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Major Accomplishments 

During the Clinton~Gore Administration a number of major developments were 
accomplished within the Office of Executive and Management Development (OEM D). 
These accoInpl ishments are: 

1, 	 A major reorganization which created the On-Icc of Executive and 
Management Development, 

2. 	 The procurement andlor upgrading of building facilities for all 
components of the Office of Executive and Management Development 

3. 	 The creation of the Center for Executive Leadership. 

4. 	 Further development of the OEMD curriculum [0 meet client needs. 

5. 	 Support of Administrative and Congressional initiatives. 

6, 	 The development or partnerships with two major universities that usc 
OEMD programs as credit towards the course requirements for Master of 
Public Administration degrees, 

Each of these accomplishments will be discussed in a 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 I). 
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 interagency executive and 
management residential programs through the Federal Executive Institute and the 
Management Development Centers; gave specialized programs to government agencies 
in Europe through its European Training Program; developed correspondence courses 
through its National Independent Study 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 ofOPM 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 .Ieaner, more effective delivery system, OPM Director James King 
privatized much ofOPM'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. J. 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 Senior 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 Managcment 
Development (OEM D) 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 Executive Institute and the Management Devclorment 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 tind practiced. As 
these centers grew and developed. agencies further requested Ihat detailed developmental 
opportunities ill management practices be added to the curriculum. 

The establishment of the Federal Executive Institute and the Management Development 
Centers \\'TIS facilitated by the Government Employees Training Act of 1958. Executive 
Order 11348 of 1967, and Executive Order 12107 of J978 (Attachment 8). These 
references codified the ground rules for training and development in the Federal sectoL 

The Federal Executive Institute (FEI) was established in 196& on 15 acres of property in 
Charlottesville, Virginia. It is a residential training site lor members of the Senior 
Executive Service and high potential GS~15's in the federal service. The programs of the 
FEI are described in the attached document, The Leadership Journey. The Federal 
Executive Institute was examined in detail by the Director. OPM during the Gore 
Commission's government reinvention and reorganization eHort in 1995 and determined 
to be critical to the mission ofOPM and to the needs of the entire Federal community. 
(Attachment 9). 

The Management Development Centers trace their origins to 1963 when the first facility_ 
originally cnHed the Executive Seminar Center. was established on the site of the 
Merchant Marine Academy at Kings Point; New York. These centers \\'ere 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 U.S. Office of Personnel 
Management) added centers around the country. Centers were set up in Berkeley, 
California; Oak Ridge. Tennessee; Wilmington, Delaware; Denver. Colorudo~ Lancaster, 
Pennsylvania: Aurora, Colorado and finally, Shepherdstown, West Virginia. The largest 
numher ofcenters at one time was four in the late 1970's. Com;oltdation into larger 
ccnters was begun in the 1980's and completed in 1998 when the second of two ncw large 
nlcilities were completed in Shepherdstown, West Virgit\ia, Programs of the 
Management Development Centers are described in the attached document. The 
Leadershin <.~hallenge, 



Upgraded Facilities for the Functions of tbe Office of Executive and Management 
Development 

All functions of the Office of Executive and Management De\'elopment saw facilities 
improvement during the Clinton-Gore administration, 

The Federdl Executive Institute completed a rehabilitation of its main building and public 
area with a program tbat expanded its library into a public reception area and upgraded its 
public area furnishings. Most imponantly the FEl completed and opened its Pamela Blair 
G\vin annex, a separate building which greatly expands FEr's ability to provide 
specialized and tailored courses through its new Center for Executive Leadership. These 
programs can take place during the times the residentia14-week Leadership for a 
Democratic Society Program is in session, This building contains 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 early 1990's, This center offered greatly expanded opportunities 
for agencies to 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 
oftice building. This expansion gave the WMDC five large classrooms, 24 breakout 
rooms {many with video observation capability), a large library~ computer Jab, reception 
und break area, and administrative offices. This facility is now equipped to offer 
programs to nearly 4,000 participants each year. . 

A determination was made in the mid-1990's to consolidate all Management 
Development Center fWlctions east of the Mississippi River into a single centralized 
facility. A search was made and a "build-to-suit" facility was chosen in Sbepherdstown, 
West Virginia" That facility, the Eastern ),.1anagcment Development Center. was opened 
in 1998 consolidating the services then provided In Lancaster. Pennsylvania and Oak 
Ridge, TeIU1cssee (which was closed earlier and temporarily consolidated 10 Lancaster). 
This facility provided the same operational advantages as the Westem MDe. otfering 
multiple use classrooms, breakout rooms. reception areas. library and computer Jab 
services, and generous administrative offices (Attachment 10). 

The Ofl1cc of Executive and Management Deveiopment now has the capacity to otrer 
programs for 8,000·10,000 Federal executives and managers each year in state-of-tbe·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 otTer world class learning opportunities to their client ;;tgencics. 



Creation of the Center for Executive Leadership 

for years, participants of the Federal Executive Institute's LeadetsltlJ)fhr a Democratic 
Society 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 C. Winner. 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 to OEMD, More 
importantly. this organization responds to and provides solutions to some very specific 
Federal agency nceds (Attachment 11). 

The success of the CEL has spawned similar efforts at the t>'1mtagement Development 
Centers to respond to agency specific developmental needs for their client groups. The 
M DC's are often asked to develop and manage employee and organizational assessment 
programs as well as providing specific on~site training sessions for agency supervisory 
and management groups, 

The Eastern Management Development Center has a special confen.'ncc center program 
which provides agencies the opportunity to rent the facilities of the EMDC for their 0\\'11 

use, Those conferences are usually developed and managed by agencies and opewte in 
the space offered by the EMDC, but conference devel~)j1mcnt and management are also 
offered by the EM DC (Attachment 12). 



Curriculum' Dc\'clopment in the Office of Executive and Management Development 

Several areas of new curriculum development were advanced during the Clinton-Gore 
administration, Prior to Clinton-Gore there was not a coord mated curriculum 
development process between the Federal Executive lnstitutc 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 unilied 
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 The Leaden.hip .Journey (Attachment 
13). 

The leadership Journey is a construct of deveiQpmcntal opportunities presented in five 
thematic areas: 

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

2. 	 The Core Curriculum which is composed of six residential management 
and leadership courses that develop the competenCIes high-pcrfonning 
leaders need to produce results in 2 t51 century governmcnt. 

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

4. 	 Focused Skills Development. a battery of25 programs that prepare 
individuals, teams) and organizations to meet lhe challenges of the new 
workplace. This cadre ofcourses provides the building blOCKS for the 
orgunizolion of the future, 

Custom Seminars and Consultlng Services arc products tailored to the 
specific needs of individual agencies and organizations. These programs 
are offered in residence at one of our Centers. or on-site in the agency. as 
appropriate. 



Programs Offered in Support gf Administrative or Congressional Initiatives 

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

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

l. 	 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-weck 
seminar on this topic that trained several hundred Federal personnel in the 
operations of this legislative requirement 

2. 	 The National Performance Review and Reinvention of Government effort 
developed by Vice President AI Gore. This effort gave the OEMD an 
opportunity to highlight successes in these llreas by bringing officials from 
Federal agencies that had made significant lmprovement or brought major 
efficiencies to the operations of their mission to the programs of the 
OEMD, Dozens ofthesc successes were highlighted and shared with the 
larger Federal community through the programs ofOHdD. 

2. 	 Diversity. OEMD developed and presented a special program in diversity 
for the Federal community. This program focuses on the husiness 
advantage that accrues to nn organization thm: seeks a sirong and diverse 
representation in its workforce. 



Partnerships with Universities 

The programs of the Management Development Centers are rigorous and intensive and 
have high academic vaiue. Every 5 years MDC programs are evalumed by the American 
Council on Education (ACE) for their merit and the majority are listed for academic 
credit, This process facilitates universities granting credit to programs taken oUL<;idc their 
own curricula, Accordingly, most programs at the MOC's are recommended for 
undergraduate or graduate level credit (depending on the program) lor between 2~5 hours 
()facademic credit. 

During the CHnton-Gore administration the Office of Executive and Management 
Development built on this ACE credit grant to develop partnerships with two major 
universities; The University of Colorado, Denver, and American University it} 
Washington, D.C. These partnerships allow credit for programs taken at the 
Management Development Centers to be granted toward the requirements for a Master of 
Public Administration degree at either of these universities (Attachment 14). 

This partnership bas enormous advantages fOT agencies and their manugers and 
executives, Those who partic.:ipate in MOe programs gain competence in theiT own jobs 
and. if they Wish, can apply those programs toward the credit requirements of a Master of 
Public Administration degree at either of those universities, This is a significant 
efficiency and cost savings to agencies and their employees. The Univcn<i1y of Colorado, 
Denver will grant up to 1 g hours credit taken at MDe programs: American University 
will grant up to 12 hours credit 

We arc not limited to developing partnerships with only these two universities, OElv1D is 
open 10 develQping similar relationships 'with other academic institutions. perhaps in 
Dther areas (If acndcmic pursuit. 



• 

The Future of the Office of Executtvc nod Management })cveJopmcnt 

OEMD is poised to provide world class developmental opportunilles to tbe Federal 
executive management cadre of the future. We have unbeatable facililies. 11 broad client 
focused curriculum, top-notch faculty and staff, busineS5~centered leadership, and strong 
support from our client base. Our organizational values were developed from the bottom 
up ami seek to improve government effectiveness by strengthening the leauership and 
personal competencies of Federal managers and executives (Attachment IS). OEMD has 
developed new program offerings. strengthened its financial management programs, built 
a technology infrastructure to support c·lcarning applications. and sought partnerships 
with important stakeholder groups, These efforts are outlined in tbe series. of work plans 
and performance plans appended to this document as Attachment 16, 



Attachment I 

Organization Chart 

Human Resources Development Group 


1994 




HUMAN RESOURCES DEVELOPMENT GROUP 


TITLE 

Director 
Secretary 
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 Centcr 
Western Management Development Center 
Natl(mal (ndependent Study Center 
European Training Center 
Government Affairs Jnstitute 
Training Assistance Programs and Services 

Assistant Director for Planning and Development 
Development Division 
Planning Di vision 

Assistant Oirector for M'lrketing and Information 
Marketing <Iud Interagency Coordination Divis.ion 
Administmtlvc Systems Division 

NAME 

Carol J. Okin 
Patricia K Carrick 
Judith M.•Iaffe 
Deborah I), Smith 
Curtis J. Smith 
K. Joyce Edwards 
Susan G. Roehmer 
H. Joe Shepherd 
Dee W. Henderson 
Lewis Tavlor. . 
Thomas C. Duusch 
Thomas C. Dausch 
Sharon $. Senecal 
Patricia C Schwingle 
Norman V. Pocase 
Kenneth A. Gold 
Harold Segal 
Sarah D. Adams 
Ellen M. Roderick 
C, D, Pangallo 
Don G. Mizaur 
Richard J. Indelicato 
Jonathan T. McMullen 



Attachment 2 

Memorandum announcing the creation of the 

Office of Executive Resources 

Effective February 19, 1995 




February 17, 1995 

MEMORANDUM 

TO: Faculty, Adjunct Faculty, and Staff 

FROM, Curt 

SUBJECT: OPM Reorganization 

We have received the "Restructuring Memorandum of Understanding" 
on the OPM reorganization. Effective SundaYt February 19th, we 
become the' Office of Executive Resources, which includes FEI, the 
Western and Eastern Management Development Centers (Sharon 
Senecal and Tom Dausch). and the Office for Executive Policy and 
Operations (formerly the Office of Executive Resources under 
HRDG. headed by Joyce Edwards) and we will repor~ directly to Jim 
King. 

If anyo~e has any questions please let me know, Also l if anyone 
is interested in receiving a copy of the res~ructuring 
memorandum, please let Carolyn know, 



Attachment 3 


Mission slatement for the Office of Executive Resources 


February 1995 



OFFICE OF EXECUTIVE RESOURCES 


The Office ofPersonnel 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, cQrporate view. 

The Office opemtes the Senior Executive Service (SES) personnel system, providing 
Govemmentffwide program leadership, policy direction, and technical assistance on all aspects of 
the SES. 

OER manages the President's Qua.lity Awards program to recognize Fedeml organizations that 
have demonstrated exemplary quality improvements (this is the Federal equivalent of the 
Malcolm Ba1dridge Award). The Office also conducts the annual, national conference on quality 
held each summer. where Federal managers and employees share infonnation, tools, and 
techniques for improving the quality of Government program,. and where the Quality Award is 
presented. 

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

on'ICE OF EXECUTIVE POLlCY AND SERVICES (OEPS) 

Office of tbe Assistant Director 

• 	 Exercises leadership to promote effective and efficient use of the Govemment's executive 
resources. This includes working with agencies to create and reinforce a corporate 
perspective within the Senior Executive Service (88S). 

• 	 Collaborates on the development of legisladve initiatives related to the Goverrunent' s 
executive personnel systems. 

• 	 Directs the development and maintenance of Govemmentwide regulations dealing with 
SES, senior-level (SL)~ and scientific and professional (ST) personnel systems. 

• 	 Oversees maintenance of an automated executive infonnation system which supports the 
Government's executive personnel programs. 
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• 	 Fo:.1ers systems to provide consultative services and technical support to agencies on 
executh'e personnel activities. 

SES Policy 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, noncareer 
appointmepts, limited appointments, reinstatements), pay administration, leave and 
benefits, performance appraisal and recertification, awards. disciplinary actions and 
grievances. RIF. and removals. 

• 	 CoHaborates 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 corps. 

• 	 Coordinates the aHocation of SES, SL. and ST spaces through the biennial review 
process or on an ad hoc basis. 

• 	 Reviews agency nominations for SES career appointments and administers the 
Qualifications Review Boards established to certify candidates' executive 
qualifications. 

• 	 Processes requests for noncareer appointment authorities. 

• 	 Reviews and recommends action on limited tennlemergency appointment 
authorities. 

• 	 Responds to agency and individual requests for executive placement assistance 
related to actions involving PAS returnees, reinstatement. and RIF placement 

• 	 Encourages voluntary mobility ofSES members within and between agencies 
through advice and assistance to executives and agencies, 

• 	 Administers the SES sabbatical program which enables executives to take 
temporary assigrunents in the private sector, State and local governments. non~ 
profit organizallons. and colleges and universities. 

• 	 Reviews and recommends action on requests for dual compensation waivers and 
critical pay authorities. 
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• 	 Reviews and recommends action on agency SES performance appraisal plans, SES 
recertification ptans. and SES Candidate Development Programs. 

SES Services Division 

• 	 Administers: the Presidential Rank Awards Program. Conducts the process for 
reviewing and rating agency recommendations for the ranks of Meritorious and 
Distinguished Executive and prepares recommendations for the OPM Director to 
make to the President 

• 	 Prepares and issues publications related to the SES including SES Vacancy 
Announcements, OPM Message to the S};::,)., SES Brochure, Guide to Senior 
Executive Service Qualifications, ERB Chairperson Directory, Sabbatical 
Pamphlet. SES Rank Award Winner Brochure. and Features ~flhe SES 

• 	 Serves as the Office of Executive Resources liaison with the Interagency Advisory 
Group Committee on Executive Personnel and the Executive Resources 
Management Group. 

• 	 Maintains a "speakers bureau" which promotes outreach and communication on 
executive personnei issues through public speaking engagements. 

• 	 Coordinates orientation programs for new Senior Executives and Schedule C 
employees. 

• 	 Maintains an automated database containing a wide wrriety ofdetailed information 
on executive positions, executives, and CDP participants. 

• 	 Develops data based reports, studies, and analyses on various exec-utive personnel 
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 others for 
various purposes. 

• 	 Supports internaJ OER infonnation management and financial management 
initiatives, 
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THE: FEDERAL EXECUTIVE INSTITUTE (FEI) 


• 	 Offers year-round, interagency, executive development programs for Government 
managers (OS 15 and SES) in a residential setting, 

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

• 	 Assists agencies. in the development of their career ex:ecutive corps, linking individual 
development to improved agency perfonnance. 

• 	 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 dynamic.s surrounding 
contemporary policy issues and problems through presentations and meetings with senior 
Government offidats. 

• 	 Develops supportive networks of expertise and advice through the cross~functjonal and 
cross~agency mix of program participants, 

• 	 Identifies optimal individual perfonnance goals. objectives, and developmental needs 
through diagnosis and perfonnance assessments,_ 

• 	 Enhances work team effectiveness, group perfonnance, and group leadership capabilities. 

• 	 Establishes and maintains financial control systems ne<;essary to ensure a sound 
reimbursable business operation, 

EASTERN AND WESTERN MANAGEMENT DEVELOPMENT CENTERS 
(EMDCIWMDC) 

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

• 	 Design and conduct management assessment programs, 

• 	 Operate: large-sca1e residential facilities providing, under conlract~ fooo, lodging, and 
student support services needed to ensure a quality learning experience. 
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" . 

• 	 Maintain a continuing program of outreach to key officials in agencies. public interest 
organizations, and others to identify CUTrent 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 ofseminars offered, 

• 	 Establish and maintain firumcia1 control systems necessary to ensure a sound reimbursable 
business operation, 

• 	 Manage the President's Quality A\\'afd program and the annual conference on Federal 
quality (EMDC only). 
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Attachment 4 

Organization Chart for the 

Office of Executive Resources 


February 19. 1995 



OFFICE OF EXECUTIVE RESOURCES 


TITLE 

Director 
Secretary 
Assistant Director for Executive Policy and 

Services 
SES Policy and Operations Division 
SES Services Division 

Director, Eastern Management Development 
Center 

Director, Western Management Development 
Center 

Director, Federal Executive Institute 

** Denotes Acting 

NAME 

Curtis J . .8mith 
Carolyn 1'. Yowell 

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

Thomas C. Dausch 

Dennis L. Center 
Curtis J. Smith 



Attachment 5 

Memorandum to Reorganize the Office of Executive Resources 

Into the Ollice of Executive and Management Development and 


The Office of Executive Resources Management 


September 9, 1998 




Septerr,ber 9, 1998 

) 

MEMORANDUM FOR 	 JANICE R. LACHANCE 

DIRECTOR 

OFFICE OF PERSONNEL MANAGEMENT 


FROM: 	 CURTIS J. SMITH, DIRECTOR 

OFFICE OF EXECUTIVE RESOURCES 


SUBJECT: 	 Reorga!lization of the Office of E:xecutive 
Resources 

This is to request your approval for a reorganization of the 
Office of Execu~ive Resources to be effective beginning FY 99. 

The Office of Executive Resources currently has a two-fold 
mission - one in the area of executive development and the 
other in the area of Senior Execu~ive Service policy and 
evaluation. IT:: addi~ion to the functional differences, O!1e 0: 

these ::unctions is totally funded on a reimbursable basis 
while the other is SSE. Further, the position of Director, 
Office of Executive Resources l represents ao: orga:1izat':'onal 
layer that could be eliminated without harming the functions 
of either part. Afte~ careful consideration, I have COrne to 
the cor.clusion 	that organizationally it would be reasonable to 
separate these 	two functions. Therefore, I am proposing the 
following actions: 

• 	 Abolish the position 0: Director, Office of 
Executive Resources. 

• 	 Establish a position of Director, Office of 
Executive and Management Development , whic:;' would be 
responsible for all executive and managemen~ 
development for OPM to include the Federal Execut~ve 
Institute and the Manage~.ent Developmen~ Centers. 
The incumbent would also carry the tltle Director of 
the Federal Executive Institute. 
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Janice R. Lachance Page 2 

• Retitle :he Assistant Director for Executive Policy 
and Services to be the Director, Office of Executive 
Resources Management, but othe!'..:ise make no change 
in the structure Or functions of that organization. 

• Modify delegations of authority to reflect tha~ the 
Director, Office of Executive a~d Management 
Development and the Director, Office of Exec'..ltive 
Resources Manageme:1t receive thei:::: program a:1d 
administrative authorities from the Office of the 
~irector and report directly to that Office. 

With yocr concurrence, we wil~ work with Local 32 and develop 
a memorandum of understanding for their signature. 

ACTION: 


__Approve .~_Di$approve Let's Discuss 


Janice R. Lachance$ Director Date 



-
.~ , 

Attachment 6 


Organization Churt for the OrHce of Executive and Management Development 


October, 1998 




OFF1CE OF EXECUTIVE AND MANAGEMENT 
DEVELOPMENT 

TITLE 

Director 
Secretary 
Director, Eastern Management 

Development Center 
Director, Western Management 

Development Center 
mreclor, Federal Executive Institute 

Deputy Director 

** Denotes Acting 

NAME 

Barbara J. Garvin-Kester 
Carolyn T. Yowell 

Barbara K. Smith** 

.Joseph D. Wienand 
Barbara J. Garvin-Kester 
Robert Gest III 



Attachment 7 

Structure and Key Responsibility statement for the 

Office of Executive and Management Development 




OFFICE OF EXECUTIVE AND MANAGEMENT I)EVELOPMENT 

Associa1e Director and Title: 

Barbara Garvin~Kesler 
Director, Office of Executive and Management Development 
Director, Federal Executive Institute • 

Overview: 

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

Structure: 

The Office is the umbrella organization for three teaming centers: the Federal Executive 
Institute (FEl) located in Charlottesville, Virginia, and two Management Development 
Centers (MDCs) located in Shepherdstown, WV, and Denver, Colorado, The stuff of the 
Eastern Management Development Center in West Virginia includes three individuals 
located at OrM Headquarters who are dedicated to administering the President's Quality 
Award Program. The tota] hcudcount for OE~'1D is seventy-nine, 

The Office of Execurive and Management Development (OEMD) is funded through a 
Revolving Fund. ~o dire,' appropriations are provided. We operate very much like a 
small business. OUf clients, Federal. state, local and international government agencies. 
pay tuition and fees for our programs and services. Demand for our services is strong, 

Programs offered by The Federal Executive Institute (rEJ) arc designed 10 meet the needs 
of the Senior Executive Service (SES) and high-potential GS-15~s, fEf's eorc program. 
"Leadership for a Democratic Society," i~ ~I four-week. rC5idcntini program, Follow-up 
programs offered by fEI's Center for Executive Leadership (CEL) range from two days 
to two weeks and ure targeted to graduates ofFErs core progrnm. Our MDC:; offer 
programs specifically for OS-13 through GS-lS managers. The£e progra~ns urI.' typically 
one to two weeks in length, 

Key ResponsihiU.ic5: 

The Office of Executive and Management Development is committed to improving 
government performance by shaping the competencies and leadership effectiveness or the 
Federal executive and management corps, A revolving fund entity, this Office is 
specifically chartered to address the leadership effectiveness progran"l element through 
training and development programs offered by its three racilities: The Fedcrul Executive 
Institute (FEI). Eastern Mllnagement Development Center lEMDC). and WcstCI'l1 
Managernem Develupment Center {WMDC). Our residential and non~rcsidcnti(ll 
developmenl programs are designed to instill common corporal!.: values. develt1p 
management and executive skills, and improve understanding and stimulate Fedcral 
man~emeut awareness of public issues. 



To meet Qur responsibilities. we recruit a small number of highly experienced. diverse 
faculty and administrative stnff with expertise in human resources leadership and 
management (including business management skills,), We supplerncnt this with a much 
larger group of cor\trnct, adjunct faculty who have subjeci matter expertise in a variety of 
curricula and support fidds. The skills orihe professional and technical stuffare 
continuously upgraded, OEMD also has an Executive-In-Residence (EIR) Program 
whereby executives from various agencies are detailed to FEI and the MDCs on an 18~24 
month assignment We also have university interns who work for us on a temporary 
basis. 

Prior to 1991, FEI and the MDC programs were primarily directed at improving the 
leadership abilities of" individuals through residential. interagency programs. However, 
our focus groups, one~on~one meetings with agency leader'!, and program evaluations 
showed us that our customers were asking us 10 change. To respond to our customers' 
changing needs, OEMD 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. 

• 	 Provides cUSloniized programs that are easily accessible, flexible. state-of-the-art, and 
focused on improving not only individual performance. but the organiz.,ltion's 
performance as well. 

• 	 Conducts evaluations to provide evidence of the impact of our progrnms, 

Key Staff: (See attached organization charts and lists) 
• 	 Robert Gest III. Deputy Director - FE! 
• 	 Barbara Smith, Director - EMDC 
• 	 Joe Wienand, Director - WMDC 
• 	 Linda Winner - Din:ctoT. Center for Executive Leadershtp 111 FEI 
• 	 Terry Newell - Program DirectOr, FEI Leadership for a Democratic Society Program 
• 	 Lynn Londol1- OEMD IT Manager 
• 	 Dennis Center - Director. OEMD New Business Generation 
• 	 John Lindcrmuth - O£MD CFO 

Critical Deadlines/Significant Events: 

Between December 2000 mid August 2001, lhe Presidem's Quality Award I'rogmm 
completes its review process of applicant organizations, recommend:: Award Program 
winners to the OPM Director and tbe President. and conducts a bigh visibili(y award 
ceremony. Critical activities and dates arc: 



Activitv. 	 nate 

1. 	 Examiner teams conduct site visits at 9 Federal December S, 2000 
organizations 

,
L. Award Program's Panel ofJudges meet 10 review March 9, 2001 

site visit findings and reports 

,.,. 	 Panel recommends Program winners to the OPM March 15. 2001 
Director 

4. 	 If Presidential level winners are recommended, a April 4, 2001 
decision package with recommendations is 
forwarded to the President for approval. 

5. 	 Review of recommendation package and June 4, 2001 
Presidential decision 

6. 	 Presentation of awards at the Excellence in August 3. 2001 
Govemment Conference 

Key Issnes/Challenges, 

External 

1. 	 Leadership development for more government managers, to ultimately improve 
performance at all levels of government. We are uniquely situated as the only 
provider of multi-agency leadership training in the federal government The 
residential environfl!ent allows leadership skHl deveiopment that is closely linked to 
constitutional values and provides: a forum that fosters idea'sharing across agency 
boundaries for niore innovative solutions to government-wide Issues, Our programs 
are constantly rated outstanding, in part due to the multi-agency residential 
environment. Recent studies of the return on investment shows lin over 4 to 1 
monetary return for this type of ieadership development when participants implement 
tools learned in our seminars. TIle current cballenge is to reach a;::: many federal 
managers as possIble to enhance leadership skill development. We need 
opportunities to reach these managers, particularly at a time wben a large number of 
our more experienced federal executives and managers are rcaching retircment status. 

2. 	 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 weJ\~known for its expertise in custom designing 
and delivering programs for executives on topics of leadership and public scrvice. 
Upon request by the President-elect's transition team we will be happy to provide 
detailed proposals. 



InlcrnaJ 

1, 	 Financiall)crformance: For each organization within OEMD (i.e., FEI, EMDC and 
\\1JvIDC) financial performance is measured by annual retained earnings (Le., revenue 
minus expense) in the context of a three-year financial plan. The IinJ!1ciul plan meets 
the requirements to "break~even~' and includes a three~year investment horizon to 
ensure that OEMD is careful and thorough about· providing full value to its customers. 
In FY 2000, OEMD's annual retained earnings were $l90.000, Substantial increases 
in aPM common services were initiated after OEMD published prices for programs. 
Consequently, we anticipate negative retained earnings in FY20{}L 

2, 	 Prcsidentfs Quulity Award Program: OEMD currently manages the President's 
Quality Award Program without appropriated funds and necessarily at a very minimal 
level. The program has survived because OPyl was \villing to manage the essential 
award administr..ttion program elements with existing staffand financial resources. 
Due to reductions in both staff and budget. we are unable to t1mnagc the program 
beyond FY200 I 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 re<:ent letter to OMS from OPM (dated Ocrober 20. 2()()O) which 
transmits OrM's FY 2002 current services budget and initial FY 2002 annual 
performance plan. 

Ba~kup Materials: 

1. 	 OEl'v'lD Vision\Mission\Values Statement 
2. 	 FEI LDS and CEL Brochures 
3. 	 OEMD Catalog 
4. 	 President's Quality Award Application Book 
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Summary ofthe legal foundation for truining in the ledcral government: 


u. Government Employees Training Act (19SR:) 
b. Executive Order 11348 (1967) 
c. EX"""tivc Order 12107 (t97R) 
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Summary ofthe Legal Foundation of 
Training 

Summary (lfthe Legal Foundation of Training 
On order of importance from top to bottom) i 

Government Employees Training Act (GETA) 

The Government Employees Training Act, passed in 1958, 
created the framework for agencies to pJan, develop, eSfablish, 
implement. evaluate) and fund training and devefopmenl 
programs designed to improve the quality and performance of the 
workforce. 

The Act was codified into chapter 41 of title 5. U.S. Cod¢. 

The Act has been amended many times slnc¢ 1958, including by 
the Federal Workforce Restructuring Act of t994, 

Cb,aptff 41 of title 5, Unittd Statn Code 

The U.S. Code is a codification (information that is ordered 
systematically) ofthosc sections oflegislative acts that prescribe 
action by Federal agencies. 

Laws (Aas) are codified shortly after their passage by Congress 
and published in the appropriate title to the U.S. Code, 

Title 5, U.S, Code is: dedicated to human resource issues. It is 
organized into variQus chapter ,headings, wllh chaplet 41 
uddrcssing "Training" in the Feder ..l serviee. 

Euc:uth't Orders (Exec. Order) 

Executive orders provide agency heads with additional 
presidential diTe~ion on how the law is 10 be used. 

Exec, Order No. 11348 (!967) provides agency beads and th~ 
U.S. Office of Personnel Managcmen\ with additional 
infomltltion on how GETA is to rn-: carried out. h was amended 
by Exec< Orde, No< 12107 (1978)< 

The order emphasizes the importanet of USing effective 
interagency tnining progroms to meet common needs across 
Government and requires that employees be selected equitably 

9128100http://www.hq,nasa.gov/officeIHR-Educstionitraining/opmisolfthtml 
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feT training, 

Part 410 aDd 412 of title 5} Code of Federal Regulations (5 
C.F.R.) 

The C.F.R. is a codification of the general and pc:nnanent rules 
publishl:d in the Federal Regilrer by the executive departments 
and agencies of the Federal Oovernment. 

Part 410 of 5 C.F.R. r<pre:=ts the general and specific policies 
and reqUirements for training in Government ag¢Tlcies. 

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

NOTE: Both part 410 and 412 of5 C.F.R. were substantially 
amended in 1996. 

http://www.hq.nasa.gov/officeIHR.Edut;l1tionltraining/opmlsolft.htmi 9!2S{OO 
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Executive Order 11348 

In 	1967, President Johnson signed Exec. Order NG, J1348. which 
was later amended by Exec, &d" NQ. J21C7 (J978). Tbis orda 
providts agency heads and U.S. Office of Personnel Management 
with additional presidential direction On how training law is to be 
can'ied out. 

The order delegates Presidential lIuthority to approve employee 
training provided by a foreign gOVtmmtttt or international 
organization to agency heads. but it requires consultation with the 
Department of State prior to the first use of the training [Heiliry and 
periodically thereafter but not less often than every three years. It 
also directs agency heads to; 

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

• 	 foster employee self-development and recognize self-initiuted 
performance improvements; 

• provide training for employees without regard to met, creed, 
color, national origin. sex, Or othu f&Ctors unrelated 10 the 
need for trainioB; 

• establish and make fun use of agency facilities for training 
emplQyees; 

• extend agency training programs to employees ofother 
agencies and assign agency employets 10 interagency tr,ining l , whenever thi.$ will result in better troining. improved service, 

1 
1-1:=--:c--:---:-:- ______
10­

or savings to the Government; 3."\d 
• 	 establish interagency training facilities in ~s of substantive 

competence as arranged by the U.s. Office ofPersoMel 
Management 

1 

: The order delegates Presidential aU1hority for Iraining under 5 U.S,CJ 4/10 the U.s, Office ofPersonnel Management and direCTS that 
,agency to provide the following assistance to Federru agencies: 

" 	advice and counsel on improvement of training programs; 
• assistance in developing soUl'l:d training programs; 
• 	 identification ofareas in which inreragency training is needed; 
• 	coordiniuO-n of interagency training; 
• development and maintenance ofan infonnatjon system to 

provide training data for \IS(: by the agency in its adviSOry role; 
• dissemination offindings resul1ing fr6m reseorch in training 

lechn.IOllY; OIld 
• exceptions for agencies or cmp!oyet:s from various provisions 

hnpjlwww.hq.na.$i.I.gov/officcIHR~Educati{)nltrainjng/oprnllfft4.h{ml 	 9128/QQ 
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of tile training law, 

L.__.____--I 
I r.:1 •. __ ••..• 
t!J 

,i8 
i 

I 
I 

......-.-......---1 
I 
I 

~.-
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The Government Employees Training Act 
(GETA) 

The Gowmmenl Employu ... Training Act (OETA) becume law in 
1958 giving Federal agencies general authority for employee 
training. Among its many provisions. this law authorized the us." of 
non~Oovernment training resources to' mecf identified training needs 
which otherwise could not be met with e~isting Govcl't'lJIlental 
programs and facilities. 

Before the enactment ofGETAJ sOme agenc\es carried out in-house 
training as part of their management function, other agencies had 
Congressional8uth¢rization to provide non*Govemment training, 
still others were seeking that authorization. 

GETA establishes a flexible ftame:worx for the training and 
deveJopmeru of the: Federal workforce. Specifically, it 0110\\'5: 
agencies to fwtd employee training to assist in achieving their 
mi$$ion and performance g06ls by improving employee and 
organizational performance, Amended in 1994, the Act pennits 
agencies to take advantage of the existing training marketplace. 
Government or non'(}QVCllUTien\, 

ProvisioDS of GETA Itot Codified but Relevant to Program 
Adminutration 

Paragraphs (I), (2), and (3) ofsection 2 ofGET A arc not oodifi.d 
(they serve as background infonnation rather lhan manwl1e action) in 
title $. of the United States Code (5 U.S,C,) but are extremely 
important to an understanding of the law's intent. They declare the 
policy of the United States Congress and capture the purpose and 
intent of humlUl resourct deveJopmenllOday; 

(1) "[IJl is necessary and desirable in the public interest that self­
edu!;stJon, :;elf-improvement, and self..uaining be: supple~ menled 
and extended by Government-sponsored prognuns for the training of 
stith employees in the perfonnance ofofficial duties and for the 
development ofskills, knowledge, und abilities which wili best 
quahfy them for perfonnance of offi<:ial duties;. 
(2) [S]uch programs are to be continuous. in nature, shall be subject 
to supervision and control by the President Stl1d review by the 
Congress, and shall he so e~t3blishcd as to be readity expansible in 
time of nationa) emergency; randl 

9128100hnp:/lwww,hq.nasa.guv/offieelHR-Edueationitraining/()}unllfftl.huni 
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(l) ISjuch programs ,hall he d..igned to lead to: 

A. improved P\lblic service. 

S, dollar savings, 

C the buHding and retention of a permanent I;adre of skilled and 


efficient Government emptoyc:es well abreast of scientific, 
professional, technical, and management developments both in 
and Qut ofGovernment, 

D. 	 lower turnover of personnel, 
£, 	 r~sonahly unIform administration of training, consistent with 

the missions of the Govenunent departments and agencies, 
and 

F. 	 fiili and equitable treatro.ent of Govc~nl employees with 
respect to \ruining." 

9128100 
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1.(,'!i<lI,r:oUn<l4tl_Ol'li-----· 
l\Jof Trall'lillg , ___ _ 

!~cJ;oyernmentEmpto",Ns 
T(<41nlI19 Act IG'ETA). __ _ 

,TIU,to_5,.1).!;'C:', C hdPI~(,41_. 
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Title S, United States Code, Chapter 41 

Agencies CO\lerW Under the J;ttW 

Employees C~n:d tInder ~lC l.it~ 

Chapt.. 4) oflil/d, Unll<d Srares Code (5 U,S,C 41), codifies the 
proviSions ofGETA! and makes available to Federal agencies a 
managemenf tool for increasing efficiency and effectiveness in 
Govcrrunent. It places n::$pO~sjbility for bwnan resource 
development specifically wilh the head of each agency. The agency 
head is responsible for ensuring that the traming needs of the 
organization are identified ~ progmns established to meet those 
need•. 

In general. authority granted by the law is 5ufficiently brond and 
flexible to ~nable an agency to provide whatever training is 
nceessary to meet mission requirements. 

Uncrer the taw. agencies may conduct hutnar\ rcsource: development 
aClivities fun or parl- time, on~ or off-duty, day or evening, 'Of any 
necessary combination of these. Training can be provided by: 

• 	 the agency i1self; 
• 	 flnOlher Government agency~ 
• 	a school; 
• a manufacturer; 

" a professional association; 

• other competent persons or groups in or out of Government; 


and/or 
• 	developmental work BSsigruncnts such as details, rotations, 

ment01'ing, ctc. 

It can be carried out by correspondence. classroom work, 
conferences, workshops. supervised pra;;tice. or combinalions of 
such methods. Agencies can pay aU or part of the expenses of 
authorized training, Payment tan be made direc11y to the facility (in 
advanu, ifneed be), or the employ« can be reimbursed if 
attendance was authori:re:l in advance. 

Agencic!4 Covered Under the Law 

Chapter 41 oflitle 5, Unittd States Code applieS. to the following 
agencies: 

• 	an Executive depwtment; 

9128100http://www.hq.noso.gov/officcIHR.Educationltr.ininglopmllfft3.html 
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Title 5, U.S.c.. Chapter 41 Poge 2 on 

• 	 an independc:nl establislun<:nt; 
• 	n Government corporation subject to chapter 91 ofrilie 31, 

U.S,c.: 	 I 

• 	 the Library ofCongress; and 
• 	 the Government Printing Office. 

Chapter'"J ()frille 5, Un/ltd Siales Code docs not apply to: 

• 	a eorporation supervised by the Farm Credit Administration if 
private interests elect Of appoint II member of the board of 
directors; 

• 	 the TeMes,.. Valley Authority; (5 U.Sc. §4102 (1997)): and 
• 	 the U.S. Postal Service and the POSfa) Rate Commission. u.s. 

Poslal Reorganization Act, Public. Law (pI/b. L,) No, 91·375 
(1970), 

Employ.et Covered Under the Law 

Employees covered under the law include: 

• 	an individual employed in or under an agency coveted by the 
law; and • 

111 a commissioned officer of the National Oceanic and 
Atmospheric: Administration, 

Based on U.S, Office of Personnel Management interpretat.ion, part~ 
dme and temporouy employees are il;overed by this law. 

This chapter does not apply to; 

• 	an indivtdual (except I'l commissioned officer of National 
Oceanic and Atmospheric AdminisU11tion) who is a member 
of the: unifonned services during a period-which he is entitled 
to pay under section 2Q4 of title 37; 

• 	a memberoflhe U,S, Foreign Service; and 
111 an individual appointed by the President. unless the individual 

is specifically designated by the PresIdent: for training. 

·Thislink IS Lo the 1996 versionoftht: document. To search for 
more recent updates select hUpdate" after following the l~nk, 

9128100ilttp:liwww.hq.n.sa.govIQfficcIHR-Educalionitraininglopmllffi3.h.ml 
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Documents in support of the Federal Executive Institute 

For the Gore Commission 




GORE COMMISSION 


• 	 Duplication across government ag~ncies (why not consoli ­

date?) 


Why does FEI exist? 

What do we do that is different from other training and develop­

ment organizations? 


Why in Charlottesville and not a central location? 


How do you know you are making a contribution? (Historical 

reviews/surveys and current initiatives) 

How does your cost compare w~th others? 

,What does FE! do differently than universities, etc,? 


What are new initiatives? Future goals? 


What IIvalue-added" for Clinton, et al.? 


What is the Institution's responsibility ,in encouraging change 

and risk-taking? 

If consolidation/change is the order of the daYI 

• what changes would help us do our job better? 

How does FEI promote/model large-scale organizational cha~ge? 

• 	 Cross-agency 

• 	 Global/international perspective 

• State/local governmer.t 

Diversity/glass ceiling "lab!!? 

FEI could serve "consolidation" function. 

Opportunity for executives to diagnose learr.ing needs (self­
assessment} 


Note: Financial background/emphasis? 




GORE 


la. 	 The Federal Executive Institute since its inception in 1968 
has been an integral part of first, the u.s. Civil Se~vice 
Commission, and, subsequently, the 'J.S. Off:'~e of Personnel 
Management. Regardless of its location en the organization 
chart, the FEI has consistent~y and diligen::ly maintained 
liaison with its organizational colleagues regarding such 
important matters as curriculum changes and development, 
changes ir. the executive workforce. new personnel management 
initiatives of special significance to federal managers, and 
changing requirements of customer agencies. 

Given the sharp and primary focus of The Federal Executive 
Institute on long-term residential ir.teragency training for 
incumbent senior executives, the unique visibility, status, 
prestige, and exclusivity of the FEI are all conducive to 
attracting high-level executives to its programs. 



, 


GORE 


lb. 	 The Federal Executive Institute has, for the 25 years of its 
existence, served and has been recogr.ized as the "capstone" 
institution for senior executive 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 restrictions on eligibility requirements insures 
its credibility in the eyes of both the participating 
executives and their sending agencies. 

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

Briefly put, the existence of the FEI mitigates against the 
development of redundant and less cost effective app'roaches to 
meeting a rather sharply defined--and somewhat limited--set of 
market needs for executive development training. 



GORE 


Ie. 	 Historically I the Charlottesville site for the PEI was 
identified by the General Services Administration in the 
spring of 1967. That identification occurred during an 
intensive search undertaken, by GSA offices located in 
Washington! DC, Philadelphia, and Atlanta. The 
Charlottesville site was among several refer~ed to the U.S. 
Civil Service Commission officials for consideration and it 
was the one most readily available. Actual lease negotiations 
and leasing was undertaken by the General Services 
Administration in 1968. 

The following criteria were considered in the initial location 
of The Federal Executive Institute: {I) an optimum distance 
from Washington, DC far enough away to discourage 
participants from living at home, so as to maintain an 
intensive and rigorous residential program, and close enough 
to permit convenient access to resources of the Nation' IS 
capital; (2) proximity and complete access to highest quality 
university resources in all major disciplines; (3) immediate 
access to superior, complete medical and dental services, 
appropriate to needs of participants in the age, economic, and 
social levels of federal executives; (4} proximity to varied 
business services; (S) proximity to diverse public civic 
services; and (6) a self-contained, retreat environment, away 
from work and family demands. conducive to maximum utilization 
of time and supportive of intense study and reflection. 

A further consideration in the initial establishment of FEI in 
Charlottesville was accessibility in terms of training 
participants and visiting :::esource persons, Both public 
tra.nsportation via plane, bus, train, and private highway 
access are essential to FElls operation, and despite its 
rela~ively small size as a city, Charlottesville is served 
e·xcepticnally well in these respects. 

In 1973, a major eiv!1 Service Commission task force, composed 
of represen'.:a'.:.ives from the Bureau of Training, the Bureau of 
Executive Manpower, the Bureau of Management Services, '.:he 
Bureau of Policies and Standards, and The Fede~a: Executive 
Institute, met to reexamine execu:ive and managerial training 
needs and to recor.sider FEI! s location. At that time. 
alternative sites were again examined. The relationship 
betweer. ~he Federal Executive Institute and the University of 
virginia was evaluated, and the task force co~cluded that the 
University of Virginia had not on2..y maintained a superior 
reputation, which would aga~n justify its selection as a site 
for a federal executive and managerial training center, but 
that it had also demonstrated over a six-year period a 



capacity to work with The Federal Executive Institute in 
meeting a wide array of executive training facility 
requirerr.ents. Experie::ce of the last three years continues to 
support that conclusion. University services to FEI si~ce it 
was established in 1968 have been virtually free or at actual 
cost since the University has not been ~equired to seek 
financial profit from the relationship. As a relatively tiny 
organization, The Federal Executive Ins::iL~te could not begin 
to pay for the rich resources associated with this major 
university. which are essential to the I~stitutels operation. 

This conclusion is reinforced by further exploration of 
alternative sites during 1974 and 1975 and in the early 1980 1 s 
in connection with Commission studies of possible development 
of an enlarged facility for executive and managerial training. 
Alternative s':'tes were first explored by a Commission task 
force in :973-74, a~d alternatives were again examined ir. 1975 
at ::hc request of the Subcommittee on Public Buildi~gs and 
Grounds of the Senate Committee on Public Works. During these 
reviews of facility alternatives, consideration was given to 
existing federal facilities, possible privately-held 
facilities, and alternative new construction sites. 

Reviews undertaken at the direction of the Director of OPM in 
the early 1980 1 s, as well, reconfirtned the validity of 
original criteria for location. In addition, years of 
successful operation produced overwhel~ing support from both 
satisfied executive alumni and 1ttheir send':'ng agencieslI for 
the continued operation of the FEI in Charlottesville, 
Virginia. 

This outpouring of support c~lninated in the early 1990's with 
an extensive !"et1odeling and refurnishing of the original 
buildings on the FEI grounds to provide a state-of -the~art 
execut':'ve development facility capable of providing quality 
prograns a~d services beyo~d the turn of the ce~tury. 

( 

/ 
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IlIa. 	 The FET has special capabil~ties, and a long record of 
experience, in looking at emergi~g sues and trends, and 
the difficulties attendant in their spe fic formulation 
as policy proposals} a~d in their consequent 
implementation, monitoring, a~d evaluation. 

Current and former £aculty, a legion of current and 
retired high-level exec~tive alumni, and a choice 
physical location with the requisite high- tech su.pporti~g 
infrastructure suggest tha: the ?EI both as an 
institution and a physical place ca~ serve an 
important role in identifying, managing, and ~eviewirtg 
the widest range of policy and prograrr. changes. 

l~ addition, its on-going long-term residential programs 
offer an absolutely unique audience of high-level 
government managers in an academic setting that provides 
the time for thorough presentation and discu.ssions of 
initiatives between senior administration officials and 
senior executives, as well as among executives 
themselves, from the full range of federal agencies, and 
between faculty and executives during the course of the 
entire prograrr,. 

Beyond this, the FElis long record of success in its work 
team development programs, including those oriented 
specifically to the special challenges and opportunities 
represented by political/career teams, is potentially a 
remarkably useful resource for high :evel administration 
change programs and initiatives. 
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IIIb. 	 The FEl has special resources, talents, and experience 
appropriate to managerial change initiatives, 
particularly those involving organizational change, 
structural change, revisioni:1g, TQM and customer 
relations, and a wide range of personnel management 
changes, including the management of diversity, 
succession planning I and orientation to the executive 
role, to name a few. 

Short term workshops, briefings. and orientations -- at 
the FEl, in Washington, or in field locations ~~ are all 
possibilities. 

Focused work team development programs would, in 
addition, be powerful additions to che change arsenal, 



• 


GORm 

IIIc. 	 The Federal Executive Institute can add two very 
different kinds of support to the Administration I S cha:1ge 
initiatives: 

1, 	 The FEI is an excellent forum ;for high level 
administration speakers to present their p=oposals 
for changes to one of the most important groups of 
people in the entire change process senior 
executives who will be key players in the 
successful implementation of change plans. Ideas 
can be floated and tested in an academic 
environment both challenging and yet supportive, 
comprised of executives from the widest imaginable 
range of federal agencies and backgrou~ds. 

2. 	 FElls special short programs, particularly its work 
team development programs and lts political/career 
programs offer :foc'~sed and targeted designs for 
grappling both w!th change ideas and the special 
challenges of implementation represented by those 
ideas. 



. • 


IIId. 

GORE 

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 ~xecutive's 
work organization. Updates on change initiatives and 
support to work teams planning and implementing change 
have characterized the FE! 1 S after-graduation support 
philosophy during this same 25-year period. 

Given the FElls singular focus on senior executives and 
their leadership and managerial roles, no other approach 
.....ould be thinkable. The FEl! 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. 



Attachment 10 


Document in support of the procurement oftnc 

Ea~1:em Management Development Center 




EASTER.t\l MANAGEMENT DEVELOPMENT CENTER 

Procurement ofa Pennanent Facillty 


There were five proposalS/offers for EMDC. This is where we now stand on each o~ them: 

Charles COllilty Community College and the Crofton Country Club were eliminated from the " 
competition after the initial evaluation. 

* Charles County was only adequate technically and too expensive 

* Crofton was weak technically. 

Western Maryland Corporation (Westminister, MDl was excellent technically, but expensive, 

* build-to-suit 
* clear understanding ofwhat we are trying to accomplish 
* close relationship with Western Maryland College 

* lease rate ($50 per square foot) considerably above appraised values in the area 
• commits PPM to nearly $20 million in costs regardless of how much business we do 

* latest food and lodging rate ($99) ralls between Shepherdstown and Lancaster. 

Status: As a result ofdiscussions with this bidder. they have raised the possibiHty of building a 
smaller facility for us and lower rates a bit. At the same time, they would make OPM liable for a 
high minimwn level of room nights, This shifts a lot of the risk to OPM, 

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

build-to-sult 
• design/layout problems suggest lack of clear understanding of OPM nee<ls 
• need strong assurances that the contractor will work with us in building design 

* Jease rate reasonable ($14) and in Hne with comparables in the area 

* bidder concern about true occupancy rates 

* latest food and lodging bid ($112) highest of all bids 

Hotel Brun,;wick (Lancaster, PAl had the lowest bid. but was only adequate technically, 

• renovation and expansion of current EMDC facility 

* design potentjallimited by existing structure with many levels, odd shapes, etc. 
• flow within the t~a:ining 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 facHity will likely disrupt EMDe programs 

Best and Final Offers due 3121, 



TALKING POINTS ~'OR JIM KING 

Procurement offhe Eastern Management Development Center 

BACKGROUND 

We have received a number of responses to our request for proposals for a permanent horne for the 
Eastern Management Development Center (EMDC), We eliminated one bid at the start for being 
simply non~responsive: so little was submitted that we coulCl not judge it at all. The site seie<:tion team 
has received the proposals, visited the sites ofall the qualifying bids, and rated each proposal. 

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

Putting together the technical ratings and their 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 
College ~~ does not have a chance to win, so the contracting officer nas correctly decided to eliminate it 
at this point. 

This bidder has no real chance ofaltering the proposal to the point where it could stand a reasonable 
chance ofgetting the contract, 

• 	 In the technical ratings, this hid received a score in the middle range, 

• 	 But its price is the highest of aU the offers. 

• 	 Very importantly, most of the costs arc fixed. meaning that OPM pays for bedrooms 
whether or not they are used. (The other bids charge only jor the rooms actually used,) 
This puts all the risk, ifbusiness is slow, on OPM. rather than putting some of it on the 
vendor. 

SUMMARY 

OPM has a wide range of bids in front of it. We can spend a lot for a very fine facility, or not very 
much for a mediocre one. 

Charles Count)' offers us a middle range facility at a high price. 

We think the bid cannot become the winner because anything that lowers price almost has to lower 
quality" 
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Brochure for the Center tor Executive Leadership 
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Brochure for the 

Management Conference Service 


Of the 

Eastern Management Deveiopment Center 
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The lcttdership Journey: 
Programs and Seminars of the 

Federal ExC'cutive Institute ­
And 

Management Development Centers 
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Brochure for the 

Executive Master of Public Administration Degree 


In partnership with the 

University of Colorado, Denver 
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Organization Values for the 

Office of Executive nnd Management Development 
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Ourflis..~·ol1: we serve G()vn"nmmt leaders and organizations to improut: 
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OFFICE: OF EXECUTIVE AN D MANAGEMENT DEVELOPMENT 

PERFORMANCE PLAN 


FY 2000 


OPM SfRATEGIC PLAN GOAL t11: Serve: OPM's high quality, cost effective human resources services meet the evolving needs of Federal agencieS. 

OPM SUB-COAL #S, 

OEMD GOAL#I; 

'--~Objf'ctives 

l. Ensure LnS, CE1~and~~~ 
MDC curricula are responsive 
10 current executhn:- and 

management needs. 


2. Develop collaborative 
relationships needed 10 bring 
added expertise 10 rE! and 
MDC programs 

emp-Ioyees. an.nuitant'> and the public. 


Participation in QPM's executive and managerial tl'3ining programs. is increased and income and costs balanced, 


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 Os..15 managers. who are candidates fOT the SES 

MepnsJAction Steps 

Conlinue OEMD Curriculum 

Review: 

., Continue cumcult.ln\ 


review process 
established in September. 
1998 

• 	 Engage participation 
from key stakeholders 
(NPR, OERM, elc.) in 
curriculum development 
process 

.. 	 Deliver 2000 FE! &: 
MDe courses based on 
design developed in 
curriculum review 
meetings. 

Identify and colJu6Qrate·\;·lti1~ 
other Executive &. 
Mzm:ageme!lt Deve!opm~nl 
Programs similar to 
FEI/CEUMDC programs 

TlU'gelll( for 
Atenntplishment 

Quarterly Updates 

Quarterly Updates 

FY2000 

One-contact each quarter 
P01entiul contacts: 
• 	 Other gOV't ilgcncics 
• 	 Private sector 
• 	 Univetsit)··based 

progr~.cs~________~__________ 

Intended Results 

CurrenL relevanCcumculum 
tied to ECQs and 
competencies needed by 
Govemmenlsllpervisors, 
managers, and executives to 
function effectively as 
Government leaders now and 
into the 21" Century. 

Joint meetings to discusS~ 
curriculum issues, Joint 
rese::.rch efforts. fatuity' 
excbanges, and other joint 
efforts to ~ determined. 

.~__~ILCont~~~ed ~ollaboration, 

Perfo'rmanee 
MeaslIresflndicat(lrs 

Maintain or improve prograiri' 
evaioalion ratings {overall 
ruling 4.5 (In 5.0 scale) for 
LOS and MDC Core and 
eEL Opcn Enroilment 
Programs. 

Increased Space Sales for 
LDS &: MDe core 
management programs, 

Increase CEL Open 
Enrollments to 80% of Annex 
capa<:lty. 

Demonstrated, consensus 
driven linkages in FE!, eEL 
lind MDC programs 

Demonstr"ited progress on at 
least one research project. 
faculty exch::nge, or other 
effort 

1 
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OPM STRATEGIC PLAN GOAL III: Serve: OPM's high quality, cost effective human resources services meet the evolving needs of Federal agencies, 
employees, annuitants and the public. 

OPM SUB-GOAL #6: Form comprehensive long-term strategic alliances with key agencies that will result in identifiable benefits to 
individual executives, teams, and agency performance. 

OEMD GOAL #1 (Continued): 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-IS managers who are candidates for the SES 

Objectives Means! Action Steps Targets for Intended Results Performance 
Accomplishment Measures/Indicators 

FEI: Leadership for A I. Proactively streamline I. Revise processes to I. Smoother pre-program I. End ofcourse evaluation, 
Democratic Society the pre- and post- reduce time/effort/cost, and first day experience; focus group reports, log 
Program (LOS) registration process. FY 2000 less cost of improvements made. 

2. Conduct "share sales" to 2. September 1999 for 2. Capacity audience made 2. Classes filled to 9S% 
3A: Conduct core programs Federal (FY2000), September up of senior mangers at capacity. Actual revenue 
for GS-IS/SES departments/agencies, 2000 for (FY200 I) GS-IS/SES level; 680 within S% of projection. 

state/local governments, 3. Offer ten programs participants with 3. Classes filled to 9S% 
and international grounded in ECQs and projected revenue of capacity. Actual revenue 
representatives. other competencies $6,220K within 5% of projection 

3. Provide relevant, needed by senior public 3. Capacity audience made 4. Maintain or improve 
competency driven executives. up of senior mangers at ratings (overall rating 4.S 
programs. 4. Data collected/collated at GS-IS/SES level; 680 on 5.0 scale) AND 

. 4 . Evaluate programs. end ofeach program, participants with evaluation of at least two 

• Collect/collate data Reported/analyzed 2 projected revenue of programs at Level 2-4 

• Report & analyze wks. following each S6,220K demonstrating behavioral 
data program. 4. Better data on learning, change and 

5. Implement appropriate 5. First FEI Action on-the-job use of skiJls, organizational impact. 
changes in program Learning Program impact on agencies and 5. Focus group and faculty 
operations piloted in FY2000. obstacles to on the job feedback plus end of 

Incorporate new and skill application: all course evaluations. 
revised 360 degree leading to higher quality Existence of enrollment 
assessment instruments. programs. interest. No Y2K 

5. Focused version of core problems with 
program targeted at real instruments. 
organization problems. . 

competencies, versatile 
instruments. 

2 
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I 
Targets for 	 Intendoo-Kesulls 

Aceomptisbmenl 
September, 1998 (FY (999) Capacity anaienee miKli£ up 
September 1999 (FY2000) ofm~etS at 05--12 to CS 15 

level. 

Total # participants: 4730 

Projected Revenue: 

$12,682.000 


Conlintlous improvements High qu-illtj "prOgrams 

witb formal report.'> aI end of 

year, 


1 __ "" . .--____ 
3 per year or as needed 	 New PMls understand and 

value their larger role in 
government and exercise their 
leadership and other 
responsibilities from a 
corporate (vs. a parot:bial 
agency) perspective to lead 
change and promote a better 
government. 

Initial evaluafioo complete Rec"('gnilion and-re~ 


October 1999 enfotcen'Jent ofexecutive 

Site reviews complete success 

January 2000 

Judges recommendations 

March 2000 


IJune 2000 
. . .~I___ 

Performance 
Measuresl1nditalors 

C asses filled to optimum 
capacity. Baseline 
established for mea.,urement 
in 2001. 

Maintain or improve ratings 
(overall rating 4.5 on 5.0 
scale). 

Conduct one study at Level '3 
or Level 4 demonstrating 
behavioral change and results 
impact. .--____ 
Maintain or improve ratings 
(overall rating 3.5 on 5.0 
scale). 

Target dates mel. 

Conference Evaluation 
Result". 

obJectives 

MOCs 

3B: Condtu::( core and non-
core programs for Gs.-12 to 
GS-15 level. C()nduct 
Supervisory Training & Team 
Training for as 9~11 level. 

3C: Deliver quality 
orientation programs for lIew 
PM) members. 

I 3D: Administer the Y2000__ n 

Presidential Quality Award 
Program. 

Means/Action Steps
I 

Conduct "share sales" and 
open enrollments with 
Federal departments! 
Agencies, stateflocal 
governments, and 
intemalional representatives. 
Evaluate programs. 

h------ -­
Deliver programs. 

.--__ 


...~~a~i~52on~~~,!ce ~~I.b NPR 

hD~'~v~";:o~p~c~n"'tc~r~ia::-~-----
Convene examiners 
Conduct Site Visits 
Convene Panel of Judges 

Plan and implement joinl 

3 
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OPM STRATEGIC PtAN GOAL Ill: Serve: OPM's high quality, cost effet'tive human resources services meet the evolving needs ofFeder.~J agencies. 
employees, annuitants and thl!) public. 

OPM SUB-GOAL 07: 

OEMD GOA L #2: 

Obj«th'('$ 

~FF.I: --Centtr- tod!:it('ufive 
Leaders:hip 
4A: Strengthen open 
enrollment programs and 
offer customized courses 
through Center for Executive 
Leadership (CEL) 

-4B: Offer CECConsui£tng 
Services 

Form comprehensive long4enn st.1'a.tegic alliances with key agencies ilia! will rerun in identifiable beneflls to 
individual executives., teams, and agency performance. 

Fonn comprehensive long·tenn strategic alliances with spedflc "key" agencies that will result in identifiable 
benefits to individual executives, teams and overall agency perionnance. This includes partnerships with 
organizaHons in the area of executive leadership to form knowledge generations, best practices and enhances 
services, 

MeansiAetkHl~StepS 

Maintahi -app'ropriate existing 
sh1l.tegic pi'lr1uerships with 
key agencies 81ld desigo 
customized programs to meet 
agency specific needs, 

Develop strategic 
partnerships with additional 
agencies and design 
customized programs to meet 
agency specific needs. 

Deliver custom programs 
during 90% ofavallable, 
uns~~heduled periods for LDS 
or open enrollment eEL 
courses. Deliver programs in 
Annex aI 80"16 capaclly 
overall. 

Develt:,p-consulifrig services 
and faculty pool that meet 
agenc)' specific needs 

Targets for Intended Results 
Accomplishment 

Use agency fm:us grQUPS-:--- - Eighteen open enro Iment 
faculty and evaluation results 
to identify desirable 
offerings, Specific 
workshops designed and 
promoted by 10199 

Reprint promotional brochure 
by 112000 
Key programs offered to key 
customers; 05D, Treasury, 
NOAA.USAlD 

Improved I)rograms as 

indicated by evaluation 

results. 


jOn-going -----~. 

programs that are relevant 
and useful to customer 
agencies. 

rmproved program brochure 
tha clearly identifics the 
benefits of programs., and is 
both attractive and timely. 

Clear indication of which 
programs, methodologies, 
faculty. etc" are on targer and 
effective, 
Total # participants: 960 
Projected Revenue: 
$3,488,971 

Agencies receive higb 
quality, on~going consulting 
:,uppOil ill areas ofstrategic 
planning, high performance 
organizalions.team building, 
and organizational change, 

P(;rlonn-ance---~ 
Mens:uresllndicators 

Open enrollment program 
evaluations include ratings of 
4,.$ or better on 5.0 scale. 

Anecdotal feedback from 
cu~omer agencies on both 
program content, brochure, 
and both pre- and post­
program experience. 

Log or :record of program 
improvements resulting from 
evaluative efforts 

Open enrollment programs at 
&0% ofannex cilpadty 

Two evaluation" completed at 
Level 3-4 to measure impact 
on the job. 

Wrilten-feedbiicklanal~;-sTs-or 
the intervention level of effort 
from consultants 

Customer cvatuation ofeffort 
and outcomes related to 
agency ne~ and goals, 

10127/1){) 
4:30 PM 
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OPM STRATEGIC PLAN GOAL III: Serve: OPM's high quality, cost effective humanI"e~ services meet the evolving needs of Federal agencies, 
employees. annuitants and the public. 

OPM SUB-GOAL #7: 

OEM!) GOAL #2: 

------Objectives 

MOCs: New Businns 
Oiredioos 
SA: Develop strategic 
partnerships with key 
agencies to provide 
management development 
solutions 

MDCs: 5B: Develop 
Outside Projects 

Fonn comprehensive longAe:rm 51nltcgic alliances wi11t key agencies thai wilt result in identifIable benefits to 
individual executives, teams. and agency perfonnance. 

funn comprehensive long-HiM strategic alliances with spedfic "key" agencies that will result in identifiable 
benefits to individual executives, teams and overall agency performance. This includes partnerships with 
organizalions in the area of executive leadership to fonn knowledge generations, best practices and enhances 
services. 

-----rtfean-siAciion Stl~ps 

Drive increases in 
enroUments in core 
curriculum. 

Drive increases in custom~ 
aesigned progranls and 
dio;tance leaming wludon$-. 

"r)rive increases in space 
utili.:ation 

Drive additiunal revenues 
from cus!om de~ign 
programs. 

Targeufor··
I Arromptisftmmt 

Key Agencies to Target: 

• 	 OPM 
• 	 HilS 
• NAVY 

.. Agriculture 


Key targeis: 
• 	 Center for Disease 

Control 
• 	 Defense Commissary 

Agency 
.. Anny Acquisition 

Agency 

Intended ResuftS--·I 
Hlgh~q~uality programs that 
include skills appropriate to 
GS~9 through GS-15 level 
manag.ers and targeted to 
agency~specific needs. 

Targeted revenue: '100,000 

WMLle ·Revenile~':":$32·5k 

EMD(" Revenue'" $700K 

Total Revenue $I025K 

Performance 
MeasuTes/lndicators 

New business with tiv:,=--J 
agencies. J)evelop one-long 
term strategic partner.;hip. 

Increases in # nf enrollments 
in MDC residential programs 
from t.argeted ageru:ies 
(farget 50 spaces). 

Evaluations or new programs 
include ratings of4.4 or 
better on 5.0 scale.

I Projected reverim:scm~'~to-,~--J 
ex{;ceded, 
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OPM STRATEGle PLAN GOAL m, Serve: OPM's high quality, cost effective human resources services meet the evolving needs ofFederal agencies, 
employees, armuitants and the public. 

OPM SUB-GOAL #1: form comprehensive long-term strategic alliances, with key agencies thai wilt res.ult in identifiable benefits to 
individual executives, teams., and agency performance. 

OEMD GOAL #3: Reach out to understand what out diems, consumers, and constituents need from us, crganize our understanding to 
respond with the right mix of training and services at the righ1 price. and pro-actively communicate our vision. 
capability, and resulh to influence our customers. to enroll in oor programs and subscribe to our services. 

Obj~th·es Means/Action Steps Targets fOJ" Intended Results . Performance 
Accomplisbment Measures/lndkators 

0; Develop OEMD -Develop and implement appropriate promotions 
programs forOEMD Available April marketing program that Increased Opportunities 2% increase over FY99 in 

contributes in 2{){)O for consulting/strategic residential interagency 
measurable ways to 

• Program Guide[sl and RrochUre5 
12 conferences in partnerships, Increase registrations, 

growth of the bnsiness 
• OEMO presence in external forums 

I'Y 2000 enrollments in corelnon-
March 2000 

• Web-based vehicles for promolions 
core programs, :sO leads for custom and• EeQ Outreach Vehicle 

20 by June 2000 consulting projecls. • Organize key agency visits 
30 by June 2000 

Conduct ROI studies on marketing vehicles 

• Program Gl,lide[s} and Brochures 
Measures in place Select most effective Number and qualifications • nS8 Number 
by 11/99 vehicles ofresponses to marketing• OEMl> Exhibits 
Reports quarterly vehides.• OEMO Web page 

• EeQ Outreach Vehicle Baseline .,tab);,h,d ro'J• Print Advertisements cost/registration ratio of 
promotional material. 

( 
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orM STRATEGIC PLAN GOAL III: Serve: OPM's high quality, cost eiTeetive human resources servi.;:es meet the evolving needs ofFederal agencies, 

OPM SUs..GOAL #7: 

OEMD GOAL #3: 

·()bjectives 

6: Develop OEMIY­
markeling program that 
contributes in 
measurable ways to 
growlh oftne business 
(Cont'd) 

, 
I 


employees, annuitants and the public. 

Fonn comprehensive long-tenn stralegic alliances with key agencies that will result in identifiable benefits to 
individual ex«utives, teams, and agency performance. 

Reach om to understand what our clients, consumers, and constituents need from us, organiu our understanding to 
respond with the r:i~t mix of training and services at the right price, and pro.aetively communicale our vision. 
capability. and re$ults to influcnce our customers to cnmll in our programs and subscribe to our services. 

Means/Action Sleps ~ 

-Devclop best in class Customer Relationship 
Management System 
• 	 Competitively select top class system 
• 	 Gathcr and enter data 
• 	 Test email l::ommunkation 
• 	 Launch email promotion 

Align marketing and sales 
• 	 Marketing Manager works with sales manger to: 

• 	 implemcnl sales improvement 
r~ommcndatio-n$ 

• 	 identify other improvement opportunities­
• 	 train staff 

• 	 Joint planning and action fot FY 2001 Agett<:y 
Account laonch 

• 	 Support Individual R.egislration ~ales 

Generate internal and exte.mal ctlSlomer support for 
marketing program 
• 	 Marketing Advisory Group 
• 	 Marketing Highlights Report 
• 	 EMDfMarketillg.com 
• 	 Directors Roundtable 

TargetS for 

A«,omplishment 


lanuElf)' 2000 
On~going 

Jan. - lun 2000 
September 2000 

December 1999 

December 1999 

January 2000 

January 2000 


January 2000 
Bi~weekly 

Onwgcing 

January, 2000 


.. .. ­

. ... 
Intended Results Performance 

Measuresllndiea10n 
Effident, trackabte 
capacity to do 
relationship/permission 
marketing with aU key 
manager.; and 
organil,stional units in 
the Federal Governmen1 

Leverage email fur 
marketing 
communicalioo 

Sales growth to Agency 
A(counts and Individual 
Registrdtion 

Value*adding input: 
broad and deep support 

125 SES managers entered 
in system 

1 major 2-way email 
promotion 

CUSlom/consulting staff 
uses the system 

10"t. increa'le tn active 
Agency Accounts 

500 Individual 
Registrations 

60"/0 EM!) staiTrating on 
internal survey ( marketing 
as adding value) 
15 key agency officials 
participate 
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OPM STRATEGIC PLAN GOAL III: Serve: OPM's high quaiity, cost effective human resourtes services meet the evolving needs of Federal agencies" 
employees, annuitants and the public, 

OPM SUB-GOAL '7: 

OEMD GOAL #4: 

-------Objectives 

7: Increase technology 
capacity to dellver OEMO 
progrnns 

Form comprehensive long-term strategic alliances with key agencies that will result in identifiable benefits to 
individual executives, teams, and agency perf-onnanee. 

Aggressively pursue the u~e of technological innovations to improve learning outcomes for our customers and 
clients, make life easier for our clients and ourselves (registration, sales, billing.), improve our own work processes. 
and support new business opportunities. 

Mtit-nSlAdion Steps Tllrgds for 
Accomplisbmenf 

-fmplement business plan to-inC,~e~s~t---hB"u~s~in:e::s's:pian complete 
relained earnings III technology 
"backbone" {OEMD illtranel, web 
server, database servt'r) to support and 
provide OEMV virtual collaboration 
capability, on-line registration. 
electronic: pre-/posl materials, on-line 
surveys.., competitive business 
proposals... ca<;e study and best practices 
databases. and cle<:tronic communities 
of practice. 

Upgra~e FEIIM[)C" interorf'rc·i 
communications consistent willi OPM 
IT Architecture (e_g., Microsoft 
Oullook, Microsoft Suite) 

Integrate Training Server into 
tedmo!ogy backbone 

by September 1999. 
Implementation fY2000 

'-December 199i"ffor-­
Microsoft Outlook 

Juot' 2000 for MicrQSofi 
Suite 

FY 2000 

fntelided" R«uliS-- -­

-Professionalize 
program product. 
Provide greater 
access to program 
speakers and 
participants. Provide 
and model virtual 
collaboration 
concepts and 
tecitniques. 

Develop offic-i-· 
automalion platfonn 
consistent with OPM 

Continuity of 
infnt:.tructure 
technology capability 

Performance 
Measures/Indicators 

OF..MD Virtual collaboration­
capability, on.-line registration. 
el~trooic pre~/post materials. 
on-line surveys, competitive 
business proposals. ca~e study 
and best practices databases, and 
electronic communities of 
practice available in FY2000. 

Qualitative evaluations indicate 
OF..MD and CUSUiOler satisfaction 
with quality Qf program d,elivcry, 

Quantitative evaluations 
maintain or improve ratings 
(overall ratings 4,4 on 5.0 scale). 
On time delivery 

Increased capacity to 
communicate effectively with 
OPM and other government 
agencies. 

feedback from OEMLJ 
Leadership Team, users, OPM 
CIO for compliance and 

~~LI.::i~~~~~E.r:.~~~lity. 
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OPM STRATEGIC PLAN GOAL III: Serve: OPM'$ high quality. cost effective human resources services meet the evolving needs of Federal agencies, 
employees, annuitants and the public. 

OPM SOlJ.GOAL '7, 

OEMD GOAL#5: 

Objectives 

8: Develop capacity to 
communicate with 
participants and graduates 
anytime/anyplace 

9:Capfure best practices in 
leadershif'l and impro¥ing 
organi7..ations 

lo-:-ITnk participants! 
gradu.ucs to best practices 

Form comprehensive long-term strategic aJlianr.;es with key agencies that will result in identifiable benefrts to 
individual executives, teams, and agency performance. 

Pioneer the development ofknowledge captUre and knowledge sharing as we use effective, innovative learning and 
performance improvement teclmologies for leadership and executive education, Learn form our participanls and 
strategic partners what works best to address a range of government leadership and management challenges, This 
·'knowledge-creation" will be made available on demand - anytime and anyptcu:e - to help QUf governmeIlt work 
better. 

Means/Action Steps 

Establish continuOUS learning 
web cap,abUity that enables 
participants and graduates to: 
• 	 Complete OEMD pre~ 

program survey 
• 	 Re<;cive and send 

program infomtatioo 
Communicate with OEMD 
faculty and each other on 
learnings and bes1 pratHces. 

Imp!ement"process ·(or 
collecting best practkes and 
tonducting surveys in 
targeted areas (e,g" diversity, 
team devel()pme~t} from . 
OEMO program participants. 

Publish b-eSf prac-tlce and 
survey data on the DEMD 
web ..:ite 

Targets ror Intended Results Performance 
Accomplishment 

FY2000 
Musurts/lndicatots 

I Completion ormaJority ilre-:::andpost::::1 Staf(luneru,d printing costs 
program work on the web, 

Enhanced €acuity communication 
with partidpantslgl'aduates 

I 
FY2000--~ • n ___ • OEMU becomes a souree 0 st 

practice ~nd survey information that 
cannol be found elsewhere in 
government; information enhances 
curriculum oflerings 

saved 

Fas(er access tOo pre-work by 
participants as measured by 
participant evaluation 

lmproved satisfaction with 
pre~program process by 
participants as mea'iured by 
program evaluations . 
Maintain or impro~v~,~p~,~ogrnm==4 
ev.uualions (45 on 5.0 scale), 

f'{2000 .u-I 13Uild customer loya,lty and future ~ I Minimum·oftwo hot links to 
business external best practice sites 

Increased use of web site 
I I (e.g" ## of inqu~~~Q ~~?:Lu__--L_~___~_~_L. 	 ....~---'---.... --~-~-
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-------- -------- -- - --------

fOPM STRATEGIC PLAN GOAL Ill' Serve: OPM's high quality, cost effectiv¢ buman resources services meet the evolving needs of federal agencies, 
employees. annuitants and dIe public 

OPM SUR GOAL #7 : 

OEMD GOAL #6: 

Objectl\'es: 

~f I: 'Irriplemenl business plan 
to invest in the development 
of a diverse OEMD faculty 
and staff and a productive 
work environment. 

---~~ 

Form comprehensive lOl1g~teun strategic alliances witb key agendes that will result in identifiable benefits to 
individual executives, leams, ~d agency perfurmance. 

Create a Professional Work Environmenlrnal Fosters Effective Customer Service, Productivity, Diversity, and 
Innovation, 

~targets forMeans!Action~StePs Intended ReSuits ­

IT.=:-;;"":;:;J~~,-h::-::=A~==mpli.sh"m~'~n~t__-t7';::;'=::::;",,ldelltify-hiring, diversity, and 
 In progress 
 Continuously-linprove --­
development needs for 
OEMD faculty and staff to 
support continued growth and 
best-in-class service< 

Implement an OEMO-wide 
perfonnance management 
system and goa! sharing 
program 
Conduct OEMO-wide All 
Hands Meeting 
Establish Alternative Work 
Schedule Matrix that 
itlenlifies appropriate 
arrangemetlts for each job 
title in OEMD. 
Establish 2-week downtime 
rule across OEMD 
Publish OEMD Quarterly 

I Aprll1000 

I January 2000 


I October 1999 


I <X:toner 1999 


1<X:toner 1999 

Newsletter 
Conduct Annual Or&anizalion IMay 2000 
Assessment 

CUSi<»ner service. 

Increase diversity in faculty 
and staff. 

Increase skills. productivity, 
and morale of faculty and 
staff. 

Performsnee 

Measu resIJ ndkati,u'$ 


8t)%, QfOEMD goals are met 
or exceeded. 

increa<;es in overall percent of 
minority employees in faculty 
and staff'(with emphasis on 
Hispanic representation). 

Increase it! employee job 
satisfaction as measured by 
improvements in three areas 
of Organization Assessment 
in FY 2000: 
Communications. 
RewardsiReoognifion, 
Leadership 

Fewer comments on 
participants eva!ua~j{,)n$ 
regarding Jack of diversity in 
faculty membership. 
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OPM STRATEGIC PLAN GOAL III, Serve: OPM's high quality, cost effeetive human resources services meet the evolving needs of Federal agencies, 
employees, annuitants and the public, 

OPM SUB-GOAL #8: 	 Participation in OPM's exeeutivc. and managerial training programs is increased and income and costs balanced. 

OEMDGOAL#7: 	 Be good stewards ofthe Peaple'5 money by developing a financial system that optimizes revenue growth andmix, 
cost reduction and productivity improvements, and asset utilization and investment. 

available financial resources I Revolving Fund Programs. 
to accomplish program goals 

targets. August :rooo for I financially sound. 
Y200 I targets. 

Proje<:t income and costs within 
tolerances of$250K f and ~ 
S12SK.and objeclives. 

Manage programs so tb~ a retained I Quarterly updates 
balance fur reserves and contingencies 
is mahuained. 

Ensure appropriate management I Quarterly updatcs 
controls are in place and observed. 

Implement business case tQ restruClure j Quarterly updates 
internal financial system. 

Stable financial 
architel.1ure Improved accuracy: reduced 

incidents of errors, improved 
Develop/maintain DEMO Balanced j January 2000 I Iforecasting of projected revenue, 
Scorecard ______ ____ fully load~_'p~~!~m costs. 
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