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         United States Department of the Interior

OFFICE OF THE ASSISTANT SECRETARY
POLICY, MANAGEMENT AND BUDGET

Washington, D.C.  20240

July 12, 2003

Memorandum

To:

Solicitor

Chief of Staff

Inspector General

Assistant Secretaries

Bureau and Office Heads

From:

P. Lynn Scarlett (signed – original signature on file)

Subject:  
Enhancing Workforce Management during Competitive Sourcing Processes

I would like to bring you up to date on the status of the competitive sourcing initiative in the Department.  During the past 19-20 months, we have taken a number of actions designed to effectively implement our competitive sourcing strategy.  In November 2001, Secretary Norton discussed the Department’s competitive sourcing initiative in an all-employee memorandum.  She shared her conviction that Interior employees are dedicated, hardworking, and resourceful.  She emphasized that this initiative, like the Administration’s other management reforms, challenges each of us to examine the work we are doing and to find the best ways to deliver excellent customer service.  Through June 10, 2003 some 1,700 FTE at Interior have undergone competitive sourcing reviews.  More reviews have resulted in maintaining services in-house than in shifting them to an external provider.  In no case has an employee who wanted to stay employed at Interior been involuntarily separated.  

The new OMB Circular A-76 (Circular) adopts and incorporates the Department’s philosophy that competitive sourcing is a process to help bureau/office management provide better value to the citizen.  The Circular has a strong emphasis on competition and stresses that the desired outcome is producing the best results for society, rather than contracting out or downsizing our workforce.

The Department’s Center for Competitive Sourcing Excellence and the Office of Personnel Policy have combined forces to ensure the tools are in place to address workforce issues associated with competitive sourcing.  These include:

· Using attrition, reassignments, relocations and other available tools to reduce or eliminate involuntary separations if a private contractor wins a competitive sourcing competition, or the employees’ successful Most Efficient Organization (MEO) calls for less than the current number of full time equivalent employees to perform the re-engineered function.

· Communicating with national and local unions and our employees throughout the competitive sourcing studies to keep everyone informed of actions as they occur.

· Continuing to provide multiple means of communication, electronic and written communications, People, Land, and Water articles, web sites and other sources, to ensure employees have every opportunity to learn about competitive sourcing and receive timely answers to any questions. 

· Ensuring training of the bureau/office personnel staff.

· When applicable, providing contract offices with a list of affected employees seeking positions with the contractor to ensure right of first refusal is offered (personnel offices are monitoring competitive sourcing progress and will act as appropriate).

· Developing an action plan to provide the workforce with transition assistance from public announcement of a performance decision until full implementation of the decision.

· Designating management officials whom employees may contact for information or questions about the competitive sourcing process.

· Ensuring that employees and their representatives have an opportunity to participate in the standard competition process, as allowed by the Circular and the Federal Acquisition Regulation (FAR).

· Fulfilling the agency’s collective bargaining obligations and providing the unions representing affected employees with appropriate opportunities to provide input on the competitive sourcing process.

· Ensuring personnel offices are ready to provide employees with career transition assistance, where desired, such as federal job information, individual career counseling and guidance services, job search assistance, and – on an as-needed referral basis – employee assistance program counseling services.

Also, we have requested that the Office of Personnel Management give our bureaus authority to use early outs and buyouts should there be any employees whose positions may be eliminated as a result of competitive sourcing decisions.  We will keep you posted on the progress of these discussions.  It is worth emphasizing that these authorities, if granted, will be targeted only to employees affected by competitive sourcing.

One indication of how thorough our preparation has been is the fact that a recognized   consultant recently showed us a list of 53 things that could be done to address impacts of competitive sourcing on employees; we had already been using or planned to utilize all these ideas.

Over the next six months, as many of our larger competitive sourcing studies are concluded, we will continue to use the management tools available to us to enhance the success of our efforts.  The Office of Personnel Policy and bureau/field personnel offices are working to ensure our employees will be provided with any assistance needed.  In particular, if you need to help an employee affected by competitive sourcing find a position outside your bureau, please contact Deputy Assistant Secretary Mike Trujillo, at (202) 208-4727.
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