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Human Resources
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Individual Development Plan
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Information Technology
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Joint Financial Management Improvement Program
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Master of Business Administration
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NAPA

National Academy of Public Administration
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National Aeronautics and Space Administration
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National Credit Union Administration
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Office of the Comptroller of the Currency
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Office of Management and Budget
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Office of Personnel Management
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President’s Management Agenda

PMF

Presidential Management Fellow 
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Presidential Management Intern
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Private Sector Council

SBA

Small Business Administration

SES

Senior Executive Service
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Department of Veterans Affairs

FOREWORD

The federal financial workforce of the future must meet the mandates set by the President’s Management Agenda: strategic management of human capital, improve financial performance, use competitive sourcing, integrate budget and performance, and expand e-government initiatives.  The President’s Management Agenda identifies the strategic management of human capital as critical to the business of government.  The General Accounting Office cited inadequate federal leadership attention and accountability as causes for designating the strategic management of human capital as a high-risk area in 2001, 2002 and 2003.  An aging financial workforce that is eligible for retirement within the next 5 years further drives concern over the state of the federal financial workforce.  Although the federal financial workforce is a small component of the government’s total workforce, it is an important resource to assist program managers with overcoming management challenges outlined in the President’s Management Agenda.

The Office of Management and Budget and the Office of Personnel Management are leading an agency-by-agency review of workforce planning efforts to identify the skills and competencies vital to accomplishing agency missions, goals, and objectives.  

This Joint Financial Management Improvement Program (JFMIP) white paper identifies and analyzes current challenges surrounding the management of the federal financial management workforce and recommends strategies to effectively address the challenges.  The aim of our recommendations is to aggressively acquire the right set of competencies based on best practices in private and public sector organizations.  

In a changing environment for both human resources and financial management functions, agencies have been slow to recruit, develop, and retain employees.  Rectifying this situation demands prompt and vigorous action.  In addition, the competencies of the financial management workforce must change from transaction processing to broader analytic and decision support to meet performance expectations.  Performance and compensation practices should be refined to tie individual performance to results that support an organization’s mission and goals.  

JFMIP welcomes comments on this white paper.  For further information, please contact us at 202-219-0526 or e-mail your comments to doris.chew@gsa.gov.  

Karen Cleary Alderman

JFMIP Executive Director

EXECUTIVE SUMMARY

The financial management workforce plays a critical role in government.  The scale and complexity of federal activities requiring financial management and control is monumental.  The demands placed on the federal financial management workforce are changing.  A changing federal financial management business vision requires shifting workforce capacities.  This report identifies and recommends strategies to address issues surrounding the federal financial management workforce in an environment of changing business needs.  The issues and strategies are shared across agencies and complement ongoing workforce planning reviews led by the Office of Management and Budget (OMB) and the Office of Personnel Management (OPM) in support of the President’s Management Agenda (PMA).  While agencies share common challenges, each agency must manage its financial management workforce to best accomplish its strategic and programmatic performance goals.  

The decade of the1990s was marked by evolving expectations captured in several legislative initiatives.  The Chief Financial Officers Act (CFO Act) of 1990, the Government Performance and Results Act of 1993 (GPRA), and the Government Management Reform Act of 1994 have pushed financial management to the forefront of effective and efficient program delivery by requiring improved data integrity and financial reports.  The PMA identifies the strategic management of human capital as fundamental in carrying out government business.  This new vision casts new roles for federal financial managers.

The new millennium brings us closer to realizing this new vision.  Appropriately, financial managers are increasingly viewed as strategic business partners vital to agency operations.  Their primary responsibility—to provide information and decision support to program managers—has become critical to successful government operations.  The financial manager should bring a business perspective to the table and should assist program managers in making sound decisions.  

Analysis of individual agencies as well as across agencies underscore a consistent theme that the federal financial workforce supports the business needs of today, but is poorly positioned to support the needs of tomorrow.  To envision the critical capacities of our financial management workforce requires examination of current skill mix and anticipation of methods for acquiring and developing a skill mix for the future.  In the future, the workforce will need to be more analytic and capable of providing decision support information.

Our government has relied heavily on an accomplished financial management community.  Of the  106,000 federal financial workforce employees, 7 out of 10 work at the Department of Defense (DoD) or the Treasury Department.  A significant majority of our workforce sustains transaction support functions of a clerical and technical nature.  These skills do not support the vision of tomorrow’s business that will depend on an analytic financial management workforce providing decision support.

To achieve workforce transformation, we must overcome a number of challenges:

· Changing expectations.  Transforming expectations and roles of the financial management professional from scorekeeper to analyst and decision support.

· An aging workforce.  Few new hires and low separation rates of older cohorts, coupled with high separation rates of the few young employees we do hire, are major contributors to this trend.  Barriers to recruitment and hiring are others.

· Inefficient work processes that consume our current workforce.  Although workforce productivity compares favorably to private sector financial management, archaic rules and systems limit our ability to perform at our highest level.

· Uncertain future needs.  In general, Chief Financial Officers (CFOs) have not engaged in systematic workforce planning.  Agencies need to establish an inventory of competencies, identify competency gaps, and set performance expectations.  While the unknown impact of system consolidations and alternative sourcing clouds the capacities we will need in the future, multi-talented financial employees with diverse experience is crucial.

· Skills imbalance.  The federal financial management workforce will shift from transaction processing support to multi-skilled analysis and decision-making.

Resolving these issues will require workforce transformation, which will require a workforce transformation strategy devised in partnership between CFOs and agency human resources (HR) departments. That strategy will need the following components: 

· Establish consistent CFO leadership and vision.  CFOs should identify goals and understand the critical competencies needed to achieve these goals; they also should set the vision for continuous learning for the financial management workforce, describe clearly the competencies required, and communicate these expectations to the workforce.  Financial management personnel should take personal responsibility for acquiring competencies to advance individual and organizational goals with a commitment to professional development.

· Develop a recruitment strategy.  Acquiring the next-generation financial management workforce will require improved recruitment.  Efforts to improve recruitment should incorporate the following approaches:

· Offer financial management intern programs, including programs shared across agencies.  
· Utilize the Intergovernmental Personnel Act (IPA). The IPA can be used to improve the mobility of senior and mid-level employees.  Nearly all IPA assignments have been for scientific, technical, or medical programs at various agencies.

· Use existing flexibilities.  OPM offers various flexibilities that, to date, remain underutilized.

· Apply technology.  Technology can be used to efficiently conduct job fairs, interviews, consolidate, and streamline hiring processes.

· Project a positive image. Much attention has focused on the merits of public service, yet there is little presentation of the criticality of federal financial management in federal program delivery and methods to market it.

· Mentor the young.  Mentoring strategies can help new hires visualize and later assume the roles and responsibilities they will have in the future.

· Commit to developing employees.  To meet our skill imbalance as we transform, we must not only acquire the right skills, but we must develop them.  Development requires senior management commitment and acknowledgment that training today is an investment for tomorrow.  Agencies must undertake the following actions to promote development:

· Set organizational vision and goals.  Goals and vision will foster identification and communication of competencies and expectations, and help ensure continuous learning.

· Align policy goals and career management practices to develop highly skilled, multi-functional employees.  Practices include meaningful individual development plans that can be used to measure employees’ progress when considering promotion and retention, as well as structured rotation and mobility programs to expose employees to a variety of functions and experiences.

· Support and target development resources.  Resources for training and development must be aimed to close competency gaps.  Robust employee performance evaluation using rewards to recognize achievement will encourage employees to obtain further education and certification.

· Commit to retaining employees.  Agencies must focus on retaining employees who have desired competencies and encourage employees with outdated skills to obtain the required skills,  seek employment elsewhere, or retire.  Retention patterns indicate younger workers do not stay long and older workers are staying longer.  Compensation that rewards strong performance and continuous career development will improve retention rates.  
· Design a broader financial management career concept to support the new culture.  A consistent theme is that the financial management workforce of the future must be multi-skilled and more analytical.  To achieve this goal, financial management leadership should define a broader financial management career  concept to ensure that advancement is contingent on broad knowledge and experience; restructure the position classification and position management framework to support multi-skilled knowledge workers.  

· Adopt a flexible performance-based system.  It is important to tie rewards and compensation with individual performance in a results- based environment.  Reward systems must recognize results rather than longevity of service.  In concert with formulating broader career management concepts, the workforce should be motivated to achieve organizational performance goals through adopting performance based retention, compensation and promotion systems that put the premium on developing, retaining, and rewarding employees for achieving the organizational performance goals.  

In summary, to acquire the right people with the right skills, CFO senior leaders must work in partnership with agency HR officers to set goals and establish commitment.  Aggressive engagement is crucial.  If current processes are not transformed, the prospects for the financial management workforce will worsen.  The workforce will continue to age, and uncertainty surrounding changing competencies due to business system investment and alternative sourcing will grow.  Achieving the financial management vision of the future is paced by the quality of the people who support it.  Acknowledging our need for change is the first step.

INTRODUCTION

The President’s Management Agenda builds on themes and mandates from earlier legislative action and establishes five government-wide goals: 1
· Strategic management of human capital—to align and restructure the federal workforce to execute agency missions, goals, and objectives.

· Improved financial performance—to reduce erroneous payments and to ensure that federal financial systems produce accurate and timely information to support operating, budget, and policy decisions.

· Expanded electronic government—to obtain greater services at lower cost and better service to the public.

· Budget and performance integration—to integrate performance review with budget decisions.

· Competitive sourcing—to simplify and improve procedures to evaluate and select public or private sources that support delivery of government programs.
Prior to the establishment of the President’s Management Agenda in 2001, there was legislation to improve the management of government.  For example, the CFO Act of 1990 marked a major transition in federal financial management performance expectations for improved management, accountability and information for decision makers.  The CFO Act and successive financial reform legislation of the 1990s set expectations for fully integrated financial management systems; reliable, timely, and useful financial statements; and effective internal controls.  In the 1990s, federal financial management leadership focused on improving the integrity and reliability of financial information by establishing accounting standards, improving systems, and producing audited financial statements.  Progress has been substantial.  In 1996, only six CFO Act agencies could produce a clean financial statement 6 months after the close of the year.  In 2002, all 24 agencies produced audited financial statements on time, and 21 agencies had clean opinions.  However, this benchmark is only an interim measure of success and a necessary precondition to achieving the larger vision of having quality, timely, and useful financial information and analysis available to program managers and decision makers to assess performance and support decision making at all levels.  This next step enhanced financial management requires cultural transition from the narrow role of efficient and effective scorekeeper to a broader role of using information as a strategic business partner.  Meeting this goal also requires the workforce to have skills and competencies that are different from the past.

The CFO Act recognized that financial management human capital capacity was critical to realizing the future vision of timely, consistent, and reliable financial and performance information for decision support.  It established responsibility for OMB to advise agencies regarding the qualifications, recruitment, performance, and retention of financial management personnel.  It also required agencies to assess the overall adequacy of the professional qualifications and capabilities of financial management staffs throughout the government and recommend ways to correct problems that impair the capacity of those staffs.  This paper assesses the current state of the federal financial management workforce, identifies major challenges that must be addressed in order to align the financial management workforce to meet future requirements, and recommends strategies to the CFO community to move beyond timely and accurate processing of transactions to achieving knowledge-based, performance-focused financial information for management.  A Joint Financial Management Improvement Program (JFMIP) survey2 of CFOs identified the following specific concerns:

· Although there are notable exceptions, most CFOs have limited readily available information about the agency financial management workforce and contractor resources used to support the financial management mission.  Competency inventories are the exception.  Workforce planning is limited.

· CFO leadership believes that current workforce skills are adequate for meeting current missions supported by current business processes.

· CFOs are uncertain about how workforce requirements will change as a result of anticipated changes in systems, consolidations, and outsourcing.  However, they consistently perceive the direction of those changes, with continued reductions in clerical and technical workers engaged in transaction data and processing entry and reconciliation work and strong demand for multi-skilled, computer literate financial analysts capable of data extraction and analysis to support decision making.

· CFOs perceive a widening skill gap between current workforce incumbents and future needs.  That skill gap will be difficult to address for the following reasons:

· Current workers are not ready to retire, but find it hard to embrace a culture of change.

· Employees with broad competencies are hard to attract due to complex and lengthy federal hiring processes.  These processes use the current knowledge, skills, and abilities (KSA) framework and point preferences, which block desirable external candidates.  In addition, salary levels for entry-level professional and high-skill administrative positions do not compete with those available from prospective private-sector employers.

· An established pipeline to acquire talent to close skill gaps does not exist.  

· Training resources to upgrade competencies of current personnel are scarce.

· CFOs perceive risk of increased reliance on contracted resources, citing concerns over loss of in-house capacity, quality of contracted resources, and perceived limited capacity to effectively manage contracted services.

· CFOs believe changes in processes are occurring at an accelerated pace, and they anticipate a smaller, multi-skilled, more agile financial management workforce will be needed to provide analytical and decision support to keep pace with change.3 
This JFMIP white paper uses the following components identified in the General Accounting Office (GAO) strategic human capital management model4 and the National Academy of Public Administration research5 as the basis for assessing the financial management workforce:

· CFO leadership

· Strategic human resource planning

· Acquiring, developing, and retaining talent

· Results-based culture.

Subsequent to this white paper analysis OPM, OMB, and GAO established new Human Capital Standards.6  This white paper intends to answer five key questions:

· What is the current state of the financial management workforce and how well is this workforce aligned to meeting the mission challenges anticipated in the next 3 to 5 years?

· What are the key strategic human capital planning considerations in federal financial management?

· What are the critical challenges that will have to be addressed? How can CFO leadership take ownership for financial management human capital outcomes?

· Does the financial management community have the tools to recruit, develop, and retain the talent needed to meet financial management performance goals now and in the next 3 to 5 years?

· How do we establish the performance and accountability culture for the financial management workforce?

To answer these questions, we gathered and analyzed information from major studies conducted by the Office of Personnel Management (OPM), GAO, National Academy of Public Administration (NAPA), and other sources.  We also obtained federal and private-sector financial management workforce data and trends from multiple sources including the Department of Labor (DOL), OPM, professional organizations, educational institutions, and industry experts.  Finally, we obtained the perspectives of current CFO agency leadership through survey instruments, a public-/private-sector forum, and one-on-one interviews.

THE CURRENT FINANCIAL MANAGEMENT WORKFORCE—
WHAT IS THE MISSION?

Performance-driven, results-oriented government requires management through a system of operational and financial controls that support program goals, mitigate risk, and produce timely, accurate, and reliable information for decision makers.  Federal financial management includes the processes to establish, control, and account for the sources and uses of monies that support legislatively authorized purposes.  Following is a list of the primary functions of the financial management business:
· Formulate and execute the budget,
· Ensure budgetary integrity,
· Account for and control federal programs through activities that capture and account for business event information,
· Establish financial control over obligations and costs, performance, other financial information, and assets,
· Provide critical financial information to program managers to help them manage better,
· Produce accurate and comprehensive financial data, including stewardship and operating performance information, and
· Enable effective decision-making at all levels of the government’s business lines and functions to support cost-effective mission achievement and risk mitigation.7
The core financial management business processes include budget and finance, accounting, payments, collections and receivables, management of assets and liabilities, and reporting and information.  The information and transactions associated with these processes occur at all levels of federal program delivery.  Figure 1 shows the relationships.

Figure 1. Detailed Financial Management Business Relationships
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The financial management business is supported by the financial management workforce, contractors, and systems.  Financial management links the federal enterprise by process and information flows to and from central agencies and program delivery agencies, as well as among components of agencies using shared services or interdependent processes.  Financial management systems are a component of financial control, which provides financial and performance information for internal management and external reporting.  Financial system output supports analysis and decision making at every level of the federal enterprise.  The financial management business may be viewed as a discreet function or business line of the federal government, yet the business of financial management is a pervasive and inherent function in the delivery of all federal government programs and services.

The scale and complexity of federal activities requiring financial management and control is monumental.  In 2002, the federal government achieved the following:

· Collected $2.3 trillion in tax receipts, user fees, and other collections that included five major revenue programs, using over 10,000 financial institutions.  Treasury alone collected $1.8 trillion electronically.

· Budgeted for about 1,200 programs in 113 government agencies, including the 14 Cabinet departments using 3,100 appropriations and fund symbols.

· Executed a $2.011 trillion program budget:

· Involved a daily cash flow of more that $50 billion into and out of federal accounts.

· Included assistance programs of which there are 15 types, 7 classified as financial and 8 as non-financial.  However, even the non-financial programs have some aspect of financial duties tied to them.  The financial programs include approximately 1,077 grant programs, 44 direct loan programs, 61 guaranteed loan programs, 12 insurance programs, and 177 direct payment programs.  The 8 non-financial programs include 383 programs.

· Disbursed over $1.64 trillion in payments to more than 100 million social security recipients, payments to veterans, income tax refunds, and other federal programs.

· Managed 326 federal trust funds.

· Processed 11.2 million vendor invoices, paid over 5.7 million people, paid 7.3 million travel payments, and paid out $176 billion in military retirement (Defense Finance and Accounting Service (DFAS).

The above actions involve hundreds of millions of transactions that are supported by about 2,200 financial management and mixed systems, which control, account, or capture information about business events.8 Multiple sub-processes support each of the major processes.  Financial activity must be executed in accordance with appropriations law and federal regulations—some government wide and some program specific—and recorded in accordance with federal accounting standards in a manner that results in required financial accountability and performance information.

The financial management workforce performs well by many measures, but not so well by others. The financial management workforce is ultimately accountable for carrying out a number of activities and functions, although financial managers generally depend on diverse occupations and fields to carry those functions out.  In 2002, 21 agencies received clean audit opinions on annual financial statements.  This suggests tremendous improvement in the integrity of financial information in the course of seven years.  However, audit reports identify myriad weaknesses in the current financial system environment, including the following issues:

· Nonintegrated financial management systems,
· Inadequate reconciliation procedures,
· Lack of accurate and timely recording of financial information,
· Noncompliance with the U.S.  Standard General Ledger,
· Lack of adherence to federal accounting standards and/or OMB requirements,
· Weak security controls over information systems.

Measured in terms of the Executive Branch Management Score Card, improved financial performance is “red” for most agencies.9
At the same time performance expectations are rising.  Greater emphasis is being placed on producing timely, accurate, useful information for decision making; integrating financial cost and results information in evaluating budgets; reengineering business practices; and adopting new technologies to support service delivery.

Profile of the Workforce

Becoming Smaller and Older

As of September 2002, about 106,000 full-time equivalents (FTEs) were in the budget and accounting series (GS-05XX).  Although every agency has some financial management staff, DoD and the Department of Treasury combined account for 70 percent of financial management personnel.  Only a few large Cabinet-level agencies and the Federal Deposit Insurance Corporation (FDIC) employ more than 2,500.  (FDIC has a majority of its workforce employed as bank examiners (570 series).  (Figure 2 shows the distribution of personnel.)

The approximately 106,000 FTEs in federal financial management constitute about 7 percent of the total federal workforce and about 1 percent of the 9.9 million U.S. workers employed in professional, administrative, technical, and clerical financial occupations.10 Over 90 percent of federal financial management personnel are employed at the 24 CFO agencies, which parallel—in size, complexity, and budget—the Fortune 100 corporations with annual revenues larger than $2 billion.
Figure 2. Distribution of Budget and Accounting Personnel by Agency in 2002
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Source: www.Fedscope.OPM.gov, September 2002.  
Employees are located in every state, with major employment centers in California (10,100), the District of Columbia (9,300), Virginia (7,100), Texas (7,000), Ohio (5,400), New York (5,100), Pennsylvania (4,700), and Maryland (4,600).  Only about 15 percent is employed in the Washington, DC metropolitan area.

The financial management workforce in the GS-05XX occupational series is smaller than it was 6 years ago.  The number of GS-05XX personnel dropped from 128,500 in 1996 to 106,000 in 2002, a reduction of approximately 18 percent.11  The reduction was in the number of clerical and technical personnel.  From 1996 to 2002, the clerical workforce declined by 45 percent to 5,300, and the technical workforce declined by 40 percent to 29,800.  During the same period, the number of professional and administrative workers grew by approximately 1,300 to a total of 70,500.  The number in the 501 classification, Financial Administration and Program, increased by 2,900, and those in the 560 classification, Budget Analysis, increased by 900.  Those increases offset a decline of approximately 1,700 in the number of auditors and a modest decline in the number of workers in other professional and administrative classifications (see Figure 3).  For a detailed look at the roles and responsibilities of occupations in the financial management series, see Appendix III.
Figure 3. Distribution of Budget and Accounting Personnel by Position Type, 1996–2002
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Aging 

Not only is the workforce smaller with relatively more workers in financial professional and administrative positions, it is also older.  The average age of the financial management population increased from 44 in 1996 to 47.4 in 2002.  If recent trends continue, the workforce will continue to age because few young employees are recruited to replace the employees who retire, transfer, or resign.  Furthermore, new hires are frequently older and younger hires separate at a higher rate.  Figure 4 demonstrates the aging of professional and administrative personnel in budget and accounting positions.  Between 1996 and June 2002, about 42,000 budget and accounting personnel separated from the workforce, but only about 15,000 new hires occurred during that period.

Figure 4. Distribution of Budget and Accounting Professional and 
Administrative Personnel by Age, 1997 and 2002
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In part, the aging workforce reflects the federal government’s practice of hiring from the existing pool of technicians and clerical personnel.  Although the number of professional and administrative financial management employees was about the same in 1996 and 2002, considerable “churn” occurred.  Of the employees in the 1996 financial management workforce, about 25,000 (35 percent) had separated or transferred out by 2002.  Those workers were replaced with approximately 10,000 new hires, 40 percent of whom were over 40 years old; the remaining 15,000 workers were replaced with personnel transferring in from other occupations or migrating from budget and accounting technical or clerical positions.

The aging workforce reflects reduced attrition rates of older cohorts and comparatively low retention of the younger colleagues.  Declining attrition rates of the oldest cohorts contribute to an aging workforce (Figure 5).  In addition, the separation rates for 55 to 60 year olds are about the same as that for 25 to 29 year olds.  For all age cohorts over 55, separation rates declined between 1997 and 2001.

Figure 5. Distribution of Budget and Accounting Professional and 
Administrative Personnel Separations by Age Group, 1997–2001
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Source: www.Fedscope.OPM.gov, February 2002.

Note: Percentage separations are calculated for each age group, not the total population 
of professional and administrative personnel.

Retention rates among newly hired professional and administrative financial management workers under 35 years old are low and highly sensitive to economic conditions.  Low retention of younger cohorts may also be influenced by a perception of limited advancement opportunities.  During 1997, more than half of professional and administrative financial management personnel under age 35 with less than 5 years of service, and 17 percent of those with 5 to 9 years of service, separated from government.  In 1999, the percentages were 40 percent and 16 percent, respectively.  In 2001, a comparatively higher unemployment year, the separation rates were 9 and 5 percent respectively.  It appears that younger employees are much more mobile and sensitive to economic cycles.  As a result of these trends, less than 10 percent of the 70,000 professional and administrative workforce is under 35 years old and more than 20 percent is over 55 years old.  The average years of service increased from 16.8 in 1996 to 19.1 in 2002.

Analysis suggests that retention patterns for both young and retirement-eligible financial management professionals are highly sensitive to the strength of the economy and availability of alternative employment opportunities.  For employees with relatively few years of service, the Federal Employees Retirement System (FERS) greatly reduced the economic penalty for leaving.  The current pause in the exodus of older workers may reflect the recent reduction in the value of Thrift Savings Plans and other retirement savings as well as more limited second career opportunities outside of the federal sector.  The likelihood is that when the economy is better, both young and older professionals will leave the federal workforce at an accelerated rate.
A recent Logistics Management Institute analysis12 projected that an already aging financial management workforce will become older still, despite sharp growth in the number of workers eligible to retire.  Only about 20 percent of the total financial management workforce will be under age 40 in 2010, compared with about 35 percent a few years ago. Past trends suggest that most replacements in professional and administrative positions will come from the existing technical workforce and other transfers into the field.

The demographics of the federal financial management workforce present both a challenge and opportunity.  The challenge is having a large number of people eligible to retire in a short amount of time.  This potential exodus would create a “brain drain” or skills imbalance and a temporary loss of institutional knowledge and expertise. On the other hand, the government has an opportunity to strategically plan for its future workforce by providing strong leadership in this area. CFOs have an opportunity to bring in new talent and skills to meet new demands in financial management.  

Occupational Outlook for Financial Management Personnel

Trends reshaping the private-sector financial management workforce impact the federal market in terms of the changing demand for skills and the available supply of qualified personnel.  Financial management occupations are significantly affected by the information age.  Software applications that summarize transactions in standard formats and organize data in formats to facilitate financial analysis greatly reduce the amount of manual work associated with data management and record keeping.  Consequently, greater competency in systems and analysis and in managing system controls is required.

Appendix IV contains data from the Bureau of Labor Statistics on the current supply of financial management professionals.  The federal government’s share of any particular financial occupational group is 5 percent or less, except for budget analysis, where the share of federal, state, and local governments is 40 percent, indicating the federal government does not take a large share of the available supply.  There is also an ample supply of Master of Business Administration (MBA) and Master of Public Administration (MPA) graduates and others with relevant certifications such as Certified Public Accountant (CPA).  The demand for financial professionals in the private sector is not growing, but reduced pay scales at the entry and senior levels in the public sector leaves federal agencies at a competitive disadvantage.

Considering recent employment and demand patterns, there is an ample supply of graduates to fill the financial management positions in both the private and public sectors.  Despite availability, the entire federal government in 2001 hired only about 1,100 budget and accounting professional and administrative employees (including about 500 accountants and auditors) that were under 35 years old.

KEY CHALLENGES TO FINANCIAL MANAGEMENT HUMAN CAPITAL STRATEGY—WHY DO WE HAVE TO TRANSFORM?

Current Workforce

Our analysis suggests that the professional and administrative workforce will be subject to rapid change in the next 3 to 5 years.  Approximately 40 percent of that workforce is over 50 years old, and recruitment and retention of younger workers is low.  The aging of the workforce will continue unless government intervenes to change the pattern.  Workforce plans should consider high separation rates of younger employees up to the tenth year of service.  The “golden handcuffs” that previously kicked in after the fifth year under the Civil Service Retirement System (CSRS) do not kick in until after the tenth year of service under FERS.  Without improved recruiting and retention strategies to employ younger workers, the average age likely will continue to rise.  A predominately retirement-eligible workforce poses significant risk to continuity of service.  Replacing older workers with younger workers will inevitably result in more workforce instability and turbulence than currently experienced.  The current profile argues for improved workforce planning to ensure that in 5 years, the critical skills will be available given our current demographic patterns.  

Current Work Consumed by Inefficient Work Processes
Private-sector trends show that the average cost of the finance function, as a percentage of company revenue, dropped by one-half between 1988 and 2001.13  See Figure 6 for more detail.

Figure 6. Finance Cost as a Percentage of Revenue


[image: image6.wmf]2.20%

1.50%

1.40%

1.15%

1.05%

0.00%

0.50%

1.00%

1.50%

2.00%

2.50%

1988

1994

1996

1999

2001


Source: Hackett Benchmarking & Research, part of Answerthink.

While there have been rapid increases in productivity in the finance function, labor remained the single largest component of finance function cost, averaging 59 percent of cost in the 2001 sample.  Systems cost comes next at 18 percent.  Outsourcing in 2001 was 6 percent of total finance cost.14 On average, about two-thirds of labor was spent on transaction processing, 19 percent on cost and risk management, 11 percent on decision support, and 4 percent on finance management.

The finance function in “world-class companies”—the 10 percent of sampled companies with the most efficient finance functions—cost 0.43 percent per billion dollars of revenue, or less than half the average.  Companies with the most efficient finance functions have the following management characteristics:

· A distinctly different profile, with 31 percent more professionals, 25 percent fewer managers, 51 percent broader span of control, fewer professional resources allocated to routine transaction processes, and a high degree of centralization.

· An aggressive use of technology, which reduces finance cost.  Companies that adopt value-adding best practices such as self-service and information on demand have 47 percent lower finance costs compared to those that do not use such practices.

· Standardization and centralization to create efficiencies.  However, focusing on reducing system complexity and on implementing data standards delivers greater improvements than enterprise resource planning (ERP) applications and centralization—alone or together.  The Hackett data shows that 84 percent of companies have now implemented ERP applications; however only a handful have reaped the full benefits.  Companies that combine best practices in application rationalization, data standards, and centralization have been able to drive down the total cost of finance by 44 percent compared to the average.

· Closing of books within 3 days through the use of process-based best practices for managing information.  These include increasing materiality thresholds and avoiding the use of general ledger reporting as a proxy for performance reporting.  Those practices reduce manual journal entries and excessive numbers of general ledger reports.

· Reduced personnel turnover (and associated cost), resulting from rotating analysts among business units and investing more in targeted finance training.

A 1998 study of 11 government organizations suggested that the federal agency cost of finance was lower than average for that year—0.85 percent compared with 1.1 percent for the benchmark sample.
 However, when compared function by function, federal business processes were comparatively labor intensive—as measured by transactions per FTE (see Figure 7)—and were supported by a highly complex systems environment.  Transaction processing dominated workforce activity, accounting for 79 percent of government labor; in contrast, decision support accounted for only 4 percent of labor.  The implications are that federal workforce requirements would change dramatically if agencies adopted business practices and infrastructure similar to those used by world-class corporations.

Figure 7. Comparison of Federal Labor Productivity for Selected Finance Functions, 1998
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Uncertain Future Workforce Requirements

It is said that if you don’t know where you are going, any road will get you there.  However, clearly identifying future financial management workforce targets is difficult in the current environment.  Analysis identified a series of issues that underscore financial management workforce planning deficiencies and uncertainties for the future.  Most agency CFOs have not done detailed workforce planning for the next 3 to 5 years.  Most agencies need to establish an inventory of competencies in their current workforce.  CFOs need to set their expectations for performance and identify competency gaps in the workforce.  To complete the workforce planning, CFOs need to identify strategies to transform their workforces to meet the needs of the future.  CFOs need to consider several issues when developing these workforce plans.  One is the changing system delivery model, which will identify how systems are designed, selected, and built at each agency.  Another issue concerns consolidation and cross servicing to provide payroll processing and other accounting services.  The last issue concerns competitive sourcing, whether to use private- or public-sector delivery of financial management services that will impact human capital requirements at agencies.
Current Federal CFO Leadership Perspectives

JFMIP captured CFO leadership perspectives on financial management workforce issues by administering a survey and conducting a forum in partnership with the Private Sector Council (PSC).  Both underscore the leadership challenge in identifying future needs.

The Survey

In 2002, JFMIP surveyed 25 agencies on human capital issues.  Eighteen CFO Act agencies and the FDIC responded.
 Key findings were as follow:

· CFO leadership does not have full visibility of the current workforce.

· CFO leadership does not have detailed workforce plans.

· Most CFOs think that the current staffing mix meets their needs.

· Most CFOs anticipate a decreased need for transaction processing and an increased need for decision support.

In general, federal CFOs report that they do not have detailed workforce plans for the next 3 to 5 years.  Of the agencies with plans, State, DFAS, and Department of Energy (DOE) expect 15 to 50 percent reductions in their technical and clerical workforce due to system standardization, greater reliance on source data automation, consolidation of dispersed offices, and integration of more capable systems.  Others (Department of Housing and Urban Development (HUD), Department of Justice (DOJ), and Small Business Administration (SBA) projected modest increases in the technical and clerical workforce.

Although most CFO agencies lack workforce plans, they perceive future human capital needs in a consistent way.  Key themes included greater demand for integrated financial information, cost analysis, and budget and performance evaluation.  Multi-skilled, computer-literate financial analysts, capable of data extraction and analysis to support decision making, will experience the greatest growth.  The demand for information technology professionals in the financial management field also will increase.  Respondents anticipate a reduction of accounting technicians and other clerical functions.  Figure 8 shows the number of respondents that consider occupations mission critical.

Figure 8. Occupations Cited as Mission Critical
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Respondents identified a widening skill gap where a significant percentage of the incumbent workforce performs obsolete or redundant activities furthered by attrition of senior management staff.  To mitigate the widening gap, respondents expect to use wider recruitment sources, flexible personnel hiring practices, retirement and separation incentives for low-skilled workers, and in-house certification and training programs to improve analytic and decision support skills.

Respondents identified common barriers to addressing human capital challenges:

· Eligible incumbents are not ready to retire.

· Incumbents are slow to embrace change.

· A complex and lengthy federal hiring process, in particular the KSA scoring and point preferences, have blocked entry of qualified applicants into federal service.

· It is hard to attract quality employees at the grade level and salary offered in the limited General Schedule pay structure.

· Limited resources for training prevent agencies from upgrading current personnel.

Respondents were generally cautious about the use of contractors for supplementing their financial management workforce.  The respondents view contracted staff support as being of low quality unless an agency is willing to pay top dollar, making such support costly.  In addition, the increased use of contractors requires the government to better manage and oversee contractor performance.  Another concern is that contracted staff cannot replace the loss of institutional knowledge that occurs when in-house personnel retire.  In short, reliance on a contracted workforce reduces in-house skills and places the agency at greater risk of system failure when the contract workforce becomes unavailable.

Appendix V contains detailed findings from the survey.  
The Forum

On September 26, 2002, JFMIP and the PSC invited approximately 40 CFOs and deputy CFOs and senior financial managers from five companies to engage in a dialogue on the management of financial management human capital.
 Forum highlights are as follows:

· Setting the vision and direction.  Private-sector corporate financial management functions have become more streamlined, professional, consolidated, and automated in the transition from transaction-based processors to decision-based information managers as valued business advisors to line organizations.  The numbers of financial personnel have been reduced through automation or outsourcing of low-value processes while the skills of financial personnel have been increased with well-rounded competencies achieved through rotational assignments in multiple key organizations and functions.  To properly set the vision and direction, agencies should do the following:

· Define the critical competencies needed in the financial management workforce of the future, including both technical (such as certifications like CPA or MBA) and behavioral (drive to succeed, integrity, teamwork, leadership, and the ability to deal with risk).

· Identify competencies that are consistent with the core values of the organization.

· Establish business partnerships between the HR organization and program line managers, eliminating a rules-based, one-size-fits-all approach.

· Seek to acquire well-rounded financial employees with broad experience and ability to manage multiple financial functions.

· Recruiting, retaining, and motivating employees.  The private-sector experience has been that candidate employees consider how the organization fits with their personal culture and lifestyle and what development opportunities the organization provides.  To attract, retain, and motivate employees, the private sector considers the following factors important for federal agencies:

· Effectively market the organization’s mission.  For government, this means promoting its higher purpose of public service and challenging work, a distinct advantage over the private sector.  Communicate employment opportunities with positive language, eliminating negative language such as “Promotion Opportunity—None.”

· Accelerate hiring processes to compete with the private sector.  Extensive, time-consuming HR procedures discourage candidates from applying.

· Establish flexible work schedules such as flex-time and provide telecommuting opportunities.

· Tie performance to standards and measures consistent with the organization’s goals and mission, and reward performance accordingly.

· Provide development opportunities through job rotation, mobility, and continuous development of training programs related to acquiring new competencies.

· Set high standards to acquire literate and articulate employees with outstanding communication skills.

· Outsourcing.  World-class private companies utilize outsourcing to perform lower level tasks better and at less cost than in-house performance depending on the needs of the organization.
 Following are suggestions offered by the private sector:

· Focus the financial workforce on decision support analysis, working as a business partner with line organizations.

· Before outsourcing, evaluate current practices and reengineer them to gain the most benefit.

· Develop federal employees to manage relations and maintain high performance standards with outsourced activities.
Changing Financial Management Delivery Models

Systems Delivery Model

There is a significant, but unquantifiable, impact on today’s workforce through the use of modern, integrated financial and management systems.  Such systems enable an organization to enter source data once and process the data electronically to support business needs.  In other words, the use of a single integrated system affects the workforce because of the elimination of multiple systems and standardization of business practices and data.  Agencies are adopting reengineered business processes coincident with implementation of new tools rather than automating old processes.  Integrated business processes have introduced automated workflow and reduced redundant operations and manual reconciliation.  The staff required for data reentry and data correction as the result of manual input has been reduced.  For example, automated travel authorization, arrangements, and vouchering systems reduce the number of steps to administer travel by an estimated 64 percent.  The elimination of some of those steps reduced the processing required of the financial management staff (e.g., manual travel authorization and voucher computation).

However, JFMIP was unable to specifically quantify the workforce impact of modern financial systems; this type of data is generally not available in business cases.  Companies and agencies justify introduction of modern integrated business systems to support a business strategy or address risk mitigation (e.g. the current system is unsupportable).  The specific workforce impact is a function of the enterprise architecture design as well as the application and reengineered business practices and these impacts are not known until the system is implemented.  For instance, CFOs that adopted a strategy of single instance, single system to support their business had the greatest downstream impact on manpower as the result of elimination of multiple systems and standardization of business practices and data.  The strategy involved consolidation as well as modern integrated systems.

Even though the workforce impacts of modern integrated systems cannot be quantified, discussion with private-sector experts, industry CFOs, and federal agency CFOs identified a consistent direction of the workforce changes.  In general, the number of workers required to support the new business process declined, due to reduction of manual transaction processing.  However, the skill level required by the workforces who use the output of modern systems increased, with greater emphasis on transforming data captured by systems into decision support information.  Moreover, the existing workforce needed significant training and education to use the new business processes supported by the new systems.  Without that training, the benefits of new systems are delayed or lost.  Modern systems demand greater sophistication and broader knowledge of the business process that the system supports.  Users of the information must understand the capacity and limitations of the information captured and made available by systems.  This argues for developing a workforce with broader competencies and capabilities to understand the potential of modern systems in order for agencies to reap the potential efficiencies of those investments.

Consolidation and Cross-Servicing

The federal government has an impressive track record in consolidations and cross-servicing.  Since the early 1990s, large agencies, including DoD, the Department of Veterans Affairs, and more recently, the Department of State, reduced financial management manpower requirements by consolidating dispersed financial operations and standardizing processes and systems.  Consolidation is underway at DOE and NASA.

The potential effect of consolidations on the financial management workforce can best be described using, as an example, DFAS which accomplished the largest consolidation of finance and accounting functions in the last decade.  In December 1992, DFAS assumed responsibility for 338 finance and accounting installations offices, with a charter to consolidate operations.  Since then, DFAS has consolidated those operations into DFAS headquarters, five centers, and 19 operating locations.  The consolidation plans included a reduction in operations of about 93 percent from 1991 to 2005.  About 21 percent of the cumulative reduction occurred by 1995.  From 1996 through 2002, about 50 percent occurred, and at the same time, the number of DFAS civilian personnel declined 32 percent, from 21,800 to 14,800.  The personnel reductions occurred in all major occupational categories, including accounting (34 percent or 500 people), financial administration and program (18 percent or 370 people), finance technicians (30 percent or 2,800 people), and finance clerks (43 percent or 900 people).

The advantage of government cross-servicing is the improved ability to support financial management processes for small agencies.  The Department of Agriculture’s National Finance Center, the Department of Interior’s National Business Center, the General Services Administration (GSA), and more recently, the Department of Treasury’s Bureau of Public Debt now provide core accounting services for small agencies.  Payroll cross-servicing began in 1988, and by September 2004
, two government service providers are expected to provide payroll services to 22 federal agencies, resulting in greater standardization of policy and processes.
Privatization and Alternative Sourcing

One of the President’s Management Agenda goals is to achieve savings through public-private competition for delivery of commercial services.  Federal agencies are competing financial management functions under Circular A-76 rules, or directly outsourcing financial management functions such as payroll administration, payment processing, and payment reconciliation.  For example, of the approximately 18,600 FTE positions in DFAS, about 13,500 (73 percent) are subject to competition.

Following are examples of changes in the way organizations deliver financial management services resulting in reduced human capital requirements:

· Competitive sourcing is dramatically impacting the delivery of financial management services.  DFAS used competitive sourcing to improve service delivery and reduce costs through the completion of six studies awarded in the last five years.  Five of these competitions, that included 825 positions, resulted in the work being retained by the government as the most efficient organization with the required positions being reduced by over 40%.  These competitions included: Facilities, Logistics, and Administration; Defense Commissary Agency (DeCA) Vendor Pay; DeCA Accounting; Transportation Accounting; and Depot Maintenance Accounting.  Overall, competitive sourcing at DFAS resulted in a total savings of nearly $21 million over the performance periods of the five completed competitions awarded to the government Most Efficient Organizations (MEOs).  The sixth competition, Retired and Annuitant Pay, was awarded to a contractor resulting in elimination of all 650 government positions.  In 2003, DFAS expects to complete a study of Security Assistance Accounting involving 460 positions and commence a study of Marine Corps Accounting involving 390 positions.

· GSA’s SmartPay program enables agencies to use charge cards to pay for high-volume low-value commercial goods and services and for travel and fleet-related expenses.  The GSA SmartPay program is used by agencies to streamline the purchasing process, financial operations, and cost allocation.  This program has allowed agencies to reduce or eliminate accounting clerical or technician positions to perform these tasks.

· DoD uses PowerTrack® from US Bank to process its freight and transportation payments.  PowerTrack® is an online freight payment and transaction tracking system that offers powerful control for the logistics process.  Its single source information center provides access to shipment data for both carriers and shippers, eliminates the need for reconciling freight bills and invoices, makes fast and accurate payments, and provides real-time and analytical reporting tools for better logistics management decisions.  PowerTrack® provides a monthly invoice to DoD and integrates core DoD and commercial transportation and financial systems.

· Increased use by federal government agencies of commercial off-the-shelf (COTS) systems to support financial operations has reduced government requirements for system developers.

The use of outsourcing, as well as innovations such as web-based systems permitting self-service transactions from customers and employees, will continue to reduce the need for clerical and technician personnel.  However, the transition will also increase requirements for effective oversight of contracted services.

Although workforce requirements remain uncertain, the federal financial workforce is likely to become smaller but perform more analytic decision-support activities.

Overview of the Future Vision—The Most Valuable Skills

Federal finance functions are following the same trends as private-sector finance functions.  However, productivity in federal finance functions is much lower than in best-in-class companies, and change is occurring at a much slower pace.  The profile of the federal financial workforce will be one of the factors that limit the pace of change.  The incumbent workforce is viewed as not having the skills and competencies necessary to support a transition to best-in-class business practices.  The major deficit is multi-skilled, well-rounded personnel with strong analytic skills and needed behavioral competencies.  Another limiting factor is the lack of a coherent workforce management strategy to transform business processes and human capital in tandem.  Figure 9 compares the most valuable skills needed in the last 3 years with those needed in the next 3 years.

Figure 9. Overview of the Future—The Most Valuable Skills
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Core Competencies

The competency model for the financial management occupation needs to be revised to support future workforce requirements.  In 1995, JFMIP published Framework for Core Competencies for Financial Management Personnel in the Federal Government, the first of several reports documenting competencies for various occupational series in financial management and related areas.  The report laid the framework to establish government-wide core competencies for all levels of financial management personnel.
 Although JFMIP’s work has proven useful to financial employees at all levels, it was based on existing job elements and occupational classification of financial jobs.  Financial systems are becoming increasingly complex as they are integrated with other administrative systems and program management systems to implement performance management.  Financial managers need to be able to recognize the relationships of finance, program, and resource systems.  Among other things, financial managers need analytical skills to provide better decision-support information to program or line managers in their agencies.  They also need to be skilled in communication, team building, leadership, and motivation—skills that may make the difference between success and failure.  The private sector has recognized this need and believes that behavioral competencies coupled with technical requirements are critical to success.

TRANSFORMATION—WHAT DO WE HAVE TO DO 
TO MEET KEY CHALLENGES?
On the basis of the preceding analysis, the federal financial workforce will become older and smaller in the next 3 to 5 years, and it will be populated largely with current incumbents.  The largest human capital risk to agency CFOs is an expensive skill imbalance.  Incumbent employees unable to perform new roles will absorb the resources that otherwise could be used to hire or retrain employees with the needed competencies.  Agency financial management leadership must identify current and future required competencies and compare them to the inventory of skills of current employees.  Then they must strategically manage to fill gaps and minimize overages through informed hiring, development, and separation strategies.  This requires greater visibility and control over financial management human resources than available to most agency CFOs.  Currently, personnel management is primarily delegated and occurs on a position-by-position basis at the local manager level.

Based on the analysis in this white paper we make the following specific recommendations for federal agencies:

· Establish consistent CFO leadership and vision.

· Establish a recruitment strategy.

· Commit to developing employees.

· Commit to retaining employees.

· Design a broader financial management career concept to support the new culture.

· Adopt flexible performance-based systems.

The recommendations, discussed in the following sections along with specific recommended actions that agencies can take, are based on best practices in the public and private sectors.  Many of the recommendations are not new.  Indeed, they are similar to those offered in other studies on improving financial management as well as to changes recently proposed for improving the management of Information Technology (IT) personnel who support financial management systems.

Establish Consistent CFO Leadership and Vision

The President’s Management Agenda identifies human capital management as a top priority for government agencies to address.  Current plans describe broad agency issues and primarily reflect the perspective of the HR community.  These plans do not analyze specific functional needs, such as financial management.  Under the CFO Act of 1990, CFO leadership already has the responsibility and authority to lead strategic financial management human capital planning and management and, in concert with agency human resource leadership, exercise flexibilities in existing personnel systems to achieve workforce goals.  The 2002 OMB 5‑year financial management plan did not identify or describe financial management human capital challenges or competencies necessary to achieve improved financial performance or budget and performance integration goals.  

There is a need to recognize that the goals of the financial management function are to support and align with the agency’s overall goals.  The financial management function must support the agency’s ability to meet these goals and carry out the agency’s mission.

Recommended Actions 

To establish greater visibility and accountability for developing the financial management workforce, federal agencies should take the following actions: 

· Ask CFOs to identify the financial management strategic and workforce plans to size their workforce and recruit, develop, and retain the personnel necessary to achieve financial management goals.

· Confirm that the financial workforce strategic plan goals have been incorporated into the overall agency workforce plans.

· Incorporate strategic financial human capital management performance goals into CFO performance goals.

· Encourage the incorporation of consistent human capital management performance goals into senior financial manager performance plans as they cascade down through the organization.

· Establish a benchmarking or measurement process to assess progress.

· Work with newly hired staff to instill and align strategic vision to future career paths and advancement opportunities.

CFOs should assess the skills and competencies of their respective financial management workforces and describe requirements for the future, recognizing the changes in policies, systems, and technology that will affect financial management.  CFOs should then develop specific targeted workforce plans to recruit, develop, and retain needed budget and accounting personnel.  Workforce plans also should identify competencies that will no longer be required (such as technicians, voucher clerks, and data entry personnel) and identify strategies to retrain, transfer, or separate those personnel.

Agencies should communicate needs to the existing workforce and set incentives for employees to undertake self-development programs so they can compete for future positions.  Strategies to recruit, develop, and retain highly skilled and flexible financial management personnel are a priority.  Term or temporary personnel should fill high-turnover, low-skill positions that will be eliminated in the future; those positions also could be outsourced.
Establish a Recruitment Strategy 

Considering recent studies, federal agencies will have the opportunity annually to recruit 2,000 to 4,000 professional and administrative financial management personnel with critical competencies.  Approximately 1,000 will be under the age of 30.

Critical competencies include technical knowledge and behavioral competencies.  Technical competencies can be demonstrated through relevant degrees (MBA) and certifications (CPA) or through selected process, business, and other experience that demonstrates capacity and passion for financial analysis.  Just as important are behavioral competencies—drive to succeed, integrity, teamwork and team leadership, willingness to develop others, innovation and ability to shape the future, creative thinking, and ability to deal with risk and ambiguity.

Current recruiting challenges include the following:

· Federal pay at the entry level for professional finance, audit, and accounting positions is significantly less than that for comparable positions in large private-sector firms.  Salaries in large companies range from $40,000 to $52,000 for employees with 1 to 3 years of experience and a graduate degree or professional certificate.
 Salaries for federal employees at the GS-9 and GS-11 level with 1 to4 years of service range from $37,000 to $45,000.

· With few exceptions, recruiting processes are paper intensive, time-consuming, rules based, and cumbersome.  It can take as long as a year to fill a single position.  Common barriers to effective recruiting include:

· OPM employment questionnaire.  The questionnaire is too lengthy, with 150 questions that should be answered.  Most applicants view this process as time consuming and discourage applications from prospective candidates.  To overcome this problem, DCAA worked with OPM and developed a concise nine-question application to be used in its place that has been very successful in reaching candidates.

· Blocked registers.  This problem can be alleviated if agencies elect to use recent OPM regulations for categorical rankings.  Under this concept, candidates will be placed in quality level groups with veterans meeting that quality level at the top of each group.  

· Processing delays.  Some agencies were unable to process candidates quickly due to delays in getting certificates of eligible candidates, security clearance requirements, and other central processing delays.

· Occupations and classifications are narrowly defined.  Position descriptions are based on technical competencies and do not reflect performance standards linked to strategic goals.

· Leadership and funding for recruitment is unstable.
Recommended Actions

The following are actions that agencies can take individually or collaboratively under CFO Council sponsorship to recruit employees with needed competencies:

· Take advantage of intern programs.  Intern programs require a start-up investment of 1 to 2 years and a significant investment of management and personnel support, which many agencies cannot afford or sustain.  The CFO Council, OMB, and OPM should consider pooling resources to establish a government-wide intern program, and integrate senior leaders into the development of the program.  The program should be designed to ensure a continuous flow of highly skilled financial management interns into the federal workforce while reducing the overhead of individual agencies.  Financial management intern programs and the Presidential Management Fellow (PMF – formerly known as Presidential Management Intern (PMI)) program are potential sources of high potential entry-level employees:

· Financial management intern programs.  About 10–20 percent of new financial management professional and administrative hires have been through financial management intern programs.  JFMIP identified seven agencies with financial management intern programs: Defense Contract Audit Agency (DCAA); Departments of the Air Force, Army, and Navy; Department of Interior; GSA; and GAO.  A common goal of the intern programs is to attract the “best and brightest” in financial management from universities and colleges to a career with the agency.  At the same time, each agency set goals to achieve a culturally diverse workforce representative of the American population.

· PMF program.  The PMI program was first established in 1977 to attract outstanding graduate students from a number of academic disciplines with an interest in government service and public policy.  Up to 400 interns are hired each year through an evaluation process conducted by OPM.  OPM identifies finalists who are then eligible to be hired by a federal agency as part of the PMI program.  PMFs perform job rotations or stay in one particular position over the 2-year internship, depending on the agreement between the agency and the PMI.  For the PMI class of 2001, OPM established functional career development groups in the following areas: administrative, human resources, education, information technology, international relations, budget/accounting/finance, community planning, environmental resources, public health, national security, and law.  Twenty PMIs were in two budget/accounting/finance development groups.  A forum and survey of PMIs revealed PMIs have a significant interest in federal financial management but are unable to capitalize on important financial management training and development opportunities. With engaged mentoring and sponsorship from the CFO Council, recurring information sessions led by senior officials on related financial management topics will begin in September 2003 and a larger share of this talent pool could be attracted to federal financial management careers.  In 2003 the program was reorganized and designated as PMF.

	Best Practice – Defense Contract Audit Agency’s Intern Program

Using a lifecycle approach, DCAA has one of the most effective recruiting programs in the federal government.  Typically, new auditors are recruited at the GS-7 level for career ladder positions to the GS-12 journeyman level.  Approximately 85 percent of DCAA’s workforce is comprised of GS-511 auditors who provide contract auditing and financial advisory services to the Department of Defense and approximately 35 non-DoD federal agencies and departments.  DCAA recruits approximately 200 auditors a year.  The following are critical success factors:

Workforce and strategic planning.  Workforce planning is incorporated into the strategic plan with specific metrics for evaluating progress (or failure) to achieve performance goals.  Management information systems track and measure actual auditor hours versus budget, recruitment targets and experience, and costs against program benchmarks of four or five CPA firms.

Agency branding, marketing, and recruiting.  Partnering with the Philadelphia Service Center of the Office of Personnel Management, DCAA developed and initiated the use of recruitment materials that were designed to convey a consistent and professional image.  The agency “brand” was incorporated into all recruitment materials—tabletop displays, brochures and other printed materials, career center website, and CD-ROM.  The same design was used in marketing the agency on the StudentJobs website, at virtual career fairs, and the USAJOBs feature pages.

Partnering with selected colleges and universities to create continuous pipeline.  DCAA employment opportunities are sent to accounting and business departments at more than 150 colleges and universities throughout the United States and Puerto Rico.  Recruitment is accomplished by a select, diverse group of professional auditors, in cooperation with regional human resources personnel.  Recruiters interview applicants on-site and assist them with the application process.

Focus on diversity.  DCAA actively partnered with Hispanic and black colleges and universities to achieve diversity goals, which improved minority representation by 40 percent.

Career development.  Attainment of professional certifications (CPA, CIA, MBA, MPA) is a major objective, with new auditors receiving up to 300 hours of continuing professional education (CPE) training in their first 2 years and 60 hours annually thereafter.

Use of strategic awards.  Recruitment bonuses as high as 25 percent of salary are offered to attract the best candidates.  Retention bonuses, student loan repayments (if necessary), and payment for licenses and certifications also are offered.  Employees receive cash awards of $1,500 for attaining certifications, and they are encouraged to participate in professional organizations.  At the end of 2001, 99 percent of the auditors had college degrees, 20 percent held advanced degrees, and 30 percent were CPAs.


· Recruit mid-career professionals from private sector and other sources (i.e. retired military).

· Use Intergovernmental Personnel Act (IPA) authority.  The IPA mobility program provides for the temporary assignment of personnel to federal, state, and local government agencies; colleges and universities; Indian tribal governments; federally funded research and development centers; and other eligible organizations.  IPA mobility assignments have been used increasingly in the past 5 years by a handful of agencies to gain experienced senior and mid-level employees.  In 2001, 1,457 people took IPA assignments, nearly twice as many as in 1997.
 Nearly all of the positions were for scientific, technical, or medical programs in the National Institutes for Health, NASA, Veterans Administration (VA), DoD, Department of Commerce, and National Science Foundation.  Senior financial managers should look to the IPA program to augment expertise in finance at the mid and senior levels.  Assignments, which are left for agencies to negotiate, can last up to 2 years and do not count against employment ceilings.

· Use existing flexibilities.  OPM has made numerous methods available to recruit personnel27, yet many agencies fail to take advantage of them. For example, the use of term appointments and expert and consultant assignments are excellent methods to bring needed skills to the workforce

· Exploit technology.  The Department of State hosted a Virtual Information Technology Job Fair in which 23 other government agencies participated.  The financial management community can imitate this example to consolidate hiring for multiple agencies and streamline hiring processes through Internet applications.  It can also develop effective marketing materials and sell the government public service message in potential employment markets.  The most effective recruiting tool today is the Internet, yet many agencies still rely on the traditional methods of obtaining certificates of eligible candidates.  Improving communications by using services like monster.com and other private-sector Internet-based tools will attract a younger clientele.  World-class organizations have eliminated traditional paper-intensive processes in virtually all areas of administrative services.  The government has been slow to change.

· Market a positive image to potential employees.  The government should emphasize the benefits of public service in a way that will appeal to many potential candidates.  Public service makes a difference and changes people’s lives, yet government agencies have been slow to eliminate bureaucratic language and unappealing jargon in describing career opportunities.

· Mentor the young.  The financial management community should develop specific mentoring strategies to counteract the impact of having less than 5 percent of the financial management professional and administrative workforce under 30.  Mentoring strategies can help new hires visualize and later assume future roles and responsibilities.

· Recognize investment in development is a continuous process and long-term commitment.

Commit to Developing Employees

Current incumbents will make up 80 percent of the workforce in three to five years.  However, critical competencies are changing.  Agencies need to train and develop the existing workforce.  To effectively target their investments in people, agencies need information about the relationship of competencies to organizational needs and objectives.  Agencies need to inventory the competencies of the incumbent workforce, information about the linkage of specific training and education strategies to achieving specific competencies, and resources to support development of necessary competencies.  The CFO survey and interviews with financial officers identified the following challenges:

· Significant numbers of financial management personnel (an estimated 31 percent) are in narrowly defined, process-based positions.  Such positions perform functions that will become redundant or obsolete, considering business process changes and emphasis on performance assessment and cost analysis.28
· Financial management leadership frequently lacks tools to effectively target training:

· Inventory information is limited to numbers, occupations, and grades.  Most agencies do not maintain competency inventories.  Exceptions include the Defense Contract Audit Agency, Air Force, GAO, and Department of Education.  Some agencies, such as NASA, are planning to build such inventories to assist in workforce management.

· The general lack of a competency-based inventory of workforce skills makes it difficult to measure success or failure in investing training dollars or to validate that specific certifications or tests are essential for functional performance.

· Respondents to the CFO survey indicated uncertainty about future requirements, both in numbers and competencies, given the changes in systems, outsourcing, and processes.

· Current federal personnel practices, specifically the classification system, do not provide strong incentives for developing multi-skilled financial management personnel.  Current practices also do not address behavioral competencies needed in the changing financial management environment.

· Over the last decade, government resources to support development and continuous learning (including obtaining professional certifications) have been limited.  Also, management tools to measure results have not been systematically incorporated into performance assessments.  Local managers frequently face disincentives to provide the time for their most productive workers to undertake development programs.  Unless organizations establish positive overarching goals and incentives to develop human capital, they will continue to have a shortage of qualified financial personnel.

Two key themes emerged from the research:

· Workforce culture must revolve around achievement and strong performance.
· Strong performance must be linked to career advancement.

The agency and the individual are both responsible for ensuring that financial management skills are current.  Agency management should consider employees as long-term assets requiring long-term investment.  The role of management can be to design and support developmental activities—formal training courses, on-the-job training, computer-assisted learning, self-instructional guides, coaching, mentoring—to ensure that the workforce has the needed competencies now and in the future.  Similarly, employees should avail themselves of developmental opportunities and accept responsibility for their choices.  Managers and individuals should communicate with one another to structure an individual development plan that supports both the agency and individual needs.  Agencies should provide employees with challenging work opportunities to create a culture for learning, teamwork, and accountability.

	Best Practice—DFAS Developing Its Workforce

One of the visions for the Defense Finance and Accounting Service (DFAS) is to be an employer of choice, providing a progressive and professional work environment.  The goals to fulfill this vision are to embrace continuous learning for its workforce to ensure critical, high quality skill sets and develop the next generation of DFAS leadership.  Therefore, training is viewed as an investment in human capital.  DFAS has:

Targeted career development plans,

Individual development plans, which includes tuition assistance for education for college degrees and professional certifications

Developmental and rotational assignments, and

Formal on-the-job training.
The agency plans to invest 3 to 5 percent of its payroll for training and development.  Approximately 1.5 percent of the workforce are in developmental assignments monthly.


Agencies can take numerous actions to address the development of financial management personnel.  None of the actions recommended require new legislation or further authorization from Congress, OMB, or OPM, but they do require active senior management commitment.  A variety of development initiatives exist but remain largely underutilized.  Management must overcome the view of training as an expense rather than an investment.

Recommended Actions

The following are specific actions that federal agencies individually or through collaborative sponsorship should take:

· Set organizational vision and goals for development.

· Communicate the broader mission of financial management in support of program management through providing mission-critical information services and organize career development and growth around this goal.  This requires CFOs to redefine the role of financial management from transaction processing to decision support and to partner with program managers in a way that the financial management staff views itself a part of a broader integrated management team.  

· CFOs should set the vision of continuous learning for the financial management workforce, describe clearly the competencies required, and communicate these expectations to the workforce.

· Financial management personnel should take personal responsibility for acquiring these competencies with a commitment to professional development.

· Align policy goals and career management practices to develop highly skilled, multifunctional employees.

· Individual development plans should be made meaningful.  Agency hiring, promotion, and retention practices should give greater consideration to achievement of relevant developmental goals and certifications such as CDFM, CGFM, CPA, and Certified Management Accountant (CMA).  Individual development plans should clearly specify required training for each individual to obtain the necessary skills, and adequate funding should be made available for the required training.

· Agencies should specify educational and certification requirements for financial professional and administrative professionals.

· CFOs must identify critical competency gaps and focus resources on education and training that are known to be effective in closing the gap.

· Agencies should develop job rotation and mobility programs to give employees an opportunity to get broad-based experiences in several fields of financial and program management.  A road map indicating various positions to be held over an entire career would help employees identify their fit within the organization and the broad range of experience necessary to hold the most senior jobs.

· Support and target development resources.  CFOs should support achieving minimum continuing education requirements based on professional standards.

· CFOs should place a high priority on the training budget to address the gap between current workforce skills and competencies to those needed in the future.

· CFOs should provide for tuition reimbursement for courses of instruction related to individual performance on the job and a course of study leading to a degree from an accredited educational institution.
 Best-in-class organizations encourage continuous development of their financial management employees.  In some cases, they support employees pursuing degrees that are not directly related to the current job but enhance future career opportunities.  An ambitious award program to recognize achievement should be included as an incentive to gain education and knowledge.

· Establish and maintain relationships with professional associations for development of professional certifications for needed competencies to facilitate acquisition and validation of skills.

· The CFO community should partner with institutions of higher learning to develop and attract financial management personnel.  
In the following subsections, we provide additional information about individual development plans and about education and training programs.  

Individual Development Plans

Individual development plans serve as the method for individuals and management to identify development goals and for management to allocate training and education dollars.  Comparisons of military and civilian personnel development practices provide insight about the importance to career advancement of individual development plans.  Military personnel know they must have a graduate degree to advance beyond an officer rank of 0-4.  In addition, selected financial management career development programs in the Army, Air Force, and Navy identify achievement of graduate degrees and professional credentials as criteria to advance.  In comparison, personnel in most civil agencies do not need to meet specific competency, educational, or credentialing requirements in order to advance their careers.  In fact, even when an individual has certain competencies, education, or credentials, that information often is not captured in personnel systems.  At most, educational degrees may be captured, but without details regarding field of study.

Education and Training Programs

A major challenge in focusing education and training dollars is to discern which educational or training programs make a difference in performance.  Numerous educational and training programs are available for financial management personnel.    Opportunities to learn both technical financial management and behavioral competencies are available from a wide range of government agencies and private-sector organizations such as the American Institute of Certified Public Accountants.  Those opportunities include training courses, certificate programs, and mid-career development programs and use a variety of learning methods such as classroom, Internet-based, computer-assisted, and on-the-job training (see Appendix VI for more detail.)
In December 2001, legislation was approved authorizing federal government agencies to use appropriated funds to pay employees’ expenses to obtain professional certifications and state-imposed and professional licenses.  However, achieving professional certification is dependent on incentives and resources.30  As states and agencies recognize this certification, more are enrolling to take it.  Close to 1,000 military financial personnel have received CDFM certification, but only about 359 civilian financial personnel have passed the CGFM exam.31 The difference can be attributed primarily to the lack of incentives and resources in civilian agencies.

Recent legislation addressing human capital challenges in the acquisition workforce is one example of authorizing funds for training and certification.  Congress was sufficiently concerned 

about the performance of this occupational function to take action demanding education requirements in order to work in the acquisition field.  

The new approach toward training and development should focus on the value added by having highly trained, competent employees.  It has been proven that superior job performance adds many times more economic value in excess of the costs for acquiring the superior workforce.32 Achieving these returns requires effectively targeted competency based selection, education, and development strategies.
	Competency-Based Selection, Education and Development

Dr. Lyle M.  Spencer of Spencer Research and Technology documented the relationship between competency-based staffing and performance in specific occupations.  For instance, a superior computer programmer—one who performs two standard deviations better than average programmers, as measured by Albreht function points per programmer month—yields returns on investment in excess of 1,000 percent.  Effective training can shift the productivity of the workforce by 20 to 50 percent.  However, 23 percent of all training dollars result in negative returns on investment due to poor targeting of necessary competencies.  Moreover, behavioral competencies, including achievement motivation, teamwork, initiative, and team leadership, are as essential to star performance by employees as technical competencies.  Case studies show that competency-based personnel management practices resulted in performance returns of 34 percent on a $20 million investment in human resources in a company with 72,000 employees.33


World-class financial management organizations invest in their employees with mandatory required annual training requirements and ambitious tuition reimbursement programs and employee developmental assignments.  Pay adjustments are based on performance.  There are no guaranteed fixed increases.  For exceptional performers, promotions are not limited to time in grade, only the ability to meet performance standards at the higher level.  Mobility assignments to broaden experience are considered and encouraged.

Best-in-class companies and agencies provide a flexible workplace, conducive to the needs of individual employees and their personal or professional desires.  The focus is on performance, not on how many hours are clocked at the workstation.  These flexibilities are provided to minimize turnover since with every loss of a single valued employee go the competencies of the organization and the considerable investment in time, training, supervision, and development.  After significant investments in salaries, benefits, travel, trainer time, tuition, supplies, and technology, the employee is a valued asset; when he or she leaves, the asset becomes an expense with no residual value.  Reducing turnover becomes a savings every year.
Commit to Retaining Employees 

To successfully build an effective financial workforce, agencies will need to focus on retaining employees who have needed competencies or are willing to take advantage of educational and training opportunities, and they will have to encourage employees with outdated skills (such as technicians) who will not undertake the effort to gain the required competencies to obtain employment elsewhere or retire.  Agencies also will have to recognize that they must manage younger employees within merit-based principles.  For example, they must relate pay directly to performance, rather than awarding within-grade increases routinely.  Also, awards for outstanding performance should be substantial enough to properly reflect the employee’s contribution.

Analysis of the retention patterns for the professional and administrative financial management workforce between 1996 and 2002 indicates that younger workers do not stay very long and older workers stay longer than anticipated.  This argues for greater awareness of strategies to retain employees who have the skills needed to support the rapidly changing financial management environment.

A key challenge is the sensitivity of younger workers to perceived career development opportunities in the federal government as compared to the private sector.  Factors that are important for these workers include challenging assignments, opportunity to grow on the job, and flexible work schedules.  An example of a concern of younger employees is the federal government’s practice of targeting the newest hires during reductions associated with consolidations or outsourcing.

Recommended Actions

Federal agencies can take several actions to adopt best-in-class retention practices.  Specifically, agencies should do the following:

· Take advantage of existing authorities to retain valued employees or to motivate employees to achieve outstanding performance.  Examples of such authorities are retention pay, use of experts and consultants, flexible work hours, job sharing, part-time assignments, and telecommuting.

· Design specific career paths that will build broad-based, experienced financial management officers.  The career paths should be characterized by continuous development, with annual investments in training coupled with rotational assignments and rewards for achievement of educational and professional credentials.  

· Utilize performance-oriented compensation systems.  For instance, the use of pay banding is prevalent in both public and private sector compensation systems.  In such systems, pay increases are based on performance measures and standards.  Pay banding permits rapid movement through various pay rates depending on individual performance.

· Broaden the use of separation incentives for employees eligible for retirement.

Design a Broader Financial Management Career Concept

A consistent theme is that the financial management workforce of the future must be multi-skilled and more analytical.  To achieve this goal, a broader career management concept must be adopted.  To support this concept, agencies should:

· Adopt a career management concept that achieves broad based knowledge workers competent in both technical and behavioral areas.
Several agencies already have financial management career management programs to achieve highly skilled, flexible knowledge workers.  The Army and Air Force provide developmental experiences for employees in more than one discipline in various occupations.  The Army endorsed moving from a narrowly focused occupational classification to a multi-skilled concept that includes 17 core competencies, aligned in financial stewardship, financial decision support, and leadership and organizational management.34  DCAA actively supports training and development to support professional growth.  Attainment of professional certifications and advanced degrees (e.g. CPA, CIA, MBA, and MPA) is one of DCAA’s strategic objectives and they provide reimbursement for CPA coaching courses and job-related coursework in attainment of this objective.  

Adopting a broader financial management career management concept includes supporting structured rotational and development assignments as well as requiring training and education towards professional certification.  Increased mobility exposes employees to a number of functions within an agency and allows them to gain experience in many disciplines.  These qualities establish a workforce capacity that is flexible and knowledgeable to address forthcoming challenges capable of functioning in a diverse group in various functional areas. 

· Restructure the position management and classification system to support the broader concept.

The current federal position classification system does not allow for the use of world-class human capital management techniques that emphasize both technical and behavioral competencies.  OPM has acknowledged the rigid classification system lacks credibility and is perceived by many as “superfluous at best, a hindrance at worst.”35 The Volcker Commission’s report recommended that agencies develop more flexible personnel management systems to meet their special needs and that the General Schedule system be abolished.36 Without this rigid classification system, agencies can promote cross-discipline training and job rotations that will bring challenging assignments and expose personnel to other skills needed for good job performance, thereby implementing a broader financial manager concept.
The framework for a broader financial management career concept must be more fully developed.  Once clearly defined, shared strategies needed to produce quality financial managers (i.e. using IDPs) to document experiences and achievements and link learning to achievement of common competencies) can serve as a model to replace current personnel practices.  

Adopt Flexible Performance-Based Systems

A broader career concept should be reinforced by implementation of performance-based systems.  These systems systematically recognize and reward strong performers with increased pay and awards, encourage the development of a capable, results-oriented workforce, and identify poor performers.  Performance-based systems promote a culture of accountability and empower employees to accomplish an agency’s objectives and goals.37  When used throughout the year, performance-based systems engender discussion on how individual and agency output is contributing to the agency’s progress towards achieving its goals.  It allows for constructive feedback to employees; and documents the information necessary to legitimately award increased pay due to strong performance. 
The performance management system can be a vital tool for creating a “line of sight” showing how team, unit and individual performance can contribute to overall organizational results.  This system can help manage and direct the transformation process and serves as the basis for setting expectations for individuals’ roles in the transformation process.  To be successful, transformation efforts must have leaders, managers, and employees who have the individual competencies to integrate and create synergy among multiple organizations involved in the transformation effort.  Those who have demonstrated competencies to transform the organization are rewarded.38

Performance metrics39 have the following characteristics:  they are based on job analysis; they are 
clear, specific, and understandable; they are 
reasonable and attainable; they are 
measurable, observable or verifiable, and results oriented; they are 
communicated in a timely fashion; and they foster continual improvement in productivity.

The GAO, DCAA, National Credit Union Administration (NCUA) and other agencies already use performance-based systems to manage for results.  Retention and pay is systematically linked to performance; longevity is less of a factor.  For instance, NCUA aggressively manages performance during probation periods and separates employees who do not meet expectations.  Annual pay increases are based entirely on the results of annual performance appraisal rather than time in grade.  Performance appraisals are done by a supervisor and reviewed by a 3rd party.  The metrics are objective, and the workforce is consistently satisfied and accepting of the appraisal system.  
In a recent GAO report, key practices for effective performance management were listed.  They include:  align individual performance expectations with organizational goals, connect performance expectations to cross-cutting goals; use competencies to provide fuller assessment of performance; link pay to individual and organizational performance; and involve employees and stakeholders to gain ownership of performance management systems.40 
The Defense Department favors a plan that would give managers more ability to hire, fire, and reward employees for their performance rather than their longevity.  To do this, the Department plans to implement a new performance system to replace the current one.  

More work is required to identify competencies needed to support broader financial management goals  across government and to assess the competencies employees have. To achieve the goals, leaders must commit to narrowing the gap between the competency deficits of today to  acquiring the competencies needs for tomorrow.  

RECOMMENDATIONS

In the previous sections, we have recommended specific actions that agencies can take to ensure that they have the financial management workforce to meet future needs.  In this section, we present some overarching recommendations.  

· Develop a broad-based financial management career field to address critical deficits.

· The OMB Deputy Director for Management should work with the CFO Council and OPM to develop and propose an alternative personnel system for financial management personnel.  The proposed system would provide for greater flexibility in compensation, classification, and assignment of federal personnel in the budgeting and accounting occupational series in order to achieve a broad-based financial management career concept.  Actions should consider FIRREA agencies as a model (see Appendix VII).
· Develop a government-wide intern program—patterned on the PMF, GAO, and DCAA programs—that cuts across agencies.  Agencies should work with the OPM to have a government-wide intern program for financial management.  The Human Capital Committee is currently undertaking an initiative to attract more PMFs to work in CFO offices.

APPENDIX I. SUMMARY OF RECOMMENDATIONS

Based on analysis of the white paper the following are specific recommendations for federal agencies:  Page 32

· Establish consistent CFO leadership and vision.

· Establish a recruitment strategy.

· Commit to developing employees.

· Commit to retaining employees.

· Design a broader financial management career concept to support the new culture.

· Adopt flexible performance-based systems.

Establish Consistent CFO Leadership and Vision Page 32

Establish a Recruitment Strategy Page 33

Recommended Actions Page 34

· Take advantage of intern programs.  Financial management intern programs and the Presidential Management Fellowship (PMF) program are two potential sources of entry-level employees.  Page 34

· Use Intergovernmental Personnel Act (IPA) authority.  Page 36

· Use existing flexibilities.  Page 37

· Exploit technology.  Page 37

· Market a positive image to potential employees.  Page 37

· Mentor the young.  Page 37

Commit to Developing Employees  Page 37

· Set organizational vision and goals for development.  Page 39

· Align policy goals and career management practices to develop highly skilled, multifunctional employees.  Page 40

· Support and target development resources.  CFOs should support achieving minimum continuing education requirements based on professional standards.  Page 40
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· Take advantage of existing authorities to retain valued employees or to motivate employees to achieve outstanding performance.  Page 43
· Design specific career paths that will build broad-based, experienced financial management officers.  Page 43

· Utilize pay banding to establish compensation incentives for performance.  Page 43

· Broaden the use of separation incentives for employees eligible for retirement and for younger employees in obsolete positions or with obsolete skills.  Page 43

Design a Broader Financial Management Career Concept Page 43

· Adopt a career management concept that achieves broad based knowledge workers.  Page 43

· Restructure the position management and classification system.  Page 44

Adopt Flexible Performance-Based Systems Page 44

Performance metrics should be  
Page 45

· Based on job analysis; 
· Clear, specific, and understandable; 

· Reasonable and attainable; 

· Measurable, observable or verifiable, and results oriented; 

· Communicated in a timely fashion; and

· Structured to foster continual improvement in productivity.

· Develop a broad-based financial management career field to address critical deficits

APPENDIX II.  COMPONENTS OF A STRATEGIC 
HUMAN CAPITAL MODEL

This appendix describes the components identified in the General Accounting Office strategic human capital management model.

Leadership

Senior leadership engagement and support is the most critical component to achieve a high-quality workforce.  Executives recognize that achieving their mission goals is inextricably linked to the quality of the workforce, and they accept responsibility for achieving the workforce goals as a key part of their job.  Moreover, program executives and senior leaders are held accountable for human capital results.  They actively partner with human resource professional organizations to achieve necessary workforce competencies.

Best-in-class program leadership considers employees as long-term assets requiring long-term investment, rather than as short-term costs and expenses that should be minimized.  Best-in-class human capital organization leadership focuses on providing merit-based, streamlined, and technologically leveraged processes to recruit, develop, and retain a workforce with the needed competencies to achieve mission results now and in the future.  This role is more sophisticated and valuable than the current role of processing transactions and keeping the procedural rulebook.

Strategic Human Resource Planning

Strategic human resource planning is no more than the disciplined consideration of skills, competencies, and level of effort necessary to perform critical missions in a given organizational and technology environment.  That means having data to make informed decisions.  In order to manage risk and to target workforce development investments, line managers need timely, accurate, and comprehensive information about workforce demographics, occupations, skills, and competencies necessary to support current and future organizational goals.  Salaries, benefits, training, and incentives resources directly support acquiring and sustaining a competency-based workforce aligned with the strategic organizational goals.  The professional human capital function provides models, tools, and data to aid line management, and their functions and programs are limited to the vital few.

Acquiring, Developing, and Retaining Talent

The first two areas establish leadership responsibility and accountability and establish rigor in defining current and future human capital needs.  Recruiting and developing the right people with the right skills enable managers to fulfill those needs.  Best-in-class personnel practices reflect values that are tailored to the organization, competency based, straightforward, and transparent.  Their relationship to achieving personnel outcomes to support mission performance is clear to employees and management.  The practices are regularly evaluated for efficiency and effectiveness, and are refined to meet changing requirements.  Managers use the full range of system flexibilities to hire and retain needed capabilities.  A critical component of effective human capital management is the concept of continuous development of the employee in a culture where employees are expected to take more responsibility for their own competence, development, and performance.  World-class organizations view the employee as a continuous learner throughout his or her career.  Those organizations design systems to attract employees with necessary technical and behavioral competencies, to provide employees with challenging work opportunities, and to create a culture for learning, teamwork, and accountability.

Results-Based Culture

Moving from a rules-based culture to one focused on performance and results is central to effective human capital management.  World-class organizations have a clear mission, use objective measurements to ensure that program performance is achieved, link individual performance objectives and organizational performance objectives, and establish incentives to accomplish goals.  Performance expectations are communicated, and innovation and continuous improvement are recognized and rewarded.  As federal agencies change their emphasis from regulatory compliance to performance-based management, the culture must change from the top down.

APPENDIX III.  OCCUPATION DESCRIPTIONS
IN THE FINANCIAL MANAGEMENT SERIES

This appendix describes the roles and responsibilities of occupations in the financial management series.

Professional—GS-510, GS-511, GS-51241
Professional work requires knowledge in a field of science or learning acquired through education or training equivalent to a bachelor’s or higher degree with major study in or pertinent to the specialized field, as distinguished from general education.

Work is professional when it requires the exercise of discretion, judgment, and personal responsibility for the application of an organized body of knowledge that is constantly studied to make new discoveries and interpretations, and to improve data, materials, and methods.

Administrative—GS-301, GS-341, GS-343, GS-501, GS-505, GS-560, GS-570, GS-116042
Administrative work involves the exercise of analytical ability, judgment, discretion, and personal responsibility, and the application of a substantial body of knowledge of principles, concepts, and practices applicable to one or more fields of administration or management.  While these positions do not require specialized education, they do involve the types of skills (analytical, research, writing, judgment) typically gained through a college-level education or through progressively responsible experience.

Technical—GS-503, GS-525, GS-544, GS-545, GS-561, GS-592, GS-59343
Technical work is typically associated with and supportive of a professional or administrative field.  It involves extensive practical knowledge, gained through experience and/or specific training less than that represented by college graduation.  Work in these occupations may involve substantial elements of work of the professional or administrative field, but requires less than full knowledge of the field involved.   

Clerical—GS-503, GS-525, GS-530, GS-540, GS-544, GS-545, GS-56144
Clerical occupations involve structured work in support of office, business, or fiscal operations.  Clerical work is performed in accordance with established policies, procedures, or techniques; and requires training, experience, or working knowledge related to the tasks to be performed.  Clerical occupational series follow a one-grade interval pattern.

Clerical work typically involves general office or program support duties such as preparing, receiving, reviewing, and verifying documents; processing transactions; maintaining office records; locating and compiling data or information from files; keeping a calendar and informing others of deadlines and other important dates; and using keyboards to prepare typewritten material or to store or manipulate information for data processing use.  The work requires knowledge of an organization’s rules, some degree of subject matter knowledge, and skill in carrying out clerical processes and procedures.

APPENDIX IV.  FINANCIAL MANAGEMENT OCCUPATIONAL 
OUTLOOK AND COMPENSATION PATTERNS

The Bureau of Labor Statistics (BLS) captures data on financial occupations, including accountants and auditors, budget analysts, financial managers, and management analysts.45 

Number of People in Financial Management 

In 2000, approximately 1.7 million people were employed as accountants and auditors, budget analysts, or financial managers.  An additional 501,000 were employed as management analysts, which includes a subcategory for accounting, auditing, and bookkeeping consulting.  Table 1 presents summary data.

	Table 1. Private-Sector Occupational Outlook

	
	
	
	Projected job growth, 2000–2010

	Occupation
	Number
	Median earnings
	Percentage
	Number

	Accountants and auditors
	976,000
	$43,500
	10–20
	97,600–195,200

	Budget analysts
	70,000
	$48,370
	10–20
	7,000–14,000

	Financial managers
	658,000
	$67,020a
	10–20
	65,800–131,600

	Management analysts
	501,000
	$55,040a
	36+
	180,360+

	Systems analysts, computer scientists, and database administrators 
	887,000
	$59,330b
	36+
	319,320+

	a Median earnings for accounting, auditing, and bookkeeping personnel in these categories are $83,380.

b Median earnings for personnel working in commercial banks are $59,910.

Source: Occupational Outlook Handbook.  Available from http://stats.bls.gov/oco/ocos010.htm.

	


For the economy as a whole, the number of accountants and auditors, budget analysts, and financial managers is expected to grow by 170,000 to 340,000 between 2000 and 2010, an average annual increase of 1 to 2 percent.  This is a slower growth rate than expected for management analysts and the combined occupations of systems analysts, computer scientists, and database administrators.  Those occupational categories are projected to increase by 180,000 and 319,000, respectively, an average annual increase of 3.5–7.0 percent over the next decade.

Educational Background

Technical competencies may be identified through relevant educational degrees and certifications, such as Certified Public Accountant (CPA), Certified Internal Auditor (CIA), and Certified Management Accountant (CMA).  In the last decade, business has been the largest single field of study.  In 1998, of approximately 1.2 million bachelor degrees, 233,000 were in business and 20,408 in public administration.  That same year, 102,171 people received a Master of Business Administration (MBA) and 25,144 received a Master of Public Administration.46 In the field of accounting, the number of people receiving bachelor degrees has declined from around 53,000 annually in the early 1990s to 38,000 in 2001, while the number receiving a master degree increased from about 7,000 in the early 1990s to 9,000 in 2001.47
Compensation Patterns

Virtually every industry employs financial managers; however, financial and related institutions, including banks, mortgage companies, insurance companies, real estate firms, and security companies, employ 30 percent of them.  The duties of financial managers vary with specific titles, which include controller, treasurer, credit manager, and cash manager.  Financial managers who oversee the preparation of financial reports, direct investment activities, and implement cash management strategies are the most highly paid.  The average earnings for selected financial managers in 2001, as reported by BLS, were as follows:

· Vice President of Finance

$178,724

· Treasurer



$158,404

· Controller/comptroller

$119,220.48 

However, compensation levels vary significantly by size of company (Table 2).  The 2002 Robert Half and Accounttemps 2002 Salary Guide indicates that salaries (less bonuses and incentives) for the most senior financial management positions—CFO or vice president of finance—were three times higher in companies with $500 million in revenues than for companies with annual revenues of $50 million or less.49
	Table 2. 2002 Compensation Levels by Company Size and Position

	
	Compensation ($ thousands)a

	Company revenue ($ millions)
	CFO/Treasurer
	Director of Finance
	Controller

	Less than 50
	83–110
	75–104
	54–84

	50–100
	95–128
	84–115
	—b

	100–250
	156–154
	94–136
	79-104

	More than 250
	178–360
	110–205
	96–138

	a Does not include incentives and bonuses, which add 10 to 15 percent to salary.

b Salary ranges for Controller is for companies with revenue from $50 to $250 million. 

Source: Robert Half, Accountemps, 2002 Salary Guide, www.roberthalf.com.

	


Compensation differentials were not as dramatic for the full range of positions, but they were still significant.  For instance, financial, budget, treasury, and cost analysts with 1 to 3 years of experience earned $42,000 to $54,000 at companies with $250 million in sales, while those at companies with less than $25 million in sales earned about 8 percent less ($35,000 to $44,000).  Professional degrees and graduate degrees add 10 to 15 percent to compensation levels.

Compared with the private sector, the average compensation of federal employees in budget and accounting occupations is somewhat higher, ranging from $66,191 to $84,564 annually.50 However, a comparison of averages masks the compensation effect of the aging federal workforce and significant compensation inequities at critical career junctures.  Federal pay at the entry level for professional finance, audit, and accounting positions is significantly less than that for comparable positions in large private-sector firms, and that disparity has become greater in recent years.  For instance, the salary range in large companies for financial, budget, treasury, and cost analysts and for general, audit, tax, and cost accountants ranged from $40,000 to $52,000 for employees with 1 to 3 years of experience and a graduate degree or professional certificate.51 The salary range for federal employees at the GS-9 and GS-11 levels with 1 to 4 years of service was $37,000 to $45,000.52 A 2002 study by the Congressional Budget Office reports wide differences between federal and private-sector pay by occupation.  Federal employees in selected professional and administrative occupations, including accountants, were paid less than people in comparable jobs in private firms.  For about 85 percent of those federal employees, their pay lagged behind private salaries by more than 20 percent.53 The Senior Executive Service compensation cap of $138,200 places federal executive-level finance, controller, and audit positions below the bottom of the range of compensation for such positions at large private-sector firms.

Federal employee benefits are an important element of total compensation..  A National Academy of Public Administration report on IT pay identified employee benefits as including paid time off (vacations, holidays, and time for personal situations), retirement income, death benefits, medical and health benefits, and income continuation benefits to protect employees if they become sick or disabled.  A study of the federal benefits program, completed in 1997 by Watson Wyatt & Company for the Congressional Budget Office, showed that the value of benefits depends on age, salary, and length of service and could range from 26 to 50 percent of salary for federal employees and from 24 to 44 percent for private-sector employees.54 For senior executives or professionals at the highest levels of their career ladders, federal benefits are not competitive with the private sector.55
While federal employees may catch up in mid-career, the compensation and benefit package is not well designed to attract top professional and administrative talent at the entry level or to attract and retain highly skilled, high-demand executive-level talent.  Professional and administrative employee compensation tends to lag the private sector, while clerical and technical positions are comparatively better compensated than comparable private-sector positions.

APPENDIX V.  CFO HUMAN CAPITAL SURVEY

The survey was part of an overall effort to identify the critical financial management workforce issues confronting the federal government and to identify financial management skills and competencies necessary to achieve agency’s mission, goals, and objectives.  The survey was issued in August 2002.  The 24 CFO Act agencies were solicited, of which 18 responded:

· Department of Commerce


· Department of Defense



· Department of Education

· Department of Energy

· Department of Health and Human Services


· Department of Housing & Urban Development

· Department of the Interior

· Department of Justice




· Department of Labor




· Department of State

· Department of Transportation





· Department of Treasury




· Department of Veterans Affairs

· General Services Administration

· National Science Foundation



· Nuclear Regulatory Commission

· Small Business Administration

· Social Security Administration

The FDIC also provided survey responses consolidated in the following analysis.  
The survey covered three major areas comprised of eleven questions.  A blank sample of the survey is included at the end of this appendix.  The first area (questions 1 - 6) identified current staffing mix and projected changes to the financial management workforce and core competencies.  The second section (questions 7 and 8) identified trends and barriers, and the final section covered management challenges (questions 9 – 11).

Following are the survey questions and response analyses 

Question 1: What is the government personnel and contractor support staffing mix for the financial management functions in your agency?

Six agencies did not respond to the question or gave partial responses.  Of those who responded, most agencies use some contract work years; however, a low percentage of financial management functions are contracted out.  Of all the functions, the financial systems function was contracted out at the highest percentage (66 percent government, 34 percent contract ).  This indicates that the use of contractor support has not extended beyond work in the financial systems area.  Many respondents do not have a complete account of the number of government and contracted work in their office and lack full visibility over their workforce.  The following charts illustrate the staffing mix for financial systems at various agencies and staffing mix for various functions government wide.  
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Question 2: a) Currently, do you have the right occupational and skill mix for government employees to carry out the financial management mission at your agency? b) Please list the mission critical financial management occupations (i.e.  accountants, information specialists, etc…) for government employees needed to carry out the financial management mission at your agency?

a) Of all respondents (including DoD components: DFAS, DCAA, DoD Office of the Comptroller, and Air Force) fifteen feel they do have the right mix, four responded they did not, one respondent was not sure, and another responded they had a partial skill mix.  

b) The most critical occupational series identified in the chart below are: Accounting (510), Financial Administration and Program (501), Financial Management (505), Management and Program Analyst (343), Budget Analysis (560), Accounting Technician (525), and Miscellaneous Administrative and Program Series (301).  Overall, agencies anticipate a change in critical occupation skill mix, but feel they currently do have the right mix to fulfill current tasks.  
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Question 3: Does your Agency have plans to change (increase/decrease) financial management activities that will have an impact on the financial management personnel requirements (direct hires and contractors) over the next 3-5 years?

All agencies responded, and most responded they would increase the number of activities their personnel pursue.  Respondents do anticipate changes in financial management activities.  Activities included changes in business practices (e.g., budget/performance integration, reduced erroneous payments, accelerated financial reporting), changes in financial systems and changes in service delivery (e.g., consolidation, alternative sourcing).  

Question 4: What changes in the Federal financial management workforce (government employees and contractors) do you expect in the next 3 to 5 years due to planned changes in work processes, systems, or service delivery identified above needed to accomplish the financial management mission at your agency?

Three respondents did not provide complete answers, but most respondents cited increased professional staff would be needed from current staffing levels to address changing business needs.  Respondents consistently cited changes in financial management activities would require a restructured workforce composition shifted from transaction based to decision support.

Question 5: What financial management skills/occupation(s) will experience the greatest reduction(s), and what skills/occupation(s) will experience the greatest growth in your agency need over the next 3-5 years? How is your agency addressing expected skill imbalance due to attrition, including retirements over the next five years?

All respondents anticipate a significant change in workforce composition and work activities.  Generally, reduction in the technical/clerical occupation and increase in the managerial/analytic occupation is anticipated.  

Question 6: Do you anticipate greater use of multi-skilled federal financial management personnel (e.g.  competency in accounting, budget analysis, and other competencies required for positions) over the next 3-5 years?  If so, what are the barriers and major challenges associated with achieving the multi-skilled workforce?
All agencies responding anticipate a greater need for multi-skilled financial management workforce personnel.  Examples of barriers inhibiting achieving new staff demands included difficulty in training current staff and recruiting new staff with appropriate skill sets, as well as a limiting stove-piped classification system.

Question 7: What are the recent trends and principal reasons for use of contract support in your current environment?

Respondents listed the following common trends:

· Contractors are used on a short-term basis to fill a short-term need; they provide a “surge of capability.”

· A growing need to better manage their contract workforce.  

· Convenience of acquiring contractors who are qualified to fill specific vacancies.

Question 8: What barriers has your agency identified to achieving the desired financial management workforce to support the planned work environment in 3 to 5 years?

Respondents cited a number of shared barriers:

· Reluctance of in house staff to retire and/or embrace a culture of change.  

· Difficulty in attracting quality employees at the grade level and salary offered in a limited General Schedule pay structure.

· Complex and lengthy federal hiring process, in particular the KSA scoring and point preferences, inhibiting entry into federal service from otherwise qualified applicants.

· Limited resources for training which prevents agencies from upgrading current personnel.

Question 9: What are your greatest financial management human capital challenges in the next 3-5 years?

Most respondents identified three common challenges: recruit, train, and retain.

Question 10: What are the management challenges associated with increasing reliance on contract workforce over the next 3-5 years?

Use of contractor staff is costly and can be of low quality unless agencies are willing to pay top dollar.

Contracted staff cannot replace the loss of institutional knowledge anticipated retirements will bring, and greater use of contracted staff creates a need to better manage and oversee contractor performance.  Furthermore, reliance on a contract workforce reduces in-house skills and places the agency at greater risk of system failure in times when the contract workforce becomes unavailable.
Question 11: Please describe briefly your priorities for dealing with these challenges.

Respondents have already or are about to create formal succession plans to deal with these challenges.  Establishing career development programs to cultivate talent and retrain current employees for new roles and responsibilities is also a priority.  Finally, using and understanding cost comparisons between outsourcing and accounting technician functions to provide a basis for addressing the challenges of acquiring contractors was also important.  

APPENDIX VI.  FINANCIAL MANAGEMENT EDUCATION
AND TRAINING PROGRAMS

This appendix contains details about training courses, mid-career development programs, and certification programs in financial management.

Training Courses

Training courses are available through a variety of sources within the government or in the private sector.  Some examples are Treasury Agency Services, U.S.  Department of Agriculture Graduate School; professional organizations, such as the Association of Government Accountants (AGA), American Society for Military Comptrollers (ASMC), American Association for Budget and Program Analysis, and American Institute of Certified Public Accountants; and training providers such as Management Concepts and local universities and colleges.  Long-distance learning enabled by the Internet complements these efforts.

Treasury Agency Services has certificate programs in Accounting and reporting, credit reform, and governmental cost management and measurement.  Management Concepts has certificate programs for federal financial management and financial systems project management.  Although several thousand participants have completed courses in financial management, relatively few have completed these certificate programs.  Vendors who offer certificate programs cite a lack of agency commitment to fund training, and as a result, students take courses on an individual basis rather than as a set for certification or degree requirements.

The Graduate School, USDA offers open enrollment and contract training in government accounting, government auditing, budgeting and general financial management.  USDA has awarded over 300 financial management certificates to students learning basic government accounting and budgeting competencies.  They have also designed customized financial management certificate programs for specific agencies.  The Government Audit Training Institute (GATI) brings a comprehensive performance auditing curriculum to federal, state and local governments and has recently partnered with Thomas Edison State College to offer the Master of Science in Management Degree--Public Sector Auditing.  The Graduate School, USDA also offers the Aspiring Leader Program (GS 5-7), the New Leader Program (GS 7-11).
Mid-Career Development Programs

JFMIP found that mid-career developmental programs were centrally funded and that there were both formal and informal programs.  A number of mid-career development programs—Executive Leadership Program (GS-11 and GS-13), Executive Potential Program (GS-13 to GS-15), and agency mid-career programs—target the development of mid-grade professionals to leadership and management positions.56 These programs may include a mix of formal classroom instruction (for example, U.S.  Department of Agriculture Graduate School, Management Concepts, Treasury Agency Services certificate programs) with hands-on work experience derived from rotational opportunities and career groups.

A few organizations have partnered with educational institutions to provide advanced degrees for financial management personnel.  They include the Naval Postgraduate School with the University of Maryland, Air Force with Stanford University and the Massachusetts Institute of Technology (MIT), and the Army Comptrollership Program.  The Navy’s program is to pursue a Master of Business Administration for military officers and civilian defense employees.  The Air Force has a 10-month program with Stanford, Graduate School of Business for a Master of Science in Management and a 1-year program with MIT, Sloan School of Management, for a Master of Science in Management and Business Administration.  The Army program is a 14-month graduate course of study between Syracuse University and the Department of the Army for military officers and mid-level civilians.  These programs will help develop leaders for the future, but these in-depth programs are unique and need to be sustained over the long term.  This study found that there are no comparable programs with civilian agencies.

A recent effort by the CFO Council Human Capital Committee to create a Federal Executive Development Program (FEDP) is a good example of an attempt to pool resources across agencies for a common purpose: developing the financial management leaders of tomorrow.  Formal training and rotational opportunities are cornerstones to DOI’s recent selection as sponsor for the program.  CFOs are reviewing both versions of the proposal, one for GS 11-13 and another for GS 14/15, at this time to see how the community’s needs can be best met.

Agencies also provide their own financial management training.  Most of these training programs can be found at the Department of Defense (Army, Navy, Air Force), but some civilian agencies, including the Departments of the Interior, Education, and Energy, the Center for Disease Control, the Environmental Protection Agency, and the General Accounting Office, have initiated financial management training programs recently.

In the military, uniformed personnel have strong incentives to acquire skills, advanced degrees, or certificates to be promoted.  There are no comparable incentives for civilian personnel in federal agencies to obtain advanced degrees, certificates, or professional credentials, because there is no linkage to promotion.  Agencies have identified advanced degrees and professional certifications only as desirable elements, not as requirements for promotions.

Certification Programs
Test-based certification programs include Certified Public Accountant (CPA), Certified Government Financial Manager (CGFM), Certified Defense Financial Manager (CDFM), Certified Management Accountant (CMA), and Certified Internal Auditor (CIA).  Professional associations that are affiliated with these certifications require individuals to have a minimum of 80 hours of continuing professional education (CPE) every 2 years to maintain their certificates.  Financial management personnel with certifications have to comply with these continuing professional education requirements to retain their certificates.

The Department of Defense has training under the Defense Acquisition Workforce Improvement Act (DAWIA) of 1990.  DAWIA was established to provide education and training standards, requirements, and courses for the civilian and military acquisition workforce.  Three levels of training certificates are offered in business, cost estimating, and financial management.  
The Department of Education developed its own financial management certificate program to enable personnel to meet the daily challenges of financial management and to support the strategic direction of the department in its efforts to improve financial performance.  The current requirements state that it is highly desirable, but not mandatory, that employees complete this certificate program to progress in the organization.
The Graduate School, USDA offers test preparation courses for the following auditing certifications: Certified Government Auditing Professional (CGAP) and Certified Internal Auditor (CIA).  They also provide contract training to the DoD for the Certified Defense Financial Manager (CDFM) certification, under license with the American Society of Military Comptrollers.

APPENDIX VII.  FINANCIAL INSTITUTION REFORM, RECOVERY, 
AND ENFORCEMENT ACT
The following are selected characteristics of best practices employed by banking regulatory agencies:

· Baseline compensation comparability.  All FIRREA agencies have developed separate pay plans with grade scales.  While compensation may differ among the regulators for selected positions, the disparity is minimal.  Each agency may conduct independent surveys to establish pay, but most use the President’s Pay Agent recommendations required by the Federal Employees Pay Comparability Act of 1990 for base and locality pay that apply to all employees covered by the General Schedule.  However, compared to the GS pay rates, on average, similar grade levels among the banking regulators are 20 to 30 percent higher than GS rates of pay.  Senior Executive Service pay is not capped, however, most adopt the policy of not exceeding the Vice President’s salary.  Consequently, Senior Executive Service (SES) pay is competitive and pay compression is alleviated.

· Performance-based compensation adjustments.  All increases in basic pay are based on job performance.  There are no within-grade adjustments.  At NCUA, examiners are not limited by time in grade before being eligible for promotion.  An examiner hired at the entry level (equivalent to GS-7) can reach the journeyman grade level (equivalent to GS-12) within 1 year, as long as he or she meets the performance-based job standards.

· Pay banding.  NCUA and FDIC have no pay bands but permit hiring within the pay grade from minimum to maximum, depending on locality markets.  OCC established nine pay bands based on performance levels and job classification.

· Streamlined recruiting.  NCUA uses Internet-based recruiting applications for online access by candidates and is able to obtain certificates of eligible candidates within 3 days (or 1 day if essential) working through OPM’s San Francisco regional office.  NCUA advertises in national publications and has developed state-of-the-art recruiting materials, including a compact disk with videos illustrating the financial institution career field and the working environment.

· Enhanced workforce management tools.  Separation incentives available at FIRREA agencies include 50 percent of final base pay with no other restrictions such as reemployment limitations and retirement eligibility.

· Flexible, results-driven working environment.  NCUA has been sensitive to creating an environment that will attract potential candidates.  Following are important characteristics of the work environment NCUA provides:

· Examiners work from their homes in “home duty stations” with an NCUA-provided telephone with a collateral benefit of reducing the need for office space.

· Workers schedule their own work hours and can set up alternative work schedules, maxi-flex.

· Employees receive a $500/year office supply budget.

· Employees can receive a travel bonus if they travel more than 50 days per year or exceed a miles-traveled limit.  Travel is reimbursed within 2 days.

· Employees receive compensatory time and work in a business casual environment.

· Everyone has a laptop, replaced every 2 or 3 years.

· There is a biannual family conference for all NCUA employees.

· Training and employee development.  The agencies invest 2 to 3 percent of total salaries in training and employee development activities.  Tuition reimbursement, seminars, conferences, profession certification requirements, job rotations, developmental assignments, and motivational training activities are utilized with the philosophy of a career of continuous change demanding increased knowledge and skills.

This combination of management practices has allowed FIRREA agencies to attract and retain a high caliber workforce to accomplish increasingly sophisticated missions to protect the public interest.  The FIRREA agencies are fee based, and they have adopted the human capital management practices cost-effectively without imposing unreasonable cost on the public.

	Best-in-Class Practice

World-class companies and public service organizations conduct extensive skills and competencies assessments of their personnel needs by linking mission goals and objectives directly to the human capital resources.  Inventories of existing skills are used to evaluate current capabilities to meet future strategic needs.  Workforce planning is conducted as part of the strategic management process to identify new requirements.  After identifying competencies (which include behavioral as well as technical skills), world-class organizations focus their recruiting efforts on specific markets—colleges and universities, for example—that meet both skill requirements and ethnic diversity goals.

After recruiting goals are established, these organizations use Internet-based, paperless application processes, with downloadable publications and videos describing the organization and emphasizing the specific job skills and job “fit” the organization is looking for.  Compensation plans are based on local markets and include performance-based incentives designed to motivate and develop the employee.  Signing bonuses, relocation expense reimbursement, and student loan payoffs are offered as well.  Heavy emphasis is placed on behavioral skills—communication, working in teams, values, leadership, motivation, and risk taking—as well as technical competencies.  Special attention is given to the positive work environment characterized by flexible work hours, telecommuting, business-casual dress, and individual attention from advisors, mentors, or sponsors.  Opportunities for continuous learning to achieve competencies, certifications, or college degrees are also emphasized.
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Characteristics of Effective Intern Programs


Developing partnerships with colleges and universities to provide access to a quality pool of candidates as well as inclusion of appropriate coursework for federal financial managers.  


Focusing recruitment and selection on the candidate.


Using the Internet extensively to expedite recruiting and selection.  The most successful intern programs use state-of-the-art Internet services and professionally prepared marketing packages to attract and select interns.  Interns can be interviewed and selected within 30 days of applying.


Using the financial management intern classification to facilitate placement of intern candidates on rosters.


Offering hiring incentives.  Though most interns are hired at the GS-7 and GS-9 levels, the agencies offer such benefits as payment for relocation and moving expenses, payoff of student loans, signing bonuses, and payments for professional certifications and advanced degrees.


Centrally funding the intern program.  Pooled funding is frequently necessary to break down organizational resistance to rotational and developmental opportunities.


Providing training, ranging from orientation training to formal classroom instruction.  Effective programs also offer tuition reimbursement, certification training (CPA), Certified Government Financial Manager (CGFM), Certified Defense Financial Manager (CDFM), and Certified Internal Auditor (CIA), rotational assignments among disciplines and organizations, individual development plans, and assignment of mentors to facilitate the development and future success of the intern.


Continuing developmental and rotational assignments.  The general intern program lasts 1 to 2 years.  However, the individual is encouraged to further his or her development with the opportunity to apply for assignments in other locations and/or related disciplines.
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Overview of the Future Vision - The Most Valuable Skills

Source: CFO 2000 survey: What two skills are most valuable in developing the role of the finance function?  Included in  PriceWaterHouseCoopers,  “The CFO of the Future, the Changing Role of the Financial Manager,” Presentation to the 7th Annual Government CFO Retreat, 2000.
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1999


2000


2001


Percentage Separations by Age* 
Series 05XX Professional and Administrative 
does not include clerical or technical personnel


0.1369863014


0.1374045802


0.0953895072


0.1319261214


0.1225204201


0.1596933887


0.1350261991


0.1218673219


0.1276115189


0.1032515687


0.0799794265


0.0915194862


0.0907883817


0.0861199327


0.0714140799


0.062446989


0.0577148334


0.0514838847


0.0564102564


0.0484498161


0.040460969


0.0464543375


0.0424936846


0.0458789729


0.0386019823


0.0350257942


0.0386704789


0.0369406868


0.0320160452


0.0310044292


0.054394263


0.0523728089


0.0388460248


0.0386164567


0.0282564164


0.1576634316


0.1396381579


0.115712188


0.1279726711


0.1051145986


0.2731481481


0.2412935323


0.2142180095


0.2031855359


0.1847944707


0.3634782609


0.3333333333


0.3005181347


0.284789644


0.1879021879





Control


			FEDERAL FINANCIAL COMMUNITY OCCUPATIONAL BREAKOUT BY SERIES


																		1995			1996			1997			1998			1999			2000			2001


															Total Workforce			164,390			163,740			163,611			164,352			167,494			172,874			180,364


															From Federal Service			0			0			11,068			10,432			10,267			9,554			8,180


															Total New Hire Accessions			0			0			4,120			5,093			8,540			7,861			7,859


															1:1 Replacement									37.2%			48.8%			83.2%			82.3%			96.1%


			GS-0300															88,350			88,972			90,019			92,103			95,395			98,866			102,242


						GS-0301			Misc Admin & Program									41,502			42,460			43,785			45,164			47,483			49,610			51,405


						GS-0302			Admin Officer									8,055			7,921			7,604			7,456			7,002			7,105			7,252


						GS-0343			Mgmnt & Prg Analyst									38,793			38,591			38,630			39,483			40,910			42,151			43,585


									Separations From Federal Service															6,602			5,740			6,094			9,407			7,961


									Accessions (New Hires Only)															3,194			3,753			6,999			5,963			5,460


			GS-0500															71,675			69,139			68,413			67,166			67,034			68,230			71,537


						GS-05xx			All Series Professional									42,889			41,106			39,981			38,341			37,620			36,936			36,577


						GS-05xx			All Series Administrative									28,786			28,033			28,432			28,825			29,414			31,294			34,960


									Separations															5,072			4,887			4,301			4,494			4,031


									Accessions (New Hires Only)															881			1,229			1,451			1,801			2,219


			GS-1100															4,365			5,629			5,179			5,083			5,065			5,778			6,585


						GS-1160			Financial Analysis									1,513			1,425			1,301			1,298			1,295			1,233			1,153


						GS-1165			Loan Specialist									2,852			4,204			3,878			3,785			3,770			4,545			5,432


									Separations From Federal Service															435			198			142			147			219


									Accessions (New Hires Only)															45			111			90			97			180


																		1997			1998			1999			2000			2001


															Total Separations			5,072			4,887			4,301			4,494			4,031


															Total New Hire Accessions			881			1,229			1,451			1,801			2,219








Control


			





&A


Page &P


Total Separations


Total New Hire Accessions


Accession/Separation Trend Series 05XX





1995


			Professional/05XX Series


			Total Workforce


			1995			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Length of Service - All


			20 - 24			111			150			99			15			0			0			0			0			0			0			375


			25 - 29			154			211			1,174			1,459			43			0			0			0			0			0			3,041


			30 - 34			125			127			579			3,498			1,306			79			0			0			0			0			5,714


			35 - 39			104			88			375			1,762			2,142			1,480			134			0			0			0			6,085


			40 - 44			81			67			310			1,322			1,242			2,356			1,871			78			0			0			7,327


			45 - 49			47			63			222			1,050			1,045			1,467			3,553			2,111			51			0			9,609


			50 - 54			23			24			119			610			689			700			1,003			2,322			827			23			6,340


			55 - 59			12			7			43			239			388			415			369			600			626			201			2,900


			60 - 64			0			9			11			97			158			197			143			143			181			178			1,117


			65 or more			0			2			2			33			43			37			46			60			56			102			381


			Age - All			657			748			2,934			10,085			7,056			6,731			7,119			5,314			1,741			504			42,889








1996


			Professional/05XX Series


			Total Workforce


			1996			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All


			< 20			0			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			25			142			44			15			0			0			0			0			0			0			0			226


			25 - 29			36			260			539			1,402			36			0			0			0			0			0			0			2,273


			30 - 34			21			161			251			3,379			1,344			66			0			0			0			0			0			5,222


			35 - 39			23			127			173			1,681			2,357			1,267			91			0			0			0			0			5,719


			40 - 44			23			102			130			1,292			1,388			2,345			1,577			94			0			0			0			6,951


			45 - 49			9			70			135			1,044			1,080			1,482			3,404			2,113			71			0			0			9,408


			50 - 54			1			41			58			600			760			789			1,059			2,506			1,000			21			0			6,835


			55 - 59			1			14			15			271			414			459			369			538			705			209			0			2,995


			60 - 64			1			3			7			86			166			199			159			139			162			192			0			1,114


			65 or more			0			1			1			34			37			44			47			59			52			88			0			363


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0


			Age - All			140			921			1,353			9,804			7,582			6,651			6,706			5,449			1,990			510			0			41,106








1997


			


			Professional/05XX Series


			Total Workforce


			1997			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Svc - All


			< 20			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			68			91			19			9			0			0			0			0			0			0			187


			25 - 29			68			230			290			1,035			50			0			0			0			0			0			1,673


			30 - 34			43			141			147			2,491			1,723			0			0			0			0			0			4,617


			35 - 39			28			121			110			1,236			2,676			91			0			0			0			0			5,317


			40 - 44			23			101			67			974			1,558			1,423			109			0			0			0			6,473


			45 - 49			9			61			78			787			1,260			2,980			1,885			81			0			0			8,500


			50 - 54			3			30			50			553			885			1,215			2,815			1,265			28			0			7,724


			55 - 59			1			14			13			231			467			391			568			764			238			0			3,142


			60 - 64			0			4			4			69			175			160			118			165			184			0			1,104


			65 or more			0			0			3			24			50			47			54			54			64			10			342


			Unspecified			0			0			0			0			0			0			0			0			0			0			0


			Age - All			243			793			781			7,409			8,844			6,307			5,549			2,329			514			10			39,079


												1,817


			Accessions																		Separations


						Agency Transfer - In			New Hire			Accession - All			% of Total Workforce									Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Total Workforce


			Cabinet Level Agencies			402			457			859									Cabinet Level Agencies			506			1,738			2,244


			Large Independent Agencies (1000 or more employees)			39			93			132									Large Independent Agencies (1000 or more employees)			58			252			310


			Medium Independent Agencies (100-999 employees)			6			18			24									Medium Independent Agencies (100-999 employees)			4			35			39


			Small Independent Agencies (less than 100 employees)			1			2			3									Small Independent Agencies (less than 100 employees)			2			1			3


			Agency - All			448			570			1,018			2.6%						Agency - All			570			2,026			2,596			6.6%


			New Hires By Age																		Length of Service at Separation																					05XX Series Making up Separations


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						0510-ACCOUNTING			0511-AUDITING			0512-INTERNAL REVENUE AGENT


			< 20			0			0			0			0			0			<1 year			31			9			1			0			41						22			18			1


			20-24			73			2			0			0			75			1 - 2 years			93			8			2			0			103						35			43			25


			25-29			99			13			5			2			119			3 - 4 years			86			30			0			0			116						48			65			3


			30-34			78			20			3			0			101			5 - 9 years			528			118			10			1			657						200			302			155


			35-39			62			16			4			0			82			10 - 14 years			370			30			8			0			408						139			162			107


			40-44			59			13			3			0			75			15 - 19 years			228			17			6			1			252						110			77			65


			45-49			52			14			1			0			67			20 - 24 years			214			21			2			1			238						104			81			53


			50-54			25			9			1			0			35			25 - 29 years			216			34			5			0			255						123			90			42


			55-59			5			4			0			0			9			30 - 34 years			327			32			5			0			364						153			97			114


			60-64			4			2			1			0			7			35 years or more			146			11			0			0			157						60			31			66


			65 or more			0			0			0			0			0			Unspecified			5			0			0			0			5						1			0			4


			Unspecified			0			0			0			0			0			All			2,244			310			39			3			2,596						995			966			635			2,596


			Age - All			457			93			18			2			570





&CProfessional 05XX Series 1997&R&d





1998


			Professional/05XX Series


			Total Workforce


			1998			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All


			<20			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			59			86			23			6			0			0			0			0			0			0			174


			25 - 29			52			151			298			701			50			0			0			0			0			0			1,252


			30 - 34			39			83			187			1,738			1,756			0			0			0			0			0			3,858


			35 - 39			35			60			143			956			2,734			77			0			0			0			0			5,097


			40 - 44			32			58			108			669			1,705			1,353			114			0			0			0			6,094


			45 - 49			17			29			85			607			1,323			2,529			1,868			94			0			0			7,841


			50 - 54			10			12			54			438			1,000			1,229			3,112			1,364			32			0			8,150


			55 - 59			4			1			28			191			493			431			609			907			240			0			3,441


			60 - 64			0			2			8			66			182			186			128			162			173			0			1,149


			65 or more			0			0			1			18			51			41			44			46			82			0			328


			Unspecified			0			0			0			0			0			0			0			0			0			0			0


			Age - All			248			482			935			5,390			9,294			5,846			5,875			2,573			527			0			37,384


												1,665


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All			% of Total Workforce												Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Total Workforce


			Cabinet Level Agencies			435			498			933												Cabinet Level Agencies			576			1,965			2,541


			Large Independent Agencies (1000 or more employees)			57			90			147												Large Independent Agencies (1000 or more employees)			43			191			234


			Medium Independent Agencies (100-999 employees)			7			22			29												Medium Independent Agencies (100-999 employees)			15			21			36


			Small Independent Agencies (less than 100 employees)			0			0			0												Small Independent Agencies (less than 100 employees)			0			1			1


			Agency - All			499			610			1,109			3.0%									Agency - All			634			2,178			2,812			7.5%


			New Hires By Age																					Length of Service at Separation																					05XX Series Making up Separations


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All									Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						0510-ACCOUNTING			0511-AUDITING			0512-INTERNAL REVENUE AGENT			05xx-ACCOUNTING AND BUDGET


			Less than 20			0			0			0			0			0						Less than 1 year			39			10			3			0			52						29			23			0			52


			20-24			76			6			2			0			84						1 - 2 years			48			20			3			0			71						36			29			6			71


			25-29			82			17			1			0			100						3 - 4 years			103			20			3			0			126						47			36			43			126


			30-34			72			13			5			0			90						5 - 9 years			495			61			12			0			568						174			303			91			568


			35-39			86			11			4			0			101						10 - 14 years			472			37			4			0			513						162			201			150			513


			40-44			60			14			2			0			76						15 - 19 years			283			16			1			0			300						143			89			68			300


			45-49			67			16			0			0			83						20 - 24 years			262			18			3			0			283						145			84			54			283


			50-54			42			7			6			0			55						25 - 29 years			312			21			3			0			336						139			111			86			336


			55-59			9			5			2			0			16						30 - 34 years			378			18			2			0			398						127			123			148			398


			60-64			3			0			0			0			3						35 years or more			148			13			2			1			164						54			49			61			164


			65 or more			1			1			0			0			2						Unspecified			1			0			0			0			1						0			0			1			1


			Unspecified			0			0			0			0			0						Length of Service - All			2541			234			36			1			2812						1056			1048			708			2812


			Age - All			498			90			22			0			610








1999


			Professional/05XX Series


			Total Workforce


			1999			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All


			<20			0			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			174			119			14			7			0			0			0			0			0			0			0			314


			25 - 29			102			173			246			460			33			0			0			0			0			0			0			1,014


			30 - 34			63			117			162			1,229			1,515			60			0			0			0			0			0			3,146


			35 - 39			71			68			145			743			2,802			1,225			66			0			0			0			0			5,120


			40 - 44			48			68			110			522			1,565			1,992			1,359			141			0			0			1			5,806


			45 - 49			35			41			100			483			1,255			1,253			2,226			1,888			70			0			0			7,351


			50 - 54			13			23			61			354			994			979			1,204			3,277			1,567			26			0			8,498


			55 - 59			9			5			17			171			552			567			511			693			1,091			263			0			3,879


			60 - 64			1			2			9			50			183			246			214			156			167			194			0			1,222


			65 or more			0			0			1			13			50			59			48			43			46			78			0			338


			Unspecified			0			0			0			0			0			0			0			0			0			0			2			2


			Age - All			516			616			865			4,032			8,949			6,381			5,628			6,198			2,941			561			3			36,690


												1,997


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All			% of Total Workforce												Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Total Workforce


			Cabinet Level Agencies			474			811			1,285												Cabinet Level Agencies			607			1,434			2,041


			Large Independent Agencies (1000 or more employees)			62			102			164												Large Independent Agencies (1000 or more employees)			57			137			194


			Medium Independent Agencies (100-999 employees)			14			29			43												Medium Independent Agencies (100-999 employees)			19			17			36


			Small Independent Agencies (less than 100 employees)			3			0			3												Small Independent Agencies (less than 100 employees)			0			1			1


			Agency - All			553			942			1,495			4.1%									Agency - All			683			1,589			2,272			6.2%


			New Hires By Age																					Length of Service at Separation																					05XX Series Making up Separations


			Age			Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						Length of Service at Separation			Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						0510-ACCOUNTING			0511-AUDITING			0512-INTERNAL REVENUE AGENT


			Less than 20			0			0			0			0			0						Less than 1 year			50			3			1			0			54						21			31			2


			20-24			191			3			0			0			194						1 - 2 years			50			14			1			0			65						27			38			0


			25-29			140			12			5			0			157						3 - 4 years			70			8			1			0			79						31			30			18


			30-34			102			31			4			0			137						5 - 9 years			320			50			10			0			380						156			192			32


			35-39			131			14			6			0			151						10 - 14 years			475			32			7			0			514						138			263			113


			40-44			93			16			7			0			116						15 - 19 years			258			18			3			0			279						137			90			52


			45-49			69			9			2			0			80						20 - 24 years			218			16			2			0			236						114			84			38


			50-54			61			12			2			0			75						25 - 29 years			177			28			2			0			207						97			80			30


			55-59			21			3			2			0			26						30 - 34 years			301			17			8			1			327						100			95			132


			60-64			2			1			1			0			4						35 years or more			122			8			1			0			131						35			41			55


			65 or more			1			1			0			0			2						Unspecified			0			0			0			0			0						0			0			0


			Unspecified			0			0			0			0			0						All			2,041			194			36			1			2,272						856			944			472


			Age - All			811			102			29			0			942





&CProfessional 05XX Series 1999&R&d





2000


			Professional/05XX Series


			Total Workforce


			2000			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All


			< 20			0			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			86			194			13			3			0			0			0			0			0			0			148			444


			25 - 29			74			176			211			359			32			0			0			0			0			0			60			912


			30 - 34			66			142			130			1,076			1,075			39			0			0			0			0			50			2,578


			35 - 39			55			100			89			704			2,808			1,143			75			0			0			0			30			5,004


			40 - 44			51			94			76			470			1,510			1,887			1,344			125			0			0			16			5,573


			45 - 49			36			70			72			446			1,177			1,154			2,161			1,679			64			0			23			6,882


			50 - 54			19			41			35			345			976			975			1,298			3,153			1,774			36			9			8,661


			55 - 59			9			14			6			166			542			595			585			769			1,303			287			1			4,277


			60 - 64			3			4			2			57			159			248			233			192			188			227			1			1,314


			65 or more			2			0			2			14			48			59			58			35			36			94			0			348


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0


			Age - All			401			835			636			3,640			8,327			6,100			5,754			5,953			3,365			644			338			35,993


												1,872


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All			% of Total Workforce												Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Total Workforce


			Cabinet Level Agencies			510			1,176			1,686												Cabinet Level Agencies			618			1,613			2,231


			Large Independent Agencies (1000 or more employees)			66			116			182												Large Independent Agencies (1000 or more employees)			70			193			263


			Medium Independent Agencies (100-999 employees)			14			24			38												Medium Independent Agencies (100-999 employees)			20			14			34


			Small Independent Agencies (less than 100 employees)			0			0			0												Small Independent Agencies (less than 100 employees)			1			6			7


			Agency - All			590			1,316			1,906			5.3%									Agency - All			709			1,826			2,535			7.0%


			New Hires By Age																					Length of Service at Separation																					05XX Series Making up Separations


			Age			Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						Length of Service			Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						0510-ACCOUNTING			0511-AUDITING			0512-INTERNAL REVENUE AGENT


			Less than 20			0			0			0			0			0						Less than 1 year			104			9			3			0			116						24			90			2


			20-24			269			6			0			0			275						1 - 2 years			80			32			1			1			114						58			56			0


			25-29			156			18			4			0			178						3 - 4 years			63			14			0			0			77						29			47			1


			30-34			194			28			1			0			223						5 - 9 years			285			68			10			0			363						162			140			61


			35-39			170			16			7			0			193						10 - 14 years			469			48			4			1			522						171			253			98


			40-44			150			18			3			0			171						15 - 19 years			252			25			5			1			283						128			115			40


			45-49			113			10			5			0			128						20 - 24 years			206			19			5			1			231						101			95			35


			50-54			84			10			4			0			98						25 - 29 years			222			21			0			2			245						118			88			39


			55-59			29			6			0			0			35						30 - 34 years			423			19			4			1			447						142			139			166


			60-64			9			2			0			0			11						35 years or more			125			8			2			0			135						41			44			50


			65 or more			2			2			0			0			4						Unspecified			2			0			0			0			2						1			1			0


			Unspecified			0			0			0			0			0						All			2231			263			34			7			2535						975			1068			492


			Age - All			1176			116			24			0			1316








2001


			Professional/05XX Series


			Total Workforce


			2001			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All


			<20			0			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			207			277			23			4			0			0			0			0			0			0			1			512


			25 - 29			179			279			229			239			29			0			0			0			0			0			2			957


			30 - 34			171			191			172			697			989			36			0			0			0			0			0			2,256


			35 - 39			137			160			100			471			2,609			1,194			66			0			0			0			0			4,737


			40 - 44			114			103			97			337			1,433			2,077			1,156			84			0			0			0			5,401


			45 - 49			99			106			76			296			1,115			1,261			2,161			1,422			83			0			0			6,619


			50 - 54			66			59			69			265			968			979			1,341			2,986			1,796			66			0			8,595


			55 - 59			30			15			24			122			530			652			655			862			1,407			380			0			4,677


			60 - 64			11			5			4			33			195			270			264			179			214			273			0			1,448


			65 or more			0			1			0			11			54			61			65			53			43			107			0			395


			Unspecified			0			0			0			0			0			1			0			0			0			0			0			1


			Age - All			1,014			1,196			794			2,475			7,922			6,531			5,708			5,586			3,543			826			3			35,598


												3,004


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All			% of Total Workforce												Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Total Workforce


			Cabinet Level Agencies			437			1,401			1,838												Cabinet Level Agencies			547			1,424			1,971


			Large Independent Agencies (1000 or more employees)			64			122			186												Large Independent Agencies (1000 or more employees)			58			144			202


			Medium Independent Agencies (100-999 employees)			11			29			40												Medium Independent Agencies (100-999 employees)			12			15			27


			Small Independent Agencies (less than 100 employees)			0			1			1												Small Independent Agencies (less than 100 employees)			1			1			2


			Agency - All			512			1,553			2,065			5.8%									Agency - All			618			1,584			2,202			6.2%


			New Hires By Age																					Length of Service at Separation																					05XX Series Making up Separations


			Age			Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						Length of Service			Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All						0510-ACCOUNTING			0511-AUDITING			0512-INTERNAL REVENUE AGENT


			Less than 20			0			0			0			0			0						Less than 1 year			120			4			0			1			125						23			71			31


			20-24			228			5			0			0			233						1 - 2 years			110			18			3			1			132						34			98			0


			25-29			194			20			5			0			219						3 - 4 years			58			15			0			0			73						35			37			1


			30-34			224			30			8			0			262						5 - 9 years			172			37			5			0			214						89			99			26


			35-39			206			17			2			0			225						10 - 14 years			354			43			5			0			402						133			196			73


			40-44			167			12			5			0			184						15 - 19 years			231			19			6			0			256						110			100			46


			45-49			142			20			5			0			167						20 - 24 years			199			20			1			0			220						110			72			38


			50-54			131			8			1			1			141						25 - 29 years			161			13			1			0			175						71			63			41


			55-59			71			6			2			0			79						30 - 34 years			416			20			2			0			438						111			143			184


			60-64			27			3			1			0			31						35 years or more			149			13			4			0			166						34			62			70


			65 or more			10			1			0			0			11						Unspecified			1			0			0			0			1						0			1			0


			Unspecified			1			0			0			0			1						All			1,971			202			27			2			2,202						750			942			510


			Age - All			1,401			122			29			1			1,553





&CSeries 050 Professionals 2001&R&d





A1995


			Administrative/05XX Series


			Total Workforce


						Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Length of Service - All


			20 - 24			107			221			57			20			0			0			0			0			0			0			405


			25 - 29			32			231			817			1015			83			0			0			0			0			0			2178


			30 - 34			32			90			269			1597			1065			194			0			0			0			0			3247


			35 - 39			23			62			155			797			1338			1395			257			0			0			0			4027


			40 - 44			32			60			112			494			875			1673			1770			178			0			0			5194


			45 - 49			20			65			140			442			659			1104			2027			1796			117			0			6370


			50 - 54			4			18			56			259			478			600			705			1382			762			52			4316


			55 - 59			4			6			14			102			231			376			326			389			409			215			2072


			60 - 64			0			1			1			38			96			142			144			143			95			99			759


			65 or more			0			0			0			10			9			25			37			25			29			83			218


			Age - All			254			754			1621			4774			4834			5509			5266			3913			1412			449			28786


			Administrative 11XX Series															Administrative 03XX Series


						1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total									0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS			Total


			20 - 24			7			5			12						Less than 20			1			0			0			1


			25 - 29			119			84			203						20 - 24			222			16			194			432


			30 - 34			204			239			443						25 - 29			1,461			205			1,397			3,063


			35 - 39			236			334			570						30 - 34			2,808			505			2,941			6,254


			40 - 44			276			502			778						35 - 39			4,621			928			4,625			10,174


			45 - 49			273			730			1,003						40 - 44			7,471			1,578			7,399			16,448


			50 - 54			184			517			701						45 - 49			10,597			2,157			10,068			22,822


			55 - 59			125			298			423						50 - 54			7,791			1,581			7,022			16,394


			60 - 64			60			117			177						55 - 59			4,234			747			3,536			8,517


			65 or more			29			26			55						60 - 64			1,744			261			1,233			3,238


			Unspecified			0			0			0						65 or more			552			77			378			1,007


			Age - All			1,513			2,852			4,365						Age - All			41,502			8,055			38,793			88,350





&CAdminstrative 1995  05XX, 03XX, 11XX&R&d





A1996


			Administrative/05XX Series


			Total Workforce


						Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All


			Less than 20			0			0			0			0			0			0			0			0			0			0			0			0


			20 - 24			66			96			25			20			0			0			0			0			0			0			1			208


			25 - 29			34			105			597			934			64			0			0			0			0			0			0			1734


			30 - 34			25			41			193			1535			1077			161			0			0			0			0			0			3032


			35 - 39			17			35			113			790			1402			1290			195			0			0			0			0			3842


			40 - 44			20			55			97			479			865			1721			1757			179			0			0			0			5173


			45 - 49			22			46			116			430			653			1090			1987			1779			192			0			0			6315


			50 - 54			6			7			50			299			442			658			753			1409			893			74			0			4591


			55 - 59			1			7			17			100			261			385			350			383			425			214			0			2143


			60 - 64			0			1			3			33			95			162			155			131			105			113			0			798


			65 or more			0			0			0			8			11			24			35			26			30			63			0			197


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0


			Age - All			191			393			1211			4628			4870			5491			5232			3907			1645			464			1			28033


			Administrative 11XX Series															Administrative 03XX Series


						1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total									0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS			Total


			Less than 20			0			0			0						Less than 20			1			0			1			2


			20 - 24			6			27			33						20 - 24			188			13			135			336


			25 - 29			87			173			260						25 - 29			1,419			197			1,244			2,860


			30 - 34			193			379			572						30 - 34			2,780			469			2,771			6,020


			35 - 39			230			587			817						35 - 39			4,539			883			4,350			9,772


			40 - 44			264			792			1,056						40 - 44			7,363			1,448			7,043			15,854


			45 - 49			259			970			1,229						45 - 49			10,783			2,152			10,082			23,017


			50 - 54			192			692			884						50 - 54			8,482			1,622			7,531			17,635


			55 - 59			117			400			517						55 - 59			4,483			772			3,715			8,970


			60 - 64			55			141			196						60 - 64			1,852			289			1,300			3,441


			65 or more			22			43			65						65 or more			570			76			419			1,065


			Unspecified			0			0			0						Unspecified			0			0			0			0


			Age - All			1,425			4,204			5,629						Age - All			42,460			7,921			38,591			88,972





&CAdminstrative 1996  05XX, 03XX, 11XX&R&d





A1997


			Administrative/05XX Series


			Total Workforce																																													Administrative 11XX Series


			1997			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All												1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total


			Less than 20			0			0			0			0			0			0			0			0			0			0			0			0									Less than 20			0			0			0


			20 - 24			71			75			9			13			0			0			0			0			0			0			0			168									20 - 24			11			13			24


			25 - 29			60			102			287			805			80			0			0			0			0			0			0			1334									25 - 29			95			111			206


			30 - 34			19			41			105			1396			1096			146			0			0			0			0			0			2803									30 - 34			183			339			522


			35 - 39			25			34			65			731			1548			1162			191			0			0			0			0			3756									35 - 39			211			521			732


			40 - 44			27			59			70			442			930			1690			1709			212			0			0			0			5139									40 - 44			223			744			967


			45 - 49			12			47			77			411			641			1102			1924			1599			196			0			0			6009									45 - 49			219			856			1075


			50 - 54			7			15			41			308			501			735			904			1604			1053			83			0			5251									50 - 54			198			751			949


			55 - 59			1			5			15			116			278			449			398			351			438			211			0			2262									55 - 59			95			371			466


			60 - 64			0			0			1			30			91			189			160			111			106			122			0			810									60 - 64			47			143			190


			65 or more			0			0			0			7			18			25			33			34			38			58			2			215									65 or more			19			29			48


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0									Unspecified			0			0			0


			Age - All			222			378			670			4259			5183			5498			5319			3911			1831			474			2			27747									Age - All			1301			3878			5179


												1270


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All															Agency Transfer - Out			Separation from Federal Civil Service			Separation - All


			Cabinet Level Agencies			331			424			755												Cabinet Level Agencies			317			1762			2079


			Large Independent Agencies (1000 or more employees)			4			36			40												Large Independent Agencies (1000 or more employees)			24			305			329


			Medium Independent Agencies (100-999 employees)			6			80			86												Medium Independent Agencies (100-999 employees)			14			53			67


			Small Independent Agencies (less than 100 employees)			3			3			6												Small Independent Agencies (less than 100 employees)			0			1			1


			Agency - All			344			543			887												Agency - All			355			2121			2476


			Accessions by Age																					Separations By Series By Age																								Administrative 03XX Series


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All									0501-FINANCIAL ADMINISTRATION AND PROGRAM			0505-FINANCIAL MANAGEMENT			0560-BUDGET ANALYSIS			0570-FINANCIAL INSTITUTION EXAMINING			0580-CREDIT UNION EXAMINER			05xx-ACCOUNTING AND BUDGET									0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS			Total


			Less than 20			0			0			0			0			0						Less than 20			0			0			0			0			0			0						Less than 20			0			0			1			1


			20-24			78			5			13			1			97						20-24			4			0			11			4			2			21						20 - 24			216			10			126			352


			25-29			89			3			16			2			110						25-29			25			1			45			172			7			250						25 - 29			1437			168			1186			2791


			30-34			85			3			21			2			111						30-34			50			3			87			131			5			276						30 - 34			2843			454			2653			5950


			35-39			121			10			11			1			143						35-39			56			9			108			112			2			287						35 - 39			4546			802			4233			9581


			40-44			140			7			10			0			157						40-44			73			11			87			48			5			224						40 - 44			7347			1378			6780			15505


			45-49			120			5			8			0			133						45-49			84			6			130			28			3			251						45 - 49			10386			1882			9542			21810


			50-54			77			3			6			0			86						50-54			119			34			176			79			4			412						50 - 54			9651			1798			8398			19847


			55-59			30			4			1			0			35						55-59			116			49			210			49			1			425						55 - 59			4852			767			3947			9566


			60-64			10			0			0			0			10						60-64			86			20			130			11			1			248						60 - 64			1921			268			1383			3572


			65 or more			5			0			0			0			5						65 or more			31			6			41			3			1			82						65 or more			586			77			381			1044


			Unspecified			0			0			0			0			0						Unspecified			0			0			0			0			0			0						Unspecified			0			0			0			0


			Age - All			755			40			86			6			887						Age - All			644			139			1025			637			31			2476						Age - All			43785			7604			38630			90019





&CAdminstrative 1997  05XX, 03XX, 11XX&R&D





A1998


			Administrative/05XX Series


			Total Workforce																																													Administrative 11XX Series


						Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All												1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total


			Less than 20			0			0			0			0			0			0			0			0			0			0			0			0									Less than 20			0			0			0


			20 - 24			132			56			7			7			0			0			0			0			0			0			0			202									20 - 24			9			10			19


			25 - 29			93			106			161			684			77			0			0			0			0			0			0			1,121									25 - 29			74			101			175


			30 - 34			58			28			73			1,343			994			115			0			0			0			0			0			2,611									30 - 34			185			292			477


			35 - 39			55			43			46			700			1,697			1,172			178			0			0			0			0			3,891									35 - 39			210			509			719


			40 - 44			59			58			61			461			950			1,550			1,591			280			0			0			0			5,010									40 - 44			210			722			932


			45 - 49			25			46			58			401			629			1,063			1,921			1,576			193			0			0			5,912									45 - 49			223			789			1,012


			50 - 54			20			19			38			290			553			793			972			1,720			1,247			61			0			5,713									50 - 54			213			772			985


			55 - 59			5			3			13			132			296			487			469			416			514			229			0			2,564									55 - 59			105			412			517


			60 - 64			0			0			0			31			96			179			167			108			115			131			0			827									60 - 64			50			142			192


			65 or more			0			0			0			7			19			32			30			34			36			60			0			218									65 or more			19			36			55


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0									Unspecified			0			0			0


			Age - All			447			359			457			4,056			5,311			5,391			5,328			4,134			2,105			481			0			28,069									Age - All			1,298			3,785			5,083


												1,263


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All															Agency Transfer - Out			Separation from Federal Civil Service			Separation - All


			Cabinet Level Agencies			357			731			1,088												Cabinet Level Agencies			352			1,394			1,746


			Large Independent Agencies (1000 or more employees)			20			225			245												Large Independent Agencies (1000 or more employees)			37			194			231


			Medium Independent Agencies (100-999 employees)			7			73			80												Medium Independent Agencies (100-999 employees)			11			86			97


			Small Independent Agencies (less than 100 employees)			0			0			0												Small Independent Agencies (less than 100 employees)			0			1			1


			Agency - All			384			1,029			1,413												Agency - All			400			1,675			2,075


			Accessions by Age																					Separations By Series By Age																								Administrative 03XX Series


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All									0501-FINANCIAL ADMINISTRATION AND PROGRAM			0505-FINANCIAL MANAGEMENT			0560-BUDGET ANALYSIS			0570-FINANCIAL INSTITUTION EXAMINING			0580-CREDIT UNION EXAMINER			05xx-ACCOUNTING AND BUDGET									0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS			Total


			Less than 20			0			0			0			0			0						Less than 20			0			0			0			0			0			0						Less than 20			0			0			0			0


			20-24			91			67			7			0			165						20-24			10			0			9			4			1			24						20 - 24			179			6			154			339


			25-29			116			47			18			0			181						25-29			28			0			41			67			8			144						25 - 29			1,337			147			1,137			2,621


			30-34			168			37			8			0			213						30-34			46			1			90			91			14			242						30 - 34			2,829			433			2,587			5,849


			35-39			193			25			16			0			234						35-39			58			4			94			57			8			221						35 - 39			4,624			772			4,230			9,626


			40-44			199			28			10			0			237						40-44			82			6			109			26			10			233						40 - 44			7,154			1,306			6,516			14,976


			45-49			158			18			8			0			184						45-49			74			9			126			18			5			232						45 - 49			10,152			1,738			9,239			21,129


			50-54			98			16			11			0			125						50-54			115			39			148			27			5			334						50 - 54			10,805			1,852			9,213			21,870


			55-59			53			5			2			0			60						55-59			115			37			173			29			5			359						55 - 59			5,389			831			4,494			10,714


			60-64			9			1			0			0			10						60-64			68			13			117			11			3			212						60 - 64			2,068			284			1,504			3,856


			65 or more			3			1			0			0			4						65 or more			33			8			25			4			3			73						65 or more			627			87			409			1,123


			Unspecified			0			0			0			0			0						Unspecified			0			1			0			0			0			1						Unspecified			0			0			0			0


			Age - All			1,088			245			80			0			1,413						Age - All			629			118			932			334			62			2,075						Age - All			45,164			7,456			39,483			92,103





&CAdminstrative 1998  05XX, 03XX, 11XX&R&d





A1999


			Administrative/05XX Series


			Total Workforce																																										Administrative 03XX Series


			1999			Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All									0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS			Total


			Less than 20			0			0			0			0			0			0			0			0			0			0			0			0						Less than 20			2			0			0			2


			20 - 24			170			113			7			11			0			0			0			0			0			0			0			301						20 - 24			214			11			149			374


			25 - 29			108			135			145			446			87			0			0			0			0			0			0			921						25 - 29			1,299			122			1,075			2,496


			30 - 34			79			84			66			1,115			1,037			153			0			0			0			0			0			2,534						30 - 34			2,934			380			2,661			5,975


			35 - 39			58			74			51			562			1,741			1,185			182			0			0			0			0			3,853						35 - 39			4,813			711			4,336			9,860


			40 - 44			63			78			62			388			994			1,582			1,534			276			0			0			0			4,977						40 - 44			7,109			1,151			6,404			14,664


			45 - 49			40			57			65			345			652			1,063			1,762			1,724			169			0			0			5,877						45 - 49			10,203			1,609			9,234			21,046


			50 - 54			19			23			46			281			605			838			1,076			1,847			1,459			61			0			6,255						50 - 54			11,857			1,780			10,071			23,708


			55 - 59			4			9			11			130			299			517			501			528			603			246			0			2,848						55 - 59			6,142			822			4,894			11,858


			60 - 64			0			0			2			29			106			173			172			122			108			143			0			855						60 - 64			2,214			324			1,655			4,193


			65 or more			0			0			0			2			18			36			34			38			34			56			0			218						65 or more			695			92			430			1,217


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0						Unspecified			1			0			1			2


			Age - All			541			573			455			3,309			5,539			5,547			5,261			4,535			2,373			506			0			28,639						Age - All			47,483			7,002			40,910			95,395


												1,569


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All															Agency Transfer - Out			Separation from Federal Civil Service			Separation - All


			Cabinet Level Agencies			342			640			982												Cabinet Level Agencies			394			1,238			1,632


			Large Independent Agencies (1000 or more employees)			36			245			281												Large Independent Agencies (1000 or more employees)			76			228			304


			Medium Independent Agencies (100-999 employees)			18			139			157												Medium Independent Agencies (100-999 employees)			19			71			90


			Small Independent Agencies (less than 100 employees)			1			2			3												Small Independent Agencies (less than 100 employees)			1			2			3


			Agency - All			397			1,026			1,423												Agency - All			490			1,539			2,029


			Accessions by Age																					Separations By Series By Age																								Administrative 11XX Series


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All									0501-FINANCIAL ADMINISTRATION AND PROGRAM			0505-FINANCIAL MANAGEMENT			0560-BUDGET ANALYSIS			0570-FINANCIAL INSTITUTION EXAMINING			0580-CREDIT UNION EXAMINER			05xx-ACCOUNTING AND BUDGET									1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total


			Less than 20			0			2			0			0			2						Less than 20			0			0			0			0			0			0						Less than 20			0			0			0


			20-24			90			96			13			0			199						20-24			8			0			8			11			1			28						20 - 24			16			15			31


			25-29			115			39			26			0			180						25-29			23			1			53			38			8			123						25 - 29			65			83			148


			30-34			141			41			24			0			206						30-34			37			1			92			94			8			232						30 - 34			169			244			413


			35-39			160			38			26			0			224						35-39			38			12			90			46			16			202						35 - 39			198			492			690


			40-44			177			33			28			1			239						40-44			42			5			126			36			3			212						40 - 44			213			673			886


			45-49			148			10			23			2			183						45-49			66			17			127			19			6			235						45 - 49			239			777			1,016


			50-54			94			13			13			0			120						50-54			90			39			158			20			2			309						50 - 54			209			846			1,055


			55-59			46			6			4			0			56						55-59			115			44			181			29			7			376						55 - 59			109			430			539


			60-64			9			3			0			0			12						60-64			79			13			116			16			0			224						60 - 64			52			169			221


			65 or more			2			0			0			0			2						65 or more			24			7			45			10			1			87						65 or more			25			41			66


			Unspecified			0			0			0			0			0						Unspecified			0			1			0			0			0			1						Unspecified			0			0			0


			Age - All			982			281			157			3			1,423						Age - All			522			140			996			319			52			2,029						Age - All			1,295			3,770			5,065





&CAdminstrative 1999  05XX, 03XX, 11XX&R&d





A2000


			Administrative/05XX Series


			Total Workforce																																													Administrative 03XX Series


						Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All												0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS


			Less than 20			0			0			0			0			0			0			0			0			0			0			0			0									Less than 20			0			0			0


			20 - 24			109			179			7			12			0			0			0			0			0			0			0			307									20 - 24			211			7			161


			25 - 29			75			209			112			335			55			0			0			0			0			0			0			786									25 - 29			1,255			109			983


			30 - 34			45			143			85			891			1,145			158			0			0			0			0			0			2,467									30 - 34			2,921			396			2,615


			35 - 39			42			100			44			426			1,859			1,400			225			0			0			0			0			4,096									35 - 39			4,974			690			4,431


			40 - 44			55			108			78			311			1,098			1,743			1,569			279			0			0			4			5,245									40 - 44			7,203			1,131			6,339


			45 - 49			36			67			77			283			741			1,155			1,937			1,880			175			0			1			6,352									45 - 49			10,467			1,584			9,197


			50 - 54			22			47			48			277			662			894			1,213			1,979			1,597			89			0			6,828									50 - 54			12,751			1,868			10,825


			55 - 59			11			15			11			120			342			558			604			583			722			274			0			3,240									55 - 59			6,698			897			5,305


			60 - 64			1			0			3			27			108			183			214			150			133			155			0			974									60 - 64			2,382			334			1,781


			65 or more			0			0			0			2			26			41			45			32			38			58			0			242									65 or more			747			89			513


			Unspecified			0			0			0			0			0			0			0			0			0			0			0			0									Unspecified			1			0			1


			Age - All			396			868			465			2,684			6,036			6,132			5,807			4,903			2,665			576			5			30,537									Age - All			49,610			7,105			42,151


												1,729


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All															Agency Transfer - Out			Separation from Federal Civil Service			Separation - All


			Cabinet Level Agencies			381			625			1,006												Cabinet Level Agencies			340			1,265			1,605


			Large Independent Agencies (1000 or more employees)			22			88			110												Large Independent Agencies (1000 or more employees)			22			238			260


			Medium Independent Agencies (100-999 employees)			14			107			121												Medium Independent Agencies (100-999 employees)			17			72			89


			Small Independent Agencies (less than 100 employees)			2			2			4												Small Independent Agencies (less than 100 employees)			1			4			5


			Agency - All			419			822			1,241												Agency - All			380			1,579			1,959


			Accessions by Age																					Separations By Series By Age																								Administrative 11XX Series


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All									0501-FINANCIAL ADMINISTRATION AND PROGRAM			0505-FINANCIAL MANAGEMENT			0560-BUDGET ANALYSIS			0570-FINANCIAL INSTITUTION EXAMINING			0580-CREDIT UNION EXAMINER			05xx-ACCOUNTING AND BUDGET									1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total


			Less than 20			0			0			0			0			0						Less than 20			0			0			0			0			0			0						Less than 20			0			0			0


			20-24			88			30			6			0			124						20-24			4			1			14			20			1			40						20 - 24			10			21			31


			25-29			103			10			16			0			129						25-29			23			0			31			26			4			84						25 - 29			53			95			148


			30-34			115			18			24			0			157						30-34			32			2			77			73			5			189						30 - 34			148			293			441


			35-39			169			23			24			0			216						35-39			45			5			96			68			12			226						35 - 39			185			588			773


			40-44			216			10			19			1			246						40-44			49			14			129			48			8			248						40 - 44			220			847			1,067


			45-49			156			10			13			1			180						45-49			62			9			90			21			11			193						45 - 49			216			942			1,158


			50-54			98			8			13			2			121						50-54			114			30			109			25			5			283						50 - 54			209			997			1,206


			55-59			43			0			6			0			49						55-59			132			40			157			56			9			394						55 - 59			117			522			639


			60-64			13			1			0			0			14						60-64			89			14			96			25			5			229						60 - 64			52			189			241


			65 or more			5			0			0			0			5						65 or more			28			4			41			0			0			73						65 or more			23			51			74


			Unspecified			0			0			0			0			0						Unspecified			0			0			0			0			0			0						Unspecified			0			0			0


			Age - All			1,006			110			121			4			1,241						Age - All			578			119			840			362			60			1,959						Age - All			1,233			4,545			5,778





&CAdminstrative 2000  05XX, 03XX, 11XX&R&d





A2001


			Administrative/05XX Series


			Total Workforce																																																Administrative 03XX Series


						Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All															0301-MISCELLANEOUS ADMINISTRATION AND PROGRAM			0341-ADMINISTRATIVE OFFICER			0343-MANAGEMENT AND PROGRAM ANALYSIS			Total


			Less than 20			0			0			0			0			0			0			0			0			0			0			0			0												Less than 20			0			0			0			0


			20 - 24			145			167			17			7			0			0			0			0			0			0			0			336												20 - 24			169			7			186			362


			25 - 29			86			213			176			210			49			0			0			0			0			0			1			735												25 - 29			1,145			92			887			2,124


			30 - 34			60			138			138			703			1,192			135			0			0			0			0			1			2,367												30 - 34			2,955			415			2,681			6,051


			35 - 39			65			98			85			362			1,954			1,507			201			0			0			0			0			4,272												35 - 39			4,883			712			4,456			10,051


			40 - 44			95			115			84			295			1,242			2,021			1,660			240			0			0			1			5,753												40 - 44			7,267			1,077			6,454			14,798


			45 - 49			63			93			87			271			871			1,323			2,180			2,029			185			0			0			7,102												45 - 49			10,683			1,598			9,238			21,519


			50 - 54			32			55			64			247			775			1,079			1,409			2,237			1,737			177			0			7,812												50 - 54			13,349			1,907			11,313			26,569


			55 - 59			19			16			23			118			469			675			791			723			861			356			0			4,051												55 - 59			7,528			983			5,866			14,377


			60 - 64			3			1			4			26			159			242			269			189			169			185			0			1,247												60 - 64			2,593			345			1,930			4,868


			65 or more			1			0			0			3			33			61			66			60			47			71			0			342												65 or more			833			116			571			1,520


			Unspecified			0			0			0			0			0			0			1			0			0			0			0			1												Unspecified			0			0			3			3


			Age - All			569			896			678			2,242			6,744			7,043			6,577			5,478			2,999			789			3			34,018												Age - All			51,405			7,252			43,585			102,242


												2,143


			Accessions																					Separations


						Agency Transfer - In			New Hire			Accession - All															Agency Transfer - Out			Separation from Federal Civil Service			Separation - All


			Cabinet Level Agencies			364			818			1,182												Cabinet Level Agencies			380			1,119			1,499


			Large Independent Agencies (1000 or more employees)			28			103			131												Large Independent Agencies (1000 or more employees)			28			223			251


			Medium Independent Agencies (100-999 employees)			6			54			60												Medium Independent Agencies (100-999 employees)			18			57			75


			Small Independent Agencies (less than 100 employees)			2			3			5												Small Independent Agencies (less than 100 employees)			1			3			4


			Agency - All			400			978			1,378												Agency - All			427			1,402			1,829


			Accessions by Age																					Separations By Series By Age																											Administrative 11XX Series


						Cabinet Level Agencies			Large Independent Agencies (1000 or more employees)			Medium Independent Agencies (100-999 employees)			Small Independent Agencies (less than 100 employees)			Agency - All									0501-FINANCIAL ADMINISTRATION AND PROGRAM			0505-FINANCIAL MANAGEMENT			0526-TAX SPECIALIST			0560-BUDGET ANALYSIS			0570-FINANCIAL INSTITUTION EXAMINING			0580-CREDIT UNION EXAMINER			05xx-ACCOUNTING AND BUDGET									1160-FINANCIAL ANALYSIS			1165-LOAN SPECIALIST			Total


			Less than 20			1			0			0			0			1						Less than 20			0			0			0			0			0			0			0						Less than 20			0			0			0


			20-24			136			25			2			0			163						20-24			7			0			0			14			14			0			35						20 - 24			11			30			41


			25-29			108			12			8			0			128						25-29			19			0			0			26			25			4			74						25 - 29			40			117			157


			30-34			135			19			12			0			166						30-34			23			0			0			72			53			8			156						30 - 34			137			329			466


			35-39			200			23			12			1			236						35-39			59			4			1			85			53			10			212						35 - 39			176			664			840


			40-44			234			19			8			0			261						40-44			55			5			2			117			32			5			216						40 - 44			212			1,003			1,215


			45-49			178			10			8			2			198						45-49			68			14			1			104			23			3			213						45 - 49			195			1,134			1,329


			50-54			131			16			6			1			154						50-54			79			24			1			104			15			8			231						50 - 54			192			1,192			1,384


			55-59			45			5			3			1			54						55-59			119			40			4			172			45			4			384						55 - 59			116			672			788


			60-64			7			1			1			0			9						60-64			82			16			5			120			21			4			248						60 - 64			52			239			291


			65 or more			6			1			0			0			7						65 or more			17			4			1			32			5			1			60						65 or more			22			52			74


			Unspecified			1			0			0			0			1						Unspecified			0			0			0			0			0			0			0						Unspecified			0			0			0


			Age - All			1,182			131			60			5			1,378						Age - All			528			107			15			846			286			47			1,829						Age - All			1,153			5,432			6,585





&CAdminstrative 2001  05XX, 03XX, 11XX&R&d





APLook


						1995			1996			1997			1998			1999			2000			2001


			Professional			42,889			41,106			39,981			38,341			37,620			36,936			36,577


			Administrative			28,786			28,033			28,432			28,825			29,414			31,294			34,960


			Total			71,675			69,139			68,413			67,166			67,034			68,230			71,537


												Total Workforce 05XX Series


												Professional/Administrative





&R&d
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%ofTot_YOSMacro


			Quit			Retirement			Reduction In Force (RIF)			Termination or Removal			Death			Other Separation			Total Separations from Federal Service			Percentage of the Total Workforce			Total Federal Workforce White Collar			Fiscal Year			Total Federal Workforce 05xx Series White Collar			Percentage of 05xx Series Workforce			Total Separation from Federal Service 05xx Series			Quit			Retirement			Reduction In Force (RIF)			Termination or Removal			Death			Other Separation


			89,668			43,119			1,586			75,715			3,074			61			213,223			13.9%			1,536,627			2001			69,616			4.3%			2,986			1,100			1,595			17			161			113			0


			94,127			45,137			2,092			75,900			2,974			115			220,345			14.4%			1,524,883			2000			66,530			5.1%			3,405			1,356			1,746			29			172			101			1


			92,686			49,281			3,295			77,700			3,045			119			226,126			14.7%			1,536,156			1999			65,329			4.8%			3,128			1,239			1,613			34			148			93			1


			95,673			50,068			3,387			72,973			3,047			71			225,219			14.5%			1,556,531			1998			65,453			5.9%			3,853			1,574			1,973			49			171			85			1


			99,495			56,911			5,228			88,262			3,147			170			253,213			16.0%			1,585,408			1997			66,826			6.2%			4,147			1,735			2,045			80			183			100			4


																											All Federal Government						White Collar 05XX Series Only


																														SEPARATIONS


									Department of Defense Series 05xx Separation from Federal Civil Service By Years of Service


												Less than 1 year			1 - 2 years			3 - 4 years			5 - 9 years			10 - 14 years			15 - 19 years			20 - 24 years			25 - 29 years			30 - 34 years			35 years or more			Unspecified			Length of Service - All			% of 05xx Workforce Separations


									2001			58			66			31			68			138			172			162			105			241			99			0			1140			38.2%


									2000			80			33			39			88			213			181			173			165			294			114			1			1381			40.6%


									1999			42			47			51			223			405			326			310			213			307			118			0			2042			65.3%


									1998			25			58			63			329			390			391			331			313			293			148			0			2341			60.8%


									1997			30			55			77			301			358			283			293			268			315			142			0			2122			51.2%


																																				Typical Retirement Age/Time





28,786


34960


35,598


42,889





Age%ofTot05XX


			2001			Professional			Administrative			Professional & Administrative			50% = 34808			2000			Professional			Administrative			Professional & Administrative			50% = 33265			1999			Professional			Administrative			Professional & Administrative			50% = 32726


																		Less than 20			0			0			0						Less than 20			0			0			0


			20 - 24			512			336			848			1.2%			20 - 24			444			307			751			1.1%			20 - 24			174			202			376			0.6%


			25 - 29			957			735			1692			2.4%			25 - 29			912			786			1698			2.6%			25 - 29			1252			1121			2373			3.6%


			30 - 34			2256			2367			4623			6.6%			30 - 34			2578			2467			5045			7.6%			30 - 34			3858			2611			6469			9.9%


			35 - 39			4737			4272			9009			12.9%			35 - 39			5004			4096			9100			13.7%			35 - 39			5097			3891			8988			13.7%


			40 - 44			5401			5753			11154			16.0%			40 - 44			5573			5245			10818			16.3%			40 - 44			6094			5010			11104			17.0%


			45 - 49			6619			7102			13721			19.7%			45 - 49			6882			6352			13234			19.9%			45 - 49			7841			5912			13753			21.0%


			50 - 54			8595			7812			16407			23.6%			50 - 54			8661			6828			15489			23.3%			50 - 54			8150			5713			13863			21.2%


			55 - 59			4677			4051			8728			12.5%			55 - 59			4277			3240			7517			11.3%			55 - 59			3441			2564			6005			9.2%


			60 - 64			1448			1247			2695			3.9%			60 - 64			1314			974			2288			3.4%			60 - 64			1149			827			1976			3.0%


			65 or more			395			342			737			1.1%			65 or more			348			242			590			0.9%			65 or more			328			218			546			0.8%


			Unspecified			1			1			2			0.0%			Unspecified			0			0			0			0.0%			Unspecified			0			0			0			0.0%


			Age - All			35598			34018			69616			100.0%			Age - All			35993			30537			66530			100.0%			Age - All			37384			28069			65453			100.0%


												Remainder			35.6%												Remainder			37.5%												Remainder			40.6%


												> 45			60.7%												> 45			58.8%												> 50			55.2%


												< 30			3.6%												< 30			3.7%												< 30			4.2%


			1998			Professional			Administrative			Professional & Administrative						1997			Professional			Administrative			Professional & Administrative


			Less than 20			0			0			0						Less than 20			0			0			0


			20 - 24			174			202			376			0.6%			20 - 24			187			168			355			0.5%


			25 - 29			1252			1121			2373			3.6%			25 - 29			1673			1334			3007			4.5%


			30 - 34			3858			2611			6469			9.9%			30 - 34			4617			2803			7420			11.1%


			35 - 39			5097			3891			8988			13.7%			35 - 39			5317			3756			9073			13.6%


			40 - 44			6094			5010			11104			17.0%			40 - 44			6473			5139			11612			17.4%


			45 - 49			7841			5912			13753			21.0%			45 - 49			8500			6009			14509			21.7%


			50 - 54			8150			5713			13863			21.2%			50 - 54			7724			5251			12975			19.4%


			55 - 59			3441			2564			6005			9.2%			55 - 59			3142			2262			5404			8.1%


			60 - 64			1149			827			1976			3.0%			60 - 64			1104			810			1914			2.9%


			65 or more			328			218			546			0.8%			65 or more			342			215			557			0.8%


			Unspecified			0			0			0			0.0%			Unspecified			0			0			0			0.0%


			Age - All			37384			28069			65453			100.0%			Age - All			39079			27747			66826			100.0%


												Remainder			40.6%												Remainder			42.1%


												> 45			55.2%												> 45			52.9%


												< 30			4.2%												< 30			5.0%


						Over 45 Year of Age			Remaining Workforce			Below 30 Yrs of Age


			1997			52.9%			42.1%			5.0%


			1998			55.2%			40.6%			4.2%


			1999			55.2%			40.6%			4.2%


			2000			58.8%			37.5%			3.7%


			2001			60.7%			35.6%			3.6%








Age%ofTot05XX


			





Over 45 Year of Age


Remaining Workforce


Below 30 Yrs of Age


Aging  05XX Workforce1





05XX Attrit_YOS


			Professional


			1997			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Professional Separations			% of Total Workforce						1998			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Professional Separations			% of Total Workforce						1999			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Professional Separations			% of Total Workforce						2000			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Professional Separations			% of Total Workforce						2001			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Professional Separations			% of Total Workforce


			< 5 years			56			204			260			10.0%			0.4%						< 5			44			205			249			8.9%			0.4%						< 5			44			154			198			8.7%			0.3%						< 5			69			238			207			8.2%			0.3%						< 5			76			254			330			15.0%			0.5%


			5 - 9 years			179			478			657			25.3%			1.0%						5 - 9 years			180			388			568			20.2%			0.9%						5 - 9 years			161			219			380			16.7%			0.6%						5 - 9 years			149			214			363			14.3%			0.5%						5 - 9 years			100			114			214			9.7%			0.3%


			10 - 14 years			143			265			408			15.7%			0.6%						10 - 14 years			161			352			513			18.2%			0.8%						10 - 14 years			192			322			514			22.6%			0.8%						10 - 14 years			212			310			522			20.6%			0.8%						10 - 14 years			185			217			402			18.3%			0.6%


			15 - 19 years			94			158			252			9.7%			0.4%						15 - 19 years			119			181			300			10.7%			0.5%						15 - 19 years			134			145			279			12.3%			0.4%						15 - 19 years			111			172			283			11.2%			0.4%						15 - 19 years			112			144			256			11.6%			0.4%


			20 - 24 years			52			186			238			9.2%			0.4%						20 - 24 years			74			209			283			10.1%			0.4%						20 - 24 years			88			148			236			10.4%			0.4%						20 - 24 years			89			142			231			9.1%			0.3%						20 - 24 years			77			143			220			10.0%			0.3%


			25 - 29 years			35			220			255			9.8%			0.4%						25 - 29 years			44			292			336			11.9%			0.5%						25 - 29 years			49			158			207			9.1%			0.3%						25 - 29 years			65			180			245			9.7%			0.4%						25 - 29 years			51			124			175			7.9%			0.3%


			30 - 34 years			11			353			364			14.0%			0.5%						30 - 34 years			11			387			398			14.2%			0.6%						30 - 34 years			14			313			327			14.4%			0.5%						30 - 34 years			12			435			447			17.6%			0.7%						30 - 34 years			16			422			438			19.9%			0.6%


			35 years or more			0			157			157			6.0%			0.2%						35 years or more			1			163			164			5.8%			0.3%						35 years or more			1			130			131			5.8%			0.2%						35 years or more			2			133			135			5.3%			0.2%						35 years or more			1			165			166			7.5%			0.2%


			Unspecified			0			5			5			0.2%			0.0%						Unspecified			0			1			1			0.0%			0.0%						Unspecified			0			0			0			0.0%			0.0%						Unspecified			0			2			2			0.1%			0.0%						Unspecified			0			1			1			0.0%			0.0%


			Length of Service - All			570			2026			2596						3.9%						Length of Service - All			634			2178			2812						4.3%						Length of Service - All			683			1589			2272						3.5%						Length of Service - All			709			1826			2535						3.8%						Length of Service - All			618			1584			2202						3.2%


			Administrative


			1997			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Administrative Separations			% of Total Workforce						1998			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Administrative Separations			% of Total Workforce						1999			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Administrative Separations			% of Total Workforce						2000			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Administrative Separations			% of Total Workforce						2001			Agency Transfer - Out			Separation from Federal Civil Service			Separation - All			% of Administrative Separations			% of Total Workforce


			< 5 years			24			268			292			11.8%			0.4%						< 5			28			181			209			10.1%			0.3%						< 5			32			156			188			9.3%			0.3%						< 5			27			203			230			11.7%			0.3%						< 5			44			184			228			12.5%			0.3%


			5 - 9 years			63			400			463			18.7%			0.7%						5 - 9 years			72			279			351			16.9%			0.5%						5 - 9 years			94			231			325			16.0%			0.5%						5 - 9 years			51			158			209			10.7%			0.3%						5 - 9 years			47			138			185			10.1%			0.3%


			10 - 14 years			79			228			307			12.4%			0.5%						10 - 14 years			81			217			298			14.4%			0.5%						10 - 14 years			112			193			305			15.0%			0.5%						10 - 14 years			96			255			351			17.9%			0.5%						10 - 14 years			90			194			284			15.5%			0.4%


			15 - 19 years			80			163			243			9.8%			0.4%						15 - 19 years			104			190			294			14.2%			0.4%						15 - 19 years			100			155			255			12.6%			0.4%						15 - 19 years			94			165			259			13.2%			0.4%						15 - 19 years			97			174			271			14.8%			0.4%


			20 - 24 years			64			232			296			12.0%			0.4%						20 - 24 years			68			198			266			12.8%			0.4%						20 - 24 years			79			201			280			13.8%			0.4%						20 - 24 years			65			178			243			12.4%			0.4%						20 - 24 years			86			174			260			14.2%			0.4%


			25 - 29 years			30			300			330			13.3%			0.5%						25 - 29 years			34			222			256			12.3%			0.4%						25 - 29 years			45			180			225			11.1%			0.3%						25 - 29 years			38			195			233			11.9%			0.4%						25 - 29 years			46			145			191			10.4%			0.3%


			30 - 34 years			15			362			377			15.2%			0.6%						30 - 34 years			12			252			264			12.7%			0.4%						30 - 34 years			24			307			331			16.3%			0.5%						30 - 34 years			8			297			305			15.6%			0.5%						30 - 34 years			14			265			279			15.3%			0.4%


			35 years or more			0			168			168			6.8%			0.3%						35 years or more			1			136			137			6.6%			0.2%						35 years or more			4			116			120			5.9%			0.2%						35 years or more			1			128			129			6.6%			0.2%						35 years or more			3			128			131			7.2%			0.2%


			Unspecified			0			0			0			0.0%			0.0%						Unspecified			0			0			0			0.0%			0.0%						Unspecified			0			0			0			0.0%			0.0%						Unspecified			0			0			0			0.0%			0.0%						Unspecified			0			0			0			0.0%			0.0%


			Length of Service - All			355			2121			2476						3.7%						Length of Service - All			400			1675			2075						3.2%						Length of Service - All			490			1539			2029						3.1%						Length of Service - All			380			1579			1959						2.9%						Length of Service - All			427			1402			1829						2.6%


																		7.6%																					7.5%																					6.6%																					6.8%																					5.8%


			Total 05XX Workforce									66826																					65453																					65329																					66530																								69619


			Professional & Administrative


			< 5 years			80			472			552			10.9%			0.8%						< 5			72			386			458			9%			0.7%						< 5			76			310			386			9%			0.6%						< 5			96			441			437			9.7%			0.7%						< 5			120			438			558			13.8%			0.8%


			5 - 9 years			242			878			1120			22.1%			1.7%						5 - 9 years			252			667			919			19%			1.4%						5 - 9 years			255			450			705			16%			1.1%						5 - 9 years			200			372			572			12.7%			0.9%						5 - 9 years			147			252			399			9.9%			0.6%


			10 - 14 years			222			493			715			14.1%			1.1%						10 - 14 years			242			569			811			17%			1.2%						10 - 14 years			304			515			819			19%			1.3%						10 - 14 years			308			565			873			19.4%			1.3%						10 - 14 years			275			411			686			17.0%			1.0%


			15 - 19 years			174			321			495			9.8%			0.7%						15 - 19 years			223			371			594			12%			0.9%						15 - 19 years			234			300			534			12%			0.8%						15 - 19 years			205			337			542			12.1%			0.8%						15 - 19 years			209			318			527			13.1%			0.8%


			20 - 24 years			116			418			534			10.5%			0.8%						20 - 24 years			142			407			549			11%			0.8%						20 - 24 years			167			349			516			12%			12.0%						20 - 24 years			154			320			474			10.5%			0.7%						20 - 24 years			163			317			480			11.9%			0.7%


			25 - 29 years			65			520			585			11.5%			0.9%						25 - 29 years			78			514			592			12%			0.9%						25 - 29 years			94			338			432			10%			0.7%						25 - 29 years			103			375			478			10.6%			0.7%						25 - 29 years			97			269			366			9.1%			0.5%


			30 - 34 years			26			715			741			14.6%			1.1%						30 - 34 years			23			639			662			14%			1.0%						30 - 34 years			38			620			658			15%			1.0%						30 - 34 years			20			732			752			16.7%			1.1%						30 - 34 years			30			687			717			17.8%			1.0%


			35 years or more			0			325			325			6.4%			0.5%						35 years or more			2			299			301			6%			0.5%						35 years or more			5			246			251			6%			0.4%						35 years or more			3			261			264			5.9%			0.4%						35 years or more			4			293			297			7.4%			0.4%


			Unspecified			0			5			5			0.3%			0.0%						Unspecified			0			1			1			0%			0.0%						Unspecified			0			0			0			0%			0.0%						Unspecified			0			2			2			0.0%			0.0%						Unspecified			0			1			1			0.0%			0.0%


			Length of Service - All			925			4147			5072						7.6%						Length of Service - All			1034			3853			4887						7.5%						Length of Service - All			1173			3128			4301						6.6%						Length of Service - All			1089			3405			4494						6.8%						Length of Service - All			1045			2986			4031						5.8%


						1997			1998			1999			2000			2001


			< 5 years			10.9%			9%			9.0%			9.7%			13.8%


			5 - 9 years			22.1%			19%			16.4%			12.7%			9.9%


			10 - 14 years			14.1%			17%			19.0%			19.4%			17.0%


			15 - 19 years			9.8%			12%			12.4%			12.1%			13.1%


			20 - 24 years			10.5%			11%			12.0%			10.5%			11.9%


			25 - 29 years			11.5%			12%			10.0%			10.6%			9.1%


			30 - 34 years			14.6%			14%			15.3%			16.7%			17.8%


			35 years or more			6.4%			6%			5.8%			5.9%			7.4%


			Unspecified			0.3%			0%			0.0%			0.0%			0.0%


			Length of Service - All			0.0%			0%			0.0%			0.0%			0.0%


						1997			1998			1999			2000			2001


			< 5 years			552			458			386			437			558


			5 - 9 years			1120			919			705			572			399


			10 - 14 years			715			811			819			873			686


			15 - 19 years			495			594			534			542			527


			20 - 24 years			534			549			516			474			480


			25 - 29 years			585			592			432			478			366


			30 - 34 years			741			662			658			752			717


			35 years or more			325			301			251			264			297


			Unspecified			5			1			0			2			1


			Length of Service - All			5072			4887			4301			4494			4031


						1997 All			1997 Separations												1997			1998			1999			2000			2001


			< 5 years			3369			1747			51.9%						< 5 years			51.9%			14.1%			10.0%			8.9%			10.2%																		5 yr Average			Total WF			Separations


			5 - 9 years			12094			1120			9.3%						5 - 9 years			9.3%			9.4%			9.2%			8.7%			8.1%																		< 5 years			3969			699


			10 - 14 years			14445			715			4.9%						10 - 14 years			4.9%			5.4%			5.5%			5.9%			4.5%																		5 - 9 years			8224			743


			15 - 19 years			12011			495			4.1%						15 - 19 years			4.1%			5.0%			4.4%			4.3%			3.8%																		10 - 14 years			14952			781


			20 - 24 years			11773			534			4.5%						20 - 24 years			4.5%			4.8%			4.7%			4.0%			3.8%																		15 - 19 years			12486			538


			25 - 29 years			9526			585			6.1%						25 - 29 years			6.1%			5.9%			4.0%			4.4%			3.3%																		20 - 24 years			11685			511


			30 - 34 years			4183			741			17.7%						30 - 34 years			17.7%			14.1%			12.3%			12.4%			10.9%																		25 - 29 years			10514			491


			35 years or more			999			325			32.5%						35 years or more			32.5%			29.4%			23.1%			21.3%			18.1%																		30 - 34 years			5374			706


			Unspecified			13			5			38.5%																																							35 years or more			1198			288


						68413			6267			9.2%																																							Unspecified			74			2


						1998 All			1998 Separations


			< 5 years			3238			458			14.1%


			5 - 9 years			9806			919			9.4%


			10 - 14 years			15123			811			5.4%


			15 - 19 years			11834			594			5.0%


			20 - 24 years			11348			549			4.8%


			25 - 29 years			10085			592			5.9%


			30 - 34 years			4709			662			14.1%


			35 years or more			1023			301			29.4%


			Unspecified			0			1			0.0%


						67166			4887			7.3%


						1999  All			1999 Separations


			< 5 years			3869			386			10.0%


			5 - 9 years			7664			705			9.2%


			10 - 14 years			15020			819			5.5%


			15 - 19 years			12169			534			4.4%


			20 - 24 years			11064			516			4.7%


			25 - 29 years			10819			432			4.0%


			30 - 34 years			5340			658			12.3%


			35 years or more			1086			251			23.1%


			Unspecified			3			0			0.0%


						67034			4301			6.4%


						2000 All			2000 Separations


			< 5 years			3881			345			8.9%


			5 - 9 years			6610			572			8.7%


			10 - 14 years			14902			873			5.9%


			15 - 19 years			12492			542			4.3%


			20 - 24 years			11747			474			4.0%


			25 - 29 years			10949			478			4.4%


			30 - 34 years			6060			752			12.4%


			35 years or more			1242			264			21.3%


			Unspecified			347			2			0.6%


						68230			4302			6.3%


						2001 All			2001 Separations


			< 5 years			5488			558			10.2%


			5 - 9 years			4945			399			8.1%


			10 - 14 years			15270			686			4.5%


			15 - 19 years			13922			527			3.8%


			20 - 24 years			12495			480			3.8%


			25 - 29 years			11193			366			3.3%


			30 - 34 years			6578			717			10.9%


			35 years or more			1639			297			18.1%


			Unspecified			7			1			14.3%


						71537			4031			5.6%


						1997			1998			1999			2000			2001


			20 - 24			13.7%			13.7%			9.5%			13.2%			12.3%


			25 - 29			16.0%			13.5%			12.2%			12.8%			10.3%


			30 - 34			8.0%			9.2%			9.1%			8.6%			7.1%


			35 - 39			6.2%			5.8%			5.1%			5.6%			4.8%


			40 - 44			4.0%			4.6%			4.2%			4.6%			3.9%


			45 - 49			3.5%			3.9%			3.7%			3.2%			3.1%


			50 - 54			5.4%			5.2%			3.9%			3.9%			2.8%


			55 - 59			15.8%			14.0%			11.6%			12.8%			10.5%


			60 - 64			27.3%			24.1%			21.4%			20.3%			18.5%


			65 or more			36.3%			33.3%			30.1%			28.5%			18.8%





1Data collected from FedScope Dynamics 2/02
Represents combined Professional and Administrative Occupations





05XX Attrit_YOS


			0			0			0			0			0			0			0			0


			0			0			0			0			0			0			0			0
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< 5 years


5 - 9 years
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35 years or more


Percentage of Total Separations within 05XX Series by YOS (Professional & Administrative)
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			0			0			0			0			0			0			0			0


			0			0			0			0			0			0			0			0


			0			0			0			0			0			0			0			0


			0			0			0			0			0			0			0			0


			0			0			0			0			0			0			0			0





< 5 years


5 - 9 years


10 - 14 years


15 - 19 years


20 - 24 years


25 - 29 years


30 - 34 years


35 years or more


Separations of 05XX 
Professional & Administrative 
by YOS
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			< 5 years			< 5 years			< 5 years			< 5 years			< 5 years


			5 - 9 years			5 - 9 years			5 - 9 years			5 - 9 years			5 - 9 years


			10 - 14 years			10 - 14 years			10 - 14 years			10 - 14 years			10 - 14 years


			15 - 19 years			15 - 19 years			15 - 19 years			15 - 19 years			15 - 19 years


			20 - 24 years			20 - 24 years			20 - 24 years			20 - 24 years			20 - 24 years


			25 - 29 years			25 - 29 years			25 - 29 years			25 - 29 years			25 - 29 years


			30 - 34 years			30 - 34 years			30 - 34 years			30 - 34 years			30 - 34 years


			35 years or more			35 years or more			35 years or more			35 years or more			35 years or more





1997


1998


1999


2000


2001


Percentage Separations by Age by Service (Series 05XX Professional and Administrative)


0.518551499


0.1414453366


0.0997673818


0.0888946148


0.1016763848


0.0926079047


0.0937181318


0.0919885177


0.0865355522


0.0806875632


0.0494980962


0.0536269259


0.0545272969


0.0585827406


0.0449246889


0.0412122221


0.0501943552


0.0438819952


0.0433877682


0.0378537566


0.0453580226


0.0483785689


0.046637744


0.0403507278


0.0384153661


0.0614108755


0.0587010412


0.0399297532


0.043656955


0.0326990083


0.1771455893


0.1405818645


0.1232209738


0.1240924092


0.108999696


0.3253253253


0.2942326491


0.2311233886


0.2125603865


0.1812080537





			





* number of separations/ number in that age group population
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Percentage Separations by Age* 
Series 05XX Professional and Administrative 
does not include clerical or technical personnel







Percentage Separations by Age* 
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