
January 5. 1996 

MEMORANDUM FOR 	 LORRAINE GREEN 
DEPUTY DIRECTOR 
0FFICE OF PERSONNEL I1ANAGEMENT 

FR014: 	 CClRrIS J. SMITH 
DIRECTOR 
OEICE OF EXECUTIVE RESOURCES 

SUBJECT: 	 Performance Plan for FY 1996 

Attached my work plan for the fiscal year, along with the 
Managemer.t Activities Standard ar.d the SES Performance Appraisal 
form. 

I will consider FY ~996 to have been successful for the Office of 
Executive Resources if we are able to: 

• make SOme progress towards bui~ding a Senior 
Executive Service with a sense of itself as a 
comrr,l.mity with a nat:.ional purpose; 

• deliver a successful second symposium at FEI 
involving the Jeadership of the civii service; 

• so successfully deliver the Quality Conference 
that the quality corrIDur.ity is glad that it is in 
our hands; 

• complete the procurement of permanent homes for 
the two Management Development Centers; acd 

• generate enough reven'J€ to cavi!:1: al~ costs and 
make is c:ontribution to O:1r "cont:"ngency rese.!:."ves," 
and get be.tter: at projecting ocr financial 
performance. 
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MEMORANDUM FOR 	 LORRAINE GREEN 
DEPUTY DIRECTOR 
OFFICE OF PERSO~NEL MANAGEMENT 

FROM: 	 CURTIS J. SMITH 
DIRECTOR 
OfFICE OF EXECUTIVE RESOURCES 

Subject: 	 Accomplishments for FY 1996 

I a~ pleased to submit tc you the attached report against the 
Office of Executive Resources l work pla.n for FY96. You w'ill 
see that we have done even more than we ::::orr.mit:.ed :'0 and that 
OER has had a very successful year, bdth programmatically and 
financially. 

Our overriding goal is to create a sense of community and 
corporate purpose in the Government's mangers and executives. 
Ne are by no means there yet. Our predecessors have 
recognized the value of such a community in the founding of 
the.Federal Executive Institute and in the creat~or. of the 
Senior Executive Service. The National Performance Review, 
the President I s Management Council I and OPt-l' SOW!! SES 
Symposium have reaffi!.'"reed the need for s"L:ch a corporate 
community and recognized that we are not there yet. 

The policies we recommend on the SES, the Orientations for: new 
senior executives, and the curricula of FEI and the MDe's, all 
are now designed to fur:::her t:te sense of. maI';agers and 
executives that they beloI';g to an enterprise larger than their 
programs or agencies and that they have a critical role in the 
gove~ning of o~r coun~ry. BecaUSB of OER's effort this last 
year, we are closer to having a national corps, and we are 
poised to make even further ga~ns in FY 1997. 

A key focus for us in FY 1996 was the Quali-.:y A,,.Jard Program 
and the 9th Annual National Confe=ence on Federal Quality. 
These were highly successfu: in good part because all of OPM 
pitched in to help out. Most importantly, we established 
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QPM's continued comlTli tment to quality in Governme:-:.t operations 
and its ability to continue these progra~s in :he absence of 
the Federal Quality Institute. 
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On the business side of OER, we achieved a goal QPM has had 
for a decade! both of the Management Development Centers now 
have long term leases for attractive and f~nctiona: 
facilities. 

Finally, B!1d of critical importance to an organization that is 
primarily revolving funded, we earned more than we spent, 
helped by important reductions in overhead charges. Our goal 
was to end the :'i'ear oy mal<.ing a contribution to reserves of a 
little mQre than $1 million. We doubled that, making a 
cont~ibution to reserves of over $2 million in a year when our 
customers were hit with terrible uncertainties and Cllts in 
their own budgets. We reacted early ~o these uncertainties 
and produced new and different offerings to meet new needs. 

Attachment 



Office of Personnel Management 

FY 96 WORK PLAl'i 


Director 

Office of Executive Resources (OER) 


GOAL I: 	 Strengthen the Sense of tbe Senior Executive Service (SES) as a Corporate 
Resource Through All tbe Programs Offered by OER. Including 
Orientations, Residential Training, and Administration of the Senior 
Executive Service. 

OBJECTIVE 1: 	 Hold a second SES Symposium at FE! on a current topic worthy of 
senior executive attention in the Fan of 1996, to bring together key 
actors around the SES.

'. 
OBJECTIVE 2: 	 Complete review of QualifICations Review Board (QRB) process and 

issue guidance which reinforces the QRB's role in selecting executives 
who have a corporate perspective of Government (3rd Qtr). 

OBJECTIVE 3: 	 Provide guidance and technical assjstance on the development and 
implementation of SES Candidate Development Programs which 
contribute to the identification and development of SES candidates who 
reflect the corporate values of the SES; i.e., candidates who respect and 
embrace change within the continuity of OUr Government. (Continuing) 

MEASURES: PUBLIC SERVED: The Government as a whole. 

Timeliness: Target dates are meL 

Quality: Anecdotal evidence of growing sense of [he 
SES as a community with a national 
identity. 

Efficiency: Not measurable, 

Customer Satisfaction: Supra-agency entities-·NPR and PMC. for 
example--express satisfaction with 
movement towards a corporate SES. 
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GOAL n, Provide Quality Products and Services to Customers. 

OBJECTIVE I: 	 Continue the timely delivery of quality OER programs. 

Subobjective A: 	 Develop PEl curriculum of short courses that are relevant and 
weU attended. Hire a faculty coordinat.or to direct that effort and 
produce $500.000 in income, (2nd Qtt) 

SUbobjective B: 	 Improve the attention in FErs Leadership for a Democratic 
Society to the Constitution and the role of the executive in our 
governmental structure, Hire a faculty member with political 
science credentials, (4th Qtr) 

Subobjective C: 	 Revise the SES Orientation Program to emphasize the sense of 
the SES as a corporate resource, (3rd Qtr) 

, 
OBJECTIVE 2: 	 Improve the prominence. variety. and quality of outside speakers and 

faculty participating in OER programs by gaining access to both more 
university faculty and to important representatives of the Administration, 
(Continuing) . 

OBJECTIVE 3: 	 Coordinate the development and publication Qftbe 1996 U,S, 
Govel7l11l£nt Policy and Supporting Positions, "The Plum Book", 
(Publication dine no later ilian November 14. 1996,) 

, 

OBJECTIVE 4: 	 Administer the Quality Award Program and the National Conference so 
well that the quality community is pleased with our assumption of these 
programs, 

MEASURES: PUBLIC SERVED: 	 Pederal agencies and current Senior 
Executives. 

Timeliness: 	 Target dates are meL • 
• Respond to new requests quickly, 

Quality: 	 High quality programs will build on and 
enhance the core residential experience. 

Participant ratings in OER programs: show 
improved forums and plenary sessions, 

2 


http:coordinat.or


Services provided by the SES programs and 
publications contribute to a corporate sense 
of the SES. 

Efficiency: 	 Generate sufficient revenue to meet the 
direct program, operating. and overhead 
costs and to provide the necessary 
investment resources to ensure the 
programs are current, limely. and of high 
quality. 

SES processes are streamlined and 
unnecessary paperwork is eliminated. 

Customer Satisfaction: 	 Measure satisfaction in residential 
programs through participant appraisals. 

Senior Executives and job seekers are 
satisfied with responses to general and 
employment infonnation requests. 

GOAL Ill: Manage the Federal Executive Personnel System as a Corporate Resource. 

OBJECTIVE 1: 	 Analyze proposals made .t the September 1995 SES Symposium, discuss 
with stakeholders. and recommend action to the Director. (3rd Qtr) 

OBJECTIVE 2: 	 Issue governmentwide regulations and guidance on the Senior Executive 
Service. senior-level, and scientific and professional personnel systems. 

Subobjective A: 	 Publish proposed regulations to streamline the SES performance 
appraisal system. (200 Qtr) 

Subobjective B: 	 Issue SES Desk Guide. (4th Qtr) 

OBJECTIVE 3: 	 Provide leadership to governmemwide executive personnel activities. 

Subo~iective A: 	 Successfully administer the 1995 Presidential Rank Award 
Program, (4th Qtr) 
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Subobjective B: 	 Maintain total allocation of SES positions at 7876. Oversee the 
process for allocating FY 96 and FY 97 executive personnel 
resources to individual agencies. {On-going} 

OBJECTIVE 4: 	 Support National Perfonnance Review recommendations and other 
Presidential initiatives which contribute to improvement of the SES. 

Subobjective A: 	 Enhance voluntary mobility within and between agencies for 
employees who bold or have the potential to hold senior executive 
positions in government. (On-going) 

Subobjective B: 	 Consistent with the President's instructions on career transition 
for Federal employees. review and strengthen the SES RIF 
placement program. (2nd Qtr) 

OBJECTIVE 5: 'Use automation to support and strengthen the Federal executive 
personnel system. 

MEASURES: 
 PUBUC SERVED: 

Timeliness: 

Quality: 

Efficiency: 


Customer Satisfaction: 


Federal agencies, prospective employees. 
current Senior Executives . 

• 
Target dates are mer. 

Policies and guidance strike an appropriate 
balance between management flexibility and 
the larger corporate interest of the 
Government. Program leadership 
contributes to effectiveness of Government 
executive personnel programs. 

Processes are streaml ined and unnecessary 
paperwork is eliminated. 

OPM management and Federal agencies are 
satisfied with quality of policies published 
and programs administered, 

GOAL IV: Manage the OER Businesses. 

OBJECTIVE I: 	 Award contracts for permanent facilities for both the EMDC and the 
WMDC, (3rd Qrr) 
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OBJECTIVE 2: Award contracts at FEI for Innkeeper (1st QIr) and Wellness (3rd Qtr). 
Sell as many of the unsold spaces in the FEI and MDC programs as 
possible and use unsold spaces to attract new customers, with the aim of 
making them paying customers in suhsequenr years, (4th Qrr) 

OBJECTIVE 3: Establish a gainsharing program for the revolving fund activities to 
encourage all staff to approach their work as a business and to reward 
them for financial performance beyond our financial target for FY 96. 
(4th Qtr) 

OBJECTIVE 4: Ensure that SES and Schedule C Orientation Programs break even or 
contribute to contingency reserves, (Continuing) 

OBJECTIVE 5: Implement system for monitoring financial performance with a goal 
towards effective use of available resources. (Continuing) 

MEASURES: PUBLIC SERVED: 	 Pill and MDC's staff, OPM management, 
Federal agencies. executives attending FEI 
and MDe's, and current Senior Executives 
and Schedule C employees: 

Timeliness: 	 Target dates met 

Quality: 	 Maintain or improve participant ratings of 
our programs. 

Efficiency: 	 Pinancial targets met. 

Customer Satisfaction: 	 PEl and MDC's staff acceptance of 
gainshartng and management acceptance of 
financial results. 

GOAL V. Provide Equal Employment Opportunity. 

OBJECTIVE: 	 Work consciously in recruiting both staff and Executives in Residence to 
improve diversity. 

MEASURES: PUBLIC SERVED: 	 OER employees, program participants, and 
agencies. 

Timeliness: 	 Continuing, 
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Quality: Not measurabtc. 

Efficiency: Not measurable. 

Customer Satisfaction: OER employees and the Federal community 
believe in our c01runitment to diversity, 

GOAL VI. Establish Management and Internal Controls. 

OBJECTIVE: 	 Use resources wisely and ensure that the use of resources is properly 
documented. 

MEASURES: PUBLIC SERVED: Taxpayers. OPM, agencies: all who count 
on wise and fair use of resources, 

Timeliness: Target dates of OPM Management 
Implementation Guide are met. 

Quality: Reviews are thorough and 'thoughtful. 

Efficiency: Not measurable, 

Customer Satisfaction: General respect for OER's management of 
its resources. 
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ot:ficc of PersoDnel Management 
FY 96 WORK PLAN 

OBJECTIVES MET 

Director 

Omce of Executive Resources (OER) 


GOAL I: 	 Strengthen tbe Sense of the Senior Executive Service (SES) as a Corporate 
Resou«. Tbrougb Alltb. Programs Offered by OER, Including 
OrientationSi Residential Training, and Administration of the Senior 
:Executive Service~ 

RESULTS: 	 This is the main thrust of what OER is doing and informs tbe design 
oflhe Orientation, tbe FEI and MDe curricula, and our policy 
setting. 

OBJECTIVE I: 	 Hold a second SES Symposium at FElon a current topic worthy of senior 
executive attention in the FatJ of 1996, to bring together key actors around 
the SES. 

RESULTS: 	 Sttond Symposium underway on December 15th. This non-revenue 
event was moved to use a time that is difficult to sell. 

OBJECTIVE 2: 	 CompJete review of QuaJificatioos Review Board (QRB) process and issue 
guidance which reinforces the QRB's role in selecting executives who 
have a corporate perspective of Government (Jrd Qtr), 

RESULTS: 	 Review expanded to address issues raised by SES Symposium and 
President's Management Couneil. Advisory group established to 
oversee tbe rel'iew, which has been rolled together with other SES 
issues to be addressed at tbe beginning of the second term. 

OBJE(.'TIVE 3: 	 Provide guidance and technical assistance on the development and 
implementation of SES Candidate Development Programs which 
contribute to the identification and development ofSES candidates who 
reflect the corporate values of the SES; Le., candidates who respect and 
embrace change within the continuity of our Government. (Conthming) 

RESULTS: Done. New regulations- issued on Candidate Development programs, 
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which eliminate time-linlit on certification and give broad latitude in 
how agencies develop executives but require interagency (Le. t 

-corporate) exposure. 

IRS team working on Executive development has sought and received 
MDe help, with emphasis on the larger corporate interests we have. 

GOAL II: Provide Quality Products and Services to Customers. 

OBJECTIVE 1: Continue the timely delivery ofquality OER progra~s. 

RESULTS: Quality remained high in all OER programs. Participant ratings 
were: FEI,6.4 on a 7-point stalel\\'MDC, 4.6 average on a 5-point 
scalelEMDC, 4.65 average on a 5-point scale/Quality Conference 4.37 
on a 5-point scale. 

Subobjective A: 	 Develop FEI curriculum of short courses that are relevant and well 
attended. Hire a faculty coordinator to direct that effort and 
produce $500.000 in income. (2nd Qtr) 

RESULTS: 	 Completed. FEI hired a faculty coordinator in the second 
quarter, developed and offered 20 short programs; and 
brought in $767,000 in income. 

WMDC introduced a new program "Developing Self~Managed 
Teams" that produced $500,000 in income~ 

EMDC introduced new courses on managing disabilities and 
environmental management and developed a PMI currieulum. 

Subobjective B: 	 Improve the attention in FEI's Leadershipfor a Democratic 
Society to the Constitution and the Tole of the executIve in our 
governmental structure. Hire a faculty member with political 
science credentials. (4th Qtr) 

Completed (and continuing): Political scientist added to the 
FEI faculty. More time is now spent on the Constitution and 
tbe executive's role than at any time in the Institute's history. 
MDe's have adopted a similar focus on governance as well as 
management. 

Subobje(.1:ive C: 	 Revise the SES Orientation Program to emphasize the sense of the 
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SES as a corporate resoUrce. (3rd Qtr) 

RESULTS: 	 Accomplished. Revised the Orientation Program to begin with 
a segment on tbe eorporate nature of the SES and the role of 
the executive in our constitutional system. Continued to make 
good use of department and agency leaders and White House 
staff to gwe participants a better understanding of the 
Administration's goals and accomplishments and of the scope 
of Federal programs. 

OBJECTIVE 2: 	 Improve the prominence. variety, and quality of outside speakers and 
faculty participating in OER programs by gaining access to both more 
university facuhy and to important representatives of the Administration. 
(Continuing) 

RESULTS: 	 A..omplished. A large number of new speakers arc being used to 
keep things fresh. Academics with national reputations in their fields 
included Larry Sabato, Julian Bond, Charles Goodsell, and Larry 
Smith. Representatives of tbe Administration included Seeretaries 
Glickman and Cisneros, Administrators Lader and Browner, Kitty 
Higgins, W. Bowman Cutter, and our own Jim King. 

OBJECTIVE 3: 	 Coordinate the development and publication of the 1996 U.S Government 
Policy and Supporting Posilions, "The Plum Book ", (Publication dale no 
laterthan November 14, 1996.) 

RESI.'L TS: 	 Accomplished, W. fully automated this data colle<lion errort to 
produce a much more accurate Plum Book. It is on its way to timely 
publication. 

OBJECTIVE 4: 	 Administer the Quality Award Program and the National Conference so 
welJ that the quality community is pleased \\>1th our assumption of these 
programs. 

RESULTS: 	 Accomplished. 1996 Award and Conference were a solid su(:cess+ and 
the quality community is pleased with OPM's stewardship. The 
suspicion and ill will around the end of FQI have heen overcome 
almost completely. 

GOAL III: Manage the Federal Executive Personnel System as a Corporate Resource. 
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OBJECTIVE 1: 	 Analyze proposals made at the September 1995 SES Symposiu,;" discuss 
with stakeholders. and recommend action 10 the Director. (3ed Qtr) 

RESULTS: 	 Accomplished (but in 4th quarter), Close-out report mailed to 
Symposium attendees. The results of th~ symposium feed into the 
broader effort. to ....al••te the SES, 

OBJECTIVE 2: (ssue govemmentwide regulatiOns and guidance on the Senior Executive 
Service~ senior~level, and scientific and professional personne1 systems. 

SuhobjeClive A: Publish proposed regulations to streamline the SES performance 
appraisal system. (2nd Qtr) 

RESULTS: Regulations deferred. 

Suhobjective B: Issue SES Desk Guide. (4th Qtr) 

RESULTS: Draft Desk Guide is being tested in~bobse. 

OBJECTIVE 3: Provide leadership to governmentwide executive personnel activlties. 

Subobjective A: Successfully administer the 1995 Presidentiat Rank Award 
Program. (4th Qtr) 

RESULTS, 	 Accomplished. Secured the Vice President for recognition of 
1995 Distingnbhed ExecutiveS at a White House reception. 
19% Awards decided and fund. Obligated within tbe FlScol 
year~ 

Subobjeetive B: 	 Maintain total allocation ofSES positIons at 7876. Oversee the 
process for allocating FY 96 and FY 97 execUlive personnel 
reSQurces to individual agencies. (On-going) 

RESULTS: 	 AceompJisbed. Successfully implemented and maintained the 
10 percent cut in permanent SES allocations. 

Managed the total executive resources pool to prevent 
increases in Senior Level and Scientificrrechnical allocations 
from canceling the SES reduction. 

OBJECTIVE 4: 	 Support National Perfonnance Review recommendations and other 
Presidential initiatives which contribute to improvement of the ?BS. 

Subobjective A: Enhance voluntary moblHty within and between agencies for 
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employees wbo bold or have the potential to hold senior executive 
positions in government (On-going) 

RESULTS: 'Continuing. Featured successful SES reassignment!o1 in the SES 
Newsletter, publisbed mobiJity opportunities, worked with the 
Metru Area Reemployment Center to establish an SES 
component (and c:ontri~uted funds). 

Subobjective B: Consistent with the President's instructions on career transition for 
Federal employees, revie~\' and strengthen the SES RIF placement 
program, (2nd Qtr) 

RESULTS: Continuing. Revised process and refocused RtF placement as 
the joint responsibility urtbe individual executive, the agency, 
a.dOPM. 

Additional Accomplishment: Helped NPR staff arrange a 
series of focus groups of Senior Executf\.'es in Washington and 
in the field. The results reinforced the importance of corpora~e 
communication and may have contributed to tbe Viee 
President's recognition of Distinguished Executh..es. 

OBJECTIVE 5: 	 Use automation to support and strengthen the Federal executive personnel 
system. 

RESULTS: 	 The Executive Information System (our key data source) is being 
overhauled with an eye towards easier and faster collecdon and 
dissemination of information. Requirements have heen cumpleted 
and the initial work funded. 

Automated the vacancy announcement system as part of ES's Federal 
Job Information Syst~m. 

GOAL IV: 	 Manage the OER Businesses. 

OBJECTIVE I: 	 Award contracts for permanent facilities for both the EMDC and the 
WMDC, (3rd Qt,) 

RESULTS: 	 Accomplished. After 10 years of false starts, both of the MDe's have 
long-term le.ues in quality places. 

OBJECTIVE 2: 	 Award contracts at FE! for Innkeeper (I st Qtr) and Wellness (3rd QIr). 
Sell as many oftbe unsold spaces in the FE! and MDe programs as 
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RESULTS: 

OBJECTIVE 3: 

RESULTS: 

OBJECTIVE 4: 

RESULTS: 

OBJECTIVE 5: 

RESULTS: 

possible and use unsold spaces to attract new customers. with the aim of 
making them paying customers in subsequent years. {4th Qtr} 

Contracts awarded to solid vendors after usdul competition. Because 
of shutdown, unsold spaces were used to meet needs of those sbut out 
or snowed out earlier in the year. 

Establish a gainsharing program for the revolving fund activities to 
encourage all staff to approach their work as a business and to reward 
them for financial performance beyond our financial target lor FY 96. (4th 
Qtr) 

Establisbed for FEI (with payout for FY 96). Will be considered for 
the rest of OER as part of deve10ping performance management 
approacht working with our employees. 

Ensure that SES and Schedule C Orientation Programs break even or 
contribute to contingency reserves. (Continuing) 

Accomplished. Three orientations held and $64,000 contributed to 
resene. 

Implement system for monitoring financial performance with 3 goal 
towards effective use ofavailable resources. (Continuing) 

On the S&E ,id.: 

1. 	 Through effective resource management, freed funds to 
automate the Plum Book, begin tbe redo of our EJ.ccutive 
Infonnation System, and fund a placement module for 
executives in the Transition Center. 

2. Cl.sed the ye.r in the black. 

On tbe Revolving Fund side: 

1. 	 Early analysis let OER manage in(redible disruption in 
customers' own budgets without timmeial harm to its 
programs. OER's revolving fund activities produced income 
that was $2 million over costs by expanding offerings and 
listening to demands for new products. Reduced overhead 
costs were also helpful. (FEI employees wilt receive a 
gainsbaring payout.) 
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DIRECTOR, EASTERN MANAGEMENT DEVELOPMENT CENTER 
PY 1996 Work Plan 

Status Report as of May 3, 1996 

L Program DevelopmentIDelivery 

a. 	 Develop and deliver new courses where customer needs indicate a new market. 
Prospects include: 

new course on managing disabilities 

Developmental work started, met with DOD stafTwho helped to identifY 
resource speakers. Project curtailed; course cancened due to lack of 
customer demand (only three spaces sold of the 160 ofTered.) 

new course on environmenta1 management 

EPA obligated $100,00 ror this project to cover tuition ror aboul40 students; 
first class scheduled for December; curriculum work proceeding as 
scheduled. 

PMI curriculum 

Designed and conducted PM. orientation session for PMPs in February 
under agreement with Philadelphia Service Center. Designed and conducted 
PMII course. Designed PMI II course to be conducted in 1st quarter FY 
1997. 

h. 	 Manage the President's Quality Awards Program 

manage the evaluation and judging process 

secure Presidential approval of award selection 

recognize and showcase awardees and finalists at national conference 

develop and implement strategy for J997 award program (to indudethe 
possibility of transferring responSibility to NIST) 

19% award process and program was a complete success. Planning for 1997 
program proceeding. 



· , 

c, 	 Manage the annual conference on Federal quality 

achieve at least a 4 on a: 5~point scale on participant evaluation of 
conference program 

make the conference pay for itself 

develop and implement strategy for 1997 conference (to include the 
possibility of transferring responsibility to NIST) 

Quality Conferebce was clearly a success in terms of proving OPMfs 
rapability to continue tbis effort after eliminating the Federal QualitY 
Institute and in terms of tbe number of people who participated. 
J'articipants evaluated the program 4.37 on a 5-point rating scale. 
Conference revenues exceeded direct costs by a smaU amount" but 

2. 	 Facilities: Complete eva1uation of proposals fOf a new Center and prepare a 
recommendation for the Director. 

'Ve achieved wbat bad been tried so often before and failed. The 
procurement process was successfully completed and work with the lessor on 
design of the facility is in process. 

3. 	 ProductioniFinancial Management: Maintain level ofparticipation at EMDC programs 
consistent with 1995 level to the extent market conditions allow. Achieve a $500,000 
surplus of income over all direct costs and the indirect cost level initially allocated by 
CFO. 

Due to the incredible budgetary problems experienced by customer agencies 
during FY 1996, participation dropped from both the 1995le.ol. and our 
original pJanning estimates. Partidpation in [MDe courses was down by 
7.7% (':ompared to prior year. Compared with planning levels, participation 
in seminars was down 9.5*10 and 12.3% in the Quality Confernece. Re\o'enne 

~, 	 for the Presidential Management Intern program fell $8.000 short of the 
planning level ofSl40,OOO. Still we realized a $700,000+ surplus for the year, 
primarily tbe deferring hiring decisions and in prudent cost management. A 
reduetion in overhead eosts was offset by an investment in a new platform 
and sofm'are development for the MDC space Rales system. 

4. 	 Administration 

a, 	 Provide staff training on contracting/purchasing to ensure clear underStanding of 
requirements and proper dealings \vith contractors and vendors 
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No action, staff shortages. 

b, Use opportunities f-or hiring and other personnel actions to maintain a diverse 
workforce. 

Hires include one white woman, one Asian woman~ one white maD. 
Promoted two white women. 

c. Implement management controls needed to comply with FMFIA. 

Continuing. 



November 7, 1995 

MEMORANDUM FOR 	 LORRAINE GREEN 
DEPUTY DIRECTOR 
OFFICE OF PERSONNEL MANAGEMENT 

FROM: 	 CURTIS J. SM:i:TH 
~IRECTOR 

OfFICS OF EXECUTIVE RESOURCES 

SUBJECT: 	 Accomplishments Against ?erfor~ance Standards 

The creation of the Office of Executive Resources (OER) in the 
middle of fY95 brough'.: together four organizations with a cornrnon 
m~ssion and gave a new, coherent focus to their work. Sach of 
the organizations, and OER as a whole, had a very successful 
year. 

Attached is my report of what we accomplished against the 
specific things that we had planned to do. You will see, I 
think, that on the policy and program side we did very well at 
meeting our objectives, and that on the financial side we were 
extraordinarily successful. 

I thi!1k the chances for OER's success were very high initially 
and contir.ue to be very high because the redesign brought 
together organizations with a common p~rposel which allows focus 
and concentration, and a~so brough: together a group of first 
rate individual managers and executives. It has been my 
privilege to worK with them this last year. 

On the policy and prograrr. front, we piC:ked IIp on the ideas in the 
National Performance Review and i:r. the work of t.he Redesign Team 
and defined ou;:: mair. goal as the creation and maintenance of. 
corps cf ser.ior executives and managers with a truly corpcrate 
focus, a commitment to American democracy, and the leadership 
ability to improve Gover~ment's performa~ce. We moved towards 
this goal by: 
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• 	 directing all policy and operati-O!1.al decisions toward 
reinforcing a corporate culture bYI for example, 
allowing agencies with a record of hiring senior 
e.xecu:.ives frorr~ outside more freedom in their 
candidate development programs and by rewarding 
agencies with additional flexibilities when they help 
place executives facing RIF; 

• 	 focusing orientatior. sessions. the SES Newsler.ter, and 
agency meetings on the importance of such a corporate 
culture; 

• 	 adding courses to our curriculum on self-managing 
tearns t downsizing organizations, and the Government 
Performance and Results Act; 

• 	 reviewing and recreating the fEr curriculum to cement 
its focus on issues of managing in our democracy, and 
developing the new kind of leader needed for today's 
challenges; 

• 	 sponsoring a Symposiurr. on the Senior Execlltive Service 
to involve ~eading representat~ves cf the Government in 
a d~scuss~o~ of these important issues, gaining their 
respect for QPM's role and their interest in helping us 
to advance a corporate SES. 

Given the troubled history of OPM's revolving fund, the mast 
immediately gratifying success for us this last year has been on 
the financial side. Each piece , and OER has a wholer earned 
income significantly in excess 0:: costs, ::hus adding $2.4 million 
to ou~ retained ear~i~gs balance. We did this in part by being 
sensitive to costs, but more importantly by aggressively pursuing 
more business for current offerings and by creating new courses 
to meet new needs. FEI ran a 10th session, wi:hou: addi!io~al 
administrative staff, of it Leadership for a Democra~ic Soc:ety, 
and the Management Development Centers S8to.' a reco=d number of 
participan::s. On ~he new of~ering side were the courses already 
mentior.ed. 
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We did this additional and r.ew bcsiness at the same time that we 
increased I)ur already high quality. Each of our units measures 
itself int:t:nsively and posted good results: overall participant 
satisfaction was: 

• 13.6 on a seven po':'nt scale at FEli 

• 4.6 on a five point scale at the EMDC; 

• 4.7 on a five point scale at the WMJC. 

I am pleased with the year we have had: we made progress on our 
main goals of making the SES corporate and contributing to 
i~proved Governnent performance; and we generated a significant 
and important addition to our retair.ed earnings ba~ar.ce through 
both our usual and Our new offerings, which were both relevant 
and of exceptional quality. 

Attachment 

http:ba~ar.ce
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offico of Personnel ~nage~nt 
FY 95 WORK PLAN 

OBJECTIVES MET 

Director 

Office of Exocutive Resources 


GOAL I: 	 St~engthen the Sanse of the Senior Execut~ve Service as 
a Corporate Resource, 

OBJECTIVE 1: 	 Use the reviews and evaluations of the Federal 
Executive Institute, Eastern Management Development 
Center, and Western Management Development Center 
programs as occasions for improving co«municaticns 
within the executive comrnunity and for gaining an 
understa~din9 of our customers) needs and wants. 
{Continuing) 

HOC managers published in our SES Newsletter and 
called on Senior Executives Association and Federal 
Managers Association to keep co~unication$ open. 
,Visited 60 agencies, hosted lunch for Personnel 
Directors I and ran focus group on GPRA Seminar. 

OBJECTIVE 2: 	 Oversee simplification of ~egulations on supervisory, 
~anagerial, and executive development, and find 
opportunities to improve sense of S2S as a corpora~e 
resource. (Continuir.g) 

MET: 	 We continue to simpli.fy and to look for ways to~ 

facilitate our processos rather than regulate them, 
and ·to build a corporate sense in the SES. New 
regulations on candidate Development Programs will 
reward agencies with new flexibilities if they fill a 
significant number of SES positions from outside the 
aqency. 

GOAL II: 	 Provide Quality Products and Serv~ces to Customers. 

OBJECTIVE 1: 	 Continue the timely, reliable, and profitable delivery 
of all OER programs. 

MET! 	 Each OER program earned more money than it spent. 
Together they netted $2.4 million in income over 
costs. Participant ratings on the overall FEI program 
averaqed 6.6 out of a possible '; at the MOe's, out of 
a possible 5, the ratinqs were 4.6 and 4.7. 

http:simpli.fy


S'Jbobjective A: 	 Review the current FEI cllr::iculum witi', a:: these 
interested, beginning within OP~ and then moving 
outward to age;ncies and other stakeholders. (2nd 
Qtr) 

MET: 	 Worked on curriculum with Personnel Directors, 
Training Officers, academies, and our staff to 
produce new desLqn Ln several areas {especia~~y 
around teams and the constitution} . 

. 
Subobjective B: 	 Based on conclusions reached. prepare the 

w~terials, staff, format, etc.! to imp:ement any 
significant changes begi~ning i~ FY 96. {4th 
Qtrl 

MET: 	 Implemented changes with October 1995 session. 
Program has qreater ,coherence, a better ae~ection 
of speakers, and new courses, which were 
evaluated even higher than usual after the first 
session. 

OBJEC~IVE 2: 	 Improve the prominence, variety, and quality of 
outside speakers and faculty participating :n OER 
programs by gaining access to both Plo:::e university 
faculty and to importar.~ representatives of the 
Administration. (Ccntin'.ling; 

MET: FEI's l~$t program had the largest number of new 
speAkers for any class in reeent years, Partioipant 

.,. rating of speakers 1ncreased from 5.1 to 5.1 over the 
year. 

OBJE:CTIVE 3: 	 Review, update, and improve SES programs and 
publications as needed. {Cor.':inuing) 

MET: 	 Features of tile SES updated in May 1995. .Features 
provided to agencies who di$tribute to their 
executives and to members of Candidate Oevelopment 
Proqram(s). OER presentation slides updated Ln Apri~ 
1995. Staff use these slides for presentations to 
Candidate Development Proqrams, executives, and other 
audiences. We met our goal of publishinq, the OPM 
HeRsage to the SES eaeh quarter. We have received 
positive feedback on the topics presented. 

We maintained the high quality of interior text 
(content and printing) in our publications, but 
reduced the printing eost of the cover (eliminated the 
embossed qold SES seal). We have contracted for the 
redesign of the SES Vaoancy Announcement system and 
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are currently in the ~lementation and review,staqe. 
In the effort to 8tre~inQ the publication proCQss, 
We havQ =oved to a central point of control. 

OBJECTIVE 4: With GSA, design and cons~ruc~ a new 
.foot: ar-nex a:. the FE:::. (Co:1tin:.ling) 

15,OO~-square-· 

MET: The "with GSA" turned out to be a p..:-oblem. We are 1 

for causes beyond our control, at least 2 months 
behind. 

GOAL III; Manage Federal ExecutivQ Personnel System. 

OBJECT I VE 1: 	 Issue governmentwicie regulations and guidance on the 
Se:'1ior Executive Service, senior-level, and scienti:ic 
and professional personnel systems, 

Subobjective A: 	 Publish governmentwide regulations dealing with 
materials in FPN Supplement 920-: and o::her rPM 
chapt.ers which will be eliminated. (2nd Qcr) 

MET: 	 Compl.eted February 2, 1995. 

Subobjective B: 	 In concert with ERMG working Group, develop 
handbook with guidance on the SES, SL, and ST 
personnel systems. (4th Qtr) 

MET: 	 Deslt guide in hands of agency officers for 
testing. 

OBJECTIVE 2, 	 Provide leadership to goverrunentwide exec"J.tive 
personnel activities. 

Subobjective A: 	 Successfully administ.e!' the 1995 Presidential 
Rank Award Program. (4th Qtrl 

MET: 	 Completed~-some ind1cation that there may be a 
recognition ceremony for the first time in 
several years. 

S\1oobjective B: 	 Cve:rsee the processes for allocating FY 95, F'f 
96, and FY 97 executive personnel resources. 
(Continuing) 

MET! 	 To support the Administration's efforts to cut 
the 8i&8 of Government, deve~oped and ±mplemented 
a p~an for redue~ng the SES by 10 percent. Plan 
called for a 5 percent reduction in most large 
agencies in FY 95 and an additional 5 percent cut 
in FY 96: Throughout the process, worked with 
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individual agencios to avoid atF of oareer 
emp~oyees and explore f~exibilitie8 which would 
permit the agency to meet urgent program needs 
and still meet governmentwide objectives. Have 
so far helped the Director hold the bottom line 
aqainst heavy pressure. 

OBJECTIVE 3: 	 Support National Performance Review recomrr.endations 
for improving the SES. 

, 
Subobjective A: 	 Develop and promote an execut.ive level succession 

planning medel for use in identifying, 
developing, and selecting senior staff. (3rd 
Qtr) 

MET: 	 Completed April 1995. 

Subobjective B: 	 Enhance voluntary mobility Within ar.d between 
agencies for top senior exe:cta::ive positions in 
government. (Continuing) 

MEl'!': 	 MObility advocated in our publications. SEa 
Symposium helped better the communities' 
commitment to mobil.ity. Pl.ans have been made to 
facilitate it in 1996. 

OBJECTIVE 4: 	 In concert with ERMG Work Group, develop a plan for 
simplifying and strengthening the SES recertification 
and performance appraisal process. (4th Qtr) 

MET: 	 On recertification; legislative proposal to eliminate 
it has been prepared and is pending. 

On performance appraisal: Revisod regulations coming 
that reflect serious work with our agency cl.ients. 

OBJECTIVE 5: 	 Maintain executive personnel data system and p=epare 
regular and ad hoc reports for OPM management, 
Congress t and the public. (Conti~uing) 

ME'l': 	 ~l regular reports (incl.uding the Direotor~s annual 
report to the Congress) were prepared and distributed 
in accordance with established guidelines or statutory 
deadlines. Ad hoc reports requested by OIi'M 
management, agencies, and the publ.ic were delivered 
within agreed or statutory time frames. A number of 
activities, including individua~ized briefings for 
agency personnel. and the devel.opment of customized 
reports and data submission f~rmats, improved the 
usefulness of reports and reduced paperwork required 
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of a~ncies in cert~in situations. Oiscussions with 
customers in~cato general satisfaction with the 
products provided and process improvements. 

GOAL IV: MAnage the ORR Businesses. 

OBJECTIVE 1: 

MET: 

MET: 

OBJECTIVE 2: 

ME!r: 

OBJECTIVE 3: 

MET: 

OBJEC7:VE 4: 

MET: 

By taking opportunities as they present themselves i~ 
F't 95 , improve the projected bottom line (Le., t'J.!:'n 
the 11/4/94 income statereent projection of a loss into 
a gainl. (Continuing) 

Began FEI consulting business and did $121,921 with 
soveral projects; and MOe's did a record business. 
ORa, overall, produced i~come over cost of $2.4 
million. 

For 1996, submit a plan that w~ll lead to growth of 
10 percent in gross contributions. (4th.'Qtri 

plan for 1996 will lead to another strong year, but 
1995 was so good that 10 percent growth doean't seem 
1ike1y. 

sell as many of :.he unsold spaCeS in the FE! and Moe'S 
programs as possible; in FEr's August program, use 
unsold spaces to attract new customers, with the aim 
of making them paying customers in subsequen~ years. 
(4th Qtr) 

So1d $180,000 worth of spaees at FEI after the year 
began (e,q., took Auqust from sa to 11 participants) I 

and used spaces at discount to attract new clients 
{e.g.• Arlington County). MDe's -increased sales by 
more than 25 percent over October figures. 

Estab~ish a gainsharing program at FEI to encourage 
all staff to approach the Institute as a business and 
to reward them for financial performance beyond our 
target of breaking even in FY 95. (4th Qtr) 

Duo to tho abundant .and widespread he1.p of our 
colleagues, we are still deve1.opinq our gainsharing 
program. Th!f!l goal of developing a business attitude 
has. however, been achieved. 

Ensure that SES and Schedule C Orientation Progra~s 
break even or make money. (Continuing} 

These programs produced income well in excess of costs 
for th!f!l year. 
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OBJeCTIVE 5: 	 Implement system for moni~o~ing S&E budget with a goa~ 
towards effect:lve use of availab:e resou,:-ces, 
(Continuing) 

MET~ 	 Began keeping "cuff records" using' standard small 
business software and reconc~lin9 monthly with CFO. 
We knew where we were throughout the year and spent 
very close to, but within, our allocati.on. 

GOAL V. 	 Provide Equal Employment Opportunity . 

OBJECTIVE l: . Work consciot:sly in recrai tir.g bott', sta!f ar:d 
Executives in 'Residence to improve diversi~y. 
(Continuing) 

MET: 	 Because of OPM retrenchment, worked hard at picking up 
colleaquea being separated by other parts of the 
organization. 

At FEl, added one part-time faculty member (woman) and 
have ongaqed for 1996 another full time facul t:!{ 

(woman) . 

Executive Programs and Services assigned significant 
new responsibilities to two minority employees, with 
enhanced career opportunities. 

WMDC added 97 new speakers, 37 of whom were women and 
21 mi.norj,ties. 

OBJECTIVE 2: 	 To encourage agency consciousness of the pattern of 
t~eir FEI/MDe'S nominations and provide each agency 
with d!1. analysis 0:: ::'ts E'E:;: at::endees f:::cR'. 1990 
throt:.gh 1994 by ~ace and sex, (2nd Qt:r) 

·MET: 	 Prepared analysis and began review of our policies in 
light of national ex~ination of affirmative action 
policios and approaches. 

GOAL VI. Establish Management and Internal Controls. 

OBJECTIVE 1: Use resour~es w::'sely and e~sure that 
res::l"L:rCes is properly documen::eo. 

~he use of 

MET: Established FHFIA working groups, identified 
accountable parties; ensured checks and balan
faculty and staff trained by OPM Management 

ces, All 
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Improvement Offices. 
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Office of Personnel Management 
l'Y 95 WORK PLAN 

Director 
Office of Executive Resources 

GOAL I: 	 Strengthen the Sense of the Senior ~xecutive Service as 
a Corporate Resource. 

OBJECTIVE 1, Use the reviews and evaluations of the Federal 
Executive Institute. Eastern t4anagenent 
Development Center, and Western Management 
Development Center programs as occasions for 
improving communications within the executive 
community and for gaining an understanding of 
customers' needs and wants. (Continuing) 

our 

OBJECTIVE 2, Oversee simplifications of regulations 
supervisory, managerial, and executive 

on 

development, and find opportunities to 
sense of SES as a corporate resource. 

irr,prove 

(Continuing) 

MEASURES, PUBLIC SERVED, The Government'as a 
• whole . 

Timeliness: Target dates are met. 

Quality, Anecdotal evidence of 
improved responsiveness 
by FEI, EMDC, WMDC, OEPS, 
OER , and OPM. 

Efficiency: Not measurable. 

Custo~er Satisfac~ior.: Agencies express sense of 
being listened to and 
consulted. 

GOAL II; 	 Provide Quality Products and Services to Customeref. 

OB':ECTIVE 1: 	 Continue the timely, reliable, and profi~able 
delivery of all OER programs. 

Subobjective A: 	 Review ~he current FEI curriculum with 
all those interested, beginning within 
OPM a~d then moving outward to agencies 
and other stakeholde~s. (2nd Qtr) 

Subobjective B: 	 Based on conclusio~s reached, prepare 
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OBJECTIVE 2, 

OBJECTIVE 3: 

OBJECTIVE 4: 

MEASURES: 

the materials, staff, fo~~at, e~c., to 
implement any signifi=ant changes 
beginning in ~y 96. (4th Qt=1 

Improve the prominence, variety, and quality of 
outside speakers and faculty participating in OER 
programs by gaining access to both more university 
faculty and to important representatives of ~he 
Administration. (Continuing) 

Review, update, and improve SES programs and 
publications as needed. (Continuing) 

with GSA! design and construct a new 15,000­
square-foot annex at the FEI. (Continuing) 

PUBLIC SERVED: 	 Federal agencies and 
current Senior 
Executives. 

Timeliness: 

• 	 Meet target. 

• 	 Respond to new 
requests quickly. 

• 	 New FE! building:
Draft operating 
business plan 
completed in the 3rd 
quarter. Begin 
construction (4th 
quarter) . 

Quality: 	 The desigr: and 
construction proJect c: 
the_new FSI building 
conforrr.s ::0 Ameri can 
I~stitute of Architects, 
GSA, and leading 
executive development 
centers' design 
specifications. 

High 	quality programs 
will 	build on and enhance 
the core F31 experience. 

Pa~ticipant ratings in 
OER programs show 
improved forums and 
plenary sessions. 
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Services provided by the 
SES programs and 
publications contribute 
to a corporate sense of 
the SES. 

Efficiency: 	 Generate sufficient 
revenue to meet the 
direct program, 
operating, and overhead 
costs and to provide the 
necessary investment 
resources to ensure the 
programs are current, 
timely, and of high 
quality. 

SES processes are 
streamlined and 
unnecessary paperwork is 
eliminated, 

Customer Satisfaction: 	 Measure satisfaction in 
residential programs 
through participant 
appraisals, 

Sen~or Executives and job 
seekers are satisfied 
with responses 	to general 
and employment 
informatio~ requests, 

GOAL III: Manage Federal 	Executive Personnel System. 

OBJECTIVE 1, 	 Issue governmentwide regulations and guidance on 
the Senior Executive Service, senior-:evel, and 
scientific and professicnal personnel systems. 

Subobjective A: 	 Publish governmentwide regulations 
dealing with materials in FPM Supplement 
920-1 and other FPM chapters which will 
be elimi~ated. (2ad Q~r) 

Subobjective B: 	 In concert with ERMG Working Group, 
develop handbook with guida~ce on the 
SES, SL, and ST personnel systems. (4th 
Qtr) 

OBJECTIVE 2, 	 Provide leadership to govern~entwide executive 
person~el activities. 



Subobjective A: 	 Successfully administer the 1995 
Presidential Rank Award Program, (4th 
Qtr) 

Subobjective B: 	 Oversee the processes for allocating FY 
95, FY 96, and FY 97 executive personnel 
resources. (Continuing) 

OBJECTIVE 3, 	 Support National Performance Review 
recommendations for improving the SES, 

Subobjective A: 	 Develop and promote an executive level 
succession p:a~nin9 model for use in 
identifying, developing, and selecting 
senior staff. (3rd Qt~) 

Subobjective B: 	 Enhance voluntary mobility within a~d 
between agencies for top senior 
executive positions in government. 
(continuing) 

OBJECTIVE 4, 	 !n concert with ERMG Work Group, develop a plan 
for simplifyir.g and strengthening the S3S 
recertification and performance appraisal process. 
(4th Qtr) 

OBJECTIVE 5, 	 Maintain executive personnel data systetr, and 
prepare regular and ad hoc reports for OPM 
management. Congress, and the public. 
(Continuing) 

t'.EASURES, puaLIC SERVED, 	 Federa: agencies, 
prospective employees, 
current: Senior 
Executives. 

Tireeliness: 	 Target dates are met. 

pol.icies and guidance 
strike an appropriate 
balance between 	 . 
management flexibility 
employee protectio~s, and 
the larger corporate 
interest of the 
Government. ?rogram 
leadership contributes to 
effectiveness of 
Governrr,ent: execut i ve 
personnel programs. 

Sfficiency: 	 Processes are streamli~ed 
and unnecessary paperwork 
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is eliminated. 

Customer satisfaction: 	 OPM management a~d 
Federal agencies are 
satisfied with quality of 
policies published and 
programs administered. 

GOAL IV: Manage the OER Businesses. 

OBJECTIVE 1, 

OBJECTIVE 2: 

OBJECTIVE 3: 

03':;EcnVE 4, 

OBJECTIVE 5, 

MEASURES, 

By taking opportunities as they present themselves 
in FY 95, improve the projected bo:tom line (i.e., 
turn the 11/4/94 income statement projection of a 
loss into a gain} . (Continuing) 

For 1996, submit a plan that will lead to growth 
of 10 percent in gross contributions. {4th Qtr) 

Sell as many of the unsold spaces in the FEI and 
MDC'S programs as possible; in FEI's August 
program, use unsold spaces to attract new 
customers, with the aim of Making them payi~g 
customers in subsequent years. (4th Qtr) 

Establish a gainsharing program at FEI to 
encourage all staff to approach the Instituce as a 
business and to reward them for financial 
performance beyond our target of breaking even in 
FY 95. (4th Qtr) 

Ensure that SES and Schedule C Orientation 
Programs break even or make money. (Continuing) 

Impleme~t system for monitoring S&E budget with a 
goal towards effective use of available resources. 
(Continuing) 

PUllLIC SERVED, 	 FEI staff, OER OPM 
management. Federal 
agencies, executives 
attending FEI and 
MDC'S's and currentt 

Sen~o~ Executives and 
Schedule C employees. 

Ti;neliness; 	 Target dates met. 

Quality: 	 Not measurable. 
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Efficiency: 


Customer Satisfaction: 


Targets met. 

FEl staff acceptance of 
gainsharing and 
management acceptance of 
financial results. 

GOAL V. Provide Equal Employment Opportunity. 

OBJECTIVE 1: 

OBJECTIVE 2: 

MEASURES: 

Work consciously in recruiting both staff and 
Exe,cutives in Residence to improve diversity. 
{Continuing} 

To encourage agency consciousness of the pattern 
of their FET/MDe'S norninatio~s and provide each 
agency with an analysis of its FEI attendees from 
1990 through 1994 by race and sex. (2nd Qtr) 

PUBLIC SERVED, 

Timeliness: 

Quality: 

Efficiency: 

CUsto~er Satisfactio~: 

OER employees, executive 
participants, and 
agencies. 

Target date met. 

Not measurable. 

Not measurable. 

OER employees and the 
Federal community believe 
in our commit~ent to 
diversity. 

GOAL VI. Establish Management and Internal Controls. 

OBJECTIVE 1, 

MEASURES, 

Use resources wisely and ensure that the use of 
resources is properly documented. 

PUBLIC SERVED: 

Timeliness: 

Quality: 

Efficiency: 

6 

Taxpayers, OPM, agencies; 
all who count on wise and 
fair use of resources, 

Target dates of OPM 
Manageme~t Implementation 
Guide are met. 

Reviews are thorough and 
thoughtful. 

Not measurable. 
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Customer Satisfaction: 	 General respect for OER'S 
management of its 
resources, 
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Office of Personnel Management 

FY 9S WORK PLAN 


PROGRAM: Federal Executive Institute 


Director, Federal Executive Institute 


GOAL I: Strengthen Federal Human Resource Development Initiatives. 

OBJECTIVE I: 	 Use the review of the "Leadership for a Democratic Society" program as 
an occasion for improving communications with the HRD community 
and for gaining an understanding of our customers' needs and wants. 
(2nd/3rd Qtr) 

MEASURES: PUBUC SERVED: Federal agencies. 

Timeliness: 	 Target dates are met. 

Quality: 	 Anecdotal evidence of improved. 
responsiveness by FEI, HRDG, and OPM. 

Efficiency: 	 Not measurable. 

Customer Satisfaction: 	 Agencies express sense of being listened to 
and consulted. 

GOAL II: l'rovide Quality Products and Services to Customers. 

OBJECTIVE I: 	 Continue the timely. reliable, and profitable delivery of the "Leadership 
for a Democratic Society" program and improve the quality and 
relevance of FEl's 4-week program. 

Subobjective A: 	 Review the current curriculum with all those interested. 
begiJUling within OPM and then moving outward to agencies and 
other stakeholders. (2nd Qtr) 

Subobjective B: 	 Based on conclusions reached, prepare the materials, staff, 
format, etc., to implement any significant changes beginning in 
FY 96. (4th Qtr) 

OBJECTIVE 2: 	 Improve the prominence, variety, and quality of outside speakers and 
faculty participating in FEI programs by gaining access to both more 
university faculty and to important representatives of the Administration. 
(Continuing) 



OBJECTIVE 3: With GSA, design and construct a new l5,OOO-square-foot annex at the 
FEL (Continuing) 

MEASURES: PUBLIC SERVED: 

Timeliness; 

Quality: 

Efficiency: 

Customer Satisfaction: 

Federal agencies and executives attending FEL 

• Curriculum review: 
dates, 

Meet target 

• New building: Draft operating 
business plan completed in the 3rd 
quarter, Begin construction (4th 
quarter), 

The design and construction project 
conforms to American Institute of 
Architects, GSA. and leading execl;ttive 
development centers' design specificadons:. 

The high quality programs offered in the 
new building will build on and eohenc. the 
core FEI experience, 

Participant ratings in the "Leadership for a 
Democratic Society" program show 
improved forums and pJenary sessions. 

The overall financial objective during the 
first full year of operation is to generate 
sufficient revenue to meet our direct 
program, operating, and overhead costi, In 
succeeding years. we wiIJ generate the 
revenue needed to cover all costs and to 
provide the necessary investmem resources 
to ensure our programs are current, timely, 
and of high quality, 

Pursuit of the initiative hy FElIOPM and 
concurrence by GSA are in direct response 
to our customers' stated need for expanded 
executive development opportunihes. 
Meilsure satisfaction through participant 
appraisals. 



GOAl, III: Manage Federal Exeeutive Personnel Systems. 

OBJECTIVE I: 	 Contribute to the understanding and advancement of a significant human 
resource issue by holding a short symposium at FEI. with joint 
sponsorship, if possible, by a major academic institution. (4th Qtr) 

MEASURES: PUBLIC SERVED: The Government as a whole and the American 
public through better public administration. 

Timeliness: Target date met. 

Quality: Not measurable. 

Efficiency: Not measurable. 

Customer Satisfaction: General perception that the symposium has 
succeeded, 

GOAL IV: Manage the FEI Business. 

OBJECTIVE I: 	 By taking opportunities as they present themselves in PY 95, improve 
the projected bottom line (i.e., turn the 1114194 income statement 
projection of a loss into a gain). (Continuing) 

For 1996, submit a plan that will lead to growth of 10 percent in gross 
contributions. (4th Qtr) 

OBJECTIVE 2: 	 Sell as many of the unsold spaces in the 4~week program as possible; in 
the August program, use unsold spaces to attract new customers. with 
the aim of making them paying customers in subsequent years. (4th Qtr) 

OBJECTIVE 3: 	 Establish a gainsharing program at FEI to encourage all staff to approach 
the Institute as a business and to reward them for financial performance 
beyond our target of breaking even in FY 95. (4th Qtr) 

MEASURES: PUBLIC SERVED, 	 PEl staff, HRDG OPM management, PederaJ 
agencies, and executives attending FEI. 

Timeliness: 	 Target dales mel. 

QualilY: 	 Not measurable, 

EtIiciency: 	 Targets met, 
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Customer Satisfaction: 	 FEI staff acceptance of gaiosharing aod 
management acceptance of financial results, 

GOAL V. Provide Equal Employment Opportunity. 

OBJECTIVE I: Work consciously in recruiting both FEI ,tarr and Executives in 
Residence to improve FEl's diversity, (Continuing) 

OBJECTIVE 2: To encourage agency consciousness of the pattern of their PEl 
nominations. provide each agency with an analysis of its attendees from 
1990 through 1994 by race and sex. (2nd Qtr) 

MEASURES: PUBUC SERVED: FE! employees. exeeutive participants. and 
agencies. 

Timeliness: Target date met. 

Quality: Not measurable. 

Efficiency: Not measurable. 

Customer Satisfaction: PEl employees and the Federal community , 
beHeve in our commitment to diversity. 

GOAL VI. Establish Management and Internal Controls. 

OBJECTIVE I: Use resources wisely and ensure that the use of resources is properly 
documented. 

MEASURES: PUBUC SERVED: Taxpayers, OPM, agencies: all who count on wise 
and fair use of resources. 

Timeliness: Target dates of OPM Management 
Implementation Guide are mel. 

Quality: Reviews are thorough and thoughtful. 

Efficiency: Not measurable. 

Customer Satisfaction: General respect for FEI's management of 
its resources. 
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FY 1994 

SES PERFORMANCE PLAN 


Dee Henderson, Director 

The Federal Executive Institute 


The Federal Executive Institute in FY 94 will continue to 
serve as the Office of Persor.nel Management 1 s premier executive 
development center serving the U.S. government's Senior Executive 
Service and high potential GM\GS15s. Our goal will be the 
fulfillment of our mission of offering programs which improve 
individual performance and agency effectiveness. We will work to 
coptinuously improve our program design and delivery and to 
maintain the Institute!s reputation as a leader in the field of 
executive development. 

1. 	 Program Delivery. Deliver all FEr scheduled programs on 
time and maintain program quality as evidenced by high 
after-course evaluations and repeated requests from agencies 
for program spaces. 

TIMELINESS: Target dates for each 4-week program as 
determined in FY 94 announcement ,as well as short programs j 

special topic meetings, retreats and conferences as arranged' 
should all be met with no cancellations due to inab:lity on 
FElls part to deliver the program. 

QUALITY: Evidence is evaluation scores which reflect 
customer satisfaction (6.0 and above on 7.0 scale), return 
of customers and request for additional space/time at the 
FEI. 

EFFICIENCY: Program delivery with minimal full-time faculty· 
and the 'J.se of adjunct/part-time instructors when ava:"lable. 

2. 	 Facultx. Faculty hire made for one full-~i~e instructor 
{due to loss in 1994 of a full-time faculty member and 
increased demand for in~house faculty to facilitate new 
performance assessment prograrr. module). Announcement 
October-December 1993. 

TtMELXNESS; Targe~ date is 3rd quarter, FY 94. 

QUALITY: Nationwide recruitment and hiring well-qualified 
teaching faculty with experience in ad'.llt education, 
executive-level programs, and knowledge of governmental 
operations. Commitment to Affirmative Action Program 
guidelines. 



EFFICIENCY: Increased use of full-time faculty will provide 
depth necessary for smooth delivery and appropriate 
representation of OPM/FEI before senior-level participants 
from all departments and agencies. 

3. 	 Diveroification of Participant Groups: Assist OPM in 
identification and recruitment of wide range of participants 
for FEI core program as well as short programs, This will 
include increased participation by international 

representatives, state and local governments I and ongoing 
efforts to improve percentage of women and minorities in 
core program, 

TIMELINESS: Target dates, all quarters, FY 94. 

QUALITY: Recruitment efforts should successfully target 
appropriate levels of international/state/local officials 
(i.e" senior level equivalent t~ GM1S/SES). 

EPFICIENCY; Use of internal FEI resources, 

4, 	 curriculum. Curriculum developmen~ includes integration 
into larger program of 360c assessment (peer-subordinate­
superior) taken by all participants in four-week program {72 
executives in each of nine programs;, FY 94. This will help 
participants choose coursework and enable executives to 
better link the information to their work--a critical 
process as we move Benchmarks from a learner prerogative to 
a mainstay of the program. 

TIMELINESS: Continuing in every quarter. FY 94. 

QUALITY: Instrument was developed by a leading authority 
(eeL) in the field of exec'.Jtive development and the FEI 
faculty has created a Itmodel H feedback wor~shop which has 
received endorsement by eeL as superior to their own. we 
will continue to develop the design and delivery to meet the 
highest standards of professional program quality as well as 
ensure customer satisfaction. 

EFFICIENCY~ Scanning, scoring, printing, and delivery of 
feedback at the Institute represent significant 
efficiencies. 

S. 	 New Proarams. During FY 94. several,new short programs will 
be deSigned, developed, piloted. and put into a regular 
schedule. 



The first, "The Higher values of public service Leadershipl1 
(working title} will allow the Institute to offer 2-day 
programs (o=f-site) in conjunction with the FEBls in various 
regions around the U.S. The integrating theme of public 
service values will be used to link program modules on 
constitutional literacy, leadership, and management in the 
public sector and a comparative government view of 
leadership challenges facing emerging democracies around the 
world. 

The second, an intensive, FEl-based, 3 1/2-day program/ 
Executive Competencies Workshop, will offer self-assessment 
and video-interactive competency practice to FEl alumr.i and 
some candidate development program participants, 

TIMELINESS: Design and development stages for new programs 
are summer/fall 1993, with implementation in all four 
quarters of FY 94. 

QUALITY: Evidence is evaluation scores, which reflect 
customer satisfaction {6.0 and above on a' 7.0 scale}, 
requests for repeated programs, and development of similar 
short programs. 

EFFICIENCY: Program delivery with minima: facu:ty and use 
of adjunct instructors when available. Co-host with 
regional FEB's. 

6. 	 Facility Issues. Manage the development and implementation 
of approved facility improvement projects to enhance the FEI 
physical environment and facility rr.anagemenc systems in 
support of Program delivery. 

a. 	 FEl Renovations: With the cooperation of the General 
Services Administration, rehabilitation and improvement 
of ~he FEI physical facility continues. 

• 	 Complete strUctural cracks and Virginia Study All­
Weatherization project - March 1994. 

• 	 Complete construction of a storage building - October 
1993. 

• 	 Complete Handicapped Accessibility upgrades - January 
1994. 

• 	 Complete Energy ~fficiency Upgrade - November 1993. 

• 	 Complete Fire and Safety Upgrades - April 1994. 

• 	 Complete Pive Year Building Engineering Review and 



identify future projects - November 1993. 



• 	 Complete the renewal of the Delegations Agreement ­
September 1993. 

• 	 Satisfactorily pass the bi~annual Evaluation of FE: 
performance under the Delegations Agreement - October 
1993. 

• 	 Pursue design requirements for other renovation 
projects {e.g., service road l dining room expansion, 
pavement repair/replacement, etc.) consistent with the 
resources available ~ Continuing. 

QUALITY: All projects will conform to the American 
Institute of Architects, GSA. and leading executive 
development residential centers' design specifications. 

All furnishings will be of top quality and consistent with 
the executive level mission of the ?El and purchased 
utilizing GSA Schedules. 

EFFICIENCY: Resources for all the construction projects are 
provided primarily by GSA. Resources for the Hother" design 
projects are consistent with the needs of the FEI and the 
fiscal realities. 

All furnishings are purchased utilizing GSA purchasing 
schedules. " 

CUSTOMER SATISFACTION: We continue to receive numerous high 
ratings and compliments from participants and visitors, The 
facility is in g~eat demand for use by outside groups. 

b. 	 New Building at The FEI: GSA and the FEI are 
col~aborating on the design and construction of a New 
Wing at the FEI to provide space needed to deliver 
short term programs and services to Our executive 
clients. 

TIMELINESS, 

• 	 Complete the design phase of the construction 
initiative - August 1993. 

• 	 GSA completes procurement phase - January 1994, 

• 	 Construction scheduled to begin in February 1994. 

• 	 Construction complete - February 1995. 

• 	 The FEl project team will prepare a business plan to 
determine the appropriate product mix, delineate a 
rr,ar~eting plan and define administrative and other 
management requirements - November 1993. 



-. 


QUALITY: The project will conform to the American Institute 
of Architects, GSA, and leading executive development 
residential centers t design specifications. Active 
involvement by FE! program facu::.ty and staff ensures all 
functional requirerr,en:s are identified and addressed. " 

Development of a comprehensive business plan will e~sure the 
coordinated delivery of quality products and services. 

EFFICZENCY: GSA is providing resources for the construction 
project. The FE! will develop plans to ensure the efficient 
use of FEI resources to outfit the building when complete. 

CUSTOMER SATISFACTION: Pursuit of the initiative by FEIjOPM 
and CI)ncurrence by GSA is in direct response to our 
customers l stated needs. 

c. 	 ImDlementation of Consolidated Services and workSQurce 
Enterprises at FBI; The consolidated Facilities 
Management contract with ARA Services includes facility 
management, food and beverage services, mechanical 
maintenance services, groundskeeping , security, and 
other miscellaneous services. The WorkSource 
Enterprises contract includes housekeeping, janitorial 
and maid services. 

TIMELINESS: 

• 	 Fully implement the nutritio~ initiative in support of 
the We1lness program - November 1993. 

• 	 Effectively and efficiently administer the Consolidated 
Facilities Management contract with a goal of 
delivering all services in a quality manner at costs 
within the original estimates - Continuing. 

• 	 Effectively and efficiently admin~ster the WorkSource 
Enterprises custodial and maid services contract with a 
goal of delivering all services in a quality manner at 
costs within the original estimates - Continuing. 

QUALITY: Contract Administration is excellent. All 
requirements within the scope of work will be met. All 
service within scope of contract but not within the scope of 
work are cleared with the Contracting officer's 
representative and Contracting Officer to avoid the ~eed for 
ratification. 

Overall. contract services will remain excellent and we will 
continue to identify opportunities to make further 
improvemen~s. 

http:facu::.ty


EFFICIENCY: The quantity and quality of overall services 
covered by the contract' will continue to improve. The 
requirement for day-to-day interaction will decrease 
consistent with appropriate contract administration 
responsibilities. the cost of the contract will remain 
within the original estimates. 

CUSTOMER SATISFACTION: Participant evaluations will 
continue to rate our services very high (6.0 or better on a 

'7.0 scale). Positive anecdotal 'Comments and a further 
reduction in the number of participant: complaints will occur 
indicating increasing customer satisfaction. 

, 
7. 	 Program Monitoring and Eyaluation. During FY 94 FEI will 

continue the ':'mplementation of t,he complete multi-year 
program evaluation. Implementation of this large, complex 
process will require administration of the various surveys 
and i~struments, scoring and analysis, reporti~g, 
integration into overall program. develop~ent of 
OPPortunities within the curriculum for participants to work 
on specific areas of improvement, development and 
administration of action-planning, tracking the process, and 
evaluating the program at appropriate intervals, 

TIMELINESS; Continuing implementation of surveys and 
instruments will occur during FY 94. Focus group activity 
will occur in the 2nd quarter, FY 94. 

QUALITY: Analysis of survey/instruments results will 
provide the most up-to-date feedback available and allow 
decision-making based on both quantitative/qualitative data. 

EFFICIENCY: Development, implementation and analysis of 
this 	plan has been done internally at the FE!, 

S. 	 Management/Internal Control and Evaluation 

Develop procedures and guidelines to provide reasonable 
assurance that funds, property and other assets are 
safeguarded against waste, loss, unauthorized use or 
misappropriation; that obligations and costs are in 
compliance with applicable law; and that revenues and 
expenditures are properly recorded to maintain 
accountability over assets. Evaluate the FEl program for 
internal control compliance with OMB Circular A-l23 and the 
Federal Managers' Financial Integrity Act (Ft-1F!A), Evaluate 
managers with internal control responsibility on their 
commitment and achievement in eva:uating and improving 
internal controls, 

TIMELINESS. 

• 	 Complete annual vulnerability self~assessment ­



February 1994. No weaknesses were identified in 1993. 

• 	 Based on the analysis of the 2994 self-assessment, take 
timely action to correct identified weaknesses or 
vulnerabilities. 

• 	 In a timely manner, develop or modify existing 
management controls to future strer.gthen the internal 
controls process. 

QUALITY: Assurance that effective and efficient management 
controls are in place, and that they are achieving the 
intended resu:ts. 

EFFICIENCY: Existing management and staff will be used to 
assess and analyze the FEI internal controls environ~ent and 
their effectiveness. 

,9. 	 Affirmative Action and Equal Employment Opportunity. 

Our goal is ongoing development and delivery of core 
programs with representative faculty and guest speakers. It 
is our belief that our faculty, those with teaching roles in 
our program, should mirror the larger workplace environment 
but also be a leader in modeling diversity, We take great 
paine to recruit and retain excellent faculty who also 
happen to be women and/or minorities. The Institute also 
encourages agencies to send representative groups of 
participants. 

A."1 analysis of the FEI j s staff, faculty, and adjunct faculty 
personnel profile during FY 94 indicates that our 
Affirmative Action and BEO efforts have been successful. 
Fifty-eight percent of all Federal employees at the FEI are 
women and l3% are minorities. For<::.y-two percent of our 
adjupct faculty team leaders are women, as are 25% of our 
adjunct faculty seminar/workshop instructors. Our Wellness 
Program coordinator and assistant are women, TWenty-five 
percent of adjunct faculty team leaders and seminar/workshop 
instructors are minorities, We are going to be sensitive to 
the need to promote appropriate recruitment and 
developmental opportuni:::'es for woreen and minorities. 

The FEI's long-standing contractual relationship with 
WorkSource Enterprises, a sheltered workshop sponsored by 
the National Institute for the Severely Handicapped, 
continued during FY 94, The contract calls for the 
provision of janitorial and housekeeping services by the 
workshop's physically and mentally challenged clients. 



THE FEDERAL EXECUTIVE INSTITUTE 

ORGANIZATIONAL WORRPLAN 


FY 1994 


The Federal Executive Institute in FY 94 will continue to 
serve as the Office of Personnel Management's premier executive 
development center serving the U.S. government's Se~ior Executive 
Service and high potential GM\GS15s. Our goal will be the 
fulfillment of our mission of offering programs which improve 
individual performance and agency effectiveness. We will work to 
con~inuously improve our program design and delivery and to 
maintain the Institute's reputa~ion as a leader in the field of 
executive developmen~. 

GOAL 	 1. Strengthen Fegeral Human Resources Development Programs 

The Federal Executive Institute has a new director 
(January, l/ 1993) and one new faculty member (as of 
August 2, 1993) but is still extremely short-handed, 
with only three regular full-time faculty. 

Objectives and Completion Dates: 

a. 	 Faculty Appointments: Appoint one additio~al 
full-time faculty. The FE! will seek to ensure 
full representation of affirmative action priori ­
ties through this appointment, 

TARGET bATE: Appoint new faculty by Third Quar­
ter, FY 94. 

QUAL1TY: Executive-level leadership through iden­
tification of highly qualified individual and 
innovative efforts made to meet the goals of Af­
firmative Action Priorities (AAPI. 

EFFICIENCY: Internal FEI/OPM resou~ces have bee~ 
used to conduct an extensive, natio~wide search. 

b. 	 Diversification of Participant Groups: Assist OPM 
in identification and recruicment of wide range of 
participants for FEl core pro9ra~s as well as 
short programs. This will include increased par­
ticipation by international reprege~tatives, state 
and local governmen~s, and ongoing efforts to 
improve percen~age of women and ~inorities in core 
program, 

TARGET DATE: All quarters, FY 94, 

QUALITY, Recruitment efforts should successf",;lly 
target appropriate levels of international/state/ 
local officials {i.e., senior level equivalent to 



GM1S/SESI . 

EFFICIENCY: Use of internal FEl reSO'.lrces. 
\ 

GOAL 	 2. Improve OPM's HRD Services Delivery 

Develop and deliver four-week residential executive 
development programs (as well as short programs) of the 
highest quality; respond to needs of federal agencies 
which depend upon the FEI to take the lead in innova­
tive 	program design and delivery; design and implement 
new program modules; conduct comprehensive contemporary 
and long-term evaluations of prograrr.s and analysis of 
impact. 

Objectives and Completion Dates: 

a. 	 Program Design and Delivery; Offer the four-week 
program, HLeadership for a Democratic Society" 
nine times a year; design program modules which 
reflect "best practices" in executive development 
and develop new, short programs targeted to SES 
and Candidate Development Program participants. 

TARGET DATES: Offer programs in every quarter, 

FY 94. as predetermined in FY 94 Prograrr. A..>:nounce­

ment. Introduce new short programs in each quar­

ter, FY 94. 


QUALITY: Maintain evaluation scores above 6.0 (on 

a 7.0 scale) and have demand for more spaces than 

available. 


EFFICIENCY: Progra~ design a~d delivery always 

meets deadlines, makes best use of small faculty 

and staff, and never calls for program cancella­

tion. 


CUSTOMER SATISFACTiON: Agencies continue to re­
quest spaces in programs at full capacity and 
repeat business is 98% rate. 

h. 	 Curriculum Integration of Global Assessment and 
Feedback: Offer a global assessment and feedback 
instrument to all participant executives in the 
ltLeadership for a Democratic Socie:y" program; 
modify the existing program to enrich the Leader­
ship Development Team activity around the feedback 
from the instruments; provide course offerings 
cied to the output of that ins:rument for the 
~argeted developmental improvement of the resident 
executives. 



TARGET DATE: Every quarter, FY 94, 

QUALI~Y: Offers executive participants perfor­
mance-based feedback which is supeyior to ether 
methods of leadership/manageme~t measure~ent which 
tend 	to be primarily self-assessments. 

EFFICIENCY; Allows for action planning by execu­
tives which will be transferable to their perfor­
mance in the sponsoring agency. Such p:anning by 
participants takes place on-site at the FEl. At 
the FEI, the scanning, administ'ration, and feed­
back of the instrument takes place on-site. 

c. 	 Wellness Component: Offer a modified Wellness 
component in the "Leadership for a De~ocratic 
Society~ program which significantly reduces the 
cost now inc~rred, but continues to present a 
well-rounded. fully functional experience. 

TARGET DATE: Each quarte~, FY 94. 

QUALITY: Evaluation scores continue to fall above 
6.0 (on a 7.0 scale) and participant/agency feed­
back confirms value to the ir:dividual and sponsor­
ing organizations. 

d*" 	 Multi-Year Program Evaluation: Implement the FEr 
Mul~i-Year Program Evaluation, whic~ seeks to 
measure the success of the FEr mission -- Uto 
improve agency perfo~mance through the improved 
effectiveness of the key executives'those agencies 
send to the ,FEI" for development. To this end, 
ensure that ,the curriculum: 

(1) 	 Assesses each execut:'ve through a global 
assessment and feedback process; 

(2) 	 ,Offers developmental opport'J.nities direc::ly 
related to those assessment outcomes; 

(3) 	 Expects act:'on p:anning of each executive 
prio!:' to his/her departure from the FEI; 

(4) 	 Seeks .intermediate and long-term feedback on 
those action plan accortp:ishments ::0 assure 
agency effect:'veness is improved. 

TARGET DA~: Ongoing implementation in FY 94. 



QUALITY: W~ll-designed evaluation plan which 
allows measurement of training impact on organiza­
tional effectiveness; improves the overall quality 
of government. 

EFFICIENCY: Incorporation of action planning into 
the participants' individual development activity 
links executive performance to agency goals and 
clarifies direction. 

e. 	 Technological Advances: Full implementation and 
perfection of already existing, program-based 
technology to include: 

(1) 	 Complete implementation and training for 
users of automated registration/tracking 
software. 

TARGET DATE: Full use of the system potential in 
area of alumni tracking, 2nd quarter, FY 94. 

QUALITY: Computer-based system allows data 
entry/retrieval at several points along registra­
tion "path" and allows for production of high­
quality program material (i.e., class rosters, 
agency/home address lists, mailing lists) . 

EFFICIENCY: Decrease in amount of time necessary 
to organize and retrieve data on current classes 
as well as alumni. 

(2) 	 Development of computer-based technology in 
the classroom. Courses will include comput­
er-driven case studies and simulations which 
serve to illustrate key concepts and allow 
for "groupware" work highlighting the poten­
tial of using computer technology to increase 
productivity and encourage teamwork and cre­
ativity. 

TARGET DATES: Activity in every quarter of FY 94. 

QUALITY: Only executive-level systems, software, 
and classroom methods which are appropriate to the 
senior-level participants in the FEI programs. 

EFFICIENCY: Increased use of hardware and soft ­
ware 	that already resides at the Institute. Show­
case 	newest technologies by importing them into 
the program on special occasions rather than per­



manently. 

GOAL 	 3. Manage and Lmprove OPH's HRD Facilities 

Manage the development and implementation of approved 
facility improvement projects to enhance the FE! physi­
cal environment and facility management systems in 
support of program delivery. 

Objectives and Completion Dates: 

a. 	 FEl Renovations; With the cooperation of the Gen­
eral Services Administration, rehabilitation and 
improvement of the FEI physical facility contin­
ues. 

TARGET DATES, 

• 	 Complete structural cracks and Virginia Study All-, 
Weatherization project - March 1994. 

• 	 Complete construction of a storage building 
October 1993. 

• 	 Complete Handicapped Accessibility Upgrades ­
January 1994. 

• 	 Complete Energy Efficiency Upgrade - November 
1993. 

• 	 Complete Fire and Safety Upgrades - April 1994. 

• 	 Complete Five Year Building Engineering Review and 
identify futl.!re projects - November 1993. 

• 	 Complete the renewal of the Delegations 
Agreement - September, 1993. 

• 	 Satisfactorily pass the bi-annual Evaluation of 
FEI performance under the Delegations Agreement ­
October 1993. 

• 	 Pursue design requirements for other renovation 
projects (e.g., service road, dining room expan­
sion, pavement repair/replacement, etc.) consis­
tent with the resources available - Continuing. 

QUALITY: All projects will confirm to the American 
Institute of Architects, GSA, and leading executive 
development residential centers' design specifications. 
All furnishings will be of to~ quality and consistent 
with the executive level mission of the FEl and pur­



chased utilizing GSA Schedules. 

EFFICIENCY: Resources for all the construction pr~­
jects are provided primarily by GSA. Resources for the 
nother l1 design projects are consistent with the needs 
of the FEl and the fiscal realities, All .furnishings 
are purchased utilizing GSA purchasi~g schedules. 

CUSTOMER SATISFACTION: We continue ~o receive nu~erous 
high ratings and compliments from participants and 
visitors. The facility is in great demand for use by 
outside groups. 

b. 	 New Building at The FEI: GSA and the FEl are collabo­
rating on the design and construction of a New Wing at 
the FEI to provide space needed to deliver short term 
programs and services to ou~ executive clients. 

TARGET DATES: 

• 	 Complete the desig~ phase of the construction 
initiative - August 1993. 

• 	 GSA co~pletes procurement phase - January 1994. 

• 	 Construction scheduled to begin in February 1994. 

• 	 Construction complete - February 1995. 

• 	 The FEI project team will prepare a business plan 
to determine the appropriate product mix, delin­
eate a marketing plan and define administrative 
and other management requirements - November 1993. 

QUALITY; The project will confo~m to the American 
Institute of Architects, GSA. and leading executive 
developu:ent: residential centers' design specificatio!"!s. 
Active involvement by FEl program fac~lty and staff 
ensures all functional requirements are identified and 
addressed. 

Development of a comprehensive business p:a::. will 
ensure the coordinated delivery of quality products and 
services. 

EFFICIENCY: GSA is prpviding resources for the con­
struction project. The FEl will develop plans to 
ensure the efficient use of FEl resources to outfit the 
building when complete. 



• 


CUSTOMER SATISFACTION: Pursuit of the initiative by 
FEI/OPM and concurrence by GSA is in direct response to 
our customers' stated needs: 

c. 	 Xmplementation of Consolidated Services and WorkSource 
Enterprises at FEI: The Consolidated ?acilities Man­
agement contract with ARA Services ~ncludes facility 
management. food and beverage services, mechanical 
maintenance services, groundskeeping , security, and 
other miscellaneous services. The WorkSource Enter­
prises contract includes housekeeping. jan~torial and 
maid services. . 

TARGET DATES. 

• 	 Fully implement the nutrition initiative in sup­
port of the Wellness program - November 1993, 

• 	 Effectively and efficiently administer the Consol­
idated Facilities Management contract with a goal 
of delivering all services in a quality manner at 
costs within the original estimates - Contin~ing. 

• 	 Effectively and efficiently administer the Work­
Source Enterprises c'J.stodial and maid services 
contract with a goal of delivering all services i~ 
a quality manner at costs within the original 
estimates - Continuing. 

QUALITY: Contract Administration is excellent. All 
requirements within the scope of work will be met. All 
service within scope of contract but not within the 
scope of work are cleared with the Contracting 
Officer's Representative and Contracting Officer to 
avoid the need for ratificat~on. 

Overall, contract services will remain excellent and we 
will 	continue to identify opportunities to make further 
improvements. 

EFFICIENCY: The quantity and quality of overall ser­
vices covered by the contract will continue to improve. 
The requi~ement for day-to-day interaction will de­
crease consistent with appropriate contract administra­
tion 	responsibilities, The cost of the contract will 
remain within the original estimates, 

CUSTOMER SATISFACTION: Pa~ticipant evaluations will 
continue =0 rate our services very high {6,Q or better 
en a 	 7.0 scale}. Positive anecdotal comments and a 
further reduction in the number of partiCipant com­
plaints will occur indicating increasing customer 



satisfaction. 

GOAL 4. Represent OPM and the Federal HRD Function 

Represent the Federal Executive Institute through 
involvement with OEMD/HRDG/OPM initiatives. Service by 
management and faculty on task forces, workgroups, 
hosting conferences for OPM on-site, involvement in 
external conferences, seminars, and meetings involving 
human resource policies and programs. 

'. 

OBJECTIVES: 

a. Serve on task forces as requested (i.e., Execu­
tive/Management/Supervisory Curriculum Continuum) 

h. Collaborate on program design, delivery and mar­
keting with other parts of HRDG/OPM as requested 
(i.e., Long-Term Development Programs, PM! Pro­
gram, Management Development Centers) . 

c. Represent FEI/OPM to professional organizations, 
other executive programs, and agency groups to 
inform the public about executive development in 
the federal government. 

d. Advisors on program design to foreign governments 
as requested by OPM's Director, HRDG leadership, 
and OPM's OIA (e.g., Kuwait project). 

GOAL 5. Not Applicable to FEI 

GOAL 6. Manage the HRDG Organization 

Manage the administrative functions of the FEI, assure 
personnel and procurement processing, budget and fiscal 
systems, and management systems contribute to the 
efficient operation of the FEI and are in compliance 
with applicable rules and regulations. 

Objectives and Completion Dates: 

a. Financial Performance: 

TARGET DATE: Develop and implement an integrated 
internal 'program and budgeting system essential to 
efficient and effective long term operation of the 
- February 1994. 

the 
FEI 
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QUALITY: Direct analytical efforts toward achieving 
the retained earnings goal. The program and budgeting 
system will provide an integrated framework in which to 
manage fiscal and program performance and consider all 
significant variables. 

EFFICIENCY: Maximize the impact of available resources 
through the development of an integrated budget and 
planning system. 

CUSTOMER SATISFACTION: Effectively manage the FE! 
fiscal environment in order to provide the services our 
customers need at reasonable cost. Our client base 
will remain stable or slightly expand. 

h. Administrative Systems Monitoring and Evaluation: 

TARGET DATES: 

• 	 Complete and evaluate the Vulnerability Assessment 
Exercise consistent with OMB Circular A-123 on 
Internal Controls and the Federal Managers' Finan­
cial Integrity ~ct - December 1993. 

• 	 Promote appropriate recruitment and developmental 
opportunities for women and minorities - Continu­
ing. 

• 	 Foster a positive affirmative action and equal 
opportunity climate by implementing Individual 
Development Plans {lOPs} for all employees - Con­
tinuing. 

QUALITY: All systems in compliance with applicable 
rules and regulations. All systems within an analyti ­
cal framework of continuing review, validation and 
improvement. 

EFFICIENCY: Maximize the impact of available fiscal 
and personnel resources by directing analytical efforts 
at: the most cost beneficial impact areas. 

CUSTOMER SATISFACTION: Effectively manag~ the FEI 
administrative systems environment in order to 'provide 
the services our customers need at reasonable cost. 
Our client base will remain stable or slightly expand. 


