Docteber 28, 2040

MEMORANDUM FOR  JANICE R. LACHANCE
DIRECTOR :
OFFICE OF PERSONNEL MANAGEMENT

FROM: BARBARA J. GARVIN-KESTER
DIRECTOR .
. OFFICE OF EXECUTIVE AND MANAGEMENT DEVELOPMENT

SUBJELCT: FyYy 2000 Accomplishments.

Axtached is the Office of Executive and Management Development’s FY 206D
accomplishments, organized to show the relationship of OEMB' s obviestives to
OFM’s Strategic and Annual Plan, The second attachment is & copy of my 2000 work
Plan.

As stated in the 2000 Annual Plan under Strategic plan Goal III, ocur goals this
year ware to: grow our husiness by developing stirategic partnerships with key
agencies {OPM Strategic Plen Gosl 11l: OEMD CGoal #73, and ingrease
participation in executive angd mansgement development programs while balancing
income and costs [OPM Btrategic Plan Seal IIT: DEMD Goal #8).

I am pleased to say that FYZ000 has been the most produstive yveay that The
Federal Executive Institute (FEI} has had in its entive 3Z-year history. The
Center for Executive Leadership (CEL} alone has had a phenocmeral 54% increase in
ravenue and our Leadership for a Demccratic Society Program was filled to a 96%
capacity. Western Management Development Center (WMDC) Has also had its mast
productive year sinecg 1897 {with nearly 2700 total registrationsg). All of this
was acsomplished in addition to successfully hosting the lsraeli/Syria Peace
Talks at the Eastern Management Development Center (EMDC) in Shepherdstown.

This event brought high praise to OFM from both the President and Secretary
Albright. A summary of our most significant OPM Annual Plan accomplishments and
their impact on OPM are ¢utlined below:

¢« A total of 19,164 managers and executives participated in CEMD residential
{6833} and non-residentiael (3,331 programs for an overall increase of 432.1%
over FY 1939 residentisl programs {7,107}, This dramatic growth in the
averall number is a direct resulr of increases in the number of consulting
sarvices requested this year. (Annwal Plan Goals #7 & &:
Indicators/Parficrmance Resulte #7.1 and 8.1}

¢ OEMD increased the sumber of custom designed programs, expandsd consulting
arrangements, and schisved new lines of Dusiness by establishing ssven new
strategic partnerships with high Impact agencies: Five Ifor PEI/CEL (HOAA,
USALID, DeCA, HHE, Department of Education}, and two for the WMDC (EPA and
DERY.  In addition, EMDC expanded its current partnership with tha Army
Roguisition Program by designing and conducting six ¢ustomized l-waek
programs. (Goal 87: Indicsator/Performence Result #7.2)

+ EMDC partnered with Federal and non Federal organizationg in developing and
designing the Excellence in Government Conference which drew over 1300
participants and was the venue for presentation cf the FY2000 President’s
Quality Award Frogram {Goal #7: - Indicators/Performance Besuit §7.32
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CEMD established 4 Succession Flanning Servige with thres {overnment groups
{HOAR, Deld and the (F0 Fellows Frogram) to assist them in aligning their
human resourcés and strategic goals. {Goal #7: Indicator/Performance, Result
#7.

OEMD conducted Lwo ourrlounlum reviews to validate our surriculum against the
Executive Core Quallifications and Competencies. These reviews led to the
development of a “Leadership Journey” that integrated core program offerinags
at FEI and the MDUs and provides leaders with a development path Ffrom the
supervisory isvei to SES certification. This “Journey” is a key part of cur
commuiisation and marketing initiatives. (Goal #7: Indicator/Performance
Resplt #7.4)

Our MDCs implemented, delivered, and assessed five diversity programs {180
participants) that earned overall program evaluatiens {customsr sstizsfaction}
of 4.4 on & 5.0 scale. YEI has established a Divarsity Advisory Council
{consisting of FEI Alumni and Diversity Bxperts: to guide ug in integrating
diversity in our curriculum. {Soal $7: Indicator/Performancs Resulft #7.4)

FEL completed the design of @ new Leadership for Results program {Action
Learnirg modell, which usss state-of-the-srt learning spproaches $o gnable
participants to work on gignificant agency Issues as a vehicle for their
training. {Goai $#Y: Indioater/Performance Result 7.4

GEMD achieved an oversil 4.6 on a 5.0 customer satisfaction rating scale,
which surpassed cur sbtandard for core pregrams in program gontent, relevance,
and facilities. We alse exgeeded the stanhdard for our non-~core programs of
4.4 on a 5.0 ssale, snd averaged 4.6 on these program ratings. (Goal #7
Indicator/Performance Result #7.3)

OEMD conducted a total of five Level Three/Four ROTI evaluations in
partnership with cur customers, which showed positive resulibs from our
training programs: two LDS programs at FEI, two CEL prosrans witn the
Treasury Department angd the Bureauw of The Census, and ong evalusbion ay WMIC
in partnership with the Departmsnt of the Army that showed an BOF of $478,008
in decumented savings compared to g £1906,.000 training sxpense. {Goal €7
Indicator/Performance Ragult E7.5)

OEMD designed, developsd, and lmplemented a Leadership Learning Svsbtem {LLS)
that provides our cushomers with on-line prefpost courss matarials,
ragistration and data collection forms, wvirtval collaberation courses, and
computer-based simulstions. These capabliities will Jower our overall
program costs, increase our progran guality asd customer satlisfaction, aond
alliow usn o more effacrivaly wollect evidence of the impact of cur programs.
{Goal #7: Indigator/Parfoermance Result $7.7).

OEME pavticipated in the Organization for Economic Cooperation and ‘
Pevelopment (OECDH) Human Resources gonsortium cof 25 countriss to share best
praghbices in leadership development; continued our rmembership on the National
Academy of Public Administration's (NAPA} consortium on Government
Performance; began sharing leading edge managemant davelopment programs with
agency counterparts {w.¢., Department of the Treasury, the Huslesy Regulatory
Commission, Department of Vevreran Affalrs, USAIDI: sponsored an RGY vesearch
stwdy conducted by the American Frodugtivity and Quality Center, and '
developed a partnership with Bmerican University that allows for granting of
Executive Masters Degress to necple who complete courses st our MIDs. These
initiatives are nob only extremely valuable to ocur customers, bul Lhey also
provide CGEMD with external oversight and review of our programming.  {Goal
#7: IndicstoriPerformance Result $7.8).

H
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- ¢ Our Grganization Assessment Scores improved by an average of 40% in three key
areas: Communication, Rewards/Recognition, and Performance Mansgement,
indicating tremendous fmprovemsnts Iin OEMD smployes satisfaction. [(Goal #7:
Indicator/Performance Result 7.9

« JEMD developed a3 Balanced Scerscard that translates the JEMD mission and
strategies into aobvieatives and measures, organized lnto four different
perspeciivas: financial, oustomsy, internal business procegsses; and learning
growthk. This scorecard has begome the basis for our esplovee Soalsharing Plan
that we piloted this yeazr. This program grants our employees performance
awards of up to S1T0D for accomplishing OEMD goeals in the OFM Annual Performance
Plan and has the potential of sigeificantly incressing emplovee satisfaction.
iGoal #8: Indicaror/Performance Result $8.2).

The business side of our operatlion has slsn gong wvery well., Although we won't
know precisely until the hooks close, we operated at near bhreak-even (+5266,000}
in spite of prejectiony that we would olose In the red. This was primarily the
result of the tremendous demancd for increases in censulting services reguested
this year. Our cumulative relalsed sarnings remalin gtrong at 32.8M (Goal #8:
Indicator/Performance Regult #8.3).

It has bsen z pleasurs to be part of this highly productive pericd for QRMDO.

Attachrents
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BARBARA GARVIN-KESTER, Director
Office of Executive and Management Development

Performance Report
September 30, 2000

"OPM STRATEGIC PLAN" T Serve: OFM's high quality, cost cffective human

GOAL HI (2000 ANNUAL  resources services meef the evolving needs of Federal
PLAN): : agencies, employees, annuitants and the public,

OPM SUB.GOAL @8: Parficipation in OPM’s executive and managerial

training pmgmms is increased and mcome and costs
balanced.

OEMD ORIECTIVE #1: Ensure LDS, CEL and MDC curricula are

responsive to current executive and management
needs,

Performance Measures: Maintain or improve program evaluation ratings

(overall rating 4.5 on 5.0 scale)

Increased Space Sales and Open Enrollments for
LDS, CEL, and MDC core management programs

Demonstrated, consensus driven linkages in FEZ and
MDC programs

In FY 2000, the Office of Executive and Management Development conducted two
curriculum reviews and re-validated its curriculum against the Executive Core
Qualifications and competencies. Design changes led to the development of our
“Leadership Journey,” a eompetency-based, comprehensive curriculum for G8-12
through GS-15 Managers and the Senior Executive Service based upon the SES
ECQ™s. The curriculum is comprehensive because it shows the relationship of all
programms and services offered OEMD-wide. The Journey details not only the core
curviculum, but defines the path from Supervisory, Management, and Executive
assessments to the core curriculum as well as follow-ap programs and our Center for
Executive Leadership services. This curriculum has been depicted in our Program
2001 Guide and distributed to all agency heads and HR personnel.,

Design changes also led o the implementation, assessment, and delivery of five MDC
diversity programs (180 participants) that earned overall program evalualions of 4.4
oo 3 5.0 scale. In addition, FEI formed a Diversity Advisory Team consisting of LDS
graduates angd Diversity experts who provide on-going guidance on the integration of
the diversity imperative within our FEI programs.

Additional design changes led to the development of a new Action Learning Mode! at
FEI. The Leadership for Results program uses state-of-the-art learning approaches to
emable participants to work on significant agency issues as the vehicle for their
training. The pilat tegt of the program began in August 2000 with the Department of
t




the Treasury and ¢nds in January 2001, The program builds Return on lnvestment
{ROI) into the design by having participants work in teams on significant agency
business issues, ’

At FEIL our curriculum changes led to the most productive year in our 32-year
history. Ouwr Leadership for a Democratic Society Program deltvered 10 sessions this
year, graduating 675 participants (96% capacity). This 15 a 2.4% capacity increase
over last year (659 participants). The overall program rating surpassed its estimate
of 4.5 and averaged 4.6 on a 5.0 scale. The average course rating for Center for
Executive Leadership (CEL) programs is also 4.6 on a 5.0 scale. CEL delivered 15
open enroliment programs, 45 sessions of custom-designed/single agency programs,
and 101 consulting sessions, resulting in a phenomenal 54% increase in revenues
over last year,

Gverall course ratings for our MDC traditional programs also surpassed the standard
of 4.5 and averaged 4.6 on a 5.0 scale.  The total number of sessions and participants
was 157 and 4,846 (respectively). This represents 2,696 registrations in traditional
programs at WMDC alone, the first increase in these enroliments since 1997, All of
this was accomplished in spite of 4 weeks of cancelled classes at EMDC, where we
hoested the Isracli/Syria Peace Talks during January of the past year.

In total, 10,164 managers and executives participated in OEMD residential (5,833)
and non-residential (3,331) programs for an overal} increase of 43.1% over FY 1999
residential programs (7,102). The dramatic growth in the overall nuntber is a direet
result of increases in the number of agency custom-designed services requested and
provided OEMD-wide this year.



"OPM STRATEGIC Serve: OPM’s high quality, cost effective human
PLAN GOAL HI resources services mect the evelving needs of Federal
(2000 ANNUAL PLAN):  agencies, employees, annuitants and the public,

"OPM SUB-GOAL #7: Participation in OPM’s executive and managerial
training programs is increased and income and costs
are balanced. '

OEMD OBJECTIVE #2: | Develop collaborative relationships needed to bring
added expertise in FEI and MDC programs

Performance Measures: | Demonstrated progress on at least one research project,
faculty exchange, or other effort.
Continued collaboraiion.

s This year, WMDC continued its existing partnership with the University of Colorado
at Denver's Graduate School of Public Affairs and develaped a new partnership with
the American University Graduate School of Public Affairs that allows for the
granting of Executive Masters of Public Administration degrees 1o people who take
pragrams at the MDCs. Up to half of the degree requirements can be met at the
MIXC"s and this affords an opportunity to greatly professtonalize our services, To
accomplish this, we had to assure American Council on Education (ACE}
Accreditation of the MDC curriculum.,

o  EMDC represented OEMD on the National Academy of Public Administration’s
{NAPA) Consortium on Government Performance to gather up-to-date information
{e.g., case studies on successful implememation of GPRA principles) on the
Government Performance and Results Act for inclusion in OEMD program offerings.
Based on learnings shared through consortium members, EMDC made course
madifications o its GPRA Seminar. Overall course evaluations for the FY 2000
seminars were 4.6 on a 5.0 scale.

+ PEI participated as a member of the American Productivity and Quality Center and
was 2 sponsor of a Return on Investment (ROI) research project conducted by the
Cenier. The study benchmarked three private sector, one government, and one quasi»
government organization that conduct RO! studies in executive and management
teatning,

« | personally participated in the Organization for Economic Cooperation and
Development (QECD) Human Resources Consortium of 23 countries that held a 2-
day meeting to share/benchimark leadership development practices. As a direct result
of this participation, four countries expressed a keen interest in sending their senior
executives fo FEL Additionally, OEMD participated in the Center for Creative
Leadership’s (CCL’s) ¥Friends of the Center” Conference and Excoutive Forum
where a number of privaie companies shared best practices.



-

OEMD also began sharing benchmarking data on leading edge management
development programs with agency counterparts. Such sharing of data on the Action
Learning Model/Program {Leadership for Results) took place with the Department of
the Treasury, the Nuclear Regulatory Commussion, and the Department of Veterans
Affairs. Additionally, FEVCEL shared benchmarking data on the on-going research
and subseguent management development programs being conducted by the Center
for Creative Leadership (CCL) regarding the leadership skills necessary for
executives working in international environments with the USAID, These exchanges
enabled OEMD to access forward thinking practices/processes. This sharing of
benchmarking data has led to improvements in the guality of programming and more
nearly ensures that OEMI) programs are ensuring leading-edge management theories
and practices. :



OPM STRATEGIC PLAN
GOALIII
(2000 ANNUAL PLAN):

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 #7:

Form comprehensive long-term strategic alliances

with High Impact agencies as identified by NPR that
will result in identifiable benefits to individual
executives, teams, and agency performance.

OEMD OBJECTIVE #3A: | Conduct FEI Core programs for GS-15/SES

Performance Measures: ¢ End of course evaluation, focus group reports,

faculty feedback, and log of improvements made.

¢ Classes filled to 95% capacity. Actual revenue
within 5% of projection.

¢ Maintain or improve Level One course ratings
(overall 4.5 on 5.0 scale).

e Conduct two studies at Level 3 or 4 demonstrating
behavioral change and results impact.

Our Leadership for a Democratic Society programs graduated 675 executives (of
700 available spaces) for a class fill capacity of 96% (a 2.4% increase over 1999).
Total revenue generated was $6,515,400 (higher than the initial FY2000 estimate of
$6,424,000, which is well within 5%) and 7.4% above FY 1999, $6,068,100. Total
participant training days = 15,525, Overall ratings for the LDS programs were 4.6
on a 5.0 scale.

Two LDS programs (Session #254 & 257) were evaluated at Levels Three/Four.
Studies showed desired changes in behavior and impact on results. FEI has also
collecied qualitative data from letters of appreciation, e-mails, phone calls, course
evaluations, faculty input, and focus groups which indicates improved ratings for
plenary sessions/speakers.

A Pre/Post Assessment (Level 3 Evaluation) of FEl's Wellness Program Component
was also undertaken. The evaluation surveyed four FEI classes whose participants
had graduated within 6 months to 2 years. Results demonstrated strong evidence of
positive, lasting changes in health habits and awareness, improved work
performance, and improved quality of life directly attributable to their participation
in the LDS program at FEI (86% with high level of confidence). .

FEI also re-engineered a number of its administrative processes supporting the
Leadership for a Democratic Society Program; i.e., additional customer information
in pre-course materials, shortened the check-in process, enhanced orientation, and
improved the quality of program evaluation. Feedback from participants has
indicated satisfaction with these improvements.




"OPM STRATEGIC PLAN
GOAL N
{20006 ANNUAL PLAN):

Serve: OPFM’s bigh quality, cest effective human
resources services meet the evelving needs of Federal
agencies, employees, annuitunts and the public.

OPM SUB-GOAL #7:

Form comprehensive long-term strategic alliances with
High Impact agencies as identified by NPR that will
result in identifiable benefits to individual executives,
teams, and agency performance.

“OEMD OBJECTIVE #38
AND #5A & B:

Conduct core and non-core programs for GS-12 fo (:5-
1§ level. Conduct Supervisory Training & Team
Fraining For GS 9-11 level, (#3B)

Develop strategic partnerships with key agencies to
provide management developmaent solutions. (#5A)
Develop Outside Projects for MDCs. (#5B)

Performance Measures:

s Classes filled to optimum capacity. ,

s Muaintain or improve ratings (overall rating 4.5 on
5.0 scale. o

¢« Conduct one study at Level 3 or Level 4
demonstrating behavioral change 2nd results
impact. :

¢ New business with 5 agencies. Develop one-long
term strategic parinership,

» Increases in # of envollments in MDC residential
programs from targeted agenaies {Target 50
spaces).

» Projected revenues met or exceeded.

» |n addition to hosting the [sraeli/Syrian Peace Talks in Shepherdstown, WV, the
MICs together delivered a grand total of 190 sessions to 5,618 participants {52,566
Participant Traintng Days), generating 8 7.1% increase in revenue over last year
(11.7% for WMDC and 2.7% at EMDC}. This is significantly higher than the initial
3% projection. Total revenues this year equare to $14.961.000,

s Course ratings at EMDC exceeded the 4.5 target with an overalf average of 4.6 on a
3.0 scale. WMDC ratings surpassed the 4.5 target with an overall average of 4.6 on

the same scale.

o WMDC also completed an in-depth ¢valuation of financial return on investment
{Level 3 and 4), in partnership with the Department of the Army. The direct return on
mvestment of this training has been calculated to be in excess of $3478.000 in
documented savings compared to 2 training expense of $100.000. A project plan for
a Level 3 evaluation has been completed by EMDC and will be implemented in

FY2001.



o The MIIC s also developed a web-based survey to secure data from recent MDC
seminar graduates. The survey's purpose is to develop information on how to
increase the ability of MDC alumni 1o apply their acquired knowledge back in the
workplace.

s EMDC expanded its partnership with the Army Acquisition Program by designing
and conducting six customized, 1-week programs, centered on developing core
competencies: leadership, communication, strategic thinking. and teamwork.
Participant ratings were all above 4.6 on a 5.0 scale, This successful partnership
resulted in five additional programs for FY2001 and plans to design with the Space
Camp Faeility in Hontsville, AL.

o  WMDC developed custom programs for several specific agencies in addition to the
strategic partnerships with EPA Region Vi and the Drug Enforcement Agency,
These programs were designed to help with specific agency performance issues, and
included the 1.8, Forest Service, Social Security Administration, Department of
Energy, Navy, CIA, Department of Education, and various Federal Executive Boards.
‘These partnerships generated $349K in revenue, an 8% increase over projections for
outside projects. (11 sessions; 266 participants).

Sessions/ ?articigants Participant Revenue
Projects Training
Days

EMDC
Traditional Programs 67 2,150 24,223 $6.231K
PMI QOrientations 4 507 1171 $220K
(nher gov't clients/projects 18 N/A N/A $845K
Totals: 89 2,657 25394 $7,296K
wWMD(C .
Traditional Programs 90 2,696 27172 $7316K
Off-site Programs - 266 RV $349K
Totals: 101 2.962 27172 £7.665K
Grand Totals: 190 5,618 52,366 $14.961K




OPM STRATEGIC Serve: OPM’s high quality, cost effective human

PLAN GOAL i resources serviges meet the evolving needs of Federal
(2008 ANNUAL agencies, employees, annuitants and the public.
PLAN>:

OPM SUR-GOAL #7: | Form comprehensive long-term strategic alliances with
High Impact agencies as identified by NPR that will result
in identifiable benefits to individual executives, teams, aad
agency performance

OEMD OBJECTIVE | Deliver guality orientation programs for new PMI
#3(: members,

Performance » Ongoing positive feedback from participants, executive

Measures: : resources managers, and other customers, ‘

s Evaluations that assess overall program quality and
effectiveness (4.0 rating on 5.0 scale).

e During the first two quarters of the fiscal year, EMDC successfully conducted three
PMI Orientation sessions for a total of 332 newly hired Intems. Participants
attending the sessions received 24 hours of training that applied toward the 80 hours
of required training for all Interns. Overall session evaluations for program quality
and effectiveness averaged 4.2 on a 3.0 scale.

»  EMDC also conducted one graduation program for a total of 175 PMIs from the
program class of 1997, Participants attending the program rated the [-day program
4.4 ona 5.0 scale. '

« Direct feedback from the PMI Program Office in OPM’s Philadelphia Service Center
indicated high levels of satisfaction for all programs delivered by the EMDC, The
Center continues to play a positive and essential role in recommending the program
design, development, and delivery. As a satisfied customer, the Service Center
contracted with the EMDC for three Orientation programs and one graduation
program in £Y 2001,

e The Center’s factlities received positive feedback from many sources: agency PMI
Program coordinators, Interns, and the PMI Program Office.




 OPM STRATEGIC PLAN | Serve: OPM’s high quality, cost effeciive human
GOAL 1 resources services meet the evolving needs of Federal
{20006 ANNUAL PLAN): agencies, employees, annuitants and the public.

OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with

High Impact agencies as identified by NPR that will
result in identifiable benefits to individual executives,
teams, and agency performance.

OEMD OBJECTIVE #3D: | Administer the 2000 Presidential Quality Rank Award

Program :

Performance Measures: Conference Kvaluation Results

Target Dates Met

EMDC partnered with Federal and non-Federal organizations in developing and
designing the Excellence in Government Conference. This event drew over 1500
participants and was the venue for presentation of the FY2000 President’s Quahity
Award Program. :

Administration of the President’s Quality Awards Process mcluded:

& » & & W

the development of criteria

the call for applications

application receipt and review, selection and convening of panels of examiners
managing and conducting site visits

selecting and convening judges’ panels

planning and conducting an awards ceremony at the Excellence in Government
Conference.

For the past 5 years, the Program administered a customer satisfaction survey of
applicants. Using a 5.0 rating scale, trend data demonstrates high levels of
satisfaction in the following:

-

Administration processes show continuous improvements with scores steadily
increasing from 1.8 in FY 1996 10 4.5 m FY2000.

Application development shows steady levels of satisfaction with scores ranging
from3.8inFY 1997 and FY 1999, 10 4.0 in FY 1996, t0 4.2 in FY 1998 and FY
2004, .

Site visit process shows continuously high levels of satisfaction with scores
ranging from 4.2 — 4.4 gver the S-year period,

Feedback reports show steady levels of satisfaction with scores 0of 3.7 in FY 1996
and FY 1999 and 4.2 in FY 1997, 1998, and 2000.




I personally participated in the Conference by speaking at the reception held for
Examiners and Judges.

Conference evaluations did not rate the ceremony separately; bowever, 87.8% of the
conference participants rated the conference either excellent or very good.
Qualitative feedback from participants, agencies, judges, examiners, and other
customers was that the Quality Awards Ceremony was the “crowning” event of the
conference,

OEMD raanages this non-revenug producing program without appropriated funds
{estimated expenses at a2 minimur of $450K). Some funding will be provided for the
FY2001 program and efforts are in progress to secure appropriations for future
programs.

o



OPM STRATEGIC PLAN | Serve: OPM’s high quality, cost effective Ruman
GOAL I rescurces services meet the evolving needs of Federat
(2000 ANNUAL PLAN): agencies, employees, annuitants and the public. .

OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with

High Impact agencies as identified by NPR that will
result in identifiable henefifs fo individual exegutives,
teams, and agency performance,

OEMD OBJECTIVE #4A | Strengthen open enroliment programs and offer
& 4R: customized courses through Center for Executive

Leadership (CEL} (#dA}
Offer CEL Consulting Services (#4B}

Performance Measures: - » Build partnerships established with at least 3 new

agencies and maintain partmerships with 2
agencies.

¢« Two evaluations completed at Level 3-4 to measure
changes in hehavior and mmpact on the joh.

*  Open enrollment programs offered at 80%
capacify. Work with offusite programs as

., necessary to meet customer needs.

» Evaluations include ratings of 4.5 or better on 5.0
scale,

The Center for Executive Leadership (CEL) established five new strategic
partnerships with high impact agencies: NOAA, USAID, DeCA, HHS, and the
Department of Education,

This inchuded the establishment of a Succession Planning Service with three
Government groups (NOAA, DeCA, and the CFO Fellows Program) to assist them in
aligning their hurnan resources and strategic goals. Services offered ranged from
succession planning program development to assessment, couching and mentoring
training and services, and focused skill development.

o addition, CEL continued its partnership established last year with the Defense

Inteiligence Agency/JIVA by providing 5 weeklong “Foundations for Vinual Teams”

courses at FEL Each group represented intelligence analysts from across government

who are learning how 10 integrate leading edge virtual communication technology
with virigal team work into the collaborative communities they are mandated to
create. The partnership included:

s A session in August that introduced the foundations for virtual team and was part
of a larger team building initiative for the Defense Criminal Investigation Service
{DCIS),

* A weekiong, custom-designed program for working in virtual teams offered to
DeCA in August.




s A session introducing the collaborative process as the underdying foundation for
building a knowledge management system that was developed for the State
Department OPAP Project.

¢ Participation by the lead faculty in the JIVA

August,

manual conference in Albugquerque in

» CEL also conducted two Level Three/Four evaluations with the Bureau of the
Census and the Treasury Department. These studies showed changes in behavior
directly atiributable to CEL training programs.,

s CElL delivered a total of 15 open enrollment sessions with 211 participants and 793
Participant Trainiog Days (PTDs). CEL also developed and delivered 45 custom-
designed/single agency sessions to 1,043 participants, equating to 6,500 PTDs. In
addition, CEL provided 101 sessions of consulting services, impacting 3,389
participants. The total of all CEL sessions for FY2000 resulted in $4,560,571 {a
phenomenal 54% increase over last year), All programs surpassed the targeted 4.5
gvaluation on a 5.0 scale, averaging 4.6 overall.

Participant

CEL Programs Sessions/ | Particinants Revenuc
Projects Training Generated
Days
Qpen Enrvolliments 13 211 793 386,530
Single Agency at FEI 45 1.043 6.500 3,091,993
“Consulting 101 338G 13.677 1022028
Total 161 4643 20,570 $43500.571




OPM STRATEGIC Serve: OPM’s high quality, cost effective human
PLAN GOAL il resources services meet the evelving needs of Federal
(2000 ANNUAL PLAN): | agencies, employees, annuitants and the public.

OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with
High Impact agencies s identified by NPR that will result
in identiliable benefits to individual executives, teams, and
agency performance »

OEMD Objective #6: Develop OEMD marketing program that contributes in
. measurable ways ta growth of the business

Performance Measures: | » 2% increase over FYYY in residential interagency

" registrations,
50 leads for custom and consulting projects
Number and qualifications of responses to marketing
vehicles

+ Bascline established for cost/registration ratio of
promotional materials,

+ 125 SES managers entered in Customer Relationship

Management System

1 major 2-way email promotion

Custom/consulting staff uses the system

10% increase in active Agency Accounts

500 Individual Registrations

60% EMD staff rating on internal survey (marketing

as adding value)

e 25 key agency officials participate

"k & & »

s The most significant change in our curricula resulting from marketing activities was
the development of the Executive Core Qualifications Workshop and expansion of
our custom and consulting projects in the MDCs and CEL.

. Marketing/SaIeé efforts focused on increasing MDC registrations this vear. These
registrations increased by 3% over FY99. FEI also had capacity mereases of 2.4%
for its residential, inleragency programs.

o Leads averaged |.5/week resulting in custom and consulting revenue of $1.194K in
the MDCs and $4,114K in CEL at FEL

s Responses to our key marketing vehicles averaged on s monthly basis:
= 888 line: 250 :
s Web registration requests: 125
o Fax registration requests; 73

13




On an annual basis, 2400 registration requests resulted in 500 individual
registrations,

Our key customer relationship system was ¢stablished to provide us the capacity
to track 15,000 leads and 100 agency partners and allow us to conduct
relutionship/permission marketing with all key managers and organizational
urits in the Federal Government, All information in the system to date is
current and complete and was vsed for market mailings to key agency officials
(five promotional messages sent between June and August of this year). The
system also allowed our MDCs 10 establish 132 active agency accounts in FY
2000, compared o 118 in FY 1999 (an increase of 12%).

The internal marketing survey was not conducted, Instead, OEMD formed a
Market Advisory Group consisting of individuals from both FEI and the MDCs.
This group set the direction for FY2000 marketing communications and for the
OEMD customer-driven business process plan,

Thirty Training Directors participated in a customer forum with OEMD senior
management. The forum resulted in specific leads and input that has been
incorporated in OEMD marketing communications and program plans,

Our Executive Core Qualifications Briefings and Warkshops reached 5000
managers this year, most of whom were added to our OEMD leads database.

Sales representatives, MDC Directors, and the Director, OEMD conducted 30
visits to agencies. The MDCs focused on the CIA - a significant customer who
requested program and administrative changes. Other Jarge agency customners
we met with were: Energy, Air Foree, Social Security, and the Veterans Affairs,

A return on investment plan for marketing activities has been drafted and
focuses on growing the business as primary measure. This plar wilf be fully
implemented in FY2001, :

We also developed a Customer-driven Business Progess for sales that
strengthens OEMD terms and conditions, meoves billable documentation to peint
-of sale, efficiently tracks customers, ordess, and purchases, and restructured our
sales resources. This initiative resulted in eltminastion of order and billing
backlogs to achieve fully aceurate revenue for our MDCs,



OPM STRATEGIC Serve: OPM’s high quality, cost effective haman
PLAN GOAL IIY resources services meet the evolving nceds of Federal
(2008 ANNUAL PLAN): | agencies, employees, annuitants and the public.

OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with
High Impact agencies as identified by NPR that will
resuit in identifiable benefits to individual executives,
teams, and agency performance

OEMD ORJECTIVE #7: | Increase technology eapacity to deliver OEMD
programs and FEIJOEMD interoffice communications
eonsistent with OFM IT Architecture

Performance Measures | s Virtual collaboration capability, video conferencing
: capability, on-line registration, electronic pre-/post
materials, on-line surveys, competitive business

proposals, case study and best practices databases,
and electronic communities of practice available in
FY2600

*  Qualifative evaluations indicate OEMD and
customer satisfaction with quality of program
delivery

¢ Quanfitative evaluations mainiain or improve
ratings (overall ratings 4.5 on 5.0 scale).
On time delivery
Inereased capacity to conmmunicate effectively with
OPM and other government agencies.

¢« Feedback from OEMD Leadership Team, users,
OPM CIO for compliance and interoperability.

¢  QEMID designed, developed, and implemented its Leadership Learning System (LLS)
of which Training Server is the core database (Phase I}. We conducted pilots of:
¢ on-line courses for gach site for pre/post course materials and data collection
e on-hine registration information forms
» virtual collaboration courses and computer-based simulations,

s Funding for Phase Il of the LLS was not approved in FY2000. Phase I will expand
our.web-site capabilities 1o allow program participants to register electronically for
programs, prepare pre-program materials, and complete course evaluations.

s  Specifically, in FY2001, OEMD will:
» expand the number of courses that provide on-line pre/post course materials and
data collection
continue and expand discussion rooms
» provide on-line registration payment, on-line surveys, and on-line customized
husiness proposais
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¢ increase the number of virtual collaboration courses and pilot distance learning
courses

Plans to obtain video conferencing capability with COOP funds were not approved
and delayed implementation of an OEMD video conferencing network in FY2000.
However, equipment has been ordered from FY 2000 funds and the capability will be
impiemented in FY2001,

FEI and MDC interoffice communications have been updated consistent with OPM
IT requirements {December 1999 for Microsoft Outlook and June 2000 for Microsoft
Suitel.

Feedback from users, the OEMD Leadership Team, and the OPM Cl1O office has
been positive, Users and OEMID Leadership Team indicate positive steps in support
and use of technology services, The OPM CIO office indicates strong support for the
compliance and interoperability of OEMD technology systems.

Commencing with FY2001, the OEMD and OPM CIO office will forn: a partnership
for support, development, and implementation of technology services and innovations
to further enhance course offerings, improve work processes, and support new
business opportunities in a cooperative effort 10 ensure compliance and
interoperability.



OPM STRATEGIC Serve: OPM's high quality, cest eliecfive human
PLAN GOAL I resgurces services meet the evolving needs of Federal
(2000 ANNUAL PLAN): | agencies, employces, anunuitants and the publie,

OFM SUB-GOAL #7: Form comprehensive Jong-term strategic alliances with

Koy agencies that will result in identifiable beaefits to
individual executives, teams, and agency performance.

OEMD OBJECTIVES Develop capacity to communicate with participants and
#8, 9, and 10, graduates anytime/anyplace.

Capture best practices in leadership and improving
organizations
Link participants/graduates to best practices.

Performance Measures: | e  Stafl time and printing costs saved

» Faster access to pre-work by participanis as
measared by participant evaluation

» Improved satisfaction with pre-program process by
participants as measured by program evaluations.

» Maintain or improve program evaluations {4.5 on
3.0)

«  Minimum of tweo hot links to external best practices
sites

e Increase use of web site (e.g., # of inquiries to site.}

*

To prepare {or implementation of Phass I ¢f the LLS in FY2001, WMDC has
developed web-based pre-program information for its Executive Development and
Diversity Seminars. EMDC has examined s pre-program processes and plans via a
process-mapping model. Evaluation of this activity pinponted core provesses to be
re-designed or eliminated. Plans are in place to implement high priority process to
be improved. The purpose is to achieve greater efficiency and acceptance by
customers and staff as measured by participant and staff evaluations {focus groups,
guestionnaires, interviews, one-on-one meetings. ).

FEI has also reengineered a number of its administralive processes supporting the
Leadership for a Democratic Society program; i.e.. additional customer information
in pre-course materials, shortened the check-in process, enhanced orientation, and
improved the quality of program evaluation.

OEMD has added 19 “knowledye™ hot links to its website which contain relevant
information for Federal Managers and Executives, Many of these (including the hot
Hnk 10 NAPA) contain best practices in leadership and leadership training.




OPM STRATEGIC Serve: OPM’s high quality, cost effective human
PLANGOALYV resources services meet the evolving needs of Federal
{2000 ARNUAL PLAN}: | agencies, employees, annuitants and the public.

“OPM SUB-GOAL & None Identified

OEMD OBJECTIVE Implement 3 business pian to invest in the development
K1l: of a diverse OEMD faculty and staff and a productive
wark environment,

Performance Measures: |« 80% of OEMD goals are met or exceeded.

Increases in overall percent of minerity employees in
faculty and staff {with emphasis on Hispanic
representation)

» Increase in employee job satisfaction as measured by
improvements in three areas of Organization
Assessment in FY2000

«  Fewer comrents on participants’ evaluations
regarding Iack of diversity in facalty membership.

+«  OEMD has met or exceeded 100% of its goals in the FY2000 Amnual Performance
Plan.

» At FEL we filled the following government positions this year as part of our plan to
build a workforce reflective of America; ‘
s One new Senior Faculty position (Caucasian Female)
s Two Staff Assistants (1 African-American Female, | Caucasian Female/Veteran)
s QOne Program Analyst (Caucasian Female)

¢ At EMDC, we filled the following government positions:
One Quality Program specialist (Hispanic Female)
One Program Coordinator {Cascagian Female)

One Bales Teamn coordinator {Caucasian Female}
One Program Director {Caucasian Female)

One Siaff Assistant (Caucasian Male/Veteran)

& % % & @

e At WMIDC, we added the following to our adjunct faculty:
¢  Two African-American Females

Two African-American Males

Two Aglan-American Males

One Hispanic Female

One Hispanic Male

4 & & »
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OEMD Organization Assessment scores improved by an average of 40% in three
" key areas: Communication, rewards/recognition, and performance management,
Increases in scoves are attributed to:

& % % & B # & B =

establishment of revised vision, mission, strategies, and values

changes in leadership at the MDCs

enforcement of the performance management system

establishment of a goalsharing program for employees

umplementation of alternative work schedules

establishment of 2-week downtime rule across OEMD

publication of OEMD quarterly newsletter

piloting Individual Learmning Accounts and Learning Leave Policy at FEI
introduction of balanced scorecard that ranslates OEMD mission and
strategies into objectives and measures organized into four different
perspectives: financial, customer, internal business processes, and learning
and growth.

i



OPM STRATEGIC Serve: OPM’« high quality, cost effective human
PLAN GOAL 1 resources services meet the evalving needs of Federal
(2000 ANNUAL PLAN): | agencies, employees, annuitants and the public.

OPM SUB.GOAL #7; Increased participation in OPM’s executive and

managerial fraining programs and income and costs are
balanced,

OEMD OBJECTIVE Maximize use of available financial resources to '
#12: . accomplish program goals and objectives.

Performance Measures: s Retained earniogs balanced. Differences between

income and cost projections within tolerances
{+8250,000 and -5115,000)

+ Improved accuracy: reduced incidents of errors,
improved forecasting of projected revenue, fully
loaded program costs. :

The FEI delivered 171 sessions to 5,318 participants (36,495 participant training
days), generating a 22% increase in current year revepues. FEI current year retained
eamings (1.e., Revenue minus Expense) should be approximately $440,000,
considerably better than the initial estimate of minus $133,000. While earnings are
outside the +3250.000 tolerance, this was accomplished to mitigate the impact of
earnings deficiencies at the OEMD level. Gross revenue for FY2000 of over
$11.000,000 and improved earnings reflects the remendous demand for Center for
Exccutive Leadership programs and services {estimated revenue of $4,500,571).

The MDCs together delivered 190 sessions to 5,618 participants {32,566 participant
fraining days), generating a 7.1% increase in revenue over last year (11.7% for
WMDC and 2.7% at EMDC). This is significantly higher than the initial 5%
projection. Total revenues this year equate to $14,961,000.

o EMDC carnings are at minus $300,000, which is less than the oitial forecast of
minus $293,000, but well within tolerances. Without the burden of administering
the President’s Quality Award Program, costing over $450.000 without any
revenue source, EMDC would show an operating surplus. EMDC also cangelled
4 weeks of classes in order to host the Israeli/Syrian Peace Talks in
Shepherdstown, WV,

»  WMDC camnings are at plus $121,000, which is betier than the initial forecast of
minus $150,000, To compensate for cancelled classes at EMDC to host the Peace
Talks, WM rescheduled 300 participants affected by the cancellation to
additional classes at WMDC,

OEMD total annual retained earnings should be $266.000 and our cumulative
retained earnings remain strong at aboat $2.8M,




Additional Accomplishments:

Speaking engagements:
»  Charlottesville Kiwanis Clhib

s FEl Alumni Association Executive Forum — Plenary Session Speaker

»  Urganization for Economic Cooperation and Development. Leadership Development

in America

International Visitors:

Rosalind McCool, Alistair Davey: UK Centre for Management & Policy Studies
Jeong-1l Kim & Staff, Korean Labor Education lnstutute

Patricia Tam, Hong Kong Executive Development Center

Malaysia Delegation

-

. & B

Memberships:
NAPA Associate

Martha Jefferson Leadership Council
Kiwanis of Piedmont: Board of Directors

Legislation:
Naming of New FEI Annex Building: Pamela B. Gwin Hall

L]
» Permission 1o accept grants through gift authority

» Permission to accept private sector executives in programs
»  Appropriations for President’s Quality Award Program

OPM Team Participation:

ERB ~ Succession Planning: Project Plan for OPM Workforce Planning
Financial System Requirements Analysis

OPM Strategic and Annual Plan Development

COOP Planning and Testing

Technology Task Force

GPRA Task Force

* . % & #* &
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Hovember 17, 1969

MEMOCRANDUM FOR JANICE R, LAUHANCE
LGIRECTOR
OFFICE OF PERSONBEL MARAGEMENT

FROM: BARBARA J. GARVIN-KESTER
DIRECTOR

GFFICE OF EXECUTIVE & MANAGEMENT DEVELOPHENT
SUBJECT: FY 1899 Accomplishments

Artached is the Office of Exegutive and Management
Development’s FY 1988 accomplishments, organized o show the
cascading of OPM’s strategic plan down into our particular
CEMD business objectives. This document tracks with the
second attachment, which is my 188% Performance Plan.

Our most important goals this year were to create for cur
customers a single, unified look across our three teams (FEIL,
EMDC, WMDCY, and to build enrolliments in our MDC and CEL
programs. These have been very challenging goails since each
team has grown up under a different culture and has had its
owny individual c¢hallenges this year, e.qg., new facilities, new
leadership, new gurricula. I am pleased to say that we have
made maior progress toward these goals. We have:

. Developed a common vision, “Leadership Learning
that Ssrves Ameritca,” and six business gosls that
will transform us from three separate, product=-
focused organizations to cone, unified organization
vhat 1s customer~focused.

. Dramatically grown our Centsy for Executive
Leadership (CEL: business to 30% of FEI's overall
revenue and significantly increased opsn enrollments
and space sales in our MDCs.

» Begun building a CEL-1ike line of business for our
MDCs which estahblishes strategic partnerships with
the agencies we serve to provide them with custom-
designed programs, consulting services, disgtance
learning modules and executive coaching.
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Measured behavior changes that have resulted from
cur development programs.

Created and distributed a complete set of integrated
marketing communication vehicles with unified text
and graphic messages. These materials had tailored
nessages for key audiences that had not been reached
before -~ including Heads of Departments and
Agencles, the President’s Management Council, HR
directors and Senior Executive Service and Federal
Executive Boards.

Laid the groundwork for building a technology
infrastructure that will allow ocur cusiomers Lo not
only register on-line, but also complete pre-program
preparation and post program evaluations on-line.

Completed an organization assessment to establish
baseline date and performance improvement plans for
creating a move professional, diverse, and healthierx
workplace for ocur employees.

Delivered our newly designed, competency~based
curriculum for GS-12 through GS-15 and Senior
Executive Service bhased upon the SES ECQOs. This
included a 4~day MDC Diversity course and the
establishment of a full plenary session on diversity
in our Leadership for a Democratic Soclety program
with a follow-up, application workshop,

Administered the President’s Quality Awards Program
and Excellence in Government PQR Ceremony with
resounding success.,

Increased oUur capacity to ragister and tragsk program
participants through the implementation of new
software, Training Server.

Delivered at near capacity our core and non-gore
programs QEMD~wide while continuing to delight our
customers with overall average evaluation ratings of
4.6 or better on a 5.0 scale.

The business side of our operation has gone very well.
Although we won't know precisely until the books close, we
operated at near breakeven in spite of projections that we
would close in the red. This was primarily the result of ths
tremendous demand for Center for Executive Leadership programns
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and services. Our cumulative retained earnings remain strong
at between $9 and S10M.

Finally, we have filled our FEI Deputy Director position,
added more staff to meet our CEL demands, and have
restructured ocur MDCs to begin rebullding MDC enrolliments and
lines of business. It has been & pleasure to be a part of
this new growth period for GEMD.

Attachment



OPM STRATEGIC PLAN GOAL 1V:

OEMD GOAL #1:

Customers Served:

OFFICE OF EXECUTIVE AN D MANAGEMENT DEVELOPMENT

the Public

PERFORMANCE PLAN

FY 1999

Deliver High Quality, Cost-Effective Human Resources Services to Federal Agencies, Employees, Annuitants and

Provide High-Quality Executive and Management Development Programs and Services, including core programs,
shorter, open enrollment programs, and customized programs through strategic partnerships with agencies.

Agencies and Course Participants

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

Ensure FEI and MDC Complete an OEMD Updated, relevant curriculum | Participant Surveys
curricula are responsive to Curriculum Review: tied to ECQs and
current executive and competencies needed by Increased Space Sales and
management needs and * Implement curriculum On-going Government supervisors, Open Enrolliments
integrated across the OPM review process managers, and executives to .
system. . established in function effectively as Demonstrated linkages in FEI

September, 1998 Government leaders now and | and MDC programs

into the 2{® Century.
« Engage participation Ongoing 15% increase in repeat

from key stakeholders in
curriculum development
process (NPR, Diversity,
Plain Language, Ethics,
Virtual Workplaces.
Family Friendly
Workplaces. etc.)

s Deliver 1999 FEI &
MDC courses based on
design developed in
curriculum review
meetings.

(Diversity pilot targeted for
June, 1999)

FY99

business




Strategics/Action Steps

Ohbjectives Fargets for intended Results Performance
Accomplishment Measuresfndicators

FEIl Conduet “share sales” © Agenviey Capacity audience made up Classes filled to 98%
Federal of senior mangers at GS- capacity.

1. Conduct core programs departments/agencies, L 5/8ES level,

for GS-15/8ES stateflocat governments, and

international representatives.
Evaluste programs, Continunous improvements High quality programs Maiatain or unprove ralings

with formal reports ot end of
year.

{overslirating4.50n 50
scalel

Conduet one study at Level 3
or 4 demonstrating
behavioral change and results
impact,

Introduce appropriate Ongoing Up-to-date progarm matrerial
changes in programs as delivered by high quality
needed. instructors.
2. Offer open enrollment Develop strategiy Ongotng High guallly programs that Repeaf business,
and customized courses | partaerships with key inciute skills appropriate to
through Center for agencies and design Key agenvies o targets US senior fevel officials and Minimum of one, fong-term

Executive Leedership
(CEL}

cusiomized programs 10 mest
agency specific niginess
needs.

Qpen enrollment and "share
sales” to fill classes,

Deliver programs during
ppen weeks at FEL

Evaluaie programs, analyze
resulis and make apprapriate
changes.

Treasury, EPA, Social
Security

targeted to agency-specific
needs.

Serve the needs of speciic
agencies as weil ag
individuals,

Timely delivery,

Feedback 1o improve
aiferings.

strategic partnership
developed.

Offer open enrollment
programs i 90% of open
fime. Work with off-site

Programs a6 neoessary to
fneet cuktomer neads.

Evaluations inchide ratings
of 4.5 or better on 5.0 scale.

One evalustion complered at
Level 3-4 vo measure impact
on the job,




Ohjectives Strategies/Action Steps Targets for Intended Resulis Performance
Acroemplishmeat Measures/lndicalors

MD(Cs Conduct "share sales” and On-going Capacity sudience made up Classes filled 10 9§%
open enroliments with of mangers ot £38-12 0 CS capacity.

3. Conduct core and non- Federal departments/ 15 level. ’

core programs for G312 | Agencies, stateflocal
- b0 (i8-15 level. governments, and
idemational representatives,
Evaluate programs. Continuous inprovements High quatity programs Maintain or improve ratings
with formal reports atend of {overalirating 4 3 on 5.9

year,

sealel,

Conduct one study ot Level 3
or Level 4 demonstrating

NPR

behavioral change and results
Fisivricud
4. Develop and defiver Administer 3ES Briefing 3 per year or us needed New senior exeoutives Ongolng positive feedback
guatity orleniation Programs, conduct follow up understand and value their from pantivipants, axgoutive
programs for new SES briefing, and sdminister larger role in govemment and | resources managers, and
members and Schedule C | Schedule C Briefing exercise their jeadershipand | other customaers,
appointees. Programs, other responsibilities froma
corporate {vs. & parnchial Evaluations that assess
agency} perspective io lead overall program quality and
change and promote a better | effectiveness (4.5 rating on
government. .15 sealey,
S, Administer the 1999 Admsinister the Gualhificationsy | Weekly Recognition and re- All vases considered within
Presidential Rank Award | Review Boards, snd work enforcement of executive 14 days of receipt
Program. with agencies 1o ensure that syecess
cases submited o the board
for certification are compliete -
and weltl presented.
Plan and implement a joint Conference Evaluation
Guality Conference with FY 99 Results.
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OPFM STRATEGIC PLAN GOAL IV

OEMI> GOAL #2:

the Public

Optimize OEMD's Business with our Most Desirable Castomery

Deliver High Quality, Cost-Effective Human Resources Services to Federal Apgencies, Employees, Annuitants and

Customers Served: Agencies and Course Participants
Objectives Strategies/Action Steps Targets for Intended Results Performance
Accomplishment Measures/Amiicatovs
[mplement QEMD Develop refiable and useful information abhout our Un-going Direction on Improvements to cumicula
marketing plan. customers and competitors development of and program design,
«  Co-design and implersent special study with product/programs,
Difice of Merits System Oversight and promaotions, pricing Increased enrcllments in
Effectiveness to gather participant faedback that and tocations for core and non-core
informs OEMD marketing offerings. programs,

+  Bring key customer data sysiem into full use

*  Conduct research on competitors via the Web

»  Conduct forums with key groups {e.g., ROl
Evaluation, Competency-based leadership

development, organizational learning, Drectors’

roundmable with line decision makers, key
compelitons)

Develop and implement appropriate promotions
programs for OEMD

o Catalogs and Brochures

OEME presence i external forums
Web-based vehicles for promotions

ECL £hnreach Vehicke

Afurni Communications Networks

[nicreased envoliments
m core amnd custom
designed courses,

increased
opportunities for
consulting/sirategic
partnershipg,

inereased consulling wark
with key agencies.

Qualitative feadback from
customers on promotional
materis} and vebivles.




OPM ETRATEGIC PLAN GOAL IV:

Deliver High Quality, Cost-Effective Human Resources Services to Federal Agencies, Emplovees, Annuitants and

the Publc :
QEMB GOAL #3: Increase our Technology Capability to better Deliver High Quality, Cost-Effective Executive and Management
Development Programs and Services
Customers Served: Agencies and Course Participants
Ohjectives StrategiesfAction Stegs Targets for Intended Results Performance
Accomplishment . Measures/Indicators
Iscrease technology capacity | Develop and implement a business Business plan complete | Professionalize Virtual collaboration capabilnny,
to deliver GEMD programs plan to invest retained carnings n by September 1999, program product. videa conferencing capability,
video conferenting, web-based Implementation FY2000 | Provide greater and web-based training available
defivery and virtual collaboration access 1o program by FY2080.
capability, speakers and
pamcipants, Provide | Qualitative evaluations indicate
and mode] virtwal customer satisfaction with
collaboration quatity of program delivery.
concepts and
technigues. Quanlitative evaluations
mzintain or improve ratings
{overall ratings 4.5 on 5.0 scale),
Upgrade FEI/MDC imteroftice Develop office On time delivery

communications consistent with OPM
phans.

autamation platform
o support new
registration system,
Training Server, and
Wels-based ard
network leaming
sodutions,

Increased capacity to register
and track program paniicipants.

Increased capacity to implement
Web-based leaming solutions.
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OPM STRATEGIC PLAN GOAL IV: Deliver High Quatity, Cest-Effective Human Rescurces Services to Federal Agencies, Employees, Annuitants and

the Public
OEMD GOAL #:4 . Effectively Manage QOEMD’s Financial Perfarmance
Customers Served: OPM, Agencies and Course Participants
Objectives Strategies/Action Steps Fargets for intended Results Performance
. Aecomplishment Measures/Indicators

Maximize use of availibie Bsrablish flnancial targens for Ongoing Program: Retained earmnings balanced.
financiat resources Revelving Fund Programs, finaneially sound
accomplish program goals
and abjectives. Muanage programs 54 3hat a retained

balance for reserves and contingencies

is maintained.

Strangthen the systent for monitoring
S&E financial performance b ensare
more effective uss of available
resources

Ensure appropriate management
contrels are in place ond observed,




OPM STRATEGIC PLAN GOQAL TV:

QEMD GOAL #:5

Customers Served:

the Public.

Deliver High Quality, Cost-Effective Human Rescurces Services to Federal Agencies, Emplovees, Annuitants ang

Create a Professional Work Environment that Fosters Effective Customer Service, Productivity, Diversity, and

Innovation.

QJEMD, Agencies and Course Participants

space, on & ¢oM reimbursable
hasis, by other agencies for
strategic planning and
exeeutive developmoent,

cover costs of additional
staff, )

Obiectives Serategies/Action Steps Targets for Intended Resalls Performance
Accomplishment Mensuresfindicafors
Creute and implement a [dentify hiring, diversity, and | Business Plas developed by Continucusly improve Program evaluation ratings
Business plan 10 Invest in the | development needs for September 1999, customer service, maintained or improved
development of a diverse QEMD faculey and staff 1o hnplementation FY2000 {overall ratings 4.5 on 5.0
QEMD faculty and staff. support continued growih and increase diversity in facully seale.}
best-in-class serviee, and saff.
increases in overall percemt
Develop business case for Increase skills and of minority emplovees in
* investing retained productivity of faculty and facuity and staff {with
garnings i developmend staff. emphasis on Hispanic
for facuity and staff representation),
s Hiring additional faculy
and siaff (o support new increase in cmployee job
growih satisfaction as measared by
Organization Assessment.
T fncrease wilization of EMDC | Onegoing increase operating budget 1o | Increased revenug o cover

increases in FTEs and
operaling budget.




OPM STRATEGIC PLAN GOAL V!

OEMD GOAL #&:

Custoners Served:

" the Public

Deliver High Quality, Cost-Effective Human Resources Services to Feders! Agencies, Employees, Anhuitants and

Develop OEME's ability to capture and share knowledge of innovative learning and perfonmance improvement
technologies for execuiive and mansgement training

DEMD, Agencies and Course Participants

Objectives Btrategies/Action Steps Targets for Tatended Resaits Pertformsance
Accomplishment Measures/Indicaiors
Develop codlaborative identify and collaborate with | Oogoing Joint meetings to discuss curricutum | Completion of joint projecis
refationships needed to bring | other Executive & issues. Joint ventures. Faculty deemed valuable by ali
adided expertise in FEI and Mansgement Developmen exchanges, Joint research projects. parties,
M programs Programs similar to -
FEVCEL/MEXC programs. Continued collaboration.
*  (her federal agenvies
s LIniversity-bhased
programs (MIT,
Harvard, Brookings)
+  Private Sector . . e e )
Entance spraker and Continue Scholar-in- On-going Richer programs Management evalisation of
participasnt pool at FEl and Residence Program. success as well as panticipant
MDCs. ferdback dicates

enhancement of course,

Capture, share and develop
knowiedge of effective
tearning and performance
improvement technologies

Develop 2 business plan

December 1559

Expand GEMDY's resesrch and
development capabilitdes in
executive and management gaining
to develop a best-in-class
grganization.

On time delivery of business
plan.

Enhance OEMD faculty
expertive in Performance
Measurements

Dieliver a
waining/certification program
in Performance
Measuremants

February 1999

ﬁ;ggfii}' to consult with pur clients on
the science of performence
TEASUIeMEnts,

Ability to conduct RO assessmonts
for OEMD products/programs.

Evalpation rating of tratning
program (4.5 on 3.0 scale}.

# of certifications in ROE
ASSESSMINILS
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MEMORANDUM FOR JANICE R. LACHANCE
DIRECTOR
OFFICE OF PERBONNEL MANAGEMENT

FROM: CURTIS J. SMITH
DIRECTOR
QFFILCE OoF EXECUTIVE RESOURCES

SUBJECT: FY 1998 Accomplishments

Attached is the Office of Executive Rescurces’ Performance
Plan, organized to show the cascading of OPM's strategic plan
down into our particular activities., I have added a last
column, “Actual Results,” where this vear’s results aze
annotated.

Our largest, and most inmportant goal, is to creats & corporatse
identity among senior executives and managers. It is also a
very €iusive goal, bayond cur current capacity to measure,
Beyvond the criticelly important business of residential
oourses where such identity actuslly c¢an be seen tO grow, our
most important actions this year wersa:

L A new line of business working with particular
agenciss and departments to help them creaisa a
departmental identify, 2 precurser we hope L4 2
Government-wide jdentity.

L Release and implementation of new Exesutive Core
Qualifications. We briefed over 5004 managers on
what 1is expected of executives and organized a
review and reordering of cur curriculum around them.
All core MDC coursses are new angd progress £rom one
Lo the next and then te FEI.

On the technology front, we kept our new Executive Information
System on schedule and on budget. And we chose and prepared a
new off-the-shelf software package for all of our
administrative processes at the residential centers. Training
is now underway to teach us to do business as the software 1s
designed to do 1%, thus giving us business process re-
engineering as a bonus.
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The business side of our operation has gone very well.
Although we won’t know precisely until the books clase, we
aperated near breakeven. We made substantial investments in
the curriculum and in newy facilities buf extra work brought
extra revenue, 50 the bottom ling is about even., On the
gualitative side, our customers continue to be delighted,
rating our programs at 4.¢€ out of 5.0 on average. We engaged,
for the first time in the life of the centers, a person
devoted exclusively to representing us to our customers and
helping us to underxstand what those customers want, We will
thus gain the knowledge to rebuild MDC enrollments.

Finally, as you know because of your own pariticipation, we
opened two wonderful new facilities, the annsx at FEI and the
EMDC in- Shepherdstown. fThis culminates more than a decade of
attenmpts to give FEI more capacity and to place the two MDUs
in permanent, guality homes for the long term. It has been a
pleasure to see these efforts to conclusian,

Attachment
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MEMGRANDUM FOR JANICE R. LACHANCE
DIRECTOR

FROM CURTIE J. SMITH
DIRECTOR
OFFICE OF EXECUTIVE RESQURCES

SUBJECT: FY 1998 Work Plan

Attached is my work plan for this fiscal year. It is
organized to follow the structure of OPM s Strategic Plan and
Performance Plan to make glear the connections betwesn the
particular things we will do this year and ocur longer term
plans. ‘

Our largest challenge will always be to create a corporate
2ense among senlor executlves, a sense that they share a
particular commitment and a sense that they are each part of a
common enterprise. This is an elusive thing ¢o measurs Hut
very much worth poersuing. This goal informs all that we do,
from sclutions we recommend Lo agenoy requests for help to the
Senior Executive Symposium we offer each vear.

Cur policy work will focus on producing a legislative proposal
to improve the Senior Executive Service and Lo greate the
policies and programs ¢hat will finally get us to the
corporate SES envisioned in the Clvil Service Reform At and
NPR recommendations. We will also complete a review of the
surriculam 2t both Management Development Centers and the
Federal Exgcutive Institute to take advantage of the new
Executive Core Qualifications. The key elaments of the
changes wlll be the creation of a ¢lear progression across the
three ¢ore seminars at the MDCs and then on teo FEI, and use of
computer-based simulaticns to create opportunities for
managers and exscutives to practice the skills they need.

Gnn the veéry practical side of our work, we will successfully
start opeérations in pew facilities in both Shepherdstown and
Charlottesville. For the Eastern Management Development
Center, particularly, this is an important and challenging
transition. We will manage it carefully to deliver quality
mourses untlil we close Lancaster and then to immediately
deliver quality courses in Shepherdstown.



Janice R. Lachancs Page 2

finally, in areas for which we have concrete and useful
measures: w& will maintain our high customer service ratings
and we will meet or exceed our financial targels. It may be
worth noting here that we will make significant outlays for
furniture and eguipment for ouy new buildings and show a loss
for the year. That loss, howsver, is already covered by
garnings from previous years and our retained earnings
position will remalin strong.

Attachment



OFFICE OF EXECUTIVE RESOURCES 213198
PERFORMANCE PLAN
Y 1998
OPM STRATEGIC PLAN GOAL I: Provide Policy Direction and Leadership ty Recruit and Retain the Federal Workforce Required for the 21*
Century .
OFER GOAL I: Strengthen the Corporate Hentity of Government Executives and Managers Through All of OER's
Leadership, Management, and Development Programs and Activities.
Customer Served: The President and the Executive Branch as a whele.
Objectives Strategies/Action Stepy Targets for Intended Results Performance Actual
Accomplishment Mensures/ Results
Indicators
Build a sentor Develop and deliver a senior Senior executives Survey will Deferred
executive executive survey to determine understand and value their | establish
commurnty and baseline information on altitudes, larger role in government | baseline.
foster an experiences, and issues. Use results and exercise their

appreciation for
and commitment to
Constiiutional
struchure and to the
Federal executive’s
role to improve the
performance of
government and
lead change.

10 gauge progress in developing an
executive corps with solid leadership
skills, a broad perspective of
government, and Constitutional
values as well a5 t0 improve
governmentwide executive resources
management.

leadership and other
responsibilities froma
corporate {vs. a parochial
agency) perspeciive to
lead change and promote
a better Government,




Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment Measures/ Results
Indicators :
Develop executive home pages and Promote networking Survey will Home Page up 2™
use this and other electronic among executives and establish guarter "
communications vehicles. share information about | baseline. ‘
SXEeCUlVE TesSources
matters,
Conduct Senior Executive October 98 Improved communication | Symposium Moved to 30%
Symposium and increased awareness capacity filled. | Anniversary (1%
of overarching corporate quarter 99)
goals that transcend Requests for
individual agency conferences
conecerns. continue.




Y

Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment Measures/ Reselts
Indicators
Promote the Implement the refined Executive Contining Executives are selected Increase in ELCQ's approved
selection of Core Qualilfications (ECQs) to ensure who have a "corporate percent of e 97, ’
executives witha | that individuals selected for perspective” and selections with | implemented June
“corporate executive positions have a corporate teadership skills and wide-ranging 98 with
perspective” who perspective and are prepared to lead experience to manage backgrounds - | phenomenal
are prepared to fead | the transformation of government ) change and transform e.g., results-over SU00
the continuing into the 21 century.  Work with government. miteragency, attended workshops
transformation of agencies to strengthen agency nter-
Government. selection criteria to ensure the governmenial,
primary focus is execuwtive leadership and/ or inter-
in addition to technical disciplinary
qualifications. eXperiences
(haseline to be
established this
vear),




Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment Measures/ Results
Indicators

Focus attention of | Address attitudinal and other barriers | Continuing Agencies recognize the Increases in An intractable
agencies and senior | to executive movement on the part of value of hiring other than | interagency, problem-SES
executives on agency leadership and senior home grown talent, and inter- framework forced
promoting executives. executives recognize the | governmental, | discussions and
voluntary value of broadening their | and inter- showed wide
movement of experience base beyond disciplinary spread opposition
executives between their home agencies. selections for to concrete steps.
agencies, with state executive Significant
and local positions. resources sought
governments, and {Baseline tobe | for FY 2000 to

with the private
sector to broaden
their perspectives
and bring in fresh
insights to agency
programs.

set this year.)

attack problem
through executive
placement activity.

Prepare SES Reform bill. Moditfy
the SES to make it more corporate
and more executive.

The government’s
executives are truly
"executives” (not
technical managers) with
the skills needed to lead
change and transform
government.

Timely
completion.

Extensive
discussion
generated by
framework.
Necessary
consensus lacking
for a Reform Bill
this year.




Objectives Strategies/Action Steps Targets for Intended Results Performance Acthial
Accomplishment Measures/ Results
Indicators
Assure that the goal | Administer the SES and other Ongoing Programs and activities Survey results. | Commitment to a
of a "corporate executive personnel systems and reflect broad strategic and corporate executive
view" underties all | provide guidance 10 agencies ina performance goals and a service and to
programs and way [0 strike a balance between focus on results, rather responsivengss to
activities. management flexibility and the larger than a process orientation, agencies continued.
corporate interests of Government.
Include fielkd Establish linkages between FEland | 2% Quarter FY98 | Provide updated Positive MDC visits to
executives in the FER/FEA in various parts of the mformation on programs | response. FEBs;
corporate country. and services of FEI/CEL.
COmmunity. MDY help to FEB
»  Send information on FEI to chairs on their
all FEB/FEAs. strategic plan at
national conference
¢ Atitend national conference in _ L
ne. TBD Involve field executives in | Increased
corporate life. -awareness of - -
+  Visit selected FEB/FEA FEL
repional meetings,
o Convene QRBs at fieid 3" and 4" Quarter On-going QRB convened in
locations. FY 98 linkages New Drleans
established.




OER GOAL 2:

Customers Served:

Provide Leadership and Management of the Senior Executive Service and Related Executive Personnel Systems as'a
Corporate Resource in a Way That Maximizes Management Flexibility While Preserving the Larger Governmentwide

Interesis.

Individual agencies and the Executive Branch as a whole,

Rank Award Program.

recnforcement of
EXecutive success.

Objectives Strategies/Action Steps Targets for Intended Resuls Performance Actual
Accomplishment Measures/ Results
Yudicators
Develop and Lead a comprehensive Recertification is used as | The number not | Few ppt recertified.
impiement governmentwide review of the an effective tool o recertified, Survey completed
governmentwide fegally-mandated triennial address performance confirming
policies and recertification cycle to determine if problems. consensus for an end
programs that strike | it is a useful tool in measuring to it. Legislative
an appropriale execttive "excellence: or if it should proposal will be
| balance between be merged with the annual SES prepared,
management performance apprisal process.
flexibility,
employee
protections, and the
larger corporate
interests of
(Government.
Administer the 1998 Presidential FY 98 Recognition and Done, and on time




Objectives Strategies/Action Steps Targets for Intended Resulis Performance Actual
Accomplishment Measures/ Resulis
Indicators
Admunisier the Qualifications Weekiy Focus on executive Regular Standards met and
Review Boards, and work with gualifications by pecrs. meetings; All attention to merit
agencies to ensure that cases cases maintained
submitted to the board for considered
certification are complete and well within 14 days
presented. of receipt.
Continue to focus Administer the FY 98-99 allocations | Ongoing The size of the executive | Legal limits and | Provided relief for
agencies” attention | program, Maintain the corporate wotkforce is consistent Presidential critical new program
on the importance | goal of a smaller workforce at the with 2 smaller, more rargets are needs and
of executive executive level streamlined and delayered | maintained. maintained overall
resources planning, Federal workforce, 10% reduction
including Agencies
BUCCESSION operate within

plagning, 16 meet
current and future
mission
requirements.

allocations,

Provide high-
guality guidance
and technical
assistance o
BRENCICS.

Publish an SES Desk guide as a tool
for senior executives and agency
personnelists in interpreting and
applying the laws and regulations
that govern the SES and other
executive personnel systems.

Agencies have the tools
needed to effectively
manage their executive
resources programs and
provide guidance and
support to fheir executives

Customer
survey,

Deferred pending
results of
Framework
intiative




Objectives Strategies/Action Steps Targets for intended Results Performance Actual
Accomplishment Measures/ Results
‘ Indientory
Respond 10 agency requests for Ongoing Timely and helpful
information and assistance on responses provided
executive personnel matters,
including such things as special pay
authorities, ad hoc allocation
regquests, el
Maintain an EIS migreation project — continued EIS produces tmely and | Customer On time and on
automated efforts «o develop and implement an accurate data to meet survey budget

executive personnel
data system to met
reporting
reguirements and
other information
needs,

updated, modernized system to
collect and manage governmentwide
executive personnel data. This
includes automating the "1390" to
streamline the process agencies use
to report data on SES positions and
incumbents.

reporting requirernents
and stakeholdey
infarmation needs.




OPM STRATEGIC PLAN GOAL IV: Deliver High Quality, Cost-Effective Human Resources Services to Federal Agencies, Employees,

Anauitunts and the Public.
OER GOAL 3 Provide High-Quality Executive and Management Development Programs and Services

Customers Served: Agencies 2nd eourse participants.

Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment Measures/ Results
Indicators
Ensure that the Compilete the QER Curniculum Updated, relevant Participant At four curricuhnn
curricoiuam is Review:; curriculum tied to the SUEVEYS. gonferences, MDD
responsive 1o ECQs and competencies curriculum revised
current executive o Ilold regular curriculum (Ingoing needed by Government | Eventually, using ECQs; new
needs and review meetings. supervisars, managers, | increased space case studics and
integrated across and executives to sales, simulations under
the QER system. « Invite participation from key | Ongoing function effectively as development
stakeholders in the OER Government leaders Demonstrated
curriculum (PRDC, FEL and now and into the 21~ linkages in
client agencies). Century. Programs.

s Deliver 1999 MDC courses | FY 99 20% reduction in | For FY 99, all core
based on the design the use of COUISEs are new
developed in the curriculum coRtract program
review nieetings. MANAgers.

*  Develop an ongoing process | September 1998 13% increase in FEI curriculum
for OER cumiculum review. those participants | continues to evolve

returning for the
integratesd
curricubum.




Ohjectives Strategies/Action Steps Targets for Intended Results Performance Actual
Ascomplishment Measures/ Resuaits
Indicators
FEI Conduct "share sales” to Federal Agency Capacity audience made | Classes filled o | Class filled to 98%
departments/agencies, state/local : up of senior managers at | 98% capaxity.
Condugct governments, and international (GS-15/SES level.
core representatives. Training reps "day"
programs in Charlottesville.
Z{;ﬂf‘? ES S, Evaluate programs. Continuous High quality programs. | Maintain or Ratings for year
. improvements improve ratings 4.63
with formal {overall ratings
reports at end of 4.5 on 5.0 scale,
year.
Introduce appropniate changes in Ongoing. Up-to-date program Standard monthly
programs as needed. material delivered by review of program
high quality instructors. continues to lead o
meremental change
Offer 30% Design program. 27 Quarter 98 Highly visible, high Appropriate level | 30 anniversary
Anniversary quality celebration. of attendance. and building
event/annex dedication were a
dedication. | Mail invitations/place 3" Quarter 98 Timely delivery. success - OPFM

announcemenis.

Deliver program.

Qctiober 1998

Director,
Congressmen, local
leaders attended
with 200 others

14




hjectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment ) Measures/ Results
- Indicators
Use more Replace transparencies with September 1998 Professionalize program | 75% of classes Accomplished ~
technelogy | computer generated graphics. praduct. use computer computer graphics
to support generated for all plenaries and
course graphics for 50% | most small classes
delivery, of the sessions.
Have course participants perform September 1998 Maximize the advantage | At least three Deferred until
research on the hiternet. of Internet access for programs OPM acceess to
greater leaming formally include | Internet is in place
this requirement
in their
curriculum,
Provide Study feasibility and costs for September 1998 Create a new market for | Feasibility and Deferred until
training delivery of modules on worldwide MDCs and provide cost studies | Internet access in
modules to | web, more service to completed. place
clients over customers. Implementation
the turgeted for F'Y
worldwide 2000,

web,

il




Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
» Accomplishorent ' Measures/ Resulfs
Indicators
5. Offer skill- | Design new programs for annex. Ongoing High guality programs Returning Open enrollment a
based short : which include skilis customers, moderate success,
courses Open enroliment and "share sales” appropriate to senior but custom
through to fill classes. tevel officials. Offer programs in | offerings are
Center for 96% of open booming. Over
Executive Deliver programs during open Serve the needs of time. Work with | 600 individuals
Leadership | weeks at FEl and in annex in 4% customers. offesite programs | attended CEL
{CEL) Quarter. as necessary to programs,
Timely delivery. met customer gencrating over $1
Evaluate programs, analyze results, needs. million in revenue.
and make appropriate changes. Feedback to improve
offerings. Evaluations Average was 4.6
include ratings of
4.5 or better on
5.0 sealed.
Return business.
MDCs

Increase use of
technology 1o
improve products
and efficiency,

Begin developing computer-based
simulations in core programs it the
MDCs. :

September 199K

Improve learning by
moving from teaching
methodology to learning
method.

Agency scenarios
and individual
simulation
requirements for
COIe Courses
{SNM, MDS,
EDS) developed

One simulation
completed.

WMDC has piloted
a symulation on
conflict resolution,
Four more upder
development.

12




Objectives Strategies/Action Steps Targets for Intended Results Performanee Actual
Accomplishiment Measures/ Results
indieators
Begin developing paperless Seplember 1998 Cut use of paper in half | One pilot Paperless notebook
notebook for courses. at and move info the program developed for
electronic age. "Managing of
Information
Technology”
program
Prepare to use up-link and down- July 1998 Expand the programs A completed cost | Cost study
link access and communication in beyond classroom walls. | study of completed.
support of programs. instailation and Budgeted for Y2K
use, Goonlink
in FY 1999
Establish e-mail communications Ongoing. Improved Usage by Done for six
with alumni and potential Contingent on communications increasing classes st WMDC
participants. Integrate use of LAN approval by OPM. number of
with the Intemet. parties.
Develop a welcome video for September 1998 Provide more Script and story Switched from
WMDC participants to be shown information to the board completed. | video to computer-
aver the hotel television sels, customers in their Agreement based graphics. In
lodging and leaming reached with the | use now for all
center. hotel. offerings .

13




Objectives

Strategies/Action Steps Targets for Intended Results Performance Actusal
Accomplishment Measures/ Results
Indicators
Develop new and Open a new Center to expand the FY 98 Continuously improve Opened on time to
improved products | EMD(C s capacity to met customer customet service. nice fanfare. No
and services (o needs in a timely manner. ¢classes missed
meet agency
customer needs. Make EMDC space available, ona | Ongoing Center is already
" cost reimbursable basis, to other bemg' usied this way
agencies for strategic planning and even in its first
executive development. months
OEPS
Develop and Administer SES Briefing Programs, | 3 per year or as New senior executives. | Ongoing positive | Two briefings held;
deliver quality concuct a pilot foliow up briefing, needed understand and value feedback from first follow on
orientation and admnister Schedule C Briefing their larger role in participants, scheduled for
programs for new Programs. government and executive January 99
SES members and exercise their feadership | resources
Schedule C and other managers, and Good feedback
appointees. responsibilities froma | other customers,
corporate (vs. a
parochial agency) Course

perspective to lead
change and promote a
hetter government,

evaluations that
assess overall
program quality

angd effectiveness.

14




QER GOAL 4:

Customers Served:

Muanage OER Business in an Effective and Customer Focused Way

Agencies and course participants,

Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment Measures/ Results
Indicutors

Maximize use of Establish financial targets for | Ongoing Program is financially Retamned Planned

avatlable financial Revolving Fund Programs, soungd earnings mvestiments

YESOUTCeS to balance. restrained growth

accomplish in balance,

program goals and although reserves

objectives. Manage these programs so appear to have

that a retained balance for
reserves and contingenctes is
maintained.

Strengthen the system for
monitoring S&E fivancial |
performance 1o ensure more
effective use of available
TeSOUICes,

Ensure that appropriate
management controls are in
place and observed.

grown due ta
growth in business
{this won't be
certain until the
books close)

Reserve level is
very good

{Controls are in
place and working
at each center

18




Objectives Strategies/Action Steps Targets for Intended Results Performance Actual
Accomplishment Measures/ Resalts
Indicators

Idenify possible | Engage a contractor for analytical Ongoing Reverse enroliment trend. | Participant Participants

causes of and fact-gathering work. training days. sueveyed but cause

solutions 1o not discovered,

continuing decline Next steps

in MDC nonparticipants,

enroliments. agencies. Director
of Agency
Relations hired to
lead systematic
effort

Develop, Identify and collaborate with other Ongeing Joint meetings to discuss | Completion of | Partnerships

coliaborative Exgcutive Development Programs curriculum ssues. Joint | joint projects established with

relationships similar to FEVCEL programs. ventures. Facully deemed ICAF, UVA,

needed 1o bring exchanges. Joint research | valuable by ali | Colorado

expertise to bear in +  Other federal agencies projects. partigs. University at

FEI programs, »  University-based programs Denver

(MIT, Harvard}) Continuedl
s Private sector (U.8.) {CCL} coliaboration,
Enhance speaker | Continue Scholar-in-Residence Ongoing Richer programs Management Program will

and participant
pool at FEL

Program,

evaluation of
success as well
as parficipant
feedback
indicates
enhancerment of
COUISE.

continue, but no
space in 98 due 1o
level of business

16




Strategies/Action Steps

Intended Resulis

Obsjectives Targets for Performance Actual
Accomplishment Measures/ Results
Indicators
Establish scholarship program for 2nd-4th Quarter Exposure of Federal Number of Twenty-three
International participants (public and | 98 excoutives to other scholarships executives atended
private) systems. awarded. from other
Targetis 3. couritries, two on

scholarships.
Three scholarships
awarded for FY 99.

17




Kavember 7, 1997

MEMORANDUM FOR JANICE R. LACHANCE
ACTING DIRECTOR
QFFICE OF PERSONNEL MANAGEMENT

THRU: ROSE GWIN
DIRECTOR
OFFICE CF HUMAN RESOURCES AND EED

FRCOM: CURTIE J. SMITH
RIRECTOR
OFFICE OF EXECUTIVE RESOURCES

BUBJECT: Qffice of Executive Resources Accomplishments
For FY 1897

I am pleased to repcert our accomplishments for last yesar., The
Office of Executive Resources (CER] coniinugs o make steady
progress on its programmatic goals and to perform exceedingly
well financially.

Our pverarching goeal under OPM s strategic plan is to build a
Senior Executive Service that 1s truly & ¢orporate asset. The
most important ¢ontribution to this goal was the opportunity
foxr the 18%6 Distinguished Executives to meet with President
Clinton and receive his personal thanks and encouragement.
This still reverberates among executives, and indeed
throughout the Federal service. After saverzl years of
persistent effort and the help of collieaguss in the Cifice of
Communications and the Director’s Offige, 1t was truly
gratifying to see the pride 1t brought these Distingulished
Executives.

Cur residential programs also contribute Lo creating 2
gorporate body of managers and executives by giving
participants an @ziended sxposure Lo ¢olleagues from across
government and by explicitly addressing national and
governmental roleg of Federal leaders., At each center we
maintained or improved a historically high participant rating
{6.5 cut of 7 at ¥EI; 4.68 out of 5 at EMDC, and 4.5 out of 5
at. WMDC) . '

We took advantage of our positive financial situstion to
gnrich what we offer our customers. For example, FEI included
the Aspen Insiinute Seminar as a ¢holige in eagh 4-week courss,
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the WMDD created a new sories for team leaders, and the EMDC
created a new forum foy EPA to create a Watershed Partnership
with its stakeholders.

An unplanned but rewarding opportunity came cur way through
the Results Act. We produced a CD~ROM which is both
attractive and substantive and which we are now beginning to
use as a way Lo extend ocur reach into the ranks of Federal
managers to orient them and to give them a toelkli for
implementing the Act.

&s managers of the Senior Executive Service, ws revised the
Executive Core Quallifications (ECQ) in cellaboration with and
based on the research of colleagues in the Employment Service.
The new BCQ's speak clearly and forcefelly, in fresh langusage,
about the abilities executives need today and tomorrow, ¥We
alse held the number of allocated 3ES positions at the reduced
level aschieved in 1826 and prepared allozations at that level
for the next biennium in order to ensure that an appropriate
and fair share of the reduction in the workforce is at the
senicr ilavel.

Our matdior commitment is to the programs that we run, bDut we
must alsg succeed as & business in grder to continue them., To
this end, we have developed an Information Technology Strategy
to improve our operations, but more importantly to tie the
components of CER togelher in crder to better understand our
customey base and o begin to have data to measure our
aeffectiveness in developing and managing executives.

“In PY 1997 we made Important progress in defining our
financial geoals and our strategy for reaching them., We have
defined our legal reguirement to “break even,” established the
contingency reserve we need [0 ensure that we do so, and set a
3-year investment horizon to ensure that we are caveful and
thorough about providing, full value tco our customers.

Finally, the bottom line: DER's Revelving fund organizations
earned approximately $20 million, spent $13 million, and added
$1 miliion te reserves.


http:important.ly

December 11, 1093&

MEMORANDUM FOR LORRAINE A. GREEN
DEPUTY DIRECTOR
LOFFICE OF PERSONNEL MANAGEMENT

FROM: CURTI8 J. SMITH
DIRECTOR
OFFICE OF EXECUTIVE RESOURCES

SUBJEDT: FY g7 Performanﬁe Flan

Attached is my performance plan for FY %7, together with the
Management Activities Standard and the SES Appraisal form. 1
have organized the performance plan in 2 new format as a
convenient way to show connections between our mission and
goals and specific objectives for FY $7, in keeping with the
direction of the Executive Board's work on OPM's strateqic
piarn.

We have, I hope, set ourselves an ambitious agenda. My oun
focus will be on five things:

1. Developing a survey of key Federal leaders to gauge,
based on thelr assesgments, how well we are doing.
Our most important goals -~ to improve the
performance of Federal organizations arnd to bulld a
corporate SES -~ are simply not subject to
guantitative measurement at thiz point. The new
survey will cell us if Deputy Setretaries and ERB
Chairs, for example, think they see the results we
want .

2. I hope to make real progress at FEI in the degres of
participation by international executives as a key
enrichment of what we offer our customers.
International participants give our Federal clients
a fresh way to se¢ ocur own system and new knowledge
of sther cultores.

3. The continuing cap on BES pay -- and the comprassion
that is beginning of the tep levels in the SES pay

Lorraine A. Green Page 2

structure ~- mean that we wlll sea more and nore
demand cn the various exceptional pay authorities.



We need to organize our thinking about and approach
to the question of executive pay in order to make
consistent decisions about individual cases.
Ctherwise, we will stumble to a policy from the
aggregation ad hoc decision.

4, OER has, in 1996, developed an Information
Technology strategy. We need to make solid progress
in implementing it in 1997, subject to the
availability of funds. This is the first step in
integrating data from all of our activities and
improving ¢ommunication among the Government’s
executives.

5, ALl of our Revolving ¥Fund programs have had two
strong yvears financially. We need to continue to
improve the acguracy of our projections. More
importantly, w¢ need o set longer term goals,
taking into account contingencies and investments,
to ensure the best use ¢f cur rescurces in building
a corporate executive and managerial community and
to ensure thatl we provide full valve to our
customers,

We will also, ¢f course, continue to administer our various
programs such as the Presidential Rank Awards, SES
Allocations, and the Quality Award and Conference, and
continue our tradition of offering excellent executive and
management development.

Atcachments



OFFICE OF EXECUTIVE RESOURCES

FY 97

OER Mission: Improve the performance of Goveroment by leading in the selection, management, and defeiepmwt of Federal
Executives who are exceptional leaders, whie understand their constitutional vrele, and operate within that framework, and whae,
possessing a broad, corporate view, pride themselves in serving the American prople.

Goal FY97 Objective Measure Results
|13 Strengthes the Corporaw Emphasize in SES orientations, FEI Survey of Kev Leaders A Rey message in each of

ldentity of Federal programs, and MDC offerings that Federal our programs
Executives managers and executives are 4 sational

SOIPS.

Survey design underway

Develop survey of key players as means to drd Quarter

measure OER’s effectivenesy at

- meeting ageney needs st FEY and

MBCs
- advancing goal of 2 corporaie SES
Issueid 2nd Quarter Being printed

. Issue annual report on OER activilivs to the

execitive and management community




Goal

FY97 Objective

Measure

Resulis

I

Provide high quality
Executive and Managerial
Programs and Services

Revise MDC curricotum and tie it to nesdad
competencies

Al cach MEBU, offer a very new of very
revised course

El

Deliver National Quality Programs

a4,

Admimister the President’s Award
for {uality

Manage the 1997 Nagional
{Conference on Quality

Recnsit and hire manager for WMEX

Increase value provided to customers

a,

Enrich the education at FEI by
significantly increasing attendance
by international, state, and local
executives

Invest in better speakers and
adjunct faculty for SES
arientations, FEI, and MDCs, to
improve the vaiue of our offerings

Participant satisfaction
above 4.8 on 2 S point
scale

Detivery in FY 97

Thnely

Participant satisfaction
above 4.0 on s 5 point
senle

On board before the end of
the fiscal year

Improve current average of
nine per year

Increase in ratings

Exeseded poals:

EMDC - 4.68 on g 5 point
scafe

WMDC - 4.5 on a 5 point
scale

FEi-65ona 7 point
scale

Leadership Potentinl
Seminar; EPA Watershed
Partnership

Completed

Exceeded goal witha 4.5

Dennis Center selected -
in charge of major
cyrmicuium review

11 internationals in 97; 20
in 98 with a sprinkling of
state and Yoca!

Added Aspen Institute
couarse; secured key
Washington speakers; all
highdy rated




Goal FY97 Objective Mueasare Hesults

HL Manage the Federal I Hold the overail allocation of SES positions | Final allocation results Achieved more than {0%
Exseutive Personnel at the current, redoced level reduction; some relief can
System now be granted; proposed

biennial allocations hold
at reduced fevel

2, Revise Executive Core Quahifications igsued by the end of the {ssued and wellecuived.
fiscal yeur Curricalum i being
P evaluated in light of
ECQs
3. Administer the Presidential Rank Awards Timely President met with
Distinguished Rank

Award winpers

4. Lead inteenal OPM review of special pay 3ed Quatier With ES and WCPS,
mstheritios reviewed history and
customer seeds which
witl lead 1o legistative/
regulatery proposals




Gonl FY97 Objective Measure Resulis
iV, Manage the OER Promete diversity of participants, staff, Demonstrated activity - Released figures on
Business comtrartorns gains by minorities and
wormen in SES to
encourage agencies
- Reeruited Asian/Paciiic
Isiarder
- Mipority participation at
FEf up from 1110 3%
Women at 30%
- Hispanic executive on
detail
Ensure financial management controls are Demonstrated activity Done; cantinuing
in place to mewt FMFIA requirements
implement IT strategy
a. Automate sgency transmission of Depending on funding, - Diesign 20% complete;

SES dala and update system for
collection and management of tha
data

Lise bsternet fo facititate continued
commusication amonyg pradustes
of MEX s, FEL and SES
arivntatons

implement enhanced T systems o
MBCs and FET for administering
marketing, and financial
management

complete project in FY 98

Run severat pilots

Projects defined and begun
inFY 97

funding in place for 1998
implementation

Pilots ran; clients not vel
ready

Equipment and softwate
upgraded at FEI and
WMDC (EMDC to do on
refocation). Have a
conceptual destgn for
ER [T system, 1o




Gosal FY97 Objective Measure Results
IV Manage the QER inclade integration of
Business (cont.} SES, MDCs, FEL
Protect, enhance, and make the most use of
QER's phvsical factligies
a Ensure » useful and high quality New buildings for both
EMDL by menitoring design and EMUC ard FE are o
canstruction schedule and on budget
of new Sheperdstown faciity
b. Protect and maintain the FEI OBA audit 98.8 out of 100 rating on
facility ‘96 audit. Facility
continges o be
maintained in superior
manper. Mext audit
scheduled for March 98.
Implement a financial strategy to allow for | Completed by 2ad quarter | Excellent progress:

stability and Increased value for customens

a.

St Fnancial targets Tor R¥

programs, based on a 3.year break-
even target, while providing for

comtingenciss and
investments

Extend gainsharing o MDCg

Decision reached with
employer panners

suntingency reserves
defined: investment
strategy in placy; break
even targets set for third
vear ¢

FEI employees will share
i 1 gain,

Extended to WMDC,
EMDC partners to
consider after relocation




