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The HR QSMO Now Resides at OPM

On March 30, 2022, OMB pre-designated OPM as the QSMO for Civilian HR Transactions

® GSA has stood down its HR QSMO operations; OPM is standing up HR QSMO operations at OPM
e HR QSMO pre-designation transitions to OPM for all HCM functions

Aligning the HR QSMO with OPM leverages numerous synergies between the two

e OPM is the government-wide lead for HCM policy and leads HCM business / data standards via the HRLOB

e OPM provides strategic HR Services to agencies via the Human Resources Solutions (HRS)

e This decision aligns the HR QSMO with the agency charged in delivering HR and workforce subject matter

expertise across the Federal enterprise. It also aligns policy and management of service delivery under a
single agency, similar to how the other QSMOs are structured

Tighter integration between HR QSMO and OPM should enable future outcomes including:

e Close alignment with CHCO Council and HC policy leads = better coordination of policy execution

e Tighter integration with HRLOB > assistance in prioritizing, finalizing, and operationalizing HR data standards
e Better alighment with OPM and OMB/OPPM >

o Improved ability to assist SSPs and agencies with HRIT modernization planning efforts

o Stand-up of a marketplace that aligns with needs of SSPs, customer agencies, industry partners, OPM, and
OoMB


https://www.opm.gov/about-us/our-people-organization/program-divisions/human-resources-solutions/
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*Federal Talent Management is defined as the employee lifecycle.
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HR QSMO helps agencies gain leverage and velocity

The Federal Human Capital Enterprise

CHCO / Agency Interests:
e Modernize
e Upgrade Capability
e Improve Service

OPM Mission Levers:
e Policies
e Standards

e Services

HR QSMO Services
and Marketplace

Agency HR Offices

The HR QSMO Value Proposition
e Help operationalize OPM policies, standards, and services to produce meaningful outcomes

e Help Agencies modernize and upgrade human capital management capabilities faster through sharing
and standardization

® Provide a clear path for Industry to act as allies and partners in the quest to provide greater value to
federal employees



OPM.GOV

HR QSMO, HRLOB, and Category Mgmt work in concert

Human Resources Human Capital

Line of Business/\ Category

Works with Agencies and

Defines procurement

Industry to define standards approaches and strategies

HR QSMO

Manages marketplace of
standards-based solutions
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HR QSMO Focus and Objectives in FY22/FY23

® Build an inventory of agency human capital management systems and agency HR IT

.. modernization roadmaps
HRIT Modernization 2 P

Consulting Support ® Stand up a practice to assist agencies with HR IT modernization planning and build an HR IT
modernization playbook, in partnership with GSA Centers of Excellence

® Execute joint business case agreements with Federal Shared Service Providers to stand up and
operationalize the HR Quality Services Management Office Marketplace

HR QSMO Marketplace
Stand-up ® Develop a process that will enable commercial products to be qualified for the QSMO

Marketplace

® Stand up a marketplace of human capital management data analytic / data visualization services

. d
Data Services / Data andapps

Analytics ® Build a HC Data Analytics Community of Practice that enables agencies to share challenges,
experiences, and innovations

L ® |dentify opportunities and establish solutions that help agencies augment capacity in areas such
Talent Acquisition as hiring assessments, sharing of certs, and/or talent sourcing
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Talent Surge Dashboard
Provides metrics on announcements posted, applications
submitted, and hiring outcomes related to the Infrastructure
Investment and Jobs Act.

Diversity, Equity, IncIu5|on, and Accessibility (DEIA)
Dashboard

Provides demographic information on employees; OPM Agency
Priority Goal and related to the DEIA Executive Order

enterprise analytic platform capability

Standards

* OPM creating govt-wide dashboards with agile and user-centered design; intends to stand up

* HR QSMO and HRLOB facilitating integration of commercial data based on HRLOB Data

* Vision is to work with agencies to create a community of practice and a marketplace of data
analytics apps that can be shared and traded based on a common data standards




Survey of Major Agency HRIT Systems and Roadmaps
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