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CHAPTER V

STRENGTHENI NG MANAGEMENT AND ACCOUNTABI LI TY

| NTRODUCTI ON

Experts on governnent organi zation and management who met with the
Panel advocated expanded del egations of nanagerial authority for the new
social security agency. According to recent studies by the National Acadeny
of Public Adm nistration (NAPA), the Grace Commission and others, operating
restrictions inposed on government managers by GSA, the Office of Personne
Managenment (CPM), and the O fice of Management and Budget (OVB) have inpeded
efficient and effective managenent of governnent programs and agencies.
Controls exercised by these central management agencies tend to diffuse
accountability for results and have often hindered rather than supported SSA's

ability to acconplish its mission

The NAPA report, "Revitalizing Federal Managenent: Managers and Their
Overburdened Systens,'* advocates that the Federal governnment adopt a policy of
full and conplete del egation of I|ine and managenment systenms authority, within
the constraints of prudent policy and oversight, to governmental units with
direct responsibility for program operations and management. The report goes
on to recomrend that central managenent agencies divest thenselves, to the
greatest extent possible, of their current practices of operational contro
and regulation, and that they develop the inportant roles of policy

devel oprment, oversight, and management innovation
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The Grace Commission report and the recent study done for SSA by
Del oitte, Haskins, and Sells analyze the adverse effects of excessive centra
managenent agency control on the social security programs. These-studies
discuss the potential cost savings and increased managenent effectiveness that
may be achieved through greater delegation of authority to SSA's managers.

In general, managenent experts fromwithin the government and fromthe
private sector advised the Panel to support additional delegations of
management authority to the social security agency. These experts argued that
the current system diffuses managerial accountability and frustrates
innovation and initiative.

To strengthen the nmanagenent of the new social security agency, and to

i nprove operational accountability, the Congress should del egate to the Socia

Security Adm nistrator selected managenent authorities avail able under current

law.  Specifically, Congress should direct delegations of essentia

authorities fromthe General Services Administration and the Ofice of

Personnel Managenent for (1) autonated data processing/information resources

managenent, (2) admnistrative services, and (3) personnel nanagenent.

Furthernmore, the Congress should enact |egislation providing the Socia

Security Admi nistrator greater flexibility in budget fornulation and

execution. Specifically, the agency's budget should be submitted to Congress

biennially, and the personnel requirenments included in its admnistrative

budget shoul d be based on a workforce plan rather than on personnel ceilings.

At the earliest practical &ate follow ng enactment of |egislation the

Presi dent shoul d select an Adm nistrator for the agency. In the interim the

Conmmi ssi oner or Acting Conm ssioner of Social Security would serve as Acting.

Adm ni strator and woul d establish a transition task force and conduct the
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transition until such time as the Administrator is confirmed. The Acting

Adm ni strator would also begin to develop a plan and negotiate criteria to

eval uate the results achieved by the newy constituted agency and-woul d begin

to negotiate appropriate oversight roles for the central nanagenent agencies.

[, OVERBURDENED NMANAGEMENT SYSTEMS

In pursuit of their own goals, the Federal governnent's centra
management agencies often inpose operating restrictions that are difficult for
SSA to reconcile with its mssion. For exanple, GSA establishes standards
whi ch determne the location and amount of |ocal office space for the entire
government. DHHS then places additional requirements designed to achieve
departmental uniformity anong its programs. These two sets of standards on
SSA managers do not permt adequate consideration of SSA's goals of providing:
(1) accessibility for the disabled and handi capped, (2) adequate public
transportation and parking, (3) reception and interview ng areas that show
respect for the privacy and dignity of the individual, and (4) efficient
workflow and security precautions.

Based on its conclusion that the new social security agency needs
greater flexibility with respect to certain management authorities, the Pane
asked NAPA to prepare a report simlar to its government-w de study,
"Revitalizing Federal Managenent: Managers and Their Overburdened Systems,”
appl ying appropriate nmanagement and organi zational principles specifically to
SSA.  (NAPA's response is published as Appendix F.) Based on this and ot her
studies, the Panel concluded that the new social security agency should have
speci fic management authorities delegated to it to the full extent now
permtted by law for: autonated data processing (ADP)/information resource

management, adm nistrative services, and personnel nanagement.
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IIT.  DELEGATION OF SPECI FI C MANAGEMENT AUTHORI TI ES

Speci fi ¢ management authorities should be delegated to the new social

security agency. These del egations could be nade under current law, and the

Congress should direct their delegation. Possession of these authorities will

increase the likelihood that the social security agency will be able to

inprove its performance and productivity.

0

Aut omat ed Data Processing/ | nfornmati on Resource Managenent

To strengthen the ability of the Social Security Admnistrator to
upgrade and noderni ze the agency's conputer systens, the

authority for automated data processing/information resource

managenent pl anning and acqui sition, pernitted under current |aw,

shoul d be del egated to the social security agency. The CGenera

Services Admnistration and the Ofice of Management and Budget

woul d retain policv devel onnment and procurement oversi ght

responsi bilities.

The current DHHS, GSA, and OMB roles in ssA's ADP plans and
procurements diffuse accountability for resolving SSA's problens.
Ful | del egation of authority places the responsibility to resolve
systens problems directly on the social security agency's

managers --and fixes accountability for results.

The Panel believes that these del egations of managenent authority
for ADP systens-devel opment will lead to inproved manageri al
effectiveness. To ensure this result, internal and externa
procedures should be set up to nonitor the agency's use of the new

authority and its progress in inproving operations.
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The social security agency should devel op a successful interna

pl anni ng and-eval uation process, the lack of which has been a
deficiency in the agency's managenent over the past decade. ADP
systens pl anning should be incorporated as an integral part of this
| ong-range planning process. |f successful, this planning and

eval uation system woul d provide the Social Security Adm nistrator
with data needed to neasure progress in neeting goals for ADP

devel opnent and for managenent inprovenent in general.

As the social security agency assumes additional authority for ADP
devel opnent work, it nust be able to hire and retain the personne
necessary to manage its ADP planning and procurenents and its
operating conputer systens. The agency should consider greater
reliance on contracting for assistance in planning and devel opnent
of ADP systens, and skilled personnel will be required to monitor
the contracts. A subsequent section of this chapter notes that
speci al personnel authorities regarding pay will be necessary to

build sufficient ADP capability in the agency.

Upon receipt of this additional authority, the Social Security
Adm ni strator should work closely with GSA, OB and OPM to
establish appropriate oversight and evaluation roles. These
agenci es and GAO shoul d nonitor the social security agency's
performance to ensure that, after it receives full authority for

systens devel opment, adequate inprovements are made.
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Responsi bility for Information Resource Managenment (IRM) shoul d be
placed directly with the Social Security Admnistrator. Under
current practices, an IRMofficial, not the agency head, receives
the Del egated Procurement Authority from GSA.  The social security
agency's IRMofficial should report directly to the Social Security
Admini strator, which would create val uabl e checks on ADP
procurements and give the Administrator greater control over this
vital area. Currently, all ADP responsibility and expertise at SSA
reside in the systems organizational units. The SSA unit
responsi bl e for overall procurement is not a part of the systens
organi zati on and consequently |acks the expertise to evaluate the
technical requirenents and justifications for ADP procurenents

The IRM of ficial should operate independently from conputer systens
units and shoul d have an adequate and technically conpetent staff
to performneeded internal controls and technical review for the
Admi ni strator.

Adm ni strative Services

To ensure that the social security agency is able to acquire

appropriate facilities for its mssion, the authority to acquire,

operate and maintain the facilities needed to operate the socia

security prograns shoul d be del egated to the Adm nistrator of

Soci al Security. These del egations woul d include owning and

managing real estate; responsibility for all aspects of building
acqui sition, maintenance, repair, renovation, service and security;

and control over utilities, including telecomunications. Use of

GSA-control led facilities should be encouraged where SSA finds this

cost-effective and adequate for agency needs.
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In recent years, SSA has been unable to acquire and nmaintain
adequafe office space to conduct its business. SSA's problens wth
of fice space have stenmmed, in large part, froman unsatisfactory
working relationship with GSA.  In 1981, the House Conmittee on
Ways and Means published a staff report summarizing SSA's
frustrations in obtaining adequate space during the period 1977-81
This study recomended that GSA delegate to SSA the authority to

| ease new space and to repair, alter or refurbish existing field
office space, but this was not done. SSA continues to encounter

many problens in securing adequate space through GSA

GSA has del egated authority for space acquisition and managenent to
the Departnments of Agriculture, Defense, and Transportation, and to
the Veterans Admnistration (VA). These delegations, resulting
from congressional and agency pressure, have proven successful

The Panel believes that the social security agency would be a
particularly good candidate for broad del egations of authority to
manage its own space needs. Over the years, SSA has devel oped a

| easing handbook, a training program and a cadre of experienced
space nanagenment specialists who are famliar with GSA procedures

and who are conpetent to deal with the issues of space management.

Per sonnel Managenent Authorities

To inprove workforce management, the social security agency shoul d

be granted specific del egations of personnel managenent

authorities. In particular, the social security agency shoul d have

authority within the constraints of Title V of the U S Code to




58

establish: (1) its own classification systemfor job cateqories

identified by the Admi nistrator as unique or critical to agency

operations and (2) its own recruitnment and exam nation' program for

entry level enployees.

The specific personnel authorities to be delegated to the socia
security agency include:

-- Classification

Under the current systemof limted delegated authority and
extensive oversight, OPM attenpts to ensure government-w de

uniformty. The Panel reconmends sel ective del egation of ful

classification and standards devel opment authority to the new

social security agency for those categories of positions that

are either unique to the agency or critical in resolving

conpl ex operating problens. These include social insurance

clains and examner series, GS 105, 993, and 998, and conputer
sciences series, GS 330 to 335. This added authority will
enabl e the social security agency to respond pronptly and
equitably as significant changes occur in its workforce over
the next several years. Specifically, SSA's large cadre of
enpl oyees in clains exam ner positions hold jobs that may
change substantially in the future as they are further
transformed from nanual to highly conputerized processes. In
addition, conputer-related jobs will continue changing wth
rapid state-of-the-art advances and agency noderni zation

efforts.
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Problens with classification were exceeded only by those
associated with performance appraisals as a source of
irritation in a recent survey of Federal nmanagers conducted by
NAPA. According to this survey, the classification standards
(OPM gui del i nes used to deternine grade |evels) are seen by
Federal managers as outnoded, inaccurate, and unworkabl e.
Because they have no role in devel oping the standards,

supervi sors feel they have no control over the qualifications
or grades of enployees needed for specific jobs. Furthernore,
OPM has fallen far behind agency managers' needs in devel oping
new standards (a process that now requires 2-to-5 years to
conplete). For exanple, the jobs standards for the conputer
science series were issued only recently and are already out of
date. These obsolete job standards enphasize centralized

mai n-frame conputer environments, but recent technical advances
| eading to greater use of distributive processing have not been

taken into account.

Only the specified authorities necessary for better management
shoul d be delegated to the social security agency. Thus
consi stency in the governnment-wi de classification systemwll
be maintained, and the exceptions granted to the new socia
security agency will be mainly for jobs unique or critical to
its operations.

-- Recrui t nent
To enable the social security agency to hire high quality

prof essi onal enpl oyees, the Panel recommends that authority be
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del egated to the agency to establish its own exam nation and

recruitnent programfor entry | evel enployees.

The Panel heard testimony on SSA's difficulty in recruiting top
qual ity staff and on the problenms encountered in retaining

i ndividuals with specialized skills. These problens have
underm ned the agency's efficiency and |owered the quality of
service provided to the public. In particular, ceilings on
hiring to fill professional positions have hanpered recruitment
of college graduates for clains representative positions in
SSA's field offices. oOPM's inability to provide qualified
col l ege graduates fromthe PACE exam nation, discontinued after
a Federal court found it to be discrimnatory, made the problem
worse. Wen the traditional avenues of college recruitment
were restricted, SSA's clerical enployees became the prinary
source (through internal promotion) for filling professiona
vacancies. OPM aneliorated the probl em sonewhat in 1983 when
it delegated Schedule B authority to SSA, pernmtting the agency
to hire college graduates. However, this authority is only a
partial solution because enpl oyees hired under Schedule B

authority can progress only to the Gs-7 |evel

The recruitment and retention of individuals at both the entry
and full performance levels in conputer-related series are
critical in SSA because inproved program adm nistration
depends heavily on nodernization of SSA's very |arge scale

conputer operation, which is currently staffed by over 3,000
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enpl oyees.  Trainee conputer jobs turn over rapidly because of
low salary levels. Salaries become progressively |ess
conpetitive as enpl oyees become nore specialized, skilled, and
experienced. In effect, SSA provides basic training for new
conputer specialists who then |eave for higher salaries in the
private sector. Furthernore, SSA cannot afford to hire and
cannot retain the most skilled conputer specialists available
because: (1) outdated classification standards do not
recogni ze their types of skills or level of expertise, and
(2)salary levels in the private sector for many of these

posi tions exceed governnent statutory pay limtations.

Executive Staffing and Special Conpensation

To strengthen the |eadership base of the social security agency,

t he Panel recommends that a pool of executive |evel authorizations

be created and that additional Senior Executive Service positions

be allocated to the agency. In addition, the agency should bhe

granted a specific nunber of positions for conputer experts that

are exenpted fromcurrent pay levels. The Social Security

Adm ni strator should have authority to pay up to the GS-15 maxi mum

for a cadre of conpetent conputer experts.

Wi le the Panel does not make reconmendations on the agency's
internal structure, additional executive |evel positions are needed

to support the managenent reforns and inprovenents reconmended in
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this report for a new social security agency. New executive |evel
positions should include, for exanple, one Level Il (Deputy
Admi ni strator) position and Level 1V and vpositions in [ine with
conparabl e agencies for the follow ng functions: general counsel
inspector general; and directors of policy, planning and
evaluation, legislative analysis, and financial nanagenent. In
addition, executive |evel positions may be justified for program
operations, systens devel opment, actuarial work, and econonic and

ot her research.

The exact number of additional SES positions would be established
by congressional action based on justifications submtted by the
Administrator. |If conparability with other large operating
agencies were used as a guideline, a substantial number of
additional positions could be justified. For exanple, IRS has
slightly nore enpl oyees than SSA but has over 235 SES positions
conpared to 76 at SSA.  Furthernore, the Environmental Protection
Agency (approxinmately 10,000 enployees) has 233 SES positions; the
National Aeronautics and Space Adm nistration (approxinmately 21,500
enpl oyees) has over 500 SES positions; and the VA (approxi mately

215,000 enpl oyees) has over 400 SES positions.

SSA's operations have been hanpered by the agency's inability to
conpete with the private sector for experts in state-of-the-art
conputer technology and for technical project managers for ADP

contracts. Authority to pay up to the GS-15 maximum salary for a
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speci fied nunmber of conputer experts would enable the agency to
acquire and retain a technical staff with the necessary skills and
experience to carry out the new agency's data processing
requirements. This would help to ensure the cost-effectiveness of
SSA's multimllion-dollar conputer-related procurements, as well as

the quality of services received fromcontractors

Managenent and Executive Devel opnent

To achieve strong and effective nmanagenent of its operations, the
soci al security agency nust have well-prepared, capable

supervi sors, managers, and executives. In recent years SSA has
established and inplenented management and executive devel opnent
programs which appear to provide the proper framework for ensuring
that the agency's need for innovative, professional managers wl|

be met

However, nore than a framework is necessary; SSA should make
managenent and executive devel opnent one of its highest priorities.
The Panel was inpressed to learn of the extent of the IRS s
conmtnent to executive development. Hgh level |IRS executives
devote a significant portion of their time to the executive

devel opment program  Training and devel opnent of subordinates is a
critical task for every manager in IRS. A simlar commitnent would
be required of top executives and nanagers of the new socia
security agency if an executive devel opment program of conparable

quality were devel oped.
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Finally, the Panel notes that effective management and executive
develobnent does not necessarily depend on pronmotion fromwthin
Managers from ot her agencies and from outside the governnent can
bring varied backgrounds and fresh perspectives to bear on SSA's

management problenms and hel p prevent parochialismand stagnation.

I'V. A BI ENNI AL BUDGET AND WORKFORCE PLAN FOR SOCI AL SECURI TY

The Panel recommends nodification of general governnent-w de

requirements for budget fornulation and execution as they apply to the new

soci al security agency. In particular, this agency shoul d be authorized to:

Present to the Ofice of Minagenent and Budget and the Congress

a biennial budget request for appropriations. The Congress

shoul d appropriate biennially for admnistrative and SSI

program costs. Funding for long-term projects, such as the

conput er noderni zati on plan, should be appropriated on a

full-cost (no-year) basis.

Present the staffing portion of its admnistrative budget to

both the Ofice of Management and Budget and the Congress as a

wor kforce plan, to be based on dollar limtations rather than

personnel ceiling controls. The execution of the workforce

plan would be left to the Adm nistrator who woul d therefore be

fully accountable for its effectiveness.

0 Biennial Budget

NAPA's report and other studies have concluded that the annua
budget fornulation and appropriation process can be excessively
burdensone for both the executive and legislative branches. In

response to this problem a nunber of bills to nmake the budget
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process biennial have been introduced during the current session of
Congress. The Panel believes the budget process should be nodified
for the social security agency which has stable and predictable

adm nistrative expenditures that stemdirectly fromwork required
to administer statutory benefit provisions. The vast majority of
funding for prograns to be included in a new social security agency
is derived from permanent trust fund appropriations; only SSI and
general fund reinbursenments to the trust funds (the Limtation on
Adm ni strative Expenses and the Payments to the Trust Funds

accounts) are subject to annual appropriation action.

Budget accounts for the social security agency can be estimated in
advance; indeed, major unanticipated changes in funding levels for
QASDI result largely fromlegislative changes in program
eligibility and benefit calculations. Despite little significant
year-to-year change in the reinbursenent accounts, SSA's top
managenment currently spends an inordinate anount of time justifying
and expl ai ning these changes within the executive branch and
testifying before Appropriations Conmittees. The effort would be
justified if inportant policy or funding issues were being decided,
but they rarely are. Thus, a biennial appropriation would not be a
radi cal departure for the social security agency; the usua

suppl enmental appropriation and rescision processes woul d be used
when significant changes were necessary. The contingency fund,

whi ch provides for reasonable fluctuations in admnistrative

expenditures, would be retained and al so provided biennially.
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Wor kforce Pl an

Under the present budgeting system Federal agencies are given
fixed enployment ceilings, expressed as specific staffing lints
Studi es by NAPA, GAO, and the G ace Conmi ssion have concluded that
this system while a politically acceptable device for visibly
controlling the total Federal workforce, has enphasized short-run
budget control rather than |ong-run program nanagenent and policy
devel opment, and that it has inpeded the devel opment of nore

effective workforce planning.

The work product is difficult to define and measure for government
activities such as policy analysis, regulation, |iaison, technica
assistance, etc. For these activities, estinmating workforce needs
is difficult, and controlling the size of the workforce through
ceiling restraints may have fewer adverse effects on the agency's
ability to carry out its mssion. But ceiling restraints have
handi capped SSA which has large operating responsibilities and
measurabl e work activities. These restraints have inpeded SSA

pl anning for workload changes and have routinely resulted in many

wor kyears of costly overtine.

The studies cited above all urge a different workforce planning
systemin which the anount of work to be done is calculated in

dol lar terns, and funds for the work are appropriated on the basis
of these planning figures rather than for specific nunbers of

enpl oyees. |If the social security agency provided an overal
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sumary portrait of its programs based on a workforce plan, the
President and the Congress coul d make better |ong-run program
policy decisions. Managers woul d be responsible for reaching
objectives within the dollar limts associated with the workforce
plan, but they would retain the latitude to decide how best to

achieve those obj ectives.

Workforce planning is particularly appropriate for the socia
security agency because nuch of the workforce is already covered by
a work measurenent system and because the breadth and pace of
technol ogi cal |y induced change will have a crucial effect on the
agency's personnel needs in the next 5 years. Under its internal
wor kf orce planning system SSA assesses the total work to be done
by using established and verified neasures of the tine necessary to
acconplish this work, including productivity assunptions. For
exanpl e, the SSA actuarial staff estimates the number of clains
that will be filed in a given year based on denobgraphic trends and
economc forecasts. Using this estimate, the budget staff can
estimate the number of workyears necessary to process this workl oad
by applying data derived fromprior years' experience in processing
initial clainms for benefits. Adjustments are nmade for productivity
changes. The sane process is used for each of the major workl oads
in the field offices, the Program Service Centers, and other agency
operations, and it results in a work nmeasurement plan which details

with a fair anount of objectivity the anount of work to be done and
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the type of staff necessary to acconplish that work within a given

amount ' of tine.

Continued inprovenents and refinenents in the work measurenent
system are possible, and the new social security agency should work
with OB and GAO to inprove data collection and tine

allocation-- and to devel op standards for processing workloads. |f

i mpl emented, the Panel's reconmendation woul d encourage

i nprovements in the workforce plan and thus enhance the
Administrator's ability to utilize effectively the agency's nost

val uabl e resource--the tens of thousands of SSA enpl oyees.

Fundi ng for Long-Term Projects

The Panel reconmmends that certain |ong-term projects be funded for

the life of the project rather than biennially. Full funding

increases the likelihood that: (1) detailed project planning will
acconpany initial requests for approval and funding, and

(2) projects will be conpleted without interruption after they have
been approved. Annual funding may nean that a change in |eadership
(in either the executive or |egislative branch) may jeopardize the
project or delay it as the rationale for the project must be
defended anew. As with a biennial budget, a long-term project can
al ways be cancel l ed through rescisions if the President or the
Congress decides that drastic change is necessary. Exanples of

mul ti-year projects would include conmputer procurenents and

facilities' construction
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V. TRANSI TI ON, EVALUATI ON PLAN, AND ACCOUNTABI LI TY
The Panel believes that the benefits to be gained fromthese

del egations and expanded authorities dictate pronpt action. |t recomends,

therefore, at the earliest possible date after enactnent of |egislation

establ i shing a new social security agency, that the President select an

Admi ni strator. In the interim the Conmm ssioner or Acting Conm ssioner of

Soci al Security would serve as Acting Administrator and woul d establish a

transition task force and conduct the transition until such time as the

Adnministrator is confirmed. The Acting Administrator would also begin to

develop a plan and negotiate criteria to evaluate the results achieved by the

new y constituted agency and woul d begin to negotiate appropriate oversight

roles for the central nanagement agenci es.

0 The Transition Task Force

As soon as practical after enactment, the President should
designate the Administrator of the new agency. In the neantine

Acting Adm nistrator should set up a transition task force, which

woul d be conprised of SSA and DHHS staff along with representatives

of OB, OPM and GSA. A detailed plan would be prepared by the
task force for the orderly transfer of responsibilities and
authorities and any organizational changes deemed appropriate

t he maxi mum extent possible, the Admnistrator of the new agency

shoul d be involved in planning and carrying out the transition.

(See Appendix ¢ to this report for additional details regarding the

-

suggest ed transition pl an.)
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A Plan for Eval uation

The Panel expects that the organizational independence and

addi tional authorities given to the social security agency wll
result in inproved program perfornmance, public service, and
productivity. To ensure this result, the Admnistrator should
devel op objectives for managenent inprovements, an initial action
plan, and criteria to measure progress and final results. Al though
the objectives and plan shoul d be the new agency's statenent of
what it expects to achieve, the involverment of oMB, OPM GSA, and
GAO are inportant in devel oping appropriate and reasonabl e

objectives and criteria for short- and |ong-range evaluations

As a mnimm the evaluation plan should address two major topics
(1) operational efficiency and effectiveness and (2) the ability to
confront and resolve nmajor managenent issues, including the

establishment of |ong-run planning capability.

Plans for resolving pressing operational issues should incorporate
SSA's internal neasures of program performance, productivity, and
public service. Wiile these nmeasures are currently used to nonitor
performance, their accuracy, reliability, and coverage of the
agency's operations should be inproved. In addition, externa
measures of public service should be devel oped to corroborate

i nprovements indicated by internal measures and to di scover whether
these inprovenents have affected public opinion on the quality of

service
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Plans for resolving |onger run managenent issues shoul d address:
(1) the types and levels of public service to be provided; (2) the
future role of the field offices, Program Service Centers, and
other centralized operations; (3) the extent to which operations
will be automated and whether they will be centralized or
decentralized; (4) the extent to which staff reductions will result
from automation and productivity inprovenents; and (5) the type of

organi zation that will be needed in future years.

After the Social Security Advisory Board has been set up, it should
participate in developing criteria for measurement and eval uati on,
and it should assist the overall assessment of the new agency's

programin inproving managerial and operational performance.

Accountabilitv

Mar ked i nprovenent in agency managenent and operations can be
achieved only over an extended period. The evaluation criteria
devel oped to neasure the agency's progress shoul d recognize the
tinme required for substantial inprovements to occur. In addition
to regular oversight by the newy created Social Security Advisory

Board, the Panel recommends that during the first 5 vears after

enactnent of this |egislation GAO nonitor and report on the socia

security agency's use of the authorities and progress in inproving

its program nlanning and onerational efficiencv and effectiveness.
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Five years after enactnent of the legislation, GAO should prepare a

formal report to the President and the Congress.

V. STRENGTHENED MANAGEMENT WTH N DHHS

As noted in the Preface, the Panel's instructions from Congress
directed it to study how to renove SSA from DHHS and set it up as an
I ndependent agency. Accordingly, the Panel has concentrated on how an
I ndependent agency should be structured and nmanaged. However, the Pane
believes that many of its recomendations would inprove the management of the
agency should it remain within DHHS. Even in the absence of action to create
an i ndependent agency, the Panel recommends that:

o SSA have program responsibility only for dd Age, Survivors and

Disability Insurance and Suppl emental Security |ncone,

o Strong professi onal managenent and continuity of |eadership for

t he agency be enphasized and the rank of the head of the agency and

deputy be raised,

o The present provisions for quadrennial Social Security Advisory

Councils be changed to provide a permanent Social Security Advisory

Board within DHHS, and

o (Qperational accountability and responsibility be placed squarely

wi th the agency head by del egating to SSA specific managenent

authorities and by redefining the responsibilities of the centra

control agenci es.




