
U. S. Office of Personnel Management 

What isOPM? 

OUR VISION 

Grea' Government Throu/:h Great Employem.· 

How well the Federal Government works depends on Federal workers, OUf role al the Office 
of Personnel Management (OPM) is to help agencies gel the right people in the right jobs with 
the right skills at the right time So they can produce results for the American people. To do 
this, we work with agencies to create systems to recruit, develop, manage and retain a high 
quaJlty and diverse workforce, and to do it in the right way. Congress has entrusled us with 
regulating these systems, and the President relics on us to continuously improve them. Our 
vision is a Government that meets and often exceeds the public's expectations because of Inc 
impressive competence and commilment of Federal employees. 

OUR MISSION 

To support the Federal Govemment)s ability to have the best worldorce possible to do the best 
job possible, 

We lead Federal agencies in shaping human resources management systems to effectively 
recruit. develop, manage and retoin a high quality and diverse workforce; 

We proted national valUes embodied in law, including merit principles and veterans' 
preferenee; 

We sen'e Federal agencies, employees~ retirees, their families: and the public through 
technical assistance, employment information, pay administration, and benefits delivery; and 

'Ve safeguard employee benefit trust funds. 

OUR VALUES 

Our con.~ v<llues are constant and embody: respect for institutions of democracy. a civil serVice 
based on m1.!rit principles, the dignity of the individual employee and customer, and the ability 
to change and adapt We arc committed to maintaining an environment that fOSler'S; 

• 	 OUr' greatest strength: the skills and knowledge of the OPM family: 
• 	 A work ethic thaI eonstantly strives for high quality and customer satisfaction through 

excellence, innovation and creativity; 



• Equity. integrity. fairness and loyahy in all aspects of our work relutionships; 
• A workHm:c that refleers the high quality and diversity of our society; 
• Leadership and empowerment at all levels: through elear and open communieations; 
• Partnership at all levels with responsible and accountable participation; 
• Improved services through cross~funclional collaboration, teamwork and recognition: 
• Continuous development and learning at all levels; and 
• A balance between work and family. 

OUR CURRENT ROLE 

The pe.ple 01 OI'M ­

pro\'ide leadership to strtngtbcn human resources management (HRM) througbout tbe 
Government. Even though laws and delegations give substantial authority to the head$ of 
departm(:ms and agencies, OPM serves as the President's agent and advisor for HRM issues that 
apply aeross the Federal Government. We ensure that the Government's corporate HR policy is 
responsive and effective. We work collaboratively with agency senior leaders. line managers, 
and H~\'1 staf(~, as well as employee representatives, to identify and address top priority HRM 
issues, and to ensure that agencies are incorporating effective workforce planning and strategic 
rewards into their strategies for accomplishing their goals and objectives. We work with the 
Office of Mllnugement and Budget 10 incorporate governmentwide HR initialives into thc 
President's budget, and to ensure that agencies' strategic plans incorporate HR goals and 
objectives. We chair the Human Resources Management Council, which is composed of the 
HR directors ~f Executive agencjes. Through the Council wc resolve problems, share best 
practices, and establish high performance benchmarks so ageneies will have the high quality 
and diverse workforce they need. 

belp set human resources ruJes with agencies t involvement.' Human resources lows 
usually rt~quire us 10 issue implementing regulations. Where there is legal nexibiliiy. Wl' strive 
for an approach that best helps agencies accomplish their missions, relying heavily on advice 
from those agencies. We want to make sure that our regulations and oversight activilies ensure 
ageney compliunce with the law, but \vilhout unnecessary conslraints on their managers. We 
act as a partner with (he Office of Management and Hudget in reviewing Jegis!mive proposals 
affecling human resources management and in proposing legislative and c-xcclltive mitiativcs 
to the President after consulting with ageneies and olhcr stakeholders. We participate in 
litigation before courts and administrative adjudicatory bodies on significant issues of civil 
service taw, 

proteel the merit sysfem and vel crans' rigbts through oversight. We asSeSs age!1L:ics' 
elTectiveneS$ltl human resources management at the govcrnmentwidc, agency, and installation 
levels. Wc usc the informalion we gather to support policy deVelopment and to ensuring 
compliance with both the merit principles and personnel laws and regulations. ·Data we g;:l!her 
enhances agency capabiHty for sclf~evaluation and assists agencies in designing and operating 
personnel programs that effeetively support mission accomplishment. We certify agenc), 
delegated examining unilS and evalullte {heir compliance. We also revicw personnel systems 



outside the competitive servicc to determine whether their adherence to merit principles 
warrants an a.greement allowing the interchange of employees between these systems wld the 
competitive servicc without further examination, Veterans' rights arc an integral pm1 of the 
merit-based personnel system that we oversee and protect. 

help ag(~neies reeruif instantly and nationwide. On behalf of a[l agencies, we administer a 
governmentwide, computerized listing of all job vacancies in the competitive service currently 
open to outside applkanrs, plus many vaeancies that are outside the competitive service. This 
listing allows agencies to quiekly reach a wide range of potential employees and provides for 
open compeli[ion from aU segments of SOciety'. Job seekers find It easy 10 learn about job 
openingi 24 hours a day, 7 days a weck~ through the Internet, toueh~sereen kiosks in agencies. 
colleges and univerSities. and by louch~lone telephone. They may also eomplete on~linc 
resumes and apply electronically for Federal Jobs. Other enhancements arc underway, that 
will allow job-seekers to complete a job interest profile and then be notified by email ofjobs 
that match their interests. 

support agencies in merit-based eantlidate assessment and hiring. Roughly thn!e~flJllrths 
of the 1,8 million non-Postal Civil servants are in the competitive service, which means their 
selection is guided by merit principles, laws, and professional standards which we adminlsteL 
The purpose is to ensure the validity and objectivity of selection criteria, to ensure that all 
receive equal opportunity, and to grant selection preference to certain veterans based on their 
servicl.!. Our examining experts eontinue to develop a wide range of assessment instruments 
for agencies' use. We provide examining policy advice and assistance. as well as direct 
reimbursable services to agencies for re<.:ruhment. candidate evaluation, and applicatiun 
processing. 

support agencies in workforce restructuring. The Federal Government is in a period of 
profound change, driven by the forces of improved management, reduced budgets, and 
changes in the skills needed to do the Government's work, Agencies are responding through 
workforce restructuring, invoh'ing often significant organizational redesign and Silt!"!" 
reductions, We work closely with agencies 10 ensure they can efTectively restructure wbile 
maintaining needed skills, quality, and diversity in the workforce. Our expert slaff Sci policy 
consistent wIlh law and adminislcr the Federal programs for reductions in force, separation 
incentives and early retirement- and lransition assistance for displaced employees, We atso 
provide customized reimbursable serVices i" these areas. 

ensure the suitabilit}, of Fe-deral employees and provide for personnd iU"\.'cstigations. Wc 
sct and i,;Ommunlcate govcmmentwidc investigalions polit:y for the F<..-cieral personn('l sccurity 
program, ensure the suitability of Federal employees. and carry out on-site inspections to make 
sure ager.cies are following established policies. We also provide, on a reimbursablc basis 
through a contractor, personnel investigations relating 10 suitability and security. 

promote executive leadership for a results-oriented (;oycrnment. Wi~hout exceptional 
leadcrs who can lead and motivate pcople, build coalitions and partn':l'!-ihips, and deliver 
quality services, the Government would not be able 10 scrve the Am<:rican people effectively. 
We provide leadership and services to help agencies select. develop. and manage strong, 



results~oriented executives who have a broad corporate perspective and a commitment 10 

public service. Our services include administering executive and management development 
programs through three interagency residential training centers: the Federal Executive 
1nstitute in Charlottesville, V 1\, and the Management Devclopmenl Centers in Shepherdstown. 
WV, and Denver, CO, 

provide gon~mmentwide human resoun;es de\'e1opment leadership, We administer the 
Government Employees Training Aet and are responsible for promoting eITecEive agency 
training programs. Because the Federal workforce has become predominately knowledge 
based, strategic agency investments in education and training are critical (0 mission 
accomplisbment. We are promoting learning as a performance improvement tool; exploring 
innovative technologies for training delivery; eonsidering new approaches to support learning, 
such as individual learning accounts; and supporting and collaboraling with interagency 
groups lo make effective use oflearning technology and other methods to enhance workforce 
skills. We also provide assistance to Federal agencies through a multi~million dollar contracl* 
based Training and Management Assistance program designed to improve human resources 
management. 

operate the Nation's largest retirement programs. We administer the.Civil Service 
Retirement System and the Fcderal Employees' Relirement Syslem, which together cover 
more thun 5 million active and retired Federal employees from all agencies and dlsbur;,;c morc 
than $40 billion eaeh year in earned rctirement benefits. 

manage employee healfh and nfe insurance programs. We set the standards for, contmcl 
witb, and oversee tbe performance of benefit providers under the F'ederal Employees' Group 
Life Insurance and the Federal Employees Health Benefits programs. These highly regarded 
programs scrve more than 10 million customers (active Federal employees; retirees, and 
covered family members) in aU agencies. 

administer the systems for setting Federal eompensalion and benefits. In setting 
compensation and benefits. the Government does what moSI other large cmployers do 10 

implement the traditional financial components of a broad array of strategic rewards. which 
also comprise non~financial rewards such 'as a family~friendty work environment and 
opportunities for continuous learning and skill development To establisb employees' bask 
pay, agencies look at the duties of their jobs to determine tbe right occupations and level:; Uob 
classification). We do the researcb and set tbe standards for classifying jobs and participate 
with others in establishing pay scbedules for a variety of pay systems by referencing what non­
Federal employers provide for comparable work. These pay schedules are adjusted 
periodically 10 account for local !abor market changes and 10 address recruitment and rdention 
problems. We also implement the pay administration provisions in title 5 under which an 
employee's pay is adjusted over time, based in part on performance, or augmented to provided 
premiums Jor working in unusual conditions. Similarly, to recruit and retain the optimum 
workforce, we dcvciop and enhance earned employee benefits packages. including leave, 
insurance, and retirement. Such enhancements include implementing U,S, Tax Code 
provisions tbnt allow employees 10 pay premiums with pre-tax dollars and introducing long~ 
term care insurance at advantageous group rates, Througb such aClions, we n01 only seek to 
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make these packages competitive with non~Federal sector benefits. but also serve as nalional 
models for other employers. 

provide tools for effective employee performanee management. We have a leadership role 
in promoting effettive performance management and ensuring thal individual accountability is 
established and maintained throughout the Federal workforce. We set guidelines for 
evaluating, developing, und rewarding employee perfonnance that leave agencies free to 
design and use appraisal, training, and awards approaches that suit them best. We also provide 
models and technical assistance for planning. measuring. developing, and rewarding 
performance at the individual, group, and organizational levels, including the development and 
implementation of balanced measures of results, 1n addition, we provide agencies and 
managers with guidance and assistance about how to identify and correct periormance 
problems in accordance with requirements 10 assure thal employees are treated fairly. 

take the lead in Government lahor and employee relations. We arc an advisor and 
consultant to agency officials in devcloping effective labor-management rclation~ and 
employee relations practices that contribute to mission accomplishment. We are the single 
clearinghouse for govertimentwide information on best practices, innovations. data trends.·and 
other infonnation in these areas. We help agencies work effc.etively with Federal labor 
organizations that represent 1.1 million Federal employees. We consult with labor 
organizations and agency managers and labor-relations olTlcials on governmenlwidc rulcs. 
regulations, and directives affecting conditions of employment. 'In coopcralion with the 
:\Iational Partnership Council, we champion colluhorative labor-management relationships that 
promolc improved performance, results, and scrvice to the public. In addition, v,.c provide 
leadership for agency employee relations aetlvilies that cover employee discipline, employee 
assistance, employee, health, and workplace violence prevention programs, 

enhance the ability of Federal employees to balance work and family respon.~ibilitics. We 
maintain the Family-friendly Workplace Advocacy Office. which is designed to serVe as the 
central point in the Federal Government for employees and agency staff to contact ror 
inloOTIation regarding family-friendly initinlives, laws, and regulations. This office supports 
and promotes many initiatives, including childcare, eldercarc, and teleeommutlng~ 

enhance and adminisier the Fc.--deral Government's famiJ:y-friendly leave programs, We 
tukc a leadership role in developing and administering the governmcntwide family~fricndly 
Icave programs (i.e .. family and medi-calleave: siek leave for family cun;, bereuvement and 
adoption purposes; annual leave for personal needs: and the leave transfer and leave bank 
programs), The family-friendly leave programs arc a modct 10 all employers and demonstrate 
the Federal Government's recognition of the importance of family responsibilities and 
commitment to assisting Federal employees in balancing their work and family 
responsibilities. We are recognized as an innovator in developing and administering leave 
programs that roster.goodwill and create a more compassionate workplace, resulting in a more 
producLive workforce. 

advance go\"ernmentwide aUfomation of human resources managcnlcnt s}'stem~, We 
have a crucial interest in ensuring that ugencies arc able to make the best and most 
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cost·eftecl1ve use of automation to achieve human resources management objectives. To this 
end, we lead the interagency Hwnan Resources Technology Council. which is responsible for 
crafting a long-term strategic vision and goaJs for using infonnation technology in human 
resources management governmentwidc, The Council promotes cooperatively developed 
systems and operations (0 solve common problems and prevent costly dUplication of efforts, as 
advocated by the Clinger-Cohen Act of J996. 

manage a comprehensive workforce information system. We set the standards for 
information that goes into employees! Official Personnel Folders at agencies; we retain 
ownership of those records. and we provide instruction:;; ror release of personnel data under the 
freedom of Information Act and the Privacy Act We also collect and electronically maintain 
employee data in a Central Personnel Data File lo support and improve Federal personnel 
management decisions. In addition, we are required by law to gather, analyze, and maintain 
statistical data on the diversity of the Federal workforce, and LO prepare evaluation reports to 
Congrcss. 

seek improvement through innovalive human resources management projecis. We 
work with other Federul agencies on demonstration pr~iects and alternative personnel syslcms 
10 explore beller and simpler ways to manage Federal personnel. We also conduct studies and 
learn from the research ofothers. 

For more informatioll on OPM. go to our Fr 20(10 ~ FY 1005 Strategic Plall, Federal 
Humllu Re.50llrces ,-"Iunagementfor the 1/$1 Celltury. 



WHO WE ARE ANI) WHAT WE DO 

The Office of Personnel Management (OPM) is the Presid!nt's agent and advisor for operating 

a;ld continuously improving the Government's sysle:n of human resource management. 


The President Jeads a workforce of roughlY 1.4 million uniformed military personnel, 0,8 million 
postal workers. and another 1.& million ci~ilian employees. Agency heads, omcers. and line 
managers .supervise these civil servants as they ""ork 10 serve the public and accomplish missions 
that were established by Jaw. v.'hen managers want to recruit, examine. investigate, hire. fire. 
train. promole, reassign, evaluate, or take any other personnel action, they must be able to rely 
on personnel professionals who have the knowledge and tools to get things done the best way. 
OPM. in tum, provides the needed infonna1ion, tools. and advice to civilian personnel 
professionals. As a partner with agencies, OP~ also works to keep managers better informed 
about developmems in human resource management. 

Managers need advice in human resource managemenllO be sure they are dOing the right thing 
and (:omplying with [he Merit Principles. All employers are subjecllo certain empJoyment laws 
a!'ld to their O\\,TI company policies. In lhe Federal Government this is panicularly true. Over 
the years many laws have adopled deveiopmenls in prival.e sector persoMel practices and 
reflected a continuing public inrerfSt in faimess and efficiency for the civil service, Part of the 
responsibility oftbe President and ofOPM is 10 administer a ciyil serviee merit system that 

ensures compliance with personnel laws and regulations. Merit principles ensure lhal Federal 
agencies invest taxpayers' money only in employees who are most likely 10 do a good jOb. and 
thai Ihey base hiring. pay. promotions, and reductions in force on a process that is objective. job· 
related. and fair. 

In carrying out its fimclions. OPM relies heavily on Its "'critical mass'" of expen. staff, broadly 
applied cutting-edge \ech,nology. and unique Goyemmentv.'lde information systems. It operates 
through a dose partnership wlth agencies. particularly in considering and resolving issues 
throu£h the interagency Advisory Group of federal Personnel Dlrec:lOrs. and in consultation with 
the President's Management CounciL 

Mon~ SpteificaHy. the Office ofPenonntl Management .••. 

Helps Set PersoDDf:J Rules" hll Agencies' Involvement Personnel laws usually require OPM 
.!.2i!!.~e implementing regUlations. Where there is legal flexibility, aPM strives for an approach 

, ~	that best helps agencies accomplish their missions. relying heavily on advice from those 
agencies. One of OPM's objectives is 10 make sure that its regulations and oversight activity 
keep agencies in compliance with law, but also keep managers: from bogging do"''T1 in 
unnecessary and counterproductive red tape. OPM acts as a panner with the Office of 
Management and Budget in reviewing legislative proposals affecting huma:l resource 
management and in proposing legislallve and executive initiatives to the President after 
consulting with agencies. OPM participates in litigation before couns and administrative 
adjudicatory bodies on significant issues of civil service law. 

Protects the Merit S~'stem and Veterans' Rights through Q\.'enight. OPM assesses 

agencies' effectiveness in personnel management at the Govemmemwlde. agency, and 

installation levels to gather infoonalion for policy development. ensure compliance with the 

Merit Principles and personnella\.\'S and regulations, enhance agency capability for 

sdf-evalua!ion, and asSiSl agencies in operating personnel programs that effectively sUpPO:1 

accomj:"lishrnent of their primary missions; cenifies agency delegated examining units and 

evaluates their compliance: and evaluates personnel systems outside the competitive service 10 

determine whether their adherence to merit principles warranlS an agreement 10 allow the 
interchangc of employees between that system and the competitive service without further 

:". ,; 	 " 



Helps Agencies Recruit Instantly and Narioowide. On behalf of all agencies. OPM 
administers a Govemmenlwide, computeriz.ed listing of all job vacanc~es in lhe competitive 
service currently open to outside applicants, plus many vacancies that are outside the competitive 
service. Tnis allows agencies to quickly rea,eh a wide range of potential employees and provides 
for open competition trom all segments ofsociery. Job seekers find it easy to learn ahoUI job 
openings 24 hours a day, 7 days a week. through the Internet, touch~scrten kiosks in agencies, 
and by telephone. 

Supports Agencies in Merit-Based Examining and Hiring. Roughly threewfO'urths of non­
PO'stal civil servants are in the competitive serviee, which means their selection is guided by the 
Meril Principles and hiring and retention procedures administered by OPM. These procedures 
are based O'n the principle that use of valid, O'bjective procedures will result in a more highly 
qualifled workforce. Civi! rights laws and Federal persoMellaws a150 require that selection 
methods be job-related and ensure thaI all receive equal O'Pportunity, PersoMellaws a.lso give 
selection preference 10 certain veterans. OPM's team of psychO'logists continue to develop a 
wide range of assessment instruments for agencies' use, OPM provides ex.amining policy advise 
and assistance. as well a.s direct reimbursable services to agencies for examination development 
and proceSSing. 

Provides for Personnel Ju\'estigations. OPM sets Govemmemwide investigations policy for 
the Federal personnel security program and carries out on~site inspections 10 make sure agencies 
are following established policies. OPM also provides, on a reimbursable basis. through a: 
contractor, persO'nnel investi,gations relating to suitability and security. 

Promotes Executive Leadership for a Results-Oriented Government. OPM foster5 the 
devclopmem, selection, and management of Federal executives and candidates who are strong 
leaders and change agents with the expertise and skilis required to transform Goverrunenl. This 
includes providing executive and managemem development programs and services through three 
interagency residential centers: the Federal Executive lnstilUte in Charfonesville. VA, and 
Management DevelO'pment Centers in Lancaster, PA (scheduled to relocate to Shepherdstown. 
WV in 1998). and Denver, CO. 

Operates the Nation's Largesl Retirement Programs. OPM adminislers the Civil Service 
Retirement System (CSRS) and the Federal Employees I Retirement System (FERS). which 
tOgether CO"(~r more than 5 million active and rerirt:d Fedeml employees from all agencies and 
disburse more :hnn $40 billion each year 1n eamed retirement benefits. 

Manages Employ(:c Health and Life Insurance Programs, OPM selS the slandards for. 
cO'ntractS v.ith. and o\'ersees the performance of benefit providers under the Federal Employees 
Group Life Insurance and the Federal Employees Health Benefits (rEBB) programs. These 
highly regarded programs serve more than 10 mil!ion customers (active Federal employees. 
fClirees, and covered family members) in all agencies. 

http:computeriz.ed


Provides tbe System for- Setting Federal Compensation. In setting compensation, the 
Government does what most other large employers do. Agencies look at the dUlies of a job 10 

del ermine the right occupation and level (job classification): refer to documentation ofwhal 
'other employers pay for thai work. the relative value of the work within (he organization. and 
what the agenty is able to pay, (the pay scale); and then adjust pay over time. based on the 
employee's tontribution. OPM does the research and sets the standards for dassifyingjobs: : 
and panicipales with others in establishing the pay scales for a variety of pay systems, which are 
adjusled to account for labor markets and 10 recruitment and retention problems. Similarly, 10 

recruit ahd retain the best and the brightest. it develops benefits packages. including leave. 
insuranct-, and retirement thaI nOI only seek to match value wi1h those onhe non~Federal sector. 
but are also structured as national models for other employers. 

Provides Tools for Effective Employee Performance Management OPM has a leadership 
role in promoting effective performance management and ensuring that individual actounlabiliry 
is established and maintained throughout the Federai workforce. OPM sets guidelines for 
evaluafing, developing, and rewarding employee performance that ieaves agencies free to design 
and use appraisal, training, and awards approaches that suit them best. It also provides models 
and technical assistance for pianning, measuring, developing, and rewarding perfonnance at the 
individual. group, and organizationalleve!s. In addition, OPM provides agencies and managers 
'A'ith guidance and assistance about how to identify and correct performance problems in 
actordance with requirements 10 assure that employees are trealed fairly, 

Takes tbe Lead tn Government Labor Relations. OPM has a leadership role in the Nationa! 
Partnership Council, which is changing the way employees and agencies are working together. 
OPM regularly consults at the national level with labor organizations on Oovernmemwide issues 
and provides technical assistance to agencies on labor·managemem relations and systems and 
teChniques for resolving disputes with employees, In addition. OPM provides leadership for 
agency employee relations activities that cover em~ioyee discipline. employee assistance, 
employee health. and work and family programs. 

Takes the Lead in Governmentwide Automation of Human Resources Management 
Systems. OPM has a leadership imerest in ens.uring that agencies are able 10 make the best and 
most cosH{fective use of automation to achieve human resource management objectives. To 
fuifill this role, OPM leads the interagency Human Resources Technology Council, which is 
responsible for crafting a long-lenn strategic vision and goals for human resource management 
Govemr:1entwide, particularly as it relies on automation to accomplish those goals. The Council 
promotes cooperatively developed systems and operations to solve common problems and 
prevent costly duplication of efforts, as encouraged by the CHnger·Cohen Ac! of 1996. 

Manoges a Comprehensive 'Workforee Information System. OPM sets the standards for 
information that goes into employees' Official Personnel Files at agencies. retains o'A'I1ership of 
those records. and provides Instructions for release of personnel data under the Freedom of 
Information Act and the Privacy Act. It also collects and electronically maintains employee data 
in a Central Personnel Data File to SUPp011 and improve Federal personnel management decision 
making, In addition. OPM is required by law to gather. analyze, and maintain statistical data on 
the di\'crsiiY of the Federal workforce. and to prepare evaluation reports 10 Congress. 



Steks imprm'cmcn! through Demonstration Projctu, OPM works with other Federal 
agencies on demonstration projects t9 explore potential improvements in personnel 
s'ystems and beUer and simpler ways to manage Federal personnel. It also conducts studies and 
a\'atls itself of others' research in human resource management. 

WHERE WE GET OUR MISSION 

The President has authority, provided by the Constitution and by specific lav..'S. iO oversee the 
pe;-sonnel management functions of the executive branch and of agencies outside the executive 
branch that employ persons in the competitive service. By law (5 U.S.C 1104). "the President 
may delegate, in whole or in part. authority for personnei management functions. including 
authority for competitive examinations, to the Director of the Office of Personnel Management." 
That law also provides thaI the Direclor ofOPM may delegate some or most of those functions to 
agencies and establish standards for their conduct. Other laws have given additional personnel 
management authority directly [0 the Director of OPM. 

For nearly 100 years, the United States Civil Service Commission consistently evolved in a way 
that would strengthen irs use as a tool for the President in improving the management of the 
executive branch. In 1978. the Civil Service Reform Act of ) 978 continued that evolution by 
transferring personnel management responsibilities to a new Office of Personnel Management 
that was more directly accountable 10 the President. Implementing that change were Executive 
Order 12107 of December 28. 1978, and Reorganization Plan No.2 of 1978 (5 U.S.c, app.). 
eff::!ctive January J. 1979. 

The immediate Incentive for the Civil Service Act of 1883. which estab]jshed the Civil Service 
Commission in the first place, VI.'8.S to end scandals over giving Government jobs (and taxpayers' 
money) as rewards for political service. But a major goal even back then was to improve the 
quality of the Nation's civil service, Other countries had alre~y established high quality 
benchmarks by hiring Civil servants on the basis of merit, often determined by education or a 
",nnen test. 

Following the Civil Service Act, many other laws embraced developments in private sector 
persormel practices and showed a continuing public interest in fairness and efficiency for the 
ch-il service" A partial listing of those taws gives some sense of the range of OPM's 
responsibilities: Retirement Act (1920), Classification Acts (1923. ]949). Veterans' Preference 
Act (1944, including procedures for reductions in force and adverse actions. and establishing a 
~'rule of 3" to limit hiring only to top candidates). Annual and Sick Leave Act (1951), Incentive 
Awards Act (1954), Group Life Insurance Act (1954), Government Employee: Training Act 
(1958), Health Benefits Act (1959). Federal Salary Reform Act (1962), Civil Rights Act (1964). 
Federal Employee Pay Comparability ..G,.Cts (l970, 1990). Intergovernmemal Personnel Act 
(1971), Equal Employment Opportunity Act (! 972), Civil Service Reform Act (1978), Social 
Security Reform Act (1983). Federal Employees Retirement System Act (1986), Whistle Blower 
Protection Act (1989). Family and Medical Leave Ac! (l993), and continuing provisions placed 
in annual appropriations acts. 
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Presidents have also issued key Executive orders on personnel miltters, such as those broadening 
Ihc scope offhe competitive service (1938}; establishing persormeJ ofiices in depanmems and 
agencies (2938); pennining collecti\'c bargaining (E,O. 10988, 1962); setting Oul rights and, 
respo~sibilitles in collective bargaining (E.O. 1149L 1969): establishing labor~m.magemen1 
pannersl'l:ps (E.O. 1287J. 1993); and establishing the personnel securit), program (E.O, 10450. 
1953). 

At the core of Federal personnel )aw are these merit principles, found in 5 U,$.c. 2301{b): 

fl) 	 Recruim:cnr should be from qualified individuals/rom appropriate sources in an 
endeavor 10 achieve a ...,orkforce from 011 ff!gmeflls 0/societ)'. and seleclion and 
advancement should be dClermined solely on the basis a/relative abili!)', malt/edge, 
and skills. after fair and open competition which assures thaI all recej\'e equal 
opportunit),. 

(2; 	 Ail ~mployus and applicants Jar employment should receive fair and equitable 
Iree/men( in ail aspeCfs 0/personnel management withoUI regard /0 political 
affiliation, roct. color. religion. national origin. sex, maritaJ slalus. age. or 
handicapping condition. and wilh proper regard/or their privacy and consfilulionol 
righlS. 

(3; 	 Equal pay should lx providedfor work ofequal value. wilh appropriate 
consideration a/bolh national and local rales paid by employers in the prb.<ale sector. 
and appropriale incemives and recognlrtoll should be pro\'idedfor exceJJence in 
p~r/ormaflce, 

All employees should maintain high standards ofintegrity, conduct, and concern for 
Ihe public interest, 

(5) 	 Th~ Fedual wor~1orce should be used efficiently ond effectively. 

161 	 Employees should be retained on the basis ofthe adequacy oj/heir performance, 
inadequate performance should be coneeled. and employees should be separoled 
who cannor or 11'/11 nOI improve ,heir performance 10 meet reqUired sfandards. 

Emplo.1·~cs should he pro\'ided effective educalion ond lYa,'ning in cases in which such 
educoliO/l and training would result in better organizational and indi\,/'duol 
performance. 

{8J 	 Employees should be­
(A) 	 prolected ogamsr arbitrary action. personafjavoritism, or coercion for par/isan 

political purposes. and ' 
(B; 	 prohibi/ed from using lheir offiCial aUfhorilY or lnjluence jor Inc purpose of 

inler/ering wirh or afficling Ihe result ofan elecllon or a nominalion for 
elecfion. 

(9j 	 Employees should be prolected against reprisal for the lallfut dfsclosure of 
information which Ihe emplayees reasonably belie,'e evidences­
(A) 	 Q vioialion ofon)' law, rule. or regulalion, or 
(E) 	 mismanagemenr, a gross wasle a/funds. an abuse ofCUihorif): or a subs/Onliol 

and specific danger 10 pubfic neallh or safel,),. 



OPM ADMINISTRATIVE HISTORY 


ACCOMPLISHMENTS 


Model Employer 
As tbe t\lation's largest employer. as operator of its largest employer sponsored health 
care program, as operator of its largest employee life insurance program, and with the 
largest retiremenl system, {he Federal Government has become an example to all 
employers, because ofPresidenl Clinton's and Vice President Gore's policies, OPM 
implemented broad. expansive programs that make the Federal Government and OPM as 
an agency. (j model employer. Recent initiatives include: 

• 	 Patic-nts' OiU of Rights - OPM has implemented the Patients' Bill of Rights in the 
entire Federal employees Health Benefits (FEHB) program, which covers 10 tv1illion 
people in lhe federal government family, This includes regulations prohibiting health 
plans from imposing n "gag rule" limiting communieation regarding lremmenl 
options. Aetual costs for the Patients' Bill of Rights are about $.027 (t\VO point seven 
cents) per day, far less than anticipated by crities, Most insurers are not passing on 
e\len that modest cost.· We are working to amplify the Administration's message that 
lhe Palients' Bill of RighlS should be extended to all Amcrieans. 

• 	 Menial Health Parity for Federal Employees - As announced at the White House 
Conn~rencc on Mental Health in July, we will movc the Federal Employees Health 
Benefits (FEHB) program to full parity for mcntal health and substance abuse 
coverage in contract year 200 t. 

• 	 Family-Focused Workplace - OPM has bcen successful in highlighting and 
promoting f~milywfriendly programs including, flexible work hours. lelecommuting, 
job sharing, leave banks, and the use of leave for family responsibilities as well as for 
medical rcmmns, adoption. father-friendly initiatives and 4l host of similar activities. 
We establi!'hed a Family~Friendly Workplace Advocacy Office 10 promote work/hfe 
programs and respond to employcc concernS and suggestions regarding the 
implemcntation of family-friendly programs across government or in their individual 
agencies, OPM expanded the use of leave to allow employees to use morc sick leave 
to can~ for an ill relative, 

• 	 The Challengc of I)ivrfsity - OPM broadened its outreach and recruitment programs 
to assist agencies in attracting more di·...crse candidatcs fol' their workforcc. OPM has 
suct:eeded in improving the numbers of Hispanic employees for itsclfand for thc 
Federal govcrnment as {l whole, Still. Hispanics arc under represented in the Federal 
workforce $0. OPM will continue to hclp agencies implement OPM's ::--linc-Point 
Hispanic Employment Initiative. For example. OPM implemented an initiative to' 
recruit more Hispanics by placing touch SC'CCll kiosks at Hispantc sen'ing 51IC$, 

OPM':;: online jobs dalubasc, USAIO[3S. provides inlormalion concerning thou5ands 
upon lhousands of availahle positions and provides candidates the opponunity to 
apply I!lectronically 



aPM and the Social Security Administration prepared a report for the Presidential 
Management Council, which included 70 recommendmlons to address the problem of 
under representation of Hispanics in the federal workplace, The report was approved 
unanimously by the Presidential Management Council on March 9. 1999., 

In the effort to have the Federal government employ more people with disabilities, 
aPM led the development of the first Plan for Employment 'of People with 
Disahilities, released by the White House in Oc(ober 1999, and a companion 
Employment Guide for People with Disabilities, fi desktop resource ror Federal 
managers and HR specialists, 

• 	 Child Care - OPM was instrumental in gaining,P8ssage of key legislation to allow 
lower income employees to have access 10 better child care by permitting Federal 
agendes to use appropriated funds for child care services for civilian employees, We 
implemented the program and promoted the AdminiSlration's initiative on childcare 
including sponsodng the first National Summit on Childcarc in Kansas City lhat 
provided forward-looking ideas, information and guidance for employers across the 
nation. 

Labor~Management Partnership -)n order to deliver on the President's and Viee 
President's promise to turn the labor~management climate from confrontation 10 

cooperation, OPM hao; continued to champion strong and effective labor management 
partnerships and the efforts of the National Partnership Council., The Council continues 
to improve the effectiveness of labor~matlagcment partnerships in our balanecd~budget 
environment by: 

I. 	 Strengthening the abilities of partnerships to support Vice President Gore's program 
of reinvention, High-Impact Agencies. and the Government Performance and Results 
Act; 

2. 	 Overcoming barriers to success in partnerships experiencing difficullies; and 
developing a high-performing workforce to carry out the work ora high-performing 
government. 

Wclr~'rc to Work - OPM provides the engine to drive welfare-to-work across· 
Government including providing hiring authorities, training and mentoring models. and 
{tucking success, \\le ure proud lo report that the Federal government has hired 15.000 
former wcllbrc recipients and is far surpassing its origina! I.:ommifmellL 



Y2K PREPARATIONS - OPM consistently achieved high marks from OMB and 
Congress on its Y2K preparations. OPM's Y2K contingency ptan was held up as an 
example to other agencies and we have led efforts at the Joint Public Information Center 
at the Infonnation Coordination Center to assure that the OPM message is delivered 
government-wide, We have helped agencies, govcrnrnent~ wide with special Y2K hiring 
authorities and guidance. 

Long Term Care -The CHnton Administration's Long Ternt Care Insurance proposal, 
H.R. 110 and S. 57, was enacted and signed by President CHnto'n on September 19,2000. 
This legislation authorizes the U. S. Office of Personnel :\1anagernent (OPM) to make 
group long term care insurance available to Federal civilian employees~ retirees, and 
certain relatives, at negotiated group rales. Coverage will be paid for entirely by those 
who choose it. Companion bills: H.R. 1111 and S. 894 were also signed to provide for II 
similar program but broaden eligibility to include military active duty personnel and 
retirees and their dependent relatives. 

Comprehensive Federal Pay Reform -OPM will work with stakeholders to propose a 
modernized, perforrnance~oriented approach to compensation that will support the 
Results Act and adapt to a variety of missions, structures, labor markets, and work 
technologies. 

Human Resource Management Initiatives - OPM continued initiatives to improve 
human resource management systems with legislative proposals for more flexible 
personnei authorities. Flexibility for recruiting. and restructuring will be established by 
legislation and administrative action. OPM will ,ontinue to work with stakeholders to 
strwmline the hiring process. OPM has also created a Career Intern Program. This 
aUO\\'s agencies to creale a ready poot of diverse candidates to meet future needs in 
critical occupations. 

Workrorce Planning - OPh:1 has developed a model for future workforce planning to 
ensur~ agencies can cteate a workforce to meet the Challenges of the 21st century. This 
effort is critical for agencies to understand and respond to changing labor markets as well 
as providing them with information and strategies to improve workforce quality. Results 
of this initiatlw support effeetivi.! succession planning in agencies and departments and 
enoblc them to select from a diverse pool of applicants for n:tissiol1 critical occupations. 

Continue FEHB lmprovements-OJ>M improved the overall quality of health care 
provided through FEHB. Building on the successful implementation of the Patienls' Bill 
of Rights. 01"'4 has Jhcused on redUCing medica! errors. aPM developed a proposul, 
that provides most Federal employees the righllo pay health insuranee premiums out of 
pre~lax earnings as is the case in the private sector. 

, 



