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Major Accomplishments

During the Clinton-Gore Administration 2 number of major developments were
accomplished within the Office of Exccutive and Management Development (OEMD)L
These accomplishments are:

I A major reorganization which created the Office of Executive and
Management Development,

2. The procurement and/or upygrading of building factities for all
companents aof the Office of Executive and Management Development.

3. The creation of the Center for Executive Leadership.

4, Further development of the OEMD curriculum 1o meet client necds.
hR Support of Administrative and Congressional nitiatives.

b, The development of partnerships with two major universities that use

OEMD programs as credit towards the course requirenients for Master of
Public Administration degrees.

Each of these accomplishments will be discussed in 4 separate section of this document.
Pertinent attachments that apply are appended.



Reorganization and Creation of the Office of Executive and Management
Development (OEMD)

Prior to the Clinton-Gore Administration the components which now make up the Office
of Executive and Management Development (OEMD) were part of a much larger
organization, the Human Resources Development Group (HRDG) (Attachment 1).
HRDG was a very large organization that had responsibility for worldwide training and
development policy and program delivery. It provided resources to the Senior Executive
Services through its Office of Executive Resources; delivered mteragency executive and
management residential programs through the Federal Executive Institute and the
Management Development Centers; gave specialized programs 1o government agencies
in Europe through its European Training Program; developed correspondence courses
through its National Independent Swudy Center; presented programs on the workings of
Congress through its Government Affairs Institute; and developed and maintained a
registry of approved training and development resources that agencies could use through
the Training Assistance Programs and Services division. HRDG also provided guidance
to a network of OPM regional training operations that provided nationwide services to
Federal agencies.

When the Clinton-Gore administration sought to reinvent and reorganize the Federal
Government into a leaner, more effective delivery system, OPM Director James King
privatized much of OPM's training delivery system. HRDG and the regional training
delivery systems were abolished and the Office of Executive Resources (OER) was
created on February 19, 1995, made up of the Office of Executive Policy and Resources
{which provided service to the Senior Executive Service); The Federal Executive Institute
and the Management Development Centers (Attachments 2, 3, 4).  With this decision
Director King retained only those components of training and development which
directly contributed to the development of the executive management cadre of the Federal
Government. All other training and development components were privatized.

On September 9, 1998 OPM Director Janice Lachance removed the Sentor Executive
Service policy and evaluation function from the Office of Executive Resources and
created two functions: The Office of Executive Resources Management (for the Senior
Executive Service management function); and the Office of Executive and Management
Development (OEMD) for the residential delivery programs intended to improve
executive and management performance in government {Attachments 4,5.6).

At this point, the Office of Executive and Management Development consists of the
Federal Executive Institute and the Management Development Centers.

Historical Background

The Federal Exccutive Institute and the Management Development Centers were
established in direct response to Federal agencies’ expressed needs to have interagency
learning centers available so that Federal managers and executives could be developed
within a corporate Federal culture. Federal agencies believed that their managers and



executives needed to understand how Federal policy was formulated and practiced. As
these centers grew and developed. agencies further requested that detailed developmental
opportunities in management practices be added to the curricutum,

The establishment of the Federal Executive Institute and the Management Development
Centers was fucilitated by the Government Employees Training Act of 1958, Executive
Order 11348 of 1967, and Executive Order 12107 of 1978 (Attachment &), These

references codified the ground rules for training and development in the Federal sector.

The Federal Executive Institute (FEI) was established in 1968 on 13 acres of property in
Charlottesville, Virginia. It is a residential training site for members of the Senior
Exceutive Service and high potential GS-157s in the Federal service, The programs of the
FEI are described in the attached decument, The Leadership Journey. The Federal
Executive Institute was examined in detail by the Director, GPM during the Gore
Commission's government reinvention and reorganization effort in 1993 and determined
to be critical to the mission of OPM and 1o the needs of the entire Federad community.
{Attachment 9),

The Management Development Centers trace their origing o 1963 when the first facility.
originally called the Executive Seminar Center, was established on the site of the
Merchant Marine Academy at Kings Point, New York. These centers were originally
established to provide residential seminars in public policy formulation and practice to
managers and executives of the Federal community. As demand for these programs grew
the U.S, Civil Service Commission {predecessor agency to the U8, Office of Personnel
Management) added centers around the country. Centers were set up in Berkeley,
California; Oak Ridge, Tennessee; Wilmington, Delaware; Denver, Colorado, Lancaster,
Pennsylvania, Aurora, Colorado and finally, Shepherdstown, West Virginia, The lurgest
number of cenlers atl one time was four in the late 1970's. Consolidation into larger
centers was begun in the 1980 and completed in 1998 when the second of two new large
fucilities were completed in Shepherdstown, West Virginiz, Programs of the
Management Development Centers are described in the attached document, The
Leadership Challenge,




Upgraded Facilities for the Functions of the Office of Exceutive and Management
Development

All functions of the Office of Executive and Management Development saw facilities
improvement during the Clinton-Gore administration.

The Federal Executive Institute completed a rehabilitation of its main building and public
area with a program that expanded ifs library into a public reception area and upgraded its
public area furnishings. Most importantly the FEI completed and opened its Pamela Blair
(Grwin annex. a separate building which greatly expands FE's ability to provide
specialized and tailored courses through its new Center for Executive Leadership, These
programs can take place during the times the residential 4-week Leadership fora
Democratic Society Progran is in session. This building conlains additional residence
space {16 rooms), two large meeting rooms, reception services, and a library.

The Western Management Development Center moved from downtown Denver to
Aurora, Colorado in the carly 1950's. This center offered greatly expanded opportunities
for agencies 10 send more participants to its programs. During the Clinton-Gore
administration this facility was further expanded to take up two entire floors of a large
office building. This expansion gave the WMDC five large classrooms, 24 breakout
rooms {many with video observation capability), a large library, computer lab, reception
and break area, and administrative oftices. This facility is now equipped to offer
programs to nearly 4,000 participants each vear, '

A determination was made in the mid-1990% 1o conselidate all Management
Development Center functions east of the Mississippi River into a single centralized
facility. A scarch was made and a “build-to-suit” facility was chosen in Shepherdstown,
West Virginia. That facility, the Eastern Management Development Center. was opened
i 1998 consolidating the services then provided in Lancaster, Pennsylvania and Oak
Ridge, Tennessee {which was closed earlier and temporarily consolidated to Lancaster).
This facility provided the same operational advantages as the Western MDC. offering
muttiple use classrooms, breakout rooms, reception areas, library and computer lab
services, and generous administrative offices {Attachment 18

The Office of Executive and Management Development now has the capacity 1o offer
programs for 3 .000-10,000 Federal executives and managers cach year in state-of<the-art
residential facilities. Each facility has comprehensive learning centers with computer
support, satellite feed capability, and physical fitness centers. These facilities and their
residential amenities offer world class learning opportunities to their chient agencies.



Creation of the Center for Executive Leadership

For years, participants of the Federal Executive Institute's Leadership for a Democratic
Swociety program asked for the opportunity to bring their own employees to the Institute
for tailored programs which would meet their specific agency needs. This need was met
by the establishment of the Center for Executive Leadership (CEL) in 1996, This
program, pioneered and developed by Linda €. Winser, Ph.D., provides specially
designed programs and consultative services to client agencies. it has grown from a start-
up operation to one that brings in over $4.5 million in revenue annually (0 OEMD. More
importantly, this organization responds to and provides solutions to some very specific
Federal agency needs (Attachment 11},

The success of the CEL has spawned similar efforts at the Management Developrient
Centers to respond to agency specific developmental needs for their client groups. The
MDC's are often asked to develop and manage employee and organizational assessment
programs as well as providing specific on-site training sessions for agency supervisery
and management groups.

The Eastern Management Develepment Center has a spectal conference center program
which provides agencies the oppertunity to rent the facilities of the EMDC for their own
use. Those conferences are usually developed and managed by agencies and operate in
the space offered by the EMDC, but conference development and management are also
offered by the EMDC (Attachment 12).



Curricolum Development in the Office of Execative and Management Development

Several areas of new curriculum development were advanced during the Clinton-Gore
administration, Prior to Clinton-Gore there was not o coordinated curricalum
development process between the Federal Exccutive Institute and the Management
Development Centers because they were not in the same organizational chain. During
Clinton-Gore these centers were placed into the same organization. then put under unified
management and the curriculum began to develop and advance around the unified theme
of improving agency performance through the development of agency executive
management, Today the Office of Executive and Management Development provides a
wide variety of developmental opportunities it calls 7The Leadership Journey (Attachment
13).

The Leadership Journey is a construct of developmental opportunities presented in five
thematic areas:

i. The National Policy Curriculum which 1s comprised of 13 seminars which
explore relevant and topical political, social, economic, and cultural issues
that affect government decision-makers today.

Ik

The Core Curriculum which is composed of six residential management
! and leadership courses that develop the competencies high-performing
leaders need to produce results in 21% century goverriment,

3. The Assessment curriculum which includes four programs that help
leaders seek feedback, understand that feedback. and implement
appropriate individual development plans to build on strengths and
develop areas of weakness.

4. Focused Skills Development, @ battery of 25 programs that prepare
individuals, teams, and organizations to meet the challenges of the new
workplace. This cadre of courses provides the building blocks for the
organization of the future,

L

Custom Seminars and Consulting Services are products tailored to the
specific needs of individual agencies and organizations. These programs
are offered in residence at one of our Conters. or on-site in the ageney, as
appropriaic.



Programs Offered in Support of Administrative or Congressional Initiatives

The sirength of the Office of Executive and Management Development is that it can
quickly respond to admimistrative and/or congressional priorities and present those issues
in its programs. This meets the needs of all stakehoiders in the public process by
expeditiously arranging for a full airing of issues to include members of the
adrinistration, congressional representatives, agency officials, and interest groups in the
programs of the OEMD.

Pruring the Clinton-Gore administration special programs or seminars were developed in
three important areas:

i

The Government Performance and Results Act (GPRA) legislation that
required Federal agencies to develop their agency budgets around sound
strategic management principles. OEMD developed a specific 2-week
seminar on 1his topic that trained several hundred Federal personnel in the
operations of this legislative requirement,

The National Performance Review and Reinvention of Government effont
developed by Vice President Al Gore. This effort gave the OEMD an
opportunity to highlight successes in these areas by bringing officials from
Federal agencies that had made significant improvement or brought major
efficiencies to the operations of their mission o the programs of the
OEMD. Dozens of these successes were highlighted and shared with the
larger Federal community through the programs of QEMD.

Diversity. QOEMD developed and presented a special program in diversity
for the Federal community. This program focuses on the business
advantage that acerues to an organization that sesks a strong and diverse
representation in its workforce.



Partnerships with Universities

The programs of the Management Development Centers are rigorous and intensive and
have high academic value. Every 5 vears MDC programs are evaluated by the American
Counci on Education (ACE) for their merit and the majority are Hsted for academic
credit, This process facilitates universitics granting credit 10 programs faken cutside their
own curncula, Accordingly, most programs at the MDC's are recommended for
undergraduate or graduate fevel credit {depending on the program) for between 2-5 hours
of academic credit.

Dhuring the Clinton-Core administration the Office of Exccutive and Management
Development buikt on this ACE credit grant to develop partnerships with two major
universities; The University of Colorado, Denver, and American University in
Washington, D.C. These partnerships aliow credit for programs taken at the
Management Development Centers to be granted toward the requirements for a Masier of
Public Administration degree at either of these universitics (Attachment 14).,

This partnership has enormous advantages for agencics and their managers and
executives. Those who participate in MDC programs pain competence in their own jobg
and, if they wish, can apply those programs toward the credit requirements of a Master of
Public Admimistration depree at either of those universities. This is a significant
efficiency and cost savings to agencies and their employees. The University of Colorado,
Denver will grant up to 18 hours credit taken at MDC programs; American University
will grant up to 12 hours credit.

We are not limited to developing partnerships with only these two universities. OEMD is
open 1o developing similar relationships with other acadennic Institutions, periaps in
other areas of academic pursuit,



The Future of the Office of Executive and Management Development

QOEMD is poised to previde world class developmentat opportunities o the Federal
executive management cadre of the fture. We have unbeatable facilities, a broad client
focused curriculum, top-noteh faculty and staff, business-centered leadership, and strong
support from cur client base. Our organizational values were developed {rom the bottom
up and seek to improve government cffectiveness by strengthening the leadership and
personal competencies of Federal managers and executives {Attachment 15). OEMD has
developed new program offerings, strengthened its financial management programs. built
a technolopy infrastructure to support e-learning applications, and sought partnerships
with imporiant stakeholder groups, These efforts are outlined in the series of work plans
and performance plans appended (o this document as Attachment 16.



Attachment ]

Organization Chart
Human Resources Development Group
1994



HUMAN RESOURCES DEVELOPMENT GROUP

TITLE

Director .
Secretary o
Deputy Director
Program Analysis Officer
Federal Executive Institute
Assistant Director for Executive Resources
SES Operations Division
SES Services Division
Assistant Director for Training Operations
Career Development Programs
{Central Management Development Center
. Eastern Management Development Center
Western Management Development Center
National Independent Study Center
European Traitung Center
Government Affairs Institute
Training Assistance Programs and Services
Assistant Director for Planning and Development
Development Division
Planning Division
Assistant Director for Marketing and Information
Marketing and Interagency Coordination Division
Adnmumstrative Systerns Division

NAME

Carol ). Okin
Panicia R Carrck
Judith M. Jaffe
Diebarah DD, Smith
Curtis 1. Smith

K. Joyce Edwards
Susan 5. Roehmer

H. Joe Shepherd

Dee W. Henderson
Lewis Taylor
Thomas C. Dausch
Thomas C. Dausch
Sharon 8. Senecal
Patricia C. Schwingle
Norman V, Pocase
Kenneth A. Gold
Harold Segal

Sarah D. Adams
EHen M. Roderick

€. by, Pangalio

Don ;. Mizaur
Richard 1 Indelicnio
Jonathan T, McMullen



Attachment 2

Memorandum announcing the creation of the
Office of Executive Resources
Effective February 19, 1943



February 17, 1855

MEMORANDUM
TO: FPaculty, Adiunct Faculty, and Scaff
FROHM : Curt

SUBJECT: OPM Reorganization

We have received the "Restructuring Memorandum of Understanding®
on the OPM reorganization. Effective Sunday, February 1%th, we

become the Office of Executive Resources, which includes FEI, the
Western and BEagstern Management Development Centers (Sharon
Senecal and Tom Dauschl, and the Office for Executive Policy and
Operations (formerly the Qifice ©f Executive Resources under
HRDG, headsd by Joyce Edwards) and we will report directly to Jim
Xing.

f anyone hasg any guestions please let me know. Also, if anyone
is interested in receiving a copy of the restructuring
memorandum, please let Carolyn know.



Attachment 3

Mission statement for the Office of Executive Resourges

February 1995



OFFICE OF EXECUTIVE RESOURCES

The Office of Personnel Management’s (OPM) Office of Executive Resources (OER) contributes
to improved Governmental performance through the selection, management, and development of
Federal executives who can lead, who understand their constitutional role, and who possess a
broad, corporate view.

The Office operates the Senior Executive Service {SES) personnel system, providing
Government-wide program leadership, policy direction, and technical assistance on all aspects of
the SES.

OER manages the President’s Quality Awards program to recognize Federal organizations that
have demonsirated exemplary quality improvements {this is the Federal equivalent of the
Malcolm Baldridge Award). The Office also conducts the annual, national conference on guality
held gach summer, where Federal managers and employees share information, tools, and
techniques for improving the quality of Govermment programs, and where the Quality Award is
presented,

QER operates the Federal Executive Institute {FEI) and the two Management Development
Centers (MDXC) (in Denver, Colorado and Lancaster, Pennsylvania), where Federal executives
and managers receive education in leadership, our system of governance, and a broader, more
corporate view of their roles and responsibilities.

OFFICE OF EXECUTIVE POLICY AND SERVICES (OEPS)

Office of the Assistant Pirector

. Exercises Jeadership to promote effective and efficient use of the Government’s executive
resources. This includes working with agencies to create and reinforce a corporate

perspective within the Senior Executive Service (S8ES).

. Collaborates on the development of legisiative mitiatives related to the Government’s
executive personnel systems.

® Directs the development and maintenance of Governmentwide regulations dealing with
- BES, senior-level (SL}, and scientific and professional (8T) personnel systems.

. Oversees maintenance of an automated executive information system which supports the
Government’s executive personnel programs.



Fosters systerns to provide consultative services and technical support to agencies on
executive personnel activities,

SES Pelicy and Operations Division

. Develops and interprets regulations and develops supplementary guidance on the
entire range of executive personnel activities including position management and
authorization, merit staffing, noncompetitive placements {reassignments, noncarger
appointments, limited appointments, reinstaternents), pay administration, leave and
henefits, performance appraisal and recertification, awards, disciplinary actions and
grievances, RIF, and removals,

. {Collaboratcs on the development of Governmentwide executive development
policy and develops supplementary guidance on SES Candidate Development
Programs, executive succession planning, and other activities which promote
development and maintenance of a strong, effective SES comps.

. Coordinates the allocation of SES, SL., and ST spaces through the biennial review
process or on an ad soc basis,

. Reviews agency nominations for SES career appointments and administers the
Qualifications Review Boards established 1o certify candidates’ executive
qualifications, '

. Processes requests for noncareer appointment authorities.

* Reviews and recommends action on Limited term/emergency appointment
authorities.

* Responds to agency and individual requests for executive placement assistance

related 1o actions involving PAS returnees, reinstatement, and RIF placement.

» Encourages voluntary mobility of SES members within and between agencies
through advice and assistance to executives and agencies,

* Administers the SES sabbatical program which enables executives 1o take
tempoerary assignments in the private sector, State and local governments. non-
profit organizations, and colleges and universities,

. Reviews and recommends action on requests for dual compensation waivers and
crittcal pay authorities.



Reviews and recommends action on agency SES performance appraisal plans, SES
recertification plans, and SES Candidate Development Programs,

SES Services Division

Administers the Presidential Rank Awards Program. Conducts the process for
reviewing and rating agency recemmendations for the ranks of Meriterious and
Distinguished Executive and prepares recommendations for the OPM Direclor to
make to the President.

Prepares and issues publications related 1o the SES mcluding SES Vacancy
Amnouncemerts, OPM Message so the SES, SES Brochure, Guide 1o Senior
Executive Service Qualifications, ERB Chairperson Directory, Sabbatical
Pamphiei, SES Rank Award Winner Brachure, and Features of the SES,

Serves as the Office of Executive Resources Jigison with the Interagency Advisory
Group Commitiee on Executive Personnel and the Executive Resources
Management Group.

Maintains a “speakers bureau” which promates ouireach and communication on
executive personned issues through public speaking engagements.

Coordinates orientation programs for new Senjor Executives and Scheduie C
employees.

Maintains an automated database containing a wide variety of detailed information
on executive pousitions, executives, and CDP participants.

DBevelops data based reports, studies, and analyses on various executive personngl
related matters in support of programs administered by OER and other OPM
offices.

Prepares statutorily required reports on the SES,

Provides data to Federal agencies, oversight bodies, researchers, and pthers for
VArious purposes.

Supports internal OER information management and financial management
imtiatives,



THE FEDERAL EXECUTIVE INSTITUTE (FED

Offers year-roursd, interagency, executive development programs for Government
managers (G813 and SEB) in a residential setting.

Designs, develops, and delivers 4-week Leadership for a Democratic Society program and
short prograras on select topics of unique interest to public service executives.

Assists agencies in the development of their caregr executive corps, linking individual
development 1o improved agency performance.

Develops a more complete understanding of and appreciation for the constitutional basis
of American governance through seminars and workshops.

Offers courses on the foundations of public service culture and the values inherent to it

Develops in participants an increased awareness of the dynamics surrounding
contemporary policy issues and problems through presentations and meetings with senior
Government officials,

Develops supportive networks of expertise and advice through the crogs-functional and
crogs-agency mix of program participants, ‘

Identifies optimal individual performance goalsg, objectives, and developmental needs
through diagnosis and performance assessments,.

Enhances work team effectiveness, group performance, and group leadership capabilities.

Establishes and maintains financial control systems necessary to ensure a sound
reimbursable business operation,

EASTERN AND WESTERN MANAGEMENT DEVELOPMENT CENTERS
(EMDC/WMDC() ¢

Design, develop, and conduct seminars on leadership and management and on select
public policy issues tor Government executives and managers,

Design and conduct management assessment programs.

Diperate large-scale residential facilities providing, under contract, food, lodging, and
student support services needed to ensure a guality learning experience,



Maintain a continning program of outreach to key officials in agencies, public interest
organizations, and others 1o identify current and future needs for executive and
management development.

Evaluate management and policy programs to identify issues and continuously update and
improve the content and delivery of seminars offered.

Establish and maintain financial control systems necessary o ensure a sound retmbursable
business operation.

Manage the President’s Quality Award program and the annual conference on Federal
quality {EMDC only).



Attachment 4

Organization Chart for the
Office of Executive Resources

February 19, 1993



OFFICE OF EXECUTIVE RESOURCES

TITLE

Director
Secretary -
Assistant Director for Executive Policy and
Services
SES Policy and Operations Division
SES Services Pivision
Director, Eastern Management Development
Center
Director, Western Management Development
Center
Director, Federal Executive Institute

*% Denotes Acting

NAME

Curtis J..Smith
Caralyn T. Yowell

K. Joyce Edwards
Anne Kirby
Carol A, Harvey™*

Thomas C. Pausch

Dennis L. Center
Curtis J. Smith



Atiachhment 5

-

Memorandum 1o Reorganize the Office of Exccutive Resources
Into the Office of Executive and Management Development and
The Office of Executive Resources Management

September 9, 1998



September %, 1988

MEMORANDUM FOR JANICE R. LACEARCE
DIRECTOR
OFFICE OF PERSONNEL MANAGEMENT

FROM: CURTIS J. SMITH, DIRECTOR
OFFICE QF EXECUTIVE RESOURCES

SUBJECT: Resrganization of the Gffice of Executive
Respurces

This is to reguest your approval for a reorganization of the
Cffice of Executive Resources to be sffective beginning FY 29.

The Cifice of Exscutive Resources cgurrently has a two-fold
mission - ong in the area of executive development and the
other in the arsa of Senior Executive Service policy and
evaluation. In addition Lo the functiconal differences, oneg of
these functions is totally funded on & reimbursable basis
while the other is B4E. Further, the position of Director,
Gfifice of Exscutive Rescurces, represents an crganizational
layer that c¢ould be elimirated without harming the functions
of sither part. After careful consideration, I have come o
the conglusion that organizationally it would be reasonable to
separate these two functions. Therefore, I am proposing the
following actions: :

. Abolish the position of Directer, Qffice of
Executive Resqurcees.

’ Establish & position of Rirector, Cfifice of
Executive and Management Development, which would bs
responsible for all executive and management
development for OPM to include the Federal Exscutive
Tnstitute and the Management Development Centers.
The incumbent would also carry the title Director of
the Federal Executive Institute.



Janlcee R, Lachange Pags 2

. Retitle the Assistant Director for Executive Policy
and Services o be the Director, Office of Executive
Resources Management, hut otherwise make ng change
in the structure or functions of that organization.

. Modlfy delegations of authority to reflect that the
Director, Office ©f Executive and Management
Development and the Director, CGffice of Exesutive
Rescurces Management receive their program and
administrative autherities from the Office of the
Dirsctor and report directly to that Office.

With your concurrence, we will work with Local 32 and develop
a memorangdum of understanding for their signature.

ACTION:

Approve ) Disapprove Let’s Discuss

Janice R. Lachance, Director Date



Attachment 6

Organization Chart for the Office of Executive and Management Develapment

Octoher, 1998



OFFICE OF EXECUTIVE AND MANAGEMENT

DEVELOPMENT
TITLE NAME
Director Barbara J. Gawimi{éster
Secretary Carolyn T. Yowel

Director, Eastern Management
Development Center

Director, Western Management
Development Center

Director, Federal Executive Institute
Deputy Director

** Denotes Acting

éarbam K. Sotith®*

Joseph D. Wienand
Barbara L. Garvin-Kester
Robert Gest Hl



Attachment 7

Structure and Key Responsibility statement for the
Otice of Executive and Management Development



OFFICE OF EXECUTIVE AND MANA(T; EMENT DEVELOPMENT

Associate Director and Title:

Barbara Garvin-Kester ,
[hrector, Office of Executive and Management Dévazlopmt:nt
Director, Federal Executjve [nstitute :

Overview:

The mission of the Office of Executive and Management Development {OEMD) is to
provide executive and management development and training programs o enhance the
effectiveness of our government feaders. We are the only organization in povernment
that offers interagency, residential programs for executives and managers.

Structure;

The Office is the umbrella organization for three learning conters: the Federal Executive
institute (FEI) located in Charlotiesville, Virginia, and two Management Development
Centers {IMDCs) located  Shepherdstown, WV, and Denver, Colorado. The staff of the
Eastern Management Development Center in West Virginia includes three individuals
located at OPM Headguarters who are dedicated to administertng the President’s Quality
Award Program. The total headeount for CEMD is seventy-nine.

The Office of Executive and Management Development {OEMD) 1s funded through a
Revolving Fund. No direct appropriations are provided. We aperate very much like o
small business. Our clients, Federal, state, local and international government agencies,
pay tuition and fees for cur programs and services. Demand for aur services is strong.

Programs offered by The Federal Executive Institute (FED arc designed 1o meet the needs
of the Sentor Executive Service (SES) and high-potential GS-157s. FEI's core pragram.
“Leadership for a Democratic Society,” is a four-week, residentinl program.  Follow-up
programs offered by FEI's Center for Executive Leadership (CEL) range from two days
10 two weeks and are targeted to graduates of FEI's core program.  Dur MDUs offer
programs specifically for G5-13 through GS-15 managers. These programs sre typically
one to twe weeks in length,

Key Responsibvilities:

The Office of Executive and Management Development is committed 1o improving
government performance by shaping the competencies and leadership effectiveness of the
Federal exccutive and management corps. A revolving fund entity, this Office is
specifically chartered to address the leadership effectiveness program element through
training and development programs offered by s three facilities: The Federal Exccutive
Institnte (FEI, Eastern Management Development Center (EMDC), and Western
Managemem Development Center (WMDC). Our residential and non-residential
development programs are designed o instill common corporate values. develop
management and executive skills, and improve understanding and stimulate Federat
management awareness of public issues,



To meet our responsibilities, we recruit a small number of highly experienced, diverse
faculty and administrative staff with expertise in human resources leadership and
management {inciuding business management skills.). We supplement this with a much
larger group of contract, adjunct faculty who have subject moter expertise in a variety of
curricula and support Belds, The skills of the professional and technical stalf are
continuously upgraded. OEMD also has an Executive-In-Residence (EIR) Program
whereby executives from various agencies are detailed to FEf and the MDUs onan 18-24
morth assignment.  We also have university interns who work for us on a temporary
basis.

Prior to 1997, FEL and the MDC programs wore primarnily divected at improving the
leadership abilities of individuals through residential, interagency programs. However,
our focus groups, one-on-one meetings with ageney leaders, and program cvaluations
showed us that our customers were asking us to change. To respond to our customers’
changing needs, CEMD today also:

»  Works closely with specific agencies to better understand their business issues and to
provide them with leadership and management solutions to help them better serve
their customers.

s Provides customized programs that are easily accessible, flexible. state-of-the-art, and
focused on improving not only individual performance, but the organization’s
performance as well. :

¥

¢ Conducts evaluations to provide evidence of the impact of our programs.

Key Staff: {See attached organization charts and bsts)

s Robert Gest 1. Deputy Director - FE]

¢ Barbara Smith, Director — EMDC

Joe Wienand, Director - WMDC

l.inda Winner - Director, Center for Executive Leadership at FEI

Terry Newell — Program Director, FEI Leadership for a Democratic Sociaty Program
Lynn London ~ GEMD IT Manager

Dennis Center - Dirgctor, OEMD New Business Generation

John Lindermuth ~ QEMD CFO

Critical Deadlines/Significant Events:

Between December 2000 and August, 2001, the President’s Quality Award Program
completes its review process of applicant organizations. reconimends Award Program
winners o the OPM Director and the President, and conducis a high vistbility award
ceremony. Critical activities and dates arc:



Activity ' ; Dafe

b9

Lad

Examiner teams gonduct sike visits a1 § Federal December 3, 2000
organizations

Award Program’s Panel of Judges meet 1o review March 9, 2001
site visit findings and reports

Panel recommends Program winners to the OPM March 15, 2001
Director
If Presidential leve] winners are recommended, a April 4, 2001

decision package with recommendations is
forwarded to the President for approval.

Review of recommendation package and June 4, 2001
Presidential decision

Presentation of awards at the Excellence in August 3, 2001
Government Conference '

Key [ssues/Challenges:

I

?NJ

External

Leadership development for more governnient managers, te altimately improve
performance at all levels of government. We are uniquely situated as the only
provider of multi-agency leadership traintng in the federal government. The
residential environment allows leadership skill development that is closely linked to
constitutional values and provides a forum that fosters 1dea sharing across agoncy
boundaries for more innovative solutions to government-wide 1ssues. Qur programs
are constantly rated cuistanding, in part dug o the multi-agency residential
environment. Recent studies of the refurn on investment shows anover 4 (o |
monetary return for this type of leadership development when participanis implement
tools learned in our senunars.  The current challenge s to reach s many federat
managers as possible to enhance leadership skill development. We need
opportunities to reach these managers, particularly at a time when a large number of
our more experienced federal executives and munagers are reaching retirement status.

Transition Training: The Federal Executive Institute has a keen interest in
developing and overseeing orientation activities for Presidential Appointees.  Our
Center for Executive Leadership is well-known for its expertise in custon designing
and delivering programs for executives on topics of leadership and public service,
Upon request by the President-elect’s transition team we will be happy to provide
detailed proposals.

F"-
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b

Internal

Financial Performance: For each organization within OEMD {iLe., FEI, EMDC and
WMDC) financial performance is measured by annual retained earnings {ie. revenue
minus expensc) in the context of a three-year financial plan. The financial plan meets
the requirements 10 “break-even” and includes a three-vear investment horizon to
ensure that OEMD is careful and thorough about providing full value to s customers.
In FY 2000, OEMD’s annual retained earnings were $190,000. Substantial increases
in OPM common services were initiated after OEMD published prices for programs,
Consequently, we anticipate negative retained earnings in FY2001.

President's Quality Award Program: OEMD currendy manages the President’s
Quality Award Program without appropriated funds and necessarily & a very minimal
level. The progrom has survived because OPM was willing 1o manage the essential
award administration program elements wilh existing staff and financial resources.
Due 1o reductions in both staff and budget, we are unable to manage the program
beyond FYZ001 without dedicated funding. In order for this program to continue,
appropriated funds in the amount of $600.000 are essential. These funds have been
requested in a recent letter to OMB from OPM (dated October 20, 2000} which
transmits OPM's FY 2002 current services budget and inttial FY 2002 annual
performance plan, . '

Backup Materials:

1

2.
3
4

. OEMD Vision\Mission\Walues Statement

FEILDS and CEL Brochures
OEMD Catalog
President’s Quality Award Application Book



Attachment 8

summary of the legal foundation for training in the lederal government

a. Government Emplovees Training Act {1958)
b. Executive Order 11348 (1967}
¢. Exgeutive Order 12107 (1978
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Summary of the Legal Foundation of
Training

g e

Sammary cf the Lega! Fcundazzon af Tfazmng

{in opder of i zmpozmnce from top to boitom)
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| Goverameni Employees Tmiamg Act {GETA)

The Government Employees Training Act, passed in 1958,
created the framework for agencies to plan, develop, establish,
implement, evaiuate, and fund training and development
programs designed to improve the quality and perfonnance of the
wortkfores.

The Act was codified into chapter 4] of title 5, US. Code.

The Act has been amended many times since 1938, including by
the Federal Workfezcc Rtsmzc!unng Actof 1994

Chapter 41 of titie 5, United States Code

The U.S. Code is a codification (infornstion that is ordered
systematically) of those sections of legislative acts that prescribe
action hy Federal agencies.

Laws {Acts) are codified shortly after their passage by Congress
and published in the appropriate vitle to the U.S. Code.

Title 5, U.S, Code i5 dedicated 10 human resource issues. it is
organized into various chapter beadings, with chapter 41
addressing “Training” in the Federal service.

Fxccutive Orders (Exec. Order) ;

Executive orders provide agency heads with additional
presidential dircction on how the law is to be used.

Fxec, Order No. 11348 {1967} provides agency heads and the
118, Office of Personnel Management with additional
information on how GETA is (o be carried oul. It was amended
by Exec. Order No. 12107 (1978).

The order emphasizes the importance of using effective
interagency training programs to meet common needs across
Gavernment and requires that employees be selected equitably

Y 1234
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and supervisors.

amended in 1996
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Part 410 sand 412 of title 5, Codce of Federal Regulations (3

The C.F K. is a codification of the genera! and permanent rufes
published in the Federal Register by the executive departments
andd agencies of the Federal Government,

Part 410 of 5 C.F.R. represents the general and specific policies
amdd requirements for training in Government agencies.

Part 412 of C.F R. addresses developing executives, managers,

NOTE: Both part 410 and 412 of 5 C.F R. were substantially

hons
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Executive Order 11348

In 1967, President Johnson signed Exec. Order No. 11348, which
was later amended by Exec. Order No. 12107 (1978}, This order
provides agency beads and U.S. Office of Personnel Management
with additional presidential direction on how training law is to be
carried out,

The order delegates Presidential authority to approve emplnyee
training provided by 2 foreign government or international
orgenization w agency heads, bt it requires consuitation with the

1 Department of State prior to the first use of the training facility and

peniodically thereafier but not Jess ofien than every three years, i
also directs apency heads o

o plan, program, budget, operate, and evaluate training
programs;

» foster employee seli-development and recognize self-inttisted
performance improvements;

+ provide training for employees without regard 10 race, creed,
color, national origin, scx, or other factors unrelated (o the
need for training;

» establish and make full use of agercy facilities for wraining
employers;

» extend agency training programs o employecs of other
agencies and assign agency employees 1o intemgency training
whenever this will result in better tenining, improved service,
ot savings 1o the Government; and

« establish interagency taining facilities in sreas of substantive
competence as arranged by the U.5. Office of Parsannel
Manggsment,

‘The arder delegates Presidential suthority for tratning under § U S.C
41 1o the U.S, Office of Personac] Mansgement and dirzcis that
agency to provide the following assistance to Federal agencies:

» agdvice and counsel on improvement of Graining programs;

assistance in developing sound training programs; ‘

identification of arcas in which interagency training 18 needed;

coordination of interagency training;

deveiopment and maintenance of an information system o

provide training data for use by the agency i its advisory role;

» disseminetion of findings resuiting from research in training
echnology; and

e exceptions for agenaies or employeeas from varicus provisions

¥ £ 4 »
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The Government Employees Training Act
{GETA)

The Government Employees Troining Act {GETA} became law in
1938 giving Federal agencies general awthority for cmployee
raining. Among its many provisions, this law authorized the use of
non-{lovermment training resources to moct identified waining needs
which otherwise could not be met with existing Governmental
programs and facilities.

Before the enactment of GETA, sorme agencies carried out in-house
training as part of their management function, other agencies had
Congressional authorization to provide non-Government training,
stifi others were seeking that authorization.

GETA establishes a flexible fremework for the training and
development of the Federal workforce, Specifically, it allows
agencies 1o fund employee training to assist in achicving their
missjon and performance goals by improving employee and
organizational performance. Amended in 1994, the Act permits
agencies to take advantage of the existing training marketplace.
Government of non-Government,

Provisions of GETA not Codificd but Relevant to Program
Adrinistration

Paragraphs (1), {2}, and (3) of section 2 of GETA are not codified
(they serve as background infonmation rather than mandste action) in
title §, of the United States Code {5 U.5.C.) but are extremely
important o an understanding of the law's intemt. They deciare the
policy of the United States Congress and cepture the purpose and
irtent of human resource development today:

{13} “(1]t is necessary and desirable in the public nterest that self-
education, self-improvement, and seif-training be supple- mented
and extended by Govemiment-sponsored programs for the training of
such employess in the performance of official duties and for the
development of skills, knowledge, and abilities which will best
qualify them for performance of official duties;

{2} [8luch programs are to be continuous in nature, shail be subiegt
10 supervision and conirol by the President and review by the
Congress, and shall be 50 established as to be readily expansibie in
fime of nationsl emergency; {and}

http:Awww hq.nase. govioffice/HR - Education/training/opm/Ifit ] himl . 9728/04
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{3} |Shuch programs shall be designed 1o lead to:

A,
B.
8

improved public service,

doilar savings,

the building and retention of 2 permanent cadre of gkilled and
efficient Government employces well abreast of scientific,
professional, technical, and management developments both in
and gut of Government,

lower tuenover of personned,

reasonably uniform administration of waining, consistent with
the missions of the Governmen! departments and agencies,
and

fair and equitable weatrent of Government employees with
respect to wwuining.”
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Title 5, United States Code, Chapter 41

Agensies Covered Under the Law
Employees Covered Under the Law

Chapter 41 of tille 3, {nited States Code {5 US.C. 415, codifies the
provisions of GETA, and makes available to Federal agencies a
management tool for increasing efficiency and effectiveness in
Government. It places responsibility for human resousce
development specifically with the head of each agency. The agency
head is responsible for ensaring that the training needs of the
arganization are identified and programs established to meet those
needs.

in peneral, authority granted by the law is sufficiently broad and
flexible to enable an agency to provide whatever training is
HECCSSATY 10 meet mission requisements,

Under the Iaw, agencies may conduct human resource development
activities full or part- time, on- or off-duty, day or evening, or any
necessary combination of these. Training can be provided by

the agency itself,

another Government apency,

a school;

s manufacturer;

a professional association;

other competent persons or groups in or out of Government;
and/or

+ developmental work assignments such as details, rolalions,
mentoring, ele.

%« % » # & =

1t can be carried out by corespondonce, classroom work,
confercnces, workshops, supervised practice, or combinations of
such meihods, Agcucics can pay all or part of the expenses of
authorized training. Payment can be made directly 10 the facility {zzz
advance, if need be}, or the employee can be reimbursed if
attendance was authorized in advance,

Agencies Covered Under the Law

Cf:apfer 41 of sitle 5, United Srates Code apphes to the following
agencies:

2

« an Executive depurtrnent;

hitp:/Awww hg nesa. gov/office/HR-Education/training/opnvIffil himl \ 512800
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« an independent establishment;

+ a Government corporation subject 1o chapler 91 of ritie 31,
USC.: .

the Library of Congresy, and

« the Government Printing Office.

| 3

See JUSC 841810101997} ¥

Chapter 41 of title 5, United States Code dozs not apply (o

= 8 corporation supervised by the Fam Credit Admimisiration if
private interests elect or appoint & member of the board of
directors;

» the Tennessee Vatiey Authority, {5 USC. §4702 (1997)); and

o the U.S. Postal Service and the Postal Ratz Commiission, IS
Posial Recrganization Aci, Public. Law {Pub. L.} Na. 91.375
(1970).

Employees Coversd Under the Law
Employees covered under the Jaw inglude:

+ 2n individual employed in or under an agency covetsd by the
law; and :

» a comimissioned oflicer of the Nadonal Oceanic and
Atmospheric Administration.

Based on U.S. Office of Personne! Management interpretation, parts
time and temporary employees aie coversd by this Jaw.

This chapter docs not apply W

» apn individual {except 8 commissioned officer of National
QOceanic and Atmospheric Administration) who is a member
of the uniformed services during a period which he 15 entitled
to pay ander section 204 of title 37,

» amemher of the US, Foreign Service, and

s an individual appointed by the President, unless the individusl
is specifically designated by the President for praining.

See SUSC $410201897).%

*This Jink 15 to the 1996 version of the document, Ta search for
more recent updates seiect "Update™ after following the link.
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Documents tn support of the Federal Executive Institute
For the Gore Commission



GORE COMMISSION

L Duglication across governuent agencx&s {why nobt consoli-
date?}
Why does FEI exigt?

What do we do that is different from other training and develop-
ment organizations?

wWhy in Charxlottesville and not a central location?

How do you know you are making a contribution? (Historical
reviews/surveys and current initiatives:

How does your <¢ost compare with others?
What dces FEI do differently than universities, ete.?
What are new initiatives? Fubure goals?
What *"value-added” for Clinton, et al.?

What is the Institubtion's yesponsibility in encouraging change
and risk-taking?

1f consolidation/change is the order of the day,
e what changes would help us do ocur job better?

How does FEI promote/model large-scale organizational change?

» Cross-agendy
. Global/international perspective
. State/local government

Diversity/glase celling "iab®?
FEI could serve *eonsoilidation” function.

Opportunity for executives o diagnose learning needs (self-
assessment}

Note: Financial background/emphasis?
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GORE

The Federal Executive Institute since its inception in 1%68
has been an integral part of first, the U.8. Civil Sexrvice
Commigsion, and, subsequently, the U.&., Office of Personnel
Management, Regardless of its location on the organization
¢hart, the FEI has consistently and diligently maintained
liaison with its organizational colleagues regarding such
important wmatters as curriculum changes and development,
changes in the sxecutive workforce, new personnel management
iniviatives of special significance vo federal managevrs, and
changing reguirements of customer agsncies.

Given the sharp and primary focus of The Federal Bxecutive
Institute on long-term residential interagency training for
incumbent senior executives, the unigue visibility, status,
prestige, and exclusivity of the FEI are all conducive to
attracting high-level executives to its programs.
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The Federal Executive Institute hasg, for the 25 years of its
existence, served and hag been recognized as the "capstone”
institution for senicr exscutive development within the
federal government. '

The capacity of the FEI is appropriate to the demand for long-
term residential interagency training at this level, and the
rather sharp restrictiong on eligibility requirements insures
its credibility in the eyes of both the participating
gxesutives and thely sending agsncies.

The universe of executive development covers a host of
differing requirements, and the FEI fits uniquely into the
requirement for a long-term wresidential interagency program
focused on the executive role as being increasingly generalist
in nature and one imposing special challenges of both
leadership and management.

Briefly put, the existence of the FEI mitigates against the
development of redundant and less cost effective approaches Lo
meeting a rather sharply defined~-and somewhat limited--set of
market needs for executive development training.
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Historically, the Charliottesville site for the FEI was
identified by the Gepneral Services Administration in the

spring of 1%867. That identification oc¢curred during an
intensive search undertaken, by GEA offices located in
Washington, BC, Philadelphia, and Atlanta. The

Charlottesville site was among several referved to the U.8,
Civil Service Commigsion officials for consideration and it
was the one most readily available. Actual lease negotiations
and leasing was underfaken by the (eneral Services
Adminigtraticon in 1968,

The following criteris were ¢onsidered in the initial location
of The Federal Executive Institute: {l) an coptimum distance
from Washington, DC ~- far enough away to discourage
participants from living at home, s8¢ as to maintain an
intensive and rigorous residential program, and close enough
to permit convenient access to resources of the Nation's
capital; (2) proximity and complete access Lo highest gquality
university resources in all major disciplines; (3} immediste
access to superior, complete medical and dental services,
appropriate to needs of participants in the age, economic, and
sacial levels of federxal executives; (4} proximity to varied
business services; {53! proximity to diverse public civic
services; and {6} a self-contained, retreat environment, away
from work and family demands, conducive to maximum utilization
af time and supportive of intense study and reflection.

A further consideration in the initial establishment of FEI in
Charlottesville wasz accessibility in terms of trainding
participanta and visiting resource parsons. Both public
transportation via plane, bus, train, and private highway
aceess are essential to PEI's operation, and despite its
relatively small size as a city, Chariottesville 1s gerved
excaptionally well in these respecis.

In 1873, & major Civil Service Commission task force, composed
of representatives from the Bureau of Training, the Bureau of
BExecutive Manpower, the Bureau of Managemént Services, the
Bureaw of Pplicies and Standards, and The Federsl EBExecutive
Institute, met to reexamine executive and managerial training
needs and to reconsldey FEI's location. At that time,
alternative szites were again examined. The relationship
betwsern The Federal Exeoutive Institute and the University of
Virginia was evaluated, and the task force goncluded that the
University of Virginia had not only maintained a supsrior
reputation, which would again justify i1ts selection as a site
for a federal execgutive and managerial training center, bub
that it had also demonstrated over a six-year perviod a



capacity to work with The Federal Executive Institute in
meeting a wide array of executive training facility
requirements. Experience of the last three yeagrs continues to
support that conclusion. University services to FEI since it
was established in 1842 have been virtually free or at actual
cost since the University has not been regquired to seek
financizl profit from the relationship. As a relatively tiny
organization, The Federal Executive Institute could not begin
to pay for the rich resourcves asscoclated with this major
university, which ave ssgential Lo the Institute's operation.

This conclusicon i3 reinforced by further exploration of
alternative gites during 1874 and 1975 and in the sarly 1980's
in connection with Commission studies of possible development
of an enlarged facility for executive and managerial training.
Alternative sites were first explored by a Commigsion task
force in 1973-74, and alternatives were again examined in 1375
at the reguest of the Subcommittee on Public Buildings and
Grounds of the Benate Committee on Public Works. Puring these
reviews of facility alternatives, consideration was given to
existing federal facilities, posaible privately-held
facilicties, and alternative new construction sites.

Reviews undertaken at the direction of the Director of OPM in
the early 1980's, as well, reconfirmed the validicy of
original criteria {for location. Iin addition, years of
successiul operation produced overwhelming support from both
gatisfied executive alumni and "their sending agencies” for
the continued opsration of the FEI in Chavlottesville,
Virginia.

This cutpouring of support culminated in the early 1980's with
an extensive remodeling and refurnishing of the original
buildings on the FEI grounds to provide & state-of-the-art
executive development facility capable of providing quallty
programs and services beyond the turn of the century.
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+

The FEI has special capabilities, and a long record of
experience, in locking at emerging issues and trends, and
the difficulties attendant in their spesific formulation
as peligy proposals, and in their conseguent
implementation, monitoring, and evaluation.

Current and formeyr faculty, a legion of current and
retired high-level axecutive alumni, and & choice
physical location with the reguisitve high-tech supporting
infrastructure suggest that the FEI -- bkothh as an
institution and a physical place -~ can serve an
important role in identifving, managing., and reviewlng
the widest rangs of poelicy and program changes.

In addition, its on-goling long-term residential programs
offer an absclutely unigue audience ¢f high-level
governnent Managers in an academic setiing that provides
he time for thorough prssentation and discussions of
initiatives between senior administration officials and
genicy executives, as well a3 among  executives
themselves, from the full range of federal agencies, and
between faculty and executives during the course of the
entire program.

Beyond this, the FEI's long record of success in 108 work
team development programes, including those oriented
specifically to the gspecial challenges and opportunities
represented by poelitical/career teams, 18 potentially a
remarkably useful resource for high level administravion
change programs and initiavives,
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The FEI has special resources, talents, and experience
appropriate to managerial change initiacives,
partisularly those involving organizational change,
structural changs, vrevisiloning, TOM and customer
relations, and a wide rxange of personnel management
changes, including the management of diversity,
succession planning, and orientation to the executive
roele, o name a few.

Short term workshops, briefings, and orlientations -- at
the PEI, in Washington, or in field logcations ~- are all
possibilities,

Focused work team development programs would, in
addition, be powerful additions t£o the change arsenal,
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Federal Executive Institute can add two very

different kinds of support to the ARdministration's change
initiatives:

1.

The FEI is an excellent forum £or high level
administration speakers to presant their propesals
for changes to one of the wmost important groups of

people in the entire change process -- senior
exscubives who will be key players in the
successful implementation of change plans. Ideas

can be floated and tested in an academic
enviroament both challenging and yet supportive,
comprised of executives from the widest imaginable
range of federal agencies and backgrounds.

FEI's special short programs, particularly its work
team development programs and its political/career
programe offer focused and targeted designs for
grappling both with change ildeas and the special
challenges of implementation represented by those
ideas.
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The Federal Executive Institute has a 25-year history of
challenging executives to see the executive role as one
where the responsibility for visioning and leading change
is paramount. The entire design, and each component of
the academic curriculum, contributes to this objective
twenty-four hours a day.

Beyond this, however, The Federal Executive Institute is
unique in providing continuing support after graduation
to both the individual executive and to the executive's
work organization. Updates on change initiatives and
support to work teams planning and implementing change
have characterized the FEI's after-graduation support
philosophy during this same 25-year period.

Given the FEI's singular focus on senior executives and
their leadership and managerial roles, no other approach
would be thinkable. The FEI's only focus is on the
successful leaders, the best and the brightest, and it
seeks and strives constantly to enhance its capacity to
carry out that challenging and demanding mission.
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Document in support of the procurement of the
Eastern Management Development Center



EASTERN MANAGEMENT DEVELOPMENT CENTER
Procurement of a Permanent Facility

There were five proposals/offers for EMDC. This is where we now stand on each of thenm:

Charles County Community College and the Crofion Country Club were eliminated from the |
competition after the initial evaluation.

Charles County was only adequate technically and (00 expensive
* Crofton was weak technically.

Western Maryland Corporation (Westminister, MD) was excellent technically, but expensive.

build-to-suit

clear understanding of what we are trving to accomplish

close relationship with Western Maryland College ,

fease rate ($50 per square foot) considerably above appraised values in the area
cornmits OPM to nearly $20 million in costs regardiess of how much business we do
latest food and lodging rate ($99) falls between Shepherdstown and Lancaster.

* W X x W

Status: As a result of discussions with this bidder, they have raised the possibility éf building a
smaller factlity for us and lower rates a bit. At the same time, they would make OPM liable for a
high minimum level of room nights. This shifts a lot of the risk 10 OPM,

Lowe Development Co. (Shepherdstown, WV} was good technically and priced reasonably.

balld-to-suit :

design/layout prokilems suggest lack of clear understanding of OPM needs
need strong assurances that the contractor will work with us in building design
Jease rate reagonable (514} and in line with comparables in the arca

bidder concern about true occupancy rates

latest food and lodging bid (3112) highest of gl bids

¥ % M4 X * *

Hotel Brunswick (Lancaster, PA) had the lowest bid, but was only adequate tcch}xicaﬁy.

rencvation and expansion of current EMDC facility

design potential limited by existing structure with many levels, odd shapes, etc.
flow within the training space would not be very efficient

price very good, lease rate ($14) and $90 participant day

concern about commitment to addressing maintenance of older building
overhauling facility will likely disrupt EMDC programs

# ¥ * ¥ ¥ %

Rest and Final Qffers due 3721,



TALKING POINTS FOR JIM KING

Procurement of the Easterns Management Development Center
BACKGROUND

We have received a number of responses to our request for proposals for a permanent home for the
Eastern Management Development Center (EMDC). We eliminated one bid at the start for being
simply non-respoasive: 50 little was submitted that we could not judge it at all. The site selection team
has received the proposals, visited the sites of all the qualifying bids, and rated each proposal.

The prices of each bid have also been established and verified.

Putting together the technical ratings and thelr prices has now produced a set of attractive bids that are
judged to have a chance of being selected for the award,

ISSUE

1t is clear from: the technical ratings and prices that one bid -- from Charles County Community :
Cellege -~ does not have a chanoee to win, so the contracting officer has correctly decided to eliminate 1t
at this point.

This bidder has no real chance of altering the proposal 0 the point where it could stand a reasonable
chance of getting the contract,

» In the technical ratings, this bid received a score in the middie range.

¢ But its price is the highest of all the offers.

. ] Very importantly, most of the costs are fixed, meaning that OPM pays for bedrooms
whether or not they are used. (The other bids charge only for the rooms actually used.)

This puts all the risk, if business is siow, on OPM, rather than putting some of it on the
vendor.

SUMMARY

F

OPM has a wide range of bids in front of it. We can spend a fot for a very fine facility, or oot very
much for a mediocre one.

Charles County offers us a middie range facility at a high price.

We think the bid cannot become the winner because anything that lowers price almost has (o lower
quality.
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Brochure for the Center for Executive Leadership
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Brochure for the
Management Conferenice Service
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The Leadersiup Journey:
Programs and Seminars of the
Federal Executive Institute
And
Muonagement Development Centers
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Brochure for the
Executive Master of Public Adminigtration Degree
I partnership with the
University of Colorado, Denver
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Ow*(:\}ofdm: We Develop Great Leaders to Advance Excellence in Government
Ozi rﬁl fA‘H'ﬁ Grear Leaders for Grear Government

Om //7 Lission: We serve Government leaders and organizations to improve

performance and enhance leadership. As a dynamic Federal government organization,

we commit to public service, excellence, quality and continvous learning through:
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Ou p Cgfraévg!as:

1) Build Suewtegic Premaceships: We form. garesershing
rhae foster knowledge generadion, best sracdess and
wnthanced services in she ares of organizadional laader-
ships We fnren comprehensive, loog-rerm aifiances
with specific “key sgencies™ shat eosalc in Heniifiable
benefi o individual executives, wams and everalt
agersey perforenance: We form alliances with prodes-
ssonal atsociations, foundasions, and aiher govern-
men organizaiens 1o drvglop steme-obtheeaet prad-
sy and services.

2) Graw aur Teshnobogy Capabithyy: We agpesively
purme G uwe of wehnologhoal Innovedons © improve
fatnng outcomes far our custemens sad chons, mok-
ing bife entier for onr chemn and ourscives freglios.
diue, sajes, billing): bmprove our own work proosssen:
and support new husinms sppastunities,

3} Optimiee sur Finseadal Podormanoe: We are goad
stevrands of the Feopics veney beoause we develop
and maintan » foenoal system e optioise rveue
growih and i, cost seducrion and produrziviry
nprovements, st uilization, and invemnent,

4} Greme Our Business by idencfying and focusing on
custorne) Beods We teack aut re undesstand whar sur
eliznes, comumen, and constisoens need fom ws,
wtganise sur anderseanding 16 sespomi with the right
rix of haining and services st din tight price, proac-
vivedy comminnicate our vision, capability, and resule
i influeace vr customens o earoll i our programs
#md subseribe o dur services.

$1 Create & Wordd-clags Work Enviranneny where val-
uss, behaviars, and incencives are aligned: We will
achicve this by developing ovr own fesdership capabili-
tys affering and welosming oprn comramnication;
enguring resousices and mols o da chie job well: expec-
ing and supporting ssaff eadning, peofessional, and
career developmeny allowing spporcasices o iy new
things; valuing and demuosstrating divarsity, cmabling
ermployens 1 balante personal asd profesions) needss
sreaing 4 healthy and pleasant workplacs: mwarding
individual and groupy conibutens; uing Reble and
Tean: petsonned, procutesien, and performaunce man-
A Spvien,

&) Pioneer the Developmiont of Knowledge Capture,
Knowlrdge Sharing, snd :isz- Lhe of Elctive,
Innovmive Lewreing &
Fechrologies: Wz%ﬁmwwmﬁm
smategie parines what works bese to sddresy 2 cange of
govesmvan loedership and managrmens challenges,
This “knowisdge-creanon” will be made availdble on
demandweanytine dnd aoyplaveo belp our poverns
roer work berser

Ow' z’g&s{zzm (\!Qégaax

Cuntomers: Our cliengt air our wason for heing, snd
we consides them our partnees. They are our priovity in
alt dizscumions, dedstans and sctions. We sisive 1 tan-
tinuslly amaze our cuttamees with cur firse olass were
vice, We buiid long-cerm reladonships with cut tue
momers based on honoty, prafowionalise, wnd os,
Diversieys We prosctively soek diversiny in our people,
producis, and rvicss 25 2 busintss neconity and
moral rmperative. Wa surive 10 be an organiucion with
a wockforer that reflecs Amerita,

Using Technology to Improve Services We agpres-
stvely pursur the we of wehnological ingowatdans w
EMprove progrms, opetations, and Jezrning ot
comes for our cussemers and st Technology is the
servant of our service,

Solid Finanda! Perfonmance: We are good siewaeds
of the People’s mioney. We are 3 busites aperstion
that takes sesponsibility for our decisions. Out finan-
al actions 2nd operztions are based on honesty, thor-
oughness, and efficency. We will develop and main.
tair: 3 sound finzncial system.

Unity: We develop and deliver produces and coherive
business strategics that maximize the cffectivenss and
smergy of OEMD a5 2 whole, while preserving che
organizational identities of EMEC, FEL and WMOC,

(J}ii*‘ - gq%!’am- {GRIM

Grewsln We rncourage consinunus bearaing and
groweh by renvwing eurseives otk personally and
professiontly; cellaborsting and cooperating 1o
scpomplish cur vision; taking risks; sharing ideas by
asking and listening: footing fot one anothes's suc.
Lmusy promoting creaciviry and innovition.

Kespocts We valne and respact all smployees by
cedebrating their differences : showing appreciation
for their contriburiens; teatng cach orher with
candue. heaesty, and <ompassions suppotring a bal-
snve beeween home and work; promocing fun,
honaz, and play in our work place,

Eategrings We desnonstrme integrity by speaking and
sexing teathhdly; Jollewing through an commiments;
pracsiving high ethical standards in eversthing we da:
holding rach other accountable for whar we prowmise:
taking pride in our comumnicment, swiving far excellence,
wind camcinucusly innproving the seevice we deliver.
Tewas: We build eruse within dhe organizacon by keep-
ing athers’ fnrerests i mind when making dechionz;
seeking to anderstand othess” pesspectives; elebting
our suzitsses, admiztng sur osisukes, and learning
Erem bt fosiering epen eommunicarions, dirscdy
with thase invalved, based upon. covrage, sincesimy
s mapecz
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OPM STRATEGIC PLAN GOAL 11

QFFICE OF EXECUTIVE AN D MANAGEMENT DEVELOPMENT

PERFORMANCE PLAN

FY 2000

employees, annuitants and the public.

Serve: OPM’s high guality, cest effective human resources services meet the evolving nesds of Federal agencies,

OPM SUB.GOAL #8: Particigation in OPM’s exesutive and managerial training programs is incressed and income and costs balanced,
OEMD GOAL #; Increase the efficiency and productivity of Federat agencies and develop the Ieadership skills of senior level
executives by praviding high quality, affordable, interagency lesdership training for members of the SES and high
potential (33-13 managers who ate candidares for the SES
(Hiectives Menns/Action Steps Turgets far Intended Resuiis Performance
Accamplishment Measures/indicatars
. Ensure LD, CEL and Continue GEMi? Curriculom Cuwrvent, relevant curricelus | Moaintain o improve program
MDC curricnia see responsive | Review: tied to BCQs and evaloation ratings {overatl
1o cwrrent executive and «  {ontinge curricsium Cuarterly Updates competencios needed by rating 4.5 on 3.9 scale) for

management needs.

TEVIEW PIOCESS

established in September,

1998

+  Engage participation
from key stakeholders
{NPR, CHERM, etc) in
swsricuiumn development
process

«  Deliver 2000 FEL &
MBDC courses hased on
design develaped in
curricuium review
meetings,

Quarterly Updates

FY2668

Govermment Supervisors,
managers, and executives 1o
fanction effectively as
Government leaders now and
into the 21% Century.

1.8 and MBC Core and
CEL Open Enroliment
Programs.

increased Space Sales for
LES & MDC core

MaNagement Prograins,

Increase CEL Open
Enroliments to 80% of Annex
LapaiY.

Demonsitated, consensus
driven linkages in FE}, CEL
and MDC programs

2. bBrevelop coligbarative
relationships seeded 10 bring
sdded experntise in FE! and

identify and collsborate with
othey Executive &.
danagenyeat Development

One contact each quarter
Potential contacts:

v (ther gov't agencies -

Join meetings to discuss
curriculum issues. Jont
resezrch efforts, fuoulty

Demonsirated progress on at
least one research project,
farulty exchange, or other

MEC programs Programs similar to s Privaie sector exchanges, and other joint effort,
FEICELAMDC programs. «  University-based efforts to be determined.
programs Continued collaboration,
i
105100

4130 M
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OPM STRATEGIC PLAN GOAL 1II:

OPM SUB-GOAL #6:

OEMD GOAL #1 (Continued):

employees, annuitants and the public.

Serve: OPM’s high quality, cost effective human resources services meet the evolving needs of Federal agencies,

Form comprehensive long-term strategic alliances with key agencies that will result in identifiable benefits to

individual executives, teams, and agency performance.

Increase the efficiency and productivity of Federal agencies and develop the leadership skills of senior level
executives by providing high quality, affordable, interagency leadership training for members of the SES and high

potential GS-15 managers who are candidates for the SES

Objectives

Means/Action Steps

Targets for
Accomplishment

Intended Results

Performance
Measures/Indicators

FEI: Leadership for A
Democratic Society
Program (LDS)

3A: Conduct core programs

for GS-15/8ES

Proactively streamline
the pre- and post-
registration process.
Conduct “share sales” to
Federal
departments/agencies,
state/focal governments,
and international
representatives.
Provide relevant,
competency driven
programs.
Evaluate programs.
s Collect/collate data
* Report & analyze
data
Implement appropriate
changes in program
operations

Revise processes to
reduce time/effort/cost,
FY 2000

September 1999 for
(FY2000), September
2000 for (FY2001)
Offer ten programs
grounded in ECQs and
other competencies
needed by senior public
executives.

Data collected/collated at
end of each program,
Reported/analyzed 2
wks. following each
program.

First FEI Action
Learning Program
piloted in FY2000.
Incerporate new and
revised 360 degree
assessment instruments.

Smoother pre-program
and first day experience;
less cost

Capacity audience made
up of senior mangers at
G5-15/SES level; 680
participants with
projected revenue of
$6,220K

Capacity audience made
up of senior mangers at
GS-15/8ES level; 680
participants with
projected revenue of
$6,220K

Better data on learning,
on-the-job use of skills,
impact on agencies and
obstacles to on the job
skill application; all
leading to higher quality
programs.

Focused version of core
program targeted at real
organization problems.
competencies, versalile
instrurments.

End of course evaluation,
focus group reports, fog
of improvements made.
Classes filled 1o 95%
capacity. Actual revenue
within 5% of projection.
Classes filled to 95%
capacity. Actual revenue
within 5% of projection
Maintain or improve
ratings (overall rating 4.5
on 5.0 scale) AND
evaluation of at least two
programs at Level 2-4
demonstrating behavioral
change and
organizational impact.
Focus group and faculty
feedback plus end of
course evaluations.
Existence of enrollment
interest. No Y2K
problems with
instruments.

2
10/27/00
4:30 PM




Targets for

Objectives MeansiAction Steps intended Resulls Performance
Accomplishment Measares/Inditaters
MDCs Conduct “share sales” and September, BB {FY IS Capacity ardience made up Classes filled to optimuny

3B: Condus core and non-
core programs for (S-12 to
GS-15 level. Conduct
Supervisory Training & Team
Training for GS 911 level.

open enrolments with
Federal departments/
Azengies, stateflocal
govermmuments, and
international representatives.

September 1999 {FY2600)

ol mangers at GS-1216 C8 13
fevel.

Total # participants: 4730
Projected Revenue:
£12,682,000

capacity. Baseline
established for measursment
in 2001,

Evaluate programs.

Continious improvements
with formal repons at end of
year,

High quality programs

Maintain or improve ratings
(overall rating 4.3 or 5.0
seatel.

Condust ons study at Level 3
or Level 4 demonstrating
pehavioral change and resulis
impacy.

3C: Deliver quality
orientation programs for new
PM} members.

Deliver programs.

3 per year or a5 needed

New PMIs understand and
value their larger role in
government and exercise their
leadership and other
responsibilities rom s
corporate {vs. a parochial
agency) perspective to lead
change and promole a better
ZOVEINMEnt,

Maintamn or improve ratings
(overatt rating 3.5 on 5.0
sealel,

15 Administer the Y 2000
Presidential Quality Award
Program,

Develop criteria
{oonvene examiners
Conduct Site Visits
Convene Panet of Judges

Plan and implement join
Quality Confergnce with NPR

initial cvaluation complete
October 1999

Site reviews complete
Janyary 2000

Judges recommendations
March 2000

June 2606

Recognition and re.
enforcement of executive
SICLESS

Target dates mel.

Conference BEvaluation
Resulis,

[y
4:30 PM




OPM STRATEGIC PLAN GOAL I

emplovees, anpuitants and the public.

Sweve: OPM's high quality, cost effective human resources services meet the evalving needs of Federal agencivs,

Form comprehensive long-term strategic alliances with key agencies that will resudt in identiftable benefits w

OPM SUB-GOAL 8T
individual executives, teams, and agency performance.

OEMD GOAL 82 Farm comprehensive long-term strategic alliances with specific “key™ agencies that will result in identifiable
benefits to individual executives, teams and overall agency performance. This includes partnerships with
organizations in the area of executive leadership to form knowledge generations, best practices and enhances
services.

Objectivis Means/Action Sleps Targets for Intended Resulis Performance
Acenmplishment Measures/Indicators

FEI: Center for Executive ] Maintaln appropriate existing | Use agency foens groups, Eighteen open enrollment Open enroliment program

i.eadership strategic partngrships with faculty and evaluation results | programs that are relevant evaluations include ratings of

4A: Strengthen open key agencies and design to identify degirable and useful to custormer 4.5 or better on 5.0 scale.
enrollment programs and customized programs to meet | offerings. Specific agencies.

offer customized courses agency specific needs, workshops designed and

through Center for Executive premoted by 16/99 Angedotal feedback from

Leadership (CEL) Develop strategic Improved program brochure | customer sgencies on both

partmerships with sdditional Reprint promotional brochure | tha olearly identifies the program content, brochure,
agencies and design by 1/280¢ benefils of programs, and is and both pre- and post-
customized programs 1o meet | Key programs offered tokey | both attractive and timely. program experience.
sgency specific nesds. customers; 5L, Treusury,

HOAA, USAID Log or record of progtam
Dieliver custom programs Clear indication of which immprovements resulting from

during 90% of avaiiable,
unscheduled periods for LDS
ar oper enrollment CEL
caurses. Deliver programs in
Annex at $0% capacily
overail

Improved programy as
indicated by evaluation
results.

programs, methodalogies,
faculty, et¢., are on targer and
effeciive,

Total # pacticipants: 960
Projected Revenue:
$3.488.971

evaluative efforts

Open enrollment programs at
80% of annex capacity

Twe gvaluations completed st
Leved 34 to measure impact
on the job,

4R: Giter CEL Consulting
Services

Develop consuiting services
and faculty pool that meet
agency specific needs

Cn-going

Agencies receive high
quality, on-going consulting
suppost in areas of sirategic
planning, high performance
organizations, team building,
and organizationa} change,

Writen feedback/anatysis of
the intervention level of effort
from consuitants

Customer evaluation of effort
and outcomes relited to

4
{37150
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agency needs and goals,




QFM STRATEGIC PLAN GOAL HD

employees, annuitanis and the public.

Serve: OPM’s high quality, cost effective human resources services meet the evolving needs of Federal sgencies,

OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with key agencies that will result in identifiable benefits to
individual executives, teams, and agency performance.

OEMD GOAL B2: Farm comprehensive lung-term strategic alliances with specific “key™ agencies that will result in identifiabile
benefits to individual executives, teams and overall agency performance. This includes partnerships with
organizations in the area of executive leadership to form knowledge generations, best practices and enhances
services,

Objectives Means/Action Neps Torgels for Intemied Rosults Performanee
Accomplishment Measures/Indieators

MBDCs: New Business Drive increases in Key Agencies to Torgen High quality programs that New business with five

E¥irections earollments in core inchude skills appropriate to agencies. Develop one-long

SA: Develop strategic curriculum. s OPM G5-% through GS-15 level wrm strategic parmership.

parinerships with key ¢ HHS managers and targeted to

agencies to provide Drive increases in custom- o NAVY agency-specific needs. increases in # of enrollments

management development designed programs and «  Agricubiure in MDC residential programs

soiations distance lesming solutiong. Targeted revenne: $100.080 | from tavgeted apencies
{Target 3 somees),
Evalugtions of new programs
include ratings of 4.4 or
better on 3,0 scale.

MIDCs: 5B: Develop Drive increases in space Key targets: WMDC Revenue = $325K Prajected revenues met or

Outside Projects uiilization »  {Center for Disease exceeded.

Control EMDC Rewenue = §700K

Dirive additional revenues
from custom design

programs.

o Defenss Commissary
Agency

«  Army Acguisition
Agency

Towl Revenue = $1025K

5
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OPM STHRATEGIC PLAN GOAL HI:

OpPM SUB-GOAL #H

Serve: OPM's high quality, vost effective human resourees servives meet the evolving needs of Federal agencies,
employees, annuitants and the public.

Form comprehensive long-term strategic aliisnces with key agencies that will result in identifiable henefits 1o
individual executives, teams, and agency performance.

OEMD GOAL #3: Reach out to understand what our clients, consumers, and constituenis need from us, organize our understanding to
respond with the right mix of training and services at the right price, and pro-actively communicate our vision,
capability, and resulis # influence our customers to enredl in our programs and subscribe to our serviges.

Objectives Menns/Action Steps Targets for intended Resuits | Performance
Accomptishment Measuresfindicatory

& Develop OEMD Develop and implement appropriste promotions - ‘

marketing program that | programs for QEMD Available Apri] Increased epportunities 2% increase gver FY9% in

contributes in »  Program Guidels] and Brochures 2000 for consulting/strategic residential interagency

measurable ways t)
growth of the business

CEMUD presence in external forums
Web-based vehicles for promotiong
ECG Outreach Vehicle

Cirganize key agency vigils

® ¥ 4 »

Conduct RCH studies on marketing vehicles
Program Guide[s] and Brochures

#R88 Number

QEMI) Exhibits

GEMD Web page .

£C0 Outreach Vehigle

Print Advernisements

e F & » & &

12 conferences in

T FY 2000

March 2000
24 by June 2000
30 by hune 2000

Measures in place
by 11499
Reports quarterly

partnerships, Increase
enroliments i corefson-
Cora programs,

Select miost effective
vehicles

registrations

50 leads for custom and
consuiting projects.

Number and gualifications
of respanses to marketing
vehicles,

Baseline established for
cost/registration ratio of
promotional material,

6
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OPM STRATEGIC PLAN GOALIN:

%

Serve: OPM's high quality, cost effective human resources services meel the evalving needs of Federal agencies,
employees, annuitanis and the public.

.

OPM SUB-GCOAL #Y: Form comprehensive long-teny strategic alliances with key agencies that will reselt in identifiable benefiis fo
individual executives, teams, and agency performance.

QEMD GOAL#): Reach oot to understamd what cur clients, consumers, and constituents nead from us, organize our understanding to
respond with the right mix of training and services af the right price, and gro-actively communicate our vigion,
capability, and resuhis 1o influence our customers (o earell in our programs and subscribe to our serviges,

Objectives Means/Action Steps Targets for intended Resulfs Performanee
Accomplishment Measuresfindicators

& Develop OEMD Develop best in class Customer Relationship Efficient, trackable 123 SES managers entered

marketing program that | Management Systom capaciy o do in system

¢ontributes in s Competitively select top class system January 2600 relationship/permission

measurable ways to o Gather and enter data Oni-going marketing with alf key 1 major 2-way email

growth of the business | »  “Tust email communication Jan. - Jun 2088 managers and promotion

{Cont’d} ¢  Launch email promotion September 2000 organizationsl units in :

the Federal Government | Customsconsulting staff
uses the system
Leverage email for
marketing
communisation
Align marketing and sales . . . .
»  Marketing Manager works with sales manger to: Sales growth i Agency | 10% increase in active
Dlecember 1999 Accounts and Individhual | Agency Accounts

h

*

»  implement saiss improvement
recomimendations

s identify other improvement opportunities

»  tpain seaff

Joint planning and action for FY 2001 Agency

Account lagnch .

Support individual Regisiration sales

Generale internal and external customer support for
marketing progrem

*

*
»
¥

Marketing Advisory Group
Marketing Highlights Report
EMDMarketing.com
Directors Roundiable

Devember 1990

Janvary 3660
January 2880

Janmary 2000
Biweekly
Cin-going
Fanuary, 2000

Registration

Yalug-adding input:
broad and deep support

500 Ingividuat
Registrations

80% EMD stafT rating on
internal survey ( marketing
as adding value)

25 key ageney officials
participate

7
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OPM STRATEGHI PLAN GOAL ML

senplovess, ansuitans and the public,

Serve: OPM’s high quality, cost effective human rosources services meet the evolving necds of Federal agencies,

OPM SUB.GOAL 67 Fartn comprehensive long-term strategic alliances with key agencies that will result in identifiable benefits to
individual execulives, tearns, and agency perfornance.

QEMD GOAL #4: Aggressively pursue the use of technological innovations to improve learning outcomes for our custorers and
clients, make life easier for our clients and ourselves {registration, sales, billing,}, improve our own work processes,
and support new business opportunities,

Ohbjectives Means/Action Steps Targets for fntended Resulis Performance
Accomplishment Measures/indicators
7. increase technoiogy implement businesy plan to invest Business plan complete | Professionalize ObMD Virtual collaboratien
capacity to deliver DEMD relained eamings in technology by Septemnber 1999 program product. capability, an-line registration,
programs “backbone" {QEMD intranel, web implementation FY2000 | Provide greater electronic pre-fpest materials,
server, database server) w support and afcess to program on-line surveys, competitive
provide OEMD virtual ¢ollaboration speakers arxl business proposals, case study
capability, on-line registration, participants. Provide | and best practices databases, and
electronic pre</post materials, an-line andd model virteal electronic sommunities of
surveys, competitive business callabosation practice available in FY2000.
propasals, case study and best practices convepty and
databases, and elecironic communities technhyues, Qualitative evaluations indicate
of practice. QEMD and customer satisfaction
with quality of program delivery.
Quantitative evaluations
maintain or improve ratings
(overall ratings 4.4 on 5.0 scale),
Chpgrade FEEMDC interoffice Decernbar (999 for Develop office On tire delivery
gommunications consistent with OPM | Microsoft Outlook automation platform
T Architecture {e 2., MicrosoRl consisterd with OPM | Increased capachy 1o
Otlook, Microsoft Sufte} June 2008 for MicrosofR communicate effictively with
Suiwe OFM and other government
H#EeNCies.
: integrate Training Server inte FY 2000 Continuity of
technodogy backbone infrastruciure Feedback from OEMI)
technology capability | Leadership Team, vsers, OPM
CIO for complianee and
interoperability,
8§
HIPHB0

4348 PM




OFM STRATEGIC PLAN GOAL HIX

employees, annuitants and the public.

Serve: DPEM’s high quality, cost effective human resources Services meet the evolving needs of Fedenad agencies,

OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances wigh key agencies that will resalt in identifiable benefits o
individual executives, teams, and agency performance.

OEMD GOAL #%; Pioneer the development of knowledge capture andd knowledge sharing as we use effective, innovative leaming and
performance improvement technologies for leadership and executive education. Learn form our participants and -
strategic partners what works best to address a range of government ieadership and management challenges. This
“krorwvledge-creation” will be made available on demand - anytime and anyplace - to help ouy government work
botter. )

Objectives Means/Action Steps Fargets for Intended Resalts Performance
Accomplishment Meaguares/indicators

8 Bevelop capsaity to Fstablish continuous leamning | FY2008 Completion of majority pre-and post- § Staff time and printing costs

commaunicate with web capability that enables program work on the web, saved -

purticipants and pradustes participants and graduaies to:

anytimefanyplace «  Complete OEMD pre- Enhanced Sculty communication Faster access to pre-work by

program survey with participants/graduates participants as measured by
« Receive and send participant evaluation
program information
Commuticate with OEMD Improved satisfaction with
faculty and each other on pre-program process by
earnings and best practices. participants as measured by
program evaluations,
9: Capture best practices in trnplement prowess foc FYz2000 GEMD becomes & source of best Maintain or improve program
feadership and improving, rollecting best practices and practice and survey information that  § evaluations (4.5 an 5.0 scale}.
organizations vonducting surveys in cannet be found elsewhere in
targeted areas {e.g., diversity, government; information enhances
team development} from curriculas offerings
OEMD program participants.
i3 Link participants/ Publish hest practice and FY 048 2uild customer iovalty and future Minimuer of ews bot Hinks

graduates wo hest practions

survey data on the OEMD
web gitg

business

extemnal best practice gites

Increased use of web site
(e.p., # of inquiries 1o site}.

9
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OPM STRATEGIC PLAN GOAL I

OPM SUB GOAL#7

emplovess, annuitants and the public

Serve: OPM's high quality, cost effective human resources services meet the evalving needs of Federal agencies,

Form comprehensive long-term strategic alliances with key agencies that will result in identifiable benefits to
wdividual executives, eams, and agency performance,

OEMD GOAL 86 Create a Profiessional Work Environmunt that Fosters Effective Customer Service, Productivity, Diversity, and
Innovation,
Objectives Means/Action Steps Targets for Entended Results Perfarmsance
Accomplishment Measures/Tndicntors

11 Implement business plan | 1dentify hiring, diversity, and | In progress Coantinuonsly unprove Ba% of OEMD goals are mwt

to invest i the development | development needs for SRSIOMEY Service. or excesded,

of a diverse OEMD faculty OEMD faculty and staff to

and staff and a productive support continued growth and Tncrease diversity in faculiy Increases in gverall percent of

work envivonment. best-in-class service. amd staff. msinority employees in faculty

aned staf¥ (with emphasis on

Implement an OEMD-wide Aprii 2060 increase skifls, productivity, | Hispanic representation),
performance management aznd morsde of faculty and
system and goal sharing stnty, Increase in emplovee job
program satisfaction as measured by
Conduct OEMB-wide Al Fanuary 2000 improvements in three areas
Hands Meeting of Organization Assessment
Establish Alternative Work Ciciober 1999 in FY 2000
Schedule Matrix that {ommunicatons,
identifies appropriate Rewards/Recognition,
arrangements for each job Leadership
title in DEMI.
Establish 2-week downtime Gretober 1999 Fewser eotoments on
rule across CGEMD participants evalualions
Publish OEMD Quarterly {etober 1999 regarding lack of diversity in
Newsletter faculty membership,
Conduct Annual Grganization | Moy 20800

Axsessment
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OPM STRATEGIC PLAN GOAL HI:

OPM SUB-GOAL #8:

employees, annuitants and the public,

Serve: OPM’s high quality, cost effective human resources services meet the evolving needs of Federal agencies,

Participation in OPM’s exerutive and managerial training programs is increased and income and costs balancad,

OEMD GOAL #7: Be good stewards of the Feople’s money by developing a financial system that optimizes revenue growth andmix,
cost reduction st productivity improvements, and asset utilization and investment,
Ohjectives Means/Action Steps Targets for futended Results Performance
Accomplishment Measuresfindicators
i2: Maximize use of Establizh financial targets for Crtober 1999 far 2000 Program 18 Retained earnings balanced.

avaitable financial resources
o accamplish program goals
and obleciives,

Revolving Fund Programs.

Manage programs 5o that a retained
balance for reserves and contingencies
is mainained,

Ensure appropriate management
controls are in place and observed,

Implement basiness case 1o restruciure
internal fnancial system.

Develop/muintain CEMD Balanced
Seorecard

targets. August 2004 for
Y2001 targets,

Quarterly updates

Guarterly updates

Quarterly updates

January 2600

financiatly sound.

Stabie financial
architecture

Project income and costs within
tederances of $230K ¢ and -
$12sK.

{mnproved accuracy: reduced
incidents of ervors, improved
forecasting of projected revenue,
fully loaded program costs,

il
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