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Letter from IGFOA President Claudette Watson-Anderson to the
United States of the Interior Office of Insular Affairs

United States Virgin Islands

Hon. Claudette Anderson, CPA
Commissioner of Finance, USV]
President, IGFOA

Republic of the Marshall Islands

Hon. Jack Ading
Minister of Finance, RMI
Vice-President, IGFO4

Federated States of Micronesia

Hon. Finley Perman
Secretary of Finance, FSM
Treasurer, IGFOA

Commonwealth of the
Northern Marianas Island

Hon. Hoy Inos
Secretary of Finance, CNMIT
Secretary, IGFOA

American Samoa

Hon. Gaea Perefoti Failautusi
Treasurer, American Samoa

Member, IGFOA

Guam

Hon. Lourdes Perez
Director of Finance & Admirn.
Member, IGFOA

Republic of Palau

Hon. Elbuchel Sudang
Minister of Finance, Palau
Member, IGFOA

Yap State, FSM

Hon. Maria Laaw
Director af Finance & Admin
Member, IGFOA

IGFOA

Island Government Finance Officers’ Association
IGFOA Secretariat, United States Virgin Islands

2314 Kronprindens Gade

St, Thomas, VI 00801

December 5, 2008

Hon. Nikoloa Pula, Director

United States Department of the Interior
Office of Insular Affairs

1849 C Street, N.W.

Washington, DC 20240

Dear Director Pula:

As President of the Island Government Finance Officers’ Association
(IGFOA), | am writing on behalf of my fellow heads of finance to thank you
for your office’s contributions to the IGFOA conference we just completed
this past week in Kona, Hawaii. In addition, | would like to take this
opportunity to update you on the progress IGFOA and its members have
made over these first eight years of our existence. We have plans to
continue building on our many successes and would like to enlist the
continued support of the Office of Insular Affairs to do so.

The IGFOA Executive Committee affirmed their strong support of our
biannual conferences at this year's meeting. Since our inception in 2000,
we have accomplished a great deal:

* Five of our ten insular areas received unqualified audits for fiscal year
2007: Guam, Palau, the Marshall Islands, Pohnpei and Kosrae. When
we began the audit improvement project eight years ago, none of us
had unqualified audits, and most of us were several years behind in
issuing statements.

¢ Ten of our eleven insular areas have issued timely audits for FY 2007,
the sole exception being the U.S Virgin Islands. However, we continue
making great progress on our own timeliness.

¢ |IGFOA has endorsed and continues using an independent, external
assessment tool via the Performeter. Most governments now have five
years of trended data that clearly highlights both strengths and
weaknesses. The Performeter has been used to help us explain our
financial status to our Legislatures and Governors, ultimately leading to
better fiscal decisions.

¢ |GFOA has also developed and endorsed an AFTER (Audit Findings,
Timeliness and Exceptions Resolution) analysis, tracking audit
qualifications, findings, and questioned costs. The percentage of prior




Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008

year findings repeated and cleared is a particularly significant measure indicating
how well each government has addressed its audit issues.

* A pilot project to assess the Guam Department of Administration has been
completed by independent consultants, via the Graduate School, USDA. Similar
finance office assessments are being scheduled for all of our insular areas.

* An Executive Leadership Development Program has been designed to provide
young, energetic staff from throughout our insular areas with an opportunity to
develop the skills they will need to become our future leaders. The first of four
sessions was completed in Guam last October with great commendation.

We believe that our association and our biannual meetings have enabled us to more quickly
improve our audits and successfully use planning and assessment tools. Our annual attendance
at the GFOA conferences keeps us current with issues affecting finance, budget, systems and
personnel. Our meetings with the IGFOA group allow us to discuss how national issues will
affect our insular areas while we strategize to exchange ideas and best practices. The
association has fostered a healthy competition among us, as we work to improve our
performance to match the accomplishments of the stronger finance offices.

On a personal note, I've found the opportunity to meet with the heads of finance from the
various Pacific islands to be very helpful to me as a new Commissioner. While every island
government has unique issues, it is clear that the we have much in common, and that each of
the finance officers have much to share.

The IGFOA Executive Committee believes that it would be difficult to maintain our association
without the continued support of your office and the assistance of the Graduate School, USDA.
However, we are committed to our association and will be exploring the possibility of a formal
chapter relationship with GFOA. In addition, we plan to expand the use of the PITI-VITI web site
to include issue forums and resource information for the finance offices.

On behalf of the IGFOA Executive Committee, | think you for your continued support. We
sincerely hope that OIA will continue to be our partner in financial management improvement.

Yours sincerely,

Claudette Anderson
Finance Commissioner, U.S. Virgin Islands
President, IGFOA

Cc:  Governors, Insular Areas
IGFOA Members




2. Executive Summary

The Island Government Financial Officers’ Association (IGFOA) has met at least annually
since 1999 to participate in professional development and networking activities and to
establish an agenda for financial management improvement. The conferences have provided
a forum for participants to discuss common issues and strategies and to develop a shared
agenda for training, organizational development, and technical assistance.

The 2008 IGFOA conference had two broad, overarching objectives—(1) to review and
document the progress the insular areas have made in improving audit results and the
financial health of their governments and (2) to identify strategies the governments can use to
address their most critical human resource challenges. To achieve these objectives the
conference established four specific goals. During the conference participants would:

e Acquire tools and strategies for recruiting and retaining qualified professional
financial staff,

e Review progress and plan for next steps on key financial initiatives—the audit
improvement project, the Performeter, the finance office assessment tool, and Other
Post-Employment Benefits (OPEB),

e Learn about and plan for the impact of upcoming revised accounting standards and
other changes that will affect government operations, financial statements, and audits,
and

e Develop site-specific action plans that will be used to implement human resource and
financial management initiatives.

Bob Lavigna, Vice-President of Research for the nonprofit Partnership for Public Service,
gave the keynote address for the conference. In his address, Mr. Lavigna focused on the
workforce changes and challenges facing governments, at all levels and around the world.
These challenges included the aging workforce; the increasing education and skill
requirements of public service; more competition for talent; the changing expectations of
workers, especially younger entrants into the workforce; and the complexity of managing
four generations of employees. He highlighted specific workforce data, provided by the
insular areas, on their own workforce challenges.

Mr. Lavigna then briefly identified the human resource areas of focus for the subsequent HR
sessions — an overall framework for managing talent, recruiting and hiring, onboarding,
maximizing employee engagement, and forming a solid partnership with HR staff. He
concluded by emphasizing that attracting, developing and retaining talent is not just HR’s job
— financial managers must also be the organization’s talent managers.

Ms. Debbie Milks and Mr. Frank Crawford provided updates on IGFOA projects. Ms. Milks
presented the latest data on the audit improvement project, emphasizing that the offices could
not rest on their accomplishments (e.g., unqualified) but needed to continue to focus on their
core business processes—reconciling accounts, cash management, Federal grant
management, etc. Mr. Crawford distributed the current Performeter and A.F.T.E.R. data,
highlighting areas of improvement and areas where the situation has worsened. He then
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provided information on new and/or revised accounting standards and the impact these
changes would have on the finance offices.

The conference closed with a brief discussion of the changing roles of the finance offices and
government action planning to address the human resource, audit, accounting and changing
role challenges each of the finance office is facing.

3. Background

In 1999 the Department of Interior’s (DOI) Office of Insular Affairs (OIA) and insular
government financial management officials decided to form the Island Government Finance
Officers Association (IGFOA). The purpose of IGFOA was to promote improved financial
management in the insular governments. The IGFOA was incorporated in the
Commonwealth of the Northern Mariana Islands and its by-laws were approved in 2001.

Since 1999, IGFOA members have met at least annually to participate in professional
development and networking activities and to establish an agenda for financial management
improvement. The conferences also provided a forum for participants to discuss common
issues and strategies, and to develop a shared agenda for training, organizational
development, and technical assistance.

For the past few years IGFOA has focused on accountability in expending government funds
and in resolving audit qualifications, findings, and questioned costs. The association has
sponsored the Audit Improvement Project and the development and use of the Performeter.
The 2008 fall conference was designed to continue these projects and to begin to address the
human resource issues affecting financial management in the insular governments (see
Appendix A for the complete conference agenda).

4. Conference Goals

The IGFOA conference had two broad, overarching objectives—(1) to review and document
the progress the insular areas have made in improving audit results and the financial health
of their governments and (2) to identify strategies the governments can use to address their
most critical human resource challenges. To achieve these objectives the conference
established four specific goals. During the conference participants would:

e Acquire tools and strategies for recruiting and retaining qualified professional
financial staff,

e Review progress and plan for next steps on key financial initiatives—the audit
improvement project, the Performeter, the finance office assessment tool, and Other
Post-Employment Benefits (OPEB),

e Learn about and plan for the impact of upcoming revised accounting standards and
other changes that will affect government operations, financial statements, and audits,
and

e Develop site-specific action plans that will be used to implement human resource and
financial management initiatives.
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As part of participant introductions and an orientation to the conference, participants
identified the most significant things they learned in previous conferences and listed what
they hoped to gain from this conference (Appendix B).

5. Welcoming Addresses

The President of IGFOA, Ms. Claudette Anderson, Commissioner of Finance, U. S. Virgin
Islands, welcomed the conference participants to the session (see Appendix C for a list of the
Conference Participants). She thanked the participants for taking time from their busy
schedules to attend the meeting and expressed her hopes that everyone would benefit from
the conference. Ms. Anderson also expressed appreciation for the various initiatives that
have come from the IGFOA meetings and set the stage for the agenda’s primary focus on
human resource issues, with important updates on finance and audit issues in the islands also
included.

Jack Maykoski, Senior Executive, Office of the CEO and President, Graduate School,
USDA, welcomed the IGFOA participants on behalf of the Graduate School, USDA, and
thanked the group for making the effort to attend the conference. Mr. Maykoski also thanked
the Department of the Interior for its continued support of the IGFOA group. Mr. Maykoski
expressed his support of the agenda’s focus on human resource issues, as it is a major
challenge for all of the insular areas. He noted that Bob Lavigna, the conference’s main
presenter, will be a strong resource in this regard and will provide a lot of information that
can be taken back to the participants’ home islands. Finally, Mr. Maykoski congratulated the
group on its many accomplishments—moving from 0 to 5 unqualified audits in the last eight
years, the endorsement of an external assessment tool in the Performeter, and the new PITI-
VITI initiatives that have emerged from IGFOA meetings like these, including the Executive
Leadership Development Program, the audit and finance assessment programs, and business
standards development. Mr. Maykoski noted the following statistics from a recent report
from the American Society for Training and Development that may be useful in
benchmarking where participant organizations are in comparison (http://www.astd.org):

Training is increasingly being tied to organizational missions and objective achievement

e 2.15% of payroll is typically dedicated to employee development

e 45 hours per employee, per year, is dedicated to employee development
The areas where learning investments are being made, in priority order are:

e Certification and compliance knowledge
e Skills development and information for “industry”’-specific areas
e Leadership and management training

e Processes, procedures and business practices

Non-learning performance improvement solutions investments, which make up about 40% of
learning dollars, are focused on:

e Process improvement
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e Talent management

e Change management

Finally, Mr. Maykoski honored the contributions of Mr. Elbuchel Sadang, the outgoing
Minister of Finance in Palau, to the development of IGFOA institutionally. Mr. Maykoski,
along with Stephen Latimer, presented Minister Sadang with a plaque thanking him for his
contributions over the past eight years.

6. Keynote Address: Human Resource Issues and Strategies for
Today’s (and Tomorrow’s) Workforce

Bob Lavigna, Vice-President of Research for the nonprofit Partnership for Public Service,
gave the keynote address for the conference. In his address, Mr. Lavigna focused on the
workforce changes and challenges facing governments, at all levels and around the world.
These challenges include the aging workforce; the increasing education and skill
requirements of public service; more competition for talent; the changing expectations of
workers, especially younger entrants into the workforce; and the complexity of managing
four generations of employees. He also highlighted specific workforce data, provided by the
insular areas, on their own workforce challenges.

Mr. Lavigna then briefly identified the human resources areas of focus for the subsequent HR
sessions — an overall framework for managing talent, recruiting and hiring, onboarding,
maximizing employee engagement, and forming a solid partnership with HR staff. He
concluded by emphasizing that attracting, developing and retaining talent is not just HR’s job
— financial managers must also be the organization’s talent managers. (See Appendix D for
the slides from this presentation.)

7. Panel Discussion: Human Resource Issues in the Finance Office

A panel of representatives from each of the insular governments discussed the human
resource issues facing their finance offices. The panel members were:

e Lourdes Perez, Director of Administration, Government of Guam

e Robert Schrack, Special Assistant to the Secretary of Finance, CNMI

e Levi Reese, Chief Accountant, Department of Treasury, American Samoa

e Elbuchel Sadang, Minister of Finance, Palau

e Jack Ading, Minister of Finance, Republic of the Marshall Islands

e Thomas Pablo, Director of Treasury and Administration, Pohnpei State Government,
FSM

Each government addressed four questions:

e  What are the most challenging human resource issues your office faces today (and
expects to face over the next few years)?
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e What human resource strategies, practices and/or programs have been effective in
addressing these issues?

e What human resource strategies, practices and/or programs have not been effective in
addressing these issues?

e  Which human resource strategies, practices and/or programs are your highest
priorities for improvement (to make more effective)?

(The responses to these questions from each government are summarized in Appendix E.)
Claudette Anderson addressed these questions for the Virgin Islands:

e (reatest HR challenges—getting appropriate staffing levels to bring about effective
change. Many employees within VI Finance are older and used to the previous
systems and the old way of doing things. A second challenge is finding sufficient
funds to pay for adequate staffing levels. Another challenge is providing training to
individuals once they’re onboard, given budget constraints. Finally, finance
employees are part of various unions, which adds challenges, and has not been an
effective management tool.

e Effective HR strategies—We’ve been trying to offer seminars to employees. Another
effective practice has been to ask retiring employees to document their job
responsibilities and update manuals before leaving.

e Ineffective HR strategies—

e Highest priority HR systems needing improvement—Selection of qualified
individuals, and offering commensurate pay to positions. Also, upgrading buildings
and facilities.

Lourdes Perez represented the Government of Guam and stated:

e Greatest HR challenges—recruiting and compensation. Guam also faces challenges
with inter-departmental employee transfers, which can be made without the
authorization or approval of department heads. This is a law. Guam face issues with
component units when they have the authority to determine their own compensation
schedules, making it difficult to compete. In Guam, with the increased federal
presence there, GovGuam feels it will have to compete with the U.S. Federal
Government—including compensation and benefits, as they are willing to pay more
than GovGuam does. Finally, it is extremely difficult to remove a poor performer—
and if an action is initiated, most will go before the Civil Service Commission to
appeal that action, usually with success. It is easier to terminate people during the
initial six-month probationary period.

o Effective HR strategies—Guam has begun a job classification and pay study to help
with recruiting and compensation. One tool Guam uses all the time is the ability to
recruit above the initial step in its 20 step system. GovGuam can also hire
contractual and unclassified employees for positions difficult to fill-health care
professionals, etc.
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Ineffective HR strategies—Guam has not made major changes to its pay scale or
classification system since the late 1980’s. Job security is not enough of a selling
point for working for the government, especially as the government reduces benefits,
such as sick leave and vacation leave. The old retirement plan is also not available to
new employees.

Highest priority HR systems needing improvement—defining the roles of finance

officers as the roles and responsibilities of the finance office change. The Guam

Division of Accounts now needs management analysts that it never needed in the
past.

Levi Reese discussed American Samoa’s HR concerns:

Greatest HR challenges—Being able to attract qualified people given the low pay-
scale. ASG has a lot of vacancies, and the HR department determines what the
starting salary should be, making the position unattractive to qualified individuals.
ASG also needs the governor’s executive approval. When ASG does advertise for
positions the line managers do not participate in the screening process to shortlist
applicants, and HR is not selecting appropriate individuals.

Effective HR strategies—Issues can only be addressed if people follow the same rules;
policies and procedures are not followed uniformly. The most effective strategy has
been to graduate people from contractual positions to full-time employment.

Ineffective HR strategies—Desk audits have not been effective. When they are
requested, people don’t come to conduct the audit. No changes in positions or
salaries are realized.

Highest priority HR systems needing improvement—Recruitment is the highest
priority. The need for qualified, professional personnel in HR is a tremendous.

Elbuchel Sadang presented Palau’s comments:

Greatest HR challenges—Palau faces challenges because of the early retirement
program that was administered several years ago. It also relocated its government
offices, making it expensive to commute to work. The disparity between civil service
employees and contracted employees is significant. Palau spends a lot of scholarship
money training young people that don’t come back to the government. Managers
don’t do a good job of praising good employees, and are unable to terminate non-
performing employees.

Effective HR strategies—Palau has been able to standardize compensation for
positions across government, along with salary schedules.

Ineffective HR strategies—Like Samoa, Palau need desk audits. Palau needs to know
how many personnel, at which level, are necessary to complete the job. Otherwise
people want to be promoted by virtue of how long they’ve been doing their job, and
get reclassified just for the salary increase.

Highest priority HR systems needing improvement—Palau wants to hire replacements
to work with outgoing employees. It also wants to update its classification system, so
it doesn’t start stealing employees from other departments.
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Bob Shrack addressed the questions for the CNMI:

Greatest HR challenges—The CNMI has been going through a serious economic
slump and has lost about 30% of its government employees and is now being forced
to do more with less staff. Receptionists and secretaries are now doing the work that
accountants used to do. As Guam’s economy grows the CNMI is likely to see
outmigration to Guam for jobs.

Effective HR strategies—Recruiting graduating CNMI students from the U.S.
mainland, or local residents working in the U.S. to offer them the possibility to come
and work back home. Many are interested.

Ineffective HR strategies—It has been a great challenge to keep people for more than
several years if they don’t have a strong connection to the island. That’s why the
CNMTI’s focus has been on qualified local people and trying to recruit them from the
mainland U.S.

Highest priority HR systems needing improvement—The CNMI employee turnover
rate is pretty high, but mostly among the new hires. Its core employees have been
around for a while, but they’re the ones approaching retirement.

Thomas Pablo discussed the HR issues for the Pohnpei State Government (PSG), FSM:

Greatest HR challenges—Pohnpei’s most challenging human resource issue is
turnover of talent. PSG doesn’t have money to keep its employees. The Finance
Office has lost its financial advisor, civil engineer and several key positions, all to the
FSM National Government because they were offering more pay. PSG struggles to
maintain talent.

Effective HR strategies—Training opportunities have been effective, both in
increasing the performance of the staff’s daily activities and in retaining staff.

Ineffective HR strategies—We haven’t had any effective programs to address HR
issues.

Highest priority HR systems needing improvement—The highest priority is to
maintain the people currently on board. PSG would like to implement a program to
accomplish this, along with appropriate compensation practices and programs.

Jack Ading spoke on behalf of the Republic of the Marshall Islands (RMI):

Greatest HR challenges—The RMI wage bill is very high, and RMI is receiving
advice from everywhere to reduce it. RMI Government is the largest employer on the
island. Reducing the wage bill is much easier said than done, when it impacts
families. Within the Ministry, employee attendance is very poor. Disciplinary
authority lies with the Ministry head who is not always around, and the employees’
immediate supervisors don’t always act. RMI also struggles to attract qualified
employees. It does not have much turnover, some of which is good. RMI also has
contract employees who make better salaries than do civil service employees.
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Effective HR strategies—RMI’s PSC has delegated disciplinary authority to division
supervisors. RMI also needs more training needs to look off-island to do so. The

Finance Office is also not doing any cross-training among employees.

e Ineffective HR strategies—Disciplinary authority is not being effectively
implemented.

e Highest priority HR systems needing improvement—Maintaining qualified

employees by offering them more competitive compensation packages. The Finance

Office competes with the local college for talent.

8. A Framework for Addressing Human Resource Needs in Today’s

Environment

In this session, Mr. Lavigna reviewed the information presented by the panel of insular

government managers, highlighting the workforce issues the panelists identified, and relating

their comments to the program content. He then presented a model that integrates HR
activities with organizational strategy and mission accomplishment. The model illustrates
how HR activities (including workforce planning) should be aligned to ensure that

organizations have the talent they need to translate business strategy into mission success.
Mr. Lavigna again focused on the critical role that line managers themselves must embrace to

ensure they have the right talent, in the right places, at the right times.
He then provided a preview of the content in each of his four subsequent sessions:

e Recruiting and hiring talent
e Onboarding effectively
e Maximizing employee engagement

e Working effectively with HR

Finally, in this session Lavigna identified some of the “best practice” approaches government

agencies are using to address workforce challenges:

e Develop multiple pipelines for talent

e Recruit aggressively — and communicate/market public service

e Make the hiring process work

e Maximize employee engagement and satisfaction

e Make performance management work

e Build the talent/leadership pipeline

e Create more flexible, timely, user-friendly and responsive civil service systems

e Use workforce planning as the foundation

(The slides for this presentation can be found in Appendix F.)
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9. Strategies for Recruiting and Hiring Talent

This session focused on the need for government agencies to recruit widely and aggressively,
and hire efficiently. Specifically, Mr. Lavigna covered:

e The difference between recruiting and hiring

e The need to recruit aggressively

e Recruiting strategies

e Keys to effective hiring
Mr. Lavigna distinguished between recruiting (attracting candidates) and hiring (identifying
the best candidates), and also highlighted the need for proactive (and not just reactive)
recruiting. To illustrate this, he presented research data on why potential candidates want to
work for government, as well as reasons why they may not be interested in government. The
key is to emphasize the positive attractions and eliminate/minimize the negative aspects. He

then presented recommendations to improve recruiting effectiveness, emphasizing both “high
tech” and “high touch” strategies.

He then shifted the focus to the hiring process, first highlighting “how to alienate candidates”
and then segueing into a more positive message — recommendations to fix the hiring process
to make hiring more efficient, effective, timely and user-friendly. (The slides for this session
can be found in Appendix G.)

This session concluded with participants brainstorming how to improve their own recruiting
and hiring processes (see Appendix H).

10. Strategies for Onboarding Effectively

Recruiting and hiring talented people is critical to government effectiveness. Just as critical
is “onboarding” — effectively orienting, assimilating, training and developing new employees.
This session, based on the Partnership for Public Service report Getting On Board: A Model
for Integrating and Engaging New Employees, focused on leading-edge onboarding practices
from both the public and private sectors, including:
e The business case for good onboarding
0 What is onboarding?

0 Why good onboarding is important, including research documenting the link
between onboarding and retention, employee engagement and productivity

e Core components of good onboarding
0 Leading practices from private and public sector organizations

0 A model onboarding process, including the five phases of onboarding,
starting with when a new employee accepts the job offer

How onboarding enhances retention

Techniques for successful onboarding
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0 How to put effective onboarding practices in place, and keep them in place
(The slides for this presentation can be found in Appendix I.)

After learning about the onboarding model and recommendations to improve onboarding, the
participants discussed strategies to improve their own processes (see Appendix J).

11. Strategies for Maximizing Employee Engagement for Productivity
and Retention

In this section, the third component of attracting, developing and retaining talent, Mr.
Lavigna focused on:

e What employee engagement means

e  Why it’s critical

e What drives engagement

e How to maximize engagement

He presented empirical data showing that employee engagement (defined as a heightened
employee connection to work, the organization, the mission or the people they work with)
results in higher levels of productivity, retention and organizational performance. Then,
drawing on results from the Partnership’s “Best Places to Work in the Federal Government
research, he identified four key drivers of high engagement:

9

e Leadership
e The line of sight between an employee’s skills and the mission of the organization
e Work/life balance

e Training and development

Mr. Lavigna concluded by sharing recommendations on how an organization can become,
and stay, “a best place to work.” (The slides for this session can be found in Appendix K.)

Following Mr. Lavigna’s remarks, Participants discussed how to enhance employee
engagement in their own organizations (see Appendix L).

12. Strategies for Working Effectively with Your Human Resource
Office

In this final session of the HR series, Lavigna presented material on:

e The evolving role of HR
e Setting expectations with HR

e How to meet these expectations
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He described the ongoing evolution of human resources — moving from a focus on
transactions to four new strategic roles: HR expert, business partner, change agent and
leader. Unfortunately, many HR offices have not yet made this transition. Mr. Lavigna then
offered suggestions about how line managers can help facilitate this transition, in part by
setting mutual expectations with their HR offices. He emphasized the critical role managers
must play to ensure their organizations can attract, develop and retain talent. (The slides for
this session can be found in Appendix M.)

The session concluded with an interactive exercise on how to forge a more cooperative and
productive relationship with HR. (See Appendix N for the participants’ suggestions on how
to build more effective relationships with their HR offices.)

13. Break-out Session: Action Planning for Implementing Human
Resource Strategies and Best Practices

After Mr. Lavigna completed his six sessions on human resource strategies, the conference
participants separated into government groups and developed action plans to address their
highest priority human resource issues. (These action plans are summarized in Appendix O.)
Governments noted several common issues. First, and most significant, the human resource
departments in the governments need to change their missions to focus on supporting the
business needs of the line agencies. Second, the human resource departments may not have
the resources or staff skills needed to perform this new mission. And finally, both the human
resource departments and the line agencies need to develop effective partnerships for the
governments to be able to obtain and retain the talent they need to operate successfully and
effectively.

14. Panel Discussion: Audit Improvement Project Strategies to Avoid
Last Minute Audit Preparation

Debbie Milks presented an update on her most analysis of the governments’ single audits,
and then facilitated a panel discussion of how to improve the audit preparation process. Her
goal for the session was for each government to identify one critical task or activity it could
perform during the year rather than wait until the audit was near or underway.

Ms. Milks’ analysis of the governments’ audits indicated that the number of findings was
trending down over the last five years, with most findings in the areas of reconciliation,
procurement, and grant management. She expressed two significant concerns about the
findings—reconciliation findings were increasing and questioned costs were going way up,
especially in procurement. She emphasized that bank reconciliations should be completed
timely on a monthly basis and independently reviewed.

Ms. Milks addressed six questions to a panel of representatives from the insular governments.
The panelists were:

e Kathy Kakigi, Controller, Department of Administration, Government of Guam

e Hermana Idip, COFA/Systems Accountant, Ministry of Finance, Palau

e Maria Laaw, Director, Office of Administrative Services, Yap State Government,
FSM
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e (arri-Lee Magalei, Senior Accountant, Department of Treasury, American Samoa
The questions posed to the panelists were:

e  What types of activities do you and your office do in preparation for your annual
financial audit?

e Which activities should be performed routinely and which are strictly yearend audit
related?

e Does your office have to catch up with routine activities in order to be ready for the
audit (filing, reconciliations, purchase documentation, report writing & prep, posting
audit and other adjustments, etc)?

e What procedures, management techniques, resources would help make these tasks
more routine during the year?

e What constraints prevent your office from routinely performing the tasks?

e What is one thing you could do now in your office to be better prepared for next
year’s audit?

(Details on the panelists’ remarks addressing these questions can be found in Appendix P.)

Kathy Kakigi reported Guam performs closings every quarter. She further stated revenues
and expenses were recorded timely. She used work planning (or project management)
techniques to keep the audit on schedule and tried to keep her staff and managers involved
throughout the audit. She also held weekly meetings immediately prior to and during the
audit to make sure all issues were resolved promptly. She mentioned that DOA is working
on decentralizing its role. They require the agencies to prepare the FSR for federal grants
and use the finance staff to audit the reports and check for compliance.

Maria Laaw admitted Yap rushes to get the audit done ‘at the last minute’ every year. The
finance office seemed to be reacting to audit requests rather than managing the audit process.
The office continually had short-term demands interfere with and delay audit related tasks.
Yap used a checklist of the tasks and activities that needed to be done for the audit.
Sometimes someone monitored progress on the checklist, sometimes no one did. In general,
the checklist did not seem to help with the audit. She thought that by getting the staff more
involved in creating the checklist, they would be more engaged in completing their tasks.
Ms. Laaw also found that Yap also had to rely too much on specific individuals to get some
tasks completed; when those individuals were absent, the work simply did not get done.

On their financial audits, Hermana Idip stated Palau did monthly reconciliations and had
monthly closings. They made sure all required documents were attached or available before
processing transactions. Journals, accruals, and operating transfers were the only accounting
actions done late. Palau wants to develop an internal audit section in the finance office. She
indicated management style was the main constraint the office faced. To improve their audit
process they address prior year findings, complaints from the auditors, and other problems
experienced in previous audits. They also provide information to the auditors before it is
requested.
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For their single audit, Ms. Idip their biggest problem was getting component units to
complete their audits timely. They have a policy in which the component units will not be
reimbursed for their audit expenses unless their audits are completed on time. The finance
office offers assistance to the component units. Frequent and continuous communication and
follow-up are key to completing the audits successfully. Accounts are reconciled monthly
and a checklist is used for audit tasks. This year Palau will require the auditors to provide a
draft report by the end of December rather than the end of March to allow the office more
time to address issues raised in the audit.

Carri-Lee Magalei stressed follow-up was the key to completing their audits and addressing
findings and questionable costs. ASG created an audit committee comprised of the people
responsible for the audit findings. The committee meets weekly to monitor progress and
resolve problems. The committee built an action plan and assigned responsibility and
established timelines for all of its tasks. They meet with the territorial auditor quarterly and
he reviews what has been done to address findings. The finance office has established
partnerships with key departments and programs and includes all stakeholders on audit
related communications. The finance office staff reviews the draft audit carefully and raises
questions with the auditors on findings that do not seem to be accurate. ASG’s main
constraint is the conflict between audit tasks and time demands and the requirements of their
ongoing operations.

15. Performeter Update

Frank Crawford explained the concepts behind the Performeter, how the Performeter
measures are computed and combined, and what the measures mean. The Performeter
measures the financial health and success of a government. Critical to the value of the
Performeter scores are the relevance (timeliness) and reliability (accuracy) of the data used to
compute the score. Mr. Crawford presented the Performeter scores for each insular
government for each of the last five years and highlighted trends and key issues (see
Appendix Q).

Mr. Crawford also provided updated information for each government on their A.F.T.E.R.
analysis. He concluded his presentation by emphasizing the most important uses of the
Performeter and A.F.T.E.R. analysis:

e Track your financial health and performance over the years.

e Review the A.F.T.E.R analysis to track progress on the elimination of audit findings
and questioned costs, timeliness of the release of the financial statements, and
component unit related issues.

16. Finance Office Assessment Project in the Guam Department of
Administration

Lou Perez and Kathy Kakigi of Guam’s Department of Administration described their
experiences during the finance office assessment pilot (conducted by Steve Medlin and Mike
Zimmerling). Guam was the first government to volunteer to participate in the assessment
process and their observations would help other governments decide whether (and when) to
participate in the program.
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Ms. Perez and Ms. Kakigi addressed three questions related to the assessment:

e What kind of preparation up front was necessary?
e How much of a disruption was it to ongoing operations?

e  What benefits did DOA accrue from the assessment?

The assessment team requested SOPs, systems manuals, strategic plans, operational plans,
and various other documents prior to its arrival on island to start the review. The collection
of these documents was the only preparation the office needed to do.

During the assessment, the team members met with DOA staff and managers in small groups
and individually. None of the interviews lasted more than an hour. (Ms. Perez mentioned
that her interview lasted only 15 minutes.) Thus the disruption to the work of the office was
minimal.

Ms Kakigi said the strengths of the office were apparent in the assessment—the highest were
single audit and leadership. Weaknesses and opportunities were also clear—staffing
problems, facilities, and documentation. The staffing issues included workforce planning,
adequate staffing levels and staff development.

Ms. Perez mentioned that all of the dimensions on the finance office assessment tool were
reviewed. It was obvious that the facilities and human resources needed improvement. The
assessment found that staff was in training programs, but the time spent was not documented.
A good indicator of a good organization is the amount of training they provide. The quick
hits include adding a pay type in the payroll module to track hours of training. Just going
through the exercise showed employees that they matter. It reinforces that they are
important.

The assessment team wrote a narrative around the dimensions, no ratings were assigned. The
process primarily allowed the employees to bring their feedback to the fore. Every one of the
managers said that they “don’t have the right staff to do the job.” The most critical finding
was that the jobs have changed, not that the staff aren’t qualified. The transaction processors
now have to be analysts. They are asked to be consultants. Skills developed 20 years ago are
not relevant today. The challenge is how to move from where we are now to where we want
to be, and most importantly, what they want to be. By clearly defining the desired finance
office of the future, DOA management can determine what skills they need in the future and
grow in the appropriate direction.

Kathy said the assessment was an eye opener. DOA’s previous focus has been on the audits
and they have improved that area, but now they have a long way to go in other areas. She
challenged all the island offices to take this assessment and use the results to improve.

17. Break-out Session: The Changing Role of the Finance Office

Based on the results of the Guam DOA finance office assessment, the conference participants
discussed the changes occurring in their offices. Most governments reported changing
mandates, roles and responsibilities, and several offices reported even more changes they
were hoping to effect (see Appendix R for the lists of changes mentioned). The most
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commonly cited changes were increased automation, less processing and more analysis, and
the evolution into a consultative role.

Debbie Milks commented that the role of the finance offices has been changing for some
time, but finance personnel have not necessarily changed their habits or their mindsets to
meet the new demands. She also emphasized that the core function of being a processor of
government finance documents has not gone away and the finance offices must ensure that
they maintain a solid foundation and not lose focus on their traditional tasks. The tools that
enable the office to be a steward—technology, people, processes and organization—must be
improved to more efficiently fulfill that function and move finance into the role of a catalyst
and strategist within the government.

She encouraged the offices to change from being information custodians to information
providers, from being holders of the purse strings to partners in allocating government
resources. The staff must view the other departments in government not as being a bother or
hindrance to getting work done, but as partners in good fiscal governance.

18. Government Accounting Update—Accounting Issues Facing the
Insular Governments

This session provided the participants with an update on current issues related to
governmental accounting, specifically focusing on the issues that may directly or indirectly
impact the insular governments. Much of the session discussion focused on the impact, or
potential impact, of OPEB accounting principles, also known as Other Post Employment
Benefits. Our discussion dealt with the potential impact on the financial health and success
of insular governments when implementing this standard, which will require for the first time
either disclosures or financial statement liabilities, or both, to be displayed for governments
that provide post employment benefits other than pensions to retirees, such as fully covered
or subsidized health care.

The remaining part of the session dealt with new accounting standards related to the
accounting and financial reporting of Sales and Pledges of Receivables and Future Revenues,
accounting and financial reporting concerns for Pollution Remediation Obligations, amended
pension disclosures, and accounting and financial reporting for Intangible assets.

19. Conference Evaluations

At the end of the conference, participants completed an evaluation rating the conference on
several dimensions and providing comments to open-ended questions (see Appendix S for a
full Summary of the Conference Evaluation). On the key evaluative dimensions, the
participants rated the conference extremely highly. On a scale of 1 — 5, with 5 being the
highest score and 1 being the lowest score, the average ratings were:

e The IGFOA conference sessions were relevant and timely — Score: 4.8
e The conference’s objectives were substantially met — Score: 4.6

e Logistics for bringing participants to and from Kona were handled satisfactorily —
Score: 4.7
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e The conference site (hotel) was comfortable and conducive to the meeting — Score:
4.5

e Support services by the Graduate School, USDA, staff during the conference were
handled well and in a timely — Score: 4.9

e Overall, this conference of the Island Government Finance Officers’ Association
(IGFOA) was:
Excellent (5)....Very Good (4)....Average (3)...Fair (2)....Disappointing (1)
— Score: 4.6

The narrative comments about the conference were equally positive. Many responses cited
the relevance of the human resource issues the governments. Respondents went on to also
mention they did not realize they could affect so many of the HR issues without having to
change their HR functions and management.



Appendix A: IGFOA Conference Agenda

Annual Conference of the

Island Government Finance Officers’ Association (IGFOA)
Hilton Waikoloa Village Resort, Kona, Hawaii

December 2 — 4, 2008
AGENDA

Goals: Island Government Finance Officers Association Conference participants will:

1. Acquire tools and strategies for recruiting and retaining qualified professional financial

staff;

2. Review progress and plan for next steps on key financial initiatives—the audit
improvement project, the Performeter®, finance office assessment tool, Other Post-
Employment Benefits (OPEB);

3. Learn about and plan for the impact of upcoming revised accounting standards and
other changes that will affect government operations, financial statements, and audits;

and

4. Develop site-specific action plans that will be used to implement human resource and
financial management initiatives.

MONDAY, DECEMBER 1

11:00 a.m. — 2:00 pm

3:00 — 5:00 p.m.

TUESDAY, DECEMBER 2

7:00 — 8:15 a.m.
8:30 - 9:00 a.m.
9:00 — 9:45 a.m.

Arrive and Register

Judy Perry of the Graduate School, USDA will be available
outside the Kona 4 Ballroom to distribute stipends and answer
any logistics questions.

IGFOA Executive Officers Meeting
Kona 1 Ballroom

Breakfast

General Session
Kona 4 Ballroom

Welcoming Addresses

e Claudette Anderson, President, IGFOA; Commissioner of
Finance, U.S. Virgin Islands;

e Jack Maykoski, Graduate School, USDA

Review of Agenda and Introductions
Dr. Steve Medlin, Facilitator

19
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9:45-10:15 a.m.

10:15-10:30 a.m.

10:30 am. — 11:30 a.m.

11:30 - 12:30 p.m.

12:30 — 1:30 p.m.
1:30 — 2:45 p.m.
2:45 —3:00 p.m.
3:00 —4:15 p.m.

Keynote Address: Human Resource Issues and Strategies for
Today’s (and Tomorrow’s) Workforce:

e Bob Lavigna, Vice-President, Research, Partnership for
Public Service

Break

Insular Government Finance Office Panel Discussion
Moderator: Dr. Steve Medlin

Panelists will address the following questions:

e What are the most challenging human resource issues
your office faces today (and expects to face over the next
few years)?

e What human resource strategies, practices, and/or
programs have been effective in addressing these issues?

e What human resource strategies, practices, and/or
programs have not been effective in addressing these
issues?

e  Which human resource strategies, practices, and or
programs are your highest priorities for improvement (to
make more effective)?

Panelists:

e Jack Ading, Republic of the Marshall Islands
e Levi Reese, American Samoa

e Claudette Anderson, U.S. Virgin Islands

e Thomas Pablo, Pohnpei, FSM

e Lou Perez, Guam

e Elbuchel Sadang, Republic of Palau

e Bob Schrack, CNMI

A Framework for Addressing Human Resource Needs in
Today’s Environment (Bob Lavigna)

Questions and Answers
Lunch

Strategies for Recruiting and Hiring Talent
e Bob Lavigna

Break

Strategies for Onboarding Effectively
e Bob Lavigna
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4:15 -4:30 pm

5:30 p.m.

Debrief Day 1

Reception Hosted by First Hawaiian Bank

WEDNESDAY, DECEMBER 3

7:00 — 8:15 am.
8:30 — 8:45 am.
8:45-10:00 a.m.

10:00 — 10:15 a.m.

10:15 am. — 11:30 p.m.

11:30 — 12:30 p.m.

12:30 - 1:30 p.m.

1:30 — 3:00 p.m.

3:00 —3:15 p.m.

3:15p.m. —4:15 p.m.

4:15—-4:30 pm

Breakfast

Review Results from Tuesday and Overview of Today’s

Agenda

Strategies for Maximizing Employee Engagement for
Productivity and Retention

e Bob Lavigna
Break

Strategies for Working Effectively with Your Human
Resource Office

e Bob Lavigna
Questions and Answers / Discussion

Small Group Breakout Session—Action Planning for
Implementing HR Strategies and Best Practices

e Bob Lavigna and Steve Medlin

Lunch

Audit Improvement Project Panel Discussion
Strategies to Avoid Last Minute Audit Preparation

e Moderator: Deborah Milks, CPA

Panelists:

o Kathy Kakigi, Guam

e Hermana Idip, Palau

e Maria Laaw, Yap, FSM

e Carri-Lee Magalei, American Samoa

Break

Performeter Update
e Frank Crawford

Debrief Day 2
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THURSDAY, DECEMBER 4

7:00 — 8:15 a.m.
8:30 — 8:45 a.m.
8:45-9:15 am

9:15-10:15 am

10:00 - 10:15 am

10:15-11:15am

11:15 - 12:00 pm

12:00 — 1:00 pm
1:00 — 2:00 p.m.
2:00 —3:00 p.m.

Breakfast

Review Results from Wednesday and Overview of Today’s
Agenda

Finance Office Assessment Project: Guam Department of
Administration

e Lou Perez, Kathy Kakigi, and Steve Medlin

Small Group Breakout Session: The Changing Role of the
Finance Office

e Facilitator, Steve Medlin
Break

Government Accounting Update: Accounting Issues Facing
the Insular Governments

e Frank Crawford, CPA

OIA Performance Measures Project Update
e Steve Medlin

Working Lunch

Insular Government Action Plans

e What have you heard the last three days that you can use
when you return home?

e How would you use it?

e Develop a brief action plan on the first steps you will need
to take to begin to use it.

Report Outs
Day 3 Debrief

Conference Evaluations



Appendix B: Lessons Learned from Previous Conferences and
Expectations for this Conference

What are the most valuable lessons learned in prior conferences?

e Audit updates
e Succession planning
e Understanding the importance of audit improvement

e Knowing that all the island areas face the same problems, despite their other
differences and that the island governments can share solutions and learn from each
other

e We are the driving force of audit improvement
What do you hope to learn during this conference?

e How we can deal with our human resources department
e How to get new blood into the government
e How to attract quality staff within the constraints of government

e How to “right fit” our organization with the right individuals
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Appendix C Slides from the Keynote Address

PARTNERSHIP FOR PUBLIC SERVICE

Attracting,
Developing and
Retaining Talent:

Meeting the
Challenge

1. Setting the Stage

rlavigna@ourpublicservice.org
www.ourpublicservice.arg
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Why it Matters

“Itis not at all elear how
government can be well
executed unless it is able to
compete more effectively for its

fair share of talent *In the globalization system

... One of the most important
and enduring competitive
advantages that a country
can have today is a lean,
efficient, honest civil service

. system.”
“Government is always

going to be able to fill
vacancies. The important
question is whether we can
fill them with talented and
committed people with the
skills we need.”

Partnership for Public Service

Our Five-Part Plan

Non-partisan, non-profit * Educate potential recruits

organization dedicated to
recruiting and retaining

excellence in government. .
Our goals: * Drive HR change

* Communicate value of
public service

e new generations * Promote legislative reform

to serve * Do research to identify or

* how create policies/programs
government works that work
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Employee Age Distribution
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Government Agency -- Today

Same Agency -- in 3 Years

Chief Engineer

RETIRED

Dep ector




30 Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008

Public Sector Workforce Well-educated

Education Level
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More Complex Workforce:
Multiple Generations

* Traditionalists (born before 1946)
* Boomers (born 1946-64)

* Gen Xers (1965-81)

* Millennials (>1982)

More Complex Workforce:
Changing Expectations

* Free agents

* Less loyalty -- “transactional”
relationship

* “Knowledge nomads” — mobile skill sets

* Work/life balance issues
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Guam Division of Accounts Workforce:
Today and Tomorrow

Total employees in
2008 = 46
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Guam Division of Accounts Workforce:
Today and Tomorrow

Total employees in
2008 = 46
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5 years = 16
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Guam Division of Accounts Workforce:
Today and Tomorrow

Total employees in Eligible to retire in Eligible to retire in
2008 = 46 5 years = 16 5-10 years =7
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Your Workforces — Today and Tomorrow

Emplovees New Annual 5-Year 10-Year
Hires Turnover Retirem't.
Betirem’t.

Guam
Palau

USVI
CMNI

American Samoa 147
FSM

Yap

12%
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So ... What’s It All Mean?

* Workforce undergoing dramatic shifts
* Tougher to attract and retain talent
* Public sector feeling these effects first

* Government must adapt to the
talent market, not vice-versa

What We’ll Cover

* A framework for attracting and
retaining talent

* Specific approaches i
* Recruiting and hiring talent \ -
+ Onboarding effectively :':\j;
* Maximizing employee engagement

* Building a strong partmership with HR
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Research: Applying New Knowledge

Onboarding New What HR

Recruiting on Campus Employees Leaders Think Finding Jobs

Hiring Baby Boomers Building Employee

Engagement

The Best Places to Work
IN THE FEDERAL GOVERNMEN o

What We Won'’t Cover

* Secret formulas, magic bullets
* Easy answers

* Simple solutions

* One-size-fits-all approaches

* Turning you into an HR expert
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There isn’t any silver bullet to
attract, develop and retain
talent

It takes silver buckshot!

Now It’s Your Turn!

*» Your workforce/talent challenges

* How you’re dealing with them

* Your highest priorities




Appendix D Human Resource Issues in the Finance Office

VIRGIN ISLANDS
Challenges

e Staffing levels

e Older staff not wanting to learn
e Lack of funding

e Lack of training dollars

e Attracting qualified applicants
Strategies that work

e Force training for staff
Strategies that are a problem

e Retirees who don’t document their SOPs

e Employees not taking advantage of technology
Personnel Priorities

e Selection of qualified individuals
e Appropriate pay for qualifications

e Low morale—poor working conditions
Effect of the unions in the VI

e Employees rewarded for performance in private industry, but with unions you are
rewarded for being “just good enough”

GUAM
Challenges

e Recruiting
e Compensation
e Competition

0 From other agencies—employees can transfer to a different agency without
approval of the current supervisor

From component units which can set different pay plans

From the Federal government with higher salary & increase in positions
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0 From private industry which now pays better

e Very difficult to remove an employee for poor performance—99% of the employees
will do to the Civil Service Commission and protest

Strategies that work

e Government wide classification study (Sept 09 completion)

e Recruit “above step” — up to 10 steps if you can demonstrate difficulty in recruiting
for the position

e Use contracts to hire positions which are difficult to fill
Strategies that are a problem

e Recruitment strategies are not that effective
e Job security of government no longer is enough

e Fewer benefits in government (accrued sick leave, etc)
Personnel Priorities

e Defining the role of finance from a transactional processor to management analysis
CNMI
Challenges

e The economy --- revenues have declined by 30%

e Lots of pressure on the remaining staff

e Cross-training lower level staff to take on more responsibility
e Guam will recruit from all the other islands

e Loss of population to the mainland

e Difficult to find qualified replacements

e High turnover of new employees
Strategies that work

e Limited term contracts allow more flexibility
e Recruiting locals who are in college
e Recruiting locals who are working in the States

e Perhaps using the IGFOA website to post vacancies
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Strategies that are a problem

e Political hires

e Off island recruits (not local) don’t stay
AMERICAN SAMOA
Challenges

e Attracting qualified people with a low pay scale
e Large number of vacancies

e Human Resource office dictates the salary level, regardless of available budget and
other approvals

e Departments are not involved in selecting the short list
Strategies that work

e Everyone follows the same rules
e Convert a budgeted career position to contract
e Obtain applications from good applicants to ensure they are not left off the qualified
listing
Strategies that are a problem
e Desk audits are not performed or result in a dead end

Personnel Priorities

e Work on recruitment

e Redo the evaluation process
REPUBLIC OF PALAU
Challenges

e Early retirement of many staff

e Qualified staff migrating to Guam and Saipan

e Relocation of the Capitol—I hour commute

e Differing pay scales between civil service, contractual, & political appointees
e Scholarship $ spent doesn’t come back to the island

e Not enough attention paid to good employees

e Need to update the procedure manual
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e Small hiring pool
Strategies that work

e (lassification system was revamped

e Adopted a pay scale to match the new classification system
Strategies that are a problem

e Incomplete desk audits

e Need to set the number of staff needed at each level
Personnel Priorities

e Hire new directors

e Complete classification system
POHNPEI
Challenges

e  “All of the above”
e Turnover of talented employees
e Lack of funding

e Competition with the National Government
Strategies that work

e External training from USDA and others
Strategies that are a problem

e Funding is too low for hiring and training
Personnel Priorities

e Maintain current hires
e Setup a program to help current staff

e Revamp compensation package
RMI
Challenges

e The cost of personnel is too high
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e RMI is the #1 employer so laying off staff is difficult

e Employee attendance

e Attracting qualified employees

e Limited hiring pool

e Competition of private industry—banks and ship registry have bigger budgets
e Turnover after administration changes

e Political appointees get better salary than civil service
Strategies that work

e Delegation of disciplinary authority to section supervisors
e Need more training—no $ for overseas training

e Need cross training
Strategies that are a problem

e Not fully utilizing disciplinary authority
Personnel Priorities

e Offer more competitive compensation



Appendix E Slides from ‘A Framework for Addressing Human
Resource Needs in Today’s Environment’ Presentation
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o

Attracting,
Developing and
Retaining Talent

2, Overview and
Framework

rlavigna@ouwrpublicservice.org

wunw. ourpublicservice.org
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What We’ll Cover

* Recruiting and hiring talent
« Recruiting v. hiring
* Need for aggressive recruiting
* Recruiting strategies
« Keys to effective hiring
» Onboarding effectively
* Whatitis
* Why it’s important
« How to onboard effectively

What We’ll Cover

» Maximizing employee engagement
* What employee engagement means

* Why it’s critical

» What drives engagement

* How to maximize engagement
* Working effectively with HR

* The evolving role of HR

» Setting mutual expectations

* How to meet these expectations
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How Does Government Meet These
Workforce Challenges?

* Develop multiple pipelines for talent

* Recruit aggressively --
communicate/market public service

* Make the hiring process work

* Maximize engagement and satisfaction

How Does Government Meet These
Workforce Challenges?

* Make performance management work
* Build the talent/leadership pipeline

* Create more flexible, timely, user-friendly
and responsive civil service systems

* Use workforce planning as the foundation
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Workforce Planning:
What It’s Really About

1. What talent do we need to succeed — now
and in the future?

2. What talent do we have now?

3. Where are the gaps?

4. How are we going to eliminate these gaps?

Supply and
Demand Analysis

PARTHNERSHIP FOR PUBLIC SERYICE

Workforce Planning

Gap-Closing
Strategies

Organizational
strategic

plans and
operational
tactical plans

Internal and
external
environmental
scans

.

Workforce
(Number and
type of workers)

Woerkload
(Amount and
type of work)

-

Competencies
(Knowledge,
skills, abilities,
and behaviors)

Compare
current talent
to future needs
for talent

Identify gaps
and surpluses

HR
reengineering

Recruitment
= Retention

Succession
planning

Training

Talent
management

Organizational
assessment

Etc.

Implementation
plan

Performance
measures

Change
management
strategy

Evaluation

# PARTHERSHIP FOR PUBLIC SERVICE
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What We’ll Cover

Specific approaches
1. Recrunting and hiring talent
2. Onboarding effectively

3. Maximizing employee engagement for
productivity and retention

4. Building a strong partnership with HR

Reactive v. Proactive Recruiting

Reactive Proactive

*Use the job description + Where can I find the best

*Create a new brochure, people?

+Post an ad — newspaper, Web * How do I reach them?

*Sit back and wait * How do I convince them to
apply? Accept?

+ How can I best use our limited
resources?

The best of the best, not the best of the desperate!
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Career Goals — College Students

Work/life balance 64%
Job security/stability 45%
Dedicated to cause/serving greater good 44%
Challenge 39%
Leading/managing 33%

Government/public service the #1 choice (16%)!

Source: Universum

What We’ll Cover

1. Recruiting and hiring talent
2. Onboarding effectively

3. Maximizing employee engagement for
productivity and retention

4. Building a strong partmership with HR




Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008 49

Strategic Onboarding Model

FRINCIFLES
Align to mission and vision Connect to culture, strategic goals and priorities Intagrate Across Process owners Apply to all employess
ROLES L A 2
+ PROCESS OWNERS + PROCESS CHAMPIONS + EMPLOYEE

PROCESS PHASES AND KEY ACTIVITIES

G Cr— e

+ Extend personal + Focus on sharing the + Ensure direct * Provide essential * Recognize positive
welcome to employee mission and values managerial invelvement training employee contributions
* Communicate firstday  « Incorporate senior + Set performance + Monitor performance + Provide formal and
logistics to employee leadership expectations and job and provide feadback informal feedback on
» Send paperwork in * Orient employee to Siope » Obrain feedback DStlosisce
advance and/or online organization and office  » Assign meaningful work ~ through new hire survey | Create employee
portal access norms and other means development plan
* Communicate resources
* Prepare for employee * Introduce employee or networks required
SPONSor for work

Meet immediate
requirements for
employment

OUTCOMES 4

High employee job satisfaction level Ratention of high-performing employees Continued employee engagement and commitment  Faster time-to-productivity

+
&' FPARTMERSHIP FOR PUBLIC SERVICE

What We’ll Cover

Recruiting and hiring talent
Onboarding effectively

Maximizing employee engagement
Building a strong partmership with HR
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What is Employee Engagement?

* Heightened connection to work, the organization,
the mission or the people they work with

* Goes beyond basic job satisfaction -- employees find
personal meaning in their work
* Pride in what they do and how they do it
* Believe their organization values them

* The more engaged, more likely to go above minimum
required and expend discretionary effort to deliver
excellent performance

Key Workplace Dimensions

* Effective leadership

* Employee skills/mission match
* Strategic management

* Teamwork

* Performance-based awards

* Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

* Work/life balance




Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008 51

Which are the
Four Most Important Dimensions?

* Effective leadership

* Employee skills/mission match
* Strategic management

* Teamwork

* Performance-based awards

* Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

* Work/life balance

What We’ll Cover

1. Recruiting and hiring talent

2. Onboarding effectively

3. Maximizing employee engagement for
productivity and retention

4. Building a strong partnership with HR
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HR Evolving -- Splitting in Two

* Administrative and transactional work --
increasingly automated or outsourced

* Transformational work -- help develop
organizational goals, determine what
capabilities are needed and create HR
practices

David Ulrich

The Shift

Personnel management
Functional orientation
Centralized decisions
Focus on activities

Internal services




Appendix F Slides from ‘Strategies for Recruiting and Hiring Talent’
Presentation
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*
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+
&fy PARTNERSHIP FOR PUBLIC SERVICE

3. Recruning and
Hiring:
Meeting the Challenge

rlavigna@ourpublicservice.org
www.ourpublicservice.org
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What We’ll Cover

Recruiting and hiring talent
* Recruiting v. hiring: what’s the
difference?
* Need for aggressive recruiting
* Recruiting strategies
*» Keys to effective hiring

Recrint and Hire /
Onboard

Manage Performance

RewardRecognize

Ervironment
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Why it Matters

“It is not at all clear how
government can be well
executed unless it is able
to compete more
effectively for its fair
share of talent.”

“Government is always
going to be able to fill
vacancies. The important
guestion is whether we
can fill them with talented
and committed people with
the skills we need.”

The Research

SHREME
IRING
MAKEOVER

A Golden € Jpportunicy

# PARTHERSHIP FOR FUBLIC SERVICE
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Recruiting v. Hiring

1. Recruiting -- Attracting an adequate number of
interested and well-qualified candidates

2. Hiring — Evaluating the candidates to decide
who to hire (i.e., who to make the job offer to)

Reactive v. Proactive Recruiting

Reactive Proactive

*Use the job description + Where can I find the best

*Create a new brochure people?

+Post an ad — newspaper, Web * How do I reach them?

*Sit back and wait *» How do I convince them to
apply? Accept?

+ How can I best use our limited
resources?

Recruiting is everyone’s job!
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Career Goals — College Students

Work/life balance

Job security/stability

Dedicated to cause/serving greater good

Challenge

Leading/managing 33%

Government/public service the #1 choice (16%)!

oar Universum

» PARTNERSHIP FOR PUBLIC 5

DGLAPLBLESE R

Why Work in Government?

Percent who said “major reason”

Working on interesting issues
Good benefits

Opportunity to make a difference
Ability to help people

Job security

Advancement opportunities
Good pay

Challenging job

Good work life balance
Opportunity to travel

Serving your country

Exciting people to work with
0% 25% 50% 75% 100%
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Why Not to Work in Government?

Percent who said “major reason”

Too much bureaucracy 53%
| don't know what careers are available
Salaries not high enough

No job to match my skills

Mot a fun or interesting place to work
Advancement too slow

Never thought about it

Lack of opportunities for people like me
Personal politics differ from those in power
Don't want to relocate

| can't make a real difference

Too much student debt

0% 10% 20% 30% 40% 50%

PARTNERSHIP

CLAPUBLES ERYICE ORG

Where Students Want to Work

extremely” or “very” interested in working for
Large private
sector companies
Small private
sector companies
Federal gov't.
Not-for profits

State gov'L.

Local gov't.

Military |
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But Few Plan to Work in Government

Which best describes your current plans immediately after graduating?

Graduate school or addifional education
Jobsin a private company or business
Jobin thetederal sovernment

JTobin stateor local covernment

Jobill & nonprofit orsanizafion

Service: A enCorps, Leach for Amenca
Wolimitesr MEork

Militaryservice

Other

Unknown

Why? Because Knowledge is Low

How knowledgeable do you feel about career and internship opportunities in government?

Total Not Knowledgeable

Total Pilot
Schools

Not at all knowledgeable u Not too knowledgeable
Somewhat knowledgeable Very knowledgeable

Extremely knowledgeable
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But ... The More They Know,
the More They Like

Did information -- what you saw, heard or read — about federal
government job or internship opportunities make you more or less
interested in governmment opportunities?

% “more interested”

Ohio State

George Washington

Louisiana State
Stanford

Clark Atlanta |

Recruiting Strategies:
High Tech plus High Touch

* Develop a long-term strategy -- build
alliances and relationships
» Identify needs
« Avoid “drive-by recruiting”
» Invest the resources to build success
+ Obtain and provide a point of contact

* Market and personalize public service -- to
multiple talent pools
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Recruiting Strategies:
High Tech phus High Touch

* Use “near peers”

* Hire through internships
« Establish mentoring programs
* Provide substantive work
* Convert students to permanent employees

* Use technology — but smartly!

Recruiting is everyone’s job!

Personalize: “Making a Difference in
People’s Lives and Your Own”
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This Web Site ...
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making the difference.

Why Choose a Federal Car

Hot Jobs

NEW! Internship Directary
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The Hiring Process -- What Job
Candidates are Saying

” “The overall feel of the
vacancy announcement is “Don’t give me

negative and heavy A
handed. If the application EXCUSES, JUSt make

is like this, what’s it like the hiring process
. to work there and why work!”
__ would you want to?”

How to Alienate Good Candidates
* Use long, bureaucratic, boring
announcements
* Use paper-based applications
* Take too much time hiring
* Conduct bad interviews

* Don’t communicate with them
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How Many Steps Does it Take to Hire a
Government Employee?

Hiring Manager
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Fixing the Hiring Process

*» Improve the front end
- Get engaged early, prepare for your roles

» Make process effective, tilmely, user-friendly
» Automate
- Evaluate smartly

- Eliminate steps o EITFQEME
- Communicate early, often IRING
*» Be flexible MAKEOVER
* Focus on quality

. Measure results
« Time to hire not the only metric

.
Corerri, ettt S iy 408 B 8 eGR4l VAT GRS ey
s ety A
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After — Concise and Appealing

In Groups -- Discuss and Report

Group 1 (two tables)

* 3 or 4 ways your recruiting can be improved

Group A (two tables)

* 3 or 4 ways your hiring process can be improved




"Appendix G Participant Recommendations for Improving the

Recruiting and Hiring Processes

TEAM 1-RECRUITING

Go to colleges where our students are and recruit them aggressively
Meet with them through cultural clubs and other focused venues

Build data base of who is in school, who is graduating (when and in what field), who
is a government scholarship recipient, etc.

Use the ‘coconut wireless’

TEAM 2-RECRUITING

Distribute job announcements/opportunities to current employees
Distribute job announcements/opportunities to college students
Build a data bank of qualified individuals

Place announcements in newspapers, on web sites, on radio, etc.

TEAM 3—HIRING

Streamline the hiring process
Add automation where possible
Improve communication with candidates

Get more names on the cert list with current and accurate contact information

TEAM 4—HIRING

Get the department/agency involved in the hiring process, conducting interviews,
determining who will be hired, etc.

Have internships and/or mentoring programs
Develop electronic applications and benefits (explanation) packages

Conduct orientation before actual work begins

68



Appendix H Slides from ‘Strategies for Onboarding Effectively’
Presentation

A
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4. Onboarding
Effectively

rlavigna@ouwurpublicservice. org

wnow.ourpublicservice. org
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Human Capital Framework

Resources Recruit and Hire !

Onboard

Manage Performance

RewardRecognize

Emvironment.

Booz | Allen | Hamiiton

What We’ll Cover

Onboarding effectively e tn e
* What is onboarding?
* Why is it important?
* How to onboard
effectively

Booz | Allen | Hamilton
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Why it Matters

“My first week
was terrible.”
""’F'—._._-_____‘_-_h_"“"'\.

’/‘:I;‘Iy agency lost itsx"“‘-—-\
( shine on my first

—

~~ “By the end of the
day | felt | had made

_aterrible mistake in

> leaving my old job.”

S\ day.”

o

Booz | Allen | Hamiiton
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Booz | Allen | Hamiiton

What is Onboarding?

* Integrating and acculturating new employees
into the organization and providing them with
the tools, resources, and knowledge to
become successful and productive

* From accepted offer to end of first year

EMPLOYEE LIFECYCLE

5 MANAGE
ONBOARD => TALENT = TRANSITION =

Booz | Allen | Hamilton
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Why is Onboarding Important?

* Improves employee performance
* Increases employee engagement

* Improves employee retention,
reduces turnover costs

* Accelerates time-to-productivity

Booz | Allen | Hamilton

“My first week was terrible. | didn’t
have any equipment, | wasn’t given
any assignments, there was
nothing on my desk, and my
supervisor did not even come see
me for the first three days | was
there.”

Booz | Allen | Hamilton
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“l was sent to a conference room

where someone from HR helped me

complete a bunch of forms. | was not

introduced to anyone, | had no one to

go to lunch with, and no one had set

up my computer access so | sat there
Kand stared at the wall.”

Booz | Allen | Hamiiton b PARTMERSHIP FOR PUBLIC

“I couldn’t receive my ID on the
first day so it was hard for me to go
anywhere and my manager did not
give me any work to do. Nobody
took me to lunch and my manager
was not very welcoming. By the
end of the day | was terrified that |
had left a great job for this.”

Booz | Allen | Hamilton
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Strategic Onboarding Model

PRINCIPLES
Align to missien and vision Connect to culture, strategic goals and priorities Integrate across process owners Apply to all employees
ROLES ¢ 4
+ PROCESS OWNERS + PROCESS CHAMPIONS + EMPLOYEE
PROCESS PHASES AND KEY ACTIVITIES + &
 ORIENT ] ﬂ FIRST WEEK ﬂ FIRST 90 DAYS n FIRST YEAR .
+ Extend personal * Focus on sharing the * Ensure direct * Provide essential * Recognize positive
welcome to employee mission and values managerial involvement training employee contributions
* Communicate firstday = Incorporate senior + Set performance + Monitor performance * Provide formal and
logistics to employee leadership expectations and job and provide feedback informal feedback on
* Send paperwork in = Orient employeeto SLOHS + Obtaln feedback performance
advance and/or online organization and office  » Assign meaningful work through new hire survey  » Create employee
portal access norms . and other means development plan
* Communicate resources
* Prepare for employee + [ntroduce employee or networks required
sponsor for work

Meet immediate
requirements for
employment

OUTCOMES +

yee job satisfaction level Ratention of high-performing employees Continued employes engagement and commitment  Faster time-to-productivity

Booz | Allen | Hamiiton PARTMERSHIP FOR PUBLIC SERVICE

FRINCIFLES

oall employess

ROLES L
+ PROCESS OWNERS + PROCESS CHAMPIONS + EMPLOYEE

PROCESS PHASES AND KEY ACTIVI

5 4 &
E 1 3 EETE S 3 O ) CIEIT N £

+ Extend personal + Focus on sharing the + Ensure direct * Provide essential * Recognize positive
welcome to employee mission and values managerial invelvement training employee contributions
* Communicate firstday e Incorporate senior + Set performance * Monitor performance * Provide formal and
logistics to employee leadership expectations and job and provide feedback informal feedback on
» Send paperwork in « Orient employee to sope «  Obtain feedback performance
ﬂdﬁrlﬁfe and/or online organization and office  « Assign meaningful work through new hire survey » Create employee
artal access
P norms s and other means development plan
* Prepare for employee + [ntroduce employes or networks required
SPONSor for work
+ Meetimmediate
requirements for
employment
QUTCOMES 04

High employee job satisfaction level  Ratantion of high-performing employess  Continued employea engagement and commitment  Faster time-to-productivity

Booz | Allen | Hamilton PARTNERSHIP FOR PUBLIC SERVICE
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Strategic Onboarding Model

PRINCIPLES
Align to mission and vision Conmact 10 Integrate across process owners Apply to all employees
ROLES + 4+ 4
+ PROCESS OWNERS PR 55 CHAMPIONS + EMPLOYEE
PROCESS PHASES AND KEY ACTIVI [
Ed L[] FinsTwee > | FirsTo0 pavs [ [restvear ___[3]
+ Extend personal * Focus on sharing the + Ensure direct * Provide essential * Recognize positive
welcome to employee mission and values managerial involvement training employee contributions
* Communicate first day + Incorporate senior + Set performance * Monitor performance » Provide formal and
logistics to employee leadership expectations and job and provide feadback informal feedback on
+ Send paperwork in « Orient employee to 50008 » Obtain feedback el
aduar;ce and/or online organization and office  * Assign meaningful work through new hire survey » Create employee
portal access a
norms . Com Ereicis nd other means development plan
* Prepare for employee * Introduce employee or networks required
SpOoNnsor for work
* Meetimmediate
requirements for
employment
OUTCOMES +
High employes job satisfaction level  Ratantion of high-performing employees Continued employea engagement and commitment  Faster time-to-productivity

Booz | Allen | Hamiiton PARTMERSHIP FOR PUBLIC SERVICE

FRINCIFLES
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Strategic Onboarding Model

PRINCIPLES
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Strategic Onboarding Model
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Strategic Onboarding Model
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Strategic Onboarding Model
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Strategic Onboarding Model
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Recommendations

* Define onboarding goals

* Assess your onboarding status

* Seek quick wins

* Use technology — smartly

* Measure results

* Tailor onboarding to type of employee

* Don’t reinvent the wheel — borrow it

Booz | Allen | Hamilton
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In Groups -- Discuss and Report

Each table
1. 1 good and 1 bad onboarding experience
2. Barriers to effective onboarding

3. Steps your organizations can take to

improve onboarding

Booz | Allen | Hamilton




Appendix | Participant Recommendations for Onboarding

Effectively

TEAM 1

Throw a party/social activity

Let staff know new person is coming it, when, where
Make sure equipment and office space is ready

Have someone assigned to help the new employee settle in

Get the first pay check out on time

TEAM 2

Arrange a personal welcome by the supervisor and the supervisor’s supervisor
Talk to the new employee about their 3-5 year goals, current skills, skill needs, etc.
Introduce the new hire to all the relevant office staff

Make sure supervisor accepts and trains the new hire

Assign a personal trainer/mentor for the new hire

Set performance expectations and encourage feedback from the new hire about how
things are going

TEAM 3

Ask HR to develop an onboarding checklist
0 Computer with ID and password
0 Phone
0 Office key and parking card
0 Calling/corporate credit cards
Supervisor/manager takes new hire to lunch on the first day
Introduce new hire to the department/complex
Give orientation in the department

Constantly praise the employee for good work/performance

TEAM 4

Assign mentor
Work better with HR, know when new employee is starting
Create a check list of onboarding tasks

Make onboarding a priority, not just another thing to do

83



Appendix J Slides from ‘Strategies for Maximizing Employee
Engagement for Productivity and Retention’
Presentation

A
- /j‘ PARTNERSHIF FOR PUBLIC SERVICE

5. Maximizing
Employee
Engagement for

Produchivity and
Retention

rlavigna@owurpublicservice.org

wunw. ourpublicservice.org
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What We’ll Cover

Maximizing employee engagement for
productivity and retention

* What employee engagement means

* Why it’s critical

* What drives engagement
* How to maximize engagement

Recruit and Hire !
Onboard

Manage Performance

‘RewardRecognize

£ wrnmed
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What is Employee Engagement?

* Heightened connection to work, the organization,
the mission or the people they work with

* Goes beyond basic job satisfaction -- employees find
personal meaning in their work
* Pride in what they do and how they do it
* Believe their organization values them

* The more engaged, more likely to go above minimum
required and expend discretionary effort to deliver
excellent performance

Why it Matters

High levels of employee engagement correlate
with:

* Better program results (as measured by OMB)

* Less sick leave

* Lower EEO complaint rates

* Less missed work time due to work-related injury or
illness

* Intent to stay
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Engagement and Financial Outcomes

30 Multinational Companies

* Financial performance consistently stronger in
companies that emphasize:

« Commitment
« Job satisfaction

* But ... high levels of employee engagement require
active leadership support

High Engagement > High Retention

Total Percent Satisfied

Employvees Emplovees
Satisfaction with: planningto stay planning to leave BT
for = 2 yrs in = 2vyrs

Use of skills and abilities 83% 49% 34%
Ability of top management ; 33%

Company sense of direction 30%

Advancement opportunities 28%

Opportunity to learn new

Slills i

Coaching and counseling
from supervisor
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Your Workforces — Today and Tomorrow

Emplovees New Annual 5-Year 10-Year
Hires Turnover Retirem’'t.
Betirem’'t.

Guam
Palau

USVI
CMNI

American Samoa 147

FSM
Yap

12%

OR PUBLIC SERYICE

PARTNERSHIP FOR PUBLIC SERVICE

The Best Places to Work

IN THE FEDERAL
GOVERNMENT

www. besiplacestowork.org
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What is Best Places?

* Rating and ranking of 283 departments,
agencies and subcomponents

* Based on data from government wide
employee survey

* Overall satisfaction score

* Ten “Best in Class” categories

* Web site: bestplacestowork.org

Best Places to Work Index

Overall Index of Employee Satisfaction
Government wide

Considering everything, how satisfied are you with your job? |67.5

Considering everything, how satisfied are you with your 56.2
organization?

| would recommend my organization as a good place to work |63.5

Total Index Score 61.8
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The Best Places to Work

IN THE FEDERAL GOVERNMENT 2007

The Best Meces to Work rankings — the mast
comprabensive and authoritative rating of employes
engagement in the federal govemment — are
produced by the Parthership for Public Service and
American University's Institute for the Study of
Public Policy Implamantation (ISPRT).

BEST PLACES TO WORK RANKNIGS

Overall Index Scores for Employee Satisfaction and Engagement

The gverall index score measurss the performance of agencies and agency subcomponents related to
employes satisfaction and engagemsnt.

Overall Index Scores Rank  Agency Nama 2007 Scora 2005 Score Percert Change
Complete List of Agencles and Subcomponeits 1 Nuclear Regulatory Commission 762 74.8 B
2 Government Accountability Office 72,1 74.6 -3.4%
BEST M CLASS SCORES 3 Securities and Exchange Commission 7.9 73.1 -1.6%
Employee Skills Mission Match Mational Aeronautics and Space .
4 pdministration 697 b9-9 0.3%
Sty ategic Managemenm
5 Department of Justice 65.0 64.5 7.0%
Teamwork "
6 Department of State 67.9 66.6 2.0%
Hioifiolsyonahip 7 Social Security Administration 66.5 60.6 0.7%
Peiformance Based Rewards and Advancement 8 Ganeral Services Administration b5.7 6.6 5.6%
Training and Development 9 Environmental Protection Agency 65.5 67.8 -3.4%
Support Tor Diver sity 10 Department of the Army 64.8 64.9 -0.2%
Pay and Benefits 1 Department of the Air Force 638 62.6 1.9%
Family Friendly Culture and Benefits M Departmpat of Caniriarc ba.s 3.0 )
13 &l Department of Defense 62.9 63,1 -0.3%
Work Life Balanee
14 Department of the Treasury 62.7 s8.6 7.0%
SCORES BY DEMOGRAPHIC 15 Department of Veteran affairs 61.9 66,2 -6.5%
Female 15 Department of Labor 619 1.4 0.8%
Male 17 Department of Agriculture 61.6 62.7 -1.8%
18 Department of Health and Human Services 61.3 fz.1 -1.3%
40 and Over
19 Department of the Navy 1.1 fz.5 2,2%
Under 40
20  Department of Energy fog 67.0 -9.1%
American Indi
shibiae el 21 Federal Deposit Insurance Corporation 59.5 54.5 9.2%
Ak gz Department of the Interior 59,1 fz.8 -5.9%
Black of Afiican-American | Ji
23 gg:[';m;;tl:f Housing and Urban 57.2 fo.a S
Hispanic or Latino pmer
24  Equal Employment Opportunity Commission 57.1 57.0 -1.4%
Multi-racial
25  Office of Personnel Management 54.9 54.2 1.3%
White
25  Mational Archives and Records Administration 549 56.5 -2.0%
27  Department of Transportation 52.9 so.8 -11.5%
28  Department of Education 52,1 54.0 -3.5%
29 Department of Homeland Sscurity 49.8 49,1 1.4%
30 Small Business Administration 43,4 45.4 -4.4%
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Department of the Intenor

General Information

AeronymsD0l

BEST PLACES 10 WORK RAIBENK

Subeompanents:
Orverall Indes Secaes Offica of the Secretary
Bruresu of Land Manapement
Comye Agenches and -y
Bureauof Indian Afsirs (I
Bureau of Reslamation (Interd
BEST I CLASS SCORES 1S, Geelogical Survey {Interi
Hational Park Service (Tnberior) —
Fropdoyne Sl Minsion Match o = :
U5, Fish and Wibdlifs Sarvice {Intarior) - Score: 64.1
S1rsngic Managament
Toameonk

Offien of the Inspector Gararal (R

Effoctive Leader chip i
06 of Spécial Trizstes (Interiss)

B sl

Trainig il Bevelopment
Sirppoit Tof Dived sty
Pay ard Benetia

Family Fiiendly Cultin @ and Benefits t
Philadeiphia, PA; Atlants, GA and W

Wieah Life Badumen
Web site: hitpe/iwwwrde g

SCORES B DEMIGRAPHIC Human Respuroes Web gite: btz e w Ao gov /b
Female
2007 Scores and Eankings
Male
Caagery ] Rank jod ot 30
) Owerall Tdex Soore s34 22
bl 2007 Seorst and Rankings
Mals
Eategery Score anik ot of 30
e vy Overall Index Seare 5 2z
Unebes #4 Bast in Class Saores Saore ek ot of 2H)
Adviat ic an Iradlian Emnployes Skills/Mission Match 776 a7
— Strategic Munagemint 222 28
Bk o Afebcan-Aned bc s o ok 7.6 =
Effective Loadership 46.5 a2
Hispamis or Lating
Perfirmatcs Based Revands and Advancsment 42.3 =
M- seial e
Training and Cevalopment =B a0
- Supgart for Diversity a8 =y
FPay and Banafits 4.1 20
Family Frisndly Cualture and Benefits 417 I
WorkfLife Balamea LR 25
Sicaran by Dmographic Sgors Rk fout of waried botls)
Farnale =06 W
Male 59 17
40 and Cver 8.5 2
Under 40 (5] n
can Indian 8T i
Aslan 0.3 3
Black or African-American 5.8 25
Hispanic o7 Latizo 1.5 1w
Mislti-racial 2.7 14
White 9.5 E

Waorkforce Size and Trends
Number of Emplayees in zo03: 57,555

Numbser of Employees in 2ooz: 58,807

Mumber of Employess in 2o003: 59,

Number of Employees in 2o04: 55,209

Bumber of Employees in 2003 58,200
Number of Employees in zond; 56,745
Emplayees joined {zoob): 2,456




92 Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008

Workplace Dimensions

* Effective leadership

* Employee skills/mission match
* Strategic management

* Teamwork

* Performance-based awards

* Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

* Work/life balance

Key Workplace Dimensions:
What “Drives” Employee Engagement?

1. Effective leadership

* Employee skills/mission match
* Strategic management

* Teamwork

* Performance-based awards

* Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

* Work/life balance
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Key Workplace Dimensions:
What “Drives” Employee Engagement?

1. Effective leadership

2. Employee skills/mission maich
* Strategic management

* Teamwork

* Performance-based awards

* Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

* Work/life balance

Key Workplace Dimensions:
What “Drives” Employee Engagement?

1. Effective leadership

2. Employee skills/mission match
* Strategic management

* Teamwork

* Performance-based awards

* Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

3. Work/lLife balance
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Key Workplace Dimensions:
What “Drives” Employee Engagement?

1. Effective leadership

2. Employee skills/mission maich
* Strategic management

* Teamwork

* Performance-based awards

4. Training and development

* Support for diversity

* Pay and benefits

* Family-friendly culture

3. Work/lLife balance

What Drives High Employee
Satisfaction and Engagement?

1. Effective leadership

2. Understanding connection between what I
do and the agency’s mission

3. Work/life balance

4. Training and development
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What Do These Dimensions Mean?
Effective Leadership

* My immediate supervisor/team leader does
a good job

* Supervisors support employee development
* Performance discussions are worthwhile

* I have a high level of respect for senior
leaders

* Leaders generate high motivation and
commitment

What Do These Dimensions Mean?
Effective Leadership (cont.)

* Leaders maintain high standards of honesty and
integrity

*I have a feeling of personal empowerment and
ownership of work processes

* Complaints, disputes or grievances are resolved
fairly

* Satisfaction with involvement in decisions that
affect work

* Satisfaction with the information received from
management
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What Do These Dimensions Mean?
Employee Skills/Mission Match

» My work gives me feeling of personal
accomplishment

* I like the kind of work I do
» My talents are used well

*» I know how my work relates to mission and
goals

* I do important work

What Do These Dimensions Mean?
Work/Life Balance

*» My supervisor supports my need to balance
work and family issues

» I have sufficient resources (e.g., people,
materials, budget, ete.) to get work done

* My workload is reasonable
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What Do These Dimensions Mean?
Training and Development

» I am given a real opportunity to improve my
skills in my organization

*» I have enough information to do my job well
» My training needs are assessed

» I am satisfied with the training received

Becoming and Staying a Best Place

* Systematically obtain employee feedback
* Share information — a dual responsibility
* Focus on key drivers

* Focus on supervisors

* Manage performance

* Train and develop

* Set goals

* Track changes over time
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In Groups -- Discuss and Report

Each table

1. What are the barriers in your organization to
maximizing employee engagement?

2. 3-4 steps your organization can take to maximize
employee engagement




Appendix K Participant Recommendations for Effective Employee
Engagement

TEAM 1

e Empower employees
0 Show them they are valued
0 Remind them their work is important to the organizational mission
0 Provide valuable feedback

e As asupervisor, be open to employees’ feedback and suggestions

0 Implement suggestions where appropriate

e Delegate some authority
0 Let employees make some decisions
0 More [lalks[Janagement, less micromanagement
0 Make sure employees have resources and ‘know how’ for solving problems

e Spend ‘quality time’ with staff (e.g., ‘Aloha Fridays’)
TEAM 2

e Lead by example

e Provide training and development

e Provide flexible working schedule (if possible)

e Meet frequently with staff to get their input and ideas

e Set attainable, realistic performance goals
TEAM 3

e Provide training and development to empower employees
0 Evaluate job tasks
0 Match tasks with employee skills
O Assign tasks and work with employee
0 Follow up and monitor performance over time
e Acknowledge good performance
e Provide leadership

e Encourage innovation

TEAM 4

99
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e Survey for employee feedback
e Hold regular meetings with staff
e Conduct meaningful performance evaluation

e Provide training



Appendix L Slides from ‘Strategies for Working Effectively with Your
Human Resource Office’ Presentation

/ @ PARTNERSHIP FOR PUBLIC SERVICE

o

6. Building a Strong
Partnership with HR

rlavigna@ourpublicservice.org

waw. ourpublicservice.org
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What We’ll Cover

Building a strong partnership with HR
* The evolving role of HR
* Setting mutual expectations
* How to meet these expectations

Recruit and Hire !
Onboard

Manage Performance

'RewardRecognize

Ervironment
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Why it Matters

“It is not at all clear how
government can be well
executed unless it is able
to compete more
effectively for its fair
share of talent.”

“Government is always
going to be able to fill
vacancies. The important
guestion is whether we
can fill them with talented
and committed people with
the skills we need.”

HR Evolving -- Splitting in Two

* Administrative and transactional work --
increasingly automated or outsourced

* Transformational work -- helps develop
organizational goals, determines what

capabilities are needed and creates HR
practices

David Ulrich




104 Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008

The Shift — in Theory

T — e —
T — . ——
T T L,

What Do You Think?

Is HR:
* Strategic asset?

* Cost center?




Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008 105

Management’s View of HR

What best describes the way your erganization’s executive management
views its HR erganization?

Strategic Asset

Cost Center

No Strong Opinion

20% 0% 40% 0%

O Mon-Public Sector @Public Sector

£ FPARTHERSHIP FOR PUBLIC SERVICE

The Current Reality

* Very little change in how HR spends
its time

* Instead of playing a central strategic
business partner role, HR has
responded by maintaining status quo

Ed Lawler
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What’s HR’s Mission?

This?

* Implement a system of personnel administration which will
ensure eqiitable treatment of employees through a merit system
based on recognized principles of appointment, promotion,
classification, termination and other aspects of government
employment.

Plan, organize and implement pre-service training, in-service
and federal programs to rehabilitate, upgrade, and enhance the
skills and work performances of all employees thus promoting
self-reliance, dependability and enhance competencies in the
quality services for the public.

Or this?
Attract, develop and retain the talent we need — and
measure our progress

Value of HR Transformation

How important is HR transformation to your future plans?

MN=156
TO
60 1
50 4
40
30 4
20

10 1

0 B
1 (not 2 3 4 5 (extremely
important/valuable) importantfvaluable)

# PARTHERSHIP FOR PUBLI
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HR Areas Needing Improvement

WhatHR areas need the most tansformation & mprovement?

Wokioce Plamig ————————— ey sy
IT
Traning / Employee Dev

» PARTNERSHIP FOR PUBLIC SERVICE

Workforce Planning:
What It’s Really About

1. What talent do we need to succeed — now
and in the future?
2. What talent do we have now?

3. Where are the gaps?

4. How are we going to eliminate these gaps?

R PUBLIC SERYICE
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HR’s “New” Roles

Four roles for HR professionals
* HR expert
* Business partner
* Change agent
* Leader

The “New” HR Competencies

* Organizational * Negotiating

acumen ;
* Demonstrating good

* Results orientation judgment

* Interpersonal skills

* M’aking/implementing .
tough decisions * Applying knowledge of

HR principles/methods

* Coaching

* Demonstrating

empathy * Systems thinking

* Speaking and writing

persuaswely * Understanding

* Analyzing data technology
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What Managers Should Expect from HR

* Understand HR business and your business
and how HR can support strategy

* Build partmerships -- be flexible, champion
change

*Rely on data -- deliver measurable results
on outcomes

What HR Should Expect From You

* Allow HR to be a business partner

* Involve HR early

* Take ownership of talent management
* Ask questions and champion change

* Understand tomorrow’s workforce
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What You Can Do

* Become involved in recruiting and hiring
* Do a good job onboarding new employees
* Make performance management work

* Train and develop

* Ask questions and push for change

* Understand tomorrow’s workforce

Resources

* International Public Management
Association for HR — ipma-hr.org

* Society for Human Resources
Management — shrm.org

* Human Capital Institute —
humancapitalinstitute.org
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IF I COULD
DO MATH
I WOULDN'T
BE WORKING
IN HUMAN
RESOURCES.

In Groups -- Discuss and Report

1. 3 or 4 approaches/strategies you learned
about here that you plan to discuss with
your HR staff when you return home

2. 3 or 4 ways you plan to engage more
directly with HR
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Key “Take-aways” to Attract, Develop
and Retain Talent

* Recruit aggressively and widely
* Hire quality talent -- efficiently
* Onboard well

* Train and develop

* Maximize engagement

* Reach out to HR — agree on expectations




Appendix M Participant Recommendations for Working Effectively
with Their Human Resource Offices

TEAM 1

e C(Clarify HR’s role—‘Do you know what you are doing?’

e Build a partnership
0 HR needs to build a partnership with all departments
0 HR needs to become as asset, not an impediment

e Implement automation to ease HR’s work
O Build adequate infrastructure

e C(reate standardized and tailored evaluations

e We need to be engaged with HR more

e Involve HR early in things like work force planning and training and development
TEAM 2

e Need to refresh HR’s role
0 They need to be partners/consultants to help us meet our needs
0 Need to understand our goals and mission so that hiring aligns with our work
0 HR needs to be more flexible
0 They need to understand they exist to help us

e We need to invite HR representative to department meetings regarding our mission,
goals, staff needs, etc.

TEAM 3

e HR needs to be a strategic partner (asset) and not a dictator (cost center)
e HR needs to automate its forms

e  We need to revisit/revise the performance evaluation process

e HR needs to test the applicant pool prior to certifying applicants

e We need to be more engaged in applicant selection process

e We need to link performance goals to performance evaluation and organizational
goals

e We need to work with HR to develop ‘right’ qualifications for positions
TEAM 4

e We need to push HR to change
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Revise its mission statement
Become more of a partner with line agencies

HR needs to provide more proactive data/information (e.g., who will be
eligible to retie when?)

0 Revise rules and regulations to match HR’s new mission
e Implement an onboarding process
0 Revise the recruitment process

0 We need to be involved in the hiring process



Appendix N Government Action Plans for Improving Human

Resource Strategies and Practices

AMERICAN SAMOA

Issue 1

Step
1

2
3
4
5

Issue 2

Step

a b wnN

Issue 3

Step

Issue 4

Step

Define work tasks and training required

Task

Prepare a listing of supervisor’s tasks

Determine which tasks can be delegated to accounting staff
Match tasks to individual skills

Prepare a followup checklist

Train the personnel in their newly assigned tasks

Cross training accounting staff

Task

Define tasks needing crosstraining
Determine partners for crosstraining by task
Set up schedule for training

Evaluate the process

Update the employee evaluation process
Task
Ask employees to list what they have accomplished

Repair the relationship between Treasury & HR

Task

Wait until the Governor appoints the Treasurer and HR
Director

Meet with the Treasurer and list out the concerns and
problems with HR

Determine the best forum for discussion with Treasurer and
HR Director

Things to Consider

Share idea with other divisions within Treasury?
Need approval first to do so?

115

Who

Levi/Carri/Heidi
Levi/Carri/Heidi
Levi/Carri/Heidi
Levi/Carri/Heidi

Levi/Carri/Heidi

Who

Levi/Alapasa
Levi/Alapasa
Levi/Alapasa
Levi/Alapasa

Who

Levi/Alapasa/Heidi/Carri

Who

Levi/Alapasa

When
12/19/2008
12/19/2008
12/19/2008
1/5/2009
Week of
01/05/09

1/5/2009
When

1/5/2009
When

When

1/5/2009
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CNMI

Human Resource Strategies

WHO WHEN WHAT

Bob Schrack  12/19/2008  Brief Secretary of Finance on what was discussed at meeting

Bob Schrack  12/19/2008  Discuss with SOF conducting employee survey to assess
satisfaction, training needs, etc

Bob Schrack  12/19/2008  Discuss with SOF onboarding strageties presented and
improvements we could make

Bob Schrack 12/19/2008  Discuss with SOF use of internal DOF performance reviews
since HR is not requiring

Bob Schrack 12/19/2008  Provide SOF with data developed for meeting re 5-10 year
retirements and join/leave analysis

IMPROVE PREPARATION FOR NEXT YEAR’S AUDIT

Use year end check lists to do quarterly or semi annual recons and closings to reduce year
end work

Address component unit audit issues by using one audit firm for government wide audit
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FEDERATED STATES OF MICRONESIA (YAP)

Human Resources Management

Issue

Actions

Who

When

1. Recruitment —
inadequate dissemination
of information about
government work
opportunities.

la. Website for
FSM governments
to post job
opportunities, idea
needs to be
discussed with
Secretary, FSM
Department of
Finance & Admin.

la. Rose Nakanaga

la. January 2009

1b. Decision made | ? ?
at FSM National
government relayed
to the rest of the
FSM state
governments
2. Employee On-boarding | 2a. Chief of 2a. Maria 2a. January 2009
—newly hired employees Personnel to be
do not receive adequate briefed about this
information about general issue for comments
government personnel and feedback.

policy guidelines from
personnel office.

2b. Draft basic set
of general
government
employee guidelines
that can be given to
new employees

2b. Maria & Chief
of Personnel

2b. June 2009

developed for

review.
3. Employee Evaluation — | 3a. Chief of 3a. Maria & Chief | 3a. January 2009
there is no adequate, Personnel to be of Personnel
standard evaluation form briefed about this

and process for employees.

issue for comments
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and feedback.

3b. Draft evaluation
form for review and
discussion by
Cabinet

3b. Maria & Chief
of Personnel

3b. June 2009

Financial Management and

Audit Improvement

Issue

Actions

Who

When

4. Timely reconciliations —
bank, encumbrance, and
subledger reconciliations
are not done on a timely
basis.

4a. A specific time
line to be developed
for each item for
review and
discussion.

Robert
Fathaltamanbay

January 2009

4b. Timelines are
accepted by the
Division staff and
tasks are assigned to
specific accountants.

Robert
Fathaltamanby

January 2009

4c. Monitoring
report to track
progress on
reconciliation is
reviewed for
improvement and
reinstated.

Maria and Robert

February 2009
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GUAM
Planning for the Future: “The Changing Role of the Department of Administration”
ITEM | WHAT WHO WHEN REMARKS
L. Develop a MIP Director and Jan. 19 — 30, To be developed
(Management Division Heads | 2009 with assistance of
Improvement (ESC) USDA Graduate
Plan) that Plan completion | School
encompasses all target date: Consultants
aspects of DOA Feb. 6, 2009
responsibilities
LLA.a. Develop a FMIP Deputy Finance | Jan. 19 — 30, To be developed
for Accounting, Manager, Chief | 2009 with assistance of
Treasury , Data Procurement USDA Graduate
Processing & Officer, Data Plan completion | School
Procurement Processing target date: Consultants
designed to Manager & Feb. 6, 2009
improve/create Treasurer of
transactional Guam
efficiencies
Develop a MIP for | Deputy Finance | Jan. 19 — 30, To be developed
LA.b. Accounting, Data | Manager, Chief | 2009 with assistance of
Processing, Procurement USDA Graduate
Treasury & Officer, Data Plan completion | School
Procurement Processing target date: Consultants
revolving around | Manager & Feb. 6, 2009
human resources Treasurer of
issues Guam
1.B. Develop a MIP for | Director, HR Jan. 19 — 30, To be developed
Human Resources | Manager, 2009 with assistance of
Division designed | Division Heads USDA Graduate
to address the & and Branch Plan completion | School
changing role of Managers target date: Consultants
HR managers; to Feb. 6, 2009
improve
efficiencies.
I.C. Develop a MIP for | Deputy Director, | Jan. 19 — 30, To be developed
Records Chief 2009 with assistance of
Management & Information USDA Graduate
Retention Officer, Records | Plan completion | School
Manager target date: Consultants
Feb. 6, 2009
L.D. Develop a MIP for | Deputy Director, | Jan. 19 — 30, To be developed
Public Transit Transit 2009 with assistance of
Division Administrator, USDA Graduate
HR Rep. Plan completion | School
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target date: Consultants
Feb. 6, 2009

Note: Governor to be presented the Plan last week of January 2009, and also to DOI/OIA.
Detailed implementation plans to be developed within the larger plan, and detailed
deliverables, and periodic review and updates are to be required at least quarterly.

Funding for particular components of the plan implementation will be developed during the
planning stage, with projects to be presented to OIA in early February 2009.
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GUAM ACTION PLAN (CONTINUED)

IMPROVE ON BOARD PROCESS

When:
What:

Who:

When:
What:

Who:

When:

What:

Who:

When:
What:

Who:

When:
What:

Who:

Prior to Employment

Inform Human Resources division that Division of Accounts will contact the
applicant about their selection in the division.

Administrative Officer

1* Day

Introduce hired employee to Deputy Financial Manager, DFM [Jalks about the
mission and values or organization. DRM also inquires about brief background of

employee and where does employee see himself/herself in 3 to 5 years.

Introduce employee to colleagues and general accounting supervisor receives
employee.

GAS turnover employee to employee sponsor.

Administrative Officer, DFM

1" Week

Set position description and performance expectations.

Orient employee to accounting policies & procedures, and applicable laws.
Identify resources that are needed for employee to perform duties.

General Accounting Supervisor

First 90 days
Provide on job training and other essential training.
Monitor performance and provide training on areas that need improvement.

Immediate supervisor obtains feedback from employee regarding duties &
responsibilities.

Immediate Supervisor

First Year
Perform annual evaluation for employee.
Establish interaction with employee regarding performance evaluation.

Seek out to employee any feedback on how their job can be performed more
efficiently.

Immediate Supervisor
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ESTABLISH HUMAN RESOURCE PROGRAM

What:

Who:

When:

What:

Who:

When:

What:
Who:

When:

What:

Who:

When:

Request for list of employees retiring for the next 5 years and then 5 to 10 years.
Consider hiring Management Analysts to perform non-accounting duties.
Deputy Financial Manager

Annually

Improve Recruitment Process

Request from existing employees to solicit from friends and families interested
potential applicants for the vacancies.

DFM Office
As Needed

Advertise on local newspapers announcements and department websites.
DFM Office
As Needed

Establish Individual Development Plan
Track all training each employee attended.
DFM Office

Ongoing

ESTABLISH STANDARD OPERATING PROCEDURES

What:

Who:

When:

Each Management Analysts to be assigned to do SOP’s for each branch.

Management Analyst will interview each employee and document all procedures for
each task.

MA will prepare flow chart of each task.
General Accounting Supervisor will review draft of SOP’s for respective branch.
Management Analyst, General Accounting Supervisor

Ongoing
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REPUBLIC OF THE MARSHALL ISLANDS

[The Repubic of the Marshall Islands’ Action plan is forthcoming...]
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REPUBLIC OF PALAU

1 Revise Personnel Office mission statement
Elbuchel, Secilil (BPSS) (31-Dec-08)

2 Include onboarding procedures in civil service rules and regulations
MOF, BPSS & Hermana (31-Jan-09)
3 Revise civil service rules and regulations
MOF, BPSS  (31-Jan-09)
4 Revise/revisit evaluation and personnel application forms
MOF, BPSS & Hermana (31-Mar-09)
5 Work with Grad School to review financial procedures manual and do finance office

assessment  PITI (Debbie Milks & Stephen Latimer)
MOF, BNT, Ruth & Hermana (31-Mar-09)

6 Desk Audits  PITI (Debbie Milks & Stephen Latimer)
MOF, BNT, Ruth & Hermana (31-Mar-09)
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UNITED STATES VIRGIN ISLANDS

Collaborative Action Plan with Department of Finance (DOF)/Department of Personnel

(DOP)/Department of Labor (DOL)

Objective: To work with our Department of Personnel (DOP) to create an action plan to
attract and retain qualified employees into the Department of Finance (DOF) and outlying
departments and agencies who will improve the transparency of financial reporting and create
an environment where relevant, reliable and timely financial data is furnished to decision
makers as a matter of routine. This initiative could be beneficial to all departments and
agencies within the Government of the Virgin Islands (GVI) as we transform our workforce
from transactional task oriented to financial analysts and business partners.

Action

Single Point
Accountability (SPA)

When

Mount an aggressive marketing campaign to lure
college educated, accomplished Virgin Islanders
to return home in supervisory capacities either in
the DOF or outlying departments and agencies to
assume fiscal management roles

Department of Finance

March 31, 2009

Hire inexperienced entry level accountants and
management information systems personnel;
provide aggressive training and education to bring
competence to required levels by using proven on-
boarding strategies that nurture core competencies
and retain talented individuals within government

Department of Finance

March 31, 2009

Employ a proactive strategy that recognizes that
more use of technology will allow increased pay
for new hires, while coupled with cost cutting
measures that can be achieved by attrition.

Department of Finance

March 31, 2009




Appendix O Slides from Audit Improvement Project Presentation

Audit Analysis 22¢

0000

December 2008 |s2:°

L R
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U.5. Insular Gowernments
Audit Finding Category by Number of Findings
Total Findings: 257
FY2007 Audits
{Wirgin klands--FY2005)

Other R epoting
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Petiod of Availabilit ﬂ
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Cash Mgmt
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Fixed Assets

goy, Record Keeping
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Grant Momt
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W.5. Insular Governments
Audit Finding Category by Questioned Costs
Total Q.C. $13.2M
FY2007 Audits
{Wirgin Islands--F¥2005)
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How much work does each
employee handle?

% of total government expenditures per finance employee

7%

B% —

5% —

4% —

3% T

2% —

1% T— —

0% T T T T - T
il Guam ASG CHMI F S ROP Yap

Results of Audit Improvement Project
Average of reporting governments

(FY2003 over 14 mos late)

=# months late
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SAMPLE OF CASH ACCOUNT FINDINGS
FY2007 AUDITS

Finding No. 05-01

The reconciliations of all Government of the United States Virgin Islands
(the Government) bank accounts as of September 30, 2005 were not completed until
more than six months afler the end of the fiscal year

American Samoa Government
All Programs - Entity-wide

¢ Bank reconciliations of the high court operations were not

always completed and approved on a timely basis.
¢ Trnal balances were not closed or reconciled in a regular or
timely manner throughout or at the year end

REPUBLIC OF PALAU

Cash

Finding No. 2007-5

Criteria: Bank accounts should be reconciled and reviewed on a monthly basis and reconciling
differences should be resolved. Adjustments should be reviewed and approved prior to posting
to the general ledger.

Condition: An examination of the monthly bank reconciliations noted the following:

1.

‘There was no evidence that the general account no. 108 bank reconciliation for October
2006, January 2007, April 2007 and July 2007 was reviewed by other than the preparer;

A variance of 34,110 exists between the July 2007 general account no. 108 reconciled bank
balance and the book balance and it was not possible to determine if the difference
represents unidentified voided checks.

There was no evidence that adjustments were reviewed and approved prior to general
ledger posting.

An cxamination of Judiciary cash notcd that a checking account was overstated by $216,000.
In addition, no cash cut-off procedures were utilized as of September 30, 2007. An audit
adjustment was proposed to correct this condition.

The cheeking account of a forcign basced office was not reconciled during the entire fiscal year

200

7
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REPUBLIC OF THE MARSHALL ISLANDS

Finding No. 2007-13

Cash and Investment Balances

Criteria: Bank reconciliations should be performed on a monthly basis and in a timely fashion, and
be independently reviewed for accuracy,

Condition: Three months subsequent to September 30, 2007 (December 31, 2007), bank
reconciliations were not completed by the Ministry of Finance for the following cash and
investment accounts:

G'L Acct # Account Name G/L Balance
3006 14-19060  WCT Investments § 1,244,135
300617-15030  nvestment ~ MIDB § 4638849
300618-15020  Trust Fund - FHB 541,627,147
B00405-12062  Imprest Account ADB Loan # 1791 § 22268
A50000-12010  mprest Fund — Fiji Embassy S 19,700
950000-12020  |mprest Fupd - Tokyo Embassy $ 100,000
950000-13010  BOG - General Fund General Account S (4,234,313)

950000-13015  BOMI - General Fund General Account (Ebeye) 5 769,423

950000-13020  BOMI - General Fund Payroll Account §  (66,233)

950000-13025  Payroll Clearing Account £ (2,330)

950000-15020  Cash and Investments -~ MIITF § 2,500,000

95000015040 BOMI - TCD MIMRA § 58828
5

950000-15070  FHB - TCD Credit Card 55,000

COMMONWEALTH OF THE NORTHERN MARIANA ISLANDS

Cash and Cash Equivalents
Finding No. 2007-4
Criteria: Bank reconciliations should be performed in a timely manner.

Condition: During the fiscal year ended September 30, 2007, bank reconciliations for the
following accounts were prepared two to three months after month end.

Bank Code Account Name
11190 Treasury (DOF) Imprest Fund
11830 Law Revision Commission Imprest Fund
11570 Federal Grants Fund
138  Lonery Commission Imprest Fund

‘ommission Imprest
11320 wmwmlwm
11180 Guam ion Imprest Fund
11170 Guam ical Referral Imprest Fund
11430 General Fund
11410 Special Disability Imprest Fund
11230 Food Stamps

11130 LMNO Hawaii - Medical Referral
11120 LNO Hawaii - Operation

Further, book reconciling items identified during the monthly bank reconciliation process are
adjusted only at year end.
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FEDERATED STATES OF MICRONESIA
NATIONAL GOVERNMENT

Criteria: Drawdowns received should be timely identified and be disbursed to the entitled State.
Furthermore, financial and programmatic records should be maintained on file for at least three years.

Condition: We could not determine that timely reconciliations of the federal holding account occur. A
reconciliation identifying balances due per state was not provided. Moreover, transactions in this cash
account were not completely accounted for in the National Government’s accounting records. The cash
and accounts payable balances were only updated by reversing the prior balance and recording the
ending balance. Moreover, in the prior year as well, although a schedule was provided, underlying
documentation to allow verification of the schedule has not been provided to the date of this report.

Beginni D ; Withd I Endi
§961,881 $18,100,749 $18,647,756 3414874

Cause: It appears that reconciliation and identification of the specifics of the cash account have not yet
occurred.

Finding No. 2007-26 — Timely Reconciliation of Accounts

Criteria: A functioning internal control requires timely reconciliation and identification of accounts,

especially those with abnormal balances.

Condition:

1. The National Government provided several adjusting eniries in May 2008 to correct and reconcile
various accounts including accounts payable, accounts receivable with an offset against cash

account. The subsequent reconciliation resulted to unidentified cash difference of $36,690 in the
general checking account.

STATE OF CHUUK
Finding No. 2007-09 — Cash

Criteria: Cash accounts should be reconciled in a timely manner. Additionally, the reconciliation should
be made available for examination.

Condition: For the following accounts, no bank reconciliation was provided.

Account No. Amount
10-107 $ 36,425
10-121 714
10-135 586

Cause: While we noted substantial improvements in bank reconciliation maintenance after year end, it
does not appear that the above accounts were reconciled.

Effect: The condition may result in a potential misstatement of cash.
Prior Year Status: The above conditions are reiterative of prior year findings.
Recommendation: The State should continue to strengthen internal controls over ensuring that monthly

bank reconciliations are performed m a timely manner and that reconciling items are resolved and
corrected in the following month.
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Bank Recon & Internal Control 101

« Consequences of missing disbursements

— Unrecorded expenditures
* Federal grants
* Budgetary concerns

— Payables & cash forecasting

« Consequences of missing receipts

— Unrecorded revenues
* Federal grant receivables
* Tax collections
= CMIA implications

» Detecting fraud

Keeping up all year long

» What types of activities do you and your office do o prepare
for your annual financial audit?

» Which activities should be performed routinely and which are
strictly year end audit related?

» Does your office have to catch up with routine activities in
order to be ready for the audit?

« What procedures, management techniques, resources would
help make these tasks more routine during the year?

» What constraints prevent your office from routinely
performing the tasks?

» What is one thing you could do now in your office to be
better prepared for next year's audit?




Appendix P Slides from Performeter Update Presentation

Performeter and A.F.T . ER
Updates

Prepared and Presented by Frank Crawford, CPA
Crawford & Associates, P.C.
www.crawfordepas.com

frank{@crawfordcpas.com
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Topics for today

o A bnief review of what the Performeter 1s

(and what 1t 1s not...)

« Update the most recent Performeter

evaluations

 How governments use the Performeter

results to assist in managing or influencing
the decision-making process

A brief review. ..

The Performeter measures the financial health
and success of a govermment using a scale that all
users (including decision makers) can understand,
0-10, with 0 = extremely poor, 5 = satisfactory,
and 10 = excellent

Uses financial ratios for the evaluation

The evaluation 1s only as reliable as the
information found in the annual audited financial
statements, and most relevant when the
information can be used in a timely manner

Relevance and reliability are the key concepts in
accountability
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Update. ..

* Most of the governments that are here today
are now current with the issuance of the
2007 financial statements, and therefore
have a current Performeter with at least five
comparative years

» Let’s look at the most recent Performeter
score for each

VI Performetere Reading

Overall Reading

Excellent 1

Satisfactory

200z 2003 2004 2005 2006

O MW RO~ 00WO

Foor
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02 003 04 s
Hpnber of F.2. Opindon Chaalifications B eptions 12 11 U] 9
Himher of Blajor Federal Progran Chalifications/Exe eptions 5 3 3 3
Hinrber of F.5. Findings
A Biternal Control and Complance a 1 1 1
E. Buemal Cortrol Ok 2 2 2 2
. Complismes (nly 1 0 0 ]
TOTAL 3 3 3 3
Percertage of Fidings Repeated 100%: 100%: 100%. 100%:
Houber of £-133 Findings
A Riternal Control std Commplaee 45 1z 16 36
E. Raemal Cortrol Onky 1 40 15 o
C. Complisnce Oty I 12 1 2
TOTAL 37 65 32 e
Percerd age of 4-133 Findings Fepested TO% 53.8% T1O% 47 4%
Hinrher of meothe sfter VVE the F.5 wmre Released al 21 24 30
Himnber of Chualific stions/Exceptions Related to C.IT 3 3 ] 4
Fof Caestioned Costs- Cumert. Vear 6,192,702 FATRETL TR 560 o056 Tad
F of Chaestiomed Costs- Chmrnalative Thahle to Thahle to Thuahle to Thuihle to
F of Chaestioned Costs Recolred — Cumsrit Vear Thnahble to Thuahble tor Thuahle to Thushle to

Chuuk Performetere Reading

Overall Reading

Excellent
10
g
g
7
. o]
Satisfactory 5 4 79 Fa
4
3
2 .y
Poor [1] - =l

2003 2004 2005 2006
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Chuuk A.F.T.E.R.

02 o4 005 (117 07

Hinpber of F.5. Opindon Chaalificatione Mo eptions a9 11 12 14 11
Hiomber of Blajor Federal Progran Chaalifications/Exe eptions 3 2 3 4 1
Hinvher of F. 5. Findings

A Fiternal Cortrol and Comphiance i 1] ] 1] ]

E. Ritemal Control Onbe o 12 12 17 11

C. Complinee Oty 1] 1] a a 2

TOTAL 9 13 12 17 13

Percentage of Findings Fepeated 11.1% 11.1% 25% G4.7% 1a%
Hinber of 4-133 Findings

A Tternal Cordrol and Compliace 7 12 a9 14 g

E. Futemal Control Oty i ] ] 1] n

C. Comiplignre Onby 1) 1) 2 a a

TOTAL T 12 Q 14 g

Percert age of 4-133 Findings Fepested 14 3% 8.3% 0% S0 T
Fhowber of mopdhe YWE the F.5 . e Feleased 33 22 9 w5 9
Hinther of Chaalificstione Eeceptione Felated to C.1T 2 3 3 2 2
B of Caestioned Costs- Cumert. Vear F1040 358 101675 F1.728 813 o et F1A70.943
F of Questioned Costs- Cornilitive F2A34 454 | 6736120 | §osc4 042 | PAa3 020 | g0aT230E
F of Chaectioned Costs Becolved — Cumstit Vesr i) il bl pi: 1) F1,730 549

Excellent

Satisfactory

Poor

CNMI Performetere Reading

Overall Reading

10;

O NW AL~ 00W
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CNMI

002 003 004 s 006 07
Fhawber of F.2. Opirdon Chaalificatione Bz eptione a a a g a 10
Hhowber of Mlajor Federal Program Cualifications Feoc eptions 3 3 T & 7 [
Hnwber of F. 2. Findings
4 Bitemal Cordrol and Compliance - - - 2 -
E. Bitemal Cortrol Ondye g o 10 10 14 10
. Complismce Orly 2 2 1 1 ] 1
TOTAL 10 11 11 11 16 11
Perceartage of Finding: Repeated 100% S1.8% T3 90.9% Ti% 2%
Hhnpber of 4- 133 Findinge
A Batemmal Cordrol std Commplisnce 16 16 33 37 36 42
E. Ritsmal Cordrol Ondy
C. Complisnce Ondy £ = - = £ =
TOTAL 16 16 33 37 36 42
Parcertage of &-133 Findinge Fepeated S0% 2. 5% 30.4% G4 9% 69 4% 4%
Himnber of morths YOE the .5 were Released ] a2 13 9 9 9
Hhnwber of Chaalific ationeEeeceptions Felated to CTT. 3 1 2 2 3 g
 of Questioned Coste-Currat Year §146 207 1,309 $2,700 930 | $718786 | 1468273 $2,213 200
 of Questioned Costs- Cinmlative 437 953 203088 | f2a48 446 | $3.567232 | 95035505 $7 249 314
F of Cuestioned Costs Fesolved — Cumrert Vear Fl12 013 Fl46,174 Fl45 572 il 0 i

FSM Performeter® Reading

Overdl Reading

Excellent 10

(1 8

8

7_
ﬁ_
Satisfactory 5
4_
3
2_
1_
Poor 0
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FSM

003 04 005 2006 2007
Hhpvher of .5, Opirdon Chaalifications/Fae eptions a a [ i1 g
Himnber of Jlajor Federal Program Chaalificatione Ex eptiors
7 i fi 7 4
Hhpnber of F. 8. Findings
A Baternal Cordrol std Comnplisnce o o i} ) o
E. Ritsemial Cordrol Ondy & 23 21 a 12
C. Complisnce Oy 1] a i} o 1
TOTAL g 23 21 11 1z
Percertage of Findings Fepeated 25.7% 2.7% 19% 45.5% 6%
Hpvber of £-133 Findings
A Baternal Cordrol std Comnplisnce 4 15 a0 16 14
E. Ritsemial Cordrol Ondy o 1 i} a o
. Compliance Only o o i} 1 i}
TOTAL 4 16 20 17 14
Percertage of & 132 Findings Repeated 25% 6.3 ki 0%
Hnpber of mordhs ¥/E the F.5 . were Feleased 35 24 12 n 9
Hippber of Chialific stioms/Eceptions Relsted to G 2 2 2 2 2
 of (uestioned Costs- Cumant Vear F1,079,514 F1 546 420 F1,514 909 $1,622 274 $4,139 445
 of Questioned Coste- Cipmilarive F1 937,147 | $3.783 567 5,608 476 4,630 053 6,232 413
 of Questioned Costs Resobred — Crmerd Vear 0 Eoi 0 32,681 505 §1,046 035

Guam Performeter®

Overall Reading

Excellent 10
g
8
7
6

Satisfactory 5
A 2.86 G
S1pod LA 1.70
2177 1

Foar [ 4=

2002 2003 2004 2005 2006 2007

Reading
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02 03 004 2005 2006 07
Hinrher of F. 8. Opinion Chaalifications Fsc eptions 18 9 3 ] 2 1]
Hnrher of Major Federal Program. 14 12 10 11 13 10
Hhaouber of F.5. Findings
A Bdemial Cordrol and Comp Barce 11 1 1) 0 o o
E. Bitemal Cordrol Ondy 54 ] 5 3 2 1
C. Comnplisce Oy L o 1] 1 1 L
TOTAL [i}] 7 5 4 2 2
Percent age of Fitudinge Fepeated 6% S0% 0% 0% 0%, 50%
Fhaomber of &-133 Findings
A Fdemial Cordrol and Compliarce 29 a2 16 30 35 4
E. kitemal Coztrol Onky 15 1 9 1] 0 1]
£, Complimce Only i) a ] ] ] ]
TOTAL 44 a3 25 0 35 4
Percent age of & 133 Findinge Fepeated ag 41% 0% A3.3% 9.6% 2.0%
Mhomber of morithe VoK the F.S were Releaced 15 14 10 9 Q o
Hinrber of Chaalifications/Exceptions Felaed to CIT. g ] 2 1 1 o
F of Quuestioned Closts- (et Vear 34 258 861 §1,243 982 F314 436 §504 348 32773007 | $2802 408
§ of Questioned Costs- Crnalative §51,340,337 F41,600 460 $25,137,150 Fl0500020 | $5760688 | §7 084 374
§ of Questiomed Costs Resolned — Cummt Vet 21471 $10,983 50 F16 977,796 5212478 | $FS522338 | $laTegaz

Kosrac Performetere Reading

Overall Reading

Excellent 10
9
g
7
6
Satisfactory 54
4 i
3
2
1
Foor () L |

2003 2004 2005 2006 2007
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Kosrac

a3 004 05 ] o7

Harber of F.5. Opirdon Chaalifications Exx eptions 5 4 4 o o
Hnnber of Major Federal Program 2 3 K 3 2
Hnther of F.5. Findings

A Ttemal Cordrol swd Cormpliaace 1} 1] o 1} a

E. Bitemal Cordrol Ondy T 9 11 i 3

C. Comnpliance Ondy ] a a ] 1

TOTAL 7 a 11 i 4

Parcentage of Findinge Fepeated TLA% 4 4% a7 3% 25% 0%
Hnnber of 4133 Findinge

4 Btemal Cordrol and Complance 2 a 11 g g

E. ktemal Coztrol Onkye 0 ] ] 0 1]

. Complisncs (nly i} i} i} ] 0

TOTAL 2 a 11 g g

Percentage of &-133 Findings Fepeated 0% 11.1% 0% 62.5% 38
Hhamber of moriths ¥oE the F.5 were Released 30 al 9 9 El
Himnber of (haalific ations/Exceptions Felaed to CTT, 1 1 1 0 ]
 of Questioned Coste- (et Year FL03 405 | FET A5 | 62450 604 514 $162,753
F of Chestioried Costs- Crornlative F175 631 13276 | TS TS 1,506 567 F1555 913
F of Cuestiotied Costs Fesolred — Crumerd Wear 0 0 0 Bz 602 $115 407

Pohnpe1 Performeter® Reading

overall Reading

Excellent 104
a
Satistactory
Poor

2003 2004 2005 2006 2007
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03 2004 -] 206 o7
Hinnher of F.3. Opindon Ohaalifications/Fsr eptions 9 i 1] i ]
Honber of Major Federal Progran Chaalificstiome B eptions
2 2 2 2 2
Hntiber of F. 5. Findings
A Brtemhal Cordrol and Corplisce L] o 1] L] a
B. Fdemal Cordrol Onbe T T i n o
C. Complimce Onky 1 a a 2 2
TOTAL 7 7 5 n o
Dercert age of Fidinge Fepeated 25 6% 5% 20% 0% 0%
Fhonber of £-133 Findings
A Faerval Cordrol snd Complisce 3 5 2 ] 4
B. Fdemial Cordrol Onbye n o o n o
. Complisnce Dby 1] i} a 1] o
TOTAL K] 5 2 6 4
Percert age of A-133 Findinge Repeated 0% 0% 0% 0% 1T
Thonber of merthe V/E the F.5 were Feleaced a7 17 o a o
Fntiber of ChaalificationeEeceptions Felated to CTT 4 5 o n a
F of (haestiored Costs- Ciamend. ¥ear 0 20,721 k1] k1) ol
F of Caestioned Costs- Crorolative Fa30 664 J311585 0271 i kol
§ of (usstioned Costs Resolved — Curment Year $777 560 30 $230 564 30,721 30

Yap Performetere Reading

Overall Reading

Excellent 10
9118.05
8 :
5 -
Satisfactory 5 - -
E il [ |
- [ |
f 1] [ |
Poor 0= | - : -

2003 2004 200 2006 2007
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Yap

2006

o7

Hinrber of F.5. Opitdor, Chaalifications e eptions

Hinriber of Bljor Federal Progran

Hinher of F.5. Findings
A Fiternal Cordrol and Complismce
B. Etemal Condrol Onky
C. Complisnee Crnby
TOTAL

—“E m e

NN Y

Percertage of Findings Repeated

57.1%

6 T

Hinber of 4-133 Findings
& Fiternal Cordrol snd Complissce
B. Etemal Condrol Onky
C. Comnplistee Crnby
TOTAL

Percertage of 4-133 Findings Fepeated

Hinnber of meorithe sfter ¥VE the F.5 wanre Released

Hinmber of Chialific stiors Eceptions Felated to C.OT.

F of Cuestioned Costs- Curment Vear

$101,558

333,196

322 008

3576 358

1,282,244

F of Caestioned Coste- Crnnalative

F400 253

378 679

$202 920

$860,278

£2 036 443

F of Caestioned Costs Resobved — Cumet. Vear

F444 557

354,770

$107,767

0

$115,070

ASG Performetere Reading

Overall Reading

Ewcellent 1

Satisfactony

P

o B SN 7% R N e R R e B
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ooy a3 Tood 1005 006 007

Hippber of F.5. Opirdon Caalifications/Eae eptions 14 14 12 @ T 7
Hppber of Major Federal Program Chaalifications Mo eptions ) El 15 1z 9 )
Hnther of F.5. Findings

A Baternal Cordrol std Comnplisnce [ [ & T T 7

E. Ritsemial Cordrol Ondy o o o o n o

C. Compliance by L 1] ] a g )

TOTAL [ 5 6 7 7 7

Dercerdage of Findings Fepegted 100%. 100%, 100%. 100%: 100%: 100%:
Himrher of 4-133 Fndings

A Bdemal Cordrol and Cosrplisnce 22 24 24 0 11 15

E. Bitemual Cortrol Db o 1) o n o

£, Complismce Oy 3 1 ] ] 0 ]

TOTAL 25 a5 25 20 11 15

Percertage of A& 133 Findinge Fepeated 100% S6% Thable to Thable to Thable to Thnable to
Fhnvber of movihe dter VE the F.5 were Released ] 22 12 o 12 11
Fhppber of Chualific stioneBeeceptions Relded to C1T. 2 2 2 1 3 3
 of Questioned Costs- Cumsnt Vear $114,125 F211 454 $51,076 42,673 F102,041 Fa97 069
% of Cuestioned Costs- Cipmnalatiee Thable to Thuhle to Thable to Thable to Thable to Thnable to
F of Caestiored Costs Recolred — Cromapt Vear Thuahle to Thuhle to Thahle to Thuable to Thuable to Thahble to

Overall Reading

Excellent 10

Satisfactory

Proor

O WA Oh - COWD

RMI Performetere Reading
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RMI AF.T.ER.

o 003 ond L 1113 L1111 b 11}

Mnrber of F. 5. Opirdon Chaalificatiore Eax eptione 11 10 jul 5 2 o
Hinnber of Mjor Federal Progran Chaalificatiome e eptiones 2 T 2 3 3 3
Hhovber of F.5. Findings

A Brderal Cordrol and Complarce - 1 - 2 a a

E. hitemal Cortrol Onbye 17 12 2 1 ] 3

C. Compliance Onky 4 2 2 E; 2 2

TOTAL 21 16 5 3 a 3

Percent age of Findings Fepeated 5% 3% 100% 100% 0% 0%
Hhamber of &-133 Findings

A Btemal Cordrol and CompHance 11 18 9 0] 1 12

E. Bitemal Cordrol Oindy 1 o o

€. Compligce Only - - B E 1) 1)

TOTAL 11 17 9 10 jul 12

Percent age of 4133 Findings Fepeated 2% 41% 33.3% 20% 30% 8%
Hpnber of morths sfter YVE the F .8, e Released 12 7 g Q a a
Hnrher of Chaalificatione Execeptions Relaed to COT T 5 4 3 2 o
§ of (ruestioned Costs- Cumevt Vear §1,215,792 §5.371,550 4 45 403 $2,151 546 F408 451 $710,185
 of Questioned Coste. Cramnlarive $7,106330 | $10962261 | BL5#21303 | $l0,604,103 | 35735163 | $1,305477
§ of Questioned Costs Resolmed — Cummt Vear F2,936,T46 F1,605 637 F186 451 $5,760,115 | $5326712 | 35062979

Palau Performetere Reading

Overall Reading

Excellent
10+
9
8 4
7
Satisfactory g ]
44
3
2 4
1
Proor ol |

2003 2004 2005 2006 2007
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Palau A.F.T.E.R.
03 004 005 06 07
Hinuher of F.5. Opindon ChaalificationsFe eptions a a a a n
Hinrber of Bljor Federl Progran Chaalificatiome B eptione 5 5 el 4 5
Hinber of F.5. Finding:
A Riternal Condrol and Complisnce & 7 -1 kl n
B. Futermal Cortrol Ondye ] 2 4 & 11
£ Complimee Only i ] ] ] 3
TOTAL & a 12 13 14
Percertage of Findings Fepeated 16.7% 11.1% 0% 30.8% T1%
Hinber of 4-133 Findings
A Riemal Condrol snd Complismce [ 13 3l 15 7
B. Butemal Cozdrol Ok 0 ] 0 0 5
£. Complimee Orily i) ] ] ] ]
TOTAL [ 13 3l 15 12
Percentaze of 4-133 Findings Repeated 16,74 7% 323% 13.3% 7%
Hinrber of merthe sfter ¥VE the F.5.wanre Released 21 14 9 9 9
Himber of ChaalificstioneEeceptione Felated to C.IT. o o o i} n
F of Questioned Costs-Curmet Vear F284 274 $320 543 $331,204 F00 755 63 501
F of Questioned Costs- Cuopnalatie Fa02 a8l Jear g0y F1,184 207 00z 551 201,692
3§ of Chestioned Costs Resolved — Cirment. Vear k2] 5217 F5374 Fas0 311 Fa55 650

Use the Performeter to ...

* Educate the decision-makers

» Measure the impact on financial health and performance
before making significant financial decisions, such as

— Issning debt and/or raising taxes

* What do our tax and debt burdens per capita look like?
* Would our citizens be willing to pay more taxes?
* Would our creditors be willing to allow us to issue more debt?

— Can we increase fees of our charges for services activities and
increase our revenue dispersion control and not be so reliant on
revenues net under owr direct control?

— How should we address long-term pension obligations that are
most-likely unfunded at the current time?

* Pension funding bonds?
*» Changes to the plan(s)?
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Use the Performeter 1o ...

* Determine the need for, or amount of cash
to keep aside for operational purposes
— General Fund fund balance
— Investments, short or long-term
* Measuring future cash flows that might be
necessary for capital asset replacement or

needed for operations if federal funding
diminishes

Lastly, usc the Performeter to ...

* Do the obvious.....

— Track your financial health and performance
over the years

— Review the AF.T.E.R analysis to track
progress on the elimination of audit findings
and questioned costs, timeliness of the release
of the financial statements, and component unit
related 1ssues
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Comments/Questions???




Appendix Q Participant Comments on the Changing Role of the
Finance Office

TEAM 1

e Automation

0 Get away from paper

0 Scan documents

0 Everyone is using the same system—discontinue stand alone systems
e Decentralization

0 On line processing requisitions
0 How to read and manage their accounts

e Manage Resources

0 Have department head manage their budget

0 Be responsible to Legislature for line item budgets
e  Monitor cash flow

0 Ensure that everyone is reconciling

0 Have to slow down allotments if necessary

TEAM 2

e Technological evolution from manual labor to automation
0 No more green bar with white out

e Change the mode of finance from Santa Claus to the Grinch
0 Having to tighten belts

e Finance officers are becoming consultants running federal programs instead of
program managers

0 Questioned costs are explained by finance

0 Finance has to take a bigger role in processing and managing grant funds

TEAM 3
OLD NEW
Transaction processing Gatekeeper for decentralized processing
Control of data and information Now are analysts of finance information

More like an auditor’s role—compliance
Manual operations Automated processes
Fiscal police Become partners with departments & agencies

149
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DOA Guam wants to be able to assist some of the Component Units with cash flow and other
financial operations. Helped set up a system for the hospital to arrange for major payers to
pay twice a month to match with the payroll cash needs. But they need a legal mandate to
allow them to get into other agencies.

Manual vs automated. What they really need to do right now is gain Excel skills to enable
them to more easily analyze what is coming from the automated financial systems.

TEAM 4
OLD NEW
Write checks > Make sure checks are well spent

Data providers Part of decision makers (analysts)

v

Performance indicators need to look at
outcome

Same old, same old

v

Manual processes Automated system
(even though some staff still want to use

manual)

v

A lot of money is spent on the financial audit where the audit is concentrated, but the great
amount of funds is spent in health and education and need to set up reviews and audits of
their performance.



Appendix R Government Accounting Update: Accounting Issues
Facing the Insular Governments

Government Accounting Update:
Accounting Issues Facing the
Insular Governments

IGFOA Conference
Graduate School USDA
Presented by Frank Crawford, CPA
Crawford 8 Associates, P.C.

www.crawfordcpas.com
frank@crawfordcpas.com
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GASB OPEB Standards

Statements 45 and 43

Statement 45 (for Employers)

G = | A Governmental
Accounting Standards Series

Accounting and Financial

Reporting by Employers for
Postemployment Benefits
Other Than Pensions

" FNGASE

GOVERNMENTAL ACCOUNTING STANDARDS BOARD

Subject: accounting and
regorting by employers for their
OPEB expenses and
obligations

Applies to all emﬁloyers that
provide OPEB (that is, the
employer pays all or part of the
cost of the benefits, including
implicit rate subsidies)
Requires acerual-basis
accounting for expense and
measurement and disclosure
of funded status {(UAAL)
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Statement 43 (for Plans)

» Subject: reporting on

Governmental

v ;ﬁ.{;coll;llnt.i.ng Standards Series StewardShip of plar‘l
assets by
by i » A trustee or plan

Standards Board

administrator (stand-alone
Financial Reporting for

plan reporting) or
P tar Thar. Pein Pl « An employer or plan
sponsor with a fiduciary
responsibility for the plan
assets that includes the plan
as a trust or agency fund in
its own financial report

Statement 45: measurement
and recognition
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Broad measurement steps

* Project cash outflows for benefits

» Discount projected benefits {o present
value (PV)

« Allocate the PV of projected benefits to
periods using an acceptable actuarial cost
method

Measurement approach illustrated

Employee Age Timeline

Service Penod

25 40 62 80

| Age when hired | @@\zﬂge at retirementj

Life Expectancy

Present age
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Measurement approach illustrated
1) Project Benefits

~ <t ~

I $4,5I00 $15,POO 5o g $14,00P
I | | |
25 40 62 2) Discount K0

|< __J//I

l[ Actuanal Present Value ] I

I | I

3) Actuanal cost method

lllustration of Funded Status
Information

Govt. A Govi. B
Unfunded Partially
(PAYG) Funded

Actuarial accrued liabilities (AAL) (a) $13,500,000 $13,500,000
Actuarial value of plan assets (b) ~-0- 5,000,000
Unfunded actuarial accrued
liabilities (UAAL) (a-b) 13,500,000 4.500.000
Funded ratio (b/a) 0.0% 86.7%
Covered payroll () $7.,600,000 $7,600,000
UAAL as a % of covered payroll {a-b/c) 177.6% 59.2%
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Effective Dates

» Staggered implementation based on a
government’s phase for implementing
GASB 34

« Statement 45 will be effective for the
employer's fiscal year beginning after
December 15, 2006 {(Phase 1), 2007 (Phase
2), or 2008 {Phase 3)

« Statement 43 will be effective for the plan’s
fiscal year beginning after December 15,
2005 (if largest employer is Phase 1), 2006

(if largest is Phase 2), or 2007 (if largest is
Phase 3)

« Earlier implementation is encouraged

Statement No. 48

Sales and Pledges of
Receivables and
Future Revenues and
Intra-Entity Transfers
of Assets and Future
Revenues
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Sales and Pledges-Scope

« Government receives proceeds in
exchange for the rights to future
cash flows from:

— Receivables:
» Delinquent property taxes
» Mortgages
» Student loans

— Future Revenues

Statement 49 —
Accounting and Financial
Reporting for Pollution
Remediation Obligations
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Legal Liability Standards

« Varies by state and law
— Many are similar to Superfund

« Liable under Superfund—

— Current and previous site owners and
operators

— Disposers
— Transporters

Scope

* Pollution REMEDIATION Obligations
— Excludes prevention or control obligations

— Excludes asset retirement obligations—
including landfills (Statement 18)

— Excludes fines, penalties, toxic torts,
product or process safety outlays (NCGA
Statement 4)
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Effective Date & Transition

Period beginning after December 15, 2007

Measure liabilities at beginning of that
period so beginning net assets can be
restated

Apply retroactively if you have sufficient
objective verifiable information to apply to
prior periods

Early application encouraged

GASB Statement No. 50

Pension Disclosures

An amendment of GASB Statements
No. 25 and No. 27
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Pension Disclosures

* Goal is to conform the pension disclosures
with the OPEB disclosures

 Notes to financial statements would
disclose the funded status of the plan as of
the most recent actuarial valuation date.

— Defined benefit pension plans also would
disclose actuarial methods and significant
assumptions used in the most recent actuarial
valuation in notes to financial statements
instead of in notes to RSI.

Effective Date

» Generally effective for periods beginning
after June 15, 2007
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Statement No. 51

Accounting and Financial
Reporting for Intangible Assels

20

Background

» Paragraph 19 of GASB Statement 34

— Capital assets include, "land, improvements to
land, easements, buildings, building
improvements, vehicles, machinery, equipment,
works of art and historical treasures,
infrastructure, and all other tangible or intangible
assets that are used in operations and that have
initial useful lives that extend beyond a single
reporting period” (emphasis added).

21
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Description

« An intangible asset is an assef that
possesses all of the following
characteristics:

— Lack of physical substance
— Nonfinancial nature

— Initial useful life extending beyond a single
reporting period

22

Common Types of Intangible
Assets

» Right-of-way easements

« Other types of easements

« Patents, copyrights, trademarks
« Land use rights

« Water rights

» Licenses and permits

» Computer software
— Purchased or licensed

— Internally generated
23
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Effective Date and Transition

» Exceptions for retroactively reporting
intangible assets:

— Permitted but not required for iGIA and
intangible assets with indefinite useful lives
at transition

= Right-of-way easements for land under roads not
required to be retroactively reported.

— Required for all other intangible assets acquired
in fiscal years ending after June 30, 1980 by
phase 1 or 2 governments

— Encouraged but not required for all other
intangible assets of phase 3 governments

24

Audit Issue:

What impact will SAS 115 have on SAS 112...

25
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SAS 115: Mostly a change in form,
and not in substance...

* The technical definition of significant
deficiencies has changed...

— A significant deficiency is a deficiency, or a
combination of deficiencies, in internal
control that is less severe than a material
weakness, yet important enough to merit
attention by those charged with
governance.

26

SAS 115: Mostly a change in form,
and not in substance...

* The technical definition of material
weaknesses has changed. ..

— A material weakness is a deficiency, or a
combination of deficiencies, in internal control,
such that there is a reasonable possibility that
a material misstatement of the entity's
financial statements will not be prevented or
detected on a timely basis.

* Note: There is a reasonable possibility of an event, as
used in this Statement, when the likelihood of the event
is either "reasonably possible" or "probable," as those
terms are used in Financial Accounting Standards Board

Statement No. 5, Accounting for Conlingencies
27
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SAS 115: Mostly a change in form,
and not in substance...

« Auditors will still evaluate internal
control deficiencies for severity
using the concepts of likelihood and
magnitude....

28

Questions??7??

29




Appendix S Summary of Conference Evaluations
(20 Evaluations Returned)

To ensure that conferences and meetings that the Graduate School, USDA conducts for the
PITI and VITI programs are as responsive as possible, please take a few minutes to fill out
this evaluation. Your input and comments will be very useful to us in planning future events.

On a scale of 1 - 5, with 5 being the highest score and 1 being the lowest score, please rate
the IGFOA Meeting by circling the appropriate number.

1) The IGFOA meeting sessions were relevant and timely.

Strongly Agree Neutral Disagree S_trongly
Agree Disagree
75% 25% 0% 0% 0%
Score: 4.8
2) The conference’s objectives were substantially met.
Strongly Agree Neutral Disagree S_trongly
Agree Disagree
55% 45% 0% 0% 0%
Score: 4.6

3) Logistics for bringing participants to and from Kona were handled satisfactorily.

Strongly Agree Neutral Disagree S_trongly
Agree Disagree
75% 25% 5% 0% 0%
Score: 4.7
4) The conference site (hotel) was comfortable and conducive to the meeting.
Strongly Agree Neutral Disagree S_trongly
Agree Disagree
50% 50% 0% 0% 0%
Score: 4.5

5) Support services by the Graduate School, USDA staff during the conference were
handled well and in a timely manner.
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Strongly Agree Neutral Disagree S_trongly
Agree Disagree
94% 6% 0% 0% 0%
Score: 4.9

6) Overall, this conference of the Island Government Finance Officers’ Association
(IGFOA) was:

Strongly Agree Neutral Disagree S_trongly
Agree Disagree
61% 39% 0% 0% 0%
Score: 4.6

7) What sessions of the IGFOA Conference were the most relevant and meaningful to you?

e Bob Lavigna’s presentations on recruiting, on-boarding, employee engagement and
working with HR office were very relevant and eye opening. HR didn’t seem to be
that relevant an issue to finance mission at first glance but Bob showed us how most
of the HR process is within our control.

e HR sessions

e Understanding / knowing about the new GASB statements. Revisiting the audit
improvement plan. HR - Training/Development

e The HR sessions were really helpful — got many ideas that we’d like to implement
upon our return such as on-boarding procedures.

e Human Resources, On-boarding and Employee Engagement
e Changing Role of HR in the Finance Office. Changing Role of the Finance Officers.

e HRissues as GVI (Government of the Virgin Islands) tries to move from
transactional processing to more analysis and feed back.

¢ HR
e Audit

e The audit improvement project, discussion on the performeters strategies for
maximizing employee engagement.

e The discussions on the HR and presentations by Frank Crawford.

e The HR sessions highlighted the current problems faced in our government. It’s clear
that this is a problem shared by many governments, especially with changing roles
faced in finance.

e HR, changing role of the finance office and accounting issues

e HR presentations
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e All were meaningful

8) What are the two most important items that you learned during the week, and how will
you apply each when you return home?

e Renewal effort to prepare adequately for audit. Discuss with HR role and how HR
can better it’s services.

e HR strategies within DOF (Department of Finance) control - discuss with Dept. head
to see what we can implement. Audit improvement — do year end reconciliations
more often during year; ie: quarterly; plan to deal with component unit audits.
Encourage dept. head to request Finance Office Assessment.

e HR Planning / OPEB updates

e HR — Implement the possibility to automate some of the function within or the
processing of personnel related forms.

e On-boarding — This issue to me is very helpful because it really made me think twice
on how I currently run my personnel office and what I plan to change.

e (GASB statements, Audit improvement, HR-employee engagement, Performeter
e On-boarding and changing our personnel mission statement

e Human Resources - Building a partnership and negotiating with them. Employee
Engagement - Empowering/delegating more responsibilities to employees. On-
boarding — working with HR to make sure newly hired employees transition is
excellent.

¢ Finance Officers have to be proactive. The Finance Officers work is important to
decision makers.

e Right fitting my organization with the skills and proficiencies to move DOF
(Department of Finance) forward. Reduce my expenditures for payroll cost by
attrition.

e Employee management of productivity

e The discussions on the financials, audits and performeters were very informative and
educational. Seeing the data from the islands also provided a clearer perspective.

e Recruitment process. Share knowledge with staff.

e Employee engagement. On-boarding requirement for new employees. I need to
strengthen HR participation, partnership and improve employee engagement.

e On-boarding and Engagement

e HR: enhance collaboration and changing role of Finance: Influence thinking
throughout government as to how everyone views the Ministry of Finance

e Human Resources — staff awareness on how important their role and commitments
are to the organization.

e Changing Role of Finance Office — Educate customer departments on how important
their role is in the flow of finance.
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e How to maximize employee engagement. On-boarding effectively

¢ On-boarding, Employee Engagement. On-boarding - coordinate with HR to have
accounting division to initiate contact and go through the on-boarding process
including the employee engagement

e Preparing for audit or audit preparation. HR as being a partner

9) What sessions or aspects during the week were the least relevant and meaningful to
you?

e The Accounting Updates - while Frank makes it interesting, nothing much new has
occurred, since last meeting. Probably needed for new participants though.

e Working with HR. Outside of my jurisdiction

e None — just ask people to be more considerate and not use laptops and/or cell phones.

e There were no irrelevant topics. All were useful in the management of DOF’s
resources.

e The larger discussion on HR covered a lot of information. I think it would be slightly
more effective if it could be focused a bit more. Perhaps if the islands had initially
identified some issues they would like to address, the session would have been able to
focus on these issues.

e HR recruitment/hiring

e Government accounting update
e OPEB

o All

e All were relevant and meaningful

10) Please list any measurable achievement your government has made as a result of
being represented at IGFOA conferences.

e Ongoing effort at cabinet level to get an unqualified audit; Ongoing effort at cabinet
level to address audit findings; Able to resolve portion questioned cost regularly.

e 3 years meeting Single Audit timeline requirement. Substantial reduction in Financial
Statement qualifications.

e C(Clean audit opinions. Less audit findings/question costs
e Audit result. Upgrading the knowledge of the supervisor

e Knowing about the new GASB Statements helps us to prepare. Performeter — using
the analysis to inform our leaders. Pushing for audit improvement — hearing what the
other islands are doing....implementing what they’re doing to help us.

e Participation in ELDP. Continuous unqualified audit opinions

e Improvements with audit preparation



170

Island Government Finance Officers’ Association Annual Meeting, December 2-4, 2008

Clean audit in 2007. Finance offices being given attention they need to produce
results being requested. Technical assistance - consultants assisting in assessment of
finance office — pointing to improvements that need to be made. Assists in thinking
like a manager engaging in management activities.

To understand that we do not need to re-invent the wheel, that other governments
were a lot worse off then GVI and have changed their circumstances with the help of
IGFOA’s resources.

My first time, so I can provide a better report on the result at the next meeting.
This is my first time to attend IGFOA, so perhaps next year I will have comments.
Our governments have improved in areas of audit performances

Increased awareness among counterpart and USDA and DOI. Leadership & new
thinking. How to improve audit performance.

Understanding the audit process.
Improving our audit performance
Single audit improvement plan

Unqualified audit

11) Please provide any other comments concerning the IGFOA Conference that will make

future conferences and meetings more meaningful and enjoyable.

The Financial Office Assessments that have started should result in common areas for
improvement that can be encouraged through IGFOA meetings.

USDA Graduate School staff have always given us flexibility in travel dates and
times. We appreciate the extra effort tremendously. Thank you.

More on measurements / audit issues

Perhaps extend the invitation to other government agencies. This conference dealt a
lot with HR; would’ve been nice to have HR leadership attend.

My first time... still need to get in finance, evaluate, assess. Then make decision, but
as of now depending on Minister Sadang. But I think the conference is great. Helps
all entities.

Depending on topic or theme, include appropriate people such as HR managers.

FMIP and Audit Improvement models needs to extend to GVI. Fund balances and
reconciliation of such, including probably drafting legislation to remove those no
longer needed.

Great

More breakouts after each presentation so we can discuss how we can apply at home
with help from the presenters.

I have no comment for improvement. I am satisfied with the Conference.

Shorter sessions (e.g. half day sessions vs. full day sessions)
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It gets frustrating when others are working on their laptops or i-phones, doing their
“regular work”. This is only a 2 2 day meeting and I think that we should give it our
undivided attention. When we’re presenting we feel that what we are doing/saying
isn’t important when they are surfing the net or texting.



Appendix T Participant List

American Samoa

Carri-Lee Magalei

ASG Dept of Treasury

3rd Floor Executive Office Bldg
Utulei, AS 97699

Phone: (684)633-4155

Fax: (684)633-4100

Email: cmagalei@asg.as

Levi Reese

ASG Dept of Treasury

3rd Floor Executive Office Bldg
Utulei, AS 97699

Phone: 684-633-2187

Fax: 684-633-4100

Email: lreese(@asg.as

Commonwealth of the Northern Marianas Islands

Robert Schrack

Department of Finance

P.O. Box 5234 CHRB

Saipan, MP 96950

Phone: 670-664-1100

Fax: 670-664-1115

Email: bobschrack@yahoo.com

FSM: Kosrae State

Tiser Reynold

Office of Administration and Finance
P.O. Box 878

Kosrae, FM 96944

Phone: (691) 370-3400

Fax: (691) 370-2004

Email: kosraedoa@mail.fm

FSM: Pohnpei State

Thomas Pablo

Director of Treasury/Adm.

P.O. Box 1567

Kolonia, Pohnpei FM 96941
Phone: 691-320-2243

Fax: 691-320-5505

Email: directordota@mail.fm

Alpino Kerman
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Pohnpei Budget Office

P.O. Box 644

Pohnpei FSM 96941

Phone: 691-320-2238

Fax:

Email: alpinosr@hotmail.com

FSM National Government

Rose Nakanaga

FSM National Government

P. O. Box PS 158

Palikir, Pohnpei 96941

Phone: 691.320.2639

Fax: 691.320.2380

Email: rnakanaga@yahoo.com

FSM: Yap State

Maria Laaw

Office of Administrative Services
Yap, FSM

PO Box 610

Yap, FM 96943

Phone: 691-350-2307/2142
Fax: 691-350-2107

Email: oasyap@mail.fm

Robert Fathaltamanbay

Office of Administrative Services
Yap, FSM

PO Box 610

Yap, FM 96943

Phone: 691-350-2142

Fax: 691-350-2107

Email: rfathal@hotmail.com

Pius Talimeisei

Office of Planning & Budget
Yap, FSM

P.O. Box 492

Yap, FM 96943

Phone: (691)350-2166

Fax:

Email: piustalim@yahoo.com

Guam

Lourdes M. Perez
Department of Administration
Guam
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P.O. Box 884

Hagatna, GU 96910

Phone: 671-475-1234

Fax: 671-477-6488
Email: doadir@mail.gov.gu

Kathrine Kakigi

Department of Administration
Guam

P.O. Box 884

Hagatna, GU 96910

Phone: 671-475-1211

Fax: 671-472-8483
Email:  kakigi@mail.gov.gu

Republic of the Marshall Islands

Jack Ading

Ministry of Finance

Republic of the Marshall Islands
PO Box D

Majuro, MH 96960

Phone: 692-625-7017

Fax: 692-625-3649

Email: adingj@gmail.org

Jefferson Barton

Ministry of Finance

Republic of the Marshall Islands
P.O.Box D

Majuro, MH 96960

Phone: 692-625-7420

Fax: 692-625-3607

Email: jeffersonbarton@hotmail.com

Waylon Muller

Ministry of Finance

Republic of the Marshall Islands
P.O.Box 412

Majuro,96960

Phone: (692)625-4860

Fax: (692)625-4860

Email:  prosuply@ntamar.net

Republic of Palau

Kerai Mariur
Ministry of Finance
Republic of Palau
P.O. Box 6011
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Koror, PW 96940

Phone: 680-767-2507

Fax: 680-767-2168

Email: kmariur@palaunet.com

Elbuchel Sadang

Ministry of Finance

Republic of Palau

P.O. Box 6011

Koror, PW 96940

Phone: 680-767-2501

Fax: 680-767-2168

Email: esadang@palaugov.net

Hermana Idip

Ministry of Finance
Republic of Palau

P.O. Box 9085

Koror, PW 96940

Phone: 680-767-2501

Fax: 680-767-4626
Email: idip@palaugov.net

U.S. Virgin Islands

Claudette Watson Anderson

Department of Finance

United States Virgin Islands

2314 Kronprindens Gade

St. Thomas, VI 00802

Phone: 340-774-4750

Fax: 340-776-5028

Email: claudette.anderson@dof.vi.gov

Debra Gottlieb

Office of Management and Budget
United States Virgin Islands

No. 5041 Norre Gade, 2nd Floor
St. Thomas, VI 00802

Phone: 340-774-0750

Fax: 340-776-0069

Email: debra.gottlieb@vi.gov

United States Department of the Interior: Office of Insular Affairs

Ryan Edgar

United States Department of the Interior
Office of Insular Affairs

1849 C Street NW

Washington, DC 20240
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Phone: 202-208-7071
Fax: 202-219-1989
Email: ryan_edgar@ios.doi.gov

Resource Consultants

Bob Lavigna (Consultant)

Partnership for Public Service

Vice President, Research

Suite 1090 East

1100 New York Ave., NW

Washington, DC 20005

Phone: (202) 744-4120

Fax: (202) 775-8885

Email: rlavigna@ourpublicservice.org

Deborah Milks (Consultant)
Box 1166

Lawrence KS 66044

Phone: (785) 841-8505
Fax: (785) 832-9465
Email: milksdeb@aol.com

Frank Crawford (Consultant)
Crawford & Associates

10308 Greenbriar Place

Oklahoma City, OK 73159

Cell: (405)229-9084

Phone: (405) 691-5550

Fax: (405) 691-5646

Email: frank@crawfordcpas.com

Steve Medlin (Consultant)
1931 West 775 South
Cedar City, UT 84720
Phone: (435) 867-4597
Fax: (435) 867-4597
Email: ikonsm@aol.com

Graduate School, USDA Staff

Jack Maykoski

Senior Executive, Office of the CEO and President
Graduate School, USDA

600 Maryland Ave., SW Suite 300

Washington, DC 20024

Phone: (202) 314-3510

Cell: (202) 253-3795

Fax: (202) 314-3566

Email:  john_maykoski@grad.usda.gov
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Stephen Latimer

Graduate School, USDA

900 Fort Street Mall, Suite 1540
Honolulu, HI 96734

Phone: (808) 523-1650

Fax: (808) 523-7634

Email: stephen_latimer@grad.usda.gov

Jason Aubuchon

Graduate School, USDA

900 Fort Street Mall, Suite 1540
Honolulu, HI 96734

Phone: (808) 523-1650

Fax: (808) 523-7634

Email: jason_aubuchon@grad.usda.gov

Judy Perry

Graduate School, USDA

900 Fort Street Mall, Suite 1540
Honolulu, HI 96734

Phone: (808) 523-1650

Fax: (808) 523-7634

Email: judith perry@grad.usda.gov






