendency as non-transition reviews continue to replace transition reviews.

Workforce Skill Set Requirements

Technical Expertise

INV requites a core of trained investigators, auditors, and statisticians. These individuals must
possess skills in a variety of areas, including:

= Knowledge of international trade, economics, accounting, finance, and statistics.
= Independent research.

= Rapid development of a thorough knowledge of products, industries, and markets.
" Questionnaire design.

= Compilation, correction, and summarization of questionnaire data.

= Strong computer skills in word processing, spreadsheet, and database software.

= Familiarity with web site design and management.

= Preparation of clear, comprehensive, objective, and analytically sound staff reports

on a timely basis.

. Effective communication of complex technical issues, both orally and in writing.
= Conducting on-site verifications of questionnaire data.
- Leading investigations.
- Organization, time management, and multi-tasking.
= Working collegially in an interdisciplinary team environment.
Flexibility

INV is continuing to develop an increasingly flexible workforce with multi-disciplinary skills and
expetience, and encourage cross-office developmental assignments, to enable employees to move
seamlessly throughout the Commission to the areas of greatest need. Temporary surges in Import
Injury caseload will be met with internal details and term appointments. The frequency of these
surges creates a substantial burden on the supervisory staff to constantly train detailed and term
employees. With basic developmental leadership training, much of this burden can be shared with
GS-14 Senior Investigators as well as experienced GS-13 Investigators.



New and Enhanced Skills

INV will continue to provide training to develop new skills in employees that will enable them to
fulfill their responsibilities more efficiently and effectively in a rapidly changing business and legal
environment. Special emphasis will be placed on leadership and management training, information
technology training, and cross-discipline training to develop a qualified pool of prospective
supervisors and managers to replace those near retirement, to best utilize advances in information
technology to enhance productivity, and to maximize flexibility in assignments across offices.

Solutions to the Challenges

Recruitment

The office director, one investigator position (currently filled by a detailee), and one auditor
position need to be filled in soon to ensure adequate investigative capability. In addition,
support needs will require the recruitment of a (term) research assistant, as well as more
systematic participation in the ITC’s intern program. Given the expected increase in workload
in the near term, INV expects that additional efforts will be needed to provide necessary
statistical support (e.g., through recruitment to fill the existing vacancy in SSD with a mid-level
statistical/research assistant).

Again, selection of a current supervisor as the office director would result in another vacancy.
INV has recently filled two investigator positions and anticipates filling the remaining vacant
investigator position this spring. Even after filling these vacancies, details from other program
areas will be necessary from time to time to meet temporary surges in new investigations and
transition sunset reviews (INV itself has two investigators currently on detail, one internally and
one externally).

Opportunities for Advancement

The use of detailed staff from other offices, supplemented by term appointments as necessary,
to meet cyclical peaks or temporary surges in caseload has created a significant training burden
that cannot be fully met by the supervisory staff under the current office structure. Some of this
responsibility can be shifted to non-supervisory staff, most logically to Senior Investigators
(those individuals with the experience and expertise to handle the most complex and/or
high-profile investigations and can conduct investigations with minimal supervision). Further,
the growing complexity of Title VII investigations and reviews, as well as the analytical expertise
required, creates a greater need for more senior level positions. The Commission has been and
continues to expand its import injury inquiries outside the United States, not just in global
safeguard investigations but in original AD/CVD investigations and in five-year reviews,
whether expedited or full. In addition, INV increasingly utilizes the resources of its senior and
most experienced Investigators in training and mentoring, as well as in coordinating efforts to
meet the needs of offices across different program areas, leveraging particular skills in
questionnaire preparation, issuance, and review; data collection, manipulation, and
presentation; and record security and management.



Senior Investigator positions are ctucial not only to meet the critical functions noted hetein but
also to provide lower-graded staff a potential for promotion (see earlier comments regarding
turnover). It is difficult to retain high-performing GS-13 Investigators if opportunities for
advancement are perceived as rare. Notably, three GS-13 Investigators left the Commission in
the past two years for higher paying jobs outside the agency, one in the private sector and two at
another federal agency. To be clear, however, itis not the purpose of this document to advocate
a change in the investigatory career ladder. Nonetheless, it would be remiss not to point out that
the exodus of experienced Investigators compounds the significant training burden posed by
the use of detailed staff from other offices, requiring an increasing devotion of resources to
rectruiting and training of new staff. Accordingly,a minimum of three and a maximum of five
Seniot Investigators are needed (there are currently three). Promotions would be based on work
requirements, the ability to excel in the most complex assignments, and the demonstrated
capacity to manage other duties as assigned.

Training

As noted, a2 number of staff in supervisory and senior-level positions are currently at or near
retirement age. Several senior GS-13/14 personnel have completed, registered for, or have
expressed an interest in needed leadership and management development training and/or
developmental details. Also, staff will need I'T training to be familiar with current and future IT
projects that are expected to facilitate the electronic submission and viewing of confidential
documents by outside parties, reduce the volume of paper that flows between the Commission
and parties, and speed the processing by staff of confidential questionnaire data.

Plans for Office Structure Going Forward

Front Office

Convert the Staff Assistant position into an Office Coordinator position (GS-9). This would involve
revising the duties of the position to provide deeper and broader administrative support to the
Director, including position management, procurement, I'T administration, and travel and training
management. This position would require active collaboration with the Director, the heads of each
division, and a GS-14 Senior Investigator whose duties would be expanded to include records
management, I'T and secutity coordination, and cross-office cooperation and support.

Investigative Divisions

- Maintain the current division structure to conduct original investigations; five year
reviews; and safeguard and other special investigations, with an increasing emphasis
on managerial functions (including developmental and other performance manage-
ment activities) at the division level.

u Maintain the core staffing structure of 3 GS-15 Supervisory Investigators, three to
five GS-14 Senior Investigators, and 10-12 GS-9/11/12/13 Investigatoss (ie., a to-
tal of 15 Investigator/Senior Investigator positions). This staffing level is the mini-
mum needed to meet projected non-peak import injury workload levels for the mid
term. Sutges in workload would be met through internal details and terms.
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= Maintain the GS-8 Investigations Support Assistant position. Locate the position
in Investigative Division B.

= Institutionalize the Research Assistant position (2-year term GS-5/7) by continual-
ly renewing (filling) the position as a 2-year term appointment as soon as vacated.
This position has proven immensely valuable and efficient in that it permits off-
loading of lower level investigative tasks from Investigators to the Research Assis-
tant. Locate the position in Investigative Division A.

= Institutionalize INV’s participation in the ITC’s intern program. These positions
provide an ideal source of up-to-date I'T experience that benefits the entire office
and have, in the past, provided a training ground for future Research Assistants.
Locate the (seasonal) positions in Investigative Division C.

Financial Analysis and Accounting Division

Maintain the core staffing structure of one GS-15 Supervisory Financial Analyst and five GS-13/14
Auditors. This staffing level is the minimum needed to meet projected non-peak import injury
workload levels for the mid term. Surges in workload would be met through internal details and
terms.

Statistical Services Division

Because Title VII and Safeguard investigations and five-year reviews are so data intensive, and
Commission determinations rely so heavily on the statistical accuracy of the data in staff reports,
itis essential to maintain a core group of statisticians and statistical data professionals who have
specialized expertise in compiling and verifying the accuracy of Import Injury data. The exact
composition of the group (cutrently consisting of seven staffed positions and one vacancy,
following the loss of a vacant position), may vary, in terms of the required mix of senior,
mid-grade, and lower-graded staff necessary in this mission-critical area. However, given the
dynamic workload of INV and other offices within the ITC, and other uncertainties (for
example, evolving technology that could result in increased electronic filing and the status of
Operations’ previously-noted proposal) the size and composition of this core group will be
assessed and amended periodically as warranted.
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Office of Unfair Import Investigations
A S T R L AR IR S

2009 Human Capital Plan

Challenges

Substantially increased Section 337 Caseload

In recent years, the section 337 landscape has changed dramatically. Since FY 2003 (when there
were 19 new section 337 investigations), the number of new section 337 complaints has
increased quite steeply — climbing to more than 30 in both FY 2006 and FY 2007, and still further
to 43 new complaints in FY 2008. The increase in the number of section 337 matters active
during the course of a year has also been dramatic— more than doubling in the last six fiscal years,
from 41 active matters in FY 2003 to 88 active matters in FY 2008. This enhanced level of
section 337 activity is expected to continue for at least the next several years. Indeed, the
Commission has how become widely recognized as an important forum for the resolution of
patent-based disputes involving imported goods, and both the relative speed of the proceedings
and the nature of section 337 remedial orders are particularly attractive to many prospective
complainants.

Increasing complexity of the section 337 docket in terms of
subject matter and number of respondents

Most section 337 investigations focus upon complex patented technology, often involving
multiple patents and many asserted claims per patent. In FY 2008, nearly one-half of new
patent-based section 337 complaints involved three or more patents. Patents in the electronic,
computer and telecommunication areas, which have dominated the docket in recent years, are
now the focus of approximately two-thirds of pending section 337 matters. Product and process
patents in the chemical and medical fields, as well as patents covering a wide range of
mechanical/industrial technologies, are also commonly asserted in section 337 investigations.

A substantial portion of section 337 investigations involve multiple unrelated respondents,
which also adds to the complexity of the docket. In fact, all of the new investigations instituted
so far this fiscal year except one include the products of more than one manufacturer, and all
except one include six or more respondents (with four of these new matters involving 10 or
more respondents). The presence of multiple manufacturing respondents in one investigation
usually requires the examination and adjudication of multiple claim constructions and
infringement analyses. Also, the presence of unaffiliated respondents often translates into heavy
motions practice. Recent appellate rulings have not only militated toward an increase in the
number of respondents in certain types of cases that previously involved relatively few
respondents, but are also resulting in the development of more extensive evidentiary records on
remedy issues. As the complexity of the section 337 docket continues to increase, the workload
demands associated with that docket can only be expected to intensify.
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Additional Demands Stemming from Increased Number of
AL]Js and Case Extensions '

As the number of ALJs has doubled, from three Judges in FY 2005 to six Judges in FY 2009,
scheduling conflicts for OUII’s attorneys have arisen more frequently, particularly with regard
to the scheduling of trials, and these conflicts have made it increasingly difficult for OUII to
cover the entire section 337 caseload. For example, with the increase in the number of Judges,
more cases are slated for trial at or about the same time. However, because of the intense
demands of late stage pre-trial discovery and motions practice, and pre- and post-trial briefing, a
staff attorney is generally unable to handle more than one trial in any three to four month period.
Additionally, some of the Judges now hold claim construction hearings several months prior to
the violation hearing, which give rise to further scheduling conflicts for OUII’s attorneys.
Motreover, as the size and complexity of the section 337 docket has grown, the pendency petiods
for section 337 investigations before the Judges and the Commission have expanded such that
the average length of time during which an assigned Staff Attorney must continue to work on
each of his or her assigned matters has also increased. Thus, because of continuing
responsibilities on pending matters, the frequency with which Staff Attorneys become available
for assignment to new section 337 matters has declined in the last two years. Similatly, as Staff
Attorneys remain responsible for matters during the period of Commission review, the
frequency of short-term conflicting obligations in different matters has increased. As discussed
further below, to help meet its additional workload demands, OUTI proposes to add a small
group of Junior Attorneys who would provide substantive legal support to OUII’s existing Staff
Attorneys.

Increased demands on OUID’s Supervisory Personnel and a
Shortage of Support Personnel

The foregoing developments have not only placed great strains on OUII’s Staff Attorneys, but
they have also substantially increased the demands on OUII’s Supervisory Attorneys and Office
Director. Indeed, as the caseload swelled, each of OUII’s Supervisory Attorneys shouldered
Staff Attorney responsibilities on several cases for significant periods of time while they waited
for Staff Attorneys to conclude their work on other matters that were in more advanced stages of
litigation. In addition, OUII’s Supervisory Attorneys have increasingly been called upon to
stand in for Staff Attorneys on conferences with the ALJs and the private parties’ attorneys. To
alleviate some of the resulting strain on OUII’s Supervisory Attorneys, in the last few years
OUITI’s Director has also assumed direct supervisory responsibility for several section 337
matters. While the Supervisory Attorneys have continued to support OUII’s Staff Attorneys by
authoring all or part of some motions and responses, they have generally been too busy with
other wotk to do so as often as they have in the past.

Notwithstanding the substantial growth in OUII’s workload in the last five yeats, the size of
OUII’s support staff has remained exceedingly small. Only one clerical support staffer (who is
tasked with a host of administrative responsibilities that are unrelated to individual case work as
well as case-related support responsibilities), and one paralegal provide support to the
21 attorneys that are now in OUIL Because OUII lacks the level of clerical support required for
alitigation operation of its size, much of OUID’s sole paralegal’s time is diverted from the type of
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paralegal support work that would be helpful to OUII’s attorneys in connection with various
litigation-related tasks.

Workload

Present Workload

The section 337 caseload remains at or near an historic high. In each of the past twelve months,
there have been 50 or more pending section 337 matters. Fifty-five matters were pending in
January 2009, and six new complaints are currently awaiting votes on institution. With regard to
new matters, the Commission instituted 50 new investigations and ancillary proceedings during
FY 2008, as compared to 33 new investigations and ancillary proceedings in FY 2007. In total,
88 section 337 matters were active during the course of the FY 2008, a 20 petcent increase over
the 73 matters that were active during FY 2007. During FY 2008, OUII authored more than a
thousand documents in section 337 proceedings, and the ALJs held 20 evidentiary heatings (that
ranged from 3 to 12 trial days in length).

Future Workload

As noted above, the ITC is now widely recognized as an important forum for the adjudication of
patent-based disputes involving imported goods. Moteovert, factors thathave been linked to the
increase in section 337 filings in recent years, including specialized expertise, relatively speedy
adjudications as compared to most district courts, and exclusion orders enforced by Customs at
the border, remain in place, and a modest growth in the caseload is anticipated in FY 2009 and
FY 2010. Specifically, the institution of approximately 55 new investigations and ancillaty
proceedings has been projected for FY 2009, and the institution of approximately 60 new
matters has been projected for FY 2010. Further, itis anticipated that more than 100 section 337
proceedings will be active during both FY 2009 and FY 2010, and that more than 50
investigations and ancillary proceedings will be completed in each of these yeats. Inasmuch as
10 pending matters are now scheduled for completion in the fourth quarter of FY 2009 and
another 24 pending matters are not scheduled for completion until FY 2010 (including five with
target dates already extending into the third quarter of FY 2010), the 337 wotkload will
presumably remain quite heavy for the foreseeable future and the concomitant demands upon
OUII are not likely to abate for at least the next several years.

Workforce Skill Set Requirements to Meet Anticipated
Workload '

In view of the complexity of the section 337 docket, the large volumes of commerce at stake in
most section 337 investigations, the fast pace of 337 litigation, and the assignment of only one
OUII Staff Attorney to an investigation (as compared to teams of partners and associates for the
private parties, often numberting in the dozens per party), OUII has worked hatd to assemble a
corps of highly qualified intellectual property litigators. To ensute that OUII can continue to
propetly represent the public interest by, znfer aka, making substantial contributions to the
development of the record, formulating well-considered positions on substantive and
procedural legal issues, and otherwise facilitating the section 337 process, OUII will need to
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continue to retain experienced litigators who are both knowledgeable about intellectual property
law and able to master complex technical subject matter relatively quickly. To this end, OUII
will seek to fill its Staff Attorney positions with attorneys that have at least several years of
intellectual property and litigation experience, and education or experience in technical areas
such as engineering, computer science, and chemistry. With regard to Supetvisory Attorneys,
OUII will seek to retain and attract attorneys to oversee and support the work of OUII’s Staff
Attorneys who not only have substantial section 337 litigation experience, but who also possess,
inter alia, strong editing, interpersonal, and problem solving skills. With regard to clerical and
patalegal staff, OUII will seek to retain and recruit staff who possess, nter alia, the analytical,
problem solving, and time management skills necessary to provide administrative and clerical
support to OUII’s attorneys for a wide range of tasks. Thus, these staff members will be
expected to meet the operational requirements of a legal office engaged in litigation, and
continuously update their skills in areas such as word processing, information collection and
reporting, document and database management, and the use of relevant research tools.

Also, with regard to workforce skill set needs, feedback from both OUII’s Staff and Supervisory
Attorneys points to a substantial need for additional legal staff to meet the demands of section
337 litigation. To this end, during the next two years, OUIIl will seek to establish a small group of
Junior Attorneys to support the work of OUID’s litigators. These Junior Attorneys would
possess the writing, legal research and analytic skills necessary to formulate, for example,
discovery requests and responses to routine motions. Perhaps most importantly, during the
intense pre-trial petiod, these Junior Attorneys would draft pre-trial motions and responses, and
assist in the analysis and preparation of objections to witness statements and documentary
exhibits. Then, duting trial, these Junior Attorneys would assist the Staff Attorneys with their
on-going motions practice. Because these Junior Attorneys would not be given primary
responsibility for litigating complex case matters and would be heavily supervised, the
expetience and higher level litigation skills required of OUII’s existing corps of Staff Attorneys
would 70z be required of these Junior Attorneys. Hence, these Junior Attorneys would occupy
lower grade levels than OUID’s existing Staff Attorney positions.

Solutions to the Challenges

In the last few years, as the section 337 caseload has continued to climb and the workload
associated with that caseload has escalated, OUII has added Staff Attorney positions so that the
office could continue to effectively participate in section 337 investigations. With the addition
of two Staff Attorneys in the first four months of FY 2009, OUII now has 17 Staff Attorneys on
board.! Given the number of matters already slated to carryover into FY 2010 (and the recent
filing of six more new complaints that have not yet béen instituted), these Staff Attorneys will be
fully occupied through FY 2010. In fact, OUID’s Staff Attorneys ate still stretched quite thin and
many of the these attorneys routinely work extra hours to master the issues in their investigations
and meet the filing deadlines and other commitments in their cases.

OUIT’s staffing requirements for the years beyond FY 2010, however, are far less clear at this
time. Indeed, there are a number of factors at work that could either raise or lower the overall

1 The FY 2008 approved Staffing Plan for OUII includes15 Staff Attorney positions. The hiring of two additional Staff-
Attorneys in early FY 2009 was approved to ensure continued coverage of on-going section 337 investigations.
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section 337 workload in future years. Such factors include the recent increase in the number of
ALJs (which has already intensified the demands on OUII’s attorney resoutrces and could
further exacerbate scheduling difficulties), the potential impact of tecent Commission and
appellate court decisions (which may well spur additional filings by non-manufacturing entities
or complainants confronted with imminent importations), the new section 337 pilot mediation
program (which, if successful, could lead to a reduction in the number of section 337 matters
that proceed to trial), and the uncertainties of the cutrent economic climate (which could impact
the level of new filings and/or cause complainants to streamline their cases to achieve cost
savings).

In light of these uncertainties, OUII is not seeking to add more Staff Attorney positions in either
FY 2009 and FY 2010. OUIl is instead focused upon providing adequate support to its existing
Staff Attorneys so that OUII can cover the cutrent and projected caseload, and maintain and
enhance the quality of its work, while relieving some of the increased strains on Staff Attorneys
without creating additional higher salaried Staff Attorney positions.

The staffing additions that OUII seeks in FY 2009 and FY 2010 are the establishment of several
Junior Attorney positions and one clerical support position, both as two-year term positions,
and the hiring of another Supervisory Attorney.

Junior Attorney Group

As discussed above in Sections I and IT, OUII proposes to add a small group of Junior Attorneys
to provide substantive legal support to OUII’s litigators. Historically, with few exceptions,
OUII has assigned only one Staff Attorney and one Supervisory Attorney to each Section 337
investigation. However, because a substantial number of section 337 investigations now involve
many complex patents and large numbers of respondents, and because all of OUII’s Staff
Attorneys normally have on-going responsibilities in multiple investigations that are at different
stages in the sectino 337 process, this one attorney per investigation model places great strains
on OUII’s attorneys—strains which have intensified with the increase in the scope of the typical
investigation and the addition of more ALJs, which has in turn resulted in the scheduling of more
trials within a given period of time, as well as an increase in the number of claim construction
hearings and/or briefings during discovery. Rather than seek to increase the numbet of
experienced litigators in OUII so that some Staff Attorneys could concentrate their full
attention on only one complex investigation at a time, or so that two Staff Attorneys could be
assigned to certain more complex investigations, OUII proposes to establish a group of Junior
Attorneys to provide support to OUII’s experienced litigators. These Junior Attorneys would
assist the Staff Attorneys during critical crunch periods, such as the period right before and
during trial. They would also draft routine discovery requests and motion responses and provide
legal research support. These Junior Attorneys would pitch in on other short term projects as
well, such as the drafting of institution memoranda in those instances where attorney Case
Managers in Docket Services are not available to prepare the initial drafts of such memoranda.

The provision of such additional legal support should help relieve the continuing strain on
OUII’s litigators and assist OUII in its efforts to retain experienced Staff Attorneys. The
addition of a group of Junior Attorneys will also help to ensure that the quality of OUII’s work
remains high by affording OUII’s experienced litigators more time to focus on more complex
tasks in their assigned investigations.
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OUII seeks to establish these junior attorney positions as two-year term appointments at the GS
11-13level. The higher level litigation skills required for OUII’s Staff Attorney positions would
not be required of these Junior Attorneys because they would not be given primary
responsibility for litigating complex cases matters and they would be heavily supervised. Hence,
these Junior Attorneys would occupy lower grade levels than OUII’s existing Staff Attorney
positions. With regard to the type of appointment, OUII believes two-year term appointments
would be feasible for these positions because these are entry level positions that would provide
relatively inexperienced attorneys with an opportunity to enhance theirlegal skills and build their
resumes for the future. Two-year term appointments would provide OUII with the opportunity
to assess the success of a Junior Attorney support group without locking the agency into a
long-term commitment. OUII proposes to hire the first Junior Attorney in FY 2009 and then
hire two more Junior Attorneys in FY 2010.

Supervisory Attorney

OUII’'s Supetvisory Attorneys are expected to not only provide continuous direction and
oversight on the cases they supervise, but to function as an active team member on most, if not
all, of these cases. Thus, for example, in addition to their supervisory duties (such as reviewing
and editing large numbers of pleadings and providing guidance to Staff Attorneys at trial), the
Supervisory Attorneys often stand in for Staff Attorneys on conferences with the ALJs and the
parties’ attorneys, and author all or part of motions and responses when the assigned attorney in
a given case is on travel, occupied with other assignments, or otherwise unavailable. Thus, the
role of OUII’s Supervisory Attorneys as an active team member on cases they supetvise has
greatly contributed to OUID’s ability to continue to assign only one Staff Attorney per
investigation.

Unfortunately, as the size and complexity of the section 337 docket has grown, and the number
of Staff Attorneys has increased to meet the challenges of the docket, the ability of OUII’s
Supervisory Attorneys to actively participate in individual investigations, as well as provide
on-going supervisory oversight, has diminished. Certainly, the increase in the number of ALJs
and trials has placed substantial additional burdens on OUII’s three Supetvisory Attorneys. For
example, as the demands on OUII’s Staff Attorneys have risen, the Supervisory Attorneys have
taken on additional responsibilities for the assessment of new complaints and the completion of
institution memoranda, and have assumed primary responsibility for certain investigations until
Staff Attorneys became available for permanent assignment to those investigations. It is
expected that the Supervisory Attorneys will retain their additional responsibilities regarding
new complaints and institution memoranda and, although OUII now has more Staff Attorney
positions, that the short-term assignment of primary case responsibilities to Supetvisory
Attorneys will continue to be necessary in some instances.

While OUII anticipates that the establishment of a small group of junior attorneys will provide
valuable legal support to its Staff Attorneys, that group will not setve as a substitute for the
higher level litigation support that has been provided by OUII’s Supervisory Attorneys, and is
still needed if all or nearly all investigations continue to be assigned to only one Staff Attorney.
The presence of a group of Junior Attorneys, who will require close supervision, will also
necessarily involve additional demands on OUII’s Supervisory Attorneys. Moreover, these
Junior Attorneys will in no way reduce the numerous, and time-consuming, administrative
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responsibilities shouldered by each of OUII’s Supervisory Attorneys that are not associated with
specific case assignments.?

Thus, OUII seeks to hire a fourth Supervisory Attorney so that its Supervisory Attorneys can
not only effectively guide and oversee section 337 investigations, but so they can also continue
to serve as effective team members on their assigned investigations. Inasmuch as OUII has an
immediate need for an additional Supervisory Attorney, OUII will seek to add this position
during FY 2009. '

Clerical support

Given the volume of OUII’s section 337 work (especially motion responses, briefs and other
filings which often have to be filed and served in multiple cases on the same day), the fast pace of
the work (tutnaround times that are often a week or less), and the amount of confidential
business information (CBI) that OUII handles on a daily basis (which has to be handled very
carefully when serving outside parties), the addition of another full-time clerical support
position in OUII is clearly warranted. The rise in the number of respondents named in section
337 investigations, noted above, can only be expected to place additional clerical demands on
OUIL The addition of a clerical staff position would free up OUII’s sole paralegal for more
intensive paralegal support projects while providing the clerical support that OUII’s enlarged
attorney staff requires.

A diagram depicting OUII’s proposed “future state” Staffing Plan is attached.

2 There is no Deputy Director position within OUII and none is envisioned for the foreseeable future. Thus, OUII’s
Director has assigned each of OUII’s Supervisory Attorneys key administrative responsibilities, such as oversight of OUII’s
paralegal and part-time interns, management of recruitment and hiring processes, fulfillment of budget preparation and
reporting requirements, and on-going involvement in information management projects and other OP 2 and agency-wide
initiatives. An additional Supervisory Attorney would also be given substantial collateral duties relating, inzer alig, to strategic
planning activities for OP 2.

3 Given the nature of their work, both the additional clerical staffer and OUII’s existing paralegal need to be located
within the confines of OUII’s office space. Thus, OUII intends to proceed with the recruitment of an additional clerical
support member as soon as it appears that suitable work space for both of these positions will be available within OUIL. OUII
continues to seek to structure its additional clerical support position as a 2-year term appointment so that OUII will have the
opportunity to assess whether such an additional clerical position will fulfil its needs or whether another paralegal position (with
a clerical component) would be more effective in the long term.
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"Current State" organization charts for each office reflect the Commission Staffing Plan on March 15, 2009.
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Office of Economics
| R S G it G R RO S A A A T s TR . ey e

2009 Human Capital Plan

Introduction

This plan addresses EC’s (1) ongoing human capital challenges, (2) recent workload experiences
and (3) proposed strategies for meeting ongoing human capital challenges.

Challenges

. Help refine and expand staff expertise in customer-identified priority areas (e.g.
identification and quantification of non-tariff measures, services, foreign direct
investment, and labot/environmental linkages to trade).

Proposed Strategy: Given statutory workload, facilitate allocation of suffi-
cient staff time and resources to focus on developing and expanding frontier
knowledge and skills in customer-identified areas of trade. Negotiate statutory
requests with eye toward increased integration and emphasis of customers’ stra-
tegic needs, while allowing enough lead time or study flexibility to incorporate
comprehensive research goals.

. Maintain staffing flexibility and knowledge procurements to facilitate access to
data and technical expertise.

Proposed Strategy: Focus on enhancing human capital, continuing to contract
for distinguished researchers, and recruit experts in new areas using approptiate
incentives (e.g., above minimum grade appointments, signing bonuses). In-
crease integration of Library research skills and the proposed Statistical and
Data Analysis Unit into research design and implementation. To enhance tech-
nical expertise, maintain strong budgetary support for expanding hardware,
software, and data requirements.

Ll Promote more widespread knowledge spillovers.

Proposed Strategy: Promote staff-to-staff information exchanges through
technical seminars, continue to invite policy-oriented researchers to present re-
search, spread awareness of contemporaneous external research, and create an
effective research documentation mechanism. Encourage staff to attend con-
ferences and other training opportunities to maintain state-of-the-att tools.
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. Continue to develop and enhance the productivity of knowledgeable staff with
unique, wotld class economics and analytical skills that are used to address in-
creasingly complex and difficult economic questions facing our customers.

Proposed Strategy: Continue “budget-neutral” grade rebalancing efforts. This
includes increased responsibilities for mission critical, and professionally re-
nowned, senior staff and enhancing their productivity through recruitment of
lower graded, term Research Assistants with superior technical skills.

" Enhance staff writing, briefing, and presentation skills to better showcase Com-
mission expertise and capture the attention of busy customers.

Proposed Strategy: Create new forums for staff members to succinctly high-
light their knowledge of important issues in contemporary trade (e.g., Executive
Briefings on Trade), and continue emphasis on improving inverted pyramid
presentation approach in existing forums (e.g internal briefings, technical assis-
tance, statutory work).

Workload

Shifts in workload demands across operations over the past eight years have been managed with
cross-assignments from OP 1 to OP 3 and vice versa as statutory workload varies. See examples
below (Figures 1-1 and 3-1, from previous budget justification documents) that illustrate for a
three year period how the number of active investigations across OPs 1 and 3 has shifted. Note
that often the Operations’ workloads sometimes move in the same direction and sometimes in
opposite directions.

Between 2002-04 and 2006-2008, the total number of FTEs charged to OPS 1, 3,4,and 5by EC
and ID staff declined from 100 to 86 FTESs (see table 1.) EC declined from 30 to 27 FTEs and ID
declined from 70 to 59 FTEs. Average staff allocations to OP 1 remained fairly steady at 14
FTEs over the two periods, but with substantial year to year variation (ranging from 12 to 19
FTEs.) Average staff allocations to OP 3 declined from 74 to 62 FTEs, but with quite substantial
vatiations in individual years, ranging from 78 to 59 FIEs.

Staff time allocated to OP 3 has declined in all major sub categories over the period FY 2002-08.
FTEs chatrged to OP 3 statutory work declined substantially from highs of 78 and 77 in FY
2002-03, to an average of 61 from 2004 through 2008. FTEs charged to OP 3 corporate research
dropped from a high of 20 in 2002, to an average of 13 from 2003 thru 2008. And finally, FTEs
charged to OP 3 categories other than statutory or corporate research declined from 17 in FY
2002 to an average of 8 from 2003 through 2008. While FTE counts reflect the overall declinein
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OP 3 staffing, the share data in table 1 reflect how the shares of EC and ID staff adjust to
workload shifts in statutory investigations. Peaks in investigation numbers in OPs 1 and 3 tend
to be associated with increased shares of staff time allocated to statutory studies in those OPs.
Thus in FY 2007, which experienced a dramatic increase in the number of OP3 studies
instituted, the share of staff time charged to OP 3 increased to 58 percent of all staff hours, up
from a low of 36 percent in FY 2006, a year with a low number of OP 3 institutions. Similarly
peaks in OP 1 institutions in FY 2004 and FY 2005 saw OP 1 FTEs increase to 21 petcent, well
above the long-term average of 14 percent.

Table 1

Shares of Total EC and ID LCC Hours for Major Operations

Does not include leave

2002 TOTAL 2003 TOTAL 2004 TOTAL 2005 TOTAL
EC ID ECandID FTYEsby EC I ECandiD FYEsby EC ID ECandiD FTEsby EC [ *]
smwee Percent -~ Operation semes Percent  ~e=-  Operation meee Percent e Operation v Percent e

OP1 2 4 13 14 8 7 15 16 B 5 14 13 10 1 21
OPJ TOTAL 18 54 73 78 20 55 75 77 20 53 72 66 17 47 65

3A Statutory it 28 38 41 15 38 52 54 13 24 47 43 7 34 45

3B Corporate 4 i4 19 20 3 3 12 12 5 8 14 13 4 6 11
OP4 6 8 T 2 2 2 [ 3 3 3 2 g 5
oPs 1 7 7 q 2 8 8 8 1 9 10 e 1 g 10
TOTALS 23 71 100 07 30 70 100 103 2 T 100 91 28 72 100
FTEs by Office 32 76 107 3 72 103 Z 85 91 23 1 84

Partial
2006 TOTAL 2007 TOTAL 2008 TOTAL 2009 TOTAL
EC ID ECandID FTEsby EC ID ECandID FYEshby EC ID ECandID FTEshy EC D
-—— Percent ——- Opergtion ~—— Percent —-- ' Operation ~—— Percem --——  Operation -——- Percent -—-

oP1 11 10 21 18 9 8 15 12 9 4 13 12 i0 5 15
OP3 TOTAL 19 4B 64 58 23 53 76 80 e 57 75 a8 25 54 [

3JA Statutory 10 26 35 3 15 43 58 4% 13 41 52 46 £ 28 29

3B Corporate 5 i3 i9 17 & i 21 18 (3 8 14 12 i 18 27"
oP4 2 8 8 L] c 3 3 Z 0 6 ] g (1] 1 1
OP5 1 i 8 8 2 4 § s 2 3 5 -] 2 4 T
TOTALS 32 62 100 82 34 66 100 80 30 70 100 88 35 65 100
FTEs by Office 29 83 82 27 62 80 2 62 88 10 18 27

Proposed Strategies for Human Capital Challenges
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Constrained Choices

Human capital in EC is limited by current staffing levels and financial resoutces for outside
procurement. This limit means EC is regularly confronted with trade-offs between allocating
human capital resources to meet customers’ short-term statutory needs, and allocating resources
to develop new knowledge that would expand human capital and possibly better meet
customers’ longer-term, more strategic needs. Such trade-offs are often important, since for
many of our statutory requests, there is limited ovetlap between customers’ immediate,
study-related needs and their long-term interests in comprehensively understanding vatious
issues. Examples of long-term issues include: foreign direct investment, non-tariff measures,
trade-environment/labor linkages, and the distributional effects on wotkers and households of
trade policy changes. Research into new areas that are likely to be of long term interest to
customers, such as the intersectoral and distributional effects of potential FT'As, can be limited
by short turn around requests that are often of immediate concern to our customets. Successful
examples of integrating strategic customer interests into statutory requests include the ongoing
investigation regarding India’s agriculture non-tariff measures and the earlier ITC investigation
on the dynamic effects of trade liberalization.
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Partial Solutions to the Challenges

To manage such trade-offs, the Directors of EC, ID, and Operations, try to negotiate one-off
332’s to provide more research time and strategic knowledge generation for upcoming studies.
Although helpful, practice has shown that time frames are often still constrained, and the
research questions ate too study-dependant, to make broad, comprehensive research
discoveties that can broadly influence policy perspectives.

Proposed Strategies: Straddling the competing short and long-term demands of our
customets can be effectively accomplished through targeted investments in OE human capital
and technology. This is the philosophy undetlying each of the five identified strategies below.

Help refine and expand staff expertise in customer-identified strategic
areas (e.g. NTMs, services, FDI, labot/environmental linkages to trade).

Proposed Strategy: One of EC’s priorities is to generate new and deeper
knowledge in subjects that are highly relevant to our customers. Many of these
subjects, such as NTM identification and quantification, deepening our under-
standing of services trade, and expanding insight into the labor/environmental

linkages to trade, require substantial investments in human capital, analytical

techniques, and data. To meet this challenge, EC will continue to facilitate staff’s
efforts, when not committed to statutory studies, to focus on developing new
knowledge and skills in the identified strategic research objectives. To supple-
ment this, EC will continue to implement processes to raise the efficiency and
effectiveness of research efforts in these areas.

Maintain staffing flexibility and knowledge procurements to facilitate ac-
cess to data and technical expertise.

Proposed Strategy: To enhance human capital, EC has regularly used contract
research resources, particularly in the development of the USAGE model, stra-
tegic purchases of trade-related modeling and databases, and part-time visiting
researcher appointments to ensure flexible approaches to staffing and specific
human capital needs. For example, EC has engaged one of the world’s leading
single country, dynamic, general equilibrium modelers, Prof. Peter Dixon, to
help develop the USAGE model of the U.S. economy. This effort has resulted
in other U.S. Government agencies such as USDOC, USDHS, and ERS/
USDA, adopting the modeling approach. In addition, USDOL and USEPA
cutrently are considering adoption of USAGE. As part of this effort, EC also
contracts with the Center of Policy Studies at Monash University for on-site
research assistance (Ashley Winston). EC is also an active and influential mem-
ber of the Global Trade Analysis Project advisory board, ensuring that ITC pri-
orities are reflected in the projects tactical and strategic objectives. EC staff par-
ticipates extensively at GTAP and other international trade related conferences
and meetings (e.g. ECOMOD, AEA, Empirical Investigations in International
Economics, OECD, UNCTAD’s Multi Agency Support Team). These initia-
tives demonstrate how beneficial it has been to contract distinguished research-
ers. To further enhance knowledge spillover, these efforts should continue and
be enhanced with effective measures to recruit new employees specializing in
customer-identified strategic areas (e.g. advertising above minimum grade ap-
pointments, providing signing bonuses).
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EC also has extensive data, research support, hardware, and software procure-
ment needs, including data for NTM research, China and India research, high-
powered computers and data analysis software. EC has very effectively utilized
research assistants in gathering, developing and analyzing data. However, sig-
nificant advancements in database development and management, as well as re-
search and questionnaire design, would also be beneficial and could be genet-
ated by a statistical and data analysis focused unit providing broader support for
EC,ID,and INV as outlined in the D/OP’s OARS proposal. EChasalso bene-
fited greatly from enhanced research support contributions from the Libraty.
EC has received strong support from AD, Procurement, and the CIO’s office in
implementing contractor, data, software and hardware purchases and looks for-
ward to continued outstanding support and advice in these areas.

Promote more widespread knowledge spilloverts.

Proposed Strategy: Promoting knowledge spillovers is a natural part of a re-
search and analysis organization. However, if knowledge spillovers are not ap-
propriately encouraged and channeled, their effectiveness in stimulating pro-
ductivity increases can be limited. While EC is viewed as a leading source of
trade-related economic research and analysis, we feel that increased attention to
intentional, well-designed and focused knowledge spillover processes can result
in significant expansion of EC’s human capital endowment. We propose focus-
ing on three mechanisms to encourage greater knowledge spillover within EC
and more broadly across the ITC.

First, research seminars will continue to be used to bring in policy-oriented aca-
demics who are studying topics salient to ITC strategic research initiatives.
These efforts help stimulate research productivity, given the opportunity to by-
pass substantial investments in individual staff time discovering, reading and un-
derstanding new developments. In addition to internal seminars staff participa-
tion in professional conferences is critical to ensuring access to state-of-the-art
knowledge.

Second, EC is developing mechanisms to ensure staff-to-staff knowledge spil-
lovers. As part of the EC effort, individual lead researchers will present technical
seminars that are useful in summarizing broad bodies of trade related research
relevant to the ITC’s mission, thus more efficiently conveying new knowledge
and insights to a broader atray of staff and saving significant staff time. EC will
also hold brown bag discussions on specific new articles on issues most relevant
to ITC strategic research, to ensure staff familiarity with important new work
and the implications of such work for our research topics and methodologies.

Third, EC is working on knowledge spillover mechanisms with the Library, in
the area of more effective organization of accumulated “grey literature” col-
lected by staff members during the course of their investigations. This entails
more effective ways of documenting individual research so that others can bene-
fit from such efforts (including standardizing naming conventions and organiz-
ing documents more systematically). Combining these papers in a common
location, creating a common naming convention, and procuring appropriate
software to search across broad bodies of literature for specific topics will signif-
icantly enhance staff productivity. EC will also implement a similar project to



document and store the various public (eg non CBI or NSI) databases created
during statutory and strategic research initiatives. The Statistical Analysis and
~ Data Services Division proposed by Operations would also provide a likely
soutce of knowledge spillovers.

Continue to develop and enhance the productivity of knowledgeable staff
with unique, world class economics and analytical skills that are used to
address increasingly complex and difficult economic questions facing
our customers

Proposed Strategy: In the face of flat staffing levels and ongoing recruitment
challenges, a key element of EC’s human capital plan is to ensure systematic in-
creases in staff productivity. A key component to this strategy is to continue
“budget-neutral” grade rebalancing efforts. This includes increased responsibi-
lities for mission critical, and professionally renowned, senior staff. Other im-
portant elements to implementing this systematic productivity growth include
providing Senior and Lead Economists with highly qualified and motivated Re-
search Assistants to handle time consuming data manipulation and analysis, lit-
erature searches and reviews, and presentation material. To supplement this, en-
hancing staff access to hardware and software (including dual monitors), and
increasing their access to online research and data resources (the Head Librari-
an, Bob Bauchspies, has made very significant positive contributions in this
area) will also stimulate Lead/Senior Economist productivity. Finally, providing
them with highly productive and effective administrative staff capable of han-
dling a range of activities, such as procurement, travel, web posting, report prep-
aration, and routine data and presentation activities, will no doubt buttress pro-
ductivity gains.

EC has been implementing its strategic grade rebalancing efforts for the past
three years with great success. We have hired a number of term Research Assis-
tants during this period with exceptional quantitative and research skills. Senior
and Lead Economists in all three EC divisions have enthusiastically endorsed
the approach and report dramatic increases in productivity as they are able to
focus on the broader conceptual research questions.

The budgeting of these efforts has been designed to be cost neutral in terms of
salary and benefit costs in EC, allowing promotion of selected staff through the
hiring of lower graded, term Research Assistants. Continued support from HR,
AD, the Strategic Planning Committee, and the Commission for these efforts is
needed, as EC needs regular position audits, flexible recruitment and position
description development, and permission to promote highly productive and
widely recognized staff to above the full performance level grades.

Enhance staff writing, briefing, and presentation skills to better show-
case Commission expertise and capture the attention of busy customers.

Proposed Strategy: An ongoing challenge for EC staff is to continue to im-
prove writing, briefing and presentation standards to ensure that Commission-
generated knowledge and insights can be easily digested and used by our internal
and external customers. To meet this challenge, efforts in EC will be focused on
a range of topics from the way statutory reports are prepared to staff presenta-
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tions and briefings. The design and drafting of statutory reports will continue to
move towards the “inverted pyramid” style, reflecting a conclusions-first ap-
proach in how we describe information. Staff will continue to be encouraged to
focus on tight, focused presentations on various topics like those found in the
Executive Briefings on Trade (EBOTs), which were designed to allow staff to
share accumulated knowledge on relevant topics and practice using alternative
methods of presentation. Staff will also be encouraged to improve public brief-
ing and presentation skills, focusing on time-efficient presentations of relevant
information. In most cases EC will implement these efforts through internal
review and dissemination of “best practice” expetience. However requests may
be made for customized training on writing and presentation.
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Office of Industries
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2009 Human Capital Plan '

Challenges

s Increasing the analytic depth of work with a smaller, less experienced workforce
= Successfully operating with a broad span of management control

= Developing new cadre of analysts with outstanding project leadership skills

= Replacing significant technical and project leadership knowledge which has

been lost due to retirements/resignations

. Retaining mid-career analysts with world-class expertise in whom the Commis-
sion has significant investment

Proposed tools to address these challenges:

. A modest increase in the number of GS-14 analyst positions to meet challenges
associated with a broad span of control, the increasing complexity of analytic
work, the 15 percent reduction in ID’s size over the past few years, and competi-
tion for our most valuable analysts.

. Targeted recruitment efforts, using a variety of hiring authorities, with emphasis
on quantitative and communication skills. ID will continue to hold positions un-

til high-caliber candidates can be hired.

. Implementation of a robust training program to develop the knowledge needed
to support the demanding mix of knowledge the mission requires, and to im-
prove writing, briefing, and leadership skills.

= Increased use of purchased data, automated data collection technologies, the Li-
brary research staff and the Operations’ proposed Statistical Analysis and Data
Services Unit to increase productivity by allowing ITAs to focus on analysis vs.
data generation.

Workload

Current

ID continues to provide unique technical knowledge and project leadership in support of the
Commission mission, as addressed in Operations 1, 3, 4, and 5 (see figure).

29



Average industies workyear distribution, FY 2004-2008

Operation 1: 7%

Leave: 18%

Training: 7%

. Operation 3: 51% '
Administration: 11%

Operation 5: 6%

Operation 4: 4%

These shares vary within a fairly narrow band from year to year (e.g., over the past 5 years OP 1
ranged from 4 to 10 percent, OP 3 ranged from 44 to 58 percent, OP 4 ranged from 3 to 6
percent, and OP 5 ranged from 4 to 9 percent) in response to the nature of incoming work.

Against this backdrop, there is an increasing level of complexity in the issues ID is asked to
address in Title VIIs, statutory requests, and technical assistance (OPs 1, 3, and 5), e.g., the
quantification of NTMs affecting services trade in the Colombia 2104 and the Property and
Casualty Insurance 332. Requests for reports on miscellaneous tariff bills (OP 4) have trended
upward and cyclicality have been replaced by a steadier annual workload. In FY 2008, ID
provided advice on 775 bills.

Future

ID expects the trend of increasing complexity to continue, with additional emphasis on NTMs
in the Services sectors and the nexus of trade and labor, investment, IPR, regulation, and the
environment. ID’s Services Division and Program Managers (IPR, Investment, Environment,
and Labor) will continue to enhance their ongoing research programs and contributions to both
statutorily requested work and Commission generated publications (working papets, Journal of
International Commerce and Economics articles, Executive Briefings, etc). Continued Congtessional
interest in agricultural trade issues, preferential trade programs, and the textiles and apparel
sectors suggest that the pace of sector-specific statutory requests is likely to continue. There also
will be additional need to provide assistance in Title VIIs — both as analysts and investigators - as
“sunset”’review cases peak in FY 2010.

Interviews with the Administration’s transition team indicated an interest in increased technical
assistance requests. USTR has already begun using OP 5 to acquire information on tules of
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origin, an area that requires painstaking work and extremely detailed product knowledge. ID is
also resuming its practice of providing candidates for USTR (and Congressional) details, a
practice that offers tangible benefits to the Commission by increasing understanding of
customers’ needs, by building stronger professional relationships with customers, and by
providing opportunities for skill and career development for employees.

Skill set requirements

To meet requirements of the Commission’s mission, ID must develop and maintain deep,
technical expettise in over 50 major service, agriculture, and manufacturing sectors. For an
Industry Analyst to operate successfully at an expert level with unique microeconomic
knowledge requires 3-5 years of training in addition to an advanced degree.

ID’s goals are (1) to develop a team of expert analysts with excellent written and verbal
communication skills, which are critical for concise analysis and for efficient, productive team
efforts; and (2) to increase ID’s pool of experienced project leaders, a role that requires
leadership, foresight, organization, creativity, inspiration, and communication and collaborative
skills.

Solutions to the Challenges

ID’s challenges can be readily met with sufficient planning and consistent, sustained effort. ID
proposes to implementing four complementary strategies, including an increase in the number
of GS-14 positions, a strategic approach to hiring, a further emphasis on customized training
and knowledge transfer, and increased application of electronic data processing tools and
purchased data. '

GS-14 ITA positions

In the three years since elimination of mid-level (GS-14) supervisor positions, management has
closely monitored the span of control in ID to ascertain the impact on quality of research and
analysis, staff development, and supervisors. With the departure of more than a dozen highly
experienced staff, the challenges associated with a large span of control have increased.

However, ID Division Chiefs and the Office Director are in agreement that the most important
action to assist in managing a broad span of control and increasing productivity is to increase the
number of GS-14 analyst positions for those who demonstrate thought leadership, initiative,
consistently superior petformance, and mentoring/teamwork skills. Promotion to a GS-14,
ITA position depends both on the existence of complex work that justifies the grade and the
existence of employees capable of independently performing such work.

ID has been consetvative in its approach to such promotions and will continue to be. ID is not
proposing a change in the ID ITA career ladder at this time. As noted, promotion toa GS-14 will
depend on demonstrated, consistent excellence in a variety of skills including, inter akia:
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. Outstanding analytical ability
: Outstanding written and verbal communication skills

= Highly developed project leadership ability, including demonstrated interper-
sonal and team building skills, especially cross-office teambuilding

. Advanced quantitative skills, i.e., the application of higher level statistics, data
manipulation, and econometrics; and/or

. Recognized world-class expertise, as demonstrated by thought leadership, re-
quests for public presentations, negotiating support or experience, or regular
publications that advance understanding of trade-related, commodity or service
issues.

ID currently has 15 non-supervisory employees at the GS-14 level or above. This plan proposes
an additional eight GS-14 ITA slots in the long-term, although only about half of those positions
would be filled over the next two to three years. Each Division will have two lead ITAs and an
additional one ot two senior technical experts. Most of the candidates for promotion toa GS-14
are already at the GS-13/10 level. The total additional cost (salary and benefits) of promoting
four such analysts, for the entire two-year span envisioned in this plan, would be approximately
$64,544 ($32,272/year).

GS-14 Lead ITA

Lead ITAs help supetvisors ably handle a broad span of control by independently assuming
responsibility for mentoring, leadership, review, administrative, and developmental activities, in
addition to handling a commodity portfolio. These positions also provide opportunities for
employees with a demonstrated aptitude for leadership and management to hone these skills
under the direction of ID’s supetvisors, thereby developing a cadre of leaders who will be well
prepated to step up to supervisory positions as they become available.

GS-14 Senior ITAs

These positions require initiative, thought leadership, and analytical collaboration with both
other Commission employees and external experts. ID’s current Senior ITAs either (1) oversee
ongoing, cross industry research programs (IPR, investment, environment, labor,
standards/technical batriers to trade), or (2) have expertise in important, complicated areas (e.g.,
chemicals, metals, advanced trade/tariff data skills, production sharing). The latter group
represents former Branch Chiefs whose efforts have been refocused from performing
supetvisory duties to providing leadership on analytic products. The issue focus of the former
group (program managers) is echoed by the Office of Economics’ plan, which envisions
development of expertise in several of these research areas as well. Close cross office
collaboration, drawing from the strengths and focus of each office, will ensure that the
Commission is at the forefront of knowledge in these areas that are of increasing interest to trade
policymakers.

In addition to using Senior ITA positions to support programmatic expertise, ID will selectively
(either through classification audit or competitive procedures) use these positions to promote
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petsonnel with world-class knowledge and renown in complex product/industty sectors
combined with a high level of initiative and independence in thought and action. Such personnel
are valuable contributors to the Commission’s mission and typically enhance the productivity of
other employees (especially supervisors) due to their depth of knowledge and ability to act
independently. They also often represent a substantial developmental investment by the
Commission.

An added bonus to these benefits is that the availability of senior GS-14 ITA positions will both
help retain self-directed, expert thought leaders, as well as better positioning the Office to
compete when recruiting for highly qualified candidates at lower grades in the career ladder.

Recruitment strategies

With consistent, sustained recruitment, ID can meet expected mission requirements with 91
FTEs during the next two to three years. With 20 analysts currently retirement eligible, ID
expects the average experience level, and therefore grade, of its ITA workforce to continue to
decline in the near term. A staffing level of 91 over the next two years should allow ID to:

= provide personnel flexibility for the Commission to meet its strategic goals;
= meet customer’s needs for unique expertise and support in complex areas;
= continue analytical research in cross-cutting areas, including: the nexuses of

trade and investment, the environment, and labor; the impacts of intellectual
property regimes on competitiveness and trade; and the quantification of NTMs
or productivity measures in services, agriculture and other sectots.

To meet recruitment needs for highly skilled individuals, ID will use a mix of standard
recruitment tools, the career intern program, and Presidential Management Fellows (PMF). The
PMF program is a critical component of ID’s HCP. ID’s goal over the next three to five years is
to have one to two PMFs in each Division (ID currently has three in ID; one in CT and two in
ATM). The very high quality of PMF candidates, coupled with their interest in government
careers and management, offsets the higher initial costs associated with the program and meshes
well with ID’s need to develop project leaders, program managers, and lead analysts.

The plan also provides for re-skilling ID’s Trade Information Specialist (TIS) positions as
Research Assistants (RA) when these positions become vacant through attrition. Although the
RA career ladder will top out at a slightly higher level than the TIS ladder (GS-11 vs. GS-9), ID
will reduce the number of positions from five (one vacant since January 2007) to three. This
should result in cost savings.

The RA positions are envisioned to be similar to those created in recent years in the Office of
Economics and would require a mix of qualifications, including college level training in
economics and strong quantitative skills. The exact mix will be somewhat dependent on the
creation and evolution of the proposed Office of Analysis and Research Setvices, and RAs
would supplement and support the work of that office.
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Technology, Training, and Development

ID is committed to continuous productivity improvement, in terms of process and depth of
analytical knowledge. This HCP includes implementation of ongoing training programs, as well
as continued acquisition and utilization of databases and other quantitative tools. For example:
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Resumption of details to INV during Sunset reviews. This cross-office
training program increases efficiency within the Office of Operations and also
develops questionnaire, briefing, and leadership skills.

Continuation of project management training. The goal is to systematically
increase productivity by improving the caliber of project leaders and, by exten-
sion, continue the high quality of OP 1, 3, 4, and 5 products.

Development and implementation of e-learning training modules that
can provide instruction to new analysts and serve as a reference for expe-
rienced staff. This training initiative, a result of partnership with the Depart-
ment of Commerce, can provide consistency and greatly enhance productivity
and efficiency throughout the Commission.

New applications of information technology and purchased data re-
sources allow ID to leverage analysts’ skills, with concomitant increases
In the quantity and complexity of both statutory work and research. 1D
will continue to evaluate and develop automated tools that reduce time to collect
and manipulate data and will also rely on OP’s Office of Analysis and Research
Services (see Operations” HCP).

Continued use of the Office’s seminar series, ad hoc working groups, and
working papers to target development of expertise in areas of current in-
terest to policymakers.
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Office of Tariff Affairs and Trade

Agreements
R SO B A MO 1 i

2009 Human Capital Plan

Challenges

The prospect of several pending bilateral free-trade agreements (e.g., Korea, Malaysia, Panama,
Colombia) and an eventual Doha Round MTN agreement. On the basis of agreements
negotiated by USTR, TATA prepares draft annexes, which the President includes in his
proclamations to implement each agreement. In cases of bilateral agreements, TATA also
prepares the respective annexes for publication by the Commission on USTR’s behalf. While
there are many facets to these agreements, the biggest challenge is interpreting complicated
coding for negotiated staging of duty rates towards reduced or zero duty rates—no two
agreements are alike in this regard—and generating detailed staging tables for thousands of HTS
codes. This work has a long learning curve, and TATA has only one person with expetience. A
permanent assistant is critical for future succession planning.

An increasing number of miscellaneous tariff bill reports that are required with each successive
Congress. TATA is integral to this process from beginning to end, previewing proposed bills
before their introduction, retrieving bills from congressional web sites and organizing them for
assignment to ID for report preparation, tracking and reviewing all bi