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Overview 

• Related GAO Audit Work  

• GAO 2018-2023 Strategic Plan 

• GAO 2019-2023 Diversity, Equity, and Inclusion 

Strategic Implementation Plan 
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Highlights of GAO’s Work on  

Talent Management 
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  The federal work is changing amid demographic and technological 

trends. 



Highlights of GAO’s Work on  

Talent Management (continued) 
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  Key talent management strategies can help agencies better manage the current 

and future workforce. 

 

• Align human capital strategy with current and future mission 

requirements.  Key practices include identifying and assessing existing skills, 

competencies, and skills gaps. 

 

• Acquire and assign talent.  Cultivate a diverse talent pipeline, highlight their 

respective missions, recruit early in the school year, support rotations, and 

assign talent where needed. 

 

• Incentivize and compensate employees.  Leverage existing incentives that 

appeal to workers' desire to set a schedule and to work in locations that 

provide work-life balance. 

 

• Engage employees.  Manage employee performance, involve employees in 

decisions, and develop employees. 



Highlights of GAO’s Work on  

Talent Management (continued) 
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• Given the changing demographic composition of the federal 

workforce and shifting attitudes toward work, GAO’s analysis 

suggested that it may be important to select and train managers 

and supervisors who possess several leadership competencies. 

These competencies include  

• fostering an inclusive workplace (valuing diversity and 

individual differences and leveraging these differences to 

achieve the agency’s mission);  

• team building (inspiring and fostering team commitment, 

spirit, pride, and trust); interpersonal skills (treating others 

with courtesy, sensitivity, and respect); and  

• managing conflict (encouraging differing opinions to be 

expressed and resolving disagreements in a constructive 

manner).  



Highlights of GAO’s Work on  

Talent Management (continued) 
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• Private consulting firms GAO interviewed help employees feel 

involved in the organization by sponsoring employee groups 

where employees can gather around common interests, such as 

community service, or skill sets, such as cybersecurity or 

acquisition management.  

• One firm incorporates results of its annual employee survey 

into its decision-making and modified its career progression 

trajectory based on feedback from employee focus groups.  



Highlights of GAO’s Journey 
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• GAO is an agency that has been on a continual journey to 

inclusion.   
• GAO was one of the first federal agencies to establish an equal-

opportunity program in 1966 and developed an action plan in 1967 

to address the lack of people of color and provide increased career 

opportunities for minority-group employees already working at 

GAO. 

• GAO’s journey continued into the 21st century with our diversity, 

equity, and inclusion efforts being codified in agency strategic 

plans, equal-employment opportunity policies, outreach and hiring, 

learning opportunities, and everyday work life.  

 

• GAO has made significant gains in sustaining its diversity: The 

current permanent workforce of about 3,100 employees is 

generally more diverse than the relevant civilian labor force. 
 

 



Highlights of GAO’s Journey (continued) 

 

 

8 

• For the past 8 years, the Partnership for Public Service has ranked GAO 

number one among mid-sized federal agencies for our support of diversity in 

the workplace.  

 

• Having diverse, highly professional, motivated, and multidisciplinary 

employees helps GAO fulfill its mission to support the Congress and help 

improve the performance and accountability of government for the benefit of 

the American people.  

GAO-wide Employee Engagement 

Scores for Best Places to Work, 

Support of Diversity Ranking 2014 -

2018 



 

GAO Strategic Plan for 

2018-2023 

 
PERFORMANCE GOAL 4.1.3 

Enhance and sustain a culture that is 

fair, diverse, and inclusive and 

provides opportunities for all 

employees to excel. 
 

Key Efforts: 

Foster a culture where the leadership and 

employees aspire to model GAO people  

values—valued, respected, and treated—

to achieve an inclusive and bias-free 

workplace. 

 

ŠPromote practices that encourage and 

support employee engagement and 

connectedness using methods that 

enhance communication and inclusion 

efforts throughout the workplace. 
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GAO’s People Values 
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GAO Diversity, Equity, 

and Inclusion Strategic 

Implementation Plan for 

2019-2023 
 
Identifies priority areas of focus 

during this planning period that align 

with GAO’s Strategic Plan 

Performance Goal 4 and Equal 

Opportunity Policy.  

 

Includes performance measures 

that will allow GAO to assess its 

efforts to nurture a supportive and 

fair work environment. 

 

Implementation results will be 

communicated to employees 

annually. 
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Definitions 
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Diversity, Equity, and Inclusion Areas 
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For more information, contact : 

 

Robert Goldenkoff, at (202) 512-2757, or GoldenkoffR@gao.gov.  

Zina Merritt, at (202) 512-5257, or MerrittZ@gao.gov  

  


