Smart Shutdown Program
Senior Leaders Interview

Person being Interviewed:

Former Navy Senior Leader
Interviewers:

John Adams DAU, Jerry Davis DAU

Key interview take away comments:
1. Suggest you pay special attention to IT related areas when you receive termination notice. IT is complex and in some programs it is linked to 60% of the activity in the program.

2. Consider that your termination may be to combine programs – people and all elements of the program.

3. There were no tools for shutdown or combining of programs in the Navy that I could find. Consider DAU Check List as guide.
4. Suggest you think about working with the users of the program; there had to be a requirement for beginning the program.  Is that requirement still there and how will it be met for the user.

5. Consider “Trust but Verify” when told there is not longer need for the program or its product check to be sure.
6. Considered how to answer questions for the advocates who wanted the program.  Start with senators and congress that funded your program to fill a user gap.

7. Consider that some programs will not die.  There are programs that have been in shutdown phases for years.  Will your program be one of these?  

8. Consider method to “wrap up obligations” entered into before the termination. Are there contracts that must be paid?  The TCO is likely the first person out the door. Obligations may be short term or long term.

9. Consider looking at the program total contracting records “many contracts have never been closed out”.  Identify contract issues and work termination plan to close out all contracts.

10. Suggest including all old contracts needing close out in your termination funding plan.

11. Consider people and their emotions – for one program there was no a follow though by my headquarters. They came and told about the termination and then never came back.  This termination had no support from leadership.

12. Consider if no support by leadership you will need to deal with the people and their “shock and anger”.  In your Termination Plan include communication and emotional considerations 

13. Consider that program terminations are all different – in one termination experience there was lots of support and head cover. Leadership provided an excellent SES for help and 96 % of people were reassigned the others were placed. Good leadership support makes a difference.

14.  Consider the ownership workers have for the program and help them to heal and move on.
15. Suggest training for terminated program employees. Training could help to develop a good skill mix of the remaining personnel. This can fill the gaps caused by your people departing.

16. Suggest you determine “actual or real” cost of shutdown of your program.  Compute the “total shutdown cost” and keep or ask for funds that will be required.

17. Consider making list of unintended cost of the termination, how will it affect other programs – does the user lose a required product etc.
18. Suggest inclusion of cost for missing equipment. In my terminations many items disappeared to include computers etc. 

19. Suggest identifying the “Butcher Bill” or bottom line for termination.

20. Suggest PM/PEO monitor “keep watch” over the termination funds. 

21. Consider the best avenues to distribute GFE materials/equipment and if required their proper disposal.

22. Consider how to save program successes and products for the future. It is possible we do not have enough acquirers in government to take care of national assets.  Don’t think someone else has a plan to save valuable data and equipment.
23. Consider being innovative in your handling of people.  If possible, after termination - interview them personally- show them you care and do a career interview with them.

24. Suggest when terminated to “Tell Truth & Be Honest” with people.  Do not “cotton wrap” what is a painful process.

25. Consider “all relationships are individual” treat as a person so they feel you care.

