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THE CHALLENGES AND OPPORTUNITIES OF
THE PROPOSED GOVERNMENT
REORGANIZATION ON OPM AND GSA

THURSDAY, JULY 26, 2018

U.S. SENATE,
SUBCOMMITTEE ON REGULATORY,
AFFAIRS AND FEDERAL MANAGEMENT,
OF THE COMMITTEE ON HOMELAND SECURITY
AND GOVERNMENTAL AFFAIRS,
Washington, DC.

The Subcommittee met, pursuant to notice, at 10:02 a.m., in
room 342, Dirksen Senate Office Building, Hon. James Lankford,
Chairman of the Subcommittee, presiding.

Present: Senators Lankford, Johnson, Heitkamp, Carper, Has-
san, and Harris.

OPENING STATEMENT OF SENATOR LANKFORD!?

Senator LANKFORD. Good morning, everyone. Welcome to today’s
Subcommittee hearing titled The Challenges and Opportunities of
the Proposed Government Reorganization on Office of Personnel
Management (OPM) and General Services Administration (GSA).
Thank you for being here and being part of this conversation.

This hearing provides an opportunity to discuss the Administra-
tion’s proposal to transfer certain functions being handled by the
Office of Personnel Management to the General Services Adminis-
tration. This particular proposal is one of many that make up the
Office of Management and Budget’s (OMBs) governmentwide reor-
ganization plan, released on June 21, 2018.

The current Administration has echoed the sentiment of previous
Administrations that our Federal Government was designed and
structured for the last century. Updating our government to meet
the demands and challenges of the 21st Century is vital and is a
necessary undertaking. The American taxpayers deserve an effi-
cient and effective government, capable of meeting their 21st Cen-
tury needs, and it is imperative that these conversations on reform
take into account the dedicated men and women who comprise our
Federal workforce.

The Administration’s proposals are bold. They seek to consolidate
government offices, merge executive agencies, and create new ini-
tiatives. OMB has stressed that some of these proposals can be im-
plemented without statutory change while others will need Con-

1The prepared statement of Senator Lankford appears in the Appendix on page 31.
(1)
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gress to act. In fact, the vast majority of them will need congres-
sional action.

Today we will be examining one particular reorganization pro-
posal, titled “Reorganizing the United States Office of Personnel
Management.” It identifies seven major organizational units within
OPM that could be transferred to other agencies. The proposal calls
for transferring five of these units outside of OPM and notes the
placement of the remaining two units will be determined at a later
date. Of the five units to be transferred to other specific offices, the
plan proposes realigning three of them with GSA and then renam-
ing the General Services Administration to the Government Serv-
ices Administration.

The three functions that are candidates for transfer from OPM
to GSA are Human Resource (HR) Management, Federal Retiree
Services, and Management of the Federal Health Benefits Program
(FHBP). OPM functions as the personnel policy manager and chief
human resources agency for the Federal Government. Congress
charged OPM with many important responsibilities pertaining to
the Federal workforce, including administering retirement and
health care services for retirees and their beneficiaries. GSA man-
ages Federal real estate and aims to provide efficient and effective
acquisition solutions across agencies and supplies Federal pur-
chasers with products and services from commercial vendors.

If these three OPM services can be transferred into GSA it must
be done to improve services to our Federal workforce and to provide
efficiencies from what many would equate as a merger.

In beginning this conversation, we will need more details how
these proposals can achieve these goals, and I hope today we can
begin to hear some of these details, which will be necessary for
Congress’s consideration and implementation.

With that I would recognize the Ranking Member Heitkamp for
her opening remarks.

OPENING STATEMENT OF SENATOR HEITKAMP!

Senator HEITKAMP. Thank you, Chairman Lankford, for holding
this hearing, and thank you to Ms. Murphy and Dr. Pon for joining
us today.

I think everyone in this room, as well as every Member of Con-
gress, from either party, would agree that we want a more efficient,
better Federal Government system. Federal Government, honestly,
must do better. It must be more efficient. It must be more effective
and do a better job of connecting with its citizens. That is why I
am looking forward to improving Federal agencies, and I know that
that is always a great idea. Congress, the Administration, and the
public should always be exploring ways, working together to come
up with new ideas and structures to execute on those new ideas.

With that in mind, I really look forward to today’s conversation.
The Administration has proposed some bold and actually inter-
esting ideas and its governmentwide reorganization proposal. One
of the key proposals is the focus of today’s hearing, merging most
of OPM’s functions with GSA and creating a whole new agency.

1The prepared statement of Senator Heitkamp appears in the Appendix on page 33.
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Last week, the full Committee got a chance to explore the full
scope of the Administration’s reorganization proposals. Today we
are going to get down in the weeds and learn more about one spe-
cific proposal, what it will mean and how it will be executed.

I am not afraid of big ideas and Congress cannot be reflexively
dismissive of a proposal simply because it changes the status quo.
With that said, Congress also needs more information and more
analysis about these reorganization plans.

I am sure the witnesses today are aware of the conversation we
had last week, and I think I am not exaggerating to say I was
somewhat disappointed in the lack of detail that was provided to
us regarding the overall Administration proposals, particularly as
it relates to postal and some of the U.S. Department of Agriculture
(USDA) proposals. So I am hoping that we will not see the same
kind of reluctance or inability to provide background or analysis
today, because this is a really important function. I think Senator
Lankford and I know that there has been increasing frustration,
not only with the public toward this agency, OPM, but also inter-
nally, with other agencies who have to work with OPM, who expect
that they are going to get a more rapid response.

I think that the OPM-GSA proposal is interesting, I think that
is something that needs to be explored, and I think we have to
work together to see how that would be carried out and analyzed
to see if we are actually going to see efficiency.

So we need information so that we can fulfill our oversight duties
and also protect Federal workers. Federal employees are absolutely
critical to the proper and efficient functioning of Federal Govern-
ment, and we cannot have government, our Nation, or our citizens
without a strong Federal workforce.

I want to thank you and I look forward to your testimony, and
thank you for coming in.

Senator LANKFORD. At this time we will proceed with testimony
from our witnesses. The Honorable Emily Murphy is the Adminis-
trator for the U.S. General Services Administration. Administrator
Murphy previously served at GSA from 2005 to 2007, where she
was appointed inaugural chief acquisition officer and led the trans-
formation of the agency’s assisted acquisition centers and the con-
solidation of the Federal Supply Service and the Federal Tech-
nology Service. Her previous public service includes an appoint-
ment to the U.S. Small Business Administration (SBA) and 9 years
working at the U.S. House of Representatives on the House Com-
mittee on Small Business and House Armed Services Committee.

Dr. Jeff Pon is the Director of the Office of Personnel Manage-
ment, a position he has held since March. He has had over 25
years of experience in leading organizations and transforming tal-
ent management in the private and public sectors. Dr. Pon pre-
viously served as the Society for Human Resource Management’s
Chief Human Resources and Strategy Officer.

I really thank both of you for not only stepping up and taking
these responsibilities. Going through the nomination process is not
fun—to go through that process but also to be able to step in and
take the challenge of the reorganization, which is a significant
event. Status quo is much easier than just trying to be able to do
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the reorganization that needs to be done, so I thank you for step-
ping into it.

It is the custom of the Subcommittee to swear in all witnesses
that appear before us. So if you do not mind, please stand and
raise your right hand.

Do you swear that the testimony you are about to give before
this Subcommittee will be the truth, the whole truth, and nothing
but the truth, so help you, God?

Ms. MuURrPHY. I do.

Mr. Pon. I do.

Senator LANKFORD. Thank you. You may be seated. Let the
record reflect both witnesses answered in the affirmative.

We are using a timing system today, so for your opening state-
ment we will have a 5-minute clock there. We are not going to be
super enforcing of that today, but we do want to make sure that
we get to questions quickly.

Emily, you are ladies first in this one as well, with GSA, so we
are glad to be able to receive your testimony.

TESTIMONY OF THE HONORABLE EMILY W. MURPHY,!
ADMINISTRATOR, GENERAL SERVICES ADMINISTRATION

Ms. MuUrPHY. Good morning Chairman Lankford, Ranking Mem-
ber Heitkamp, and Members of the Subcommittee. It is good to see
you, Chairman Johnson. My name is Emily Murphy and I am the
GSA Administrator. Thank you for the opportunity to testify today
on GSA’s role in the Administration’s Government Reform Plan,
specifically the reorganization of certain functions with respect to
the Office of Personnel Management.

GSA’s mission is to deliver value and savings in real estate, ac-
quisition, technology, and other mission support services across
government. In this testimony, I will lay out the case for why GSA
is uniquely positioned to build on the work of OPM and enhance
the delivery of human capital operation services across govern-
ment.

As detailed in the President’s reform plan, the consolidation of
administrative support functions into a unified, customer-centric
organization is a rational approach to the management of any large
organization. To that end, the plan identifies an expanded role for
GSA to provide administrative services to Federal agencies. Under
the plan, GSA’s role will expand most substantially through the
move of certain human resource operational functions from OPM to
GSA. Combining these functions, which include a broad spectrum
of human resource products and services, will create opportunities
for operational efficiencies, IT modernization, and improved service
delivery.

Given the breadth of the reorganization, OMB, GSA, and OPM
all understand that we must be thoughtful and clear as we move
forward. Moreover, to help better ensure success, the reorganiza-
tion of OPM will be phased.

In this first phase, OPM’s Human Resources Solutions (HRS) will
be transitioned to GSA. In support of this effort, both GSA and
OPM have established working groups and appointed transition co-

1The prepared statement of Ms. Murphy appears in the Appendix on page 34.
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ordinators, both of whom have significant experience in agency re-
alignments.

Before I go any further, I believe it is important to share some
additional background on what GSA does, to show how HRS and
other OPM functions fit within GSA’s current mission.

Working with the predecessors of this Committee, GSA was es-
tablished by President Truman on July 1, 1949, to streamline the
administrative work of the Federal Government, a role that re-
mains central to GSA’s mission. The delivery of complex, govern-
mentwide services is not new for GSA. It is what we do every day.
In many of these cases, we are able to leverage the purchasing
power of the full government to secure better deals for the tax-
payer.

GSA excels in providing a wide variety of mission support serv-
ices to agencies, including support for acquisition, fleet manage-
ment, real property, travel services, and financial management
tools. Additionally, for small agencies, we even provide an inte-
grated set of financial, HR, and payroll services.

GSA also serves as an integration body, enabling the delivery of
high-quality, high-value shared services that improve performance
and efficiency throughout the government. This is further sup-
ported by the Administration’s Cross-Agency Priority (CAP) Goal,
“Sharing Quality Services,” which I co-lead. The goal exists to ad-
dress the fact that 40 percent of Federal leaders report that they
are not satisfied with the administrative support in the govern-
ment.

As the first Federal agency to have an agency-wide chief cus-
tomer officer, GSA has a long-standing culture of being customer-
oriented, and understands how to bring modern information tech-
nology (IT) solutions to government. Centralizing the transaction
process and IT for administrative functions in GSA, which already
aligns with our core mission, will allow for OPM to focus on the im-
provement of human capital policy.

The existing capabilities within GSA provide a fertile environ-
ment to increase efficiency, decrease costs, and improve the
lifecycle of administrative and employee services through the nat-
ural connections and interdependencies.

GSA already provides HR services to OPM and other agencies,
including time and attendance and leave management services.
GSA and OPM also have an extensive partnership on the Human
Capital and Training Services program, with GSA and OPM each
providing subject matter experts and contracting expertise.

The Administration’s reform plan provides a path to remaking
government to be more responsible, efficient, and effective in serv-
ice of the American people. I look forward to working in partner-
ship with this Committee, OPM, and the Federal agencies we serve
to bring about this needed change.

Thank you for the opportunity to be here today. I am happy to
answer any questions you may have.

Senator LANKFORD. Thank you. Dr. Pon.
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TESTIMONY OF THE HONORABLE JEFF T.H. PON, PH.D.,!
DIRECTOR, OFFICE OF PERSONNEL MANAGEMENT

Mr. PoN. Chairman Lankford, Ranking Member Heitkamp,
Chairman Johnson, Members of the Subcommittee, thank you for
this opportunity to be here today and to discuss the Administra-
tion’s commitment to aligning our agencies to better meet the
needs of the American citizen. As the Director of OPM and a sea-
soned human capital professional, I understand the importance of
an effective, strategic workforce alignment and how organizations
can utilize reorganization to realize positive results.

There has not been comprehensive civil service reform for over
40 years now, and the way in which certain government functions
and programs are organized does not enable our Federal workers
to excel at the delivery on mission in the most efficient and effec-
tive way possible.

President Trump’s reorganization proposal is a comprehensive
attempt to address these issues, particularly by elevating OPM’s
strategy, policy, and governance functions and aligning trans-
actional-based services to the new GSA. I wanted to be clear on
this one point. This proposal is not a secretive plan to fire civil
servants. Rather, it is an opportunity to elevate the Federal civil
service and workforce management functions to maximize oper-
ational efficiency for human capital services.

The Executive Office of the President (EOP) released the plan
recommending the reorganization of OPM and the process by which
the Federal personnel management and operations functions are
coordinated. The main objective of this proposal is to enable OPM
to focus on its core strategic mission, which is to serve as the chief
human resource agency and personnel policy manager for the Fed-
eral Government.

This proposal recommends moving OPM’s policy function into the
EOP. The details of this piece of the transition will be further de-
veloped in a later stage of our overall reorganization process, and
I would follow additional discussions with all the stakeholders. Dis-
cussions are focused on realignment of OPM’s HR Solutions, which
primarily includes the reimbursable HR services. By transferring
these services, the human capital function can remain at OPM and
allow for a more comprehensive approach for strategic workforce
initiatives for the Federal Government.

With the renewed focus, OPM could better support the central-
ized coordination of all personnel policies across the Federal Gov-
ernment, which includes employee compensation, workforce supply
and demand, identification of workforce skills, leadership and tal-
ent management, and other issues. OPM could also modernize the
approach to human resource policy, with a core focus on strategy
and innovation, workforce and mission achievement, senior talent
and leadership management, and total compensation and employee
performance.

Reorganization is just one tool among many the Administration
is committed to using to drive transformational change across the
Federal Government. As with most agencies named in the overall
reorganization plan, we are currently developing a detailed imple-

1The prepared statement of Mr. Pon appears in the Appendix on page 39.
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mentation plan. In support of this proposal, I have been partici-
pating in ongoing discussions with GSA and OMB on the specifics
of the implementation of this proposal. I expect to have future con-
versations with employee groups and Members of Congress as we
gain more detailed insight into what is necessary to move forward.

I understand there are a lot of questions about this proposal and
the impact it would have on our Federal workforce. I look forward
to having a continued conversation about it.

Thank you for this opportunity to testify and share the vision of
this proposal. I welcome any questions that you may have.

Senator LANKFORD. Dr. Pon, thank you. As the Chairman and
Ranking Member, we are deferring our questions to the end, and
I wanted to be able to recognize Senator Hassan for questions.

OPENING STATEMENT OF SENATOR HASSAN

Senator HASSAN. Well, thank you to my Chair and Ranking
Member, and thank you, Ms. Murphy and Mr. Pon, for being here
and for your work on behalf of the American people.

I wanted to start with a question to both of you. As I said to Ms.
Weichert last week, we all share the priority of working toward a
more efficient and effective Federal Government, and I know when
we have met before we have talked about that. I think this plan
can be a starting point for an important conversation about how to
reorganize the Federal Government, but as we all know, the devil
is in the details. As Governor, I proposed changes to the structure
of our State’s government, and so I appreciate the challenges that
come along with this kind of proposal.

On this OPM and GSA recommendation, specifically, I am curi-
ous to hear where the idea came from. We spoke last week in our
hearing about how some of these ideas were top-down and some
were bottom-up. So let me start with you, Director Pon. Was this
an idea that came from the agency or the White House or some-
where else?

Mr. PoN. Thank you, Senator, for the question. Actually, it was
an iterative process over the last 18 months. The Executive Order
(EO) for Reorganization happened 18 months ago, and the agencies
actually submitted their ideas to OMB. Through synthesis of this,
OMB prepared the overall proposal and released it to agencies in
an iterative process. So trading information back and forth and
then the proposal came out.

Since then, Emily and I, have set up task forces to really under-
stand each organization and how it actually dovetails into each or-
ganization’s synergies. There is a lot to learn about GSA and also
OPM on our staffs, and we are making sure that they are working
together and making the tough decisions on who goes where and
how the synergies can actually happen.

Senator HAsSAN. OK. Thank you. Administrator Murphy, the
plan calls for moving some retirement, health care, and processing
services into GSA. I know that in your opening remarks you
touched a little bit on GSA’s experience in this regard. But can you
drill down a little bit more? What experience does your agency
have with those kinds of policies that make this a good fit?

Ms. MurpHY. Thank you very much, Senator. I first want to start
by saying that the transition of either retirement or health care to
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GSA has not been decided. That is a Phase 2 issue and it is one
that we are continuing to do a lot of exploration. We would be look-
ing at that as something that is potentially 2020 or 2021 budget.

However, when you look at GSA’s role, we are not really a policy
organization. We are an administrative back office. So we take the
policy directives or the mission requirements from our customer
agencies, whether it be OPM, where we already work with them on
things like the Human Capital and Training Solutions contract, or
many other programs, and we then put them into implementation.
You know, we process the transactions, we make things happen,
and we try and find the efficiencies to make it happen so that it
pleases the agencies who are our customers, it makes easier for
their employees to do their jobs, and it ultimately results in sav-
ings for the taxpayers.

Senator HASSAN. OK. I will look forward to a little bit further
conversation with you on that offline. But I also wanted to follow
up, Director Pon, on something that you and I have discussed and
that I raised with Ms. Weichert last week. You and I have spoken
in the past about the Federal cybersecurity workforce and about
my frustration with the difficulty we have getting clear information
about how many Federal workers we have doing cybersecurity in
each agency. I know you are working on that and that you share
my frustration, but the delay and lack of information has become
a real issue.

As Chairman Lankford noted last week, the Russian attacks on
our election infrastructure in 2016 were an attack on our democ-
racy. If Russia is willing and able to attack our election infrastruc-
ture, they and others will absolutely also attack our Federal agen-
cies, and we need to ensure that we have a cybersecurity workforce
in place to prevent and mitigate those attacks.

The broader OMB reorganization plan calls for creating a unified
cyber workforce across the Federal Government. Could you share
your perspective on that proposal, and how would the proposed
changes to OPM and GSA impact OPM’s ability to support that
kind of unified workforce?

Mr. PoN. Thank you, Senator. I share your concern in terms of
making sure that we have a robust cyber core in our Nation so that
we can defend against any foreign and/or domestic threat. The ac-
tors are getting worse, it is getting more complicated, and I think
that our workforce needs to be agile and nimble, going from private
sector and public sector experience and getting the necessary work-
force that we need. It is not just the Federal workforce that we
have. We have contractor workforces.

Senator HASSAN. Right.

Mr. PON. And we need to make sure that there is a total account-
ing of the whole entire workforce, whether it’s contractor and/or
Federal workforce. I intend to make sure that there is data avail-
able so that we can understand how to track people that are in the
cyber workforce, both on the contractor side and also on our Fed-
eral workforce side.

We also need to understand the cost and the total package, the
type of training that they have, and the type of training we want
them to have. So we have initiated certain types of workforce plans
for onboarding people, flexibilities in terms of hiring, training, per-
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formance management, and making sure that the Federal work-
force is not just stagnant, that they are getting the training avail-
able for the best-in-class. With the cyber workforce, unlike most
workforces, the technologies and techniques change every 3 to 6
months. It is not a 2-year cycle. So we need to take a look at that
occupation and, in every 6 months would be my recommendation,
because these things are actually accelerating at a much faster
pace than most of our Federal workforce occupations.

Senator HASSAN. Well, thank you for that answer, and I also just
want to touch a little bit on this issue with Administrator Murphy,
because there is another cybersecurity workforce idea that my of-
fice has been working on. There are resources in the Federal Gov-
ernment to help address known cybersecurity vulnerabilities, but
there are fewer people who are proactively testing for
vulnerabilities within agency systems and highlighting them for
the agencies.

I have been looking into creating a roving cyber IG or so-called
“red team” that would do that kind of proactive testing across
agencies, building on the work that is already happening at the in-
dividual agency level. We have been trying to determine the best
place to house a team of people doing that kind of cross-agency
work, and given 18F digital service in GSA, we have considered
GSA as a potential home for the team. Do you think such a team
could fit within GSA, either in GSA’s current form or the expanded
form that would exist under this reorganization proposal?

Ms. MurpHY. Thank you, Senator. I would love to explore this
with you, because GSA is already taking a proactive role in trying
to identify those risks.

Senator HAassaN. OK.

Ms. MURPHY. We run the Continuous Diagnostics and Mitigation
contracts for Federal agencies. We have our own bug bounty pro-
gram, and we are working with the centers of excellence in pro-
viding cybersecurity assurance services to small agencies. So I
think that there would be a lot of alignment there and I would love
to figure out how we could make that work.

Senator HASSAN. Well, thank you, and thank you, Mr. Chair, for
letting me go over.

Senator LANKFORD. You bet. And I recognize the Chairman of the
full Committee, Senator Johnson.

OPENING STATEMENT OF SENATOR JOHNSON

Chairman JOHNSON. Thank you, Mr. Chairman. In last week’s
hearing with Margaret Weichert I would consider it kind of a mis-
understanding of exactly what she was presenting. She was
present more of a vision. I personally appreciate the fact that the
Administration is thinking big, thinking outside the box, and put-
ting forward what I almost hate to call a proposal, because these
things are not fleshed out yet. They are ideas. They are concepts.

And so the only question I have for both of you—and, by the
way, thank you for your service and your willingness to work on
this—where are you in this process, of this integration, of this reor-
ganization? I mean, are we at the infancy? Are you a quarter of the
way through? And what is your process, moving forward, and when
do you think you might have it all fleshed out where you actually
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could provide this Committee and the Administration the details of
what you are actually going to do?

Ms. MURPHY. Senator, I think we are pretty far along with the
HRS portion of the work. Both Jeff and I have created task forces
that have been working together. We understand the missions and
how there is a lot of synergy that already exists between the work
that is existing within HRS at the Office of Personnel Management
and the work that is already existing within GSA.

Right now we are trying to sort of dive into the work that is
being done in the support offices, so the CFO Office, the CIO Of-
fice, or the General Counsel’s Office, to support that work to make
sure that we have a comprehensive solution.

When it comes, though, to transitioning either retirement or
health care, we are much earlier in the process for those items.

Chairman JOHNSON. So there is not a single answer here. There
are Qdifferent components where you are further along. Director
Pon?

Mr. PoN. Yes, I would agree with Administrator Murphy. We are
taking these things in phases. We cannot do it all at once, and for
the authorities that we have we are taking a look at what authori-
ties we have administratively and what we need to work with Con-
gress in order to approve.

The HR Solutions organization is our fee-for-service business. It
is the transactional fee-for-service business that has training, has
USA Learning, USA Jobs. A lot of the agencies come to this part
of OPM for services. GSA has a lot of synergies in terms of deliv-
ering services for the organization and agency. I think of this as
a really good step toward the right thing, being a human capital
and IT professional. We have a distributed system of HR, as well
as our IT infrastructure. Could you imagine an agency that has in-
tegrated financial management, HR, IT, and acquisition, with sys-
tems that support it in one agency? That would actually increase
our transparency and accountability across all of the things that we
do. Our systems do not talk to one another. They are distributed.
I have always said, in my career in the Federal service, that sim-
plification, unification, and standardization is a good back office in-
frastructure, and that is what we are trying to achieve together
with GSA.

Chairman JOHNSON. Senator Lankford and I both have spon-
sored a bill that would give the Administration the authority to
make these changes. It is almost identical. It has been obviously
tweaked to the current circumstances, but it is modeled on Senator
Lieberman’s and Senator Warner’s authorization that really did not
get out of the starting gate, quite honestly. But it is that authority.
And just listening to you, would you anticipate, if you are given
that authority, are you going to wait until the very end point where
all these things are decided, or would you prioritize the integration,
the reorganization into different component parts and maybe start
implementing them one after the other?

Mr. PoN. Thank you, Senator, and thank you for your and Sen-
ator Lankford’s bill. I think it is 3137. I have read a bit of it, and
I believe it was since the 1980s we have discontinued that. But it
is an authority that we can either take as an omnibus or separate
parts. I think there is room for big things to happen all at once,
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but a lot of things have to happen separately too. So it gives the
Administration potentially some flexibility working with speed with
Congress, and making some decisions that we would like to both
move forward on.

In any change effort, you need to judge what are the easy things
and high value, what are the hard things and hard value, what are
the hard things that have very little value, and that is what we are
doing across our reorganization plans. Administrator Murphy and
I are trying to prioritize the things that are essential to move over
to GSA, as we do it administratively, that are important to us. We
are looking at contracting vehicles that are, in my opinion, no-
brainers. OPM does not have—it has an acquisition organization
but GSA has a significant organization.

Chairman JOHNSON. So again, you would need the authority
from our piece of legislation to even do the low-hanging fruit, the
no-brainers. Correct?

Mr. PoN. Some of the things I think we could do administra-
tively, but many of the other things we need to take a look at, and
that is what we are sifting through.

Chairman JOHNSON. So I will go to you, Administrator. Again,
the question I am asking, would you do this step by step, bit by
bit? So you take a look at, well, this is a no-brainer, this is common
sense, this is low-hanging fruit, whether you need the authority or
not, would you do this in pieces, based on priorities, or are you
going to kind of wait for the whole, big old reorganization plan?

Mr. PON. We are taking a phased approach.

Chairman JOHNSON. OK.

Mr. PoN. HRS is one consideration. In future financial budgets
we will take a look at the other transactional services that OPM
provides, such as health care and retirement.

Ms. MurpHY. I agree with Dr. Pon. We are looking at this as an
iterative process. We are trying to be agile, and hopefully make
this part of a conversation, also, so we can be coming up and talk-
ing to you on a regular basis about what the next steps are going
to be, asking for your input, and having that dialogue.

Some of the work is already actually even happening, not in the
OPM proposal but, for example, the work on fleet consolidation.
GSA already has contracts in place where we are studying 50,000
vehicles. We have done a demonstration with the Navy. They have
been so happy with the way GSA managed their fleet, they have
actually asked us to take on an additional 6,000 vehicles for them,
and we are usually able to achieve about a 26 percent savings. So
we are going full steam ahead there.

We are working through HRS with all deliberate speed, and then
we are taking a much more phased approach when it looks at the
additional services within OPM.

Chairman JOHNSON. Again, first of all, I think that is the exact
right approach. It should hopefully calm everybody’s concerns that
we are not going to be just one great big old package that has to
be approved. It is really going to be a step-by-step approach, and
hopefully some of this stuff will be so common sense, so obvious,
that we can just start making those improvements. Whether you
get the whole reorganization plan or not, at least we will be mak-
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ing continuous improvement. That is my manufacturing back-
ground. That is the right approach, so I appreciate that.
Senator LANKFORD. Senator Harris.

OPENING STATEMENT OF SENATOR HARRIS

Senator HARRIS. Thank you. Mr. Pon, by statute, the OPM is an
independent entity, as you know, in the Executive Branch, and
among other things sets standards for holding managers and
human resources offices accountable in accordance with merit sys-
tem and principles around making personnel decisions based on
merit.

So my question is that in the reorganization plan there is a pro-
posal that essentially will eliminate OPM, and my concern is if
OPM is eliminated, who will take on this independent role in the
Executive Branch to ensure that HR decisions will be in compliance
with and adhere to merit-based principles as opposed to politics?

Mr. PoN. Thank you, Senator Harris. That is a very important
question because OPM needs to play the independent role if we are
leading the civil service, defending the merit system principles that
we have. OPM is going to be, in the proposed state, elevated to the
Executive Office of the President, and when you have an organiza-
tion where the head of the organization wants HR at the table to
make decisions, to be an influencer, I think that is a very good sign
in any organization. The independence, whether it is in the EOP
or not, I think we need to make sure that the OPM director has
that directive and continues to have that directive and legislation
that supports that role.

Senator HARRIS. So I agree that it is important that we ensure
that. My question is how are you going to do that under the de-
scription of this reorganization? Because, frankly, my concern is
that this reorganization would put—and actually make HR policy
for career staff be a function of politics and not merit. That is truly
my concern. How would that be addressed? I think we agree on the
goal, but how are you going to address that?

Mr. PoN. Yes, I think the current laws—none of the responsibil-
ities or rules right now are proposed to change. It is the service
functions and transactional systems that are the focus of our cur-
rent planning. All of the policies and the rights of the OPM direc-
tor, and the role of the OPM director still stays in this organization
and entity.

Senator HARRIS. And how does the OPM director retain inde-
pendence in this new organizational structure?

Mr. PoON. Sure. I am still a direct report to our President, wheth-
er I am across the street or not. Our Merit System Accountability
group reports in to me, and that organization actually enforces the
Merit System Accountability approach. I think there is enough sep-
aration between the politics and also that function that it will con-
tinue to do what it is supposed to do.

Senator HARRIS. How will you deal with any pressure that is
placed on you to make HR decisions based on politics and not
based on merit?

Mr. PoN. That is the role that OPM has. I swore an oath to de-
fend the Constitution and also to uphold the office. That office is
to be the leader of the civil service and defender of the merit sys-
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tem principles, and making sure that our civil service is a robust,
free-from-politics organization.

Senator HARRIS. And that is a noble oath. Are you aware of any
concerns among career staff that HR decisions are being made not
based on merit but based on politics?

Mr. PoN. I have not had any conversations with any career staff
about threats, about the political people exerting any undue influ-
ence in personnel actions or merit system principles.

Senator HARRIS. And then, as you know, the Administration re-
leased three Executive Orders on May 25, which appear to be
aimed at weakening the unions that represent Federal workers.
And one of these orders, in particular, restricts the use of official
time by Federal employees who are part of a union to represent
their coworkers as provided by law.

Among other things, official time, as you know, is used in such
as a way that it can establish flexible work hours, enforce protec-
tions against unlawful discrimination, sexual harassment being an
example, and provide employees with a voice on their working con-
dition.

So due to the severe restrictions on the amount of official time
that employee representatives can use, will agency officials then be
required to stay after work hours and on weekends to address
these grievances?

Mr. PoN. This proposal actually limits the official time use, tax-
payer-funded union time, at 25 percent. We are not saying do not
do it. We are saying only 25 percent. We do have cases, such as
in the Department of Veterans Affairs (VA)—there are approxi-
mately 472 employees that are on 100 percent time. Some of these
are nurses and doctors. What we are saying is we hired you to be
doctors and nurses for our veterans but you can still use 25 percent
of your time to represent your union. We think that that was a rea-
sonable amount of time for any organization, and each employee,
out of 100, gets an hour of representation, so the whole entire VA
has a whole bank of hours that they can spread across each indi-
vidual at 25 percent of the time.

Senator HARRIS. So in the event that 25 percent of the time is
insufficient to meet the concerns about working conditions, about
allegations of discrimination or sexual harassment, in the event
that the 25 percent of the time is insufficient to address those
grievances, what allocation are you making and what have you set
up in this system to allow those grievances to be met, if it exceeds
the 25 percent? My question specifically is, are you requiring, then,
that folks will stay on weekends and after work to address it if you
are not allowing them to do it during work hours?

Mr. PoON. So it is 25 percent of the time and the bank. So it is
exhaustive in terms of if you exhaust the whole entire bank. But
for an individual they can only represent the union 25 percent of
the time. That does not preclude another union member 25 percent
of the time to use that bank of hours. So it is more making sure
that we have allotted a certain amount of hours and also limited
the amount of time to 25 percent of a person’s work role——

Senator HARRIS. I just have a few seconds left——

Mr. PoN. Yes.
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Senator HARRIS [continuing]. And I appreciate your point, in the-
ory. But have you ever had the responsibility of actually working
with an employee on a grievance? Because if you have you would
appreciate that it takes time to establish a relationship of trust, to
then understand the experience they have had and be familiar with
the facts in a way that you can sufficiently represent them in their
grievance. And the idea, then, that if you have hit that 25 percent
mark and so it is going to have to go to a bank and another person
will represent that employee, you can imagine how things will fall
through the cracks and that employee will not be appropriately
represented in the case of a sexual harassment grievance. So how
are you going to deal with that?

Mr. PoN. I think that is a very valid concern, making sure that
there are people that understand the case on both sides, making
sure that you can work with your union representative to fairly
and adequately represent you. Twenty-five percent of the time I
think is 10 hours a work week. Each and every union member ac-
tually has that, and the bank, we think, is sufficient enough to do
that.

Usually within these things it is not one person representing
you. It is two or three people. And in the case of real experience
and working at agencies, there are usually teams of people that are
working with the person that is grieving.

Senator HARRIS. Thank you.

Mr. PoN. Thank you, Senator Harris.

Senator LANKFORD. Senator Carper.

OPENING STATEMENT OF SENATOR CARPER

Senator CARPER. Thanks, Mr. Chairman, Senator Heitkamp,
Governor Senator. Welcome, Administrator Murphy and Director
Pon. I am glad you are here. Is this your whole family? Are your
families with you today? No, that was for your confirmation hear-
ing. Glad to see you. Thanks for your work.

I am initially going to start with a couple of questions. I could
use a hanging curve ball, and basically say hanging curve balls,
Administrator Murphy. But as you think this Committee, in fact,
some of the folks who are sitting here today with you have worked
on real property reform, and a couple of years ago I worked with
a number of Members of our Committee. In fact, this goes back to
when Senator Lankford’s predecessor, Tom Coburn, was with us,
and we worked then, and we work now on real property reform to
try to make sure that—we spend a lot on where we put our em-
ployees to work and we want to make sure that they are in places
where they feel appreciated but also productive.

And T just wanted to ask you, given the work that has been
done—who was it, Rob Portman. He is not here today, but he has
done a lot of work on this, with us, as well. But could you just take
a minute or two and give us an update on the status of the real
property reform under this Administration please?

Ms. MuURrPHY. I can talk for a lot more than a minute or two on
it because I am so excited about the work we are doing on real
property reform. First of all, I want to thank——

Senator CARPER. I am really excited too. People think I am
strange
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Ms. MURrPHY. No.

Senator CARPER [continuing]. But I get really excited about real
property.

Ms. MURPHY. It is really exciting work.

Senator CARPER. I get really excited about postal reform too. My
wife says, “Get a life.”

Ms. MURPHY. Lots of people say that to me. Sorry.

So, first of all, I want to thank you for the work that you did in
perfecting the FASTA legislation. We got three of the board mem-
bers named earlier this week. GSA has already reached out to all
of them. We have been pulling the data together to help them.
Since I was confirmed we have published the 2016 and 2017 Fed-
eral real property profiles. We actually, this month, then put it into
an interactive map so people can see where all that property is.

We have been reforming leasing and trying to focus on the leases
where we get the best return on results, because I think I men-
tioned, in my confirmation hearing, that our average tenancy in a
building is over 20 years. Our average lease is about 6 years. And
we are at a spot where about 50 percent of our leases are not being
renewed in a timely fashion. By focusing on those that are at the
highest dollar value we have been able to save $400 million in an-
ticipated lease payments between January and June of this year.

Just yesterday I announced that, within GSA, we are actually
taking our national capital region and we are taking them out of
the building at L’Enfant Plaza, we are going to move 1,000 addi-
tional people into the central office building, because we think we
can accommodate them while still giving them a quality work space
to work in.

So we are doing a lot to expedite the disposal of unneeded prop-
erty. We were able to transfer the Department of Interior South
Building to the Federal Reserve Board. They paid us $40 million
for it, on a property that needs over $100 million in repairs. And
I want to thank Senator Lankford in his role as the Chairman of
my Appropriations Subcommittee. The Senate mark-up of this
year’s bill gives us a lot of money to invest in doing repairs to those
buildings so we can continue to protect our Federal property.

Senator CARPER. Good. One of the appropriations bills also actu-
ally includes some money for GSA, I want to say about $100 mil-
lion, to do some more work at St. Elizabeth’s, as we try to move
our friends from the Department of Homeland Security (DHS) into
this campus. How are we doing on that front?

Ms. MURPHY. So the center building

Senator CARPER. With a special focus on consolidating the Fed-
eral Emergency Management Agency (FEMA) and bringing those
employees to the campus, please.

Ms. MURPHY. So the $100 million that you are referring to in this
year’s bill, and the Senate version of the bill, is for the FEMA con-
solidation. We think it will take about $229 million to build the
new FEMA building on campus. We anticipate that the center of-
fice building will be ready for the Secretary of Homeland Security
to occupy starting April 1 of next year. We have been working also
on the Munro Building.

Senator CARPER. That is April Fools’ Day.
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Ms. MURrPHY. Yes, and I hate the fact that it is April Fools’ Day
because I feel like people think that we are trying to pull some-
thing over on them.

Senator CARPER. That is when we do our best work here.

Ms. MurpHY. I do not know if you have had a chance to see it.
The work they did with that building, it is amazing. When you
think that the original center building was built by patients at St.
Elizabeth’s unskilled, and they were able to maintain it, keep a lot
of the historical character while still giving us an open concept
space that meets the Secretary and Deputy Secretary’s needs. You
can go and see Ezra Pound, who was incarcerated there, was a pa-
tient there. You can see where he was. They have done a beautiful
job with that building.

And then if you look at the Munro Building, that we built for the
Coast Guard, we are working to further consolidate, get more indi-
viduals into that building. Later this month or it is early next
month we are going to actually do a ribbon-cutting for the Martin
Luther King 295 Extension, so it will be easier for employees to get
into and off of the campus. That will help with congestion around
the area.

So we have been putting a lot of work into that property, and 1
would invite you to come out and see it with me, because it is

Senator CARPER. I have asked my staff to arrange for us to come
out.

Ms. MUrPHY. I would love that.

Senator CARPER. Probably not April Fools’ Day. Well, maybe not.

Ms. MUrPHY. If you want to come

Senator CARPER. Hopefully before that.

Ms. MURPHY [continuing]. I seem to get out there about every
other month or so, and so it is amazing to see the progress.

Senator CARPER. I look forward to joining you.

Dr. Pon, do you ever use the Postal Service?

Mr. PoN. Sir, periodically.

Senator CARPER. OK. Well, I want you to use it more. They need
the business.

Mr. PoN. I use Amazon.

Senator CARPER. OK. Well, actually, if you use Amazon you are
using the Postal Service.

Mr. PoN. Correct, sir.

Senator CARPER. And the Postal Service makes money on pack-
ages and parcels. What do they make, Senator Heitkamp, about $6
or $7 billion a year, and Amazon is one of their best customers. So
was UPS a big customer, and FedEx, because the Postal Service
delivers the last mile and these other companies, they do not want
to do that. So it is actually quite a good partnership.

I used to be a State treasurer. I used to oversee most of the ben-
efit programs for State employees, educators in our State, and have
a great interest in pensions and health care and all the fringe ben-
efits and so forth.

I just wanted to mention this and then I will stop. You do not
even have to respond. But for the record, on postal reform, when
I was Governor, we got AAA credit ratings, until the end of my sec-
ond term. We used to have the worst credit rating in the country.
We got AAA credit ratings.
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And the same week we got AAA credit ratings from all the rating
agencies they said to us, “You still have a big liability to address
in Delaware. You have done a great job in a lot of ways.” Governor
du Pont, Governor Castle—I try to add some value as Governor.
But they said, “You have not set aside any money for the health
care costs, the liability for health care costs for your pensioners.”
OK. And so we started doing that.

But we looked around and we looked at other States to see what
they were doing to address the liability for health care costs for
their pensioners and they were not doing anything. And even
today, if you look to see what States are doing, even big cities, al-
most nothing in terms of setting money aside. You look at big com-
panies, Fortune 100, very little; Fortune 500, very little; Fortune
1000, very little. And yet we have a law that says the Postal Serv-
ice has to fully fund the liability for the pensioners for health care
within 10 years of 2007. And it is just not realistic, and it is, I
think, grossly unfair.

The other thing I would say, my wife retired from DuPont a few
years ago. She had a great career there. When she turned 65—let
me say, for the record, if she is listening, she looks about half that
age.

Mr. PON. You are a lucky man, sir.

Senator CARPER. Yes. We have a saying in our family, “Happy
wife, happy life.” Anyway, when she turned 65 she got a letter from
DuPont, and it said, “Dear Martha, we love you, but you have to
sign up with Medicare Part A, Part B, and Part D, and we will pro-
vide some wraparound coverage for you.” And most every major
company, employer in the country does the same thing. And with
the Postal Service, most of their retirees, most of them use Part A,
and the majority of them use Part B. Nobody uses Part D. But the
Postal Service pays into the trust fund, the Medicare trust fund,
as if everybody was going to get covered. But they do not. They ac-
tually overpay so that other companies can pay less. And I just
want to say there is an equity problem there. At some point in time
you are going to be drawn into this discussion on postal reform,
particularly as it applies to fringe benefits and health care. So I
just wanted to set that as a marker. All right? Thank you.

Mr. PON. Sure.

Senator CARPER. Great to see you both. Thank you.

Senator LANKFORD. Senator Heitkamp.

Senator HEITKAMP. Thank you, Mr. Chairman. I think you both
know how much respect I have for both of you, and I really want
to say that I am always excited when I see you on the agenda be-
cause I know we are going to have a substantive discussion and it
is going to be very helpful to us. So I just want to tell you how
much I appreciate your government service and your enthusiasm
for the task ahead of you.

One of the, I think, critical questions in any kind of reorganiza-
tion plan is what is the problem you are seeking to solve and how
will this reorganization actually further solve that problem? Now
we have had many oversight hearings on this Committee regarding
challenges of OPM. There is no doubt about it whether we need to
take a look at the overall system, whether Jobs USA is just not
functioning the way it needs to function. I get all that. But some-
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how just rearranging the chairs or who sits where in my opinion
does not solve some of the problems that I see that need to be
solved within OPM.

So what is the problem that you think will be solved by the relo-
cation of OPM? And I really see it more as a merger as opposed
to an accusation—not an accusation, but instead of being ac-
quired—thank you. But the way you described it to Senator Harris,
clearly it is not integrating all the authorities of the Director of
OPM within the head of GSA. So this is kind of an umbrella.

So how is that going to solve the problems that we have recog-
nized over a long period, Dr. Pon, that need to be solved over at
OPM?

Mr. PoN. Thank you, Senator. Throughout my career in the Fed-
eral Government we wanted to make sure that transactional and
administrative things were minimized and mission delivery and
performance enhancements were maximized at agencies. This is an
effort to continue that effort. I did mention the systems that we
have. Initially, 15 years ago, we consolidated 22 payroll systems
into 4. We got a lot of efficiency and cost avoidance for the tax-
payers. Administrator Murphy actually owns part of that program
to consolidate those shared service centers now, that we call them.
They are adding time and attendance as well as other Human Re-
sources Information Technology (HRIT) functions. With HR Solu-
tions potentially going over there to GSA it actually envelops a lot
of the HRIT infrastructure—USA Jobs, USA Learning, USA Staff-
ing—which 80 or 90 percent of the agencies use some form or fash-
ion of those types of IT solutions.

Senator HEITKAMP. And you are saying they are already over at
GSA.

Mr. PoN. No. USA Learning, USA Jobs, USA Staffing are in HR
Solutions at OPM.

Senator HEITKAMP. Right.

Mr. PoN. Those are potentially going over there to add synergy
to the overall offering that GSA would have, in a consolidated fash-
ion, for HRIT solutions for agencies.

Senator HEITKAMP. OK.

Mr. PoN. The problem that we are solving is making sure that
we are standardizing, simplifying, and unifying a lot of these tools
so that it is not 1,000 flowers that bloom. The data is everywhere
and the information does not really interact at the systems level.
There is no interoperability or standardization across different
types of tools.

So I will give you a concrete example.

Senator HEITKAMP. Yes. That would be good.

Mr. PoN. Performance management systems. We do not have one
or two. We have hundreds and hundreds of them, and they have
different

Senator HEITKAMP. So why does it have to go over there in order
for you to solve this problem?

Mr. PonN. I think it is operational efficiency. One part of OPM
does the policy end of things. The other part of the spectrum we
provide services to agencies. General Services Organization does
services for IT, acquisition, and I think finance and HR are the
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next steps to consolidating that back office infrastructure. That, to

me, as an executive

b Senator HEITKAMP. So it is kind of a one-stop shop for the back-
one.

Mr. PoN. It is the one-stop shop for administrative services for
the Federal Government.

Senator HEITKAMP. And you would see retention within your op-
eration to be that public policymaking, that innovation, whatever
it is.

Mr. PoN. Government-wide policy, the management of personnel
management, but staying out of the fee-for-service type of business
that HR Solutions is currently engaging in and the National Back-
ground Investigations Bureau (NBIB), as well.

Senator HEITKAMP. Yes. Losing control over the implementation
of your policies is not something you worry about.

Mr. PoN. I think we have been, actually customers.

Senator HEITKAMP. Yes, I know you two can get along.

Mr. PoN. No, but even before I got here.

Senator HEITKAMP. I am just thinking future administrative
structures. I mean, I think both of you could make this work. I
have no doubt about that. And you could make it work for the re-
tirees. You could make it work for the employee that you both rep-
resent. I have utmost faith. I am just looking into the future, say-
ing when you do not have this relationship, when you do not have
this kind of collaboration, where is the tension points going to be
as you are looking at creating policy for Federal employees that
then has to be implemented and embedded within General Service.

Mr. PoN. Even before I got here, OPM has been a customer of
GSA in HR, and I welcome Emily’s comments on that type of rela-
tionship, even before I got here.

Ms. MURPHY GSA actually already does the performance man-
agement system for OPM. So OPM sets the policy for it, we imple-
ment it, and then we actually provide it back to them. We provide
their payroll services. We provide their time and attendance.

Senator HEITKAMP. So, Emily, I get that.

Ms. MURPHY. Yes.

Senator HEITKAMP. So then explain to me why the two agencies
need to be umbrellaed. Why cannot we just make OPM the policy-
making branch for public employees and just give you the imple-
mentation back behind-the-counter operation for management?

Ms. MURPHY. I think that that is the intention of this plan. It
is a step in that direction. GSA was set up to be a mission support
agency, and if we can do a better job in serving OPM and other
customers, as they already come to us with their mission require-
ments and it is our job to figure out how to most effectively and
efficiently implement those.

Senator HEITKAMP. So, I will turn this over to Senator
Lankford—I understand what you guys are saying but I am trying
to understand what you are saying in the context of what we are
reading, in terms of reorganization, and I think some of the issues
that Senator Harris raised could be—if you said, “Look, we are
going to have a revised OPM that looks at overall policymaking, re-
cruitment, does the studies,” that it becomes the employment agen-
cy, kind of the arching, and we are going to tell you, GSA, how we
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are going to manage this. I mean, I get that. But why do you need
to co-locate OPM within GSA?

Mr. PoN. This part of OPM is the services part of it. It is only
that part that we are talking about right now. In future budget
years we are considering Federal Health Benefits and also Retire-
ment. Other than that, the enforcement, the policies still stay with-
in this organization, whether you call it OPM or OPM, Inc. It still
has all of those responsibilities that Congress has given them.

Ms. MurPHY. If I could probably give an example of how we
think this is going to add some efficiency, within OPM right now,
within HRS, which we are contemplating bringing to GSA, there is
a group that does telework policy. Within GSA, we actually provide
the space and we can help consolidate the space to help with
telework, and then we also provide the IT and the systems that
allow for telework. So by having those groups work really closely
aligned with each other, working together, we think we are going
to deliver a better solution.

Senator HEITKAMP. Emily, do you think you can do this piece
without legislative—without congressional approval?

Ms. MurPHY. It is my understanding that we can do the HRS
transfer without legislative approval, but that I do not know
that—I know our lawyers are still looking at it, and I do not want
to speak definitively, 100 percent, because I will get in trouble with
my lawyers. But it is my understanding, from our task forces, we
think we can make this happen.

Mr. PoN. Large part, I think we can do this administratively.
There are some things that our lawyers are taking a look at. There
are certain authorities, such as USA Jobs, assessment authority. It
is not a fee-for-service business. It is actually OPM’s responsibility
to post all the jobs across the Federal Government. Before there
was USA Jobs, people came to the basement of OPM and went
through the reams and reams of paper.

Senator HEITKAMP. Yes. I just want to make this point. This is
what I do not want to have happen. I get mad at USA Jobs. I al-
ready am so that is a short trip. So I call you, Emily, and say,
“This has to get fixed. We cannot be waiting. You cannot do it this
way.” And you go, “Well, it is Jeff’s fault.” And I call Jeff and Jeff
goes, “Well, Emily is not doing her job.”

I mean, right now I am going to call you and blame you, right?

Mr. PoN. Yes.

Senator HEITKAMP. So I just want to make sure that we do not
eliminate accountability in this kind of bifurcated responsibility.

Ms. MURPHY. Maybe a good example is GSA already runs some-
thing called the Federal Business Opportunities website. It is sort
of the contracting equivalent of USA Jobs.

Senator HEITKAMP. No, I know you can do it, Emily.

Ms. MURPHY. So when there is a problem with it, I am the one
who gets the calls even though it is a governmentwide policy

Senator HEITKAMP. You are going to regret saying that. [Laugh-
ter.]

Ms. MURrPHY. I am a Missourian. I believe, Harry Truman, the
buck stops here. I am there. I love that.

Mr. PoN. USA Jobs is a tool. Hiring has to be taken a look at,
and whether it is USA Jobs or the agencies pass-back, we are tak-
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ing a look at the whole entire system and the delivery of it. USA
Jobs is the front door, and we need to make sure that the back of-
fice, the hiring, the agencies, the managers are doing their jobs and
not trading the classifications back and forth.

This is like basic HR. We need to get back to the basics and read
resumes versus doing these keyword searches and getting all these
things racked and stacked. We need to go back to the basics of how
we recruit people, source people. That is very important to the mis-
sion of our organization, and USA Jobs is sometimes—I have heard
the names.

Senator HEITKAMP. Yes. This is a Committee that could not
agree more with you.

Mr. PoN. That is right.

Senator LANKFORD. And we will allow you to be able to say it is
Jeff's fault, and Jeff can say it is Margaret Weichert’s fault, and
they can go to Mick Mulvaney’s fault, and then we will just keep
going up from there. But we do appreciate this because USA Jobs
just has to get fixed.

Mr. PoN. Hiring has to get fixed. That is all of our jobs but that
is my responsibility.

Senator LANKFORD. And we will talk about that in just a mo-
ment.

Senator Hassan wanted to be able to ask an additional question
as well.

Senator HASSAN. Thank you very much, Chairman Lankford. Dr.
Pon, I wanted to follow up with you on the official time proposal
that you were discussing with Senator Harris. This official time
proposal would limit workers to spending 25 percent of their time
on official time, but the same amount of official time needs to be
done regardless of how many people are doing it. That means you
might end up with four people working 25 percent of their time in-
stead of one person at 100 percent, to get the work done. Why is
four people doing this work part-time more efficient and effective
than one person full-time?

Mr. PoN. I think there is a balance, Senator, between what you
do for the union and what you do for your government, what we
hire people to do.

Senator HASSAN. Excuse me just a second. I would say that
many of us believe that representing employees and making sure
their voices are heard serves the government and the people of the
United States of America, so I would not distinguish or divide serv-
ice to make sure employees are being heard from service to govern-
ment.

Mr. PoN. Yes.

Senator HASSAN. Does that make sense to you?

Mr. PoN. I understand what you are saying, Senator. I think our
proposal is to make sure that we have representation 25 percent
of the time and we have a bank of hours that helps the union man-
age their time allotted to them, that the taxpayers pay. But we also
want to make sure that they do the jobs that the American public
has hired them to do.

Senator HASSAN. I will make this observation. I practiced labor
unemployment law for over two decades. I represented a hospital
in the course of doing so.
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My son went through 20 hours of surgery about 15 years ago, 2
days of surgery, 20 hours. I would not want multiple surgeons com-
ing in and doing that 20 hours of surgery. My time is up. Next per-
son. I counted on the doctors and nurses coming together and de-
ploying their time, and all the other professionals who were there,
in a way that got the job done.

And I think it is concerning that the Administration is acting as
if employee representation is somehow rote work that anybody just
does and comes in with their 25 percent. To Senator Harris’s point,
this takes professional effort, and nobody but doctors and nurses,
for instance, know how important nurse-patient ratio is on the floor
of a VA hospital. That is why we have nurses and doctors engaging
in employee representation, because they know what it is to be a
doctor or a nurse in the VA system.

And so I just am concerned that the way the Administration is
speaking about this proposal really reflects a lack of respect for the
importance of representing employees, especially health care em-
ployees who take care of our veterans, and I think one might think
that the Administration is simply trying to dilute the effectiveness
of employee representatives, and that concerns me greatly.

Thank you, Mr. Chair.

Senator LANKFORD. Do you want to respond to that either way?

Mr. PoN. I understand your concern. I do believe that the em-
ployee representatives need to adequately represent their organiza-
tions and employees. It is concerning to me that we have had a tip
through 100 percent of the time having representation. This is 25
percent of the time. I understand your concern about the limitation
that that 25 percent of the time takes and may have potential im-
pacts on a case-by-case basis.

Senator HASSAN. And thank you, and I will not prolong it other
than to say it could seem pretty arbitrary, and that concerns me.
But I would look forward to discussing this further. And thank you
for your indulgence, Mr. Chair.

Mr. PoN. Thank you, Senator.

Senator LANKFORD. So let me ask you a question, and coming
back to what Senator Heitkamp was talking about as well, on the
purpose of what we are trying to accomplish. How does the moving
HR services over improve customer service?

Ms. MUrPHY. May I?

Mr. PoN. Go ahead.

Ms. MUrPHY. I think that if you look at the alignment of HR
services with the work GSA is already doing, for example, if you
are coming to either GSA or OPM right now and trying to use the
Human Capital Training and Services contract, it is unclear where
you are supposed to go. By bringing these two groups together, it
1s going to be much easier for customers to work on it. It also
means we can use those assisted acquisition professionals to pro-
vide greater service across the government.

Likewise, when we are doing consulting or customer experience
work, there is a group within GSA that does this work already and
there is a group within HRS that does this work already. Bringing
them together we are going to be able to leverage that and provide
a better solution. By having the work we do on telework, having
the individuals who do the telework consulting aligned with the in-
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dividuals who do the telework space management, and those who
do the telework IT management, you are going to get a better solu-
tion just by having everyone work together.

At the end of the day, this should add—my goal, under the CAP

oal on sharing quality services is that I am supposed to deliver
%2 billion in savings over the next 10 years, as well as improving
customer satisfaction. So my goal is to thrill my customers and
save taxpayer dollars.

Senator LANKFORD. OK. Good goals, by the way. And taking it
from there, you both called that the low-hanging fruit of the pro-
posals, and then Administrator Murphy, you gave us a little bit of
a news flash there, saying Phase 2 is still in conversation about
what happens to retirement and health benefits.

So tell us a little bit about that. Would we have the same type
of gain in moving that over, as you are examining it now? Will cus-
tomer service still improve? And because if there is any one area
that I get casework on dealing with OPM it is the retirement sys-
tem. That area, more calls than anything else. When it takes 6
months to actually move into the retirement system, and you have
vulnerable retirees, it is a big issue. So does that improve customer
service to combine that or is that still being studied?

Mr. PoN. We are taking a look at it right now, but I think mov-
ing HRS versus moving Health Benefits, its policies and its Admin-
istration is a much bigger project. I think there needs to be a lot
of due diligence in talking about what gets to move. But the nature
of Federal Employee Health Benefits is still a very transactional
thing. Unfortunately, it is very much paper-based and retirement
is paper-based too. We have a whole cave full of paper in Pennsyl-
vania right now.

I want to make sure that we have digital records for both. The
employee digital record will help agencies move people from agency
to agency and move them to retirement systems without the paper.
I want to make sure that we deliver that in good order to GSA so
that the digital infrastructure can be worked on together, but I am
not having her and the GSA organization inherit some of the prob-
lems that OPM has been dealing with for decades. I want to make
sure, on my watch, that we move to a digital environment, and
that will take at least a year or two.

Senator LANKFORD. OK. So let me try to clarify that. So the goal
on, let us say, retirement—just take that piece of it—is to try to
fix the system and then transfer it

Mr. Pon. Correct.

Senator LANKFORD [continuing]. Rather than transfer it and
have someone else clean it up.

Mr. Pon. Correct.

Senator LANKFORD. Why is that better?

Mr. PoN. I am familiar with HRIT transformation—22 payroll
systems, USA Jobs. I know that is a sore point for Senator
Heitkamp. But I do think that before that we did not have any of
those systems. We did not have digital systems. You want to make
sure that you charge people that have the experience in doing that.
We have a track record of doing that on my watch and I want to
make sure that that happens on my watch.
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Senator LANKFORD. All right. So set some timelines for me, both
for retirement, let us say. Let us just take that piece of it. At what
point will we move to current, up-to-date retirees, so that you retire
and you actually get to retire when you retire, as shocking as that
may seem. So walk me through that. And then talk me through
timelines of transition for that to be able to move.

Mr. PoON. So the first step is the electronic data record. That is
going to pull in the Enterprise Human Resources Integration of
eOPF, which is the official personnel file, as well as other data that
resides in Enterprise Human Resources Integration. That data will
represent the whole entire digital representation of the employee.
That will feed all of the systems that we are talking about, whether
it is health benefits, whether it is retirement, whether it is trans-
fers, promotions. The records that we keep still are very paper-
based.

So we are starting with that. In about a year, year and a half,
we will have an organization, demonstrate that capability, and
then from there we will be testing out the capabilities, in parallel,
building out those test cases for transferring an employee from an
active employee to a retired employee, in about a year and a half
or two.

Senator LANKFORD. OK. And that is all done by a single office,
or would that be distributed agency to agency with instructions on
how to do it? In other words, going through the cave, does this be-
come a team of folks there scanning in information, trying to type
it in, or to be able to merge it, or does each agency have the re-
sponsibility to say this is the system we are going into; get your
data into this system?

Mr. PoN. Yes. So currently there are multiple forms of, for in-
stance, payroll information, and the retirement system itself re-
quires 188 data elements to process retirement. We are going to-
ward standardization of those data requirements so that each agen-
cy can feed, in a standard way, that information and not have
forms that are varying, that people have to type and put into the
system. So we are digitizing things going in and also processing it.

Senator LANKFORD. But you are establishing the structure. The
agencies will be responsible for populating that with information.

Mr. PoN. The agencies, with their payroll providers, which Emily
has.

Ms. MurpPHY. While Jeff is taking the lead on this right now it
is definitely going to be something we do in partnership, because
GSA, in our work with Shared Services through the Unified Shared
Services Management group, and by putting out new solutions in
that area, may be able to expedite and help those customer agen-
cies with that part of the process.

Senator LANKFORD. But I am still back to the same issue. They
are establishing the system and structure. Is GSA inputting that
data for every agency, or does each agency have the responsibility
to be able to input their own data so that we have a much larger
group handling this? Because this will be an enormous task, that
if you have a small team, that that is what they do, that is going
to take forever, versus it is distributed nationwide toward the dif-
ferent agencies.
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Mr. PoN. The current systems that we are talking about are pri-
marily payroll, time, and attendance and HRIS. There are consoli-
dated organizations that provide those, and I am working with
Emily’s organization to make sure that they have standards so that
they are going toward common standards in feeding these data sys-
tems, wherever they may reside. And we are consolidating that ac-
tivity and making sure that there are economies of scale, and we
are working together on the shared services side.

Ms. MURPHY. So as I try to work on getting us from over 100
time-and-attendance systems in the government down to, hopefully,
a manageable number of time-and-attendance systems, that will
actually make it easier for Jeff's systems to capture that data and
come up with a better solution. The same thing with payroll. If we
can get from, I think, five payroll providers to a “software as a so-
lution” service, we will be able to better capture that data, make
it easier, less low-value, data entry work and more system trans-
formation work.

There is going to be more than enough work to go around, but
it is going to be an opportunity for us to actually use it as a chance
to modernize on both sides of the equation.

Mr. PON. So the good news story about this is that we are mov-
ing away from forms. We are moving toward data, and the data
can actually be sucked up into what they call the cloud, and then
it can be repurposed into these systems for transactional systems.
We have outdated systems right now that are sometimes at end-
of-life mainframes, and we are moving away from that type of tech-
nology across government so that the data actually can be data and
can be repurposed for many different reasons. That is why an en-
terprise employee data record is so important to us. So we can pull
the data from wherever it is and pull those 188 data elements for
retirement systems, whether they are at the agency or the service
provider. But we require each and every one of the entities to pro-
vide us that 188 standardized data elements.

Senator HEITKAMP. Let us stay on IT here, because obviously one
of the concerns that we have—and you recognized in your reorga-
nization plan—talked about the challenges that OPM has experi-
enced with data breaches, background investigations, backlogs, and
really IT problems.

So if we talk about this—number one, let us all agree it is not
like in the cloud. It is in a server bank somewhere. Right? I mean,
you can pull it

Mr. PON. Probably in Ashburn, Virginia.

Senator HEITKAMP. Right. Emily, do you have data storage? Who
does this for the Federal Government?

Ms. MUrPHY. We do. GSA actually has a center of excellence on
data storage. We have been working—if you look at our FITARA
scorecard we have been working really hard to make sure that all
of our servers are consolidated and that we are using cloud optimi-
zation. We actually have a cloud center of excellence that is work-
ing with USDA right now to help them make that transition them-
selves, so they can provide better expertise to farmers. I think we
are actually heading to North Dakota next month to meet with
some farmers, actually——

Senator HEITKAMP. Great.
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Ms. MURPHY [continuing]. To make sure we are designing the
right system for them.

But GSA has a lot of expertise when it comes to——

Senator HEITKAMP. Data storage and data retrieval.

Ms. MURPHY. And we also run a lot of the contracts for data stor-
age, data retrieval. So if the way we are doing things is not the
right one, we help agencies find a solution that works for them and
their requirements. So we do not assume that there is a one-size-
fits-all for every type of data that you want the same answer.

Senator HEITKAMP. So there are some synergies, there are some
economies of scale by migrating data storage and data analysis to
that place. Then you become more like USDA as opposed to the
person who is responsible for maintenance of all these records.

Mr. Pon. We will still, from a policy standpoint, be responsible
for maintaining the records, but GSA, the new GSA, or the Govern-
ment Services Agency—not new—the Government Services Agency
will be our service provider for data IT systems.

Senator HEITKAMP. How do you see cybersecurity improved with
this system?

Obviously, we are all concerned, still, about the hack of OPM.

Mr. PoN. Yes.

Senator HEITKAMP. We do not know. I mean, I think we are
going to be suffering consequences from that hack in years to come.
I sit on that data for a while, assuming that only so many people
are going to take steps to protect whatever number they have.

And so this is a ticking time bomb. Let us not assume that, oh,
the sky did not fall on some public employee’s head right after it
happened. Let us just assume that people are sitting on some of
this data, ready to utilize it at their leisure.

So how will this system improve cybersecurity?

Mr. PoN. Well, in particular to that data, the investigative data,
that is planned to be going to the Department of Defense (DOD),
DOD through NBIB, National Background Investigations Bureau.
We have, and are working with DISA to be the provider for the
back-office infrastructure for background investigations, and work-
ing with DOD on the smooth transfer of NBIB to DOD.

Senator HEITKAMP. Well, OK. So how do we prevent a hack in
the future? You are saying, you are going to migrate background
checks to DOD, right?

Mr. PoN. Yes.

Senator HEITKAMP. Is not that what you just told me?

Mr. PoN. The infrastructure.

Senator HEITKAMP. Right. The infrastructure. So assuming they
are more secure than what you have had in the past.

Mr. PoN. I would not say that. We actually doubled down on
much of our security since the hack. Government reports have ac-
tually said that OPM is on the top three of protecting their sys-
tems.

Despite that, I want to make sure that we have the best and
brightest working on defending some of these sensitive systems. I
come from a background of OPM and also Department of Energy.
That is one of the most attacked organizations in the whole entire
government. We need help in terms of making sure that we have
the right people to defend our cybersecurity infrastructure, and I
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believe that we have placed a lot of our resources in that part of
our organization, to get the right people and the technology, and
the right contractors to help test, penetration test our systems. We
do penetration tests with the security agencies as well as DHS and
DOD, so they are active partners in making sure that our infra-
structure is secure.

Senator HEITKAMP. Yes. I am trying to figure out—now you are
telling me you are sending a piece of this to DOD. I am trying to
figure out why you are not responsible for—if you have the center
of excellence for data storage, and you are responsible for con-
tracting with many of these agencies, why are not we looking to
you to be the center of excellence for cybersecurity, for Federal
data?

Ms. MURPHY. I want to distinguish between the National Back-
ground Investigation piece that Jeff is talking about.

Senator HEITKAMP. Why?

Ms. MURPHY. Because the National Defense Authorization Act
(NDAA) a few years ago actually directed the transfer of 70 percent
of that to the Department of Defense.

Senator HEITKAMP. OK. So it is a statutory:

Ms. MURPHY. Yes.

Mr. PoN. Yes.

Ms. MURPHY. But the Department of Defense is actually GSA’s
largest customer, so we do help them. We do partner with them on
IT and on cybersecurity. We partner with almost every agency and
providing them assistance.

Senator HEITKAMP. OK. I think this is fascinating. I think this
will be one of these introductory meetings. And I just, again, do not
want to be in that spot where I have to, and it just gets passed—
the responsibility gets passed along. And, where I would be com-
pletely comfortable that you two are collaborating and there is not
going to be finger-pointing.

I do not know what that is going to look like in 5 years. I do not
know what it is going to look like in 8 years. And so we have to
design these systems not based on the personalities of the people
in front of us but based on clear lines of delineation and responsi-
bility so that we better understand.

This is an area that I think needs reform. I mean, I think anyone
who has examined this—and we have talked about this, Jeff, in my
office, and in this hearing room. I look forward to continuing to
work with you all to understand better what it is that you want
to do, and helping you advance some of these economies of scale so
that we can, in fact, get a better backbone for our personnel system
and for our hiring system.

And so thank you so much for your appearance today and thank
you for this great discussion.

Mr. PoN. Thank you, Senator.

Senator LANKFORD. Yes. I just have one final question. When do
we get a timeline? I am sure your task forces are working together
in setting some targets and goals, and say by this month we need
to have this done, by this month we need to have this done. And,
oh, by the way, by this month we need Congress to pass legislation
that we may need to have enacted so we will be on time to do this.
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When do we get that timeline that your task forces are working to-
gether to be able to create?

Mr. PoN. So for each phase we will make sure that we set out
a timeline for each and every one of the phases that we are talking
about. So, at least notionally, we have, for each section, a time-
frame in which to produce deliverables on project plans, business
cases, cost benefit analysis. That is where our team, our task forces
are actually mapping out that project plan so that there will be
smooth transition on it.

What I think you will see after the task force has tackled this
part of the HRS, you will see a timeline of implementation that we
would be sharing with this body as well as other key stakeholders.
But we need to make sure that our task force is giving us the infor-
mation. We are learning about each other’s organizations right
now. We are doing our due diligence on what contracting vehicles
would be more efficient and effective in running many of these
things? What support organizations need to support these different
types of activities?

But I think a reasonable timeframe would be probably in 3 or 4
months, to work with your staffs and briefing you up on where our
status would be on that whole entire plan.

Senator LANKFORD. That is what I needed to hear.

Ms. MURPHY. Our goal is really the end of the summer, early this
fall, to make this happen.

Senator LANKFORD. OK. Can we set a date on that now? Can we
set an October 1 date? Do we need to set a November 1 date? When
do we get a timeline so we can target that?

Ms. MurPHY. I hate making commitments that I cannot guar-
antee.

Senator LANKFORD. I know. It is so fun, is it not?

Ms. MURPHY. No, well, because I do not want to come up and ex-
plain to you why we missed—why it was October 2 rather than Oc-
tober 1. Could we set up a set of regular briefings so you know
where we are, when we are there?

Senator HEITKAMP. That is OK.

Senator LANKFORD. Sure. That is fine.

Ms. MurpHY. OK.

Senator LANKFORD. That is fine. What I want to know is a couple
of things. One is I do not have a doubt you all are planning on
working together. This is a hard process that is actually the prac-
tice round for harder things that may be coming in Phase 2, so we
get that. But we want to be able to be engaged so we can do our
oversight to be able to ask questions, have you thought about,
where does this go, what happens next.

The second part of this is there will be some date sitting out
there that a piece of legislation might be needed. It is to your ad-
vantage to not ask us about that a week before. You might have
noticed it takes longer than a week to be able to move a piece of
legislation. So if there is a discovery and the lawyers come back
and say, “We need legislation about this issue at this point to be
able to accomplish that,” we need that as early as possible so we
do not get to the last day and say we are ready to flip the switch,
except. So we just need to know what our connection point is. Does
that make sense?
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Mr. PON. Very good. Yes, sir.

Ms. MURPHY. Absolutely. Yes.

Senator LANKFORD. That is great. Any other comments you all
need to make?

Mr. PoN. We really appreciate both Senators working together
and making sure that this is an issue that we address. It is re-
freshing to see that the eyes of your Committee are on us and mak-
ing sure that we can actually do some things to affect the oper-
ations of the Federal Government in a much more deliberative
fashion, and move out with those things.

Senator LANKFORD. Great.

Ms. MURPHY. I just want to say thank you. I am really excited
about this opportunity for us to see if, by working together, we can
deliver a better service for Federal employees.

Senator LANKFORD. Yes. Absolutely. Let us fix it. I thank both
of you for being here and what you are doing.

The hearing record will remain open for 15 days, until the close
of business on August 10, for submission of statements and ques-
tions for the record.

Thank you both again. This hearing is adjourned.

Senator HEITKAMP. Thanks, you guys.

Mr. PoN. Thank you.

Senator HEITKAMP. Good job.

[Whereupon, at 11:26 a.m., the Subcommittee was adjourned.]
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Good morning and welcome to today’s Subcommittee hearing titled: “The Challenges and
Opportunities of the Proposed Government Reorganization on OPM and GSA.”

This hearing provides an opportunity to discuss the Administration’s proposal to transfer cettain
functions being handled by the Office of Personnel Management to the General Services
Administration.

This particular proposal is one of many that make up the Office of Management and Budget’s
Government-wide reorganization plan released on June 21, 2018.

The current Administration has echoed the sentiment of previous Administrations, that our
federal government was designed and structured for the last century. Updating our government to
meet the demands and challenges of the 21st Century is a vital and necessary undertaking.

The American taxpayers deserve an efficient and effective government capable of meeting their
21st century needs. And it is imperative these conversations on reform take into account the
dedicated men and women who comprise our federal workforce.

The Administration’s proposals are bold. They seek to consolidate government offices, merge
executive agencies, and create new initiatives.

O stressed that some of these proposals can be implemented without statutory change,
while others will need Congress to act.

Today, we will be ining one p izati pmposa! titled: “Reorganizing the
U.8. Office of Personnel M.magcmem "It l(]eutlﬁeb seven major organizational units within
OPM that could be transferred to other agencies.

The proposal calls for transferring 5 of these units outside of OPM, and notes the placement of
the remaining 2 units will be determined at a later date. Of the S units to be transferred to other
specific offices, the plan proposes realigning three of them with GSA, and then renaming the
General Services Administration to “Government Services Agency.”

(31)
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The three functions that are candidates for transfer from OPM to GSA are, human resource
management, federal retiree services and management of the federal health benefits program.

OPM functions as the personnel policy manager and chief human resources agency for the
federal government,

Congress charged OPM with many important responsibilities pertaining to the federal workforce
including administering Retirement and Healthcare Services for retirees and their beneficiaries.

GSA manages federal real estate and aims to provide efficient and effective acquisition sotutions
across agencies, and supplies federal purchasers with products and services from commercial
vendors.

If these three OPM services can be transferred into GSA, it must be done to improve services to
our federal workforce and to provide efficiencies from what many would equate as a merger.

In beginning this conversation, we will need more details of how these proposals can achieve
these goals. I hope that today we can begin to hear some of those details which will be necessary

for Congress’s consideration and implementation.

With that, I recognize Ranking Member Heitkamp for her opening remarks.
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RAFM Hearing — The Challenges and Opportunities of the Proposed Government
Reorganization on OPM and GSA
Thursday, July 26, 2018

Opening Statement of Ranking Member Heidi Heitkamp
As Prepared for Delivery

Thank you, Chairman Lankford for holding this hearing. And thank you to Ms. Murphy and Dr.
Pon for joining us today.

1 think everyone in this room today, as well as every member of Congress from both parties,
could agree that we want a better federal government. The federal government can always do
better: It can be more efficient, more effective, and do a better job of connecting with its citizens.

That’s why looking at ways to improve federal agencies is always a good idea. Congress, the
Administration and the public should always be exploting ways to work together, come up with
ideas and execute on them,

With that in mind, 1 look forward to today’s conversation.

The Administration has proposed some bold and interesting ideas in its government-wide
reorganization proposal. One of the key proposals is the focus of today’s hearing — merging most
of OPM’s functions with GSA and creating a new agency.

Last week, the full committee got a chance to explore the full scope of the Administration’s
ization proposal, Today, we get down in the weeds and learn more about one specific
proposal — what it will mean and how it could be executed.

1 am niot afraid of big ideas, and Congress shouldn't be reflexively dismissive of a proposal
simply because it changes the status quo. However, Congress needs more information and more
analysis about this reorganization.

T am sure the witnesses are aware of the discussion from last week’s hearing. I was disappointed
in some of the answers I got and the Administration’s reluctance and inability to provide analysis
of its reorganization proposals or information about what it has the ability to execute on right
now. I hope that today’s witnesses will be forthcoming when we ask them to convince us that
this OPM-GSA proposal would work and that it is a good idea. I hope they will share their
analysis proving their assertions and details about how this proposal would actually work.

Congress needs that information so that we can fulfil our oversight duties, and also protect
federal workers. Federal employees are an absolutely critical part of the federal government. We
can’t have the government our nation and citizens need without a strong, focused, and vibrant
federal workforce. Congress needs to know how this proposal will ensure that strong workforce.
Thank you and I look forward to the testimony and discussion.
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Introduction

Good Morning Chairman Lankford, Ranking Member Heitkamp, and Members of the
Subcommittee. My name is Emily Murphy and | am the Administrator of the U.S.
General Services Administration (GSA). Thank you for the opportunity to testify today
on GSA's role in the Administration’s Government Reform Plan and Reorganization
Recommendations; specifically, the reorganization of certain functions with respect to
the Office of Personnel Management (OPM).

GSA's mission is to deliver value and savings in real estate, acquisition, technology,
and other mission-support services across government. In this testimony, 1 will tayout
the case for why GSA is uniguely positioned to build on the work of OPM and enhance
the delivery of human capital operational services across government.

The Administration’s Reform Plan and GSA

In April 2017, Office of Management and Budget (OMB) Memo M-17-22 directed all
agencies to draft reform plans to consider a number of factors including if “some or all of
the mission functions or administrative capabilities of an agency, component, or
program are needlessly redundant with those of another agency, component, or
program.” These agency reform plan submissions helped inform the Administration’s
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comprehensive Reform Plan and Reorganization Recommendations,” which was
released on June 21, 2018.

As detailed in the plan’s section on the proposed reorganization of several OPM
programs, the consolidation of administrative support functions into a unified, customer-
centric organization is a rational approach to the management of any large operation.
To that end, the plan identifies an expanded role for GSA to provide administrative
services to Federal agencies through: motor vehicle fleet assessments, real estate
property disposal; real estate leasing improvements; customer experience digital design
consulting, and support to establish the Government Effectiveness Advanced Research
(GEAR) Center.

Under the plan, GSA’s role will expand most substantially through the move of certain
human resource operational functions from OPM to GSA. Merging these functions,
which include a broad spectrum of HR products and services, will create opportunities
for operational efficiencies, IT modernization, and improved service delivery.

Given the breadth of the reorganization, OMB, GSA, and OPM all understand that we
must be thoughtful and clear as we move forward, To that end, all three agencies are
working together to lay out the best path toward success, particularly with regard to
functions that may ultimately be merged with GSA.

Moreover, to help better ensure success, and as discussed by OPM Director, Dr. Jeff
T.H. Pon, the reorganization of OPM will be phased. In this first phase, OPM's Human
Resources Solutions (HRS) will be transitioned to GSA. In support of this effort, both
GSA and OPM have established working groups and appointed transition coordinators,
both of whom have significant experience in agency realignments.

The Work of GSA

Before | go any further, | believe it is important to share some additional background on
what GSA does, to show how HRS, and other OPM functions fit with GSA's current
mission.

GSA was established by President Harry S. Truman on July 1, 1949, to streamline the
administrative work of the Federal government, a role that remains central to GSA’s
mission. The delivery of complex governmentwide services is not new for GSA. It's
what we do every day.

! hitps:/Avww.whitehouse.goviwp-content/uploads/2018/08/Government-Reform-and-Reorg-Plan.pdf
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GSA already excels at providing space, fleet, acquisition, travel, card services, and IT
support to agencies. For small agencies, we even provide an integrated set of financial,
HR, and payroll services.

As part of this work, GSA’s Public Buildings Service is the largest landlord in the
country. GSA owns or leases 9,624 assets and maintains an inventory of more than
375 million square feet? of workspace serving 1.1 million federal employees.

GSA's Federal Acquisition Service (FAS) manages over 205,000 fleet vehicles and has
more than 19,000 vendors on schedules available to provide products and services o
agencies across government. GSA’s SmartPay Program, also managed by FAS, is the
world's largest commercial payment solution program, providing services to more than
560 Federal organizations and Native American fribal governments, handling $55 billion
in spend annually.

GSA's Office of Shared Solutions and Performance Improvement (formerly the Office of
Unified Shared Services Management) serves as an integration body that enables the
delivery of high quality, high value shared services that improve performance and
efficiency throughout the government. This is further supported by the Administration’s
Cross-Agency Priority (CAP) Goal “Sharing Quality Services,” which | co-lead. The goal
fits well with GSA’s mission to provide competitive and high-performing mission-support
services to other Federal agencies and was established to address the challenges the
Federal government has faced in executing administrative support functions. These
include:

e Qutdated processes, old technology, and a culture of compliance, which have
created a complicated and inflexible administrative environment.

» Duplication of common administrative services such as processing hiring
transactions, managing Federal finances, contracts, and payroll. Rather than
economizing by sharing across the Federal government, we duplicate contracts,
people, and technology across hundreds of locations, costing taxpayers billions
of dollars annually.

e Slow adoption of innovative solutions provided by industry, which has led the
private sector to outpace our Federal capabilities.

e A past focus on short-term, rather than a strategic vision that creates an
architecture for an innovative, flexible, and competitive environment.

e Ali of this has contributed to low satisfaction with administrative support, with 40
percent of Federal leaders reporting they aren't satisfied with administration
support in the government®.

2 {190 million owned; 183 million leased)
% 2018 OMB Customer Satisfaction Survey.
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Fostering an Environment for Innovative Solutions

GSA has a long history of deploying systems and services that are secure,
transformative, cost-efficient and innovative. We have a number of technology initiatives
that have resulted in increased business value, optimized business operations and
savings for the American taxpayer, including moving to a cloud based email and
collaboration system, as well as consolidating existing applications to - and developing
new applications in - a centralized development platform.

As the first Federal agency to have an agency-wide chief customer officer, GSA has a
long-standing culture of being customer-oriented, understanding how to bring modern IT
to government, and being believers in going first and sharing things that are common.
The pairing of HRS' human capital expertise with GSA’s IT innovation and culture
presents the opportunity to optimize the services currently provided by OPM, offer an
integrated IT solution for employee lifecycle management, and drive standardization
around many current hiring and performance issues. Centralizing the transaction
processing and IT for administrative functions in GSA, where it is our mission to provide
excellent mission-support services, will allow for OPM to focus on their core strategic
mission.

The existing capabilities within GSA provide a fertile environment to increase efficiency,
decrease costs, and improve the lifecycle of administrative and employee services
through natural connections and interdependencies. GSA already provides HR services
to OPM and other agencies through our HR Links implementation, supporting employee
performance management, time and attendance, and leave management services.
GS8A and OPM also have an existing partnership on the Human Capital and Training
Services program with OPM providing subject matter experts and GSA providing
contracting expertise.

Finally, to support our vision of expanding services GSA provides to other agencies, we
are working to create a new Services Management Office (SMO) fo house the additional
services that GSA would offer under the CAP goal. The SMO will help create a new
payroll service for civilian agencies that leverages commercial technology, and will
continue the transition planning for moving HRS to GSA.

Closing

GSA is committed to delivering value and savings in real estate, acquisition, technology,
and other mission-support services across Government. The Administration’s reform
plan provides a path to re-making government to be more responsive, efficient and
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effective in service to the American people. | look forward to working in partnership with
this Committee, OPM, and the Federal agencies we serve to bring about that needed
change. Thank you for the opportunity to appear before you today. | am happy to
answer any questions you may have.
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Chairman Lankford, Ranking Member Heitkamp, and members of the Subcommittee, thank you
for the opportunity to be here today to discuss the Administration’s commitment to reforming the
United States Government, and aligning our agencies and Departments to better meet the needs
of American citizens. As the Director of the U.S. Office of Personnel Management (OPM), and
a seasoned human capital professional, I understand the importance of an effective strategy for
workforce alignment and how organizations can utilize reorganization to realize positive results.

The 2.1 million-person civilian workforce represents one of the government’s largest and most
impactful investments. Like any large organization, the Federal Government is only as effective
as its people. Forty years ago, OPM was established in statute by the Civil Service Reform Act
of 1978, and was tasked with aiding and advising the President on actions to promote an efficient
civil service. This was the last time the Federal Government implemented broad civil service
reform.

Today, many observers believe that the manner in which Federal agencies are required to hire,
pursuant to existing law, may not be the most efficient way to pursue candidates with the best
competencies for vacant positions, and may place the Federal Government at a competitive
disadvantage with the private sector, which has fewer constraints on how private entities go
about their hiring processes. There has not been comprehensive civil service reform in 40 years,
and the last significant modifications to the hiring rules occurred 74 years ago. Over time, the
hiring process has become a complex and difficult to navigate system of statutes and associated
rules and regulations. On top of that, the way certain government functions and programs are
organized does not enable our Federal employees to excel at delivering on mission in the most
efficient and effective way possible. The current system hinders innovation by America’s
incredible civil servants.

President Trump’s reorganization proposal is a comprehensive attempt to address these issues,
particularly by elevating OPM’s strategy, policy and governance functions and aligning

Page10f3
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transaction based services in a new service-centered organization. I want to be clear on one
particular point - this proposal is not a secret plan to fire civil servants, within OPM or across the
government. Rather, it is an opportunity to elevate the Federal workforce management function
and maximize the operational efficiency of human capital services.

Executive Order (EQ) 13781, entitled “Comprehensive Plan for Reorganizing the Executive
Branch,” highlights the need to evaluate the organizational constructs that support today’s
mission delivery objectives. Building on a history of bipartisan government reform initiatives,
the EO focuses specifically on the role of organizational alignment in reducing duplication and
redundancy, and improving the efficiency, effectiveness, and accountability of the executive
branch. To that end, the Executive Office of the President (EOP) released a plan entitled
“Delivering Government Solutions in the 21st Century: Reform Plan and Reorganization
Recommendations.” One of the recommendations is to reorganize OPM and the process by
which Federal personnel management and operations functions are coordinated. The main
objective of the proposal is to enable OPM to focus on its core strategic mission, which is to
serve as the chief human resources agency and personnel policy manager for the Federal
Government. To accomplish this objective, we plan to blend the HR expertise of OPM with the
customer delivery capability of GSA to meet the 21* Century needs for our government.

To drive real reform, the government needs to elevate Federal workforce policy, and utilize
existing authority while seeking any necessary new legal authorities so that leading practices can
play a larger role in driving strategic management for the entire Federal workforce. The proposal
recommends moving OPM’s policy function into EOP. The details of this piece of the transition
would be developed in a later stage of the overall reorganization process, and would follow
additional discussions with all stakeholders. Discussions are focusing on the realignment of
OPM's HR Solutions, which primarily includes reimbursable HR services. By transferring these
services, the human capital function can remain at OPM, allowing for a more comprehensive
approach to strategic workforce initiatives for the Federal Government. With its renewed focus,
OPM could better support the centralized coordination of all personnel policies for Federal
employees, eliminating the confusing matrix of who does what under the current balkanized
system, as well as several key gaps in policy that are inhibiting the streamlining of mission
support services. OPM can concentrate on centralized policy development in areas such as
employee compensation, workforce supply and demand, identification of future workforce skill
needs, leadership and talent management, and other important issues. OPM would also
modernize the approach to human resources policy, with a core focus on: strategy and
innovation, workforce and mission achievement, senior talent and leadership management, and,
total compensation and employee performance.

Merging certain OPM provided services with GSA functions will provide increased economies
of scale and creates opportunity for significant cost-avoidance based on reductions in contract
and IT duplication, as well as increased data sharing and availability. This merger will allow
critical functions to be housed in a government-wide agency without the administrative burden
and cost of operating duplicative support functions within multiple agencies.

Page2 of 3
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The thinking behind this proposed reorganization is not unprecedented. Congress has already
required, pursuant to the FY 2018 National Defense Authorization Act (‘NDAA™), that the
majority of background investigations be transferred from OPM to Department of Defense
(DoD). As you know, OPM has long held the mission of conducting background investigations
for most of the rest of Government to support the imperative need that individuals applying for
Federal employment meet necessary standards of personal conduct and character, and, for many
years, has also performed background investigations related to national security determinations.
In October 2016, the National Background Investigations Bureau (NBIB) was formally
established, absorbing OPM’s predecessor investigative component and serving as the primary
provider of background investigations for the Federal Government. However, the 2018 NDAA
authorized the Secretary of Defense to conduct such background investigations for DoD
personnel and directed the Secretary of Defense to carry out the transfer of associated personnel
and resources from NBIB to DoD. In response to the government-wide impacts related to
splitting the background investigative mission, the Administration has now considered realigning
the entirety of NBIB functions, personnel, and resources under DoD, keeping the program intact
to promote efficiency and effectiveness. This NBIB proposal would also enhance efficiency and
effectiveness as it relates to other human capital operational services by creating a greater focus
on OPM’s core mission.

Reorganization is one tool among many that this Administration is committed to using to drive
transformational change in government. The proposal would help the needs of the American
people, as well as advancing the President’s mandate for greater efficiency, effectiveness, and
accountability in government. The proposal is focused on better aligning agencies to allow civil
servants to thrive and to serve the American taxpayer more effectively and efficiently.

As with most other agencies named in the overall reorganization proposal, we are currently
developing a detailed implementation plan. In support of this proposal, I am having ongoing
discussions with the GSA and the Office of Management and Budget on the specifics of
implementing this proposal, and how Administrator Murphy and I can best partner in carrying
out this proposal. I expect to have future conversations with employee groups and Members of
Congress as we gain more detailed insight into what is necessary to move forward. Iunderstand
there are a lot of questions about this proposal and the impact it would have. 1 look forward to
having a continued conversation about it.

Thank you for the opportunity to testify and share the vision of this proposal. I welcome any
questions you may have.

Page3 of 3
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Chairman Lankford, Ranking Member Heitkamp and members of the Subcommittee, thank
you for allowing NTEU to share its thoughts on the Administration’s plans to reorganize the
Office of Personnel Management (OPM) and the General Services Administration (GSA). As
National President of NTEU, I represent over 150,000 federal employees in 33 agencies and |
appreciate the opportunity to discuss this important issue.

As the subcommittee is aware, on June 21st, the White House released a report detailing
its plans to reorganize the executive branch entitled, “Delivering Government Solutions in the
21* Century: Reform Plan and Reorganization Recommendations.” The report is in response to
the President’s March 2017 Executive Order directing the Office of Management and Budget
(OMB) to propose a comprehensive plan to reorganize federal agencies. The report highlights
32 proposals, which impact several agencies with employees represented by NTEU. In addition,
the report proposes to break apart OPM, moving core employee policy divisions to the White
House, Additionally, retirement policy and the processing of annuities, as well as the
administration of the Federal Employees Health Benefits Program (FEHBP), would move to a
renamed GSA, the Government Services Agency, and federal employee background
investigations would be transferred to the Department of Defense. While NTEU does not
represent OPM employees, we are concerned about the break-up of retirement and health care
policy and operations, and the loss of needed independence from all White Houses for federal
employee and workforce management policy-making and decisions. The White House’s Office
of Presidential Personnel has rightly been responsible for the selection and hiring of presidential
appointees; however, OPM’s independent authority over the career civil service-and employing
agency human resources’ actions and decisions-must be maintained for our government not to
revert to the spoils system.

As you know, the Civil Service Reform Act of 1978 made clear that the employment
system for federal employees is based on merit system principles, including that federal
employees should be “protected against arbitrary action, personal favoritism, or coercion for
partisan political purposes. . .” (5 USC 2301(b)(8)(A)) OPM was cstablished as an independent
agency in the executive branch to enforce the civil service rules and regulations. (5 USC
1103(a)(5) However, the President’s reorganization proposal does not acknowledge these or any
metrit system principles upon which the law is based. Instead, it proposes to tear apart OPM and
send its Employee Services office, the office that sets policy and ensures that the merit systems
principles are followed, to the Executive Office of the President. That action would remove the
agency’s nonpartisan, independent status at a time when federal employees already fear reprisals
from agency heads for not showing enough support for this administration’s policies.

Regarding the plan to move Retirement Services and the administration of the FEHBP to
GSA, we are concerned due to GSA’s lack of experience with retirement policy and processing,
or with health care policy and administration. Furthermore, as the federal government looks to
recruit and retain employees in the future, it will be difficult for OPM to have a clear picture of
the government’s benefits package and whether its offerings are competitive if the responsibility
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and expertise is divided amongst different agencies. Moreover, it is unclear how this change will
improve government efficiency if federal employees and retirees are faced with navigating a
bureaucratic maze of various agencies to gather information about their service history, benefits,
ete... Bverihie administration’s plan to develop an employee digital record will be difficuit to
achieve if key components like retirement or healthcare processing are moved to agencies other
than OPM.

We believe that an independent, central personnel agency outside of the Executive Office
of the President is important for a non-partisan civilian workforce of two million. Breaking up
OPM is not the best way to ensure mission performance. Rather, we believe properly funding
the agency is the best solution. OPM has been underfunded for years, contributing in part to its
massive data breach and retirement processing backlogs.

NTEU is not against reforming some aspects of the government. However, previous
large-scale reform and reorganization efforts failed to accomplish their stated goals. Instead,
we've experienced overly ambitious efforts to reform the civil service that eroded employee
rights and employee morale or haphazard efforts to reduce the number of federal workers by
cutting an arbitrary number of personnel, implementing a hiring freeze, or failing to replace
employees who had retired resulting in gutted agencies and largely contributing to the looming
retirement, crisis-facing the federal government today. In fact, one of the biggest lessons and
failures of the Clinton-Gore Administration’s so-called “Reinventing Government” initiative was
the hollowing out of positions and focus on out-sourcing, leaving agencies unable to conduct
proper workforce planning, and without a skilled workforce in place---which devastated
agency’s abilities to effectively perform their responsibilities, opening up federal agencies and
workers to criticism. Under this Administration, it is unfortunate that there has already been a
lost opportunity to improve government by not engaging with, and including, frontline
employees in ways to improve agency functions and operations from the very beginning. So far,
our ideas have been routinely ignored, and we have not been invited to join in discussions on
improving efficiency and effectiveness in government programs. Moreover, the administration
has not released key details about these proposals—including the impact on employees, the cost-
benefit analysis, and whether the proposals can be implemented without legislation.

T ask this subcommittee to continue to push for additional information, to continue
exercising congressional scrutiny and oversight over these proposals, and to work with federal
employee organizations to obtain input from frontline workers. If this administration really
wants to reform the government, dismantling the agency that can help them do that makes no
sense. Nor does it make sense to freeze out those who know how government is supposed to
work.

Thank you for allowing me the opportunity to share NTEU’s views.
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1. How many public comments did GSA receive pursuant to the May 15, 2017,
Federal Register notice?

A: GSA received 24 comments specific to GSA; however 129 additional comments related to
broader government reform were shared by OMB with GSA.

a. Is GSA able to identify how many comments were submitted by individuals
and how many were submitted on behalf of organizations? If so, please
provide a breakdown of those submissions.

A. ltis not clear which comments were submitted by individuals or on behalf of
organizations. The information forwarded to us consisted of spreadsheets of
comiments that included an “organization” column, but it is not clear whether the
individuals who entered information in that section were acting on behalf of that
organization or merely entering the organization where they work.

b. Did GSA establish any policies regarding the intake of comments?

A, The intake of comments on behalf of Federal agencies was managed by OMB via
the portal at hitps://www.whitehouse gov/reorganizing-the-executive-branch. OMB
provided GSA with the public comments in cases where the commenter selected
“GSA” as an agency for reform or elimination. These comments were reviewed and
used in the development of the GSA agency reform plan.

c. What process did GSA use to analyze these comments? What methods, in
particular, were employed to identify and support the proposals that were
included in the Administration’s plan?

A. OMB received public comments and organized, tallied, and sorted the comments by
agency. Public comment files were then made available to GSA and other agencies
through an internal website in three tranches: May 8, June 2, and June 19, 2017,

In developing the Agency Reform Plan submission to OMB, a wide range of inputs
were considered, including public comments collected, as well as inputs and
feedback gathered from interviews and focus groups with external stakeholders,
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which included customers of GSA, Federal agencies, executive councils, advisory
groups, affinity groups, and industry thought leaders. Inputs were also collected from
GSA employees via an all-employee survey questionnaire, as well as from GSA
program owners/executives who reviewed the overall functions of GSA and the core
mission/functions of each specific program office. Data from all these sources were
reviewed by the GSA senior leadership team. These senior leaders worked through
a process to reach consensus and select the most promising proposals to pursue. ‘

d. Did GSA retain the comments that it received pursuant to the Federal Register
notice?

A YezGSA followed the appropriate records management and retention policies,
e. Please provide copies of the comments that were received by GSA.
A. See attached file. Please note that Pl information has been deleted.

2. How did GSA solicit input and comments from its employees?

Al In May of 2017, GSA’s Acting Deputy Administrator issued a survey to all GSA employees
asking for ideas to improve mission delivery and inform the development of the GSA Agency
Reform Plan. The survey closed in June of 2017. The Acting Deputy Administrator also sought
ideas directly from Heads of Staff and Service Offices across the Agency.

a. How was that input used?

The input was shared with the senior leadership team and used to shape the development of
GSA’'s Agency Reform Plan (ARP), which was submitted to OMB in September 2017. With the
focus on improving mission delivery, the Acting Deputy Administrator alsc convened bi-weekly
meetings with Federal Acquisition Service (FAS) and Public Building Service {(PBS) leadership
to review the ideas and shape the final ARP.

b. How many comments were received?

588 comments were received. Employees from all GSA organizations and regions contributed
ideas and comments.

3. Where did the idea to transfer Human Resources Solutions (HRS), retirement
services, and healthcare and insurance from the Office of Personnel Management (OPM)
to GSA originate from?

A: The President's Reform and Reocrganization Plan entitled “Delivering Government Solutions
in the 21st Century,” published on June 21, 2018, outlines the idea and the proposed reform
initiative. When agencies were asked to submit their government reform proposals, GSA
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acknowledged that it had imperfect insight into where it could best support other agencies. In
2oing so, we expressed our willingness to adopt shared services offered by other agencies if
there was better mission alignment or value add at GSA. GSA broadly proposed several reform
initiatives that would help improve efficiency, reduce redundancy and reduce costs across
government in back office and administrative functions such as fleet, procurement, and real
estate services.

a. Who are the members of the GSA Task Force charged with implementation of this
transfer and what are their roles and responsibilities?

A The GSA Task Force is led by Mary Davie, a senior executive in GSA and the Task Force
has representation from PBS, FAS and all GSA staff offices. The task force members are
charged with developing the transition and implementation plan to move OPM functions and
technology to GSA. GSA staff offices have been coordinating with their OPM counterparts to
better understand how the various C-Suite Office (CxO) offices support OPM functions and what
actions need to be completed to ensure the successful transfer to GSA.

b. What authorities does GSA have to assume HRS?

A: GSA has existing statutory authorities to perform human resources services for Federal
égencies and small boards and commissions on a full cost recovery basis through the Working
Capital Fund found at 40 U.8.C. § 3173 and the Acquisition Services Fund found at 40 U.S.C. §
321. In fact, many statutes creating small boards and commissions direct GSA to provide the
administrative support such as human resources management, budget, accounting, and payroll
services on a reimbursable basis.

One example of the HR services GSA currently provides is HR Links. HR Links is a major
application that provides personnel action and benefits processing for GSA employees and
other Federal agencies including the Office of Personnel Management. GSA's Federal
Acquisition Service also provides a wide variety of human resources services and solutions for
Federal customers through Schedule 738 X and Schedule 736. This includes HR program
development, executive searches, planning services such as modeling and forecasting,
recruitment and placement services from web-based global recruiting firms, surveys and
assessments in support of workforce improvements, temporary administrative support services,
and HR specific workshop training in support of staff development. The Human Capital and
Training Sclutions Program is a partnership between GSA and OPM comprised of two IDIQ
governmentwide contract vehicles to provide reliable, flexible, fast and efficient ways to obtain
the best value customized solutions for human capital management and training requirements.

GSA possesses the necessary statutory authority to transfer all HRS functions under 40 U.8.C.
§ 121
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¢. How will the HRS offerings differ from similar contract vehicles and services
currently offered by GSA?

A: As part of the transition planning, reviews of both GSA’s and OPM's HRS offerings are
underway to ensure similar and complementary offerings can be brought together and we
reduce or eliminate redundant offerings and to expand the capabilities offered by both
organizations providing further value to the federal government in human resource solutions.

GSA believes HRS' human capital subject matter depth combined with the broad reach of GSA
can acoslerate improvements in workforce and organizational performance and lead to better
government. Working together, we have aiready identified a number of similarities and
differences.

GSA and HRS currently partner to provide the Human Capital and Training Services (HCaT8)
contracts to federal agencies. GSA aiso offers some administrative and staffing services
through the GSA Schedules. HRS delivers products and services through government
employees with expertise in human capital policy and operating environments that include HR
specialists, industrial/organizational psychologists, educators, IT specialists and program
managers.

Like GSA, HRS offers assisted acquisition services. HRS also offers organizational design,
leadership development and training, and strategy and evaluation services and GSA manages
the Federal Acquisition Institute.

HRS provides an array of consuiltative, developmental, and programmatic human capital
solutions and service across the federal space and receives high ratings for its services. This
transition will allow HRS and GSA to accelerate and implement the next generation of human
capital solutions as the Federal government's provider of choice. These solutions will rely on
solid IT enterprise infrastructure, implementation of digital solutions, and leverage GSA's
strengths in acquisition, evidence-based decision making, evaluation sciences, and customer
engagement strategies.

4. Has GSA conducted a business case analysis for the assumption of HRS? If so
please provide that analysis. If not, how does GSA support its contention that it is more
effective and efficient to transfer HRS and that GSA has the necessary resources and
infrastructure to assume these functions?

A: GSA and OPM have developed a qualitative business case. GSA and OPM expect to brief
staff on the analysis. Our analysis incorporates a review of both GSA and OPM HRS offerings,
GSA and HRS customers. GSA and HRS business models, GSA and OPM Strategic Plans,
alignment with Cross Agency Priority Goal initiatives, and includes a benefits assessment.
GSA and OPM leaders are exchanging information to build out a transition and implementation
timeline and plan to ensure that GSA will be prepared to assume the functions with the
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necessary resources and infrastructure. As a government-wide provider of a number of
services to other agencies, such as fleet, payroll and other human resources related functions,
GSA has the necessary infrastructure in place to support the HRS functions, although we
anticipate we will make some additional investments to support HRS business operations.

a. Has GSA prepared cost estimates for implementation? If so please provide these
estimates.

A: GSA is working with OMB and OPM to develop cost estimates for implementation and is
currently working on the 2020 Budget submission. GSA will be happy to brief on those costs
once the estimates are finalized.

b. What are the expected costs and savings associated with the transfer?

A: GSA, OPM and OMB are working to determine estimates and any potential savings
associated with the transfer. GSA anticipates making upfront investments

that also provide opportunities for longer term efficiencies and savings which include: phasing
out legacy {T systems at OPM and starting anew with more modern systems at GSA; re-
badging and transition of OPM employees to GSA; reviewing OPM facility leases to determine
any impacts; and reducing overhead and duplication of administrative support. Over the long-
term, however, we anticipate that hosting a true end-to-end scheme for the government's
employee-centered activities under one roof will result in cost savings. GSA and OPM have
recently lowered the Human Capital and Training Services’ (HCaTS) Contract Access Fee to
make the program more competitive, which is a great example of the efficiencies gained, and
value created, by transferring the Human Resources Solutions portfolio to GSA.

¢. Has GSA conducted a workforce impact analysis for the transfer? Please provide
that analysis. if GSA has not conducted this analysis, how will it assess workforce
impact?

A: GSA and OPM will conduct a workforce impact analysis as part of the transition planning
activity.

d. How does this transfer of services to GSA serve the taxpayers and improve
customer service?

A: By Centralizing operational human resources services in one agency, unique business value
is created through the synergy of OPM's human capital subject matter depth with the broad
reach of IT, acquisition expertise and customer engagement capabilities at GSA. Together, this
merger can accelerate improvements in federal talent management by expanding services and
making investments in technology to improve offerings and operational efficiency. The two
entities, merged, have the potential to deliver new offerings as well as more robust offerings
than each could do separately. These accelerated enhancements to OPM programs align with
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both OPM and GSA Strategic Plans as well as the President’'s Management Agenda (PMA) and
designation of GSA as a shared services provider for human resources solutions.

The existing capabilities within GSA provide a fertile environment to increase efficiency,
decrease costs, and improve the lifecycle of administrative and employee services through the
natural connections and interdependencies. GSA already provides HR services to OPM and
other agencies, including time and attendance and leave management services. GSA and OPM
2156 have an extensive partnership on the Human Capital and Training Services program, with
GSA and OPM each providing subject matter experts and contracting expertise.

e. When will GSA share the information its task force develops on this proposal?

A: OMB, GSA and OPM provided a briefing for OGR and HSGAC staff July 19, 2018 on the
transition, and we held bicameral foliow up briefings for Congressional authorizing and
appropriations staff on September 21, 2018. Our aim is to provide reguiar updates throughout
the transition process.

f. Does GSA possess the statutory authority to use its existing revolving funds to
finance OPM’s Human Resources Solutions (HRS)? If not, what statutory changes are
required to provide that authority?

A Yes, GSA has at least two funding sources available to finance the activities of OPM's
Human Resources Solutions. As previously mentioned, GSA already performs human
resources services for federal agencies and small boards and commissions on a full cost
recovery basis through the Working Capital Fund and Acquisition Services Fund. In fact, many
statutes creating small boards and commissions direct GSA to provide the administrative
support such as human resources management, budget, accounting, and payroll services.

As stated above, one example of the HR services GSA currently provides is HR Links, which is
a major application that provides personnel action and benefits processing for GSA employees
and other Federal agencies including OPM. GSA’s Federal Acquisition Service through the
Acquisition Services Fund also provides a wide variety of human resources services for federal
customers through Schedule 738 X and Schedule 736. This includes HR program deveiopment,
executive searches, planning services such as modeling and forecasting, recruitments and
placement services from web-based global recruiting firms, surveys and assessments in support
of workforce improvements, temporary administrative staffing services, and HR specific
workshop fraining in support of staff development. The Human Capital and Training Solutions
Program is a partnership between GSA and OPM comprised of two IDIQ governmentwide
contract vehicles to provide reliable, flexible, fast and efficient ways to obtain the best value
customized solutions for human capital management and training requirements.

d. Wili OPM’s revolving fund be transferred to GSA to finance HRS functions? How
much will be transferred?



51

A GSA, OPM and OMB are examining the funding authorities for OPM and GSA and will
make a determination as to what fund or funds are most appropriate to perform OPM's functions
as part of GSA.

h. What additional appropriations are needed to finance HRS staffing and activities
upon transfer to GSA?

A: GSA, OPM and OMB are reviewing requirements to transition HRS staffing and activities to
GSA. Upon transfer, these activities would be funded primarily through revenue collections, as
they are today. We anticipate that any additional cost estimates to implement the OPM
transition will be reflected in the President’s FY 2020 Budget.

5.  What is the process for the transfer of retirement and healthcare benefits to GSA?
A: As part of the FY 2020 Budget process, OMB, GSA, and OPM are analyzing the move of
retirement aind healthcare benefits and believe there is significant value in transferring these
functions to GSA, including support functions such as OPM'’s IT infrastructure. We are
committed to engaging with Congress and all relevant stakeholders, including unions, federal
employees, retirees and others.

a. What stakeholders have been contacted or will be contacted?

A: (see answer to Q5)

b.  When will GSA began to share data on the cost of this transfer?

A {see answer to Q5)

c. What authorities will be used when authorizing this transfer?

A: (see answer to Q5). GSA has the authority to transfer OPM's HRS and IT functions
administratively, and is exploring whether additional authority will be required to effectuate the

move of retirement and healthcare henefits to GSA.

d.  What analyses has GSA conducted regarding its ability to address the retirement
backlog and proceed with process and system modernization?

Al (see answer to Q5)
6. What is the composition of GSA’s current cybersecurity workforce?
A: The GSA IT organization has 34 cybersecurity federal staff, although there are another 46

cyber FTE in other parts of the agency, largely focused on external federal agency customers.
GSA's experience with securing systems, networks and data both internally and externally, will
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provide a model that should make the work of integrating two SecOps organizations slightly less
complex.

The cybersecurity workforce at GSA uses the roles as defined in the NICE (National Initiative for
Cybersecurity Education) framework. Cyber workforce roles at GSA include but are not limited
to: Cyber Policy & Strategy Planning, Security Controf Assessors, Systems Security Analysts,
Cyber Defense Incident Responders, Vulnerability Assessment Analysts, Secure Software
Assessors, Security Architects, Information Systems, Security Managers (1ISSMs), IT Program
Auditors, Privacy Compliance Managers, and Executive Cyber Leadership.

a.  How will the transfer of HRS to GSA further enhance the broader goal of creating a
unified cybersecurity workforce?

The transfer of HRS to GSA will enhance the goal of a unified cybersecurity workforce by
allowing us to recruit, retain, retrain, and recognize a highly-qualified workforce. By blending
cyber workforces, this effort also reduces the amount of interagency competition for
cybersecurity roles across government. As part of our assessment phase, GSA also plans to
conduct a skillset assessment of OPM's cybersecurity workforce.

b. How will the transfer of HRS address chronic underinvestment in OPM's
cybersecurity workforce and how will GSA’s cybersecurity workforce investment
strategy change after the transfer?

GSA has a robust security program and a skilled cyber workforce, and we believe we can help
bolster the underlying cybersecurity challenges that OPM has encountered. GSA expects that
we can take advantage of economies of scale within our existing cyber program to help ensure
the foundation of any cyber workforce transferred, but believes that additional cyber investment
will likely be necessary with the transfer of the HRS program.

As part of our existing strategy, in FY18, GSA performed a cyber workforce assessment survey
to fill any gaps with existing cyber skills within GSA cyber staff. As a resuit of the survey, GSA
procured and offered multiple security certification training courses to existing cyber staff. GSA
plans to continue to offer role based technical training on emerging cybersecurity tools and
technologies to its cyber workforce that can be leveraged to perform daily job duties. GSA also
plans to hire additional cyber security professionals to fill work roles of critical heeds. GSA
believes that this type of investment strategy will also be beneficial to OPM cyber professionals
that may transfer to GSA.

7.  What analyses has GSA’s Office of the Chief Information Office (Cl0) conducted
regarding assumption of OPM legacy IT systems and modernization efforts?

GSAIT has initiated an analysis to determine OPM’s current technology footprint (including both
iegacy and modern IT systems). GSA IT’s goal is to create a checklist that will allow us to
determine the health of OPM's IT systems and determine any additional investments required to
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modernize their legacy IT systems. GSA IT is assuming that systems transitioning to GSA may
require modernization, and our implementation plan will reflect that assumption.

8. What is the strategy and implementation plan for assumption of OPM’s legacy IT
systems?

GSA will create an implementation plan that covers four key technology tracks: (1) Budget &
Contracting, (2) Resource Management, (3) Security & Policy and (4) Enterprise Applications,
Infrastructure and Strategy. Our strategy is to complete in-depth reviews and analysis of current
OPM infrastructure and IT services by Q1 FY 2019.

9. How will this transfer of services to GSA from OPM better protect system data from
a cyberattack? ]

GS8A will assess the risk posture of the 1T systems in OPM and their security impact levels. GSA
has a robust security environment and multi level security tools and technologies at the endpoint
and network layers to protect against today’s advanced cyber attacks. The IT systems,
infrastructure and personnel transitioning to GSA will be better protected by the “defense in
depth” and risk management-based approach to cybersecurity. The IT systems transitioning to
GSA will be integrated with GSA's enterprise security tools and processes of secure
configuration management, vulnerability management, patch management, security information
and event management {SIEM), application whitelisting and perimeter security.
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Post-Hearing Questions for the Record
Submitted to Emily Murphy, Administrator of General Service Administration
“The Challenges and Opportunities of the Proposed Government Reorganization
on OPM and GSA”
From Senator Heidi Heitkamp

1) This hearing focused on just one piece of the larger reorganization proposal. But even this
one piece is pretty large. We are talking about eliminating one agency and greatly expanding
the responsibilities of another. This proposal will not only greatly impact ali the employees who
work at OPM and GSA, but also the entire 2.1 million-person civilian federal workforce, and all
federal retirees.

What problems at OPM does this proposal solve?

A: With regard to transactional work, by removing repetitive operational functions from OPM and
moving them to GSA, it will allow GSA to focus on shared service delivery while allowing the
policy functions to focus on the government-wide HR policy challenges highlighted by GAO and
others, This operational focus is in direct line with GSA's core mission since its establishment
by President Truman in 1949 to streamline the administrative work of the Federal government.
Further, both GSA and OPM believe this is an opportunity to elevate the Federal workforce
management function and maximize the operational efficiency of human capital services.

How will implementing this proposal make our federal government more effective or
efficient?

A GSA, as the administrative backbone of the federal government, is well positioned to provide
human resources services to the federal workforce. Ultimately, GSA is striving to provide
quality services to the federal workforce with an overarching goal to also provide the very best
stewardship of the American taxpayers’ money.

The consolidation of human resources functions and systems will aid in standardizing,
simplifying, and unifying to keep administrative costs down and to enable the government to run
more efficiently. By centralizing transactional, consultative, and educational human resources
services in one agency, unique business value is created through the synergy of OPM’s human
capital subject matter depth and GSA’s IT, acquisition expertise and customer engagement
capabilities. This merger can accelerate improvements in federal talent management by
expanding services and making investments in technology to improve offerings and operational
efficiency. The two entities, merged, have the potential to deliver new and more robust offerings
than each could do separately. These accelerated enhancements to OPM programs align with
both OPM and GSA Strategic Plans as well as the President's Management Agenda (PMA) and
designation of GSA as a shared services provider for human resources solutions.

As an example, the federal government consolidated 22 payroll systems into four fifteen years
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ago, which resulted in increased efficiency and cost avoidance for federal agencies. GSA is now
standing up shared services for Payroll and other functions outlined in the PMA. GSA is
supporting time and attendance as well as other HRIT functions. With HR Solutions moving to
GSA, that also means much of the HR IT infrastructure such as the USA Suite of applications
will move to GSA. These systems are heavily used across government today to advertise
positions and fill vacancies, and to manage staffing and performance.

What data can you provide this subcommittee to prove your point?

A: GSA already excels at providing Space, Fleet, Assisted Acquisition, Travel, Card Services
and IT support to agencies. For small agencies, GSA provides an integrated set of financial,
rR, and péykoll services. GSA provides end-to-end service for Commissions and Boards
including a full array of administrative and real estate support services, including but not limited
to, human resources, payroll, office space, furniture, phones, IT, legal, and contracting.

Specific examples include:

GSA’s SmartPay Program is the world’s largest commercial payment solution program,
providing services to more than 560 Federal agencies, organizations and Native American tribal
governments. 3.5M Account holders (purchase, travel, fleet). Total spend through the program
in 2017 was 28.6B (increase over 2017) and net refunds of $217M provided.

GSA’s Fleet program is another example of shared services resulting in efficiencies and
savings. GSA Fleet provides over 214,000 quality vehicles and efficient and economical fleet
management services to over 75 participating federal agencies costing agencies 26% less than
those agencies who maintain independent Fleet programs. The GSA Fleet is one of the largest
non-tactical fleets in the United States.

Since 2003, the HR Line of Business shared services strategy has produced improved human
capital outcomes and quantifiable cost savings. To date, over 99 percent of agencies have
augrated to a payroll provider and over 88 percent of agencies have migrated to an HR §SC.
This consolidation resulted in over $1 billion in cost savings and cost avoidance through the end
of FY 2013, and is anticipated to result in over $1.6 billion through FY 2015, and an additional
$194 million a year thereafter.

GSA has proven experience achieving cost savings and efficiencies through
consolidating/merging administrative functions. GSA consolidated its CxO functions into &
Working Capital Fund (WCF)-driven, internal shared service in FY14. A 2018 independent
study conducted by Price Waterhouse-Coopers to assess the results of this consolidation over
time found that GSA’s WCF organizations achieved operational efficiencies of 14 percent from
FY14 to FY19. Specifically, the study found that total WCF obligations decreased 8 percent
when adjusted for subsequent consolidations of functions into the fund, despite the fact GSA’s
total obligations as an agency grew 14 percent over the same time period.
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in addition, the January 2017 report from Technology CEO Council estimated $47B in savings
notontial from increased use of shared services across the Federal space.

Annual increases in customer and employee satisfaction scores also demonstrate federal
agencies find value in GSA’s offerings and our employees feel GSA is one of the best places to
work in government. For example:

* Customer satisfaction with the Federal Acquisition Service (FAS) overall increased by
0.2 from7.4in FY17 to 7.6 in FY18 {on a 10-point scale).

e FAS customers also noted an increased satisfaction in “value” - scores increased by 0.3
from 7.4 in FY17 to 7.7 in FY18 (on a 10-point scale).

e Customer satisfaction and Value with the GSA/OPM Human Capital and Training
Solutions (HCaTS) contract is 8.0 (on a 10-paint scale).

e GSAis a great place to work, based on our Federal Employee Viewpoint Survey results

o GSA’s FEVS scores have improved consistently each year from 2013 to 2017.
Generally GSA rates second-highest among “large agencies” (10,000-24,999
employees) behind NASA in most categories including:

s Employee Engagement - GSA’s score has risen from 76 to 83 compared
to average score of 81 among large agencies {OPM is a small agency
and scores 81)

» HCAAF Job Satisfaction -- GSA’s score has risen from 67 to 73 (average
is 69, OPM score is 69)

= General Satisfaction -- GSA's score has risen from 85 to 75 (average is
69, OPM score is 69)

o The Partnership for Public Service (PPS) notes in its annual Best Places to Work
survey that among 25 “mid-size agencies,” GSA ranks 10th and GSA’s score
rose from 68.4 in 2016 to 73.7 in 2017, the 4th largest jump in the index. (OPM is
ranked 17th and their score went down year-over-year from 668.2 to 65.7.)

e GSA’s infrastructure and internal service providers / CxOs
o GSA satisfaction with Human Capital services internally ranked 5th among all
agencies with a score of 5.04, compared to the government-wide median of 4.60
(OPM score was 4.67)
o GSA satisfaction with IT function ranked 4th among all agencies with a score of
5.41, compared to a government-wide median of 5.26 {OPM's score of 3,99
ranked last among all agencies)
GSA satisfaction with Financial Management function ranked 12th with a score of
5.14, compared to the government-wide median of 5.11 (OPM's score of 4.70
was ranked third to last)

o

How will this proposal impact the core missions that currently GSA focuses on?
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A: This proposal is very much in line with the core mission of GSA. As mentioned in my
testimony, GSA was established by President Truman on July 1, 1949, to streamline the
administrative work of the Federal Government, a role that remains central to GSA's migsion.
GSA excels in providing a wide variety of mission support services to agencies, including
support for acquisition, fleet management, real property, travel services, and financial
management tools. Additionally, for small agencies, GSA provides an integrated set of financial,
HR, and payroli services.

GSA also serves as an integration body, enabling the delivery of high-quality, high-value shared
soivices that improve performance and efficiency throughout the government. This is further
supported by the administration's Cross-Agency Priority goal, "Sharing Quality Services," which
| co-lead. The goal exists to address the fact that 40 percent of federal leaders report that they
are not satisfied with the administrative support in the government.

The existing capabilities within GSA provide a fertile environment to increase efficiency,
decrease costs, and improve the lifecycle of administrative and employee services through the
natural connections and interdependencies. GSA already provides HR services to OPM and
other agencies, including time and attendance and feave management services. GSA and OPM
also have an extensive partnership on the Human Capital and Training Services program, with
GSA and OPM each providing subject matter experts and contracting expertise.

2} At the HSAGC hearing on July 18 where Margaret Weichert testified, we heard a lot of
answers along the lines of — ‘We still need to figure this out’ or ‘We need to work through
that.” One of my takeaways from that hearing was that more study and development is
needed on these proposals.

= youi-minds, has enough analysis been done to determine that this is a good idea?

The consolidation of back office operations into a single entity that specializes in the delivery of
these services is a solution which many large organizations have successfully implemented. As
stated in the response to the previous question, the delivery of complex, government-wide
services is not new for GSA and is our primary mission. In many of these cases, we are able to
leverage the purchasing power of the Federal Government to secure better deals for the
taxpayer. GSA excels in providing a wide variety of mission support services to agencies,
including support for acquisition, fleet management, real property, travel services, and financial
management tools. Additionally, for small agencies, GSA provides an integrated set of financial,
HR, and payroll services.

The HRS Business Case has been developed and GSA and OPM will continue to do additional
analysis on how to integrate OPM functions into GSA in an efficient manner that takes into
account the Federal employees who use the services.
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Has enough research been done to determine that this is feasible?

From a mission delivery perspective, we believe the merger will bring value and efficiencies to
federal agencies. GSA is actively working with OMB and OPM to determine the best approach
to integrate the transactional, consultative and educational human resources solutions with
GSA.

Will you commit to sharing with Congress all the analysis developed in the
implementation of this proposal?

GSA is committed to working with Congress and their staff in providing information on the
transition. OMB, GSA and OPM provided joint briefings for HOGR and HSGAC staff in July and
September.

3) OPM and GSA submitted reorganization proposals to OMB as part of this overall
reorganization effort that was set in motion by the President’s Executive Order last year.

What were the key recommendations in the proposals your agencies sent OMB that
wouid have improved agency effectiveness and efficiency?

A In GSA's Agency Reform Plan (ARP) submitted to OMB, there were 14 specific actions
recommended. The actions aligned to the enhancement or improvement of GSA's traditional
lines of business--acquisition, real estate, and technology. It also focused on expanding GSA's
role in designing and delivering expanded and shared services within GSA and across the
Federal government. The plan discussed expansion of shared services in relation to its
traditional service offerings, such as acquisition, real estate, travel, and fleet.

Did you have further conversations with OMB about those proposals?
A: Yes, we have had discussions with OMB post proposal submissions.

Did either of your agencies propose anything along the lines of the OPM-GSA merger
that was included in the final administration proposal?

A: GSA broadly proposed several reform initiatives that would help improve efficiency, reduce
redundancy and reduce costs across government in back office and administrative functions
such as fleel, procurement, and real estate services.

Why or Why not?

A: While GSA did not unilaterally propose moving the human capital services from OPM to
GSA. GSA has been a leading advocate for consolidating administrative functions and
advancing government-wide shared services. Moving HRS into GSA is in keeping with that
view.
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When agencies were asked to submit their government reform proposals, GSA acknowledged
that it had imperfect insight into where it could best support other agencies. In doing so, we
expressed our willingness to adopt shared services offered by other agencies if there was better
mission alignment or value add at GSA.

To the best of your knowledge, who came up with the idea to break apart OPM and move
it to different agencies?

A: GSA supports the proposal outlined in the President’s Reform and Reorganization Plan that
reorganizes OPM by elevating its core strategic mission and moving certain fee for service
operational functions to GSA. This proposal is alighed to our core mission and the President's
Management Agenda. The reorganization ideas were developed through a series of iterative
conversations following the issuance of OMB M-17-22. In this connection, Congress itself
mandated a major restructuring of OPM. Specifically, the NDAA for FY 18 requires that
responsibility for most background investigations be transferred from OPM to DoD; this transfer
will result in a major revenue loss for OPM and put a strain on central support functions that are
currently funded in part from background investigation revenue. The legisiative transfer of
background investigations necessitated a reexamination of OPM's structure and functions.

Will you provide the plan that your agency submitted to OMB so that Congress can better
understand the development of the final proposals?

A: GSA’s proposals were either internally facing or relied upon OMB to examine cross agency
opportunities. As this proposal was developed as part of a suite of cross-agency proposals,
GSA does not believe that we have anything substantive to provide in response to this question.

4) When the President released his reorganization plan last month, it talked about some
of the challenges that OPM has experienced in recent years such as data breaches,
background investigations backlogs, and IT problems.

Do you agree that the best way to improve and overcome those types of challenges is to
dismantle OPM and move its functions to other agencies?

A As outlined in the Government-wide Reform Plan, by realigning certain functions currently
performed by OPM to GSA, there is an opportunity elevate the Federal workforce management
function and to maximize the operational efficiency of human capital services.

GSA serves as an integration body, enabling the delivery of high-quality, high-value shared
services that improve performance and efficiency throughout the government. This is further
supported by the administration's cross-agency priority goal, "Sharing Quality Services," which |
co-lead, The goal exists to address the fact 40 percent of federal ieaders report they are not
satisfied with the administrative support in the government.
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The existing capabilities within GSA provide a fertile environment to increase efficiency,
decrease costs, and improve the lifecycle of administrative and employee services through the
natural connections and interdependencies. GSA already provides HR services to OPM and
other agencies, including time and attendance and leave management services. GSA and OPM
also have an extensive partnership on the Human Capital and Training Services program, with
GSA and OPM each providing subject matter experts and contracting expertise,

What shows us that moving these functions is going to improve their outcomes?
Will DOD automatically be better than OPM at background investigations?

A: GSA defers to DOD and OPM to answer this question. GSA notes the transfer of background
investigations to DOD from OPM was directed by Congress.

Does GSA have better cybersecurity than OPM?

A: GSA has a robust IT Security Program; mature IT and security stack with best of breed cyber
tools and capabilities; and, skilled Federal and contractor security professionals that we believe
will benefit OPM. GSA meets or exceeds 8 out of the 10 Cybersecurity Cross Agency Priority
(CAP) Goals and is rated at “Managing Risk” in 4 out of the 5 areas with an Overall Rating at
“Managing Risk” in the Quarterly RMA scorecard. GSA has efficient security audit management
resulting in reasonably clean security audits and is one of the leading agencies among CDM
Task Order-2 Delta Agencies with full enterprise-wide deployment of CDM Phase 1 tools and
capabilities.

5) A merger of two agencies is not just a merger of people. it is also a merger of systems
and data. We all know the federal government's less-than-perfect track record on
Information Technology (IT) issues. A merger such as this can't be successful unless an
IT solution is found and developed. | know my staff has been told that there are “a lot of
Shared platforms” but “a lot” is not everything.

What can you share about your work to determine if the IT systems at these agencies can
be merged?

GSA is developing an integration framework that consists of in-depth reviews and analysis of
current OPM infrastructure and {T services, which will be completed by Q2 FY 2019. This will
enable GSA IT to develop a long-term roadmap for all the IT assets being transitioned. We
anticipate that our findings will demonstrate considerable benefit to shifting OPM's IT to GSA in
the near-term.

GSA’s approach will involve reviewing OPM's business capabilities and understanding how IT
enables the delivery of services for each capability. In addition, the IT review will consist of
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understanding the security, privacy, infrastructure and technology requirements for each system
and how to best integrate them into the GSA environment. For example, determining what
changes need to be made to the GSA systems so we know that OPM's data from its retirement
and health care accounts can be accessed.

6) This proposal eliminates the agency that is supposed to protect and nurture the
federal workforce and merges its functions with a different agency. 1 know | have heard
from several federal employee groups with great concerns about this proposal, and |
imagine you are also aware of those concerns.

What engagement have you had with your own employees and federal employee groups
about this proposal and its impact?

A I sent an agency-wide message to GSA employees about the proposal and its potential
effects the day that the administration’s plan was announced (6/21). That message also
included an invitation to an agency-wide town hall that we held six days after the plan was
announced (6/27). The town hall was held in GSA's auditorium and streamed on our intranet.
Employees were able to email questions to ensure we were able to engage with GSA
employees regardless of their duty station or work location and the livestream included more
than 7,000 participants.

Additionally, the day after the town hall (6/28) Deputy Administrator Brigati sent out an agency-
wide message directing employees to send questions and recommendations about the reform
plan proposals to a shared GSA email address. The message also included the video of the
town hall.

GSA also established an intra-agency task force led by Mary Davie that includes
representatives from each of GSA’s service areas and staff offices. The task force held its first
meeting the day the administration’s plan was announced and meets at least once each week to
discuss how the plan may affect them and their colleagues. The task force reviews each
message sent to the shared email address. Ms. Davie sent a follow up agency-wide message
about a month after the administration's plan was announced (7/20) to solicit additional
feedback from GSA employees. Each of the specific agency-wide communications were also
featured in a GSA-wide newsletter to further ensure effective communication with GSA
employees. We also sent out a video from the task force to all employees in September, again,
asking for feedback, and held another townhall in October, OPM also plans to incorporate
federal agencies and employees in the planning process during the transition.

What is your strategy to engage with those groups if you are able to move forward with
these proposals?

A’ In addition to the communications already made and the ongoing work of the task force, GSA
plans to work with OPM to develop a comprehensive communications plan to ensure GSA and
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OPM employees and vital stakeholders receive accurate and timely information ahead of key
dates in the transition and implementation plan to move OPM functions and technology to GSA.

Can this proposal be successful without acceptance and understanding from federal
employees?

A: GSA and OPM are committed to working with all employees to provide information and
garner input throughout the transition. This proposal can be best achieved with the support and
understanding of the federal employees that will be charged with carrying out the transition and
supporting the functions, as well as those employees who are and will be the recipient of the
human resources solutions offered by GSA.

How are you going to deal with potential morale challenges that resuit from this merger?

A: As outlined previously, GSA has opened several lines of communications for staff to
communicate about how the administration’s reform proposal may affect them, their work and
the agency. GSA will directly include OPM and GSA employees in the transition planning efforts
and will continue to maintain clear lines of communication with staff to identify challenges and
address questions throughout the transition.

7) A significant part of this proposal is presumably going to be moving personnel from
OPM to the new GSA. | want to get your thoughts on how that would work for your
average OPM employee.

Is John Smith, an OPM employee, just going to leave OPM on a Friday and show up for
work at GSA on Monday, or, when John Smith transfers from OPM to GSA, does his
administrative footprint come with him, i.e. the OPM IT processes, OPM administration,
OPM rules?

A: OMB, OPM and GSA are currently working on these implementation issues and will have
more information in the coming months. GSA and OPM employees representing each agency's
respective Office of the Chief Information Officer, Office of General Counsel, Office of the Chief
Miancial Officers and many other offices have held meetings to discuss the scope of the
auxiliary activities that would be part of the transfer.

Based on your initial analysis, what will be the impact of this merger on the total number
of employees currently at OPM and GSA? Do you expect it to be less, the same, or more?

A: As stated at the HSGAC hearing in July, the goal of this transfer is not to reduce the number
of FTEs performing these functions. The goal is to realign the workforce of the two agencies to

best enable each agency to fulfill its core mission functions.

How did you develop the answer to the previous question?
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A: Qur transition and implementation planning process includes an in-depth look at support
staff/functions and associated technology required so that GSA can be prepared to execute the
transitioned functions and staff on Operations Day 1. We are looking at several alternatives that
include moving support staff and technology to GSA, or entering into a short term arrangement
with OPM to continue to provide support services and technology management until those
functions could be staffed by and or transitioned to GSA.  For example, there are currently 425
employees in OPM's HRS organization but this number does not include supporting staff such
as contracting officers, attorneys, HR services, IT services, etc.

8) Your agencies have a great resource in your Senior Executives. These are your
frontline career leaders who are critical to a smooth-functioning federal government.

What feedback have you received from these individuals on this plan?
A: See answer below.
What is the SES involvement in any planning for the merger that is going on at this time?

A The following answer applies to both parts of Question 8. The GSA Heads of Services and
Staff offices all either personally participate and/or have a representative on the GSA Task
Force to plan and implement the transfer of the OPM human resources transactional services to
GSA. Weekly Task Force meetings are held. Each Service and Staff Office representative is
iiifurming the transition planning from their functional area of responsibility.

In addition, the GSA leadership team is briefed on a weekly basis by the GSA Task Force Lead.
The GSA Administrator has conducted a town hall with all employees, and has provided an
update through email. GSA has an established email inbox to receive questions from
employees and these questions are personally answered by GSA's Task Force lead.

9) An issue that arose at both recent HSGAC hearings on the agency reorganization
proposal were questions about what parts of the reorganization that the Executive
Branch presently has the legislative authority to execute.

What parts of this overall proposal to move OPM into GSA and move other parts of OPM
to DOD and OMB does the Administration have the authority to execute on without
legisiation to Congress?

See answer below.

How did you determine that answer?

A: The following answer applies to both parts of Question 9. GSA has been focused on Phase |
of the reorganization and ensuring a smooth transfer of Human Resources Solutions. , We have
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confirmed there is authority to execute the HRS portion without new legisiation. However, as we
consider future phases of the reorganization plan, we will reach out to your office to discuss any
potential legislation that may be necessary.

10) In 2014, the Bureau of Indian Affairs (BIA) was stripped of its GSA delegated leasing
authority for not foliowing applicable policies and guidelines. While BIA has since
regained some of its leasing authority, my understanding is that GSA’s increased
oversight and involvement in the leasing process can often be insensitive or
inappropriate to the needs of Indian Country and has significantly slowed down the
process overall to the detriment of Indian tribes.

What efforts has GSA taken to accommodate the unique challenges of leasing on Indian
reservations? For example, GSA does not traditionally rent schools, jails, and other
simitar structures used to house and operate BIA programs.

A: In 2012, GSA suspended delegating leasing authority to the Department of the Interior
Bureau of indian Affairs (BIA) pursuant to a BIA Office of inspector General audit. In 2014, GSA
resumed delegating its leasing authority to BIA, following BiA's implementation of a corrective
action plan, thereby allowing BIA to acquire leased space in those areas GSA has no market
presence. GSA's lease delegation process for BIA is the same as for all other agencies. GSA
seeks to accommodate agency specific program needs while ensuring compliance with all
applicable Federal leasing laws and regulations.

When GSA acquires leased space for BIA, GSA works with BIA to develop the lease
requirements that will meet BIA's mission needs. GSA is interested to learn of any opportunities
to improve how it provides services to the aforementioned communities, and would appreciate
any help your office could provide in helping us identify areas where there are opportunities to
improve. GSA will meet with BIA and discuss any concerns BIA may have with the GSA leasing
process.

Has GSA held, or plans to hold, formal consultations with tribes to determine how GSA
can hettsi serve Indian Country and evaluate if there are inappropriate conditions applied
to on-reservation lease agreements?

A: GSA has not worked directly with Native American tribes on leasing requirements. All of
GSA's interactions have been with BIA. GSA would welcome working with BIA to coordinate
and host discussions with tribal representatives on the terms and conditions that could be
included in these leases.

Will you consider restoring BlA’s ability to enter into Memorandums of Agreement to
secure the use of certain facilities so they don’t have to go through the more complicated
GSA process, allowing them to address tribal needs faster?
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A: There are standing categorical delegations of authority found at 41 CFR 102-73.155 that are
applicable to certain types of space that BIA may need. When using GSA’s delegated leasing
authority, all agencies, including BIA, must adhere to the same lease policies that GSA follows
when acquiring leased space. GSA continues to improve the efficiency of the lease process,
and is prepared to discuss these improvements with the BIA.
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Post-Hearing Questions for the Record
Submitted to Dr. Jeff T.H. Pon
Director, Office of Personnel Management
“The Challenges and Opportunities of the Proposed Government Reorganization
on OPM and GSA”
From Senator Heidi Heitkamp

Friday, August 10, 2018

1y
This hearing focused on just one piece of the larger reorganization proposal. But even this one
piece is pretty large. We are talking about eliminating one agency and greatly expanding the
responsibilities of another. This proposal will not only greatly impact all the employees who
work at OPM and GSA, but also the entire 2.1 million-person civilian federal workforce, and all
federal retirees.

e What problems at OPM does this proposal solve?

o Response: Moving policy functions to the Executive Office of the President
would afford an opportunity to elevate OPM’s policy and oversight functions with
respect to the Federal workforce as well as its workforce management functions.
There is broad acknowledgment that the statutory framework for the Federal
employment system is outdated in many significant respects, and does not reflect
the realities of the contemporary workforce. Most of OPM’s workforce and
budget are currently dedicated to operational activities, and fewer resources are
devoted to policy and oversight activities related to OPM’s core missions,
including the hiring process, performance management, the development of rules
and guidance concerning compensation, merit system compliance, and
government-wide advisory functions relating to labor relations.

* How will implementing this proposal make our federal government more effective or
efficient?

o Response: This transition is seeking to create a more streamlined policy,
oversight, and workforce management unit that is less expensive to operate. This
proposal could also support centralized coordination of all personnel policies for
Federal employees, including certain personnel policy functions currently
performed by OMB, eliminating the confusing matrix of who does what.
Centralizing human capital operational services might provide economies of scale
and significant cost-avoidance based on reductions in contract and IT duplication.
Also, several segments of the Federal workforce (such as VA medical
professionals and Foreign Service officers) fall partially or wholly outside of
OPM’s title 5 policymaking authorities. Moving personnel policy into EOP will
allow for a more holistic governmentwide policy.

o What data can you provide this subcommittee to prove your point?
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o Response: OPM, GSA, and OMB are currently developing a qualitative business
case as well as estimated budget impacts through the annual budget process.

2)
At the HSAGC hearing on July 18 where Margaret Weichert testified, we heard a lot of answers
along the lines of - ‘We still need to figure this out’ or ‘We need to work through that.” One of
my takeaways from that hearing was that more study and development is needed on these
proposals.

¢ In your minds, has enough analysis been done to determine that this is a good idea?

Response: Yes OPM has developed a strong vision to create a more efficient Federal
government, and we must now undertake the efforts to develop detailed implementation
plans.

* Has enough research been done to determine that this is feasible?

Response: OPM is currently engaged in strong interagency discussions to fully determine
the best approach to implement this vision and best actions to avoid disruption of services
to the extent possible.

»  Will you commit to sharing with Congress all the analysis developed in the
implementation of this proposal?

Response: OPM will provide the committee with relevant and appropriate documents
related to the implementation of this proposal.

3)
OPM and GSA submitted reorganization proposals to OMB as part of this overall reorganization
effort that was set in motion by the President’s Executive Order last year.
e What were the key recommendations in the proposals your agencies sent OMB that
would have improved agency effectiveness and efficiency?

Response: OPM’s Agency Reform Plan focused on four areas;

o Drive Government Efficiency — Leverage OPM’s human capital leadership role to
drive Government-wide efficiency, cost savings, and/or improved coordination
across the human capital space.

o Reduce Burden on Agencies — Eliminate/reduce unnecessary or low-value
reporting requirements and empower agencies through simplifying rules/systems
and providing greater discretion and decision-making authority.

o Improve Alignment of Existing OPM Program Functions ~ Improve coordination,

' efficiency, and/or customer-focused service delivery of OPM program functions
by consolidating and realigning functions within OPM where duplication or
inefficiency exists, or where synergies can be achieved.

o Enhance OPM Mission Support Functions — Improve service, reduce costs,
improve efficiency, and/or eliminate redundancy within the various mission-
support/administrative functions that enable OPM program and mission delivery

Page2of 8



68

s Did you have further conversations with OMB about those proposals?

Response: OPM met with OMB to discuss the proposals contained in the OPM Agency
Reform Plan, and we continue our dialogue to create a more effective and efficient
government on behalf of the American taxpayer.

» Did either of your agencies propose anything along the lines of the OPM-GSA merger
that was included in the final administration proposal? Why or Why not?

Response: These ideas were often a result of outgrowth from iterative interagency
discussions and were not developed in silos.

o To the best of your knowledge, who came up with the idea to break apart OPM and move
it to different agencies?

Response: This vision is not about breaking up any agency. These ideas were often a
result of outgrowth from iterative interagency discussions and were not developed in
silos.

s Will you provide the plan that your agency submitted to OMB so that Congress can better
understand the development of the final proposals?

Response: This proposal is internal and pre-decisional executive branch correspondence.

4
When the President released his reorganization plan last month, it talked about some of the
challenges that OPM has experienced in recent years such as data breaches, background
investigations backlogs, and IT problems.
s Do you agree that the best way to improve and overcome those types of challenges is to
dismantle OPM and move its functions to other agencies?

Response: The mission of OPM is not being dismantled. The goal is to better align how
the mission is delivered in a more efficient and effective way on behalf of the American
taxpayer.

e  What shows us that moving these functions is going to improve their outcomes? Will
DOD automatically be better than OPM at background investigations? Does GSA have
better cybersecurity than OPM?

Response: We look forward to continuing the dialogue with Congress to show how we
will be able to deliver on our mission in a more effective and efficient way.

5)

A merger of two agencies is not just a merger of people. It is also a merger of systems and data.
We all know the federal government’s less-than-perfect track record on Information Technology
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(IT) issues. A merger such as this can’t be successful unless an IT solution is found and
developed. I know my staff has been told that there are “a lot of Shared platforms” but “a lot” is
not everything.

6)

What can you share about your work to determine if the IT systems at these agencies can
be merged?

Response: A robust and detailed analysis of the proposed merger of OPM and GSAIT
leadership and business functionalities is still ongoing to determine where similarities and
differences occur.

For example, what changes need to be made to the GSA systems so we know that data
from OPM on retirement and health care accounts can be accessed?

Response: The migration of Retirement Services and the Healthcare and Insurance
components of OPM would be in “Phase Two” of the proposed merger and that analysis
is still ongoing.

This vreposal eliminates the agency that is supposed to protect and nurture the federal workforce
and merges its functions with a different agency. [ know I have heard from several federal
employee groups with great concerns about this proposal, and I imagine you are also aware of
those concerns.

*

.

What engagement have you had with your own employees and federal employee groups
about this proposal and its impact?

Response: I personally met with every office in OPM to discuss the impacts of this
proposal. I also took any questions from employees to address their concerns,

What is your strategy to engage with those groups if you are able to move forward with
these proposals?

Response: I will continue to update the OPM workforce on the proposal’s impacts as we
move forward with implementation.

Can this proposal be successful without acceptance and understanding from federal
employees?

.. Response: In my conversations with OPM employees, I have sought to ensure that the

employees of OPM have a full understanding of the proposal’s impact on OPM and its
workforce, I will keep them updated as we move forward with implementation. [ have
faith that the career Federal civil service will faithfully implement this reorganization, as
they do with all other laws and regulations. .

How are you going to deal with potential morale challenges that result from this merger?
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Response: Employee morale is a critical aspect of mission success. That is why I
continually emphasize this proposal is not a secret plan to fire employees, but rather an
effort to streamline and improve government operations for employees, the entire civil
service, and the American taxpayer. I would hope Members of Congress would join me
in dispelling the false narrative this reorganization is an attack on the civil service, when
it is in reality an effort fo deliver a more efficient and effective government on behalf of
the American taxpayer.

A significant part of this proposal is presumably going to be moving personnel from OPM to the
new GSA. [ want to get your thoughts on how that would work for your average OPM employee.

*

8)

Is John Smith, an OPM employee, just going to leave OPM on a Friday and show up for
work at GSA on Monday, or, when John Smith transfers from OPM to GSA, does his
administrative footprint come with him, i.e. the OPM IT processes, OPM administration,
OPM rules?

Response: Detailed processes for how the reorganization will be implemented are
currently being finalized, but will seek to have the least impact on individuals as possible

during a reorganization of this magnitude.

Based on your initial analysis, what will be the impact of this merger on the total number
of employees currently at OPM and GSA? Do you expect it to be less, the same, or more?

Response: We do not expect this merger to have any significant impact on the number of
employees at OPM and GSA at this time.

How did you develop the answer to the previous question?

Response: As we are simply moving an office from one agency to another, there should
not be any significant impact on the number of employees.

Your agencies have a great resource in your Senior Executives. These are your frontline career
leaders who are critical to a smooth-functioning federal government.

9)

What feedback have you received from these individuals on this plan?

Response: Discussions with the OPM SES are ongoing regarding this reorganization, and
they are supportive of a desire to create a more effective and efficient mission delivery.

What is the SES involvement in any planning for the merger that is going on at this time?
Response: Leaders from OPM, both political and career, are engaged in interagency

discussions to develop the detailed scope and plan around implementation of the
reorganization.
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A key part of this proposal is moving the policy part of OPM into the Executive Office of the
President, presumably OMB.
« Does such a move politicize the federal civil service, why or why not?

Response: The Director and Deputy Director of OPM are already Presidential appointees.
As I stated during the hearing, it is beneficial to the Federal workforce and the country
when the head of an organization understanding human resources has a seat at the table.
Tt shows the importance being placed on personnel, and I view this as a positive step for
the Federal government.

10y
An issue that arose at both recent HSGAC hearings on the agency reorganization proposal were
questions about what parts of the reorganization that the Executive Branch presently has the
legislative authority to execute.
s What parts of this overall proposal to move OPM into GSA and move other parts of OPM
to DOD and OMB does the Administration have the authority to execute on without
legislation to Congress?

Response: OPM is currently reviewing legal authorities to make this final determination.
» How did you determine that answer?

Response: Attorneys from the relevant agencies and OMB are engaged in interagency
discussions to review current authorities.

10

Last Congress, I cosponsored the Program Management Improvement and Accountability Act
(PMIAA) with Senator Ernst. Among other things, the bill, which is now law, instructs OPM to
create a formal job series and career path for program managers in the federal government.
Recently, OMB released guidance on implementing the law, and it has asked that OPM provide
its implementing recommendations for the job series and career path by Q4 of F'Y 2018.

o Are you committed to creating a formal job series and career path for program
managers?

Response: Yes, I am. In accordance with the PMIAA, OPM has 180 days from
the issuance of the OMB guidance on June 25, 2018 to complete regulations that
identify key skills and competencies needed for a program and project manager in
an agency; establish a new job series, or update and improve the existing job
series, for program and project management within an agency; and establish a
new career path for program and project managers. OPM will complete these
requirements by Q1 of FY 2019. OPM is also required to identify key skills and
competencies for program and project managers, and it will do so.

o Will the reorganization cause any delays in meeting your obligations under
PMIAA as outlined in OMB’s Guidance?
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Response: OPM does not expect there to be any delays.

What benefits do you think the federal government will achieve once the job
series and career path are implemented Will this speed up the hiring process,
improve retention, and ensure people get proper training and career development?

Response: OPM anticipates the occupational series and career path, once
implemented, will improve agencies’ talent acquisition and management
activities, including talent development. The consistent use of the series and
competencies should improve agencies’ ability to speed hiring -however, both the
timeframe for hiring and retention are impacted by other factors (e.g., employee
engagement).

Will you commit to following up with my staff to provide an update regarding
your implementation efforts and what effect the reorganization effort might have
on that implementation?

Response: Yes, I will.

OMB’s Guidance also said OPM may create or enhance a job series or a job identifier.

13)

o Please explain the difference between a job series and a job identifier. What is the

purpose of a job identifier, and what does OPM currently plan to do in this
regard?

Response: A job (occupational) series is a subdivision of an occupational
group/family that describes positions in a similar line of work and outlines the
qualification requirements for the corresponding series. A job identifier is a code
representing the type of work performed in a variety of occupational
series/groups. The job identifier allows us to also better track work that is being
performed across various occupational series.

Will OPM establish the job identifier and the job series?
Response: OPM will consult with agencies and review the relevant information to

determine the appropriateness of establishing a new job series, or updating and
improving an existing job series and/or establishing a job identifier.

OPM recently finalized a rule generally known as the Flexibilities Rule where the stated purpose
was to correct asymmetries in the insurance market for Federal employees and annuitants. One
of the issues related to the rule are the impact of Service Benefit Plans on FEHB plan costs.

What is OPM doing to encourage non-SBP plans to stay in the FEHB and/or new carriers
to participate?
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Response: In the FEHB Program Call Letter, OPM encouraged FEHB carriers to
consider a range of strategies to enhance the quality and affordability of their health
benefits not only by making changes to existing plans but by proposing new plan options.
We also discussed the new agency strategic objective of improving the quality of
healtheare received by enrollees, increasing the affordability of plans, and enhancing the
portfolio of available FEHB plans. Finally, OPM is exploring opportunities to expand
plan choices, such as adding a new carrier for the Indemnity Benefit Plan.

What other flexibilities, if any, does OPM consider to be important in reducing regulatory
burden?

Response: OPM continually assesses ways in which the FEHB Program can innovate to
meet the needs of Federal employees, annuitants and their families, while maintaining
affordable and quality benefit options. OPM’s FY 2018-2022 strategic plan includes
Obiective 1.4, to improve healthcare quality and affordability in the FEHB Program with
75 percent of the enrollees in quality, affordable plans. One strategy to reach that
objective is to improve the portfolio of available FEHB plans to increase the proportion
that are quality, affordable plans. OPM has determined that our current legislative
authority under 5 USC 8903 is sufficient to promote innovation and competition in the
FEHB Program.

How does this rule ensure that negative impacts such as program destabilization,
increased premiums, and fewer consumer choices will not occur?

Response: As detailed in the Expected Impact of Final Changes section of the final
FEHB Program Flexibilities rule, we expect that the regulatory change will have a
positive effect on market dynamics by potentially increasing competition among health
care carriers. This expectation is based on the assumed impact of the introduction of
additional options and on OPM’s focus, as set forth in the agency’s Strategic Plan, on
increasing quality and affordability in the FEHB Program.
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Post-Hearing Questions for the Record
Submitted to the Honorable Jeff Pon
From Senator Claire McCaskill

“The Challenges and Opportunities of the Proposed Government Reorganization on OPM

and GSA”

July 26,2018

1. What analyses has the Office of Personnel Management (OPM) conducted to assess the
impact of the reorganization plan, including retraining, on the federal workforce? Please
provide those analyses. If OPM has not conducted those analyses, please explain how
OPM will analyze workforce impacts.

Response: OPM is actively working with GSA and OMB to assess implementation strategies
for the 2018 comprehensive reorganization plan that will maximize efficiencies and enhance
service delivery and program execution.

2. How many public comments did OPM receive pursuant to the May 15, 2017, Federal
Register notice?

Response: OPM received 2,738 public comments from the White House/OMB-
administered website portal.

a.

Is OPM able to identify how many comments were submitted by individuals and
how many were submitted on behalf of organizations? If so, please provide a
breakdown of those submissions.

Response: It is not clear which comments were submitted by individuals or on
behalf of organizations. The information forwarded to us consisted of
spreadsheets of comments that included an “organization” column, but it is not
clear whether the individuals who entered information in that section were acting
on behalf of that organization or merely entering the organization where they
work.

Did OPM establish any policies regarding the intake of comments?

Response: The intake of comments on behalf of Federal agencies was managed
via the portal at https://www.whitehouse. gov/reorganizing-the-executive-

branch. OMB provided OPM with the public comments in cases where the
commenter selected “OPM” as an agency for reform or elimination. These
comments were reviewed and used in the development of the OPM agency reform
plan.
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¢. What process did OPM use to analyze these comments? What methods, in
particular, were employed to identify and support the proposals that were included
in the Administration’s plan?

- Response: In developing the Agency Reform Plan submission to OMB, a wide
range of inputs were considered, including public comments collected, as well as
inputs and feedback gathered from interviews and focus groups with more than 50
external stakeholders, which included customers of OPM, Federal agencies,
executive councils, advisory groups, affinity groups, and industry thought
leaders. Inputs were also collected from OPM employees via an all-employee
survey questionnaire, as well as from OPM program owners/executives who
reviewed the overall functions of OPM and the core mission/functions of each
specific program office. Data from all these sources were reviewed by the OPM
senior leadership team. These senior leaders worked through a process to reach
consensus and select the most promising proposals to pursue.

d. Did OPM retain the comments that it received pursuant to the Federal Register
notice?

Response: Yes.
e. Please provide copies of the comments that were received by OPM.
Response: The comments are being prepared for public release.
3. How did OPM solicit input and comments from its employees?

Response: The OPM Acting Director sent an online questionnaire via email to the entire
OPM workforce to solicit unfiltered feedback and ideas.

a. How was that input used?

Response: The majority of the responses from employees were related to process
improvements relevant to the respondent’s current local work or operational
area. The ideas about the operational-level improvements were provided to the
relevant program office heads for further consideration and pursuit outside the
agency-wide reform plan process. The ideas that were relevant to the broader
agency reform plan were considered by the OPM senior leadership where the
OPM employee proposals were considered alongside proposals collected from
various other sources.

b. How many comments were received?

Response: Approximately 300 responses were received from OPM employees.
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In your testimony, you stated that the President’s reorganization proposal is “an
opportunity to elevate the Federal workforce management functions” and that in order “to
drive real reform, the government needs to elevate Federal workforce policy” by “moving
OPM’s policy function into EOP [Executive Office of the President].” Under current
law, (5 USC § 1103(a)(7)) the Director of OPM is responsible for aiding and advising the
President on federal personnel policy, and during the Clinton Administration, the
Director was elevated to a cabinet-level status.

a. Where in the organizational structure of the EOP will the Director and OPM
policy functions be moved?

Response: This is part of the ongoing conversations with the Office of
Management and Budget (OMB).”

b. Who will the Director report to on a day-to-day basis?

Response: This is part of the ongoing conversations with the Office of
Management and Budget (OMB).”

¢. Will the move of the policy functions into the EOP come with a cabinet-level
status designation for the Director?

Response: This is part of the ongoing conversations with the Office of
Management and Budget (OMB).

d. How will the policy functions align or differ from the OMB Office of
Performance and Personnel Management, which directs personnel policies and
practices across the Federal government and reports to the Deputy Director for
Management?

Response:

The Reorganization Plan would move the policy function of OPM to the EOP,
along with its existing policy and statutory authorities, of which OPM is solely
responsible for many including, for example, the Suitability Executive Agent and
oversight of hiring authorities. Where OPM and PPM share statutory
responsibilities, we will continue to work closely together to meet those shared
responsibilities.

e. Has OPM prepared any directives, or has OPM received any directives, to ensure
that the OPM Director will retain its independence during the reforms?

Response: OPM has not prepared or received any directives, but the OPM
Director will remain an independent voice for the civil service and merit systems
principles during these reforms and will fulfill the oath he took upon
confirmation.
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. Has OPM conducted a business case analysis for the transfer of Human Resources
Soiutions (HRS) to the General Services Administration (GSA)? If so please provide that
analysis. If not, how does OPM support its contention that it is more effective and
efficient to transfer HRS?

Response: OPM and GSA are collaborating on a qualitative business analysis and will
share documentation as appropriate during our ongoing engagements with the
Committee.

a. How many federal workers will be affected by this transfer?

Response: HRS currently employs about 425 FTEs; however the final scope of
which HRS components will be transferred has not been finalized.

b. What is the cost of implementation associated with this proposal and what impact
will the transfer of HRS have on OPM’s budget and operations, including
working capital fund contributions and support office functions?

Response: OPM will be utilizing the budget process, in coordination with OMB
and GSA, to identify any potential costs.

c. What is the estimated long-term cost savings achieved by this transfer?

Response: OPM will be finalizing this information as part of the annual budget
process.

d. Will OPM share the information its task force develops on this proposal prior to
any implementation?

Response: We look forward to keeping the committee updated on our progress
with this merger as appropriate,

e. How will moving HRS to the General Services Administration (GSA) improve
customer service and its ability to meet the mission of the office?

Response: As part of its discussions, GSA and OPM are strategizing how each
organization’s internal people management and customer service assets can
enhance customer service. Meetings with HRS customers will be a key activity
for the Interagency Task Force, including obtaining insights about customer
expectations (e.g., customer service, product delivery/enhancement, cost savings,
speed, etc.) concerning the transition of HRS into GSA. OPM and GSA also
anticipate signing a Memorandum of Agreement so HRS maintains a close
working relationship with OPM’s HR policy organization. In many cases, HRS
supports the operationalization of policies and major HR initiatives. OPM and
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(GSA see HRS maintaining this role within GSA after the transfer, as policy and
operations, are, in many respects, closely intertwined.

f. What are the outstanding recommendations from the Office of the Inspector
General for HRS and how will this transfer address them?

Response: HRS has two outstanding open recommendations from the Office of
the Inspector General. The first is OIG Audit 4A-HR-00-13-055 “Pricing
Methodology” Recommendation 5, and the second is OIG Audit 4A-HR-00-15-
015 “Audit of the Information Technology Security Controls of the U.S. Office of
Personnel Management’s GP Plateau Baseline 6 Learning Management System
(LMS),” Recommendation 6. Through discussion with GSA’s finance team, we
have learned that GSA’s financial systems do not have the OPM-Enhanced
Projects Suite (EPS) capability to perform detailed project costing; therefore, the
transfer of HRS into an environment without a system equivalent to OPM’s EPS
Suite would maintain the vulnerability. O1G Recommendation 6 will be
completed and the updated POAM document submitted for closure on next week.

g. Where did the idea to transfer HRS from OPM to the GSA originate from?

Response: The government reorganization is a collaborative and iterative
interagency effort being coordinated through OMB. Ideas are often an outgrowth
of conversations among the agencies, not ideas put forth from silos.

6. During your testimony, you stated that there is enough separation between your office
and the Merit Systems Accountability Group to prevent political decisions from
influencing the merit based principles at OPM.

a.  What direction have you provided to the task force to ensure that merit based
principles will be upheld during the HRS transfer?

Response: I have consistently put forth direction to my agency that merit system
principles must be adhered to while any personnel actions are being taken.
Actions taken in regard to the government reorganization are no different.

b. Please provide any documents or communications sent to those responsible for
developing and executing the plans that provides guidance on ensuring that merit
based principles will be upheld.

Response: The direction to uphold merit system principles is not derived from, or
based on, any sole communication or document, it is an ongoing conversation that
Thave made clear is a priority to the employees of OPM as the Director of the
agency.

7. During your testimony, you stated that the large part of this transfer can be done
administratively, but that OPM is examining other authorities.
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a. Specifically, what statutory language or other executive authority is OPM looking
to for executing the transfer of HRS to GSA?

Response: OPM is analyzing legal options in coordination with OMB and GSA.
Also, we are still exploring what legal authorities may be needed in the future.

b. What GSA authorities is OPM relying on to executive the transfer?

Response: Under existing law GSA controls three revolving funds that will allow
it to replicate the reimbursable services model at HRS, and attorneys from both
agencies continue to assess potential implementation plans against statutory
authority in collaborative manner.

¢. Is there a timeline for when OPM will alert Congress to the legal analysis of the
transfer and if legislation is needed?

Response: OPM looks forward to updating the committee on our progress with
ilis merger as appropriate in an ongoing dialogue.

8. OPM and OMB have told congressional staff that phase II proposals will include the
transfer of retirement and insurance benefits to GSA

a. What is the strategy for this transfer?

Response: We are currently finalizing details for “stage1” of the overall vision
and will be developing detailed strategies for the later stages at the appropriate
time.

b. Has OPM conducted a business case or other analyses regarding this transfer? If
so please provide that analysis. If not, how does OPM support its contention that
it is more effective and efficient to transfer these functions?

Response: We are currently finalizing details for “stagel” of the overall vision
and will be developing detailed strategies for the later stages at the appropriate
time. However, we believe great efficiencies can be gained by consolidating
operational functions of OPM in an agency whose priority is servicing agencies.
Part of the challenge in Phase IT will be identifying what aspects of the work
performed by Retirement Services and Healthcare & Insurance can be
characterized as oriented to policy formulation, regulation, and oversight, and
what aspects can be characterized as operational. Similarly, we will need to make
decisions about how to treat activities that, in essence, constitute administrative
adjudication functions.
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c. What stakeholders have been contacted or will be contacted?

Response: We have engaged a wide array of stakeholders for input on the
government reorganization, including by receiving public comments, and look
forward to opportunities to further engage stakeholders in stages that may directly
affect them to develop a full view of any perceived or possible obstacles.

d. When will OMB begin to share data on the cost of this transfer?
Response; Since this question is to OMB, OPM defers to OMB for this question.
e. What authorities will be utilized when authorizing this transfer?

Response: OPM is still exploring what current legal authorities can be utilized for
this transfer.

f. What will happen to the regulatory and policy functions for retirement,
healthcare, and other insurance programs?

Response: This is part of the ongoing conversations; however OPM does not
expect significant interruption of services to our customers during the transfer.

9. How will you guarantee that your plan to move the Federal Employee Health Benefits
Program (FEHBP) to GSA will not disrupt health coverage for the more than eight
million federal government employees, retirees, and their dependents?

Response: The transition of the FEHB Program from OPM to GSA will be
discussed in a later stage of the reorganization; however preventing significant
disruption in service will remain a top priority.

a. What steps are you proactively taking to account for the difference in expertise
required to operate the FEHBP that GSA currently does not possess?

Response: As previously mentioned, the transition of the FEHB Program from
OPM to GSA will be discussed in a later stage of the reorganization, and we will
take steps to ensure components maintain the subject matter expertise necessary
as part of the final, detailed plans,

b. Earlier this year, OPM issued a final rule (8 FR 18399) affecting Service Benefit
Plan carriers in an effort to “enhance the quality and affordability of FEHB
insurance offerings” in response to concerns about competition. What analysis
led OPM to believe that this regulatory change was necessary given that the only
Service Benefit Plan participating in the FEHB covers approximately 65% of the
market?
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Response: OPM implemented the FEHB Program Flexibilities regulation to
correct an asymmetry in rules of the market so that employees and retirees can
have plan choices available to them that offer the same number of options
wherever they reside. Under regulations issued in 2010, all FEHB health plans
except the Service Benefit Plan (SBP) and the Indemnity Benefit Plan (IBP) were
allowed to offer 3 options of any type, while the SBP and IBP were allowed to
offer only 2 options and an HDHP. OPM has determined that there is no legal or
practical reason to maintain this restriction. The FEHB Program Flexibilities
regulation allows all FEHB Program health plans to operate under the same set of
rules, to enable a fair competitive marketplace.

¢. Similarly, OPM noted in the final rule that it expects that this regulatory change
will potentially increase competition between health plans and allow plans to
“offer a greater variety of lower cost, higher quality options.” Please provide the
analysis that demonstrates why OPM believes that the final rule will have this
effect on competition, cost, and quality contrary to the public comments raising
concerns about the rule decreasing competition and further consolidating market
share.

Response: As detailed in the Expected Impact of Final Changes section of the
final Federal Employees Health Benefits Program Flexibilities rule, OPM expects
the regulatory change will have a positive effect on market dynamics by
potentially increasing competition among health plans. This expectation is based
on the assumed impact of the introduction of additional options and on OPM’s
focus, as set forth in the agency’s Strategic Plan, on increasing quality and
affordability in the FEHB Program. It is not based on predictive data analysis.

10. What are the strategy and timeline for transfer of OPM legacy IT systems? What
analyses has OPM conducted to assess feasibility, cost, and modernization for these
systems if they are transferred?

Response: OPM is currently working on a timeline to accomplish the migration of IT
systems from OPM to GSA and the analysis is ongoing. Centralizing human resources
operational functions, including IT, in a single agency would integrate the transactional
and employee-centric, service-based functions currently performed by OPM with existing
GSA operations, including Federal employee payroll and travel.

a. In particular, please describe in detail how will GSA provide better IT support for
vital programs such as retirement services and the FEHBP when compared to the
current operations supported by OPM.

Response: Since this question relates to services GSA provides, OPM defers to
GSA for this question.
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b. What is the greater value offered by the reorganization that will ensure no
disruption and improve legacy systems beyond existing plans and strategies?

Response: With end-to-end services around the Federal employee lifecycle
maintained in one place, considerable operational efficiencies should be attained.
Currently, these services are stove-piped, forcing burdensome processes on
managers and employees. It is worth noting that HR services are rated last among
all mission support services by Federal managers.

11, After E.O. 13843, what policy, program, and oversight role will OPM continue to play in
the hiring of administrative law judges at federal agencies?

Response: The EO places the position of administrative law judge (ALJ) in the excepted
service and directs OPM to pursue any necessary revisions to its regulations swifily, By
the terms of the order, agencies may begin making Schedule E appointments to the
position of ALT immediately, without prior OPM approval. OPM will promulgate
proposed regulations to address any provisions in the regulations that are inconsistent
with the Executive Order or use language that is generally inapplicable to the excepted
service (e.g., references to the concepts of “probation” or “suitability”). Whether ALJs
are in the competitive service or the excepted service, OPM’s regulations continue to
govern some aspects of ALJ employment, including those related to reassignments, intra-
agency details, interagency loans, senior ALJs, and reductions in force. Like other
excepted service appointments, ALJ appointments are generally subject to investigation,
a determination of fitness, a determination of eligibility for logical and physical access to
agency systems and facilities, and, where applicable, a determination of national security
eligibility.

a. What policies, such as qualification standards and veterans preference
considerations, is OPM developing regarding the creation of “Schedule E”
positions?

Response: Section 3(a) of the EO places the position of ALJ in the excepted
service beginning July 10, 2018. It further states that appointments to the position
of ALJ are not subject to any examination or rating requirement, including the
procedures of 5 Code of Federal Regulation (CFR) 302, Employment in the
Excepted Service, except that an agency must follow the principle of veterans’
preference as far as administratively feasible. Consistent with the requirement in
Section 3(a)(ii) of the EO, the minimum qualification and licensure requirement
for the position of ALJ is the possession of a professional license to practice law
and being authorized to practice law under the laws of a State, the District of
Columbia, the Commonwealth of Puerto Rico, or any territorial court established
under the United States Constitution at the time of selection and any new
appointment (other than of an incumbent ALJ to another ALJ position). For
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purposes of this requirement, judicial status is acceptable in lieu of “active” status
in States that prohibit sitting judges from maintaining “active” status to practice
law, and being in “good standing” is also acceptable in licu of “active” status in
States where the licensing authority considers “good standing” as having a current
license to practice law. An agency may prescribe additional qualification
requirements as necessary. Any agency specific requirements must be provided
to potential applicants.

12. What plans does OPM have for the CFC program under the reorganization and how will

those plans improve the CFC program?

Response: Currently, OPM does not have any plans to change the CFC program as part
of the reorganization proposal.

a. What has the impact of the revamped Combined Federal Campaign (CFC) had on

donations and number of charities participating?

Response: In 2016, Federal civilian, military and postal employees pledged
$167.1 million to the CFC. In 2017, Federal civilian, military, postal employees,
and annuitants pledged $101.4 million and 125,000 volunteer hours to the CFC.
In 2017, there were about 8,200 charities that participated. In 2016, there were
19,000 charities that participated.

. Please provide figures on participation, contributions, fees, and administrative

costs since the CFC Commission recommendations were released.

Response:
Year Charities Contributions | Fees Administrative
Participating Costs

2012 $258,300,000 $28,223,712
2013 $209,700,000 $26,875,069
2014 $193,200,000 $26,078,418
2015 $177,800,000 $24,507,577
2016 19,000 $167,100,000 $25,037,599

[ 2017 8,232 $101,400,000 | $9,265,130 $26,037,363

Note: CFC-50 Commission Report released in June 2012. CFC regulations in

effect January 2017.
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