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PowerPoint Presentation

YN/ TRANSTTTIONS
LT TRANSFORMATIONS

in the Federal Government

The Honorahle David M Walker
Cormptroller General of the Linited States

Ciztober 2003
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We!:s'_.t:e.-r"s Passage from one state, stage, or place
E Ll to another: CHANGE

A movement, development or evolution
from one form, stage, or style to another
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GAQO’s
Strategic Plan
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GAO’s
High Risk
List

High Rizk Areas

Addressing Challengesin Broad-based Transformations
Protecting Information Systems Supporting the Federal Governmert and
The Mation's Critical Infrastrudtures

Stratedg c Human Capital Management*

U= Pogal Serdce Transfonmation Effotts and Long-Term Outlook®
Implementing and Tranzforming the MewDepartmernt of Homeland =ecurity
Modemizng F ederal Dizakility Programs*

Federal Real Propery*

Ensaring Major Technology Investments Improve Services

Fas A Traffic Contral Modemi zation

IR= Business Syatems Modetmization

LoD Systems Modernization

Providing B asic Financial Accountability

DoOD Firancial Management

IR= Finandial Management

Forest Service Finandal Management

F &8 Financial Management

Reducing Inordinate Program Risks

Medicare Program®

Collection of Unpaid Taxes

LoD Inventory Management

Student Financial &id Programs

HUD SingleF amily Mortgage Insurance and R ental Assidance Programs
Earned Income Credit Moncompliance

LoD Suppot Infragtrucure Management

Medicaid Program®*

Penszion Beneft Guaranty Comporation SingleEmployer Insurance Program *
Managing Large Procurement Operations More Efficienthyr

LoD Weapon Systems Acouistion

Department of Energy Contrac Management

MasA Contract Management

LoD Contrad Management

Designated High Risk

“Addiional authorzing legisation i likelyto be required a= one element of addre=sing this high risk area.
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Composition of Federal Spending

Composition of Federal
Spending

1983

Bl Defense Bl soclal Securlty Medlicare & Medicald
MNet Interest All other spending

Source: Budgat of fa Unitad Stetas Govammeant FY 2004, and F ¥ E00d idolSassdon Raviaw, Cfice of Mereganent and Bidget.
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Composition of Spending as a Share of GDP Under Baseline Extended

Composition of Spending as a Share of GDP

Under Baseline Extended

50 Percent of GDP
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20 Revenue

prii

Met [nterest Medicare & Medicaid
B zocial Security Al other spending

fioies: Inaddion tothe edqpimion of e cus, revenue as 3 shae of GDP inc reases through 2015 due 1o (1) real brRcdkiet cresp, (2) mone Bxmyers
be=c:oming s ubject 1o b AMT, and (3) e reased revenie fiom ax-deered retiementacoounts. Afier 2013, ievenueas 3 shareof GOF is bedd constant

This sim uationassumes currertly scheduled Social Sacunty benedts ane paidinfu toughoutthe simuaion peiod. ]
Source: GAC's Algust 2005 ardysis.
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Composition of Spending as a Share of GDP Assuming Discretionary Spending Grows with GDP after 2003 and All Expiring Tax Provisions Are Extended

Composition of Spending as a Share of GDP
Assuming Discretionary Spending Grows with GDP after 2003
and All Expiring Tax Provisions Are Extended
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hotes: Altwoughall expiing e cuts aneedended, revenue as a3 shae of GDP inceases hough 2013 due 1o (1) real brecket creep, (2) morne Epapers
be:orming = tbject o the AMT | and (3) in: 2ased revenue from wx-deferned edrerpent accounts . After 20135, revenueas a shaneof GDPis beld
corstant. This simuaion assumes tatournendy schedued Social Sec urity berdits ane paid in ful throughout the sim detion perod.

Souncs:; GACE August 5005 aralyEs.
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Selected Fiscal Exposures: Sources and Examples (End of FY 2002)

Selected Fiscal Exposures:

Sources and Examples
(End of FY 2002)

Explizit liabilities Fublicly hed debt (535 5400
Military and civiian penzsion and post-retirernent health ($2,67.3)
Yeteranz benefitz= pavable ($549)
Envirenmental and dizposal liabilities ($273)
Lean quarantees (528
Explicit financial Undelivered orders ($539)
commitments Leng-termn leazes (F50)

Explizit financial Unadjudicated claims ($9)

contingencies Fenzien Beneft Guaranty Corporation ($.36)
Other naticnal insurance programs (58)
Government corporations 8.9, Ginnie Mae

Implicit expozures implied by Debt held by gowernment accounts ($2,674)
current pelicies or the Future Sccial Security benefit payments ($3,549)*
public 'z expectations about Future Medicare Part A benefit payments ($5,231)°
the role of government Life cycle cost including deferred and future maintenance and
cperating costs tameunt unknoewn)
Gowernment Sponzsored Enterprizez{e. g., Fannie Mae and Freddie
[ ETS]

"Fﬁr&g for Social Secuntyand hiedicare Part Aare as of Janary 1, 2003, and are estimated owera FPoyvea period. These amounts reprasent
NP%Wand are net of debt hald bythe Trust Funds (81 378 billion for Sodal Securty and 2345 billion for Medicare Part ). The estimate ©or Social
Securityower an infinke hordzon would be $10.5 frillion according to the Social Securty Trustees' 2003 annual report. There is no infinite horizon
estimate for WMedcare induded in the bedicare Trustees' 2003 annual report.

Source: GAD analysis.
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Our Long-Term Fiscal Challenge: How Can We Begin to Address It?

Qur Long-Term Fiscal Challenge: How Can We
Begin to Address It?

Recognize that we are in a fiscal hole, and stop digging.
We also need to exercise more fiscal discipline on both

the spending and tax sides.

From a budget scoting perspective, assure that the
long-term cost of selected major spending and tax
proposals are quantified before legislation is enacted.

Assure that Social Security and Medicare trust funds
and existing entittement programs are solvent and
sustainable over time and aligned with 21 Century
economic, demographic, and other realities.
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Our Long-term Fiscal Challenge: How Can We Begin To Address It?

QOur Long-term Fiscal Challenge: How Can We Begin
To Address It?

Conduct baseline reviews of all major mandatory and
discretionary government programs, policies, and
functions on the spending and tax side.

Develop a set of key national indicators to assess

(1) America's position and progress over time and (2)
where we stand in relation to other nations.

Modernize the federal government's organizational
structure to make it more efficient, effective, and
responsive.

Reinforce the importance of proper accounting and

reporting issues.
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Lig: L FORMATION

1?:?19;?;;9 An act, process, or instance of
change in structure appearance,

or character

A conversion, revolution,
makeover, alteration, or
renovation
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Transformation is about creating
the future rather than perfecting the
past. Effective human capital

strategy Is key to any successful
transformation effort.
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The Case for Change

The Case for Change

* Government is on a “burning platform,” and
the status quo way of doing business is
unacceptable for a variety of reasons,
including:

+ Past fiscal trends and significant long-range challenges

+ Rising public expectations for demonstrable results and
enhanced responsiveness

Selected trends and challenges having no boundaries

Additional resource demands due to recent terrorism
events in the United States

Government performance/accountability and high risk
challenges, including the lack of effective human capital

strategies
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Transformation: A New Model for Government Organizations

Transformation: A New Model
for Government Organizations

Govemment organizations will need to:

Become less hierarchical, process-oriented,
stovepiped, and inwardly focused.

Become more partnership-based, results-oriented,
integrated, and externally focused.

Achieve a better balance between results, customer,
and employee focus.

Work better with other governmental organizations,
non-governmental organizations, and the private
sector, both domestically and internationally, to
achieve results.
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Transformation Has Different Dimensions

Transformation Has Different
Dimensions

DHS U. 8. Postal Service IRS DOE

Human Capital Strategy
Financial Management
Information Technology
Sourcing Strategy
Disability Programs

Real Property Management

Mlote: All of the above are on GAC'z High Rizk List te one
extent or the other.
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Keys to Making Change Happen

Keys to Making Change Happen

Commitment and sustained leadership
Demonstrated need for change

Process (e.g., employee involvement)
|dentifiable and measurable progress over time
Communication, communication, communication

Several other actions needed:
+ Strategic Plan
+ Core values
+ Qrganizational alignment

+ Recruiting, development, and succession planning
strategies

+ Performance measurement and reward systems

https://www.gao.gov/cg/2003/transition2004/img15.htmlI[12/9/2019 12:13:12 PM]
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In today’s world, organizations
that do not change may find
themselves headed for extinction.
At the same time, every organization
should have a set of core values
that can stand the test of time.
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Key Enablers for Effective
Performance Management

* People

+ Process

+ Technology
+ Environment

The most important of the four is PEOPLE —
an agency’'s human capital.
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People: Enabler of Transformation

People: Enabler of
Transformation

* |n knowledge-based organizations, people:
* Define an agency's character.
¢ Drive its capacity to perform.

e Effective strategic human capital management
approaches serve as the cornerstone of any
serious change management initiative.

* Hequires a long-term commitment to valuing
human capital as a strategic asset.
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GAO: Leading by Example (Change, Performance, and Human Capital Management)

GAO: Leading by Example

(Change, Performance, and Human
Capital Management)

+ Mission and vision clarification + Information technology

+ Gore values: accountability, + Knowledge management
integrity, reliability

: , + Financial management
+ Strategic planning

= _ + Client service/external agency
+ Organizational realignment relations

+ Definitions of success + Enhanced products and services

- Multi-tasking and matrix « Constructive engagement with
management agencies

- Procurement, contracting, and

b + Partnering with other accountability
acquigition

organizations
+ Human capital

https://www.gao.gov/cg/2003/transition2004/img19.htmlI[12/9/2019 12:13:18 PM]
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How GAO Has Addressed Its Human Capital Challenges

How GAQO Has Addressed lts Human
Capital Challenges

Administrative

HQ realignment & field office
restructuring

Self-azsezsment checklist
Human capital profile

Workforce & succession
planning

Employvee feedback sunvey &
suggestion program

Employvee Advisory Coundcil

Enhanced employvee
communications & participation

skills & knowledge inventory
Emploves preference survey
Freguent ther miles

Student loan repayment

Recruiting & college relations
Training/development
Hecognition & rewards
Flexitime & flexiplace

Business casual dress &
business cards

Enabling technologies
Cpportunityinclusivensss
Mentorbuddy programs
Commuting subsidy

Competency-baszsed employee
appraizal system

Human Capital Officer

Office of Opportunity &
Inclusiveness
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Legislation Addressing GAO’s Human Capital Challenges

Legislation Addressing GAO’s
Human Capital Challenges

Past

Broad-banding system for mission staff
Expedited hiring autharity (e ., internship program)
Special pay rates
Seniar level for technical staff
Targeted aarly out and buyout authaority (3 vears)
Revized BIF rules

Pending

Targeted aarly out and buyout autharity (permanant)
Annual pay adjustment rates

Fay retention provisions

Relocation benafits

Increased annual leave for upper level employees
Execitive exchange program

Fe-designation of "Genearal Accounting Office”to "Government Accountability
Oiffice”
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Competency-Based Performance Appraisal

Competency-Based
Performance Appraisal

Objective of hew system are to provide a;
2. Clear link to our strategic plan and core values

3. Fair, honest, accurate and non-discriminatory
assessment of performance based on standards that

are valid, properly applied, and transparent to
employees

4. A sound basis for enhancing the performance capacity
of all staff, rewarding high-performing staff, and dealing
with “below expected” performers
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Succession
Planning

Training

Competency Model

Achieving Besults
Maintaining Client and Customer Focus

Developing People
Thinking Critically

Career Improving Professional Competence

Planning Collaborating urith Others
Presenting Information Orally
Presenting Information in Yriting

Facilitating and Implementing Change

Representing GAOQ
Investing Hesources
Pay Leading Others
Decisions

Performance
Management

https://www.gao.gov/cg/2003/transition2004/img23.htmi[12/9/2019 12:13:23 PM]

Promotions

Recruitment

Work
Assignments
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Employee Feedback Survey

Employee Feedback Survey

« Employee Feedback Survey — to be administered
annually

Three 5uwe3'5 conducted so far — September 1999,
June 2002, July 2003

Key data source for people measures

* Benchmark where possible — primarily against OPM’s
2002 Human Capital Survey.

* General improvement from 2002 to 2003: positives
went up in 72 of B3 questions, with one area
remaining constant, and negatives went down in 53 of
83 questions, with one area remaining constant.
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People Measures to Assess GAQ's Performance in Human Capital Management

People Measures to Assess GAO’s
Performance in Human Capital
Management

While 21 items in the employee survey comprised
the people measures for 2003, three behaviors
provided the mechanism for the greatest
organizational change:

* Making good use of staff's skills and abilities

* Ensuring a clear link between performance and
recognifion

* Providing meaningful incentives for high
performance

https://www.gao.gov/cg/2003/transition2004/img25.htmi[12/9/2019 12:13:28 PM]
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Attracting and Retaining Staff

Attracting and Retaining Staff

+ Success in attracting a quality workforce

Number of employees hired (177) out of
those approved to be hired (180) = 98%

* New-hire acceptance rate = 72%

In FY03, 177 acceptances out of 246 offers
(69 declinations)

* Attrition = 7.7%
Retirees = 4.1%: non-retirees = 3.6%
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Developing, Supporting, and Using Staff

Developing, Supporting,
and Using Staff

o Staff Development

72% of GAQers responded favorably {composite
of 3 questions), resulting in a 1.0% absolute
Increase over 2002

3.Staff Utilization

71% of GAQers responded favorably {composite
of 3 questions), resulting in a 3.4% absolute
Increase over 2002
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https://www.gao.gov/cg/2003/transition2004/text27.html

Leading, Recognizing, and Listening to Staff

Leading, Recognizing, and
Listening to Staff

¢ Leadership

78% of GAOers responded favorably (composite of 10
guestions), resulting in a 2.3% absolute increase over
2002.

¢ Organizational climate

£1% of GAOers responded favorably {composite of 5
questions), resulting in a 4 4% absolute increase over 2002
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Benchmarking Results for 2003

Benchmarking Results for 2003

*+ GAO exceeded the government-wide average in 2 of 11
OPM benchmark questions, and it exceeded the private
sector benchmark in all 4 questions, as shown below.

| am given a real opportunity to 50%
improve my skills in my arganiZation

My job makes good use of my skills 70%
and ahilities

My wiork gives me a feeling of BE%
personal accomplishment

Considering evenything, how satisfied  67%
are you with your job?
Source: Federal Homan Capital Surwey 2002 anahysiz, exduding GAO column.
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GAO will continue to lead by
example and pursue benchmark
opportunities with entities in both
the public and private sectors.
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YN/ TRANSTTTIONS
LT TRANSFORMATIONS

in the Federal Government

The Honorahle David M Walker
Cormptroller General of the Linited States

Ciztober 2003
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