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(1)

PUBLIC SERVICE FOR THE 21ST CENTURY:
INNOVATIVE SOLUTIONS TO THE FEDERAL
GOVERNMENT’S TECHNOLOGY WORKFORCE
CRISIS

TUESDAY, JULY 31, 2001

HOUSE OF REPRESENTATIVES,
SUBCOMMITTEE ON TECHNOLOGY AND PROCUREMENT

POLICY,
COMMITTEE ON GOVERNMENT REFORM,

Washington, DC.
The subcommittee met, pursuant to notice, at 10 a.m., in room

2154, Rayburn House Office Building, Hon. Thomas M. Davis
(chairman of the subcommittee) presiding.

Present: Representatives Davis, Horn, and Turner.
Staff present: Melissa Wojciak, staff director; Amy Heerink, chief

counsel; George Rogers, counsel; Victoria Proctor, professional staff
member; James DeChene, clerk; Mark Stephenson, minority profes-
sional staff member; and Jean Gosa, minority assistant clerk.

Mr. TOM DAVIS OF VIRGINIA. Good morning. I would like to wel-
come everyone to today’s oversight hearing on the information tech-
nology human capital management crisis facing the Federal Gov-
ernment. As many of you know, the GAO added human capital
management for the Federal Government to its annual high risk
list in January of this year. Governmentwide, we face significant
human capital shortages that will only get worse as 35 percent of
the Federal work force becomes eligible to retire in the next 5
years. The numbers are even more startling in highly specialized
fields, where the government is recruiting in direct competition
with the private sector. Nowhere is this more evident than with the
technology work force. It is estimated that 50 percent of the gov-
ernment’s technology work force will be eligible to retire by the
year 2006.

Today’s hearing will examine the problems the Federal Govern-
ment faces in recruiting and retaining technology workers, as well
as the challenges facing the government in competing against the
private sector for this highly skilled highly sought after work force.

Over the past decade, the Congress and the government have
worked together to bring about significant management reforms.
We have passed financial management reforms, information tech-
nology management reform, acquisition reform and government
performance and results legislation. But unfortunately, no one has
updated the laws and regulations governing the management of
the government’s single most valuable resource, its people. The pri-
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vate sector long ago made an end-to-end review of human resources
management and learned a lesson our government has yet to recog-
nize. A company’s value is only as strong as the people that come
through the door, and those people who come through the door
every day bring knowledge, new ideas and innovation.

A recent KPMG report on human capital management within the
Federal sector noted that government is operating with personnel
tools utilized and developed in the 1950’s and 1960’s. The same
study noted that industry undertook major human management re-
form in the 1980’s, followed by ongoing updates that occur as often
as three times a year.

For the past decade, the government managed through minimum
mandatory personnel ceilings and hiring freezes. Today we see the
results in nearly every GAO report on a wide range of government
programs. For instance, the Department of Defense lost so many of
its civilian personnel, the Pentagon faces growing challenges in
managing weapons acquisitions and logistics. This is coupled by
the fact that 50 percent of the remaining DOD acquisition work
force is eligible to retire by the year 2002.

A July 2001 Department of Energy Inspector General report
found that recruitment and retention of highly skilled technical
personnel has fallen so far behind that the Department was failing
to meet mission goals. Specifically, the work force at DOE has been
downsized by 24 percent over a 3-year period without any strategic
planning by agency leadership. This led to a 2-year shutdown at
Livermore’s plutonium facility, as there were not enough Federal
personnel in place to oversee daily operations.

At NASA downsizing has left the space shuttle launch team
short of qualified personnel to oversee shuttle safety and launch ac-
tivities.

Unfortunately, I could share with you many additional examples
within Federal agencies. Today we must address this reality, both
in the long- and short-term. First and foremost, we must move be-
yond black and white arguments for and against outsourcing as a
part of a comprehensive human capital strategic planning initia-
tive.

I am encouraged that the Office of Management and Budget this
year requested work force analysis reports from all executive agen-
cies that include identifying future personnel needs, succession
planning, and recruitment and retention strategies. I would like to
request that the GAO review these reports that were due into OMB
on June 29 to see if agencies are actually tackling this challenge.

In addition, I am heartened that human capital is expected to be
a part of every agency’s performance plan. In the coming months
I plan to work closely with the GAO, Federal employee groups, the
private sector, and the administration to identify additional steps
that must be taken to allow the government to address the human
capital crisis.

While it is my firm belief that the larger human capital manage-
ment crisis will not be solved without the efforts of the Congress,
the administration, Federal employees, and the private sector, we
have to look to more immediate solutions to solve the work force
shortages faced in highly skilled technical areas to ensure that gov-
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ernment agencies are able to effectively and efficiently perform
their missions while enhancing service delivery to the taxpayers.

Today, e-government is a top priority for the Federal Govern-
ment. The promise of e-government is revolutionary, but we face
severe implementation challenges. As we heard at a hearing on ac-
quisition reform before this subcommittee in May, too many of our
complex IT procurements continue to fail, upwards of 40 percent.
In addition, we have over 1,300 different e-government initiatives
under way. But we have no measurement of which projects are
worthwhile or which should be expanded across agency or across
government to truly make service more accessible.

I am pleased the administration has just named an Associate Di-
rector of Information Technology within OMB and a new eGov
council to review and assess IT spending. However, I believe we
need individuals who can work daily on reviewing the status of IT
modernizations or cross-agency initiatives to assist in the success
of this new team. Unfortunately, the government can’t attract mid-
level IT managers who can perform these functions.

That is why I have introduced legislation today to create a Digi-
tal TechCorps. I believe we can help government transform itself
by creating a new vision of public service for the industry. Accord-
ing to the National Academy of Public Administration study on the
Federal IT work force, the primary barriers to recruiting new IT
workers are salary and length of time between job announcement
and the actual hiring of an individual. Moreover, of the five cat-
egories identified by IT professionals when considering job opportu-
nities, the Federal Government received a low score in all but one
category. The creation of a tech corps would help eliminate those
hurdles.

First, my proposal sets up an exchange program that can begin
as soon as an agency negotiates an exchange agreement with a pri-
vate sector entity. Next the private sector individual will come into
government at the GS–12 to 15 levels for a period of up to 2 years.
But they will continue to receive pay and benefits from their pri-
vate sector employer. In addition, the Federal Government’s mid-
level IT managers will have the opportunity to go to work in the
private sector for up to 2 years, while retaining their government
pay and benefits.

This type of public-private exchange program will allow for great-
er knowledge and understanding between the public and private
sectors. I believe it will foster greater innovation and partnership
for government. I think it is a win-win scenario.

The Federal Government sits on the brink of tremendous oppor-
tunity. We must utilize every opportunity available to us to achieve
real transformation. This includes a comprehensive review of our
human capital management. For too long the Federal Government
has been considered the employer of last resort, this despite the
tireless efforts of Federal employees who continue to be treated as
costs to be cut rather than the greatest asset of every agency and
bureau within the government.

I look forward to discussing what creative solutions can be
brought to bear against the looming crisis facing our government
today. The subcommittee will hear testimony from David Walker,
Comptroller General of the General Accounting Office, Kay Coles
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James, the new Director of the Office of Personnel Management,
and Stephen Perry, the Administrator of the General Services Ad-
ministration.

On our second panel we will hear from Dr. Steve Kelman of the
John F. Kennedy School of Government, Harvard University; Mr.
Martin Faga, the CEO of Mitre Corp., representing the National
Academy of Public Administration; and Dr. Ernst Volgenau, CEO
of SRA International, representing the Information Technology As-
sociation of America; Mr. Steve Rohleder, the Managing Partner of
Accenture.

I now yield to Congressman Turner for his opening statement.
[The prepared statement of Hon. Thomas M. Davis of Virginia

follows:]
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Mr. TURNER. Thank you, Mr. Chairman. Today’s hearing will
focus on the challenges the government faces in attracting and re-
taining a skilled information technology work force, and on possible
innovative approaches to addressing those challenges.

This hearing is very timely. Despite the recent slowing growth of
the U.S. economy, the unemployment rate still remains below 5
percent, and it has been there since 1997. We know that much of
the employment growth that has occurred in this economy has been
attributed to the growth of information technology, and the rise of
the so-called dot.coms. The demand for highly skilled information
technology workers has consequently grown at an unusually rapid
pace, despite the recent downturn in our economy, and the result-
ing layoffs that we have seen.

A recent study by the Information Technology Association of
America found that U.S. companies will seek to fill 900,000 new IT
positions in the near future, and 425,000 of those positions will go
unfilled because of lack of applicants.

The shortage of information technology workers is exacerbated in
the Federal sector for a variety of reasons, the disparity in pay be-
tween the private sector and the government. Two years ago, the
Commerce Department found that starting salaries for computer
science graduates from the Federal Government averaged $10,000
to $15,000 less than the starting salaries paid in the private sector.
The Office of Personnel Management has recently attempted to ad-
dress this disparity, and I look forward to hearing from the direc-
tors this morning regarding progress that we have made.

We also need to examine the important nonpay benefits, such as
training for career advancement opportunities and family friendly
benefits, flexible work schedules, and meaningful recognition for in-
dividual performance as a way to attract and retain individuals
with information technology skills. With its generally recognized
good benefits packages, this is an area the Federal Government
may be able to use to help attract IT workers.

I was pleased yesterday that this committee’s bill regarding al-
lowing Federal employees to keep their frequent flyer miles was
passed on the floor of the House, a small step toward increasing
attractiveness of Federal employment. I commend the chairman for
the legislation that he has announced today on the Digital
TechCorps. I think it is an innovative approach to business by cre-
ating an exchange program between the public and the private sec-
tors for technology managers.

Mr. TOM DAVIS OF VIRGINIA. I could hear you fine, just for the
record.

Mr. TURNER. Particularly that last sentence. And I do, Mr.
Chairman, look forward to working with you on this innovative
idea.

Thank you.
[The prepared statement of Hon. Jim Turner follows:]
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Mr. TOM DAVIS OF VIRGINIA. Thank you very much. Mr. Horn.
Mr. HORN. Thank you, Mr. Chairman. This is one of the most

leading issues that affects the executive branch, the legislative
branch, government all over America. And I commend the Comp-
troller General, Mr. Walker, who has been on this for months, and
that’s human capital, not just building bridges and everything else.
They’re important, but if we don’t educate our human capital the
government will not have the talent it should have.

The President of the United States should tell everyone of his po-
litical appointees that you spend a few days on a college campus,
either the community colleges, the private colleges, the State uni-
versities, which are the ones that really turn out most of the indi-
viduals that go into the government. The Services have done well
with upgrading their people, sending them off to universities for
master’s degrees, doctor’s degrees, and that has happened.

We also ought to think about the retirees that are gone in some
areas, private, public, local, State, Federal, and these are very tal-
ented people. They still have a lot to give and we ought to work
with those individuals, have retraining, have a chance to upgrade
their skills and help us. And those of us in Congress who are elect-
ed, we ought to be out to the college campuses and doing what we
know, that you never get as much responsibility in many of the
service opportunities with millions of dollars of equipment, millions
of dollars in human capital, and we ought to also start with the De-
partment of Education to work with those that know how to edu-
cate people in IT and that they must do some work basically on the
campuses in their area, and we ought to be there right with people
from the executive branch and without that, and we ought to start
in kindergarten on educating people. And I think it’s a shame when
we are importing people from abroad when these are $60,000 jobs
you’re talking in technology, and there ought to be a sequential
education in terms of logic, computing, a liberal arts education, a
number of things. And we ought to get to it right now.

Thank you, Mr. Chairman.
Mr. TOM DAVIS OF VIRGINIA. Thank you very much, Mr. Horn.

I’ll now call on our first panel of witnesses to testify. David Walker,
the Comptroller General of the General Accounting Office; Kay
Coles James, the Director of the Office of Personnel Management.
This is your first time. Is it your first time up here, Kay?

Ms. JAMES. Absolutely, yes.
Mr. TOM DAVIS OF VIRGINIA. Kay is a Fairfax County veteran,

served on the school board when I was chairman of the county
board. It’s great to have you here. And Stephen Perry, the Admin-
istrator of the General Services Administration. If you would just
please rise. It’s the policy of this committee that all witnesses be
sworn before they testify.

[Witnesses sworn.]
Mr. TOM DAVIS OF VIRGINIA. Thank you very much. You can be

seated. We have read everybody’s statement. What I’d like to do is
try to sum up in 5 minutes. You’ll have a light in front of you. It’s
green but after 4 minutes it turns orange and that gives you a
minute to sum up, and then we’ll go right to questions.

Thank you very much. Mr. Walker, we’ll start with you and move
straight down.
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STATEMENTS OF DAVID WALKER, COMPTROLLER GENERAL,
U.S. GENERAL ACCOUNTING OFFICE; KAY COLES JAMES, DI-
RECTOR, OFFICE OF PERSONNEL MANAGEMENT; AND STE-
PHEN PERRY, ADMINISTRATOR, U.S. GENERAL SERVICES
AGENCY
Mr. WALKER. Thank you, Mr. Chairman. It’s a pleasure to be

here today to address the Federal Government’s human capital or
people challenges with a specific emphasis on the information tech-
nology and acquisitions work forces. I would ask that my entire
statement be inserted into the record, Mr. Chairman, and I will
move to summarize that statement at this time.

GAO, as you know, designated human capital strategic planning,
or I should say the lack thereof, as a high risk area in its January
2001 high risk update. This is due in part to the after effects of
the downsizing of the Federal Government in the 1990’s. Those
after effects include a smaller government, but one that is out of
shape with skills and balances in major success planning chal-
lenges. Many agencies and functions are at risk of not being able
to effectively achieve their mission in the future as a result of these
challenges. The acquisition and the IT work forces, based upon the
preliminary work that we’ve done, appear to be at above average
risks as compared to other Federal agencies and functions in the
human capital area. Failure to effectively address these human
capital challenges in a timely, reasonable and responsible manner
will have serious adverse consequences.

First, it will serve to reduce the economy efficiency and effective-
ness along a broad range of governmental activities. Second, it will
slow the effects of government’s attempt to better connect itself
with its citizens and to improve overall responsiveness. And in ad-
dition, it will end up serving to increase potential national security
or personal privacy threats associated with rapidly evolving tech-
nologies and related trends.

Human capital strategic management is not the only high risk
area with people dimensions on GAO’s latest high risk list. For ex-
ample, we noted that the IRS, the FAA and the DOD’s systems
modernization efforts are also deemed to be high risk. Clearly the
people aspect of these areas represent a major contributing factor
to the high risk designation. In addition, DOD and NASA’s contract
management functions are also deemed to be high risk. Clearly, the
people element associated with these functions are a major contrib-
uting factor as to why they’re deemed to be high risk.

Irrespective of whether certain governmental functions are per-
formed or—pardon me. Even if certain governmental functions are
performed by contractors, it is absolutely essential that the govern-
ment retain an adequate number of skilled and knowledgeable pro-
fessionals to be able to maintain—to be able to manage cost, qual-
ity and performance of said contractors. All too frequently this is
not the case.

In addition, DOD’s weapons acquisitions programs and practices
are also on our high risk list, in part because of the planned turn-
over of key program officials which serves to decrease the effective-
ness and the accountability of these major development programs.

And there are various Federal programs that are on our high
risk list, of which the human capital dimension is a major contrib-
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uting factor, including the Postal Service, the SSI program, the
Medicare program and selected HUD programs.

Many individuals have a role to play in effectively addressing
these human capital challenges from the President, to OMB and
OPM, to heads of different departments and agencies, to GAO, to
the Congress to the press and many others.

We believe at GAO that a three-step approach should be taken
to address this challenge. First, every agency should do everything
they can within the context of current law to address these issues.
We believe that at least 80 percent of what needs to be done can
be done in the context of current law.

Second, selected legislative reforms that would provide manage-
ment with some reasonable flexibility and enhance the appreciation
that the government has for its employees should also be consid-
ered. The frequent flyer legislation that Congressman Turner men-
tioned is a small step, but it sends a big signal.

In addition, we need to build the consensus for broader Civil
Service reforms in the future, which reforms should be based pri-
marily on placing additional emphasis on skills, knowledge and
performance as a basis for hiring, promoting, rewarding and dis-
ciplining Federal employees, rather than the passage of time and
the rate of inflation, which is all too frequently the case. GAO is
attempting to lead by example in this area.

Figure 3 on page 15 notes a number of administrative systems
that we have already taken. Figure 4 on page 16 notes a number
of legislative actions that we’ve also taken as well in order to try
to help us serve the Congress and the American people. We also
note on pages 18 and 19 of my statement other possible incremen-
tal legislative reforms, including the possibility of fellowship pro-
grams, which would be very similar in concept, Mr. Chairman, to
the legislation that you introduced today.

In summary, the government overall and the IT and acquisitions
work force in particular, face an array of challenges. Government
must begin to treat its people as an asset to be valued rather than
a cost to be cut. In a knowledge-based economy of which people are
the source of all knowledge, it is critical that the Federal Govern-
ment have top quality professionals. The Federal Government rep-
resents 18 to 20 percent of the U.S. economy. It is the only super-
power on Earth. We cannot afford to have anything less than top
flight professionals managing that type of enterprise. The stakes
are simply too great to do otherwise.

Government must focus more on results rather than process in
discharging its responsibilities, and the key missing link in this re-
gard is the lack of effective human capital management, both as it
relates to administrative matters, as well as the need for legislative
reforms in this area.

We will at GAO, Mr. Chairman, look to work with the Congress
in trying to help maximize the performance and assure the ac-
countability of the government, both overall and in the area of
human capital.

Thank you very much.
[The prepared statement of Mr. Walker follows:]
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Mr. TOM DAVIS OF VIRGINIA. Thank you very much. Ms. James.
Ms. JAMES. Thank you, Mr. Chairman. I appreciate the oppor-

tunity to testify before you today, and in your invitation you indi-
cated that there were four topics or questions that you’d like for me
to address, and I will try to summarize each of them briefly. And
also, for the record, I have a longer statement that I would like to
submit.

First, I was asked to address OMB’s work force analysis order.
As you know, the Office of Management and Budget recently asked
all agencies to complete a comprehensive assessment of their cur-
rent and future work force needs. I have not had the opportunity
yet to review all of the agencies’ submissions or to analyze them,
but I do know that OPM worked very hard last year to bring atten-
tion to the importance of work force planning.

Also, this year, we made a five-step work force planning model
and an information Web site available for all agencies to use. OPM
provided data and technical advice that helped agencies carry out
their assessments.

I share your concern about the impact of the technology worker
shortage and the government’s ability to deliver services to the
public. Although we are still able to rise to extraordinary chal-
lenges like the Y2K crisis, the government, like virtually all our
employers, is facing a shortage of qualified workers in the informa-
tion technology field. It stands to reason that difficulty in maintain-
ing a high quality IT work force would affect agency missions.

We need creative strategies to address this challenge and we
know, for instance, that even though pay is not always competitive
with the private sector, it’s not the only barrier to hiring and keep-
ing a highly qualified IT work force. Outstanding technology work-
ers also seek the chance to work on very challenging problems as
well as training opportunities and work place flexibility. We at
OPM are working with agencies to improve recruitment strategies
and marketing of Federal IT employment opportunities.

What are OPM’s proposed solutions? We’ve been exploring both
legislative and administrative remedies to these problems. We have
been considering proposals to enhance recruitment and retention
incentives for the Federal work force generally. For instance, we’ve
been considering ways to make the current authorities for recruit-
ment relocation and retention incentive payments more flexible and
easier for agencies to use in a very targeted way.

Meanwhile, we’ve already taken other concrete administrative
systems to alleviate these recruitment and retention problems.
First, we have established special salary rates for entry level and
developmental level information technology employees under the
general schedule. The new rates will be more competitive for re-
cruiting the talent we so desperately need.

Second, we have issued a new classification standard for IT spe-
cialist positions. The standard which our customers are using en-
thusiastically reflect new and emerging technologies and identifies
10 new specialty areas. We’ve designed the standard to be a flexi-
ble document that we can adapt as new specialties and tech-
nologies emerge.

Third, we piloted a new approach to assessing qualifications for
IT work. The new model is much more flexible than the old stand-
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ard and will greatly assist managers in developing vacancy an-
nouncements and selection criteria for any IT position. The pilot
project has the added advantage of allowing agencies to bring in
applicants at whatever grade levels match their competencies, re-
gardless of how much experience they have.

Finally, you asked me about OPM’s view on a government-pri-
vate sector employee exchange program for information technology
workers. Like you, Mr. Chairman, I find the concept interesting
and attractive. OPM has explored the idea in the past although not
exclusively for the IT work force. I know that you just introduced
a bill that would establish an exchange program for technology
workers, and I look forward to reviewing your proposal.

I understand that there are ethics implications to some specific
approaches that need to be explored very carefully and thoroughly.
We would defer to the Office of Government Ethics and the Depart-
ment of Justice on those matters. At the same time, we are eager
to work with interested parties to design an effective exchange pro-
gram that would help strengthen not only our technology work
force, but the Federal work force generally. Improving communica-
tion and cooperation between the Federal Government and the pri-
vate sector can help identify new, more effective ways for govern-
ment and industry to work together. I am particularly interested
in ways in which an exchange program might create opportunities
to improve customer service and business practices in the govern-
ment.

I look forward to working with you, Mr. Chairman, to explore
ways to make this interesting concept workable. Thank you.

[The prepared statement of Ms. James follows:]
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Mr. TOM DAVIS OF VIRGINIA. Thank you very much. Mr. Perry.
Mr. PERRY. Chairman Davis, members of the subcommittee, I ap-

preciate having the opportunity to appear before you today to talk
about the challenges facing the government in recruiting and re-
taining information technology associates, and also to discuss the
proposed legislation to establish an information technology execu-
tive exchange program. With your permission, I’d like to submit my
formal testimony on this matter, the written testimony for the
record.

Mr. TOM DAVIS OF VIRGINIA. Without objection.
Mr. PERRY. It is certainly the case that IT skills are critical to

the performance of every single Federal agency, and that certainly
is true at GSA. In recent years at GSA we’ve undergone dramatic
changes in the concept of our operations for purposes of improving
our ability to meet our customer agency needs and thereby help
them better serve the public and taxpayers. It certainly is the case
that as we continue to adapt to the new way of doing business, this
will have a continuing effect on the mix of skills and competency
needed by GSA associates, and chief among them will be IT skills.

My written testimony submitted for the record provides details
with respect to some items that GSA has been involved in in recent
times and what we plan to do, so I’ll spend my allotted time rather
focusing on the specific questions that was in the invitation letter
regarding our IT work force.

First, with respect to the question on GSA compliance with
OPM’s request for work force analysis, that analysis was submitted
to OMB on July 6th. We believe that is a very helpful thing and
an important part of our work force planning. The next step that
we’ll take in that process will be a comprehensive review of our ex-
isting work force and our future work force needs, and this will be
done as a part of refining and clarifying our strategic plan. As part
of this work, we will identify the skills and competencies that the
GSA IT work force must have in order to achieve our performance
goals. This strategic planning work is currently under way.

Regarding the second question, we have reviewed the proposed
Information Technology Executive Exchange Act of 2001, a legisla-
tive draft, and we support the concept, and we believe that this
proposal offers a creative approach to providing the Federal Gov-
ernment with IT professionals from the private sector. The admin-
istration looks forward to working with Congress to craft the Work
Force Exchange Program that achieves the desired goals on behalf
of the government.

The question regarding the impact of technology, as resulting
from the work force shortage, I would say that while GSA has to
this point been able to stay reasonably on track in terms of deliver-
ing programs and accomplishing our goals, the technology work
force shortage certainly has created challenges for us in developing
and managing our IT systems, challenges also in terms of carrying
out any significant new initiatives and challenges in terms of find-
ing the staff with the technical skills and competencies that we
need for the future. As a result of this, we have hired contractors
to assist us in the support and development of IT systems that we
need to accomplish our service and our missions.
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You asked also about tools that I might be aware of from the pri-
vate sector that may impact upon this issue of work force shortage
and the issue of better work force planning at GSA. Certainly as
you’re aware, private sector companies in the United States have
used approaches such as developing alliances with universities to
attract students, providing internships as an approach, recruiting
on a global basis, as opposed to a U.S. basis, use of H1B visas and,
in fact, in cases outsourcing technology projects to be done by work-
ers in other countries.

Obviously, not all of these tools would be desirable from a public
sector perspective. During the short term the public sector will con-
tinue to have difficulty competing with the private sector to attract
and retain highly skilled IT workers. Consequently, we will need
to aggressively apply the recruitment and retention tools that are
discussed in my written statement. We will also need to develop
additional creative solutions such as this information technology
exchange program.

Better work force planning will be accomplished at GSA by im-
proving our human capital management process and integrating
this into our performance management process as is necessary to
build the organizational capability that we need to accomplish our
mission and goals. In our strategic planning, which we at GSA are
calling Creating a Successful Future at GSA, we have identified
the need to do this as a part of an initiative to create a world class
work force and a world class workplace. This process will buildupon
the work that’s already in place at GSA and it includes the follow-
ing steps, which I would mention as being part of best practice, as
David Walker has pointed out in many occasions on work force
management.

The first step is to have more clearly stated and documented
goals with performance accountability measures; second; to define
the organizational structure and the specific skills and com-
petencies that we must have in each position within the organiza-
tion in order to be able to achieve our goals; third, to conduct a
comprehensive assessment of our existing organizational structure,
our existing skills and competencies and thereby identify the gap
between the desired organization and the existing organization
that we need to achieve our goals, bridging this gap through suc-
cession planning, associate training, associate development, tar-
geted recruitment and targeted retention initiatives. This process
will be pursued consistent with the administration’s competitive
sourcing initiative.

In closing, I want to reemphasize our agency’s commitment to
work with the subcommittee and other agencies to develop creative
solutions to address the information technology work force shortage
challenges that we face. We will work with you to identify and im-
plement solutions that will be effective, and will enable us to help
our customer agency better serve the public.

Mr. Chairman, this concludes my formal oral statement. I’ll be
happy to answer questions you may have.

[The prepared statement of Mr. Perry follows:]
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Mr. TOM DAVIS OF VIRGINIA. Great. Thank you very much. We’ll
go right to questions. I’ll start with Mr. Horn.

Mr. HORN. Thank you very much, Mr. Chairman. The one ques-
tion I want to raise is—and I’d like—it may be within your docu-
ment here and I just haven’t had a chance to get it. But Ms. James,
I am curious about the incentives for management. And I do that
based on an experience. Back 35 years, members of the old Civil
Service Commission were hired to start what is now the California
State University System, the largest in the country. And we
changed that when I got in there and in the 1970’s and we got a
management operation that would go from $10,000 to over
$100,000 and it was all based on a contract and a number of things
the manager is going to reach in, say, 6 months or 1 year. And we
had an absolute turnaround. And they could have the contract,
they could see what they had done, hadn’t done, so forth.

So I am curious since you—and I am delighted to see you as Di-
rector of the Office of Personnel Management. What’s your think-
ing in that area to stimulate management?

Ms. JAMES. Thank you. I am sure that there’s much more going
on inside OPM right now than I am fully aware of, having been on
the job for about 10 working days, so I can’t give you a complete
answer to that. I will tell you that I think that managers should
be given all the appropriate tools in order to manage effectively,
which means that they should have the flexibility that they need
as a matter of principle to attract and recruit and retain.

What that means in practice is that they have to have the train-
ing that’s necessary and required, the flexibility, as I mentioned,
that would give them the opportunity to manage their agencies in
ways that would be productive. There’s probably a lot more going
on inside OPM that I am not prepared to share with you just yet.
I do know that is a principle that we believe in very strongly.

Mr. HORN. Well, I appreciate that.
Mr. Perry, do you have any thoughts on this? You have a huge

organization and a lot of talent there. What can we do to stimulate
management?

Mr. PERRY. Well, among the things that in addition, along the
lines of what Ms. James has said, I would just comment to the
need for focus organizationally, and one of the things that brings
about the focus is to more clearly define our goals and objectives.
Every agency if asked would say, of course we have goals and ob-
jectives. But when pressed to say well, what are they, and how de-
tailed are they, how specific are they, I think oftentimes we find
that they are not as specific as they might be.

To my mind, one of the things that managers can help them-
selves with is by making sure that their organization is more fo-
cused and then they spend their time obviously on working on hav-
ing the associates of the organization be strongly aligned and com-
mitted to achieving those goals.

Now, things that are done in terms of incentives, compensation
and so forth are——

Mr. TOM DAVIS OF VIRGINIA. Mr. Perry, could you pull that
microphone a little closer?

Mr. PERRY. I am sorry.
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Things that are done in the area of compensation and incentives
are very important, as studies have shown. At the same time this
issue of having a positive, productive work force is also very ener-
gizing and challenging to managers. So I think that’s an aspect
that I would add to what Ms. James had to say.

Mr. HORN. Comptroller General, you have a different type of per-
sonnel system.

Mr. WALKER. We do——
Mr. HORN. Yes.
Mr. WALKER [continuing]. Mr. Horn. But let me comment first on

your question. I think one of the things that has to happen in gov-
ernment is that we have to be able to take the strategic plans
which are required by GPRA. We need to make them more than
an annual paperwork exercise. They need to become the framework
for how these do business every day. We need to define key per-
formance indicators. We need to link institutional and individual
performance measurement reward systems to those key perform-
ance indicators to achieve desired outcomes, and we need to reward
people more based upon their skills, knowledge and performance in
achieving those outcomes.

We’re a long way from that today in the government as a whole.
Fortunately, we’re a lot closer at GAO. We’re a lot closer at GAO
because, A, of all the things that we’ve done administratively in
order to put us in a position to be able to do that. And second, as
you noted, we do have some additional legislative flexibilities avail-
able to us that other agencies do not. However, I think other agen-
cies that don’t even have these flexibilities can go a long way to-
ward achieving this linkage within the context of current law if
they just get on with it.

Ms. JAMES. Mr. Chairman, there’s one thing that I would add to
that, and that is that in—one of the things that I think is so vitally
important is to, in those linkages, link not only mission goals and
objectives in terms of bottom line, but to make sure that our man-
agers today understand that the human capital issue is a strategic
issue that should be an important part of the agency’s mission and
objective. Many times we have to fight to make that a priority for
our managers without them understanding that it does have a very
important bottom line function in their ability to achieve their mis-
sion. And so I think we have to link that to performance as well.

Mr. HORN. Mr. Walker.
Mr. WALKER. One quick followup on that. I totally agree, and one

of the things that we’ve tried to do at GAO is that we’ve tried to
have a so-called balanced scorecard approach from a philosophical
standpoint. What we are looking to try to achieve and how we
evaluate people is, No. 1, results, desired outcomes. So results are
No. 1.

No. 2, client feedback. What do our clients say about what type
of job we’re doing? And third, employee feedback. What do our em-
ployees say about how we’re treating them?

I think those three factors are very important and they can take
you a long way.

Mr. HORN. Thank you. Thank you. Oh, Mr. Perry, you have——
Mr. PERRY. If I just may add a small detail. Often the question

comes up, what best management practices could we apply to gov-
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ernment operations in order to improve our performance? And I
think again I would just emphasize what Mr. Walker has said.
What GPRA embodies is the answer to that question. The issue
then is how rigorously will we apply it, and it’s a matter of execu-
tion. I don’t think we need to search much further for the best
management practice. I think it is well-outlined there. It’s a matter
now of rigorously executing that directive.

Mr. HORN. Thank you. Thank you, Mr. Chairman.
Mr. TOM DAVIS OF VIRGINIA. Thank you very much, Mr. Horn.
Let me start, Mr. Walker, with you. I’ll just go straight down and

there’s no one else here. I’ll just go till I finish my question and
we’ll get on to the next panel.

In 1969, an exchange program was established that lasted
through the early 1990’s. What’s your opinion of that program and
do you know if there are any other initiatives that are currently
underway?

Mr. WALKER. My understanding is that program involved ex-
changes, both public sector people going to the private sector and
private sector coming to the public sector, for up to around 2 years,
which is similar to yours, that there were about 800 to 900 individ-
uals that took advantage of that program during that period of
time, and that ultimately I believe it was terminated in the early
1990’s by former President Bush, if I am not mistaken. My under-
standing is that as time went on, there became some reluctance on
behalf of the Federal managers to allow their employees to go out
into the private sector; that there was a desire to be able to obtain
private sector individuals to come into government for a period of
time, but there was less desire on behalf of the public managers
to allow their people to go out to the private sector because in
many cases they felt that they didn’t have enough people to begin
with and they needed to have a net plus if there was going to be
some type of a fellowship program rather than just an even ex-
change.

I am not aware of any overall programs. Director James may be.
I know that we at GAO from time to time have had exchange pro-
grams and fellowship programs, and I have found that one of the
things you have to be careful of in that regard, and I think your
bill incorporates this, you need to have a cooling off period. You
need to have a cooling off period whereby if the private sector
sends somebody to government, then there’s a period of time in
which the government promises not to hire that individual, and
vice versa. If the government sends somebody to the private sector,
there’s a period of time in which that employer promises not to hire
that individual in order to provide reasonable assurance that
they’ll come back. I think you do have that in your bill. I think
that’s important.

But I think in reality what’s going to end up happening is you’re
going to find that there will be great demand on behalf of the pub-
lic sector to have private sector people. There’ll be some willingness
to allow public sector employees to go to the private sector, but not
in as great a number, I believe, as the other way.

Mr. TOM DAVIS OF VIRGINIA. OK. You’ve seen the basics of what
we’ve proposed. What are your comments on that? You skimmed
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over it in your remarks. What are the pluses and minuses as you
see it?

Mr. WALKER. Well, I haven’t read the exact bill. From a philo-
sophical standpoint I think it has great conceptual merit. As I men-
tioned, you know, you’ve got it as a two-way program. You’ve also
attempted to deal with some of the conflict of interest issues. That’s
obviously a matter that was always in the forefront of people’s
minds. I think those are manageable, but we need to have them
in the forefront of our mind. You also have a cooling off period,
which I think is a positive. I think the major point that I would
make, Mr. Chairman, is I think realistically, given the fact that we
have a significant shortfall in an adequate number of skilled and
knowledgeable professionals in the Federal work force in the IT
area, I think from a realistic standpoint you’re going to find that
this program will work best if you have more people coming into
government than you have going out. And I think realistically
that’s the way it’s going to work.

But you do allow flexibility, as I understand, for each individual
department and agency to decide what should be done. And I think
that’s appropriate because I think, you know, it’s going to vary
agency to agency as to what the right answer is there.

Mr. TOM DAVIS OF VIRGINIA. You’ve reported that agency efforts
to address human capital challenges in the IT area have generally
been challenging. It’s still a serious issue even though we’re seeing
layoffs and so on. Do you see the government stepping up their re-
cruitment efforts as we get layoffs in the region at this point? And
I’ll let Ms. James or Mr. Perry answer that as well.

Mr. WALKER. I think we need to try to capitalize on the current
slowdown, but I think we have to recognize that it’s just a slow-
down in the IT sector. The fact of the matter is the numbers that
I have seen is there’s still 400,000 to 500,000 net unfilled positions
in the IT sector, you know, U.S.-wide. It was up to 900,000 to a
million, and so while the imbalance is not as great as it was before
the slowdown, it still is significant.

And you know, clearly we have to sell what we have to sell. I
mean, the government has some things to sell that the private sec-
tor doesn’t. It has the ability to sell in many cases additional re-
sponsibility, the ability to be able to make a difference for your
country, better work-family balance, I think, than many private
sector, somewhat better job security. There are certain things that
it does have to sell and it does provide reasonable compensation
where I think we need to look at whether or not we need to have
even more flexibility with regard to critical occupations.

But if people are looking to maximize their net worth rather than
their self-worth they’re not going to come into government. They’ve
got to be looking to maximize their self-worth.

Mr. TOM DAVIS OF VIRGINIA. I just have an article in front of me
from a local newspaper. It said that the jobless rate rose in Prince
William County, which is right outside of Washington, which is in
my district, last week. It rose to 2.1 percent. And that Manassas
Park rose to 1.6 percent unemployment. So you have to put it in
perspective, which is, I guess, what you’re saying.

I am going to ask if Ms. James or Mr. Perry have any comment.
You don’t have to. And then I am going to yield to Mr. Turner.
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Ms. JAMES. Certainly. I would just say several things to a couple
of the questions that you posed to Mr. Walker. In terms of govern-
mentwide exchange programs there have been, from time to time,
programs like that within the Federal Government, not specifically
targeted necessarily to the IT profession like this particular legisla-
tion that you’re proposing does.

Yes, there was a program that was much talked about and her-
alded in the early 1990’s and I would just like to say that, Mr.
Chairman, my understanding of that is that program did not fail
on its merit, but failed because of some of the administrative and
management issues surrounding it. And so I think that it’s impor-
tant to understand that it is a good idea and one that the Federal
Government I believe could benefit from.

I know that in your specific legislation you try to address some
of the issues that were surrounding that first program. The one
that seems to be most troubling of course is the conflict of interest
that caused some serious concern. And I trust that as it goes
through the legislative process, that those concerns will be ad-
dressed and even strengthened.

Yes, I think you point out quite accurately that while there may
be some cooling off in the IT market, that certainly isn’t indicative
of what we see in this particular area. It is still highly competitive
and it is still difficult. All you have to do is ask some of our man-
agers how difficult it is for them to recruit and retain a skilled IT
work force. And so there is a lot yet to be done and we look forward
to working with you on resolving some of those issues.

Mr. PERRY. Just a quick followup on one point that leads to a
thought about the two-way flow of these people. First of all, as has
been pointed out, as we are all keenly aware, this is not a short-
term imbalance shortage issues. This is a very long-term issue.
And as Mr. Walker pointed out, many statistics show that many
of the IT jobs of the type that we’re talking about will remain va-
cant because the people in the short term are just not available.
So as we think about this, I think that has to be a part of our
thought process. We’re not fashioning a solution to bridge some
short-term problem that’s going to go away in 2 years. This is going
to be with us for a while.

And in that regard, if you, in my judgment, take a look at the
issues facing the Federal Government, IT security, and again the
things that Mr. Walker eloquently outlined in his opening state-
ment, one could easily argue that the crisis or emerging crisis fac-
ing the government is even more significant than that which faces
the private sector. And as a result, there should be an effort to
make sure we take care of what the government needs to have
done, which may mean that there should be a greater emphasis on
bringing people in.

Now, it’s obviously the case that as we move people out to the
private sector, they can gain some knowledge that will be useful to
the government when they return. The question is, can we wait 2
years to make that happen?

My only point is I think the situation that we face would cause
us to want to give heavy emphasis to bringing people in.

Mr. TOM DAVIS OF VIRGINIA. Let me just make one comment. If
you go back 10 to 15 years, a lot of people went to the government
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because of security. You did get security in a government job. You
did get some of the financial rewards or advancements but there
was some predictability. However that’s no longer true if you look
at how the Federal work force has shrunk.

We have also cut benefits. The FEHBP has been threatened back
and forth. We have seen COLAs that have been cut. If you’re re-
tired getting your Social Security, you got your COLA on time. If
you’re a Federal retired employee, you got your COLA delayed. We
have seen parking taken away. We saw government shutdowns.

Again, we have just used this as a budget item to be cut instead
of our greatest asset. And the legislation that we have proposed
here is just a small step in trying to—it is still a recognition that
our employees are an asset. And we have these folks and if we
properly train them and motivate them for the taxpayers of Amer-
ica, we can get more out of it. We’ve got some great people who
have given their lives to government service. And we abuse them,
from our perspective. We are just not using that asset. This is an
opportunity to ask some of these people to go out and grow profes-
sionally and bring ideas, cross-pollinate public and private and
bring them both—that’s all we’re talking about here.

Let me yield to Mr. Turner.
Mr. TURNER. Thank you, Mr. Chairman. I just want to followup,

Mr. Perry, on what you’ve said. You seem to be saying that you be-
lieve that the more important thing to accomplish with the chair-
man’s legislative proposal is to bring people into government, rath-
er than to send government employees out. Expand on that just a
little bit for me and what is your fear about Federal employees
going out or your concern about that?

Mr. PERRY. Yes, Congressman. I don’t have a fear about Federal
employees going out. In fact, I think, as I say, it will be a useful
thing. The experience that they would gain and bring back would
be very beneficial, no question about it.

It’s a question of as we think about what we want to try and ac-
complish, for example, in the area of government and in the area
of providing IT security and all that entails, it just seems to me
that as we would supplement our current Federal work force with
people from the outside who may have had different experiences
with respect to those matters, and I can envision them now work-
ing side by side to accomplish some of these really big tasks that
are on the table in front of us, I think both the private sector per-
son and the Federal employee working together in that scenario
would benefit from the kind of things they would be working on
and it would enable us to get out in front of the curve on some of
these issues.

So my concern is a matter of urgency. If, in fact, we believe that
some of the IT issues facing the government are that urgent, then
it would appear to me that we would put the full court press on
those urgencies.

Mr. TURNER. Now I would assume that current practice is in
many cases to bring private contractors in to perform tasks and to
take on these big projects you are talking about, so that we really
don’t depend currently on Federal employees to do a lot of these
bigger tasks. Is that an accurate assessment?
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Mr. PERRY. At least in part. But I think it falls to the Federal
Government manager to develop the idea or the business process
improvement. We don’t go to the private sector, for example, and
say—I don’t think in many instances—ask them to initiate what
business processing improvement we should work on in a given
agency.

So I think there is some level of IT management inside the orga-
nization, which is under the jurisdiction of the Federal employee,
to first decide what it is that we need to do. And then I do agree
with you that when it comes to execution, then we often would
defer to contractors in the private sector to help with the execution.
But the initial idea generation or system design is often done by
people inside the agency.

Mr. TURNER. Mr. Walker.
Mr. WALKER. Mr. Turner, I think you will find that most IT oper-

ations in the Federal Government will have a core group of Federal
workers and they will rely, to differing extents, but fairly signifi-
cantly, on outside contractors, in part because they made the judg-
ment that there are certain types of activities that should be con-
tracted out and in part because even though there are certain ac-
tivities they would prefer to be done by Federal workers within the
government, they have not been able to attract, retain and moti-
vate an adequate number of qualified people to get that done. And
therefore, they have been placed in the position of having to con-
tract out in certain circumstances activities, because they really
have no other choice in order to be able to get it done.

What is critically important is that irrespective of what does get
contracted out, is that we got to have an adequate number of peo-
ple with the right kind of skills and knowledge to manage cost,
quality and performance of those contractors. Because without
doing that, then both the government, the taxpayers and, frankly,
I would say the contractors as well are at risk as a result of that.
So it is going to be a serious and continuing challenge, I think, in
this area.

Mr. TURNER. Mr. Walker, Mr. Perry of course made the emphasis
on the more urgent need of bringing outside private sector folks
into the government, and I was interested in your assessment of
whether or not there may be some resistance on the part of the pri-
vate sector to participate in this exchange program because I would
think that if they felt we were bringing people in from a company
that might have the opportunity or currently be contracting for
those IT services, they may not want to loan that employee to the
Federal Government and transfer that skill in-house for the gov-
ernment rather than having the option of continuing to contract it.

Mr. WALKER. My personal view is I think it needs to be a two-
way street. I think it is beneficial for it to be a two-way street.
However, I think from a practical standpoint that there will be
more people coming into government than will be going out of gov-
ernment.

Clearly, in exchange, there are a number of potential benefits.
First, both sides benefit from the exchange of knowledge and expe-
rience. No question about that. But post-exchange program, I
would argue that the private sector is in a position to benefit po-
tentially more on a recurring basis than the government might
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benefit because both are benefiting from the exchange and that is
because a growing percentage of information technology projects
are being done by contractors. And obviously, to the extent that
you have a contractor who is willing to participate in this exchange
program and they gain knowledge of the government and how it
operates and its systems and its processes and the key players,
then they are obviously in a good position to hopefully more effec-
tively compete for future government work.

There’s nothing wrong with that. I mean, we need quality con-
tractors to be able to help us address our challenges here.

But I think realistically, my view is that while exchange is a
good idea and while it ought to be a two-way street, that realisti-
cally, we would need relatively more people to come in than we’re
probably going to be able to send out. And I hope and I expect,
quite frankly, that firms like Accenture are not doing this merely
for the profit motive, they’re doing this to do something for their
country. Personally, I believe everybody ought to do something for
their country, and this is a pretty constructive way to get that
done, I think.

Mr. TURNER. Ms. James.
Ms. JAMES. There’s a sort of hidden benefit, I believe, in this pro-

gram and it’s sort of an unspoken benefit that I think is worthy
of note, and that is, as we talk about the exchange and, you know,
who is to benefit more, people as they go out to the private sector
or the private sector as they come in, one of the challenges that we
have before us with the Federal work force right now is to create
environments where workers—to recruit and retain excellent em-
ployees. One of the unspoken fears, I believe, is if they go to the
private sector, they might not come back, that they will find that
environment so seductive.

I think that our challenge as Federal managers in this, people
who have been given the task of building a Federal work force is
that we will create an environment with the proper incentives,
with the proper authority for managers in terms of the work and
creating interesting work. The challenges that people have in the
Federal Government in terms of the types of work that are avail-
able to do just aren’t available in the private sector. If you are an
IT manager and you want to be on the cutting edge and have the
opportunity to work on some of the most interesting and exciting
work going on in your field, in many cases that is happening in the
government.

So I think it creates an opportunity for us to become competitive
and more excellent in terms of what we offer workers in the work
force, in terms of the work itself, not just in terms of incentives.

Mr. TURNER. Mr. Perry.
Mr. PERRY. If I may add on this issue of the two-way street, I

think what is really good about this legislation is that it enables
that flexibility. I am only suggesting that we don’t stay only with
that.

There certainly will be some contractors in particular who will be
very interested in the exchange for various reasons. But there, I
believe, on the public service side of this, will be a number of com-
panies who are not contractors and have no continuing interest in
doing contracting IT work with the government, but who neverthe-
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less have IT professionals on their staff doing e-government types
of things, and those people would benefit immensely from having
an opportunity to come to the government to work on a project that
is much bigger than they might work on in their own place. It
would be a developmental thing for that person to come to the gov-
ernment to work on such a project.

And in addition, there is that issue of public service. And as it
is the case that we’ve got some big challenges ahead of us, I think
there would be a number of private sector companies who would be
willing to participate in this on a nonexchange basis. The legisla-
tion enables it to happen both ways, and I think we ought to take
advantage of both aspects of that.

Mr. TURNER. Thank you. Thank you, Mr. Chairman.
Mr. TOM DAVIS OF VIRGINIA. Thank you very much. Let me just

go through my questions.
Mr. Walker, last October, Congress gave GAO additional person-

nel authorities through legislation. These included the authorities
to offer voluntary early retirements, voluntary separation incen-
tives to reshape the GAO work force as well as the authority to es-
tablish senior level positions to meet critical scientific, technical or
professional needs in such areas as economics and information
technology. Do you think other agencies would benefit from this
flexibility?

Mr. WALKER. From a conceptual standpoint, yes, I do, Mr. Chair-
man. I would divide them into two categories. In the area of the
senior level position and also the area of voluntary early outs and
buy-outs in order to realign the work force rather than downsize
the work force, I believe that has broad application and, in fact,
broad acceptance based upon my experience last year.

The last proposal, which is the proposal that we had which
changed the way in which RIFs are conducted, is somewhat more
controversial. I believe it has merit, but I believe it is an issue that
should be considered within the context of broader Civil Service re-
form at a later date as part of a comprehensive package with dis-
cussions with all the interested stakeholders in conjunction with
that, because it’s really focused on the central premise that more
decisions in government should be made based on skills, knowledge
and performance rather than years of service. And I think while
that has considerable merit, it relates to more of the element of
more fundamental Civil Service reform.

Mr. TOM DAVIS OF VIRGINIA. It’s also come to our attention that
many agencies view legislative relief from Title V as their only op-
tion to solving hiring challenges. Many agencies view the applica-
tion process for existing flexibilities to be either too burdensome to
meet or too time-consuming.

In your view, do you think agencies understand what hiring and
recruitment and retention flexibilities are available to them?

Mr. WALKER. I don’t think that they have a good sense of all the
flexibilities that are currently available. And I know that OPM re-
cently published a document that was intended to try to help them
gain a better understanding of what flexibilities are available.

I think that it’s also important for OPM to take a look at how
many of those flexibilities require OPM approval and to what ex-
tent can more authority be delegated to the agencies, possibly with
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periodic followup to make sure people aren’t abusing any of that
delegated authority, because clearly one of the biggest challenges
we have right now is being able to hire people in a timely manner.
That is a huge problem. People have too many different options.
They aren’t going to wait around when they have these other op-
tions, and so I think it’s clearly an area that needs additional focus.

Mr. TOM DAVIS OF VIRGINIA. Mr. Perry, let me ask you a couple
of questions. You mentioned mentoring in your testimony as an im-
portant benefit offered to employees. I agree with that. Some of the
testimony today mentions the importance of reverse mentoring,
which is where young IT professionals are paired with senior level
managers for a specified period of time. Have you considered offer-
ing such a benefit to your acquisition and IT work forces in your
recent recruitment and retention efforts? And have you measured
the percentage of individuals under 30 or under 35 coming into
government, and do you know how many of these individuals are
coming in at the GS–12 to 15 range? Do you have any feel for that?

Mr. PERRY. Let me talk about the mentoring aspect first. I cer-
tainly agree that can happen and should happen. That’s very pow-
erful. We haven’t talked about it in terms of one-on-one mentor-
protege, as I have used it in the private sector, but we have cer-
tainly talked about that in terms of groups.

Now with respect to the work force, people that we’re bringing
in and their average age, I am not able to quote the average age
of our recent recruitments. I know that we have brought in about
29 IT professionals. My expectation is that they are under 30, but
I don’t know as a fact. I know our average age for our IT people
is about 46, and we have a little over 1,100 of them. So that tells
you that our work force is on the higher age side.

Mr. TOM DAVIS OF VIRGINIA. That’s the younger age side from
my perspective.

Mr. PERRY. Relative to their remaining work years, on the higher
side.

Mr. TOM DAVIS OF VIRGINIA. Also, you mentioned the newly cre-
ated CIO University. Is this a governmentwide program?

Mr. PERRY. It is a governmentwide program. It is an on-line self-
paced study program. As I understand it, there is a great deal of
utilization by IT people and that is the case within GSA as well.
So it’s just another one of those tools to provide for the updating
of the IT work force. I think it is being used very successfully at
this point.

Mr. TOM DAVIS OF VIRGINIA. I think those are the questions that
I wanted to ask. Anybody want to add anything before we get to
the next panel?

I would like to say to all of you, we appreciate your being here.
Ms. James, thank you on your maiden testimony up here. You did
great. We look forward to hearing from you again. And why don’t
we take about a 2-minute recess as we switch panels.

[Recess.]
Mr. TOM DAVIS OF VIRGINIA. I would like to welcome our second

panel to the witness table. We have Dr. Steve Kelman of Harvard
University; Martin Faga of MITRE Corp.; Dr. Ernst Volgenau of
SRA International; and Steve Rohleder of Accenture.
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And as you know, it is the policy of the committee to ask every-
one to swear and raise your hands.

And let me just say, Dr. Kelman, to start with, I have seen your
daughter is in the room and your father-in-law, Senator Metzen-
baum, is here, and we welcome you, Senator, to these proceedings.

Would you stand, please, and raise your right hands. We’ll swear
you in.

[Witnesses sworn.]
Mr. TOM DAVIS OF VIRGINIA. I think you know the rules. Orange

light will go on 4 minutes in, and try to sum up and we’ll go right
to questions.

Steve, we’ll start with you and then Mr. Faga and move straight
on down the row.

STATEMENTS OF DR. STEPHEN KELMAN, ALBERT J.
WEATHERHEAD III AND RICHARD W. WEATHERHEAD PRO-
FESSOR OF PUBLIC POLICY, HARVARD UNIVERSITY, JOHN F.
KENNEDY SCHOOL OF GOVERNMENT; MARTIN FAGA, CEO
AND REPRESENTATIVE OF THE NATIONAL ACADEMY OF
PUBLIC ADMINISTRATION [NAPA], THE MITRE CORP.; DR.
ERNST VOLGENAU, PRESIDENT AND CEO, AND REPRESENT-
ATIVE OF THE INFORMATION TECHNOLOGY ASSOCIATION
OF AMERICA [ITAA], SRA INTERNATIONAL; AND STEVE
ROHLEDER, MANAGING PARTNER, ACCENTURE

Mr. KELMAN. Thank you very much for holding this hearing
today to try to focus attention on the government’s need and ability
to get good people working in public service.

Congressman Turner, in his opening statement, made some ref-
erence to the passage in the House yesterday of the bill on allowing
government employees to keep frequent flyer miles. I had the privi-
lege while I was in the government of getting such incredible travel
perks as a trip to Warren, MI in February to visit the Army Tank
and Automotive Command. There were other similar perks of my
office. And I think——

Mr. TOM DAVIS OF VIRGINIA. That explains why you are at Har-
vard, I guess.

Mr. KELMAN. Whatever. I think as the Comptroller General
pointed out in his testimony, it is a small thing, but it is a good
signal to the Federal work force about a more positive attitude.

As a professor in an institution devoted to training people for
public leadership, I see myself as a sort of frontline soldier in the
government’s war for talent. And we should all be disturbed,
though, by a very dramatic statistic, which is that 20 years ago or
so, about three-quarters of graduates in our Public Policy Program
at Harvard took their first job in government. And now that figure
is down to about one-third. And, in fact, our dean, Joe Nye, is so
concerned about this problem that he is going to be personally
chairing a series of four meetings up in Cambridge during the next
academic year with senior government and private sector people to
try to figure out what we can all do together to help the govern-
ment win its war on talent.

Let me just highlight a few things from my testimony. First is
the issue of recruiting people from outside government for mid-
level positions, and there are three facts I think is very important
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to keep in mind. One is about how the government works, which
is traditionally the government has recruited from people from the
outside only at two levels, entry levels and senior political levels.
That is fact 1.

Fact 2 is that a lot of my students and a lot of young people
today fully expect to be doing a number of jobs during their career
and not stay in one place.

Fact 3 is that a lot of young people, actually more than ever be-
fore because of high school and college programs, have experienced
an interest in doing some public service.

When my older daughter—not the one who is here today—my
older daughter was applying to college this last year, a number of
the college applications from the schools she was applying to in-
clude in the application a thing saying, what public service have
you done?

So the idea of doing some public service is more and more some-
thing that a lot of young people understand.

So I think that these three facts together suggest to me that gov-
ernment is missing an opportunity, No. 1, because people switch
jobs a lot, to recruit some people at mid-levels rather than just
entry levels, taking advantage of people switching jobs or whatever;
and No. 2, by, in the career work force, only having people who are
going to be doing entire careers in the Federal Government, miss-
ing an opportunity to allow young people who want to do a brief
period of time in public service to do that. And I think there are
potentially a lot of strategies the government should be looking at
to try to take advantage of mid-level recruiting.

The one we are specifically considering today and I think is a
fantastic innovative initiative that you announced this morning,
Mr. Chairman, together with Steve Rohleder from Accenture, is the
idea of giving industry an opportunity to lend some of their mid-
level employees to do a 1 or 2-year period of public service and help
the government out with its human capital crises in the IT area.

And some conversations I’ve had with senior government career
people, I know they’re very eager to get this Digital Tech Corps un-
derway. So I hope we can do it at something more like Internet
time than traditional time.

Second thing I wanted to talk about briefly is addressing human
capital problems through other than just traditional H.R. kinds of
issues, because there are a lot of things that are in the jurisdiction
of this subcommittee and the full committee that don’t come pack-
aged to you as human capital issues, but really are human capital
issues or partly human capital issues.

One area that I’m obviously interested in is procurement reform,
where you and this whole committee have been engaged. One of
the benefits of reducing for the customers within the government
of the procurement system, of reducing the hassles and delays in
the procurement system, is to make the government a more attrac-
tive workplace for those people so they don’t have to deal with
something where they have to wait 3 months to get a simple thing
delivered to their office.

In this regard, just to take something that’s been in the news the
last few days, there have been these reports, you know, on small
numbers, tiny numbers of abuses of the government credit card;
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you know, 100 out of 50,000 transactions or something like that,
some of which, on closer examination, turn out not even to be
abuses.

But if we were to react in an old-fashioned knee-jerk way and
say we have a few abuses and say we are going to destroy the
whole system, it would not only hurt the taxpayer because the ad-
ministrative cost savings of this—of the credit card are far, by a
factor of 10, 20, 30, 40, greater than the cost of abuses, but it also
would have a bad implication for the human capital crises for the
government because it would return the front line government em-
ployee to a situation where they need to wait months just to get
the simplest of things in their office.

So that’s an example of where things that don’t come under the
rubric of human capital crises actually are part of it.

Similarly, and I will conclude here, the work that we do—you do
in the subcommittee and the full committee does with the Clinger-
Cohen Act or the Government Performance Results Act, young peo-
ple want a workplace that is results-oriented, that is a high per-
formance workplace. Taxpayers need that. So anything this com-
mittee does to get the Federal Government workplace a more re-
sults-oriented workplace is making the government a more inter-
esting place to work for young people.

So as we think about the human capital crises, we shouldn’t just
think about narrowly things called ‘‘HR,’’ but broader kinds of
changes, many of them under the jurisdiction of this committee,
that make the government a more attractive workplace.

[The prepared statement of Mr. Kelman follows:]
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Mr. TOM DAVIS OF VIRGINIA. Thank you. Mr. Faga.
Mr. FAGA. Thank you very much, Mr. Chairman. It is a pleasure

to appear here this morning on behalf of the National Academy of
Public Administration. As you know, Mr. Chairman, the Federal IT
Work Force Committee of the Chief Information Officers Council
has asked the academy to undertake an alternative pay systems
study and also to assess related human resources management
issues as it affects the Federal Government’s ability to attract and
retain information technology talent.

It hardly needs to be said here that the number of qualified
workers currently available in the United States is way below the
number of growing vacancies in the field. We find not surprisingly
that the Federal Government needs a flexible and responsive
human resources management system that it does not currently
have. The currently available tools we find are not sufficient to the
job.

The academy project team undertook an extensive search of lit-
erature and, importantly, interviewed chief information officers, fi-
nancial officers, human resource directors and line managers from
the public sector, from nonprofit organizations, from academia and
the private sector. We paid particular attention to the innovative
practices that we found in some private sector companies.

Several themes emerged from this. Research is clear on one
thing—not surprising. To compete for and retain qualified IT pro-
fessionals, salaries must be within a competitive range. Now the
usual definition of competitive range is within 10 percent of the
market norm. Interestingly enough, there are categories of IT
workers in the government that are in that range. There are many
others who are not.

There are a number of new and modified compensation ap-
proaches that may help to improve recruitment and retention of IT
professionals. They certainly do in private sector. They do at
MITRE. One is establishing market-based pay systems.

Second, a broad-band approach to the pay structure, that is, al-
lowing pay for a given job to range as much as plus and minus 50
percent from the average for that job. Moving to compensation sys-
tems where pay is based on skill and experience—I’m sorry on skill
and experience in the field and not on the definition of the job. Pay
systems where annual pay increases are based on merit rather
than length of employment, a change we made at MITRE just a
few years ago. Ensuring that compensation is linked to the organi-
zational goals and objectives, as we invest in training people so
they can carry out jobs that are important to the institution, not
something that is just a peripheral interest perhaps of the em-
ployee.

Compensation systems for IT professionals need to be separate
from the compensation system for other kinds of jobs. This is the
case at MITRE and many private corporations. And there is the
need to use various mechanisms to increase total compensation.
These are bonuses and other special forms of pay. Once pay is in
the competitive range, it does not play a major role in retaining IT
professionals. In our studies of ourselves at MITRE, it ranks
fourth.
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Five key nonpay factors that are important include good manage-
ment. In fact, employees generally don’t leave employers, they
leave managers; that is, their immediate manager is somebody
they don’t want to work for.

A good work environment. This includes physical environment
but also the IT environment, of course, and the nature of the work.

Challenging work. This has been spoken to by the previous
panel, and it cannot be overemphasized.

Flexible working arrangements, allowing people to work essen-
tially on flex hours to the extent that the job permits, and the gov-
ernment is in pretty good shape in this regard.

Training and development. Throughout a career, people need lots
of additional training, including a form of training we find very im-
portant at MITRE, and that is supporting employees toward get-
ting a degree, which is something generally the government doesn’t
do.

Now we have been able to implement most of these principles in
our technical work force at MITRE with good results, And I’d be
happy to talk about that in the questions. I’d also like to add my
support to your information and technology executive exchange ini-
tiative. I think this is an important step in bringing people to gov-
ernment with special skills as well as loaning people from govern-
ment. Moreover, importantly, I think that it recognizes that gov-
ernment won’t and probably shouldn’t hire all of the skilled people
it needs on a full career basis. This is a big change for government,
as has been said before.

In summary, Mr. Chairman, information technology has the
power to transform the level, quality and quantity of government
services provided to American citizens. To realize this goal, the
Federal Government must have the tools needed to win the war for
talent. The tools in the current system are not adequate to do the
job.

Thank you very much.
[The prepared statement of Mr. Faga follows:]
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Mr. TOM DAVIS OF VIRGINIA. Thank you. Dr. Volgenau.
Mr. VOLGENAU. Mr. Chairman, as CEO of SRA International, we

are very familiar with the problems of the information technology
shortage. We are a system integration and consulting firm in the
area of information technology and we understand the problem
quite well.

I also have a second job, which is chairman of the Information
Technology Association of America Work Force and Education
Committee. ITAA represents 500 companies in its membership and
works very hard to solve work force and other IT problems. Each
year, we have an annual information technology work force con-
vocation. We bring together government, academia and business to
discuss work force issues.

In addition to that, we have partnerships and grants with var-
ious government organizations that look at such subjects as how to
make education and training more relevant to the workplace and
how to employ more people with disabilities and minority members.

In January, ITAA completed a study, which is one of a continu-
ing set of studies that we have had of the work force. We found
there are more than 10 million IT workers in the United States,
and that this year, 2001, there will be a demand for 900,000 work-
ers. In addition to that, the projected shortfall at that time was
about half that number, 425,000 workers.

Now these figures are dynamic. If we were to take that survey
today, it might be a smaller figure of openings. Nevertheless, we
believe that there is a shortage of supply compared to demand.

I’ve been in information technology for about 40 years and I have
seen it grow almost continuously.

Recently, ITAA completed its 11th annual survey of Chief Infor-
mation Officers of the Federal Government. They all cited the con-
cern that other speakers have made about the large number of
Federal employees who can retire in the next few years, and they
all cited competition with the private sector as far as recruiting
and retention. Government can alleviate some of this shortage
through outsourcing, which is an increasing practice, even in the
private sector. But even with outsourcing, government still needs
people to manage the contracts, and there are certain government
jobs that simply don’t lend themselves to outsourcing.

Government should, as other speakers have said, use some of the
practices of the private sector in terms of attracting and retaining
workers.

ITAA supports the Information Technology Executive Exchange
Program. As a matter of fact, we attempted an exchange program
in 1999 with the Department of Justice, and that concerned the
Cyber Citizen Program. After fairly extensive discussions, we aban-
doned that program for a variety of reasons. Nevertheless, the ob-
jections to that exchange program we feel are surmountable. ITAA
and its member companies want to work with the government to
deal with this problem, and we look forward to working with this
committee to help you do that.

Thank you very much.
[The prepared statement of Mr. Volgenau follows:]

VerDate 11-MAY-2000 10:01 Nov 20, 2002 Jkt 000000 PO 00000 Frm 00122 Fmt 6633 Sfmt 6633 C:\DOCS\81423.TXT HGOVREF1 PsN: HGOVREF1



119

VerDate 11-MAY-2000 10:01 Nov 20, 2002 Jkt 000000 PO 00000 Frm 00123 Fmt 6633 Sfmt 6633 C:\DOCS\81423.TXT HGOVREF1 PsN: HGOVREF1



120

VerDate 11-MAY-2000 10:01 Nov 20, 2002 Jkt 000000 PO 00000 Frm 00124 Fmt 6633 Sfmt 6633 C:\DOCS\81423.TXT HGOVREF1 PsN: HGOVREF1



121

VerDate 11-MAY-2000 10:01 Nov 20, 2002 Jkt 000000 PO 00000 Frm 00125 Fmt 6633 Sfmt 6633 C:\DOCS\81423.TXT HGOVREF1 PsN: HGOVREF1



122

VerDate 11-MAY-2000 10:01 Nov 20, 2002 Jkt 000000 PO 00000 Frm 00126 Fmt 6633 Sfmt 6633 C:\DOCS\81423.TXT HGOVREF1 PsN: HGOVREF1



123

Mr. TOM DAVIS OF VIRGINIA. Thank you very much. Mr.
Rohleder, thank you for being here.

Mr. ROHLEDER. Chairman Davis, thank you for inviting me to
testify today on the Federal human capital crises.

I would like to ask that my full testimony be submitted for the
record, please.

I am Steve Rohleder, the managing partner of Accenture’s U.S.
Government Practice. Accenture is the world’s leading provider of
management and technology consulting services and solutions. We
employ more than 75,000 employees in 46 countries, generating
$93⁄4 billion in revenue in year 2000. We employ about 2,500 people
in RST, and the majority of which work in our U.S. Government
practice.

Today my testimony will focus briefly on the impact the tech-
nology work force shortage has had on the ability of agencies to de-
velop effective solutions to improve taxpayer services and highlight
three areas where I believe the private sector can help address gov-
ernment’s human capital challenges.

The shortage of high-tech workers over the past decade is legend.
That shortage has had a disproportionate effect on the Federal
Government, which has been unable to compete with the private
sector for these critical, new-age workers. The impact on govern-
ment’s ability to manage its $44 billion annual IT investment has
been profound. There’s a shortage of highly skilled managers to
oversee complex IT programs. There is a severe shortage of IT pro-
fessionals with cutting edge Internet-based skills. And the IT work
force has not been able to fully harness the power of technology to
save taxpayers billions of dollars while improving efficiency.

One solution we support is the establishment of a Digital
TechCorps. It would allow public IT middle-level managers to be
loaned to the private sector and, conversely, the commercial IT
managers to be loaned to government for 1 to 2 years. Accenture
believes that a Digital TechCorps comprised of the best and the
brightest of both government and industry can be funneled toward
projects that will help transform the Federal Government into a
21st century government.

Accenture applauds the legislation you’ve drafted, Chairman
Davis, and believe it will pave the way toward helping address the
human capital crises by committing managerial high-tech talent to
unique e-government challenges. It will also serve as a model from
government and private sector collaboration. It will break the para-
digm whereby entry to government service generally takes place
only at the entry level and very senior levels with very little entry
at the mid-career.

And finally, it will serve as a final step to reinvigorating a cul-
ture of public service for a whole new generation of technology
managerial workers.

There are three areas I believe the private sector can help.
First, Accenture has committed to loan five of our best and

brightest to the Digital TechCorps for the first 2 years as soon as
the legislation is passed and will challenge others in our industry
to match our offer. We would hope that the initial TechCorps would
be comprised of government and industry professionals dedicated to
working on cross-agency e-government initiatives at the direction
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and in collaboration with the Office of Management and Budget
and the Chief Information Officer Council.

Second, there are many innovative human resource management
best practices that government can and should adopt from world
class private sector organizations. In our written testimony, we
have offered some innovative solutions on how an organization can
assess their work force, prioritize their risks and then mitigate
them.

Specifically, we believe agencies and Congress should review
strategies to preserve the brain trust, embrace talent management
and deployment, develop the next generation of Federal servants
and achieve operational excellence.

Third, as Federal agencies begin developing their human capital
management assessments and mitigation strategies, it will be ap-
parent that they do not have the tools to adequately track, manage
and assess progress in aligning their human capital with their or-
ganizational mission. Human resource technology can enhance the
quality of performance evaluation, skill tracking, training, knowl-
edge transfer in recruiting and retention efforts.

In conclusion, consistent with Mr. Walker and Mr. Perry’s testi-
mony, we believe the private sector can play an integral role in
helping the Federal Government reshape its work force for the 21st
century. Accenture is committed to helping launch a government-
industry Digital TechCorps fostering a knowledge exchange bene-
ficial to both industry and government.

There are numerous human resource management commercial
best practices that can and should be adapted to the Federal Gov-
ernment. Some will need legislation. Others need only be imple-
mented.

Finally, Accenture recommends that Congress continue to urge
agencies to utilize technology to help manage the Federal Govern-
ment’s most precious asset, its people.

Thank you.
[The prepared statement of Mr. Rohleder follows:]
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Mr. TOM DAVIS OF VIRGINIA. Thank you all very much. Let me
start, Mr. Faga, with you.

Does MITRE, being an FFRDC, have constraints on its hiring
and the way it can remunerate people through other government
contractors? You can’t do stock options because you are not a stock
company.

Mr. FAGA. We have to attract people basically purely on salary
and opportunity to serve the public service, which by the way,
proves to be a very important incentive. Because of those limita-
tions, though, a year ago our attrition rate was running about 12
to 14 percent. Right now, it’s running 5.

Mr. TOM DAVIS OF VIRGINIA. The tightening job market also
helped that, you think?

Mr. FAGA. Absolutely. And employees who are staying are talk-
ing about now the stability of the work as opposed to the attraction
of going for the brass ring.

Mr. TOM DAVIS OF VIRGINIA. Sure. I was intrigued when you
talked about good managers making a big difference. We lose a lot
of people because they are managed badly and go out. I think this
can help with that. But most of all is making this challenging
work, giving people an opportunity to step outside of government
for a year or two and see what it is like there, learn new innovative
techniques as part of a career path in government.

Mr. FAGA. Let me say just one more word about the idea of chal-
lenging work. One of the things I found, having been in govern-
ment and also at MITRE, the challenge is to some degree self-gen-
erated by a group and there needs to be a critical mass of people.
For example, in the field of information security engineering, we
have about 200 technical people. They work on projects throughout
the company. If they did not stay together as a mass—doesn’t have
to be as large as 200, but it can’t be one and two. And one of the
problems that you see in government is having—trying to hire 1 or
2 people who are specialists in a field and then hope that they
would stay current and productive in that field for many years.
Cannot be done.

That’s one of the beauties of your TechCorps is—I mean, we have
all kinds of people, and I’m sure that my colleagues do, too, who
would love the opportunity to spend a couple of years right inside
of government helping with problems they think are important.

And I might add further, Mr. Chairman, there is a related pro-
gram called the Intergovernmental Personnel Act Program, which
allows the government to exchange and nonprofits like us to con-
tribute. We have about 12 people in those assignments now. This
does not supplant what you are doing. It doesn’t meet the need, but
it does prove that it can work because it is already working in a
small scale way.

Mr. TOM DAVIS OF VIRGINIA. Dr. Kelman, I have a question for
you. You noted in your testimony that one-third of your graduating
professionals are interested in entering the government work force,
which is down, and I ask if that means you are letting more Repub-
licans into Harvard.

Mr. KELMAN. Many Republicans go to work for the government,
especially now.
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Mr. TOM DAVIS OF VIRGINIA. What type of career paths are they
interested in? What are they doing instead of government?

Mr. KELMAN. We still, even now, we have 70 percent of our grad-
uates going into what I would call some version of public service
broadly conceived. So this is ballpark. We have about 35 percent
go into government, about 25 percent go into nonprofit and about
20 percent go into the public sector divisions of private sector
firms. They might work for the public sector division of Accenture
or another firm. So we still got around 70 percent going into public
service of one sort or another. And we consider that, broadly speak-
ing, part of our mission.

But we agree with the statement that you made and a number
of the statements witnesses have made earlier on, the govern-
ment—there’s public service that’s not just government service.
However, the government needs talented people.

So we want to make sure that a significant number of our people
do go into government service. Now the ones who don’t go in—and
many of them, because we got concerned about these numbers—we
do interviews both when they graduate—students who don’t go into
government—or we do interviews a few years out. Many, many of
those who have not gone into government express an interest in an
opportunity during their career or more than one opportunity to
have a chance doing some public service, even if it’s not their whole
career. We need to make it more easy for people who don’t want
to devote a whole career in government and are not at the level of
senior political appointees, assistant secretaries, whatever, to have
some chance to do public service.

Mr. TOM DAVIS OF VIRGINIA. It seems, then, of your graduate
pool, most of them aren’t going in to make money. They are really
going in to, like you said, nonprofits, other public sector areas for
the mission. And our key is to give them a mission in government.
So many times, it seems you go into government and there is no
mission. It’s regulation-driven.

Mr. KELMAN. And I think that, again, when we interview our
students—and we are doing a lot of work on this because we are
very concerned about this problem—I mean it’s the center both to
our commitment to public service and the mission of our institu-
tion—when we interview our students, a lot of them express—and
I’m going to call it stereotypes because I don’t think it is nec-
essarily true across the board by any means—but a lot of them ex-
press a stereotype that if you go into government, it is not results
driven, that it is filled with bureaucracy, red tape and regulations
and so forth.

And there—and in early May, the fairly newly elected mayor of
Baltimore, Mayor O’Malley, came to speak at the Kennedy School
and talked about some of the things he’s trying to do in Baltimore.
He brought with him a bunch of overheads about—and he sort of
sees his goals that there are about five or six performance meas-
ures for the city of Baltimore: Crime rate—he had a bunch of them.
He’s tracking them every week and brought along charts. And I
happened to be in the audience and a number of my students came
up to me and asked, can I go to work for this guy?

I think that young people, talented young people want challeng-
ing and results-driven work. And as I said in my testimony, any-
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thing that we can do as a government that you can do from your
perch on this subcommittee to get the government workplace less
bureaucratic, more results-driven, we couldn’t do anything more to
attract good Federal workers than that. That’s the biggest thing we
can do in a lot of ways.

Mr. TOM DAVIS OF VIRGINIA. Dr. Volgenau, let me ask a couple
of questions. What are some of the benefits that you extend to your
employees to get them to come there and to retain them—I guess
many were constrained by going into government? And what could
you offer us in government?

Mr. VOLGENAU. First of all, as other speakers have said, Mr.
Chairman, the best thing that any organization, government or pri-
vate, can offer its people is leadership and the inspiration that
comes with good leadership.

In terms of financial incentives, we compensate our people better
than the average in the private sector. We offer bonuses for good
performance. And on top of that, we have stock options. We are a
privately listed firm, but we have a provision where we’re ap-
praised by an independent outside company so people can, even in
a company that is not publicly listed, can do very well in terms of
stock options.

Mr. TOM DAVIS OF VIRGINIA. You are obviously a very highly-re-
garded company. Do you feel there would be managers and employ-
ees in your company who would welcome the chance to come into
government for a year?

Mr. VOLGENAU. Yes, particularly if they felt they could really
make a national contribution. Again and again, people are inspired
by that. I’m a product of that system. The government sent me to
the Naval Academy and then during the course of my military
service for a Ph.D. in electrical engineering, and I ended up spend-
ing 20 years in the military and another 3 years in a senior posi-
tion in Civil Service. And I felt for most of that time, even though
the salaries were better for engineers, that the idea of national
service and having real responsibility, the opportunity to make a
contribution, caused me and many other people to stay. And I
think that still holds today.

Mr. TOM DAVIS OF VIRGINIA. How often do you undertake a work
force assessment of your organization to ensure that you are ade-
quately meeting the needs of the changing marketplace? And what
kind of attrition rate do you have?

Mr. VOLGENAU. Mr. Chairman, are you talking about my com-
pany as opposed to ITAA?

Mr. TOM DAVIS OF VIRGINIA. You can do both.
Mr. VOLGENAU. ITAA wouldn’t have a formal——
Mr. TOM DAVIS OF VIRGINIA. So your company would be a good

example.
Mr. VOLGENAU. I’ll start with ITAA.
Mr. TOM DAVIS OF VIRGINIA. And you’re here for them. That’s

fine.
Mr. VOLGENAU. We do an annual assessment. And it’s very com-

prehensive and it includes not only openings, but skilled categories.
And then every year, ITAA does an assessment—survey of Chief
Information Officers in the government. From a company stand-
point, we are continually assessing our competitiveness and we use
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many outside studies to make sure that our—particularly our ex-
ecutives are paid well. We pay our people in the 75 percentile in
terms of cash compensation. And when it comes to stock option, we
are up in the 90 percent. But for that, we demand performance. If
they are going to be paid at the 75 percentile, then our company
must perform at the 75 percentile and they individually must per-
form at that rate.

Mr. TOM DAVIS OF VIRGINIA. You note that the ITAA tried for a
year to develop an information security work force exchange pro-
gram. What kind of roadblocks and difficulties did they encounter?

Mr. VOLGENAU. Well, some of the things that the government
speakers mentioned this morning, there was the concern about an
exchange being perceived as a gift. There was the worry on the
government side that people might, having gone to the private sec-
tor for a year or so, decide to stay there. Pay inequity was an issue.
And then there was the concern that if those executives came from
government contractors, that somehow or other those government
contractors would have an advantage in competition compared to
others. All of those items we feel are surmountable.

Mr. TOM DAVIS OF VIRGINIA. Sure. Thank you.
Mr. Rohleder, let me ask you a couple of questions. You men-

tioned 6 percent of Accenture’s annual budget is spent on training.
Do you know what it is in the Federal budget?

Mr. KELMAN. The best we have is about 1 percent.
Mr. TOM DAVIS OF VIRGINIA. Have you measured the results of

your training to ensure that your employees are receiving the most
up-to-date skills and how critical is that? This is a bell. We will go
on for about 10 more minutes and then we will adjourn.

Mr. ROHLEDER. First of all, the training is absolutely critical. It’s
a fabric of the firm. We hire about 80 percent of our people right
off of campus. Next to the Federal Government, we are the largest
recruiter off of campuses in the United States. So training is an ab-
solute critical component to a person’s development with our firm.
In fact, they’ve got a 5-year training program that they go through.
And we manage and promote them based on that training and
their performance on the job.

Mr. TOM DAVIS OF VIRGINIA. And for you, then, that is a recruit-
ment tool, the fact that they are going to be constantly trained?

Mr. ROHLEDER. Absolutely. I think the people that we recruit see
that as a differentiator for our firm. They see that training pro-
gram and that commitment to development as a key component in
their decision to come work for us.

Mr. TOM DAVIS OF VIRGINIA. I think one of the problems in gov-
ernment is that when budgets are cut, training is just one of the
first things to go. And it’s a demoralizer, but it also just puts us
behind the 8 ball on so many different issues.

Mr. ROHLEDER. Especially in the technology area where tech-
nology is changing so often that you have to keep your skills cur-
rent to be able to develop the solutions that are going to help you.

Mr. TOM DAVIS OF VIRGINIA. You note in your testimony that
part of e-government is improving communications and service de-
livery between the Federal Government and State and local govern-
ments with whom they have to communicate. Would Accenture be
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interested in pursuing this type of an exchange program with State
and local governments as well?

Mr. ROHLEDER. Yes, we would. In fact, I have had conversations
already in California with the commissioner of the tax board out
there. Interestingly enough, his point was he wasn’t interested in
information technology exchange, but auditors. So they were inter-
ested in going into a different direction, but the need is still there.
I don’t think the human capital crises is only an issue in Federal.
You can see it happening in State and local governments as well.

Mr. TOM DAVIS OF VIRGINIA. Some of today’s testimony noted
that many agencies view legislative release from Title V as their
only option for solving their hiring challenges. Many agencies view
the application process for existing flexibilities as either burden-
some or just too time-consuming. In your opinion, do agencies un-
derstand what hiring and recruitment and retention flexibilities
are available to them now?

Mr. ROHLEDER. I think some do. I think you take some agencies
that have been relieved from their Title V requirements and they
have gotten a little bit more creative. Most, I think, are still caught
in H.R. policies and practices in the last 10 years. And I don’t think
they really do understand.

Mr. TOM DAVIS OF VIRGINIA. Doctor, let me go back to you. A re-
cent Computer News article stated that over 57 percent of govern-
ment managers believe that information systems are critical to the
agency’s mission. In your experience, in and out of government, is
the current IT work force shortage impacting the ability of govern-
ment agencies to accomplish their missions?

Mr. KELMAN. Yeah. I think particularly—again, as Dave Walker
and others have suggested—from a contract management perspec-
tive—and I think that—my own view is it doesn’t make sense to
say we need to keep a whole bunch of computer programmers in
the government just so we can have people come up the system and
be able to manage contractors. If it doesn’t make sense to have the
programmers in the government and it makes more sense to
outsource them, we should outsource them. But we do definitely
need IT—or skills of people who know something about IT to help
establish strategy, requirements, evaluate RFPs, do contract man-
agement.

I think that we need to be—and again, I think a lot of those peo-
ple can initially come in at the mid-career level and move up there.
They can come in, you know, at an 11, 12, 13 level and work up
from there. But I think that, as you mentioned earlier, we still
have a big problem with failed IT projects in the government. And
we just—yes, IT is crucial to the government’s ability to serve citi-
zens better and being able to manage IT at the front end of strat-
egy and design and at the back end, of managing contractors, is a
crucial, central skill for the government. And I think actually being
able to manage—it’s really a management issue, not doers, man-
agers, executives, leaders. I think this is becoming a core com-
petency for government to be able to manage those kinds of situa-
tions, and it hasn’t got the attention it needs.

Mr. TOM DAVIS OF VIRGINIA. Let me ask each of the private sec-
tor reps. I mean the idea of coming in and working on a massive
program at the governmental level that they may not be able to get
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for your company would have an appeal, wouldn’t it? You get that
kind of experience and then they can come in and it gives you—
later on, it gives your company someone who has actually worked
with a wide body. You probably get some of that when you hire
people from the Federal Government already. But for a younger
person to work on that level could be a great tool.

Mr. ROHLEDER. Absolutely.
Mr. TOM DAVIS OF VIRGINIA. Dr. Kelman, have you shared the

concept of the Digital TechCorps with your students, and what’s
their reaction to this kind of thing?

Mr. KELMAN. I haven’t shared this specific idea with the stu-
dents. I was involved in a focus group with some 30 something
Accenture employees on this and they were as a group—we did a
focus group with eight of them. Seven of them said under the provi-
sion of your legislation, it was important that they continue to be
able to maintain their association with their own firms and sala-
ries. But with those conditions, they were very, very—seven out of
the eight said they want to apply.

So Steve may have—you said the best and the brightest. You
probably got a lot of people to pick among. I think it’s interesting—
if I could just tell another interesting story.

I have shared this with my colleagues back at Harvard. I went
and saw a government team unit at Accenture, some new employ-
ees working in their Government Division, and they showed a little
training film developed within Accenture for new employees in the
Government Division. You know, it was interesting. The appeal to
public service there and the flag and making a difference, I’m al-
most embarrassed to say, I think they did a greater job selling pub-
lic service to their employees at Accenture than we a lot of times
do in the government selling public service to our own employees.

Mr. TOM DAVIS OF VIRGINIA. Well, we forget the product we have
sometimes when we do that. But I’ll tell you, the last 10 years have
been—20 years have been difficult for Federal employees with the
downsizing and the benefit cuts and everything else. It’s been very
demoralizing. And I think when we can start recognizing employ-
ees as an asset instead of a line item to be cut and nibbled at, it
just changes the whole perspective.

Mr. KELMAN. You know, Mr. Chairman, I mentioned this in my
written testimony. One of the things that you could do and this
subcommittee could do is why not hold a hearing every 6 months
or even once a year, whatever, where you bring in career people in
the government who have been involved in delivering some im-
provement and service through information technology and start
sending the message that when career people are called before a
committee like this, they are not just being called to be hectored;
that every once in a while at least they are called to be honored
because they deserve it. And that’s a contribution that you could
make and the subcommittee could make.

Mr. TOM DAVIS OF VIRGINIA. That would be a first.
Mr. KELMAN. Let’s show we can break the mold.
Mr. TOM DAVIS OF VIRGINIA. We are long overdue. And I will

take that under advisement. And that’s a good idea.
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Let me ask Dr. Faga. They have now changed some of the IT po-
sitions in government in terms of their salary that you and Ms.
James have testified on that. Is that going to be helpful?

Mr. FAGA. I’m sure it will. I am not very familiar with how
they’re doing it in government at this moment. I did discuss with
your staff the fact, for example, at MITRE, we moved a few years
ago to 29 different job categories, to recognize the idea that, you
know, some skills are hot at any given time and some skills are
not. We have to differentiate them.

Mr. TOM DAVIS OF VIRGINIA. And you can do that in the private
sector a lot easier than we seem to be able to.

Mr. FAGA. And I think that’s what Ms. James is talking about,
is better recognizing what are the skills.

Another point I might throw in while I have the mic that I think
is related to this is there can be a tendency to overspecify positions
and their requirements to fulfill them. There are a large number
of people who have IT skills who would not qualify for jobs in the
government and many cases in a place like MITRE. And I’m trying
to break that mold at MITRE.

For example, we just hired a young man who went into the Army
after high school, got excellent technical training and became famil-
iar with some programs that we work on for the Army, and we
have hired him as a technician. He has some college that he gained
while in the Army. He will complete his degree while at MITRE
and become a member of the professional staff 2 or 3 years down-
stream. So we and the Army are getting good service from him now
at the technician level. We’ll see him as a computer engineer down-
stream. We have to go on our own. We just have to make more of
them.

Mr. TOM DAVIS OF VIRGINIA. Thank you. We have a vote on and
I don’t want to hold you longer. So I want to take a moment to
thank everybody for attending this very important oversight hear-
ing today. I want to thank all the witnesses, Congressman Turner,
Representative Horn and other Members who participated and
thank my staff for organizing it. I think it’s been a very productive
hearing.

I’m going to enter into the record the briefing memo that was
distributed to the subcommittee members.

We will hold the record open for 2 weeks from this date if you
want to forward an additional submission or an additional thought
that occurs to you. We very much appreciate your time and your
testimony today.

Thank you. These proceedings are closed.
[Whereupon, at 12 p.m., the subcommittee was adjourned.]
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