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Briefing Objectives

e Review purpose and scope of HR
Transformation

e Communicate Timelines

e Next Steps for Transition
e Answer your guestions




The Three Interdependent Components

Re-engineerin
' ompetitive

Automation :
Review

These strategic levers for change are overlapping and interdependent;




Why Transform?

Increase Efficiencies and Eliminate Redundancies

Effectively sharing resources = Incorporating and expanding best
practices and encouraging

Improving access and use of partnering with management to

automation. build sustainable organizations

Consolidating transactional work

(A76) = Standard Operating Procedures

Servicewide

Delivering a higher level of
service




Why So Complex?

« Many of the activities are interdependent—
— SHRO consolidation
— Automation upgrades

— A-76 process and the consolidation of transactional
work

— Geographic Dispersion

— Service-wide processes/procedures need to be
standardized

requiring close coordination and concurrent
actions among activities




Information Technology

Automation




HR AUTOMATION

e Others
* QuickTime — Standard PD Library
— Employee/Labor

« E-QIP Relations Tracking
USA Staffi e
arring — Retire EZ
« Electronic Official — Employee Express
Personnel Files - WTTS

— EODS




Timeline
e 4/1/08 to 6/30/09 Quicktime
 FY08/09 E-QIP
 FY08/09 USA Staffing
 FY08/09 Expansion of PD Library
 FY08/09 Expansion of Employee
EXpress

 FY09/10 e-OPF
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Presentation Notes�
Last slide for Jerry in this section�


A-76

Competitive Review
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Presentation Notes�
Angela starts here�


Performance Work Statement

e Defines tasks

 Establishes standards for deadlines and quality of work

» Defines Government Furnished Property (GFP)




Competitive Sourcing Functions

« Position Classification

e Preparation & Distribution of Employee Notices
e Length-of-Service Awards

* Personnel Actions/Payroll Data Processing

* Benefits Management

* Records Management




Position Classification

Help in development and completion of Position
Descriptions (PDs)

Evaluate and recommend title, series and grade
Complete OF-8

Maintain, modify and update standardized/benchmark
PD library

Maintain and make available position descriptions




EMPLOYEE NOTICES

m Standard HR notices to inform employees of employee
rights, benefits opportunities, reminders, (e.g.,
prevention of sexual harassment, open season, FSA) etc.




LENGTH-OF-SERVICE
AWARDS

m Prepare and Distribute Length-of-service certificates
and pins

m Includes length of service verification once eOPFs are Iin
place




PERSONNEL ACTIONS/PAYROLL DATA
PROCESSING

m All Personnel and Payroll Data Actions
m Requesting SF-75 Information
m Coding and processing

m Send Out, Receive and Process Personnel/Payroll
Forms

B Answer employee questions regarding personnel-
related forms and programs




BENEFITS MANAGEMENT

m All Types of Retirement & Buy Back Calculations
m Retirement Counseling
m Benefits Counseling

m Processing of Designation of Beneficiaries

m Retirement Processing




RECORDS MANAGEMENT

m Establishes, updates, maintains, and transfers
employee performance and payroll data files

m Establishes, maintains, updates and transfers e-OPFs

® May scan and upload forms into e-OPF system as
required




Competitive Review

e Transition will occur in 2 Phases:

— Phase 1 — March 2009
o Classification
 Employee Notices
 Length of Service Awards

— Phase 2 — After E-OPF Conversion (FY09/10)

 Personnel Action Processing
 Benefits
» Records Management




Number of Full-Time Equivalents (FTEs) — Phase 1

Total Number of FTEs = 23.42




Number of Directly Affected Employees

80-
70-
60 -
50+
40+
30+
20-
10+

Total Number of Directly Affected Employees = 253

B AKR

= IMR

B MWR
O NCR

LINER

B PWR

[0 SER

B WASO




What has happened so far?

Agency Tender (MEO solution) and other bids submitted to
Contracting Officer on March 25, 2008

Source selection is In process

Regions & HRO’s have identified positions affected

Employees on those positions informed of possible impact



Presenter�
Presentation Notes�
The NPS contracting officer posted the Workforce Management solicitation and Performance Work Statement on February 4, 2008.  All bidder proposals (and the Agency Tender) was due March 25, 2008.  Since the MEO’s proposed staffing solution is procurement-sensitive information, I can’t discuss the details of the organization structure or location of the MEO at this time.  However, I can discuss the remainder of the process and the projected time frames when we can expect a decision on who the new service provider will be.  The next step in the process is performed by the contracting officer.  He will review all the bids, including the Agency Tender, and forward the qualifying packages to the Source Selection Board.  The Board will evaluate each bidder’s response, and choose the service provider who presents the the best solution to the work requirements described in the PWS.  This process will take place during the summer, and the new service provider will be announced in September 2008.  The service provider then has 6 months to prepare to take over the first phase of the competed work.   �


What if MEO Wins?

« MEO leadership will advertise MEO jobs — all
can apply

* Those not selected for MEO will be placed
within NPS.



Presenter�
Presentation Notes�
Now we come to the part everyone is interested in.  How will the transition work?  The first point I’d like to make is that we believe that the Phase 1 transition will be the easiest of the two phases.  Why?  Because the classification, employee notices, and service pins represents the smallest percentage of the competed work; therefore, fewer positions will be impacted during the Phase 1 transition.  So step 1 is to identify the employees performing the competed work, and the positions that eventually will have to be restructured or realigned as a result of the competition.  This part has been accomplished.  How did we do it?  I have been working with each of your Regional HR representatives, and they have validated the list of employees performing the competed functions.  Your Region will be using this information when putting together the transition plans that are due at the end of September.  I will also be using the information to determine our overall placement requirements during the transition period.   If the MEO wins the competition, our plan is to advertise the jobs that will performing the Phase 1 work.  I can’t tell you where the jobs will be located, but I can tell you that these will be new positions, and everyone is welcome to apply, regardless where they are located.  At this point in time, we don’t plan to offer relocation expenses.  Those of you who apply and are selected will move into the MEO jobs. But what if you are sitting on a position that will be going away as a result of the competition?  The Regional Directors have agreed they will find a job for everyone in this situation.  �


What If another service provider wins?

o Significantly impacted employees may have right of
first refusal

 Those who do not elect to work for new service
provider will be placed within NPS



Presenter�
Presentation Notes�
Let’s look at Scenario 2.  Suppose the MEO is not selected, and another service provider wins the competition?  The first steps of the process are the same – to identify the employees and positions impacted.  If another service provider wins, the Federal Acquisition Regulation (FAR) requires that service provider to offer impacted employees the first chance at those jobs.  So if that service provider is another government agency, our impacted NPS employees would receive a job offer from that agency.  If the new service provider is not a government agency, the job offer would not be a federal position.  Again, the Regional Directors have agreed that all Workforce Management employees who want to remain with NPS will have a job. �


February 4, 2008
March 25, 2008

April =Mid-July

August, 2008 (NLT)
Aug - Oct, 2008

Oct 1, 2008

March 1, 2009 -

Timeline

Formal Request for Proposals (RFP) posted
Bids due from all interested competitors

Source Evaluation Board recommends selection of
Service Provider to the Source Selection Authority

Public Announcement of selected Service Provider
NPS Transition preparations for Service Provider
Service Provider begins five month phase-in-period

Service Provider performs the following work —
assification, Length-of-Service Awards, anc




Servicing HR Offices

Re-engineering




74 Servicing Personnel Offices to 23
Servicing Human Resources Offices

» AKR - 1 * NER- 4
s IMR - 4 " PWR - 5
* NCR = 1  SER- 4

« MWR — 3 = WASO -1




Timeline for SHRO Consolidation

9/30/08 Regions submit their plans and SHRO
locations to AD, Workforce Mgmt

9/30/09 20% reduction from 74 accomplished
9/30/10 Additional 40% reduction accomplished

9/30/11 Final 40% reduction (full
Implementation) accomplished

Much remains to be defined and worked out. Principally includes learning who
the Service Provider will be and how configured.

Steering Committee, HR Council, & Administrative Advisory Council meet in
August.
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Last slide for Angela�


Transition



Presenter�
Presentation Notes�
We appreciate your taking the time out of your busy day to join us on this broadcast.  My subject area address issues related to the transition from our current organization to our new organization.  This includes two primary areas:  1) transition to the service provider for those functions that we have competed; and 2) the SPO/SHRO consolidation.  For purposes of this broadcast we are going to focus primarily on the transition to the service provider.  Since SPO/SHRO plans are not due from the regions and WASO until September 30, we will deal with those transition issues on a future broadcast after the plans have been received and reviewed by the Steering Committee.  

With respect to the transition activity concerning the service provider, let me first introduce the Transition Team to you. The team was established to help employees make the change to a new way of doing business and to establish clear role and function definitions and process agreements to facilitate effective customer services.



�


Transition Team Members

Nancy Wilson Valerie Marquez David Fuller

John Crowley Lisa Towery Angela Hargrove


Presenter�
Presentation Notes�
As you can see, we have established a team composed primarily of field members.  We also have established links to other functional areas within NPS that are important to the successful transition to the service provider. Talk about the mix of individuals:



Co-Chairs – Alex and Marcia

Regional HR Council Member – John Crowley

Park HR Officer – David Fuller and Nancy Wilson

Regional HRA – Valerie Marquez

Park AO – Lisa Towery

HRA Liaison – Angela Hargrove

Consultant – Trace – Laveta Casdorph

COTR - TBD

�


AdVISors

o Superintendent’s Advisory Group — Dave Luchsinger
(lead) + 1 Supt from each region

 Information Technology — Sue Hawkins

* Budget Group— Tom Ferranti (lead)

e Administrative Advisory Council — Frank Connor,



Presenter�
Presentation Notes�
While our list of advisors is also still in transition, it is our intent to involve those functions that are key to the success of this effort.  

With respect to the Transition team, it is our intent to hold a transition team meeting the week of August 25 which is timed to take place subsequent to the announcement of the service provider.  We will also be establishing a Transition section on the Workforce Management web page on Inside NPS.  At any time, as we work through this process,  if you have questions, comments, or issues you would like us to address, please feel free to contact any of the team members.  While we may not have all the answers, we will do our best to get you an answer or tell you when that information will be available.

In order to help get everyone on the same page, I thought I would provide a brief update of the primary activities that the transition team is and will be working on  Our Advisors to the process will serve as sounding boards who will review recommendations and provide feedback and focus as we work through our procedures and process.  Advisors will also be responsible for vetting information throughout their respective communities to provide us feedback on various aspects of our project.�


| essons Learned

Forest Service NVARYAY



Presenter�
Presentation Notes�
When we first started thinking about transition activities, we wanted to find out what was happening in other governmental agencies.  As we researched the issue, we found out that two agencies have already conducted consolidations of human resources functions; the Forest Service and NASA.

The Forest Service conducted an internal reorganization and consolidation and did not use the A-76 process in their effort.  NASA, on the other hand, did conduct an A-76 competition for the transactional functions of most of its administrative services for the agency and established a centralized work site for the contractor in Mississippi.  Since NASA’s process more closely paralleled our effort, a few members of the transition team went down to visit their operation to see what we could learn.  We found out that the work was being accomplished through an external contractor and that the two primary issues of concern to management were 1) cost and 2) quality and timeliness of customer service.  Employees, on the other hand, were primarily concerned about quality and accuracy of advice and information as well as timeliness of services.   NASA’s ability to track and evaluate contract services is quite sophisticated and beyond that envisioned in our PWS.  There are two other significant findings among many that we discovered during our visit; 1) most of the employees that provide contract services came from outside NASA; and 2) NASA established a Shared Services Center (NSSC) composed of federal employees performing inherently governmental work that helped monitor and facilitate the work of the contractor.





�


NASA SSC/SP Relationship



Presenter�
Presentation Notes�
As you can see on the screen, this is a three sided relationship.  The service provider( SP) and NASA are self-explanatory.  The entity that is new on the slide is the small, governmental group they call the NASA Shared Services Center (NSSC).  The NSSC has two principal functions: 1) to facilitate workflow between the agency and the SP to assure timeliness and quality of work; and 2) To sign and release actions.  

We are currently exploring the feasibility of establishing such a group within NPS to help SHRO’s get their work done and to reduce the back and forth flow of paperwork.  Our goal is to help balance the needs of the SHRO’s to manage and transition the work that will now be accomplished by the Service Provider with the needs of NPS to assure quality and timely services from the service provider as well as to manage the details of the contract.  We envision establishing written service agreements with regions/SHRO’s  that define the way work is accomplished for that group.  As an example, sending a classification action back and forth for review and signature is time consuming and not efficient.  If a SHRO elects to sign a classification action it will need to retain expertise to do so.  In consultation with the SHRO, the group like that in NASA could sign off and finalize a classification action. They could also handle servicewide contract issues such as all employee notices and work with the contractor on the  PD library.

Keep in mind that even if the MEO wins, it will not be business as usual.  As Angela explained earlier in this broadcast, all positions in the MEO will be advertised and competed.  The initial contract is for a period of 5 years and at the end of 5 years, the contract will again be put up for bid.�


Next Steps

Develop Service Delivery
Agreements

Develop informational and
transitional packets for the
SP for IT access,

Identify and develop

standard operating
procedures,

Develop strategies to
resolve communications and
work process Issues

Identify employee training
needs

Develop proposed SHRO
standard position
descriptions and
performance standards

Identify HR automation
operational implications

Identify communication
strategles

Identify HR SOP’s and

bulletins/advisories to be
Heveijioped



Presenter�
Presentation Notes�
Next Steps:

For the transition team our next steps include working on communications and work products that will facilitate the transition from our current operation to one that envisions fewer SHRO’s and a Service Provider.  We are working on templates for service level agreements, positions descriptions, communications, web site access, assistance to SHRO’s as well as to the service provider. 

If you have any questions, we are open to addressing them at this time.�


Three Strategic Levers

Pursuing all Three

Concurrently is
Critical to

Our success

Re-engineerin
| ompetitive

Automation ;
Review
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Jerry starts here.



We hope that the information we have presented is helpful.  As we move forward and begin address and implement each of these strategic levers we understand that many of you may feel unsure about how you fit within this picture�


“It Isn’t the changes that do you
IN... It’s the transitions.”

Author William Bridges (Managing Transitions)

e Change is:
— Situational
— External

— May happen quickly
once or over an extended
schedule.



Presenter�
Presentation Notes�
As we have mentioned in this broadcast, we hope that by establishing teams and developing work processes that we can set the NPS on the road to success.  Managing transitions and changes is not an exact science. When looking at change, it is important to understand that they are usually situational, involve external influences (like the A-76 effort mandated by OMB) which we may or may not have control over.  THERE ARE NO COOKBOOK, STANDARDIZED ANSWERS.





[happens quickly may be conventional wisdom from change gurus, but isn’t the episodic and “drawn out over several years” nature of this change as much or more of a problem/concern as it happening quickly?  My greater concern in this transformation is change fatigue that results from a “when will we finally know what it is?  When will it finally be over?” environment that we’ve been struggling through.    I think we have good reasons for drawing out the changes through 2011, most importantly in order to maximize the possibility of honoring the commitment not to voluntarily displace anyone and because the changes are so highly interdependent and you can only eat the elephant one bite at a time.]

�


Transition IS:

Psychological

Internal

Takes time

Begins with an end



Presenter�
Presentation Notes�
Transitions, on the other hand, are those phases that we go though that are internal to ourselves and have a psychological component. It takes time for each of us to process these emotions.  Each person, will go through the internal processes at their own pace.�


3 Phases of Transition
e Ending r

e Neutral Zone

e Beginning



Presenter�
Presentation Notes�
Just like the stages of team development i.e., forming, storming, norming, performing), the emotional process of transitioning follows  certain steps before we accept the changes. It begins with an ending of what came before, progresses to the neutral zone and then we begin the change to what comes after.



Think back to the last time you made a significant change in your life.  Although you may have been excited about the prospect of change, you probably were apprehensive about changing your situation.  The time between deciding to make a change and beginning the actual change is called the neutral zone.  �


Characteristics of the Neutral Zone

» Between one set of purposes and another

 An “emotional wilderness”

o Little clarity

« Motivated to “escape”



Presenter�
Presentation Notes�
William Bridges describes the neutral zone as that time period when you are in between one set of purposes and another.  Sometimes it is called an emotional wilderness.  



It is important to recognize that the neutral  zone is core to the transition process and it’s a natural and expected part of the transition.   In order to experience new beginnings, you must first experience the ending and spend some time here in the neutral zone.  



There is little clarity and therefore you are motivated to try to escape.  Some people escape by leaving.  Others by putting on blinders and pretending that they’re not involved.   Some focus on the new beginning that’s coming and are impatient to get there and start, before the support systems are ready and before their co-workers are there.  No one is “good” or “bad” for being in any particular mindset at a particular time.   Because transition is personal and internal, each of us experiences it at our own pace.  The job of “change management” professionals is to help harmonize us to proceed at as nearly equal a pace as possible so that the organization transitions in the most orderly, least chaotic way possible.



�


Questions?
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