Joe Brodnicki’s Questionnaire

Avoidance of Knowledge Loss Through Attrition

Instructions:

· Knowledge or skill can mean several different things.  We want to use a broad definition that could include anything an employee, or replacement for a specific job, would need to know from you that they could not get from anyone else.
· Do not include standard skills that are common to your particular job, or that are assumed for a particular certification or degree.
· A focus group of employees that you have identified met to come up with questions that would help us capture information that only you know.
· For each major piece of knowledge, tell us if the knowledge is written down somewhere or not and if anyone knows this information besides you.
· For each major piece of knowledge tell us how you learned this information.
· Questions are under major topics.  You should spend about 10 minutes on each topic.  If you need to add more information, you can add a Part 2.  Taping needs to be in 10-minute segments.
· Questions under each topic are suggestions of knowledge that we think could help us get to the information we would not have without your help.
· You will not be asked questions but will be allowed to talk on each topic.  You will get a short break between topics.  
· Do not wear white or bright colors for your taping.
· Please contact me if you have any questions or suggestions for your video session.

Sheila Wolf (swolf@cms.hhs.gov)

410-786-0099 

Questions:

Your Particular KSAs

· What are the most critical competencies and skills you needed for your job? 

· What would you say are key skills/activities/knowledge you have that others do not have but should have?

· Historical knowledge you have that is not written? -- Please consider your full HCFA/CMS career, including programmatic and organizational development experiences.

· What are the most critical competencies and skills needed to meet Regional Office training needs?

Projects and Focus

· What are the most important functions/tasks that you performed while in this position?  Why were they important?

· What are the opportunities available to your replacement?

· What projects did you leave incomplete?

· What projects do you see need immediate attention?

· What would you recommend your replacement do more of, less of, or differently and why?

· Describe how you have seen the agency change their management focus/style over the years.

· How do you think CMS managers are adequately prepared (not prepared) to deal with future changes?

· What do you see as the greatest management challenge?  What are your recommendations for overcoming this challenge?

· What can Central Office do to have the Regional Offices set aside money for travel for training?

· What management support did you need to do your job but did not get?

Teamwork – Based on your successful work with many diverse teams consisting of Central Office, Regional Offices, and others.

· What makes a great team?

· What makes one team work well and some not gel?

· How do you improve dysfunctional teams?

· Please share your insights into optimal team composition, including soft skills, technology, inter-generational experiences, etc.

Relationships

· People throughout the organization trust you as a sounding board. They know you are non-judgmental and keep confidences. How did you establish that trust?

· What actions can Central Office managers and staff take to make life (training or otherwise) better for the regions?

· What can Regional Office managers and training coordinators do to help Central Office work more closely and effectively with them?

· What are some of the biggest needs (training or otherwise) that Central Office hasn’t been meeting effectively?

· Sometimes CO and RO don’t deal honestly between components, sometimes between regions and sometimes between Regional Offices and Central Office.  How do you move past the history?

· What are some examples of effectively dealing with problems in these relationships?

· What can you synthesize for more effectively working together?

Diversity

· What are the diversity issues festering beneath the surface?

· How are people responding to the diversity hiring programs?

· How do people not of one of the targeted groups react when they are not getting those advantages?

· How can we deal with the resentments?  (Example:  They are hiring all young kids.  They don’t have the programmatic experience to know what they are doing.)

· Can you share those experiences and thoughts?

· What are you insights?

Leadership Training

· A lot gets lost between classroom and application.  What guidance can you give for translating training into application more effectively?

· Given your position as a confidante to many employees, what can CMS leaders and managers do to improve the quality of life for employees? Where is the low-hanging fruit?

· How can we reduce the impact of these problems?

· Being brutally honest and very candid, how do we maintain the skill sets we are teaching our own managers?

· How do you focus on the person and not the situation? 

