
October 26, 2000 

MEMORANDUM FOR JANICE R, LACHANCE 
DIRECTOR 
OFFICE OF PERSONNEL MANAGEMEN7 

FROM: 	 BARBARA ;, GARVTK-KES7E~ 
D:REC':'OR 
OFFICE OF EXECUT!VE AND:MANAGEMENT DEVELOPMENT 

SDBJE.CT: r~ 2000 Accomplishments, 

At.tached is the Office of Executive and Management Developrr,ent' 5 FY 2CO;) 
accomplis~~ents, organized to show the reiationship of OEMD's objectives to 
OPM's Strategic and Annual Plan. 'rhe second attachlt.ent is a copy of my 2000 work 
Plan. 

As stated i~ ~he 2000 Annual Plan under Strategic plan Goal III, our goals this 
year were to; grow our business by developing strategic partnerships with key 
agencies WPM Strategic Plan Goal III: OEMD Goal #7), and increase 
pa~~icipatio~ ir. exec~tive and management development programs while oalancing 
income and costs :OPM Strategic Plan Goal III: DEMD Goal K$). 

! am pleased to say that FY20QO has been the most prodac~ive year that The 
Federal Executive Instit:..te (FE::) has had in its enUre 32-year histo=y. The 
Center fer Exec';ltive :'eadership {CEL) alone bas had a phencllr.er:al 54% increase in 
revenue and our Leadership foc a Democratic Society Program was filled to a 96% 
capacity. Western Management Development Center (WMDC) has also had its roost 
productive year since 1997 (with nearly 2700 total registrations). JlJl of this 
was ac:::oID?=--iShed in addition to successfully hosting the Israeli/SyrJ..?l Pen<;:e 
ral~s a: the Eastern Management Development Center (EMDC) in Shepherdstown. 
This event brought high praise to OPM £rom both the President and Secretary 
.lI,.lbright. A summa:ry of our most significant OPM Annua2. Plan accor:-,plishmer.ts a:1d 
their impact 011 QPM are outlined below: 

• 	 A total of 10,164 managers and executives participated in O£MO residen:ial 
(6833) and non-residen~ial (3,331) p=ograms =or an overall increase of 4J,lt 
over FY 1939 residential programs (7,~02j. This dra~atic growth in the 
overall n~er is a direct resalt of increases in the number of consulting 
services requested this year. (Annual Plan Goals #7 & s: 
Indicators/Performance Results ~7.l and #8.1) 

• 	 OEMD increased the number of custom designed progrs~s, expar.ded c~r.sulLing 
arrangements. and achieved new lines of business !Jy establishing s-aven new 
strategic partnerships w~ch high impact agencies: ?ive for ELI/CEL (NOAA, 
DSAID, DeCA, }ms, Department of 8d:..ca~io;1l, and two for the ~l't':DC (CPA and 
UEAi. ::n additio:1, EM:;C expanded ita current partnershlp with the Army 
Acquis~~ion P~ogram by designing and conducting six Customized 1-week 
progralr.s. (Goal _7: I::)d~cator!Performance Result 117,2) 

• 	 &~~C par~nered with Federal and non Federal organizations in developing and 
designi.ng the Excellence in Gover.r:tment Conference which drew ove:: 1500 
participants and was the venue for presentation of the FY2000 President's 
Quality Award Program (Goal #I: Indicators/Pe::-formance Result J7.2 
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• 	 OEHD establ~shed a Succession Plar:ning Service with three Govecnment groufs 
:NOA.n., DeeA 5r:d the eFO Fellows Program) to assist them in aligning thei: 
htlmar; resources {HId strategic go~ds. (Goal ~7; IndicatorJPer::crmance, Result 
-it7. 

• 	 OEMO conducted two curriculum reviews to validate 01.:1: ::::ur:::ic'J.lL!ffi agaHlst the 
Executive Core Qualif""cations and Co;:-.petencies. These reviews led to the 
development of a "1eacership C"ourney" that i:1tegrated core program offerings 
at FEI and the t-:D8s and prov.ides leaders with a development pI!Jth from the 
supervisory le"fel to SES cert:if'~C,;JtioJl. This "Journey" is a key PI!Jl:"t of cl.;r 
cc-:nmunica::ion o:>::1d marketing .l.nltiatives. (Goal #7: Indicator!Performa::1::::e 
?.esult "'7.4) 

• 	 0:.1); MOCs implemented, delivered; and assessee five dive!"sl.ty programs (lBO 
participants) that earned overall program evaluaciofls (customer satisfactJ.on) 
of 4.4 on a 5,0 scale. FEI has established a Jiversity Advisory Council 
(consisting of FE! Ah:.mni and Dive::sity Experts) :'0 guide us in integrating 
diversity in our c'Jrricu:um, (Goal ~7: ::r.dicatorlPerformance Result 47,4) 

• 	 FEI corr.pleted th.e desiq:1 of a new Leadersh.ip for Results prograr. (Acti::H: 
:.earr.in:j mod.el), which ,lses state-of-the-art learning ap~roa.Ches t? enable 
parr.i:::ipants to work on significant ager.cy issues as a vehic:e for :::t::eir 
traini:>.q. (Goal.7: Indicator/Pe::formance Resul.t 1'7.4) 

• 	 OEMD achieved an overall 4.6 cn a 5.C customer satiSfaction ratlng scalcr 
which surpa.ssed cur standard for Cere prcgrar..s i:'1 program content, relevance, 
and facilit,les. We also exceeded the standard :::or our non-core programs of 
4.4 on il 5.C s:cale, ar:d averaged 4.6 on these program ratings, (Goal i7: 
Ind~catorlPerformance Result 47.5) 

• 	 OEMD ccnd:.l:::ted 1"1 total of five Level Three/Four RC! eva::'l;at .. O:!$ in 
partne:::-ship with our customers, which s:-,owed positive re.9Ul t:s from OUI 

training programs: two LDS programs at FET, t;..;o CE:" p::cgrar::s ....·,lth the 
'Treasury Department and the 9'.lreau of r:be Census, and one eva10ation .;It WMDC 
in partnership with the Bepartment of -:he }:'.rmy chat showed an RO! ot" $478,00f) 
in docuzne!1ted savings compared to 11 $100,. 000 training expense, (Goal t7; 
Indi:::ator/Perfo::."r:-,ar:ce Res:.1::: #7,5) 

• 	 OEl'-D ciesigned, developed, and. implemented a Leade:rship Le6.rnj:1g Syste:;, iLl,S) 
that provides our customers with on~lJ.ne pre/post course ma:.er~als, 
registration and data collection forms, virt:Ja2. co::'':'aboratior. cO:jrs€;s, "md 
computer-based simulations, These capabi""i-ties ~'lil: lower our overall 
program costs" increase ottr progra::. quality di,Q -.::usccmer satisfaction, and 
allow un to more effectively coilect evic!ence of tr.e impact of cur programs. 
(Goal #7: ::ndi:::ato::/P"rfcrmE:-.;:;e Result *7.7) 

• 	 OSHD pa:'::icipated in ::he Organization for- Economic Cooperation and 
Developll".er::t (O=:CD) Human Resources consoctium of 25 CO'..mtries to share bes:: 
practices in leadership dBvelopmenti continued our rr,ernbership on the Na:icnal 
"n..c$.demy of Public Administration's (N.t..?A) cor.sor~i:..lrr, ot. Goverr.ment 
Performance; began shaLing leEding edge management development programs with 
agency counterparts (e.g'l Deparr:ment c·f the T::eas:..lry, the :1uclear Regulatory 
Conunission, Department: of Veteran A:'fa.:.rs, CEAID:; sponsored an ROI research 
study conducted by the American ?rod'Jc::ivity and Quality Center, and 
developed a partnersh~p wi.::h AmerJ.can Gniversity that allows for granting of 
Executive t-!aste::s Jegrees t:o people who complete courses at our MDCs. These 
initiatives are no::; or;ly extremely valuable to our customers? tut: they also 
provide OEM;:; ""it.'l external oversignt and review of our progremming. (Goal 
J\"7; Ind.lcatoriPerformance Result 47.8). 
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• 


.• 	 Our Organiza~ion Assessment Sco=es improved by an average of 40% ~n ~hree key 
areas: Communica::io:1, RewardsiRec09nit.lOn, ~nd Performance M<lnagement, 
indicating ~remenaOU$ improvements in OEMD employee satisfac~ion. :Goa: ~7: 
I:1dica~o~/?erformance Result ~7.9l 

• 	 OSr-::D developed a Balanced Scorecard that translates the OEt.JD Ir.iss:.o::! and 
strategies into objectives and measures, organized .lnto four d:.::ferem: 
perspec~ives: financial, customer, inter~al business processes, and learning 
gro;..'th. Th~s scorecard has become the ba.s:'5 fer our elr_ployee Goa:s:-'aring Plan 
-::hat we piloted this yea:t:. This program grants our err.ployees performance 
awards of up to $1700 for accompl~shing OEMD goals in the OPM Ar.nual Performance 
Plan and has the potent:l.al of !:J;tgnifican increasi.'1g employee satisfaction. 
(Goal kS: Indicator/Performance Result 1'8.2;. 

The business side of o:.:r operatio!: has also gone very well, Although we won't 

know precisely cmtil the books close, we operated at: near break-even (+$266~OOOi 


in spite of projections that we would close in the red, This was primarily the 

result of the tre!':',endcus de;nand for increases in consulting services requested 

this year. Our cumulative retained earnings remain ~ltrong at $2,8M (Goal #2: 

Ind~cator/?e:::-formance Res~lt #8,3), 


It 	has been a pleast.:re ~o be part of this highly productive period for o:;r..:o. 

Attachfr.ents 

j 

http:potent:l.al


BARBARA GARVIN-KESTER, Director 

Office of Executive and Management Development 


Performance Report 

September 30, 2000 


OPM S'J'RATEGIC PLAN , Sen'e: OPM's bigh quality, cost effective human 
GOAL III (2000 ANNUAL resources sen'ices' meet tbe evolving needs of Federal 
PLAN): , agencies, employ~s, annuitants and the public. 

• OPM SUB·GOAL #8: Partidpation in OPM's executive and managerial 
training programs is increased lind income and costs 
balanced. 

• OEMD OIJ.JECTIVE # I: ,,,,, 

Ensure LDS, eEL and MDe 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 FE] and 
l\1DC programs 

• In FY 2()OO, the Office of Executive and Management Developmcnt conducted two 
cUfTiculum reviews and re~vaHdated its curriculum against the Executive Core 
Qualifications and competencies. Design changes led [0 the development of our 
"Leadership Journey," a competency-based. comprehensive curriculum for GS-12 
through GS-J 5 Managers and the Senior Executive Service based upon the SES 
ECQ's" The curriculum is comprehensive because it shows the relationship ofall 
programs and services offered OEMD-wide. The Journey details not only the core 
curriculum. but defines the path from Supervisory. Management. and Exccutive 
assessments to the core curriculum as well as fonow~up programs and our Center for 
Executive Leadership services. ~his curriculum has been depicted in our Program 
2001 Guide and distributed 10 all agency heads and H R personnel, 

• Design changes also led to the implementation, asSeSSment, and delivery of five MDe 
diversity programs (I80 participants) that earned overall program evaluations of 4.4 
on a 5,0 scale" In addilion, FEJ fanned a Diversity Advisory Team consisting of LDS 
graduates and 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 Model at 
FEI. The Leadership for Results program uses state-of-the-art learning approaches to 
enable participants to work on significant agency issues as the vehicle for their 
training. The pilot test of the program began in August 2000 with the Department of 
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the Treasury and ends in January 2001. The program builds Return on Investment 
(ROI) into the design by having participants work in teams on significant agency 
business issues, 

• 	 At FEI, our curriculum changes led to the most productive year in our 32¥year 
history, Our Leadership for a Democratic Society Program delivered to sessions this 
year, graduating 675 participants (96% capacity). This is 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 .Iso 4.6 on a 5.0 scale. CEL delivered 15 
open enrollment programs. 45 sessions ofcustom-designed/single agency programs. 
and )01 consulting sessions, resulting in a phenomenal 54% increase in revenues 
over last year. 

• 	 Overall course ratings for our MDe traditional programs also surpassed the standard 
of4.5 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 enrollments since 1997. All of 
this was accomplished in spite of4 weeks of cancelled classes at EMDC, where we 
hosted the Israeli/Syria Peace Talks during January of the past year, 

• 	 In total, 10.164 managers and executives participated in OEMD residential (6,833) 
and nonwresidentiai (3.33 J) programs for an overall increase of 43, Ji.l/o over FY 1999 
residential programs (7.102). The dramatic gro\V1h in the overall number is a direct 
result of increases in the number of agency custom~designed services requested and 
provided OEMD-wide this year. 
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OI'M STRATEGIC Serve: OPM's high quality, cost effective human 
!'LAN GOAL III resources sCn'ices meet tbe evolving needs of Federal 

, 

, 
, 
, 

(2000 ANNUAL PLAJIi): : 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 MDe programs 

Performance Measures: Demonstrated progress on at lcast one research project, 

faculty exchange. OT other effort. 

Continued collaboration. 


• This year, WMDC continued its existing partnership with the University of Colorado 
at Denver's Graduate School of Public Affairs and developed a new partnership with 
the American University Graduate School of Public Affairs that allows for the 
granting of Executive Masters ofPubllc Administration degrees to people who take 
programs at the MDC•. Up to halfof the degree requirements can be met at tbe 
MDe's and this affords an opportunity to greatly professionalize our services, To 
accomplish this. we had to assure American Council on Education (ACE) 
Accreditation of the MDe curriculum, 

• EMDC represented OEMD on the National Academy of Public Administration's 
(NAPA) Consortium on Government Performance to g'ather up~lO~date infonnation 
(e.g., case studies on successful implementation ofGPRA principles) on the 
Government Performance and Results Act for inclusion in OEMD program offerings, 
Baied on learnings shared through consortium members, EMDC made course 
modifications to its GPRA Seminar. Overall course evaluations tor the FY 2000 
seminars were 4.6 on a 5,0 scale. 

• FE) participated as a member of the American Productivity and Quality Center and 
was a sponsor of a Return on investment (ROJ) research project conducted by the 
Center. The study benchmarked three private sector, one government, and one quasi~ 
government organization that conduct ROt studies in executive and management 
training, 

• J personalJy participated in the Organization for Economic Cooperation and 
Development (OECD) Human Resources Consortium of25 countries that held a 2­
day meeting to sharefbcnchmark leadership development practices. As a direct result 
()f this participation, four countries expressed a keen interest in sending their senior 
executives to FEI. Additionatly, OEMD participated in the Center for Creative 
Leadership's (eeL's) "Friends of the Center" Conference and Executive Forum 
where a number of private companies shared best practices, 
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• 	 OEMO also began sharing benchmarking data on leading edge management 
development programs with agency counterpartK Such sharing of data on the Action 
learning ModellPrograrn (Leadership for Results) took place with the Department of 
the Treasury, the Nuclear Regulatory Commission. and the Department of Veterans 
Affairs. Additionally, PEI/CEl shared benchmarking data on tlie on.going research 
and subsequent 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 DEMD to access forward thinking practices/processes, This sharing of 
benchmarking data has led to improvements in the quality ofprogramming and more 
nearly ensures that OEMD programs are ensuring leading-edge management thoories 
and practices. 

, 
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OPM STRATEGIC PLAN 
GOAL III 
(2000 ANNUAL PLAN): 

Serve: OPM's high quality, cost effective human 
resources services meet the evolving nee.ds 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 OB,JECTIVE #3A: Conduct FEI Core programs for GS-IS/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). 

• 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 FYI999, $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 
collected 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 PrelPost Assessment (Level 3 Evaluation) of FEI's Well ness 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 oflife 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 infonnation 
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. 
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OPM STRATEGIC PLAN: Serve: OPM', high quality, cost effective human 
GOAL III ' resources sCn'ices meet the evolving needs of Federal 
(2000 ANNUAL PLAN): i agencies, employees, annuitant, and the public. 

i 
OPM SUB-GOAL #7: 	 : Form comprebensive 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 OJl.IECTIVE #3Il 
AND#SA&B: 

Performance Measures: 

Conduct core and non..corc programs for GS-12 to GS~ : 

15 level. Conduct Supervisory Training & Team 

Training For GS 9-11 level. (#3Il) 

Develop strategic partnerships with key agencies to 

provide management development solutions. {#SA} 

Develop Ontside Projects for MDe•. (#SIl) 
• 	 Classes filled to optimum capacity. 
• 	 Maintain orimprovc ratings (overall rating 4.5 on 

5.0 ,.ale. 
• 	 Conduct one study at Level 3 or LCl'e14 

demonstrating behavioral change and result.. 
impact 

• 	 New business with 5 agencies. Develop one-long 
term strategic partnership. 

:. Increases in # of enrollments in MDe residential. 
progntms from targeted agencies (Target 50 . spaces) . 

• 	 Projected "revenues met or exceeded.I 

• 	In addition to hosting the Israeli/Syrian Peace Talks in Shepherdstown. WV. the 
MDCs together delivered a grand total of 190 sessions to 5.618 participants (52.566 
Participant Training Days). generating a 7.1 % increase in revenue over last year 
(11.7% for WMDC and 2.7% at EMDC). This is significantly higher tlmn the initial 
5% projection. Total revenues this year equate to $14,%1.000. 

• 	 Course ratings' at EMDC exceeded the 4.5 target with an overall average of4.6 on a 
5.0 scale. WMDC ratings surpassed the 4.5 target with an overaU average of 4.6 on 
the same scale. 

• 	 WMDC also completed an in~dcpth evaluation of financial return on investment 
(Level 3 and 4), in partnership with the Department ofthe Army. The direct return on 
investment of this training has been calculated to be in excess of $478.000 in 
documented savings compared to a training expense of$100,OQO. A project plan for 
a Level .3 evaluation has been completed by EMDC and will be Implemented in 
FY200L. 
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• 	 The MDC. also developed a web-based survey to secure data from recent MDC 
seminar graduates. The survey's purpose is to develop infonnation on ho\v to 
increase the ability ofMDC alumni to apply their acquired knowledge back in the 
workplace. 

• 	 EMDC expanded its partnership with the Army Acquisition Program by designing 
and conducting six customized, I-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 Facility in Huntsville, AL. 

• 	 WMDC developed custom programs for several specific agencies in addition to the 
strategic partnerships with EPA Region VIII and the Drug Enforcement Agency, 
These programs were designed to help with specific agency performance issues, and 
included the"U.S. 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, (I I sessions; 266 participants), 

! 
,, 

~ession~ 
Projects 

ParticiRants i ParticiR;ant, 
Training, 

Days 

Revenue 

EMDC 
Traditional Progtams , 67,, 
PMI Orientations 

, 
4,, 

i Other gov't cJientslprojects 18 
!Totals: 89 

2,150 
507 

NJA 
2,657 

24,223 ' $6,23IK 
]]71 $220K 
N/A $845K 

25,394 $7,296K 

.WMDC 
Traditional Programs 
Off-site Programs 
Totals: 

90 
1 J 

101 

, 
, : 

2,696 ' 27.172 
266 N/A 

2,962 27,172 

$7,316K 
$349K 

$7,665K 
,, 

• Grand Totals: 190 5,618 52,566 $14,96JK 

7 



. , 


• OI'M STRATEGIC Serve: OPM's high quality, cost effective human 
• PLAN GOAL In resources services meet the evolving needs of Federal 

agencies, employees, annuitants and the public.I (2000 ANNUAL 
PLAN): 

: OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with 
High Impact agencie, a, identified by NPR that will result 
in identifiable benefits to individual executives, teams, and 

,, agency performance 
,,,I 

! OEMD OBJECTIVE : Deliver quality orientation programs for new PMI 
: #3C: members. 

Performance • 	 Ongoing positive feedback from participants, executive 
Measures: resources managers, and other customers. 

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

• 	 During the first two quarters of the fiscal year, EMDC successfully conducted three 
PMI Orientation sessions for a total of 332 newly hired Interns, 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 5.0 scale, 

• 	 EMDC also conducted one graduation program fOf a total of 175 PMls from the 
program class of 1997. Participants attending the program rated the l-day program 
4.4 on a 5.0 scale, 

• 	 Direct fec-dback 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 playa 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 FY 2001. 

• 	 The Center's facHities received positive feedback from many sources: agency PMl 
Program coordinators, Interns. and the PMI Progrnm Office. 
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, OP:\!: STRATEGIC PLAN Serve'. OPM'. high quality cosl effective human. 	 ,· 
• GOAL III resources services meet the evolving needs of Federal 
, (2000 ANNUAL PLAN): agencies, employ~ annuitants and the public. 
,,, 

OPM SUB-GOAL 117: : Form comprehensive ]ong-term strategic atliances with 
: High Impact agencies as identified by NPR that will 

result in identifiable benefits to indivjdual executives, 
~ teams, and agency performance. 
, 

OEMD OBJECTIVE #3D: Admini.ter the 2000 Presidential Quality Rank Award 
Program 

Performance Measures: Conference Evaluation Results -	 Target Date. Mel 

• 	 EMDC partnered with Federal and non-fedcldl organizations in developing and 
designing the ExceHence in Government Conference. This event drew over 1500 
participants and was the venue for presentation of the FY2000 President l 

!) Quality 
Award Program, 

• 	 Administration of the President's Quality Awards Process included: 
• 	 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 J.8 in FY1996 to 45 in FY2000. 

• 	 Application development shows steady levels of satisfaction with scores ranging 
from 3.8 in FY 1997 and PY 1999, to 4,0 in FY 1996, to 4,2 in FY 1998 and FY 
2000, 

• 	 Site visit process shows continuously high levels of satisfaction with scores 

ranging from 4.2 - 4.4 over the 5~year period. 


• 	 Feedback reports show steady levels of satisfaction with scores of 3. 7 in FY 1996 
andFY 1999and4.2inFY 1997, 1998, and 2000. 
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• 	 I personally participated in the Conference by speaking at the reception held for 
Examiners and Judges. 

• 	 Conference evaluations did not rate the ceremony separately; however, 87.8% of the 
t:onference 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, 

• 	 OEMO manages this non-revenue producing program without appropriated funds 
(estimated expenses at a minimum ofS450K). Some funding will be provided for the 
FY200 I program and efforts are in progress to secure appropriations for future 
programs, 
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OPM STRATEGIC PLAN 
GOAL III 
(2000 ANNUAL PLAN): 

OPM SUB·GOAL #7: 

Serve: OPM'~ high qU8l 
h 
ity, cos,'t ~ffectiVdC hurmFan 

d 
I 

resources senlces meet t e evo VlOg nee soc er.. 
agencies, employees, annuitants and the public. 

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

OEMD OBJECTIVf: #4A 
&4B: 

Strengthen open enrollment programs and offer 
customized courses through Center for Executive 
Leadership (CEL) (#4A) 
orrer CEL Consulting Services (#4B) 

Performance Measures: ' i. Build partnerships established with at teast 3 new . , 
agencies and maintain partnersbips with 2 
agencies. 

• Two evaluations completed at Level 34 to measure 
changes in bebavior and impact on tbe job. 

• Open enrollment programs offered at 80% 
capacity. Work with off-site programs as 
necessary to meet customer needs. 

• Evaluations include ratings of 4.5 or better on 5.0 
scale. 

I 

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

• 	 This included the establishment of a Succession Planning: Service with three 
Government groups (NOAA, DeCA, and the CFO Pellows Program) 10 assist them in 
aligning their human resources and strategic goals. Services offered ranged from 
succes.'1ion planning program development to assessment, coaching and mentoring 
training and services, and focused skill deveJopment 

• 	 In addition, eEL continued its partnership established last year with the Defense 
IntelIlgence Agency/JIVA by providing 5 weeklong "'Foundations for Virtual Teams" 
courses at FBI, Each group represented intel1igence analysts from across government 
who are learning how to integrate leading edge virtual cOll!munication technology 
with virtual team work into the collaborative communities they are mandated to 
create. The partnership included: 
• 	 A sessjon in August that introduced the foundations for vinual team and was part 

of a larger team building initiative for the Defense Criminal Investigation Service 
(DCIS), 

• 	 A weekJong, custom.designed program for working in virtual teams offered to 
DeCA in August. 

II 
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• 	 A session introducing the collaborative process as the underlying foundation for 
building a knowledge management system that \\1lS developed for the State 
Department OPAP Project . 

• 	 Participation by the lead faculty in the ltV A annual conference in Albuquerque in 
August. 

• 	 eEL also conducted two Level Three/four evaJuations with the Bureau of the 
Census and the Treasury Department These studies showed changes in behavior 
directly attributable to eEL training program,.· 

• 	 eEL d(~livered a total of 15 open enrollment sessions with 211 participants and 793 
Participant Training Days (PTDs). eEL also developed and delivered 45 cuSlom· 
designed/single agency sessions to l,043 participants, equating to 6,500 PIDs. In 
addition. eEL provided 101 sessions of consulting services. impacting 3,389 
participants. The total ofoli eEL sessions for FY2000 resulted in $4,500,571 (a 
phenomenal 54% increase over last year), All programs surpassed the targeted 4.5 
evaluation on a 5.0 scale, averaging 4,6 overalL 

i,, 

, 

eEL Proarams Sessions! 
Projects 

Participants 
, 

I , 

Particinant 
Training 

Days 

Revenue 
Generated 

! Open Enrollments 15 211 793 386.550 
• Single Agency at FEI 45 1,043 6,500 3.091,993, 
; Consulting 
! Total 

101 
161 

Ull2 
4643 • 

13,677 I 
20,970 ! 

1,022,028 • 
$4.500.571 I 
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cost 
resources services meet the evolving needs of Federal 
agencies., employees, anRaitants and tbe public. 

High Impact agencies as by that will result 
in identifiable benefits to individual eJ«utives, teams. and 
agency performance 

program 
measurable ways to growth of the business 

• over 
registrations. 

• 	 SO leads for custom and consulting projeds 
• 	 Number and qualifications of responses to marketing 

vehic1es 
• 	 Baseline estabUsbed for eost/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 
• 	 ]Ohio increase in active Agency Accounts 
• 	 SOO Individual Registrations 
• 	 60% EMD staff rating on internal sUn'ey (marketing 

as adding value) 
• 	 25 officials 

• 	 The most significant change in our curricula resulting from murketing uctivities was 
the development of the Executive Core Qualifications Workshop and expansion of 
our custom and consulting projects in the MDCs and eEL 

• 	 Marketing/Sales etToru focused on increasing MDe registl'Utions this yeuL These 
registrations increased by 3% over FY99, FEJ also had capacity increases of2.4% 
for its residential. interagency programs, 

• 	 Leads averaged I j/week resulting in custom and consulting revenue of$1.1<)4K in 
the MDe, and $4,114K in eEL at FE!. 

• 	 Responses to our key marketing vehicles averaged on a monthly basis: 
• 	 &88 line: 250 
• 	 Wei, registration requests: J25 
• 	 Fax registration requests: 75 

13 



• 	 On an annual basis~ 2400 registration requests resulted in 500 individual 

registrations, 


• 	 Our key customer relationship system \\"as established to provide US the capacity 
to trdck 15,000 leads and 100 agency partners and allow us to conduct 
relfltionshipipcnnission marketing with all key managers and organizational 
units in the Federal Government. An information in the system to date is 
current and complete and was used for market mailings to key agency officials 
(five promotional messages sent between June and August of this year). The 
system also.allowed our MDCs to establish 132 active agency accounts in FY 
2000, compared to 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 FE! and the MDes. 
TIris group set the direction for FY2000 marketing communications and for the 
OEMD customer~riven 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 Workshops reached 5000 

managers this year. most ofwhom were added to our OEMD leads database. 


• 	 Sales representatjves, MDe 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 large agency customers 
we met with were: Energy. Air Force. Social Security, and the Veterans Ail1tirs, 

• 	 A return on investment plan for marketing activities has been drafted and 

focuses on growing the business as primary measure, This plan will be fully 

implemented in FY200J. 


• 	 We also developed a Customer~driven Business Process for sales that 
strengthens DEMD temlS and conditions. moves billable documentation to point 

'of sale, efficiently tracks customers, orders. and purchases, and restructured our 
sales resources, This initiative resulted in elimlMtion oforder and billing 
backlogs to achieve fully accurate revenue for our MDCs, 

14 



OPM STRATEGIC 
PLAN GOAL III 
(2000 ANNUAL PLAN): 

Serve: OPM's higb quality, cost effecti"e human 
resources sen:iees 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 ~enefits to individual executives, 
teams, and agency performance 

,,,,, 

OEMD OBJECTIVE #7: : Increase technology capacity to deliver OEMD 
programs and FEI/OEMD interoffice communications 
consistent with OPM IT Architecture 

. 	 . .. . .Performance Measures i. Virtual collaboration capability, video conferencmg 
I 	 capability, (}n~line registration, electronic pre~/post 

materials, on-line surveys, competitive business 
proposals, case study and best pradices databases. 
and electronic communities of practice available in 
FY2000 

• 	 Qualitative evaluations indicate OEMO and 

customer satisfaction with quality of program 

delivery 


• 	 Quantitath'e evaluations maintain or improve 

ratings (overan ratings 4.5 on 5.0 scale). 


• 	 On time delivery 
• 	 Increased capacity to communicate- effective-ly with 

OPM Bnd other government agencies. 
• 	 Feedback from OEMD Leadership Team, users, 


OPM C10 for compliance and interope-rabiJity. 


• 	 OEMD 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 each site for pre/post course materials and data collection 
• on~line registration information fonns 
• 	 virtual collaboration courses and computer-based simuiulions, 

• 	 Funding for Phase 11 of the LLS was not approved in FY2000. Phase II will expand 
our.web~site capabilities to allow program participants to register el~ctronically for 
programs. prepare pre-program materials, and complete course evaluations, 

• 	 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~Iine registration payment, on-line surveys, and on~Hne customized 

business proposais 

15 



• increase the number of virtual collaboration courses and pilot distance learning 
courses 

• 	 PJans to obtain video conferencing capability with COOP funds were not appr·oved 
and delayed implementation of an OEMD video confcrcncing network in FY2000. 
However, equipment has been ordered from FY2000 funds and the capability will be 
implemented in FY200 I. 

• 	 FEI and MDe i!1teroffice communications have been updated consistent with OPM 
IT requirements (December 1999 for Microsoft Outlook and June 2000 for Microsoft 
Suite). 

• 	 Feedback from userS, the OEMD LeaderShip Team. and the OPM CIO office has 
been positive. Users and OEMD 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. tbe OEMD and OPM CIO office will foml 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 to ensure compliance and 
interoperability. 

16 



OPM STRATEGIC : Serve: OPM's high quality, cost effective human 
PLAN GOAL III i resources services meet the evolving needs of Federal 
(2000 ANNUAL PLAN): : agencies, employees, annuitants and the pubJic • 

• OPM SUB-GOAL #7: Form comprehensive long-term strategic alliances with 
i key agencies that wm result in identifiable beoefits to' 
: individual executives, teams, and agency perfonnance•. 

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

Capture best practices in leadership and improving 
organizations 

!Link participants/graduates to best practices. 

; ))erformance Measures: • StatT Hme and printing costs saved , 
• 	 Faster access to pr~work by participants as 

measured by participant c\'aluation 
• 	 Improved satisfaction wjt~ pre~prograrn process by 

participants as measured by program evaluations. 
• 	 Maintain or improve program evaluations (4.5 on 

5.0) 
• 	 Minimum of two hot links to external best practices 

sites 
,. Increase use of web site (e.g., # ofinql1il'ies to site.) 

• 	 To prepare for implementation of Phase 11 cflhe LLS in FY2001, WMDC has 
developed web-based pre-program information for its Executive Development and 
Diversity Seminars. EMDC has examined its pre-program processes and plans via a 
process-mapping model. Evaluation of this activity pinpointed core processes 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. 
questionnaires, interviews. one-on-one meetings.), 

• 	 FEI has also reenginccred a number of its administrative processes supporting the 
Leadership for a Democratic Society program; i.e .. additional customer information 
in prc-coursc materials, shortened the check-in process, enhanced orientation. and 
improved the quality of program evaluation. 

• 	 OEMD has added 19 "knowledge" hot links to its website which contain relevant 
information for Federal Managers and Executives. Many of these (including the hot 
link to NAPA) contain best practices in leadership and leadership training. 

11 



.-, 


, OPM STRATEGIC 
, PLAN GOAL V 
I(2000 ANNUAL PLAN): 

• OPM SUB-GOAL #: 


Serve: OPM's high quality, cost effective buman 
resources services meet the evolving needs of Federal 
agencies, employees, annuitants and the public . 

None Identified 

OEMD OBJECTIVE , Implement a business,plan to invest in tbe development 
#11: i of a diverse OEMD faculty and staff and a productive 

work environment. 

Performanl.'e Measures: • 806/0 of OEMD goals are met or exceeded. 
• Increases in overall percent of minority employees in 

(acuJty 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 comments on par1icipants' evaluations 
regarding lack of diversity in faculty membership. 

• 	 OEMD has met or exceeded 100".4 ofits goals in the FY2DOO Annual Perfonnance 
Plan. 

• 	 At FEI, we fined the following government positions this year as part of our plan to 
build a workforce reflective of America: 
• 	 One new Senior Faculty position (Caucasian Female) 
• 	 Two Staff Assistants (l African-American Female, 1 Caucasian Female/Veteran) 
• 	 One Program Analyst (Caucasian Female) 

• 	 At EMDC, we filled the fOHowing government positions: 
• 	 One Quality Program specialist (Hispanic Female) 
• 	 One Program Coordinator (Caucasian Female) 
• One Sales Team coordinator (Caucasian Female) 

.. One Program Director (Caucasian Female) 

• 	 One Staff Assistant (Caucasian MaleNeteran) 

• 	 At WMDC. we added the following to our adjunct faculty; 
• 	 Two African~American Females 
• 	 Two African~American Males 
• 	 Two Asian-American Males 
• One Hispanic Female 

.. One Hispanic Male 


,8 
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• 	 OBMD Organization Assessment scores improved by an average of 4M"O in three 
key areas: Communication, rewards/recognition, and performance management. 
Increases in scores are attributed to: 

• 	 establishment of revised vision, mission. strategies, and values 
• 	 changes in leadership at the MDes 
• 	 enforcement of tbe performance management system 
• 	 establisbment of a goalsharing program for employees 
• 	 implementation ofalternative work schedules 
• 	 establishment of 2-week downtime rule across OEMD 
• 	 pubHcation ofOEMD quarterly newsletter 
• 	 piloting Individual Learning Accounts and Learning Leave Policy at FEI 
• 	 introduction of balanced scorecard that translates OEMD mission and 

strategies into objectives and measures organized into four different 
perspectives: financial, customer, internal business processes, and learning 
and growth. 
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OPM STRATEGIC 
PLAN GOAL III 
(2000 ANNUAL PLAN): 

Serve: OPM's high quality, cost effecth'c buman 
resources servit:es mHt tbe evolving needs of Federal 
agencies, employees, annuitants and the public. 

OPM SUB-GOAL #7: Increased participation in OPM's executive and 
managerial training programs and income and costs are 
balanced. 

OEMD OBJECTIVE 
#12: 

Maximize use of available financial resources to 
accomplish program goals and objectives. 

Performance Measures: ' . Retained earnings balanced. Differences between 
income and cost projections within tolerances 

, 
(+$250,000 and ·SU5,OOO),,, 

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

, ,, 

,, 

I 

• 	 The FEI delivered 171 sessionsto 5,3 18 participants (36,495 participant training 
days), generating a 22';;0 increase in current year revenues. FEI current year retained 
earnings (i.e" Revenue minus Expense) should be approximately $440,000. 
considerably better than the initial estimate ofminus $135,000. While earnings are 
outside the +$250~OOO tolerance. this was accomplished to mitigate the impact of 
earnings deficiencies at the DEMD level. Gross revenue for FY2000 ofover 
$1 1,000,000 and improved earnings reflects the tremendous demand for Center for 
Executive Leaderahip programs and services (estimated revenue of$4,5oo,571). 

• 	 The MDCs together deHvered 190 sessions to 5,618 participants {52,566 participant 
training days)j generating a 7, 1 % increase in revenue over Jast 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. 

• 	 EMDC earnings are at minus $300.000, which is less than the initial forecast of 
minus $293,000, but well within tolerances. Without the burden of administering 
the President's Quality Award Progrnm,.costing over $450,000 without any 
revenue source, EMDC would show an operating surplus. EMDC also cancelled 
4 weeks of classes in order to host the Israeli/Syrian Peace Talks in 
Shepherdstown, WV, 

• 	 W:f\ADC earnings are at plus $121,000, which is better than the initial forecast of 
minus $150,000, To compensate for cancelled classes at EMDC to host the Peace 
Talks, \\'MDC 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 about $2.8M. 
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Additional Accomplishments: 

Speaking engagements; 
• 	 Charlottesville Ki'\.\'anis Club 
• 	 FEI Alumni Association Executive Forum - Ple1W)' Session Speaker 
• 	 Organization for Economic Cooperation and Development: Leadership Development 

in America 

International Visitors: 
• 	 Rosalind McCool, Alistair Davey: UK Centre for Management & Policy Studies 
• 	 Jeong~Il Kim & Staff, Korean Labor Education Institute 
• 	 Patricia Tam. Hong Kong Executive Development Center 
• 	 Malaysia Delegation 

Memberships: 
NAPA Associate 
Martha Jefferson Leadership Council 
Kiwanis of Piedmont: Board of Directors 

L~gislation: 

• 	 Naming of New FEI Annex Building: Pamela B. OMn Hall 
• 	 Permission to accept grants through gift authority 
• 	 Permission to accept private sector executives in programs 
• 	 Appropriations for President~s Quality A\\'ard Progrum 

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 

21 
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November 12, 1999 

MEMORANDUM FOR JANICE R, LACHANCE 
DIRECTOR 
OFFICE OF PERSONNEL MANAGEMENT 

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

SUBJECT: 	 FY 1999 Accomplishments 

Attached is the Office of Executive and Management 
Development's FY 1999 accomplishments, organized to show the 
cascading of OPM's strategic plan down into our particular 
OEMD business Objectives. This doc~~ent t=acks with the 
second attachment, which is my 1999 Performance Plan. 

Our most important goals this year were to create for our 
customers a single, unified look across our three teams (FEI, 
EMDC, WHDe), and to build enrollments in our MDC and eEL 
programs. These have been very challenging goals since each 
team has grown up under a different culture and has had its 
own indivi.dual challenges this year, e.g., new facilities, new 
leadership, new curricula. I am pleased to say that we have 
made majol' progress toward these goals. We have: 

• 	 Developed a common V.l.S~Or.f "Leadership Learning 
that Serves America,u and six business goals that 
will transforn us from three separate, product­
focused organizations to one, unified organization 
that is customer-focused. 

• 	 Dra~atically grown our Center for ~xecutive 
Leadership (CELi business to 30% of FEI's ove=all 
revenue and significantly increased open enrollments 
and space sales in our MDCs. 

• 	 Begun building a eEL-like line of business fo= our 
MDCs which establishes strategic partnerships with 
the agencies we serve to provide them with custom­
designed programs, consulting services, distance 
learning modules and executive coaching. 
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• 	 Measured behavior changes ~hat have resulted from 
Our development programs. 

• 	 Created and distributed a cow.plete set of integrated 
marketing co~~unicat~on vehicles with unified text 
and graphic ~essages. Tr.ese materials had tailored 
messages for key audiences that had not been reached 
before - including Heads of Departments and 
Agencies, 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 our customers to not 
only register on-line, but also complete pre-program 
preparation and post program evaluations on-line. 

• 	 Completed an organization assessment to establish 
baseline data and performance improvement plans =o~ 
creating a more professional. diverse, and healthier 
workplace for our employees# 

• 	 Delivered our' newly designed, competency-based 
curriculum for GS-l2 through GS-15 and Senior 
Executive Service based upon the SES ECQs. This 
inc'luded a 4-day MDe Diversity course and the 
establishment of a full plenary session on diversity 
in our Leadership for a Democratic Society program 
with a follow-up, application workshop. 

• 	 Administered the President's Quality Awards Program 
and Excellence in Goverr.ment PQA Ceremony with 
resounding success. 

9 	 I~creased our capacity to register and track program 
participants through the implementation of new 
software, Training Server. 

• 	 Delivered at near capacity our core and non-core 
programs OEMD-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 otJ.r operation has gone very well. 
Altho\J.gh we won't know precisely until the books close, we 
operated at near breakeven in spite of projections tha~ we 
would close in the red. This was primarily the result 0: the 
tremendous demand for Center for Executive Leadership programs 

http:Altho\J.gh
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and services. Our cumulative retained earnings remain strong 
at between $9 and SIOM. 

Fin·ally, we have filled our FEI Deput.y Director position, 
added morB staff to meet our eEL de~and5, and have 
restr'J.ctu.red our MDCs to begin re:b':;ilding MDC enrollments and 
li:tes of business. It has been a pleasure to be a part of 
this new growth period for OEMD. 

Attachment 



OFFICE OF EXECUTIVE AN D MANAGEMENT DEVELOPMENT 
PERFORMANCE PLAN 

FY 1999 

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

OEMDGOAL#I: 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_ 

Customers Served: Agencies and Course Participants 

Intended Results 
Accomplishment 

Ensure FEI and MDC 

Strategies/Action Steps Targets forObjecth'es 

Updated, relevant curriculum 
curricula are responsive to 

Complete an OEMO 
Curriculum Review: tied to ECQs and 

current executive and competencies needed by 
management needs and On-going Government supervisors, 
integrated across the OPM 

• Implement curriculum 
managers, and executives to 

system. 
review process 

function effectively as 
September, 1998 
established in 

Government leaders now and 
into the 21" Century. 

• Engage participation Ongoing 
from key stakeholders in (Diversity pilot targeted for 
curriculum development June, 1999) 
process (NPR, Diversity, . 
Plain Language, Ethics, 
Virtual Workplaces. 
Family Friendly 
Workplaces. etc.) 

• Deliver 1999 FEI & FY99 
MDC courses based on 
design developed in 
curriculum review 
meetings. 

Performance 

Measuresllndicators 


Participant Surveys 

Increased Space Sales and 
Open Enrollments 

Demonstrated linkages in FEI 
and MDC programs 

15% increase in repeat 
business 



--

--- -------

--

---- - ---

---- - - ---

--- -

- -----------

----------

--

-------~ 

Slr2tegies/Action Steps Objecth-es 

FE! Conduct "share 
federal 

I. 	 Conduct core programs departmentslag' 
for GS-15/SES stale/local gOY' 

~____+I~;nc~te~~tional 
Evaluate program ;­

~~~_n I ~nn__ 

Introduce appr; 
changes in pro: 
needed_ 

2. 	 Offer open enrollm=.=.=I--I-Dev-el-ar-strate: 
and customized courses partnerships w 
through Center for agencies and de 
Executive Leadership customized pri 
(eEL) agency specifi 

needs. 

Open enrollme 
sales" to fill d 

Deliver progrru 
open weeks at 

Evaluate progra 
results and rna! 
changes. 

lh'ltes" 10 

~ndes, 

mments. and 
presenlatives. 

)fiate 
1l:msas 

c 
1 key 
~lgn 

~nlms to meet 
business 

I and "share 
scs. 

s during 
-EL 

llS, analyze 
~ appropriate 

Targets for Intended Reslllts Perlormance 
Aeoomptishment Measure5llndkli(Urs 

Agencles 

Continuous improvements 
with formal reports at ead of 
year. 

Ongoing 

Ongoing 

Key agencie~ to target; US 
Treasury, EPA, Sodal 
Security 

-

-Ciqladty audience made up 
of senior mangers at GS· 
15/SES level, 

High quafity progranls----­

Up-lo-date pl'ogarm malrerial 
delivered by high quality 
instructors. 
High quality programs that 
include skills appropriate to 
senior level officials and 
targeted to agency-specific 
needs. 

Serve the needs of specific 
agencies as weI! as 
individuals. 

. 
Timely delivery. 

Feedback to improve 
offerings. 

~ 

Classes filled to 980/0 
capacity. 

Maintain or improve rnt-ings 
(overall rating 4.5 on 5.0 
scale). 

Condnct one study al Level :3 
or 4 demonstrating 
behavioral change and results 
impact 

Repeat business. 

Minimum ofone, long-tenn 
slrategic partnership 
developed. 

OITer open enrollment 
programs in 90% of open 
lime. Work with off-site 
programs as necessary to 
meet customer needs. 

Evaluatiuns inciude r<ltings 
of 4.5 or better on 5.0 scale. 

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

~ ~ ~ 



-------- - - - ---------

- - - - - - - - - - - -

~~~~~ ~ ~ ~ ~ ~ ~6~bjeclives Strategies/Action Steps Targets for 
Accomplishme.nt 

Conduct-"share sales" and 
open enrollments with 

MDCs 

J. Conduct core and non~ Federal departments! 
,

t:Ore programs for OS~12 Agencies, statellocal 

. to GS~151evel. 
 governments, and 

international representatives. 
'Evaluate proiiam~.---

~Adminls!er SES Uriefing 
quality ori~ntation 

4. Develop and deliver 
Programs, conduct follow up 

programs for new SES briefing. and administer 
members and Schedule C Schedule C Briefing 

appointees,. 
 ProgrllttlS, 

5. Administer (he 1999 Administer the Qualifications 
Presidential Rank Award Reyiew Boards., and work 
Program. with agencies to ensure that 

cases submitted to the board 
for certification are complete 
and well presented. 

Plan and implement ajoint 
Quulity C()nference with 
NPR 

'------------- ­

On-going 

Continuous improvements 
with fannal repor1S at end of 
year. 

): per year or as needed 

---------~~~ 

Weekly 

FY 99 

~~~~~~~~jntcnded R~sul1s 

CapaatyiudTenc~emade up 
of mangers at Gs.-12 to CS 
15 level. 

-High quality programs 

New-Senior ~xecuti.ves 
understand and value their 
larger rote in guvernment and 
exercise their leadership and 
other responsibilities from a 
corporate (vs. a parochial 
agency) perspective to lead 
cbange and promote a better 
government. 
Recognttion and re­
enforcement of executive 
suecess 

-

Performance 
Measures/Indicators 

Classes filled 10 9$0/0' 
capacity. 

Maintain or improve ratings 
(overall rating 4.5 on 5,0 
scale). 

Conduct one study &1 Level 3 
or Level 4 demonstrating 
behavioral change and i'l:sults 
impact 
Oi1gorng~Positiv~ feedback 
from panicipants. executIve 
resources managers, and 
other customers. 

evaluations that assess 
overall program quality and 
effectiveness (4.5 rating un 
5,0 S('ale~, ..........~~~~~~~~~~ 
All ca.'ies Cmlsidered wimin 
14 days Qf receipt 

C(loference tVlIhmtion 
Results. 

http:Accomplishme.nt


-- -------- ---- - -------

OPM STRATEGle PLAN GOAL IV; l.)eliver High QuaJity, Cosl~Effe<:tive Human Rt'source:s Services to Federal Agencies, Employees, Annuitants and 
the Public . 

OEMD GOAL #2: Optimize OI:!MD's Business with our Most Desirable Cuslomers 

Customers Served: Agencies and Course Participants 

Objectives StrategieslMtron Steps Targets for Intended Results Performance 
Accomplishment Measures/Indlcalor5 


Implement OI3MD 
 Dev-ilo-p reliable and useful infonnation about our On~going Direction on Improvements to curricula 
marketing plan. customers and competitors developmen1 of and program d 'sign. 

• Co-design and implement s.pecial study with product/programs, 
Office of Merits System Over.;ight and promotions, pricing Increased enro ments in 
Effectiveness to gather participant feedback that and tocations for core and non~( '" informs OEMD marketing offt\'rings. programs. 

• Bring key customer data system into full use 

• Conduct research on competitors via the Web Increased enrollments Increased com Iting work 
Conduct forums with key groups (e.g., ROI in core and cUSIom with key agen~ ies.• 
Evaluation. Competency-based leadership designed CQurses.. 
development, organixational Jeammg, Directors' Qualitative fee :back frum 
roundtable with line decision makers, key Increased customers on i 'omotional 
compel/too) opportunities (or material and v -hides. 

consulting/strategic-
Develop an1,1 implement appropriate promolions partnerships. 
prQgrams for OEMD 

• Catalogs ;\.nd Brochures 

• OEMD presence in external forums 

• Web-based vehicles for promotions 

• ECQ Outreach Vehicle 

• Alumni Communicalions Networks 

-



OPM STRATEGIC PLAN GOAL IV: Deliver High Quality. Cost-Effective Human Resources Services to Federal Agencies. E:mployees. Annuitants and 
the Public 

OEMO GOAU}, increa.'1,C o·ur Technology Capability to better Deliver High Quality, Cost-Effective Executive and Management 
Development Programs and Services 

Customers Served: Agencies and Course Participants 

Obj«tivts Strategies/Action Steps Targets fOT 
~~~~~~~~~ 

Intended Results Perfonnance 

Increase technology capaciiY-­ Devefop-indimpiement a bus·iness 
Accomplishment 

Business ptan~eomptde Professionalize 
Measure5Jlndicators 

Virtual collaboration capability, 
to deliver OEMD programs plan to invest retained earnings in by September i~. program product. video conferendng capability, 

video conferencing. web--based Jmplementation FY2000 Provide greater and web-based training available 
delivery and virtual collaboration acccss to program by FY2000. 
capability. speakers and 

panicipams, Provide Qualitative evaluations indicate 
and model virtual customer satisfaction witb 
eollabcrntion quality ofptogram delivery. 
-concepts and 
techniques. Quanlitalive evaluations 

maintain Ql' improve ratings 
(overall ratings 4,5 on 5.0 scale), 

Urgrlide FEIIMDC interollice Oevelopotllcc On time <It'liwry 
communications consistent with OPM automation platfonn 
ph·ms. to support new Increased capacity to register 

registration system. and track program participants. 
Training Server. and 
Web--based and Increa~e:d capacilY to implement 
network learning Web-based learning solutions. 
solutioos. 

- - ------­ ... ~~~~~~~ 



-------------- -

----------------------------

- - --------------

OPM STRATEGIC PLAN GOAL IV, Deliver High Quality. Cost~Effectivc Human RcsOlm;es Services. to Federal Agencies, Employees, Annuitants and 
the Public 

OEMO GOAL #:4 Effectively Manage OEMO's. financial Performance 

Customers Served: OPM, Agencies and Course Participants 

StrntegieslAdino Steps Targec!i fOT Intended Results Pe'"rformance 
Accomplishment 

Objectives 
Measur,'esIlndicators 

Maximize use of available ~$Itiblis-h -Ol\-;tncial'ifiels-'for-----­ Ongoing Program is Retained earn ings balanced. 
financial resources- to financially sound. 
accomplish program goals 
and objective. ... 

Revolving Fund Programs. 

Manage programs $0 that a retained 

balance for reserves and cOlltingencies 

is maintained. 


.
Strengthen the SYSh!IU for mOflituring 
S&E financial pertbnnam:e to ensure 
more effective use ofavailable 
resources 

Ensure appropriate management 


.::_'?~!~~!~~_r~~~ place rUld oMerved. 




OPM STRATEGIC PLAN GOAL IV, Deliver High Quality, Cost-Effective Human Resources Services. to Federal Agencies, Employees, Annuitants and 
the Public. 

OEMD GOAU,S Create a: Professional Wort Environment that Fosters Effective Customer Service, Productivity, Diversity, and 
Innovation. 

Customers Served: 	 OEMD, Agendes and Course Participants 

ObjE'cth:t's ~Siraiegles!AcHon"Steps Targeu ror 	 Intended Results Performance 
Accomplishment Mtastlt'tsIlndinttots 

Create and impiement·i····· Identify hiring. diversity, and Business Plan developed by Continuously imprOve------­ Program evaluatiun ratings 
business plan to invest m the development needs for September 1999. customer service. maintained or improved 
development ofa diverse OEMD faculry and stnffto Implementation FY2000 (overall ratings 4.5 on 5.0 
OEMD faculty and staff. support continued growth and (ncrease diversity in faculty scale.) 

best·in~dass service. and staff. 
increases in overall. percent 

Develop business case for 	 Increase skills and of minority employees in 
• Investing retamed 	 productivity of faculty and faculty and staff{with 

earnings in development 	 staff. emphasis on Hispani\; 
for faculty and staff repre.~nlation), 

• 	 Hiring additional faculty 

and staff 10 support new 
 Increa."e in employ~ job 
growth satisfaction as measured by 

Organization Assessment 

Increase utilization ofEMOC I On~going 	 ...------------------1---------------------------IIncrease operating budget 10 Increased re"venue to cover 
'>p"t:e, on a cos.t reimbursable c(Wer costs of additional increases tn FTEs and 
basis, by other llgencles for staff. . operating budget. 
strategic planning and 
executive develo.~..m"e'n'.t., _______ 1._______~.______________ ._ .. L __________..L___________ 



------

--

------ -

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

OEMD GOAL #6: Develop OEMD's ability to capture and share knowledge of innovative leaming and performance improvement 
lechnologies for executive and management mining 

Customers Served: OEMD, Agencies and COtmlC Participants 

Objectives' ---- ­ Strategies/Action StePs ----r- --- Targets for Intended Results l'erformance 
Accomplishment Measu res!1 ndicators 

Develop ollaborativc IdentitY and collaborate with Ongoing Joint meetings to discuss curriculum Completion ofjoint projects 
relationsh ips netded to' bring other Executive &: issues. Joint ventures. Faculty deemed valuable by aU 
added ex ertise in FE) and Management Devel(lpmem exchanges, Joint research projects. parties. 
MDCpro ~rams Programs similar to 


FEIICELIMDC programs. 
 Continued collaboration. 
-• 	 Other federal agencies 

• 	 Universily-based 

programs (MIT, 

Harvard, Brookings} 


• 	 Private Sector . . .. "','--Continue Scbow=j'n-·­ On-going Richer programs Management evalu-atiooor"l 
panicipaf'It pool at FEI and 
Enhaoee speafer and 

Residence Program. succe<jS as well as partlcipanl 
MDCs. feedback indicates 

-

On tim' ddi,ery 0[""'i"-'1
plan. 

E\'aluation rating oftraining-­
program {4.5 on S.Q scale}. 

# of.certifications: in ROI 
assessments 

-~~-

i enhancement ofcourse. 
---- "­

Develop a business plun December 1999 Expand OEMD's research and 
knQwlet;fg; : of effeclive 
Capture, hare and develop 

developmem capabilities in 
learning ld performance executive and management training 

-improvem em technologics to develop a best-In-class 
organization,- -

Deliver a Enhance - EMD faculty Febrmlry 1999 Ability to consult with our client" on 
expenise 1 Perfonnance Iraining/certifu:ation program Ihe science of performance 
Measurem ;nt<;: in Performance meao;urements. 

Measurements Ability 10 eonduct ROI assessments 
for OEMD produc~rograms. 

i 



::-lovember 6, 1998 

MEMORANDUM FOR 	 ::ANICE R. L~.CHANCE 

DIRECTOR 
OFrrCE OF PERSONNEL HANAGEMENT 

FROM: 	 CURTIS J. SMHH 
DIRECTOR 
OFFICE, OF EXECU7IVE RESOURC~S 

SUBJECT: 	 fY 1998 Accomplishrr.ents 

Attached is the Office of Executive Resources' Performance 
Plan, organized to show the cascading of OPMrs st~ategic plan 
down i:1to Oi..:r particular activities. I have added a last 
column, "Actual Results," where this yearls results a.=e 
annotated. 

Ou= largest, and most important goal, is to c~eate a corporate 
ident~ty among senior executives and managers. It is also a 
very elusive goal, beyond our current capacity to measure. 
Beyond the critically important business of reside~tial 
courses where such ident~ty actually can be seen to grow, our 
most important actions this year were: 

• 	 A new line of business working with particular 
agencies and departments to help them create a 
departmental iden~ifYf a precursor we hope to a 
Governme~t-w~do ider.tity. 

• 	 Release ar.d irnplemen:ation of new Executive Core 
Qualifications. We briefed over 5000 managers on 
what is expected of executives and o~ganized a 
review and reordering of our curriculum around them. 
All core MDC courses a.::e new and p.:-ogress from one 
to the next and tr.e~ to FEI. 

On the technology front, we kept our new Executive Informatio~ 
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 is 
desig~ed to do it, thus givlng us bcsiness process re­
enginee~ing as a bonus. 



• 
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The business side of our operation has gene very well. 
Although we won't know precisely until the books close, we 
operated near breakeven. We made substantial investments in· 
the curriculum and in new facilities but extra work brought 
extra revenile, so the bottom line is about eve!l. On the 
q'Jalitative sice, our C:.lstomers continue to be delighted, 
rating our programs at 4.6 out of 5.0 on average. We engaged, 
for the first time in the life of the centers, a person 
devoted excluslvely to representing us to our customers and 
helping us to understand what those customers wan~, We will 
thus gain the knowledge to rebuild MDe enrollments. 

Finally, as you know because of your own participat':'on# we 
opened two wonderful new facilities, the annex at FEI and the 
ENDC in· Shepherdstown. This culminates more than a decade of 
attempts to give FEI more capacity and to place the two MDCs 
in permanent, quality homes for the long term. It has been a 
pleasure to see these efforts to conclusion. 

Attachment 



February 9 , 1998 

MEMORANDUM FOR 	 JANICE R. LACHANCE 
DIRECTOR 

FRO~: 	 CURTIS J.' SMITH 
DIRECTOR 
OFFICE OF EXECUTIVE RESOURCES 

SUBJECT: 	 FY 1998 Work Plan 

Attached is my work pla~ for this fiscal year. :t is 
organized to follow the structure of OPM'·s Strategic Plan and 
Performance Plan to make c:ear the co~nections between the 
particular things we will de this year and our longe~ term 
plans. 

Our largest challenge will always be to create a corporate 
sense among senior executives, a sense that they share a 
particular commitment and a sense ttat they are each par~ of a 
common enterprise. This is an elusive thing to measure bu~ 
very much worth pursuing. This goal informs all that we do, 
from solutions we recorrmend to age~=y requests fo= help to the 
Senior Executive Symposium we offer each year. 

Our policy work will focus on producing a legislative propo~al 
to improve the Senior Executive Service and to create the 
policies and programs that ,.... i11 fina,;,ly get us to the 
corporate SES envisioned in the Civil Service Reform Act a:1d 
~PR recommendations. We will also complete a review of the 
curriculum at both Management Development Centers and the 
Federal Executive Institute to take advantage of the new 
Executive Core Qualifications. The key elements of the 
changes will be the creation of a clear progressio:1 across th,e 
three core semina~s at the ~DCs ar.d then on to FSI, and use of 
computer-based simulatio~s to create opportunities for 
managers and executives to practice t.he skills they need. 

On the very practical side of Our work, we will successfully 
start operations in new facilities in both Shepherdstown and 
Charlottesville. For the Eastern Management Development 
Center. part~cularly, this 1s an ~mportant and challenging 
trarlsition. We will manage i~ carefully to deliver quality 
courses until \-Je close Lancaster and then to irr~'llediately 
deliver quality courses in Shepherdstown. 



Janice R. Lachance Page 2 

Finally, in areas for which we have concrete and useful 
measures: we will maintain our high customer service ratings 
and we wi.ll meet or exceed our financial targets. It may be 
worth noting here that we will ~ake significant outlays for 
fur~iture and equipme~t for our new buildings and show a loss 
for the year. That loss, however. is already covered by 
earni~gs from previous years and o~r retai~ed earnings 
position will rema.:n $tro~g. 

Attachment 



OFFICE OF EXE<:UTIVE RESOURCES 213198 
PERFORMANCE PLAN 

FY 1998 

OPM STRATEGIC PLAN GOAL I: Provide Policy Direction and Leadership to Recruit and Reta,'n the Fedetal Workforce ~equiredfor the 21st 

Century 

OER GOAL 1: Strengthen the Corporale Identity ofGovernment Execlll;ves and Managers Through All ofOER 's 
Leadership, Iltanagemenl. and Development Programs and Activities. 

Customer Served: The President and the Executive RrJlnch as a whole. 

Objectives S!rategieslAction Steps Targets for Intended Results P('normance Actual 
Accomplishment Measures! Results 

___I Indicators 

BuHd a senior Develop and deliver a senior Senior execu' yes Survey will Deferred 
executive survey to detennine executive understand aJ value their establish 

community and baseline infomtation on altitudes, larger role in :ovemment I baseline. 
foster an experiences, and issues. Use results and exercise :eir 
appreciation for to gauge progress in developing an leadership an other 
and cummitment to executive corps with solid leadership responsihiliti from a 
Constitutional skills, a broad perspective of corporate (vs a parochial 
structure and to the government, and Constitutional agency) persl ctive to 
Federal executive's values as well a:.-;. to improve lead change ~ d promote 
role to improve the govemmentwide executive resources a better Gave nunent. 
performance of management. 
govemment and 
lead change. 

1 




- - - - - - - - - - ------ ­

Obj«tives 
------ -­

Strategies/Action Steps Targets for 
Accomplishment 

- - - - - ------ ­

Intended Results Performance 
Measures! 
Indicators 

Actual 
Res.lts 

Develop executive home pages and 
use this and other electronic 
communications vehicles, 

Conduct Senior Executive 
Symposium 

October 98 

Promote networking 
among executives and 
share infonnation about 
executive resources 
matters. 

Improved comnnmication 
and increased awareness 
ofoverar<:hing corporate 
goals that transcend 
individual agency 
concerns . 

Survey will 
establish 
baseline. 

- -- ­

Symposium 
capacity filled. 

Requests for 
conferences 
continue. 

Home Page up 2'" 
quarter 

Moved to 30· 
Anniversary (1 SI. 

quarter 99) 

. 
------ -­ - ----- ­

2 
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. 
- - - - - - - - -------- ­ -

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

Indicators 

Promote the [mplernent the refined Executive Continuing Executives are selected Increase in ECQ's approved 
selection of Core Qualifications (ECQs) to ensure who have a "corporate percent of l.te 97; 
ex~utives with a that individuals selected for perspective" and selections with implemented June 
"corporate executive positions have a corporate leadership skills and wide~ranging 98 with 
perspective" who 
are prepared to lead 

perspective and are prepared to lead 
the transfonnation of government 

. experience to manage 
change and transfonn 

backgrounds· 
e,g., 

phenomenal 
results-over 5000 

the continuing into the 21 a century. Work with government. interagency. attended workshops 
transformation of agencies to strengthen agency intcr~ 

Government. seJection criteria to ensure the govemmental~ 

primary focus is executive leadership and! or inter~ 
in addition to technical disciplinary 
qualifications. experiences " 

(baseline to be 
established this 
year). 

3 




Objectives Strategies/Action S~eps Targets for 
Accomplishment 

Intended Results Performance 
Measures/ 
Indicators 

Actual 
Results 

Focus attention of 
agencies and senior 
executives on 
promoting 
voluntary 
movement of 
executives between 
agencies, with state 
and local 
governments, and 
with the private 
sector to broaden 
their perspectives 
and bring in fresh 
insights to agency 
programs. 

Address attitudinal and other barriers 
to executive movement on the part of 
agency leadership and senior 
executives. 

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

Continuing Agencies rec,?gnize the 
value' of hiring other than 
home grown talent, and 
executives recognize the 
value of broadening their 
experience base beyond 
their home agencies. 

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

Increases in 
interagency, 
inter­
governmental, 
and inter­
disciplinary 
selections for 
executive 
positions. 
(Baseline to be 
set this year.) 

< 

Timely 
completion. 

An intractable 
problem~SES 
framework forced 
discussions and 
showed wide 
spread opposition 
to concrete steps. 
Significant 
resources sought 
for FY 2000 to 
attack problem 
through executive 
placement activity. 

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

4 




---- -

- ----

- ------------

--------

- - -------- - - - - - - -------- - - - ----

~~ 

Stral<-gitsfAelion Step. Targets forObjective. lotended Results Performance Actual 
Accomplishment Measures! Result. 

. Indicators 

Administer the SES and other Ongoing Programs and activities Survey results. Assure that the goal Commitment to a 
of a "corporate executive personnel systems and reflect broad strategic and corporate executive 

provide guidan(;c to agencies in a view" underlies all perfonnance goals and a service and to 
way lo strike a balance between focus on results, rather programs and responsiveness to 

activities. mumlgement tlexibility and the larger than a process orientation. agencies continued. 
corporate intt.'fcsts of Government. 

Establish linkages between FEI and 2'"' Quarter FY98 Provide updated PositiveInclude field MDe visits to 
executives in the FEBIFEA in various partS of the information on programs response. FEBs; • 

corporate country. and services ofFEIICEL. 
community. MDe help to FEB 

• 	 Send information on FEI to chairs on their 
all FEBIFEAs. strategic plan at 

national conference 
• 	 Attend national conference in 

TBD lnvolve field executives tn increasedDC. . . 'awareness of ,- .corporate life. 
FEl.• 	 Visit selected FEBIFEA 


regional meetings. 


300 and 41h Quarter On-going QRB convened in• 	 Convene QRBs at field .FY 98 linkages New Orleans 
established . 

locations. 

. 
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- - - -------- - - - - ---

--

- - - ------- --

OER GOAL 2: Provide Leadership andManagement o/the Senior Executive Service and Related Executive Personnel Systems as'a 
Corporate Resource in a Way That Maximizes Management Flexibility While Presen:ing the Larger Govemmentwidl! 
Interests.. 

Cu~tomers Served: Individual agen.::ics and the Executive Branch as a whole. 

Strategies/Action Step~Objectives Targets for Intended Result, 
Accomplishment 

Develop and Lead a comprehensive Recertification is used as 
implement govemmentwide review of the an effective tool to 
govemmcntwide legally-mandated triennial address performance 
policies and recertification cycle to detennine if problems. 
prograrns that shike it is a useful tool in mea-;uring 
an appropriale executive "excellence: or if it should 
balance between be merged with the annual SES 
management performance apprisal process, 
flexibility; 
employee 
protections, and the 
larger corporate 
interests of 
Govermnent 

---~~ -
Administer the 1998 Presidential FY98 Recognition and 
Rank Award Program. reenforcement of 

executive success. 

Performance 
Measures! 
Indicators 

The number not 
recertified. 

Actual 
Results 

-
Few not recertified. 
Survey completed 
confirming 
consensus for an end 
to it. Legislative 
proposal will be 
prepared. 

- - --- ­

Done, and on time 

- - -- ­
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- - - - - - - ----------------------- - - - - - --

- - - --------

- - - - - - - - - - ---

Objectives 

Continue to focus 
agencies" atterUion 
on the importance 
of executive 
resources planning, 
including 
succession 
planning, to meet 
current and future 
mission 
requirements. 

Provide high~ 
quality guidance 
and tc(;hnJ,(;al 
aS~lstance to 
agendes. 

Strategies/Action Steps 

Administer the Qualifications 
Review Boards, and work with 
agencies to ensure that cases 
submitted to the board for 
certification are complete and well 
presented. 

Administer the FY 98-99 allocations 
program. Maintain the corporate 
goal of a smaller workforce at the 
executive level 

Publish an SES Desk guide as a tool 
for senior executives and agency 
personneHsts in interpreting and 
applying the laws and regulations 
thaI govern the SES and o.her 
executive personneJ systems. 

Targets ror 

Accomplisbment 


Weekly 

Ongoing 

Intended Results Performance Actual 
Measures/ Results 
lndieators 

---­
Focus on exec utive Regular Standards met and 
qualifications by peers, meetings; AU attention to merit 

cases maintained 
considered 
within 14 days 
of receipt. 

---­
The size oflh executive Legal limits and Provided relief for 
workforce is ( onsistent Presidential critical new program 
with a sm.lI", more targets are needs and 
streamlined w d delayered maintained. maintained overall 
Federal worklbrce. 10% reduction 

Agencies 
operate within 
allocations. 

-

Agencies havi the tools Customer Deferred pending 
needed to em:ctivcly survey, results of 
manage t~eir' 'xccutivc Framework 
resources pro) rams and initiative 
provide guida ce and 
support to th~ r executives 

7 
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- - ------- --

--- ---------
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-----------
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Objectives 

Maintain an 
automated 
executive personnel 
data system to met 
reporting 
requirements and 
other infonnation 
needs. 

s trategiesJ Action Steps Targets for Intended Results Performanee Actual 
Accomplishment Measures! Results 

Indicators 

Respen 
infonn 
execut 
includi 
authori 
reques' 

EISm 
efforts 
update 
collect 
execut 
include 
stream 
to repo 
incumbe 

10 agency requests for 
ion and assistance on 
! personnel matters, 
~ such things as special pay 
~S. ad hoc allocation 
etc. 

11110n project - continued 
•develop and implement an 
modernized system to 
,d manage govemrnentwide 
~ personnel data. This 
automating the "J390" to 
Ie the process agencies use 
data on SES positions and 
ots. 

Ongoing Timely and helpful 
responses provided 

EIS produces timely and Customer On time and on 
accurate data to meet survey budget 
reporting requirements 
and stakeholder 
information needs. 

- ., " . --' 
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OPIIf STRATEGIC PLAN GOAL IV: Deliver High Quality, Cosf-Ef/ecti,.,€ Human Resources Services to Federal Agencies, Eltlployees. 
Annuitants and tire Public. 

OER GOAL 3: 

Customers Served: 

Objectives 

Ensure that the 
curriculum is 
responsive to 
current executive 
needs: and 
integrated across 
the OER system. 

Prole'ide Iligh-Qualily Executive and Management Development Programs and Sel1tices 

Agencies and course participants. 

Strategies/Action Steps Intendt..-d Results Targets for 
Accomplishment 

Updated, relevant 
Review: 

I 
Complete the OER Curriculum 

curriculum tied to the 
ECQs and competencies 

• Hold regular curriculum needed by Government 

review meetings. 


Ongoing 
supervjsors. managers. 
and executives to 

• Invite participation from key IOngoing function effectiveJy as 

stakeholderS in the OER 
 Government leaders 

curriculum (PRDC, FE!, and 
 now and into the 21 st 


client agencies), 
 Century. 

• Deliver J999 MDe courses FY99I 
based on the design 
developed in the curriculum 
review meetings, 

• Develop an ongoing process September 1998 I 15% increa~e in FET curriculumI 
for OER curriculum review. those participants continues to evolve 

returning for the 
integrated 
cm:riculum. 

______ L.I___ 
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- - - ------- - -

... -------	 ------- . 
Objectives Strategiesl Action Steps Target-Ii for ]ntended Results Performance Actual 

Accomplishment Measures! Results 
Indicators 

n:I Conduct "share sales" to Federal Agency Capacity audience made Classes filled to Class filled to 98% 
department'Y'agencies, statcllocal up ofsenior managers at 98% capacity. 

1< Conduct governments, and international GS-15/SES leveL 
- core representatives. Training reps "day" 

programs in Charlottesville. 
b~ - .... 
15/SES-, Evaluate programs, Continuous High quality programs. Maintain or Ratings for year 

improvement'> improve rating.;; 4.63 
with formal (overa11 ratings 
reports at end of 45 on 5.0 scale. 

I·· --------- -­
year. 

Introduce appTopriate changes in Ongoing. Up-to-date program Standard monthly 
programs as needed. material delivered by review of program 

high quality instructors. continues to lead to 
incremental change 

I-----+___~-------+___----t_-~---------- ..... t--------j 
2. 	 OtTer 30t

!! Design program. 2nd Quarter 98 Highly visible, high Appropriate level 30lh anniversary 
Anniversary quality celebradon. ofattendance. and building 
event/annex dedication were a 
dedication, Mail invitations/place 3,<1 Quarter 98 Timely delivery. success - OPM 

announcements. 	 Director, 
. ------ Congressmen, local 

DeJtver program. October 1998 leaders attended 

wiut 200 others 

10 




Objecth'es StrategieslA('tion Steps Targets for 
Accomplishment 

Intended Results Performance 
Measuresl 
Indicators 

Actual 
Results 

-------­

3. Use more 
technology 
to support 
course 
delivery. 

Replace transparenci 
computer generated g: 

Have course pal11cipal 
researeh On the Intern 

s with 
·aphics. 

----­
1tS perform 
~t. 

September 1998 

c------­
September 1998 

Professionalize program 
product. 

--------

MllXimize the advantage 
offnrernet acces~ for 
greater leamjng 

75% of classes 
use computer 
generated 
graphics for 50"/0 
of the ::;essions. 

At least three 
programs 
formally include 
this requirement 
in their 

Accomplished ­
computer graphics 
for all plcnaries and 
most small cJao;;ses 

Deferred until 
OPM access to 
Internet is in place 

--­
curriculum. 

4, Provide 
training 
modules to 
clients over 
the 
worldwide 

Study feasibillty and 
delivery of modu1es 
web. 

web. 
--'---- ­

:Ost5 for 
In worldwide 

September 1998 Create a. new market for 
MDes and provide 
more smtke to 
customers. 

-------­

Feasibility and 
cost studies 
completed. 
Implementation 
targeted for FY 
2000, 

-------­

Deferred until 
Internet access in 
place 

------­

II 




- ------- - -- -

----------

Objecti\'es Strategies/Action Steps Targets for Intended Results Performaru;e Actua! 
Accomplisbment Measures! Results 

Indicators 
-

5. Offer skill- Design new programs for annc:x. Ongoing High quality programs Returning Open enrollment a 
based short which include skills customers, moderate success, 
courses Open enrollment and "share ~ICSH appropriate to senior hut custom 
through tu fill classes. level oftlcials. Offer programs in offerings are 
Center fOT 90"/0 ofopen booming. Over 
Executive Deliver programs during open Serve the needs of time. Work with 600 individuals 
Leedership weeks at FE] and in annex in 4111 customers. off~site programs attended CEL 
(CEL) Quarter. as necessary to programs, 

Timely delivery. met customer generating 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 scaled. 
Retunl business. 

MDes 

Begin developing computer-based 1m:rease use of September 1998 Improve learning by Agency scenarios WMDC has piloted 
tecbnology to simulations in core programs at the moving from teachjng and individual a simulation on 
improve products MDes. methodology to Jearning simulation conflict resolution. 
and efficiency. method. requirements for Four more under 

core courses development. 
(SNM, MDS, 
EDS) deveLoped 

One simulation 
completed. 

-
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- - - - - - - - ---------------------------- - -- ---- · 
Objectives Strategies/Action Steps: Targets for 

Accomplishment 
Intended Results Performance 

Measuresl 
Indicators 

Actual 
Results 

Begin developing paperless. 
notebook for courses. 

September 1998 Cut use of paper in half 
at and move into the 
electronic age. 

One pilot 
program 

Paperless notebook 
developed for 
"Managing of 
Infunnation 
Technology" 

-- -­
program 

Prepare to use up-link and down­
link access and communication in 
support of programs. 

July 1998 Expand the programs 
beyond classroom waHs. 

-------- ­

A completed cost 
studyof· 
installation and 
use, Go on link 
io FY 1999.. 

Cost study 
compleled. 
Budgeted for Y2K 

Establish e~mail communications 
with alumni and potentia} 
participants. (megrate use of LAN 
with the Internet 

Ongoing. 
Contingent on 
approval by OPM. 

Improved 
communications 

Usage by 
increasing 
numbcrof 
parties. 

Done for six 
classes at WMDC 

Develop a welcome video for 
WMDC participants to be shown 
over the hotel television sets" 

September 1998 Provide more 
infonnation to the 
customers in their 
lodging and learning 
center. 

Script and story 
board completed, 
Agreement 
reached with the 
hotel. 
----------- -­

Switched from 
video to computerw 

based graphics. In 
usc now for aU 
offerings 

13 




----------------­

Objectives Strategies/Action Steps Targets for Intended Result. Performance Actual 
Accomplishment Measures! Results 

Indicators 

Develop new and Open a new Center to expand the FY98 Continuously improve Opened on time to 
improved products EMDC's capacity to met customer customer service. nice fanfare. No 
and services to needs in a timeiy manner. classes missed 
meet agency 
customer needs. Make EMDC space available, on a Ongoing Center is already 

cost reimbursable basis, to other being used this way 

agencies for strategic planning and even in its fi~1 

executive development. months 
-------- ­

OEPS 

Dev<lopand Administer SES Briefing Programs, 3 per year or as New senior executives. Ongoing positive Two briefings held; 
deliver quality conduct a pilot follow up brieling, needed understand and value feedback from first follow on 
orientation and administer Schedule C Briefing their Jarger role in participants, scheduled for 
programs for new Programs, government and executive January 99 
SES members and exercise their leadership resources 
Schedule C and other managers, and Good feedback 
appointees. responsibilities from a other customers. 

corporate (\'5. a 
parochial agency) Course 
perspective to lead evuluations that 
change and promote a assess overall 
better gov(,"tlllTlent. program quality 

and effectiveness. 
-------- ­ - -------- ­ ... 

14 




- - ----

OERGOAL4: .Manage OER Business in an Effictive and Customer Focused W~ 

Customers SeF\'ed: Agencies and course participants. 

Objectives Strategies/Action Steps 

- - --- ­

Targets for 
Accomplishment 

Intended Results 

Maximize use of 
available financial 
resources to 
accomplish 
program goals and 
objectives. 

I. Establish financial targets for 
Revolving Fund Programs, 

Ongoing 

~ 

'------- ­

Program is financiaHy 
sound 

2. Manage these programs so 
that a retained balance for 
reserves and contingencies is 
maintained. 

3_ 
-

Strengthen the system for 
monitoring S&E financial 
performance to ensure more 
effective use ofavailable 
resources. 

4. Ensure that appropriate 
management controls are in 
place and ohserved. 

Performance 
Measures/ 
Indicators 

Retained 
earnings 
balance. 

Actual 

Results 


Planned 
investments 
restrained growth 
in balance, 
although reserves 
appear to have 
grown due to 
growth in business 
(this won'! be 
certain until the 
books dose) 

Reserve level is 
vcry good 

Controls are in 
place and working 
at e'.;lch center 

15 
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. 
--------- ­

Objectives Strategies!Action Steps Targets for Intended R.sults Performance Actu.1 
Accomplisbment Measuresl Results 

Indicators 
- ­

Identify possible Engage a contractor for analytical Ongoing Reverse enrollment trend. Participant Participants 
causes of and fact~gathering work. training days. surveyed but cause 
solutions 10 not discovered, 
continuing decline Next steps­
inMDC . nonparticipants, 
enrollments. agencies. Director 

of Agency 
Relalions hired to 
lead systematic 
effort 

Develop. Identify and collaborate with other Ongoing 10int meetings to discuss Completion of Partnerships 
collaborative Executive Development Program)/> curriculum issues. Joint joint projects established with 
relationships similar to FEl/CEL programs. ventures. Faculty deemed ICAF, UVA, 
needed to bring 
expertise to bear in 
FE! programs, 

• Other federal agencies 

• University-based programs 

exchanges, Joint research 
projects. 

valuable by all 
parties. 

Colorado 
University at 
Denver 

(MIT, Harvard) 
• Private seclor (U,S,) (CCL) 

Continued 
collaboration. 

Enhance speaker Continue Schohlr~in-Residcnce Ongoing Richer programs Management Pwgramwili 
and participant Program, evaluation of continue. but no 
pool at FE!. success as well space in 98 due 10 

as participant level of business 
feedback 
indicates . 

enhancement of 
course. 

-------- ­

16 




- - - - - - ---------------- ----------- --

Objecthres Strategies/Adion Steps Target. for Intended Results Performance Actual 
Accomplishment Measuresl Results 

Indicators 

" 

Establish scholarship program for 
International participants (public and 
private) 

2nd-4th Quarter 
98 

Exposure of Federal 
executives to other 
systems. 

Number of 
scholarships 
awarded. 
Target is 3. 

Twenty-three 
executives attended 
from other 
countries, two on 
sCholarships. 
Thret: scholarships 
awarded for FY 99. 
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November 7, 1997 

MEMORANDUM FOR 	 JANICE R. LACHANCE 
ACTING DIRECTOR 
OFFICE OF PERSONNEL MANAGE~lENT 

THRU: 	 ROSE GWIN 
DIRECTOR 
OHICE OF HUMAN RESOURCES AND EEO 

FROM: 	 CORTIS J. SMITH 
DIRECTOR 
OFFICE OF EXECUTIVE RESOURCES 

SUBJECT: 	 O=fice of Executive Resources Accomplishments 
,or FY 1997 

I am pleased to report our accomplishments for last year. The 
Office of Executive Resources (OER) continues to make steady 
progress on its programmatic goals and to perform exceedingly 
well financially. 

Our overarching goal under OPM1s strategic plan is to build a 
Senior E>:ecutive Service that is truly a corporate asset. The 
most important contribution to this goal was the opportunity 
fox the 1996 Distir:.guished Executives to meet with President 
Clinton and rece~ve his personal thanks and encouragement. 
This sti:.l revorberates among executives, and indeed 
tl:':;O·JghOLt the Federal service. After several years of 
persistent effort and the help of col:eagues in ~he Office of 
Communications a~d the Direc~or's Of=ice, it was truly 
gratifying to see the price ~t brought these Distinguished 
Executives. 

Our residential programs also contribute to creating a 
corporate body. of managers and executives by giving 
participants an extended exposure to colleagues from across 
government and by explicitly addressing national and 
governmental roles of Federal leaders. At each center we 
~aintained or improved a historically high participant ~ating 
(6.5 out of 7 at FEI; 4.68 out of 5 at EMDC, a~d 4.5 out of 5 
at WMDC). 

We took advantage of our positive financial situation to 
enrich what we offer our ct:stomers. Fox example. FEI included 
the Aspen Insticu~e Seminar as a choice in each 4-week cou~se, 



\. 
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:he WMDC created a new series for team leaders, and the EY-DC 
created a new forum fo~ EPA to create a watershed Partnership 
with its stakeholders. 

AI'.. unplanned b'.l:' rewarding opportunity came cur way through 

the Results Act. We produced a CC-ROr1 which is bo::h 

attracttve and substantive a:ld wh:"ch we are now beginning to 

use as a way "':0 extend O1.:.r reach into the ranks of federal 

managers to orient them and to give them a toolklt for 

implementing the Act, 


As managers of the Senior Executive Service, we l'evised the 
Executive Co::-e Qualifications (ECQ) in collaboration with and 
based on the research of colleagues in the Emp:oyment Service. 
The new E:CQ's speak clearly and forcefully T in fresh language, 
about the abi':"itie,s execctives need today and tomorrow, We 
also held the number of allocated SES positions at the reduced 
level achieved in 1996 and prepared allo~a:ion$ at that level 
for the next biennium in order to ensure that an appropriate 
a~d fair share of the reduction in the workforce is at the 
senior :evel. 

Our majox-' commitment is to the programs that we run, but we 
f:lUst also s'J.cceed as a b:.tsir:ess in order to continue them. To 
this end, we have developed an Information Technology Strategy 
to improve our operations, but more important.ly to tie the 
components of OER together in order to better understand our 
custot::ler base a::1d to begin 'to have data to measure our 
e::fective;:ess in cieveloping and mar.agi!lg execut.;.ves, 

In FY 1997 we made important progtess in defining our 
finar.cial goals and our strategy for reaching there. We have 
defined our legal requirement to "break even, ff es:::ablLshed the 
contingency reserve we need to ensure that we do so, and set a 

.3-year investmer.t horizon to ensure that we are careful and 
thorough about providing, full value to our customers. 

Finally, the bottom line: OER's Revolving =4nd organizatio~s 
earned approxirr,a::ely $20 mi~liont spent $19 million, and added 
$1 ~illicn tc reserves. 

http:important.ly


Decenber 11, 1996 

MEMORANDUM FOR LORRAINE A. GREEN 
DEPUTY DIRECTOR 

.OFFICE OF PERSONNEL MANAGEMENT 

FROM: 	 CURTIS J. SMITH 
DIRECTOR 
OFFICE Of EXECUTIVE RESOORCES 

SUBJECT: 	 FY 97 Performance Plan 

Attached is my performance plan for FY 97, together with the 
Management Activities Standard and the SES Appraisal forrr." I 
have organized the performance plan in a new format as a 
convenient way to show connections between our mission and 
goals and specific objectives for FY 97$ in keeping with the 
direction .of the Executive Board's work on OPM$5 strategic 
plan. 

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

1. 	 Developing a survey of key Federal leaders to gauge, 
based on their assessments, how well we are doing. 
Our most important goals -- to improve the 
performance of =ederal organizations a~d to build a 
corporate SES -- are simply not subjec~ to 
q"Jan::.itative measurement at this point. The "new 
survey will tell us if Deputy Secretaries and ERB 
Chairs 1 for example, think they see the resul~s we 
want. 

2. 	 1 hope to make real progress at E'EI in the degree of 
participation by inte=national executives as a key 
enrichment of what we offer our customers. 
Internat.iona: participants give OU':::: Federal clients 
a fresh way to see our own system ar.d ~ew knowledge 
of other cultures" 

3. 	 The conti~uing cap on SES pay -- and the compression 
that is beginning 0: the tcp levels in the SES pay 
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structure ~- mean that we will see mere and nore 
demand on the various exceptional pay authorities. 



We need to organize our thinking about and approach 
to the question of exec'..1tive pay :"n order to make 
consistent decisions about individual cases. 
Otherwise, 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 communication among the Government's 
executives. 

5. 	 All of our Revolving Fund programs have had two 
strong years financially. We need to continue to 
improve the accuracy of our projections. More 
importantly, we need to set longer term goais l 

taking into account contingencies and investments, 
to ensure the best use of our resources ir. building 
a corporate executive and managerial comrr.uni ty a:1d 
to ensure that we provide full value to our 
customers. 

We will also, of course, continue to administer our various 
programs such as the Presidential Rank Awards, SES 
Allocations, and the Qua:ity Award and Cor-terence, and 
continue our tradition of offe~ing excellent executive and 
management development. 

Attachments 



-------- -------

------ ------ ------

OFFICE OF EXECUTIVE RESOURCES 
FY97 

OER Mission: Improve the performance ofGovernment by leading in the selec~ion, management, and dev.elopment of Federal 
Executives who a~ exceptional JeadeJ"8~ wbo understand their tODstitutional role. and operate witbin that framework. and whut 
possessing a broad, corporate view, pride themselves in serving tbe American people. 

- Goal FY97 Objective Measure Results 

t 	 Strengthen the Corporate I. 	 Emphasize in SES orientaJions, FEI Survey ofKey Leaders A key message in each of 
Identity of Federal programs, and MDe offerings that Federal OUt programs 
Executives managers and executives are a national 

corps. 
Survey design underway 

2. 	 Develop survey ofkey players as means to 3rd Quarter 
measure OER '5 effectiveness at 

- meeting agency needs at FEI and 
MOC, 

- advancing goal of a corporate SES 
Issued 2nd Quarter Being printed 

3. 	 is.~ue annual rCp<lrt (;11 OER Ilctivilies to the 
executive and management c.ommunity 
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Goal FY97 Objective Measure 

Participant satisfaction 
above 4.0 on a 5 point 
scale 

~livery in FY 91 

Timely 

Participant satisfaction 
above 4.0 on a 5 point 
scale 

On bo.ard before the end of 
tbe ftseal year 

Improve current average of 
nine per year 

Increase in ratings 

II. Provide high quality L Revise MOe curriculum and tie it 10 needed 
Executive and Manageriat competencies 
Programs and Services: 

2. 	 At each MDC, offer a very ne:w or very 
revised course: . 

3. 	 Deliver National Quality Programs: 

Administer the President's Award 
for Quality 

b. 	 Manage the: 1997 National 
Conference on Quality 

4. 	 Recruit and hire manager for WMOC 

5. 	 Increase value provided to customers 

a. 	 Enrich the education at FEI by 
significantly increasing attendance 
by international, stale, and local 

. executives 

b. 	 Invest in better speakers and 
adjunct faculty for SES 
orientations. FEI, and MOCs, to 
improve the value ofour offerings 

.~~~~ 

Results 

Exceeded goats: 
EMDC - 4.68 on a 5: point 
scale 
WMDC - 4.5 on a 5 point 
scale 
FEI ~ 6.5 on a 7 point 
scale 

leadership Potential 
Seminar; EP~ Watershed 
Partnership 

Completed 

Exceeded goal with a 45 

Dennis Center selected· 
ifI charge of major 
~\Irriculum review 

I J internationals in 97; 20 
in 98 with a sprinkling or 
slate and local 

Added Aspen {nsliMe 
course; s~cured key 
Washington speakers; all 
highly rated 



--------

Goat FY97 Objective Measure Results 

HI. 

-------­

Manage the Federal 
EXetullve Personnel 
System 

I­

2. 

l. 

4. 

Hold the overall allocation ufSES positions 
at the current, reduced level 

Revise Executi....e Core Qualifications 

" 

Administer the Presidential Rank Awards 

Lead internal aPM review ofspecial pay 
authorities 

Final allocation res~lts 

ls:.-'l:ued by the end of the 
fiscal year 

Timely 

3rd Quarter 

-

Achieved more than 10% 
reduction; some relief can 
now be granted; proposed 
biennial allocations hold 
at reduced !evel 

lssued and well"f«eived. 
Curriculum is being 
evaluated in light of 
ECQs 

President met with 
Distinguished Rank 
Award winners 

With ES and WCP$, 
reviewed history and 
customer needs which 
will lead to legislative! 
~egulatory proposals 

-- ­ -----­



Goal 

IV. Manage tbe OER 

Rusiness 


L ... 

'­

2. 

J. 

FY97 Object rye Measure Resulu 

Promote diverSEly of 
contmctors 

l1ticipants. staff, Demonstrated activity - Released figures on 
gains by minorities and 
women in SES to 
encourage agencies 

~ Recruited Asian/Pacific 
l ..lander 

• Minority panicipa1ion at 
fEi up from It 10 13%; 
Women at 300/(1 

- Hispanic eX1X:utive on 
detail 

Ensure fifll!.ft(:ial man 
in place to me¢t fMFi 

~ement controls are 
\ requirements 

Demonstrated activity Done; continuing 

Implement iT strateg 

a. Automate ug; 
SES dala an 
colJeetiofl an, 
data 

. 
ney tran~m;s$ion of 
update system for 
management of thaI 

Depending on funding. 
complete project in FY 98 

- Design 9()t1/o complete; 
funding in place for 1998 
implementation 

b. Use Internet 
communicat 
ufMOCs, F 
nricnlalions 

:; facilitate continued 
'n among graduates 
, and SE..~ 

Run several pilots Pilnts run; clientS not yel 
rendy 

c. Implement e 
MOCs and 
marketing, an 
managemen' 

han red IT systems at 
J fur administering 
d financial 

- ----------- ­

Projects defined and begun 
in FY 97 

Equipment and wftwate 
upgraded at FE! and 
WMDC (EMDC to do on 
relocation). Have a 
conceptual design for 
OER iT system, to 



-------
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------- -

IV 

Goal 

Manage the UER 
Bus.iness (cont.) 

L_ 

FY97 Objective 	 Measure

1
4. 	 Protect, enhance, and make the most use of 

OER's physical facilities 

a. 	 Ensure a useful and high quality 
EMDC by monitoring design and 
construction 
of new Shq;etdslown fadtity 

. 
b. 	 Protect and mainlain the FEI f GSA audit 

faellit)' 

5. 	 Implement a financial strategy to allow for 
stability and increased value for customers 

a. 	 Set fmantial targets for RF 
programs. based on a :;·year break­
eVen target, while providing for 
contingencies and 
investment, 

b. 	 EX/end gainsharing lu MDe's 

Result.. 

include integration of 
SES, MOCs, FE!. 

New buildings for both 
EMDC and FEI are on 
schedule and on budget 

98.8 out of 100 rating on 
'% audit Facility 
continues to be 
maintained in superior 
manner. Next audit 
&<:heduled for March 98. 

Completed by 2nd quarter IEX""lIen' pmg""" 
conttn8ency reserves 
defined; investment I"m'egy In p'a", bre.m 
even targets set for third 
year out 

Decision reached with 	 FE) employees will share 
employe!:' partners 	 in a gain. 

Extended to WMDC. 
EMDC partners to 
consider after relocation 

1_­


