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Impact

ÅCurrent skills do not support an 

analytic financial management 

workforce people capable of 

providing analysis that supports 

decision-making

ÅStaffing shortages (e.g. DOD, 

DHS, and Treasury) can adversely 

impact financial management 

operations

ÅEmployees and management 

require a commitment to 

continuing professional education

Trend

ÅClerical and technical positions are 

decreasing and professional 

positions are increasing

ÅDifficult to hire entry-level and 

middle manager talent from 

outside the government

ÅChanges in technology, more 

demands for analytical and 

decision support skills, and new 

laws and regulations

ñThe federal financial workforce that supports the business needs of today is not well 

positioned to support the needs of tomorrow.ò 

GAO Report - GAO-07-542T ñCritical Accountability and Fiscal Stewardship Challenges Facing Our Nationò March 2007

Current Financial Workforce Trends
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Significant Federal Workforce 

Trends

ÅThe Federal Government, excluding 

the Postal Service, is the Nation's 

largest employer

ÅApproximately 85 percent of Federal 

employees work outside the 

Washington, DC metropolitan area

ÅJob openings will arise due to Federal 

workers expected to retire over the 

next decade

ÅWorkers seek the stability of Federal 

employment.

Source: Bureau of Labor  Statistics, Career 

Guide to Industries, 2010-11 Edition

Federal Financial Management 

Challenges

ÅTransforming financial management 

and business practices 

ÅModernizing financial management 

systems

ÅFixing internal control weaknesses

ÅBuilding a financial management 

workforce for the future

ÅStrengthening consolidated financial 

reporting

Å Source: GAO Report - GAO-07-542T 

ñCritical Accountability and Fiscal 

Stewardship Challenges Facing Our 

Nationò March 2007

Current Financial  Workforce Trends 

By 2012, the Partnership for Public Service estimates that the federal government will hire 

nearly 273,000 new workers for mission-critical jobs
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Based on the Defense Finance and Accounting Service (DFAS) strategic plan 

these challenges will be met by employing the following critical elements

Increase focus on our people

plan succession strategy; attract, 
develop, and retain relevant skills 
and competencies; and foster 
pay-for-performance culture

Improve development of 
technological capabilities 

such as enterprise resource 
planning and electronic solutions 
to advance the DoD mission.

Integrate and streamline 
information systems 

to cultivate business intelligence 
that provides information to 
enable timely decision making

Manage our structure 

to accomplish strategic 
objectives and achieve 
operational excellence

Improve of our processes and 
internal controls 

through emphasis on enterprise 
resource management, Lean Six 
Sigma, and other initiatives.

Decision makers 

rely heavily on 

world-class 

business operations, 

accurate, timely, and 

reliable financial 

information and 

enhanced 

technological 

capabilities to 

deliver critical 

finance and 

accounting services.

Source:  DFAS 2008- 2013 Strategic Plan

DFAS Financial Workforce Challenges
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Á Leverage technology to maximize organizational effectiveness

Á Complete business process reengineering to support mission success

ÁImplement ñquick winsò to support employee success

Enterprise 

Resource Planning 

(ERP)

Á Use best practices around a specific focus area to drive business results

Á Establish standards, methodologies, tools and knowledge repositories

Á Demonstrate that they are delivering the valued results that justified their 

creation through the use of output metrics

Centers of 

Excellence (CoE)

Á Cohesiveness and teamwork are an essential piece of the heart of an HPO

Á Integrates with the newest technology

High-Performing 

Organizations 

(HPO)

Á Demonstrates capabilities, competencies and abilities required to meet 

organizational strategic objectives

Á Adapts to changing customer requirements

Well-Qualified 

Workforce

ñTransforming with the Warfighter to Remain the Trusted Financial Partner for DoD.ò 

DFAS Vision Statement DFAS Strategic Plan 2008 - 2013

Key Initiatives
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Impact on Employees

communications, change management, incentives

Key Performance
Indicators

Vision
&

Mission

Strategic 
Objectives

Key 
Initiatives

Employee Goals

Employee Performance Measures

¸ Why is my job of value to the 

organization?

¸ How do my duties/responsibilities 

contribute value to the organizationôs 

goals?

¸ How do my actions/efforts influence 

the objectives of the business unit and 

in turn, the organization?

A Balance Scorecard bridges the gaps that exist 

between organizational strategy, business unit goals, 

and the employees jobs
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Text

Strategic 

Objectives

Competency 

Model

Training and 

Development

NAVSUP Succession Management Program

4.
Assess

1. 
Evaluate 
& Update

3. 
Develop

2.
Identify

Open to 

Everyone 

and Merit-

Based

Text
VSpeed up the process for filling 

key positions
VDevelop high potential (internal) 

employees
VDevelop a pool of potential  

candidates for critical positions
V Identify and pro-actively address 
óat risk positions

NAVSUPôs competency model serves as the basis for their succession management program.
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NAVSUP Competency-Based Talent 

Management

Competencies form the foundation for NAVSUPôs talent management approach.

What key competencies 
are most critical for 
success, and do we 
recognize their value to 
the organization?

How do we develop and 
grow the workforce to 
possess these 
competencies?

How do we promote 
both technical and 
leadership 
competencies within the   
future generation of our   
senior managers?

How do our goal-setting 
and rating procedures 
effectively measure 
employee performance 
based on the 
demonstration of critical 
competencies?

How do we identify  
and attract the right 
candidates possessing 
key competencies 
required by the 
organization?

Do our rewards and 
recognition systems 
accurately recognize 
and provide adequate 
incentives for the 
development of key 
competencies?


