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U.S. EMPLOYMENT ISSUES

Å16 Million Unemployed U.S. Citizens 

Å4.4 Million Long-Term Unemployed
Å1.5 Million More Citizens Run Out of Unemployment Insurance by 
December 2009
ÅMaryland Unemployment from 4% to 7.3% in 12 Months
Å17% Unemployment in Elkhart, Indiana
ÅNational Unemployment 9.5% going to 10+%
Å150,000 College Graduates Enter 09 Workforce ς19.7% Who 
!ǇǇƭƛŜŘ ŦƻǊ WƻōΧ[ŀƴŘŜŘ hƴŜΦ

Source: U.S. Dept. of Labor & Statistics
White House
National Association of Colleges & Employers



270,000 
Federal Government Jobs 

to Be Filled in 3 Years!



Compelling Need for OPMto Deliver

ά¢ƘŜ CŜŘŜǊŀƭ DƻǾŜǊƴƳŜƴǘ Ƙŀǎ ǘƻ ǿƛƴ ǘƘŜ ǿŀǊ ŦƻǊ ǘŀƭŜƴǘ ƛƴ ƻǊŘŜǊ ǘƻ 
ǿƛƴ ǘƘŜ ƳǳƭǘƛǇƭŜ ǿŀǊǎ ƛǘϥǎ ŦƛƎƘǘƛƴƎ ŦƻǊ ǘƘŜ !ƳŜǊƛŎŀƴ ǇŜƻǇƭŜ άΣ said 
Max Stier, president and chief executive of the Partnership for Public 
Service, the think tank that conducted the survey of 35 federal 
agencies, representing nearly 99 percent of the federal workforce.

IMMEDIATE NEED:  Hire 270,000 workers for "mission-critical" jobs 
over the next three years

WHY:  Surge prompted in part by the large number of baby-boomer 
federal workers reaching retirement age

BUSINESS DRIVER, MISSION-CRITICAL JOBS:  Those positions 
identified by the agencies as being essential for carrying out their 
services. Recent work force study estimates that the federal 
government will need to hire nearly 600,000 people for all positions 
over President Obama's four years -- increasing the current 
workforce by nearly one-third. 



Can They?



FEDERAL GOVERNMENT & HIRING

ÅLead

ÅPlan

ÅExecute

ÅDeliver

The Office of Management & Budget (OMB), headed by Peter Orszag,

has called for reduced spending on outside contractors. 

(Photo By Chip Somodevilla-- Getty Images)

Source: Congressional Hearing, June 2009



Federal Government: Leadership

Source: Congressional Hearing, June 2009
OMB memo (section III. Hiring Reform) can be found at 

http://www.whitehouse.gov/omb/assets/memoranda_fy2009/m09-20.pdf

ÅOffice of Personnel & Management (OPM) Director John 
Berry appeared in Congressional hearing and expressed his 
frustration with the dysfunctional nature of OPM

ÅPeter Orszag, director of OMB told agency leaders June 
15th (including OPM) they have until Dec.15th (6 months) to 
complete 4 hiring tasks designed to fix basic federal hiring 
practices. 

In Comparison: Federal Government gave GM and Chrysler 90 Days To
5ŜǾŜƭƻǇΣ tǊŜǎŜƴǘ ŀƴŘ Dŀƛƴ CŜŘΦ Ψ.ŀƛƭƻǳǘΩ !ǇǇǊƻǾŀƭ ƻŦ ¢ƘŜƛǊ ¢ǳǊƴŀǊƻǳƴŘ tƭŀƴǎ

http://www.whitehouse.gov/omb/assets/memoranda_fy2009/m09-20.pdf
http://www.whitehouse.gov/omb/assets/memoranda_fy2009/m09-20.pdf
http://www.whitehouse.gov/omb/assets/memoranda_fy2009/m09-20.pdf


Plan ςMemo
June 11, 2009 

M-09-20 
MEMORANDUM FOR THE HEADS OF DEPARTMENTS AND AGENCIES 

FROM: Peter R. Orszag
Director 

{¦.W9/¢Υ tƭŀƴƴƛƴƎ ŦƻǊ ǘƘŜ tǊŜǎƛŘŜƴǘΩǎ CƛǎŎŀƭ ¸ŜŀǊ нлмм .ǳŘƎŜǘ ŀƴŘ tŜǊŦƻǊƳŀƴŎŜ tƭŀƴǎ 

Our country faces extraordinary challenges ςfrom jump-starting our economy and rebuilding our 
infrastructure, to transforming our energy supply and slowing global warming, to reducing health care 
costs and expanding health insurance coverage, to educating our children and retooling our workforce, 
to fulfilling our obligations to our servicemen and women and our veterans and achieving diplomatic 
and military success overseas. To meet all of these challenges, and the many others our Nation faces, 
we must transform our government to operate more effectively and more efficiently. 

Our goal is to build a transparent, high-performance government capable of addressing the challenges 
of the 21st century. The American people deserve a government that works, where the public interest 
is prioritized, where the impact of government spending is transparent and held to high, objective 
standards, and where results and good management matter. 

The FY 2011 Budget will be an important step in the President's effort to change how Washington does 
business and put our fiscal house in order. The FY 2011 Budget will continue the work needed to build a 
new foundation of long-term economic growth, job creation, and prosperity. To be successful, we must 
focus resources on our highest national priorities, including investments in health reform, clean energy, 
and education. At the same time, we must enforce fiscal discipline, making sure that we invest in 
what works, do not waste taxpayer dollars on programs that do not work or are duplicative, and 
improve performance across the board. 
This memo provides specific guidance on four deliverables for agencies: 

Identification of a limited number of high-priority performance goals. 
Submission of the FY 2011 Budget. 
Steps to reform agency hiring processes. 
Steps to improve employee satisfaction and wellness. 



Plan ςMemo Excerpts ŎƻƴǘƛƴǳŜŘΧ

I. Identifying Agency High-Priority Performance Goals 

Identification of agency high-ǇǊƛƻǊƛǘȅ ǇŜǊŦƻǊƳŀƴŎŜ Ǝƻŀƭǎ ƛǎ ŀ ŦƛǊǎǘ ǎǘŜǇ ǘƻǿŀǊŘ ŘŜǾŜƭƻǇƛƴƎ ǘƘŜ tǊŜǎƛŘŜƴǘΩǎ ŀƎŜƴŘŀ 
for building a high-performing government. There will be regular reviews of the progress agencies are making to 
improve performance in priority areas including problems they encountered and plans to address those problems. 
To prepare for these reviews, each agency is asked to identify a limited a number of high-priority goals and begin 
to define the strategies and means to achieve them. 

The requirements of this section focus on the near-term achievement of high-priority performance goals, as 
ƻǇǇƻǎŜŘ ǘƻ ǇƻƭƛŎȅ ŀƴŘ ōǳŘƎŜǘ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ǘƘŜ !ŘƳƛƴƛǎǘǊŀǘƛƻƴΩǎ ƭŜƎƛǎƭŀǘƛǾŜ ŀƎŜƴŘŀΦ Agencies will address 
their full budget and policy priorities in their FY 2011 Budget and performance submissions, including their 
strategic plans. Additional guidance on agency performance and strategic plans will be forthcoming in Circular A-
11. The agency goals identified for this purpose should generally have: 
High direct value to the public or reflect achievement of key agency missions, as opposed to being focused on 
internal agency management or other administrative priorities. 
Congressional authorization and appropriations required for successful implementation; though additional 
legislative changes may also be identified to contribute to success. 
Coordination, operational, or other implementation challenges including across multiple agencies that once 
resolved, will likely lead to improved effectiveness or efficiency. 
Performance outcomes which can be clearly evaluated, and are quantifiable and measureable in a timely 
fashion. 
Significant challenges unlikely to be overcome without a concerted focus of agency resources. 

In developing these goals, agencies should engage with and consider input from Congressional authorizers and 
appropriators, OMB, EOP policy councils as well as agency program and management leadership, front-line 
employees, external partners, the public, and other stakeholders. 



Federal Government: Execute

For full report, including scope and methodology, go to http://www.gao.gov

Search on report GAO-09-529 or contact Valarie C. Melvin, melvinv@gao.gov

OPM Execution Experience
Complex Project: Point of Reference. . .

April 2009
GAO Report to Congressional Committees

(GAO ς09 ς529)
Title: Office of Personnel & Management (OPM)

Retirement Modernization Planning & Management 
Shortcomings Need to Be Addressed

For the past two decades, the Office of Personnel & Management
(OPM) has been working to modernize the paper-intensive processes 
and antiquated systems, with 3 million lines of code, used to support 
the retirement of federal employees. By moving to an automated 
ǎȅǎǘŜƳΣ hta ƛƴǘŜƴŘǎ ǘƻ ƛƳǇǊƻǾŜ ǘƘŜ ǇǊƻƎǊŀƳΩǎ ŜŦŦƛŎƛŜƴŎȅ ŀƴŘ 
effectiveness.

http://www.gao.gov/


OPM: Retirement Modernization Project

For full report, including scope and methodology, go to http://www.gao.gov

Search on report GAO-09-529 or contact Valarie C. Melvin, melvinv@gao.gov

Project/Initiative Highlights
1987, FERS Automated Processing System began (FAPS)

After 8 years of planning, stopped for re-evaluation

1997, 2nd initiative, Retirement Systems Modernization (RSM) begun

2001, 3rd initiative, RSM number two

2006, 3 Contracts awarded - Hewitt Assoc., Accenture, Northrop 
Grumman  - $361 million combined

2008, Program renamed RetireEZ, included DBTS technology solution

February, 2008 limited functionality deployment to 26,000 users

October, 2008 technical issues unresolved, contract terminated

http://www.gao.gov/


OPM: ModernizationCapabilities & Status

For full report go to http://www.gao.govSearchon report GAO-09-529 or contact Valarie C. Melvin, melvinv@gao.gov

1 An integrated database of retirement information accessible to OPM and agency 
retirement processing personnelςPartially Implemented

2

3

4

Enhanced customer service that support customer needs and self-service tools ςPartially 
Implemented

Automated submission of retirement information through interfaces with federal agencies 
ςNot Implemented

Web-accessible, self-service retirement information for active and retired federal 
employees ςNot Implemented

5 A consolidated system to support all aspects of retirement processing ςNot Implemented

7 Standardized systems for determining and calculating retirement benefit that is 
integrated with the retirement information database and is accessible to OPM and 
federal agencies ςNot Implemented

6 Electronic case management system to manage retirement applications and processes ς
Not Implemented

http://www.gao.gov/


htaΩǎ aƻŘŜǊƴƛȊŀǘƛƻƴΥ D!hΩǎ !ǎǎŜǎǎƳŜƴǘ

For full report go to http://www.gao.govSearch on report GAO-09-529 or contact Valarie C. Melvin, melvinv@gao.gov

{ƛƴŎŜ нллрΣ ǿŜ ƘŀǾŜ ŎƻƴŘǳŎǘŜŘ ǎŜǾŜǊŀƭ ǎǘǳŘƛŜǎ ƻŦ htaΩǎ ǊŜǘƛǊŜƳŜƴǘ
modernization noting weaknesses in its management of the initiative. In
February of that year, we reported that the agency lacked processes for
retirement modernization acquisition activities, such as determining
requirements, developing acquisition strategies, and implementing a risk
program. Further, the agency had not established effective security
management, change management, and program executive oversight.
We recommended that the Director of OPM ensure that the retirement
modernization program office expeditiously establish processes for
effective oversight of the retirement modernization in the areas of system
acquisition management, information security, organizational change
management, and information technology (IT) investment management.

2009, Few Planned Capabilities Have Been Implemented,
and Future Efforts Are Not Guided by a Complete Plan
OPM remains far from fully implementing the retirement modernization 
capabilities described when it documented its plans for RetireEZin 2007. While 
the agency has taken steps to restructure the RetireEZprogram without the 
DBTS contract, it has not developed a plan to guide its future modernization 
efforts.

http://www.gao.gov/


Concerned U. S. Senators: Take Action

Sens. Daniel K. Akaka (D-Hawaii) and George V. Voinovich (R-Ohio), the top two 
members of the Senate subcommittee on oversight of government management, the 
federal workforce and the District of Columbia, have introduced legislation they say 
will streamline hiring.

ά!ƳƻƴƎ ƻǘƘŜǊ ǘƘƛƴƎǎΣ ǘƘŜ CŜŘŜǊŀƭ IƛǊƛƴƎ tǊƻŎŜǎǎ LƳǇǊƻǾŜƳŜƴǘ !Ŏǘ ǿƻǳƭŘ ǊŜǉǳƛǊŜ 
agencies to -- trumpets, please -- post brief, clear job announcements in plain 
writing. It says something about Uncle Sam's dense bureaucratic mind-set if 
legislation is needed to produce simple announcements that generate more 
ƛƴǘŜǊŜǎǘ ǘƘŀƴ ŦǊǳǎǘǊŀǘƛƻƴΦέ,  The Washington Post reported.

Max Stier, president of the Partnership for Public Service, άFederal hiring remains a 
cumbersome process for many agencies, applying for a federal job should not 
ǊŜǉǳƛǊŜ ǘƘŜ ǇŀǘƛŜƴŎŜ ƻŦ Wƻō ŀƴŘ ǘƘŜ ŎƻǳǊŀƎŜ ƻŦ 5ŀǾƛŘΦά  

"Most government agencies have been historically passive, announcing jobs and 
waiting for people to line up," said Mr. Sanders, who served as associate director for 
policy for the Office of Personnel and Management before joining the national 
intelligence office. 

The full bill can be read at: akaka.senate.gov/public/documents/FHPA.pdf.



OPM Solution: Outsource HR 
The Office of Personnel Management Needs Help Managing its Personnel. 

September 15, 2009
(The Washington Post, Fed Page, by: Joe Davidson)

OPM is seeking an outside contractor to provide personnel services at its headquarters. 
"The Talent Service Group is responsible for providing high quality human resource 
services and products that help recruit and retain the best talent for the Office of 
Personnel Management," says the solicitation for commercial services. "Due to a 
recent increase in workload and staff turnover [that] has created a manpower 
shortage, the Talent Service Group needs to obtain contractor human resources 
support services." 
This comes at a time when the White House is trying to rein in spending for outside 
contractors, and OPM Director John Berry and Congress are pushing for reform of the 
government's hiring process. The OPM developed a streamlined hiring plan during the 
Bush administration, but agencies largely ignored it. Now, the Office of Management and 
Budget is riding shotgun with the OPM, and together the two White House offices are 
making hiring reform a priority. 
But that job apparently is so big, the OPM needs help doing it. Companies were told to 
submit their bids by 10 a.m. last Thursday. The list of services to be provided is so 
extensive that it makes you wonder what will be left for OPM employees to do. 
According to the solicitation, the contractor will be required to: 
-- "Provide comprehensive staffing and placement services covering a variety of 
occupations/series/grade levels . . . in both the competitive and excepted services." 
-- "Provide staffing case work and management advisory services . . . from recruitment 
through the final selection and closing out the case file."

http://www.washingtonpost.com/wp-srv/politics/documents/OPM_Combined_Synopsis_Human_Resources_Specialist.pdf


What Others THINK!

The OPM's contracting out is indicative of an agency that has lost its 
"capability not only to service their own organization, but also to set policy 
and conduct oversight of other agencies' human capital programs,"said 
Linda Rix, co-chief executive of AvueTechnologies. "I consider it a very 
serious problem." Avueis a government contractor, supplying computer 
operating systems for agency HR activities. 

But Rixsaid her company believes that the type of work the OPM seeks to 
farm out should be done by federal employees because giving that 
assignment to consultants "weakens the alignment between HR operations 
and the mission of the agency. And that could lead to a mismatched 
workforce." 

Without a strong internal human resources operation, as Rixpoints out, 
agencies risk getting a workforce that doesn't understand the mission of the 
agency. And what could be more fundamental to the Office of Personnel 
Management's mission than managing its own personnel? 



GOVERNMENT RISKS OF INACTION

We must transform our government 
to operate more effectively and more 
efficiently. . .

άhǳǊ Ǝƻŀƭ ƛǎ ǘƻ ōǳƛƭŘ ŀ ǘǊŀƴǎǇŀǊŜƴǘΣ ƘƛƎƘ-performance 
government capable of addressing the challenges of the 
21st century. The American people deserve a government 
that works, where the public interest is prioritized, where 
the impact of government spending is transparent and 
held to high, objective standards, and where results and 
ƎƻƻŘ ƳŀƴŀƎŜƳŜƴǘ ƳŀǘǘŜǊΦέ 

Quote: Peter Orszag, Director, The Office of Management & Budget (OMB)



So What Does 
This Mean?



Time to Embrace Innovation ς
ÅOptimize Hiring Process 

ÅEstablish New & More Aggressive 
Performance Objectives

ü Example: From 90+ Days to 36 
Hours to Select Candidates for  80% 
of Vacancies



Innovate/Re-Invent The Business Model

HOW?
ÅPartner Networks
ÅStakeholders
ÅEnabling Technology
ÅOptimized Operations

WHO?
ÅCustomers
ÅCustomer Segments

BENEFIT STREAMS

üStakeholders

üCustomer Relationships

üDistribution Channels

WHAT?
ÅOffer
ÅCustomer Relationships
ÅDistribution Channels

OPM

Virtual-Hiring

Model &

Technologies 
Platform

COST STRUCTURE

üKey Activities

üKey Resources

Innovative Virtual-Hiring Business Model & Enabling Technology Platforms, Developed by SMITH-TRG



Risk of Hiring Failure

ÅPain Prolonged
üDefer adding $13.5 Billion + to 
Nations Economy -- Economic 
Benefit Value of 270,000 New Hires
üMaintain Non-Transformational 
Workplace Culture
üContinue Wasteful Spending

ÅTaxpayer Loss of Confidence
üIn Government Leadership
üGovt. Money Management
üGovt. Innovation Management
üGovt. Execution Management
üGovt. Efficiency Management



Puts At Risk: All Initiatives

ÅHealth Care Reform
üNEED: In-House Leadership to 
Design, Build, Manage & Deliver as 
tǊƻƳƛǎŜŘ ΨaŜŀǎǳǊŀōƭŜΩ tŜǊŦƻǊƳŀƴŎŜ 
Improvement Results

üWITHOUT TALENT: Unable to 
Demonstrate Proof of Success

ÅCyber Security

ÅConsumer Protection

ÅAll Others. . .


