January 5, 1986

MEMORANDUM FOR LORRRINE GREEN j
" DEPUTY DIRECTOR :
CEFICE OF PERSONNEL MANAGEMENT

FAGH: CURTIS J. SMITH
RBIRECTOR
QFFICE OF EXECUTIVE RESOURCES

SUBJECT : Performance Blan for FY 19896

Attached is my work pian for the fiscal year, along with the
Management Activities Standard and the SES Performance Appralisal
form.

T will consider FY 1884 to have bsen successful for the Office of
Exscutive Rezcurges 1if we are able to:

L4 maxe some progress towards bullding a Senior
Executive Service with & senze of itself as a
community with a national purpose;

¢ deliver a successful second symposium at FEI
involving the leadership of the civil service;

L so successfully deliver the Quality Conference
that the gquality community is glad that it is in
our hands;

¢ complete the procurement of permanent homes for
the two Management Development Centers; and

* generate enough revenue to covér all costs and
make 8 contribution to ocur “contingency ressrves,”
and get better at projecting our financial
§arformaﬁé@.

Attachment



Detober 28, 1986

MEMORANDUM FOR LORRAINE GREEN
DEPUTY DIRECTCOR
GFFICE OF PERSONNEL MANAGEMENT

FROM: CURTIS J. SMITH
DIRECTOR ‘
OFFICE OF EXECUTIVE RESOURCES

Subiect: Accomplishments for FY 1989

I am pleased 1o submit fo you the attached report against the
Office of Executive Resources’ work plan for FY%6. You will

see that we have done even more than we committed %o and that
OER has had a very successful year, bath programmatically and
financlially.

Our averxiding goal is to create a ssnse of community and
corporate purpose in the Governmeni’s mangers and sxecultives.
We are by no means there yet. Our predscessors have
recognized the value of such a community in the founding of
the .Federal Executive Institute and in the creation of the
Seniory Executive Bervice. The National Performance Review,
the President’s Management Council, and OPM s own SES
Sympoesium have reaffirmed the need for such a corporate
community and yecognized that we are not there yet.

The policies we recommend on the $SES, the Orientations for new
seniory executives, and the curricula of FEI and the MDC’s, all
are now designed to further the sense of managers and
executives that they belong to an enterprise larger than thelr
programs or agencies and that they have a critical role in Lhe
governing of our country. Because of DER’s effort this last
year, wa ayre closer to having a national ¢orps, and we are
poised to make even further gains in FY 1867,

A key focus for us in FY 1898 was Che Quality Award Program
and the %tn Annual Nationsl Conference on Federal Quality.
These were highly successful in good part because all of OPM
pitched in to help out. Most importantly, we established
Lorrains Green Page Z

CEM' s continued commitment to quality in Government operations
and its ability to continue these programs in the absence of
the Federal Quality Institute.
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On the business side of CER, we achieved a geoal OPM has had
for a decade: both of the Management Development Cenfers now
have long term leases for attractive and functional
facilities,

Finally, and of critical importance to an organizacion that is
primarily reveolving fundad, we earned more than we spent,
helped by important reductions in overhead charges. Qur goal
was to end the year by making a contribution to reserves of a
little more than $1 million. We doubled that, making a
contribution to reserves of over $2 million in a year when oux
customers were hit with terrible uncertainties and cuts in
their own budgets. We reacted garly to these uncertainties
and produced new and different offerings (o ameet new needs.

Artachment



Office of Personnel Management
FY 96 WORK PLAN
Director
Office of Execntive Resources (OER)

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

OBJECTIVE 1:

OBIECTIVE 2

OBJECTIVE 3:

MEASURES:

Hold a second SES Symposium at FEI on a current topic worthy of
senior gxecutive atiention in the Fall of 1996, 1o bring together key

actors around the SES,

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).

Provide guidance and technical assistance on the development and
implememtation of SES Candidate Developmem Programs which
contribute to the identification and development of SES candidates who
reflect the corporate values of the SES; i.c., candidates who respect and
embrace change within the continuity of our Government. (Continuing)

PUBLIC SERVED: The Government as a whole.
Tumeliness: Target dates are meL.
Quality: Anecdotal evidence of growing sense of the
' SES as a community with a national
identity.
Efficiency: Not measurabie,
Customer Satisfaction: Supra-agency entities--NPR and PMC. for

example--express satisfaction with
movement towards a corporate SES.



GOAL I¥:  Provide Quality Products and Services to Customers,

OBIECTIVE L.

Continue the timely delivery of quality OER programs.

Subohjective 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 Qi)

Subobijective B: Improve the attention in FEU's Leaderstup for o Democratic

Seciety to the Constitution and the role of the ¢xecutive in our
governmental structure. Hire a faculty member with poliical
science credentials. {4th Qtr)

Subobiective C: Revise the SES Orientation Program to emphasize the sense of

OBIECTIVE 2:

OBJECTIVE 3:

OBIECTIVE 4:

MEASURES:

the SES as a corporate resource. {3rd Qtr)

Improve the i:wminence, variety, and quality of outside speakers and
faculty participating in QER programs by gaining access to both more
university faculty and to important representatives of the Administration.
{Continuing}

Coordinate the development amd publication of the 1996 U.S.
Government Policy and Supporting Positions, "The Plum Book”.
(Publication date no later than November 14, 1996.)

Administer tfle Quality Award Program and the National Conference so

. well that the quality community is pleased with our assumption of these

DIrOgrams.

PUBLIC SERVED: Federal agencies and current Senior
» Executives,

Timeliness: L 4 Target dates are met.
¢ Respond to new requests quickly.

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

Participant 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 1o mect the
direct program, operating, and overhead
costs and 1o provide the necessary
investment resources o ensure the
programs are current, timely, and of high

quality.

SES processes are streamlined and
unnecessary paperwork is ¢liminated.,

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

Senior Executives and job seekers are

satisfied with responses to general and
employment information requests.

GOAL 11I:  Manage the Federal Executive Personne! System as a Corporate Resource.
OBJECTIVE 1t Analyze proposals made at the September 1995 SES Symposium, discuss

with stakeholders, and recommend action to the Ditector. {3rd Qtr)

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

Subobiective A: Publish proposed regulations to streamline the SES perfarmanc{:
appraisal system. (2nd Qi)

Subobjective B: Issue SES Desk Guide. (4th Qtr)
OBIJECTIVE 3: Provide leadership to governmentwide executive personne! activities.

Subobjective A: - Successfully administer the 1993 Presidential Rank Award
Program. (4{21 Q)



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}

OBIECTIVE 4. Support National Performance Review recommendations and other
Presidential initiatives which contribute to improvement of the SES.

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

Subobjective B: Consistent with the President’s instructions on career fransition
for Federal employees, review and strengthen the SES RIF

placement program. 2nd Qtr}

OBIECTIVE §: "Use automation to support and strengthen the Federal executive
personnel systern.
MEASURES: PUBLIC SERVED: Federal agencies, prospective employees,
current Senior Exet‘:uiives,_
Timeliness: Target dates are mel.
CQuality: 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.

Efficiency: Processes are streamlined and unneces*;ary
paperwork is ¢liminated.

Customer Satisfaction: OPM management and Federal agencies are

satisfied with quality of policies published
and programs administered,

GOAL IV: Manage the OER Businesses,

OBJIECTIVE 1: Award contracts for permanent facilities for both the EMDC and the
WMDC. (3rd Q)



OBIECTIVE 2.

OBJECTIVE 3;

OBJECTIVE 4:

OBIECTIVE 5:

MEASURES:

Award contracts at FEI for Innkeeper (1st Qir) and Wellness (3rd Qtr).
Seil as many of the unsold spaces in the FEI and MDUC programs as
possible and use unsold spaces (o atiract new custamers, with the aim of
making them paying customers in subhgequent years. (4th Qir)

Establish a gainsharing program for the revolving fund activities to
encourage all siaff to approach their work as a business and to reward
them for financial performance beyond our financial target for FY 96,

{dth Qtr)

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

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

PUBLIC SERVED: FEl and MDC’s staff, OPM management,
Federal agencics, executives attending FEI
and MDC’s, and current Senior Executives
and Schedule € employees.

Timeliness: Target dates met,

Quality: | Maintain or improve participant ratings of
' OUr Programs.

Efficiency: Financial targets met.
Customer Satisfaction: FE! and MDC’s staff acceptance of

gainsharing and management acceptance of
financial results,

GOAL VY.,  Provide Equal Employment Opportunity.

OBJECTIVE:

MEASURES:

Wark consciously in recruiting both staff and Executives in Residence to
improve diversity. ’

PUBLIC SERYED: OFER employees, program participants, and
agencics.
Timeliness: Continuing,



Quality: Not measurable.
Efficiency: Not measurable.
Customer Satisfaction: OER emplovees and the Federal community

believe in cur commitment 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.

Cuality: Reviews are thorough and thoughtful.
Efficiency: Not measurable.
Customer Satigfaction: General respect for OER's management of

its resources.



Office of Personnel Management
FY 96 WORK PLAN

ORJECTIVES MET

Directar
Office of Execntive Resources (OER)

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

RESULTS:

OBJECTIVE It

RESULTS:

OBIECTIVE 2:

RESULTS:

OBIECTIVE 3:

RESULTS:

This is the main thrust of what OER is doing and inforws the design
of the Orientation, the FEI and MDC curricula, and our policy
sefting,

Hold a second SES Symposium at FEI on a current topic wcnhy of senior
executive atiention in the Fall of 1996, to bring together key actors around
the SES, :

Second Symposiom underway on December 15th. This non-revenue
event was moved 16 use o time that is difficult to sell,

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).

Review expanded to address issues raised by SES Symposinm and
President’s Management Council, Advisory group established fo
oversee the review, which has been relled together with other SES
issues to be addressed at the beginning of the second term.

Provide guidance and fechnical assistance 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. (Contining)

Dane. New regulations issued on Candidate Development programs,

1



which eliminate time-limit on certification and give broad latitude in
how agencies develop executives but require interagencey {Le.,
corporate) exposure, '

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

GOAL H: Provide Quality Products and Services to Customers,

OBJECTIVE 1: Continue the timely delivery of quality OER pragréi’n&

RESULTS: Quality remained high in all OER programs. Participant ratings
were: FEL, 6.4 on a 7-peint scale/ WMDU, 4.6 average on a S-point
scale/EMDC, 4.65 average on a S-point scale/Quality Conference 4,37
on a 5-point scaie.

Subobjective A:

RESULTS:

Subcbjective B;

RESULTS:

Subobiective C;

Develep FEI curriculum of short courses that are relevant and well
attended. Hire a facuity coordinator to divect that effort and
produce $306,000 i income. (2nd Qtr)

Compietéd, FEI hired a faculty coordinator in the second
quarter, developed and offered 20 short programs, and
brought in §767,0080 in income.

WMDC introduced 2 new program “Developing Self-Managed
Teams” that produced $500,608 in income.

EMDC mtroduced new courses on managing disabilities and
eavironmental management and developed a PMI curriculum,

Improve the attention in FEI's Leadersaip for a Democratic
Society to the Constitution and the role of the executive in our
governmental structure. Hire a faculty member with political
scietce credentials. (4th Q)

{fampieted {and continuing}: Political scientist added fo the
FEI faculty. More time is now speut on the Constitution and
the executive’s rele than at any time in the Institute’s history.
MDC’s have adopted s similar focus on governance as well as
management.

Revise the SES Orientation Program to emphasize the sense of the

2



RESULTS:

OBIECTIVE 2:

RESULTS:

OBIECTIVE 3:

RESULTS:

OBJECTIVE 4:

RESULTS:

SES as a corporate resource. (3rd Qtr}

Accomplished. Revised the Orientation Program ¢o begin with
a sepment on the corporate nature of the SES and the role of
the executive in sur constitutional system. Continued to make
good use of department and agency leaders and White House
staff to give participants a better understanding of the
Administration’s goals snd accomplishments and of the scope
of Federal programs.

Improve the prominence, variety, and quality of outside speakers and
faculty participating in OER programs by gaining access to both more
wniversity faculty and to important representatives of the Administration. -
{Continuing)

Accomplished. A large number of new speakers are being used to
keep things fresh. Academics with national reputations in their fields
included Larry Sabate, Julian Bond, Charles Goodsell, and Larry
Smith. Representatives of the Administration included Secretaries
Glickman and Cisneros, Administrators Lader and Browner, Kitty
Higgins, W, Bowman Cutier, and our own .Jim King.

Coordinate the development and publication of the 1996 7S, Goversment
Policy and Supporting Positions, "The Plum Bpok”. (Publication daie no
fater than November 14, 1996.}

Accomplished, We fully automated this data cellection effort to
produce a much more accurate Flum Book. It is on its way to timely
publication.

Administer the Quality Award Frogram and the National Conference so
wel] that the quality community is pleased with our assumption of these

programs.

Accomplished. 1996 Award and Conlerence were a solid success, and
the gquality community is pleased with OPM’s stewardship. The
suspicion and il will arsund the end of FQI have heen evercame
slmost completely.

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



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

RESULTS: Accomplished (but in 4th quarter). Close-out report mailed to
Symposium attendees. The results of the symposium feed info the
broader efforts to revaluate the SES,

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

Subobiective A: Publish proposed regulations o streamling the SES performance
sppraisal svstem. (2nd Qtr)

RESULTS: Regulations deferred.

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

RESULTS: Draft Desk Guide is being tested in-house.

OBJECTIVE 3: Pravide leadership to povernmentwide executive personnel activities.

Subobiective A: Successfully administer the 1993 Presidential Rank Award
Program. (4th Qtr}

RESULTS: Accomplished. Secured the Vice President for recognition of
1995 Distinguished Executives at 3 White House reception.
1996 Awards decided and funds obligated within the fiscal
year.

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)

RESULTS: Accomplished. Successfully implemented and maintained the
19 percent cut in permanent SES allocations,

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

OBJECTIVE 4: Support National Performance Review recommendations and other

Presidential initiatives which contribute to improvement of the SES.

Subobiective A:

Enhance voluntary mobility within and between agencies for

4



RESULTS:

emplovees who hold or have the potential 1o hold senior executive
positions in government. (On-going)

‘Continuing, Featured successful SES reassignments in the SES
Newsletter, published mobility opportunities, worked with the
Metro Area Reemployment Center to establish an SES
component (and contributed funds).

Subobjestive B: Congistent with the President’s instructions on career transition for

RESULTS:

OBIECTIVE 5

RESULTS:

Federal employees, review and strengthen the SES RIF placement
program. (2nd Gtr)

Continuing. Revised process and refocused RIF placoment as
the toint responsibility of the individual executive, the agency,
and OPM,

Additional Accomplishment: Helped NPR staff srrange a
series of focus groups of Senior Executives in Washingten and
in the field. The resulis reinforced the importauce of corporate
communication and may have contributed to the Vice
President’s recognition of Distinguished Executives,

Use auntomation to support and strengthen the Federal executive personnel
systerm. '

The Executive Information System {our key data source} is being
overhauled with an eye towards easier and faster collection and
dissemination of information. Requirements have heen completed
and the initial work funded,

Automated the vacancy announcement system as part of ES’s Federal
Job Information System.

GOAL IV:  Manage the OER Businesses.

OBIECTIVE ©&

RESULTS:

OBJECTIVE 2:

Award contracts for permanent facilitics for both the EMDC and the |
WMDBC, (3rd Qtr)

Accomplished. After 10 years of false starts, both of the MDC s have
long-term leases in quality places.

Award contracts at FEL for Innkeeper (Ist Qtr) and Wellness (3rd Qi)
Sell as many of the unsold spaces in the FEI and MDC programs as

B



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

RESULTS: Contracts awarded to solid vendors after useful competition. Becanse
of shutdown, unsold spaces were used to meet needs of those shut sut
or spowed out earlier in the year.

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

Qtr}

RESULTS:  Established for FEI (with payout for FY 96). Will be considered for
the rest of OER as part of developing performance management
approach, working with our employees.

OBJECTIVE 4; Ensure that SEX and Schedule C Orientation Programs break even or
contribute to conlingency reserves, {Continuing)

RESULTS: Accomplished. Three orientations held and 364,000 contributed to
FESErve. i ‘
OBJECTIVE 5: Implement system for monitoring fimancial performance with a goal
towards effective use of available resources. {Continuing)

RESULTS: On the S&E side:

1 Through effective resonrce management, freed funds to
automate the Plum Book, begin the redo of cur Executive
Information System, and fund a placement moduie for
executives in the Transition Center.

2. Closed the vear in the black.
On the Revolving Fund side:

1. Early analysis let OER manage incredible disruption in
castomers’ own budgets without financial harm fo its
programs. OER’s revolving fund activities produced income
that was $2 million over costs by expanding efferings and
listening to demands for new producits. Reduced overhead
cosis were alse helpful. (FEI employees will receive a
gainsharing pavout.}



PIRECTOR, EASTERN MANAGEMENT DEVELOPMENT CENTER

FY 1994 Work Plan

Status Report as of May 3, 1996

1. Program Development/Delivery

a.

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

- new course on managing disabtlities

Uevelopmental work started, met with DOD staff who belped (o identify
resource speakers. Project curtailed; course eancelled due to lack of
customer demand {only three spaces sold of the 168 offered.)

- new course on environmental management

EPA abligated $180,00 for this preject to cover tuition for about 40 students;
first class scheduled for December; curricolum work proceeding as
scheduled.

- PMI currientum

Designed and conducted PMI orientation session for PMI’s in February
under agreement with Philadelphia Service Center. Designed and conducted
PMI 1 course. Designed PMI 1T course to be conducted in 15t quarter FY
1997,

Manage the President’s Quality Awards Program

- manage the evaluation and judging process

- secure Presidential approval of sward selection

recognize and showcease awardees and finalists at national conference

develop and implement strategy for 1997 award program (to include the
possibility of transferring responsibitity to NIST)

1996 award process and program was a complete saccess. Planning for 1997
program proceeding. ‘



¢, Manage the annual conference on Federal quality

- achieve at least 2 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 Conference was clearly a success in terms of proving OFM’s
capability to continoe this effort after eliminating the Federal Quality
Institute and in terms of the uumber of people who participated.
Participants evaluated the program 4.37 oo a S-point rating scale.
Conference revenues exceeded direct costs by a small ameunt, but

Facilities: Complete evaluation of proposals for a new Center and prepare a
recommendation for the Director,

\We achieved what had been tried so often before and failed. The
praocurement process was successfully completed and work with the lessor on
design of the facility is in process,

Production/Financial Management: Maintain level of participation at EMDC programs
copsistent with 1995 level to the extent market conditions allow. Achieve a $500,000

surphus of income over all direct costs and the indirect cost level inlually aliocated by
CrQ. '

Bue to the incredible budgetary problems experienced by customer agencies
during FY 1996, participation dropped from both the 1995 levels and our
original planning ¢stimates. Participation in EMDC courses was down by
7.7% compared to prior vear, Compared with plansing levels, participation
in seminars was down 9.5% and 12.3% in the Quality Confernece. Revenne
for the Presidential Management Intern program fell $8,000 short of the
planning level of $140,000, Still we realized a $700,000+ surplus for the year,
primarily the deferring hiring decisions and in pradent cost management. A
reductisn in overhead costs was offset by an investment in a new platform
and software development for the MBC space sales system.

Administration

a. Provide staff training on contracting/purchasing to ensure clear understanding of
requirements and proper dealings with contractors and vendors
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Neo action, staff shortages.

Use opportunities for hiring and other personne! actions to maintain a diverse
workforce. ' “

Hires include one whife woman, one Asian woman, one white man.
Promoted two white women.

Implement management controls needed to comply with FMFIA.

Continuing.



November 7, 1485

MEMORANDUM FOR LORRAINE GREEN
CEPUTY DIRECTOR
OFFICE QOF PERSONNEL MANAGEMENT

FROM: CURTIS J. SMITH
DIRECTOR
CQEFICE QF EXECUTIVE RESCURCES

SUBJECT: ABccomplishmehts Against Ferformance Standards

The creation ©f the Office of Executive Resources {QER) in the
middle of FY%& brought together four organizations with a common
mission and gave & new, coherent focus teo their work. Each of
the organizaticons, and OER as a whole, had-a very successful
year.

Attached is my repori 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 think the chances for OER’s success were very high initially
and continue to be very high because the redesign brought
together organizations with a common purpese, which allows focus
and concentration, and also brought together a group of first
rate individual managers and exscutives. It has been my
privilege Lo work with them fhis last vyear.

On the policy and program front, we picked up on the ideas in ths
Natisnal Performance Review and in the work of the Redesign Team
and defined our main geal as the <reation and maintenance of.
corps of senior executives and managers with & truly corporate
focus, a commitment to American democracy, and the leadership
abllity to lmprove Government’s pesrformsnce. We moved towards
this goal by:
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L4 directing all policy and operstional declisions toward
reinfercing a corporate culture by, for example,
allowing agencies with a record of hiring senior
executives from outside more freedom in thelr
candidate development programs and by rewarding
agencies with additional flexibilities when they halp
place executives facing RIF;

. 4 focusing orientation sessions, the SES Newslettery, and
agency meetings on Lhe importance of such a oorporate
cujlture;

L adding courses t¢ our gurriculum on self-managing

teams, downsizing organizations, and the Government
Performance and Results Act;

4 reviewing and recreating the FEL curriculom to cement
its focus on issues of managing in our demccracy, and
developing the new kind of leader needed for today’s
challenges;

L sponsoring a Symposium on the Senior Executive Service
to invelve leading representatives ¢f the Govermment in
a discussicn of these important issuves, gaining their
respect for OPM's role and thelr interest in helping us
to advance a corporate SE8.

Given the Troubled history of OPM s revolving fund, the most
immediately gratifying success for us this last year has been on
che financial side. Each piece, and OER has a whaole, ecarned
income significantly in excess of ceosts, thus adding $2.4 million
te our retained earnings balance., We did this in part by being
sensitive o costs, but more importantly by aggressively pursuing
more business for current offerings and by creating new coursas
to meet new needs. FEI ran a 10th session, without addizional
administrative staff, of it lLeadership for a Democratic Soulisty,
and the Management Development Centers saw a record number of
participants. On the new offering side were the courses already
mentionad.
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We did this additional and new business at the same time thay we
increased our already high guality. Bach of our units measures
itgelf intensively and posted good results: overall participant
satisfaction was:

* 8.6 on a seven polint scale at FEI;

4 4.6 on a five point scale at the EMDC;

4 4.7 on a five point scale at the WMDC.
I am pleased with the year we have had: we pade progress on our
main goals of making the BES corporate and contributing to
improved Government performance; and we generated a significant
and important addition to our retained sarnings balance through

hoth our usual and our new offerings, which were both relevant
and of exceptional gualicy.

Attachment
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Office of Perseonnel Management
FY 25 WORR PLAN

CRJECTIVES MET

Riractor
Office of Executive Resourcea

GOAL I: Strengthen the Sense of the Senior Executive Service as
o Corporate Resourca.

OBJECTIVE 1:

OBJECTIVE 2:

Use the reviews angd mvaluations of the Fsderal
Executive Institute, EBastern Managemsnt Development
Center, and ¥Western Managenent Development Center
programs &8s occasions for improving communications
within the executive community and for gaining an
understanding of our customers’ needs and wants.
{Continuing)

MOC managers published in our SES Newslattar saned
called on Sanior Exocutivaes Association and Fodooral
Managers Association to keep commpnications open.

Visited 60 agencies, hosted lunch for Parsonnel

Directors, and ran foous group on GPRA Saninar.

Oversee simplificatiocn of regulations on supervisory,
managerial, and executive development, and find
cpportunities to improve sense of 3ES as a corporate

. regourcea. {Continuling}

¥We continus to simplify and to look for ways to
facilitate ocur processes rather than regulate them,
and ‘to build a corporate sense in the SES. Hew
ragulations on Candidate Development Programs will
raward agencies with new flexibilities if they fill a
significant numbar of 3ES positions From cutside the

agency.

GOAL IX: Prowide OCuality Products and Sarvioss to Customers.

OBJIECTIVE 1:

MET:

Continue the timely, reliable, and profitable delivery
of 211 OER programs.

Bach OER program sarnad more money than it spent.
Together they neited $2.4 million in income over
wostg, Participant ratings on the overall FEI program
avaraged 6.6 out of a posgihle 7, at the MDC s, out of
a possible 5, the ratings were 4.6 and 4.7.-

L


http:simpli.fy

Subcebijective A: Review the current FEI curriculum with all these

interested, beginning within OPM and then moving
outward to agencies and other stakeholders. (Znd
Qrr} ’

Worked on curriculum with Personnul Directors,
Training Officers, academios, and our staff to
produce new design in saversl areas {especially
arcund teams and thae congtitution}.

Subobiective B: BRased on conclusions reached, prepars the

CBIECTIVE

bt

OBJIECTIVE

MEY

materials, staff, format, ste., Lo implement any
significant changes bsginning in FY 36. {4th
Qrr

Inplementaed changes with Ootober 1385 session.
Program has gresater ooharence, a better selection
of speakers, and new courses, which were
evaluated aven higher than usual after the firat
session.

Improve the prominence, variety, and quality of
outside speakers and faculty participating in OER
programs by gaining access e bhoth more university
faculty and to important representatives of the
Administration. {Centinuing}

FEX' s last program had the largest number of new
spaskers for any class in regent yesrs, Participant
rating of speakers increased from 5.1 o 5.7 over the
TOAT,

Review, update, and improve SES programs and
publications as needed, {(Continulng:

Features of ths SES updated in May 18585, Features
providad to agencies whe distribute to their
axecutives and to membars of Candidate Development
Progeami{zs}. OER presentation slides updated in April
1885, Staff uvse these slides for presentations to
Candidate Development Programs, axecutives, and other
sudiences. We met our goal of publishing the OPM
Muassags to the SES each quarter. We have recaived
positive feedback on the topics presentad.

We maintained the high guality of interior te=xt
{content and printing) in our publications, but
raducad the printing cost of the cover {eliminated the
anbossed gold SES seal). We have contracted for the
radesign of the 3ES Vacancy Announcement syatom and



OBJECTIVE 4:

arae currently in the implementation and review stage.
In the effoxrt o streamline the publication piodess,
we have movad 0 a central paint of control.

With G8A, design and construct & new 13, §80~square-.
foot annex at the FEI. (Continuing)

Tha “with GSA” turned out to be a problem. We area,
for causes bayond our control, at laeast 2 months
bahind.

GOAL III: Manogs Federal Executive Personnel Systom,

OBJECTIVE 1:

Issue governmentwide regulatiosng and cuidance on the
Senjor Exsoutive Service, senicor-level, and sglentific
and prafessional personnel systems.

Subcbjective A: Publish governmentwide regulations dealing with

MET.

materiaig in FEM Zupplement 8920-1 and other FPM
chapters which will be eliminated. (2nd §tr}

Completed Fabruary 2, 1885,

Zubchbisctive B: In concert with ERMG Working Group, éevelop

GBJECTIVE 2:

handbook with guidance on the SES, SL, and 87
personnel systems. (4th Qur)

Desk guide in hands of agency officers for
tenting.

Provide leadership to governmantwide executive
personnel activities.

Subobiective A: Buccessfully administer the 1955 Presidential

MET :

Rank Award Program. (4th Qtr;

Completed~~gome indication that there may be a
recognition ceremony for the first time in
saveral years.

Subnbijective B: Oversee the procesgses for allocating FY 95, FY

46, and FY 87 sxecutlive personnel rasources,.
{Continuing ’ :

To support the Administration’'s efforts to cut
the size of Goverrment, developsd and inplemented
a plan for reducing tha SES by 10 percant. Plan
galled for a 5 percent reduction in most large
agencias in ¥ 95 and an additional 5 percent cul
in FY 96. fThroughout the process, worked with

3



QRIECTIVE 3:

individual agencies ¢ avoid RIF of waraer
employees and explore fLlexibilities which would
pormit the agency to mest urgent program neads
and still moet governnentwide obhiectivas. Have
s8s far helped the Director hold the bottom line
againat hoavy pressure.

Support National Performance Beview recommendations
for improving the SES.

Suhoblectivae A: mevech and promgte an exascutive level SUCC&ESLOD

HMET:

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

Pl

Completed April 1995,

Subobjective B: Enhance voluntary mobility within and between

OBJECTIVE

MET:

OBJECTIVE

q:

agencies for top senicr exsgutive pesiticons in
government., (Continuing)

Mobility advocated in our publications. SES
Synmpoaium helped bettar the communitias’
commnitmant to mobility. Plans have boan made to
fagilitate it in 1986, ‘

In voncert with ERMG Work Group, develop a plan for
simplifving and strengthening the SES racertification
and parformangg appraisal procsss,  {(4th Qur)

On recertification; legislative proposal to eliminate
it has boon prepared and is pending.

On perforasnce appraisal: Revised regulations coming
that refleant sericus work with our agaency acliants,

Maintain executive personnel data system and prepsre
reguler and ad hoc reports for OPM management,
Congress, and the public. {Continuing}

ALl regular reports {(including the Directoer’s annual
raport to the Congress] ware prepared and distributed
in acwordance with astablished guidelines or statutory
dandlines, Ad hoc reporis regquested by OPM
managemont., agencies, and ths public were gelivered
within agreed or statutory time frames. A nunbor of
activities, including individualized briafings fov
aganey persennel and the development of Customized
reports and data submission formats, improved the
usafulnass of Teports and reduced paperwork recgquired



of agencies in certain situations. Discussions with
customers indicate general satisfaction with the
products provided and process isprovomonts,

GOAL IV: Manage the OBER Hnsinesses.

GBJECTIVE L

OBJECTIVE 2!

QBJECTIVE 3:

MET :

OBJECTIVE 4:

MET:

By taking opportunities as they present Lhemselves in
Py 85, improve the prolected bottom line (i.e., turn
the 1174/%4 income statement projection of a loss into
a gain}. {(Continuing} .

Began FEI consulting business and did $121,821 with
sevaral projects; and MDC's did a recerd business,
CER, overall, producaed income sver coast of $2.4
million.

Por 1896, aubmit a plan that will lead to groweh of
10 percent in gross contributions. {4th Qur}

Plan for 1996 will lead to ancther strong year, but
1995 was o good that 10 percent greowth doesn’ t seen
Likely .

Sell as wany of the unsold spages in the FEI and MDU'S
programs as possible; in FEI's August program, uss
unsold spaces Lo atiract new custonmers, with the aim
of makling vhem paving customers in subSsguent vears.
{4t QU ’

Boeid 3i80,000 woerth of spaces at FEI after the year
boagan {e.g.. teok August from 58 to 71 participants),
and used spaces at discount to attract new clients
{e.g., Arvlington County}. MDC's increased sales by
mora than 25 percent over Cctober figures,

Establish & gainsharing program at FEI to encourage
all staff to appreoach the Institute as a business and
to reward them for financial perfermance bevorgd our
target of breaking even in FY 8%, {4%h Qtr}

Due to the abundant and widespread help of our
colleagues, wa ara still devaleping eur gainsharing
program. The goal of developing a business attitude
hag, however, beaern achiaved.

Ensure that SES and Schedule C Qrientation PFrograms
break sven or make money. {Continuing)

Thase programs produced income well in excess of costs
for the year.



CBIBCTIVE B:

Implement eysten for monitoring S54E budget with & goal
towards effsoctive use of avalilabhls resources.
{Continuing)

Began keaping “ouff records” using standard small
busineas sofiware and raeconciling monthly with CFO.
We knew whare we wera throughout the ysar and spent
vary cleoge o, but within, our asllocation.

GORL V. Provide Equal Esploymant Opportunity.

CBIRCTIVE 13

CBJECTIVE 23

Work conscigusiy in recruiting both staff and
Executives in Residence to improve diversity.
{Continuing)

Bacauze of OFM retrenchment, worked hard at picking up
colleaguas baing separated by other parts of the
organization.

At FEI, added one part-time faculty mexber {woman} and
have engaged for 1996 ancothex full time faculty
{woman)} .

Executive Programs and Services asgigned significant
new raspongibilities to two minority employeas, with
enhancad career opportunities.

WMDC added 27 new spaakers, 37 of whom were woman and
2% minoritias.

To encourags agency conscicusness of the pattern of
their FEI/MDU'S nominations and provide sach agency
with an anslysis of its FEI attendses from 19%0
through 1924 by race and sex. (Ind {tr)

Prepared analysis and began review of our policies in
light of national axamination of affirmative action
policies and spproaches.

GOAL VI. Establish Management and Internal Controls.

OBJECTIVE 1:

MET

iise resgurces wisely and ensurs thet the use of
resources is properly documentad.

Established FMFPIA working groups; identified
accountahle parties; ensured checks and balances. ALl
faculty and staff trained by OPM Management


http:throt:.gh
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Improvamént Offices.
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Office of Personnel Management
FY 55 WORK 2PLAN

Diractoy
Qfflce of Executive Rescurces

GOAL I: Strengthen the Sense of the Senior Executive Service ag
a Corporate Repource.

OBJECTIVE 1:

OBJE(CTIVE 2:

MEASURES :

L4

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

Oversee simplifications of regulations on
gupervisory, managerial, and executive
development, and find opportunities to improve
sense of BES as a corporate resource.

{Continuing)
FPUBLIC SERVED: The Government as a
whole.

Timeliness: Target dates are met,

Quality: Anecdotal evidence of
improved responsiveness
by FEI, EMDC, WMDC, OEPRS,
OBER, and OPM.

Efficiency: Not measurable.

Customey Satizfaction: Agencies express sense of
peing listened to and
consulred,

BOAL Il: Provide Qualilty Products and Services to Customers.

OBJECTIVE 1:

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

Subobjective A: Review the current FEI curriculum with

all these interested, beginning within
OPM and then moving culward to agencies
apd other stakeholders. {2nd gor)

Subochiective B: Based on conclusiong reached, prepare



LY

OBJECTIVE 2:

OBJECTIVE 3:

OBJECTIVE 4:

MEASURES:

r

the materials, staff, format, e2to., to
implement any significant changes
peginning in FY %6. {4th Qtx)

Improve the prominence, wvariety, and quality of
cutaide speakers and faculty participating in OER
programg by gaining access to both more university
faculty and to important representavives of the

Administration. (Continuing}
Review, update, and improve SES programs and
publications as needed. {(Continuineg)
with G8A, design and construct a new 15,000~
sguare~foot annex at the FEI. {Continuing)
PUBLIC SERVED: Fedaral agencies and
current Senior
Executives.
Timeliness:
* Meet target.
¢ . Respond to new

regquests gquickly.

+ New FEI building:
Drafc operating
buginegs plan
completed in the 3xd
guarter. Begin
construction {4th
guariter? .

Quality: The design and
construckion projest oI
the new FEI building
confiorms Lo American
Institute of Architects,
GSA, and leading
executive development
centers' design
specifications.

High quality programs
will build on and enhance
the core FEI exparience.

Participant ratings in
OER programs show
improved forums and
plenary sessions.



Efficisnoy:

Customer Satisfaction:

Services provided by the
S$ES programs and
publications contributs
to a corporate sense of
the SES.

Generate sufficient
revenue Lo meet tha
direct program,
operating, and overhead
costs and to provide the
necessary investment
regources Lo ensure the
programa are current,
rimely, and of high
guality.

SE8 processes are
srreamlined and
UNNeCeSSary paperwork ig
aliminated,

Measures satisfaction in
residential programs
through participant
appraisals.

Senior Executives and job
sgekers are satisfied
with responses to general
and employment
information reguests.

GOAL III: Manage Federal Executive Perscnnel System.

QBJECTIVE 1.

Subchiscnive A:

Subobiective B:

OBJECTIVE 2:

Issue governmentwide regularvicons and guldance on

thae Senigr Executive Servios,

genior-level, and

scientific and professicnal personnel systems.

Publish governmentwide regulations

dealing with materials in FPM Supplement
920-1 and other FEM chapters which will

_be eliminated.

{znd Qtx;

In concert with ERME Working Group,

develop handbook with guidance on the

BES, BL, and 8T personnel systems.

LY}

{4th

Provide leadership to governmentwide executive

personnel actlvities.



Subchijective A: Successfully administer the 199%
Presidential Rank Award Program. [(4th

Qtr)
Sukobjective B: Ovarsee the progesses for allocating FY
BB, FY 95, and FY 97 exacutive personnel
resources. {(Continuing!
OBJECTIVE 2: Support National Performance Review

recommendations for lmproving the SES.

Subobjective A: Develop and promote an execubive level
guccession planning model for use in
identifyving, developing, and selecting
senior staff. (3rd Qtx)

Subobjective B: Enhance voluntary mobility within and
between agencies for top senior
executive positiong in government.

Continulng)

OBJECTIVE 4: In concert with ERMG Work Group, develop a plan
for simplifying and strengthening the SES
recertification and performance appraisal process.
{d4th Qtr)

CRJECTIVE 5 Maintain executive personnel data system and
prepare regular and ad hoc repcrts for OPM
management, Congress, and the public.
{Continuing!}

MEASURES: PUBLIC SERVED: Federal agencies,
prospective smployeeas,
current Saniory
Executives,

Timeliness: Target dates are mebt.

Quality: - rolicies and guidance
strike an appropriste
balance hetwesen .
managenent flexibility
employee protections, and
the largsr corporats
interest of the
Governmeant . Program
leadexrghip contributes to
effectiveness of
Goverynment execgupive
personnel proygrams.

Rfficiency: Procesges are streamlined
&nd UNNECESSary paperwork



S0AL IV:

OBJECTIVE

OBJECTIVE

OBJECTIVE

CBIECTIVE

CBJIECTIVE

MEASURES:

ig eliminated.

Customer Satisfaction: OPM management and
Federal agencies are
sacvigfied with gqualicy of
policies published and
programs administered.

Manage the OER Businesses.

1 By taking opportunities as they present themselves
in FY 35, inprove the projected bottom line (i.e.,
turn the 11/4/%4 income statement projection of a
logs into a gain}. (Continuing)

For 19%6, submit a plan that will lead to growth
of 10 percent in gross contributions. {4th Qur}

2: Sell as many ¢f the unsold spaces in the FEI andg
MDC'S programs as possible; in FEI's August
program, use unsoeld spaces to attract new
customers, with the aim of making them paying
cugtomers in subsequent years. {4th Qtr)

3: Establish a gainsharing program at FEI to
gncourage all staff to apprcach the Institute ag a
business and to reward them for financial
performance heyond our target of breaking even in
Y 85, {dch Qux}

4 Ensure that SES and Schedule C Orientation
Programs break even or make money. {Continuingi

5 Implement system for monitoring $&f budget with a
goal towards effective use of available resocurces.
{(Continuing)

PUBLIC SERVED: FEI staff, OER OPM
managament, Federal
agencies, executives
attending FEI and
MEBC'S'g, and current
Senicr Executives and
Schedule C employees.

Tinmeliness: Target dates me:t.

Quality: Not: measurabie.



Efficiency:

Cuatomer Satisfaction:

Targets met.

FEI staff acceptances of
gainsharing and
management acceptance of
financial rasults.

GOAL V. Provide Egual Enployment Opportunity,

OBJECTIVE 1: Work consclously in recruiting both staff and
Bxecutives in Residence to iwnprove diversity.
{Continuing}

OBJECTIVE 2: T encourage agency consciocusness of the pattern

of their FEI/MDC'S nominations and provids each
agency with an analysis of its FEI attendess from
1980 through 1994 by race and sex. {2nd QLr}

MEASURES ; PUBLIC SERVED:

Tinmeliness:
Quality:

Efficiency:

Custconey Batisfaction:

OER employses, executive
participants, and
agencies.

Targetb date web.

Not measurable.

Noet measurable.

CER employees and the
Federal community beligvs

in cuy commitment Lo
diversity.

GOAL VI. Establiah Management and Intersal Controls,

CBJECTIVE 1: Use rescurces wisely and ensure that the use of
resourees ig properiy documented.

MEASURES: FUBLIC SERVED:

Pimeliness:

*

Quality:

BEfficiency:

Taxpayers, OPM, agencies:
a2ll who count on wise and
Fair use of resources.

Target dates of OPM
Maragement Implementation
Guide are mel.

Reviews are thorough and
cthoughtful.

Hot measurable,



Customer Satisfaction: General respect for OER's
management of its
resources.



Office of Personnel Management
FY 95 WORK PLAN

PROGRAM: Federal Executive Institute
Director, Federal Executive Institute
GOALI: 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: PUBLIC SERVED: Federal agencies.
Timeliness: Target dates are met.
Quality: Anecdotal evidence of improved
responsiveness by FEI, HRDG, and OPM.
Efficiency: Not measurable.
Customer Satisfaction: Agex;cies express sense of being listened to

and consulted.

GOAL II:  Provide Quality Products and Services to Customers. .

OBJECTIVE 1: Continue the timely, reliable, and profitable delivery of the "Leadership
for a Democratic Society” program and improve the quality and
relevance of FEI's 4-week program.

Subobjective A: Review the current curriculum with all those interested,
- beginning 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 GS4, design and construct a new 15,000-square-foot anniex at the
FEI. {Continuing)

MEASURES: PUBLIC SERVED: Federal agencies and executives attending PEI.
Timeliness:
* Curriculum review: Meet target
dates.

. New building: Draft operating
business plan completed in the 3rd
guarter. Begin construction (dth
quarien).

Quality: The design and construction project
conforms to American Institute of
Architects, GSA, and leading executive
development centers’ design speeifications.

The high quality programs offered in the
new building will build on and enhance the
core FEL experience.

Participant ratings in the "Leaderghip fora
Democratic Society” program show
improved forums and plenary sessions.

Efficiency: The overall financial objective during the
first full year of operation is 1o geserate
sufficient revenue 10 meet our direct
program, opersting, and overhead costs. In
succeeding vears, we will generate the
revenue needed to cover all costs and to
provide the pecessary investiment resources
to ensure Qur programs are currens, umely,
and of high quality.

Customer Satisfaction: Pursuit of the inittative by FEI/OPM and
concurrence by GSA are in direct response
to our customers’ stated need for expanded
executive development opporfunities.
Measure satisfaction through participant
appraisals.



GUOAL III:  Manage Federal Executive Personnel Systems.

OBIECTIVE I: Contribute to the anderstanding and advancement of a significant human
resource issue by holding a short symposium at FEL with joint
sponsorship, if possible, by a major academic institution. {4th Qu)

MEASURES: PUBLIC SERVED: The Government as a whole and the American

: public through betier public adnvinisiration.
Timeliness: Target date met.
Quality: Not measurable.
Efficiency: Not measurable,
Costomer Satisfaction: General perception that the symposium has
succeeded,

GOAL IV: Manage the FEI Business.

OBJECTIVE 1.

"OBIECTIVE 2:

OBIECTIVE 5:

By taking opportunities as they present themselves in FY 93, improve
the projected bottom line (i.e., turn the 11/4/94 income statement
projection of a loss ino 2 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 4-week program as possible; in
the August program, use unsold spaces 1o attract new customers, with
the aim of making them paying customers in subsequent years. (4th Qtr)

Establish a gainsharing program at FEI 1o encourage all staff to approach
the Institute as a business and to reward them for financial performance
bevond our target of breaking even in FY 95, (4th Qtr)

MEASURES: PUBLIC SERVED: FEI siaff, HRDG OPM management, Federal

agencies, and executives atiending FEL
Timeliness: Target dates met,
Quahity: Not measurable,

Efficiency: | Targets met,



Customer Satisfaction: FEI staff acceptance of gainsharing and
management acceptance of financial results,

GOAL V.  Provide Equal Employment Opportunity.

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

OBJECTIVE 2. To encourage agency consciousness of the patiern of their FEI
nominations, provide each agency with an analysis of us atiendees from
1990 through 1994 by race and sex. {Znd Q)

MEASURES: PUBLIC SERVED: . FEI employees, executive participants, and
agencies.
Timeliness: ; Target date met.
Quatity: Not measurable.
Efficiency: ‘ Not measurable.
Customer Satisfm::tion: FEI employees and the Federal community

believe in pur commitment 1o diversity.

GOAL V5. Establish Management and Internal Controls.

OBJECTIVE 1: Use resources wisely and ensure that the use of resources is properly
documented.
MEASURES: PUBLIC SERVED: Taxpayers, QPM, agencies: all who count on wise

angd fair use of resources,

Timeliness: Target dates of OPM Management
Imiplementation Guide are met,

Quality: ' Reviews are thorough and thoughtful.
Efficiency: Not measurable.
Customer datisfaction: General vespect for FEI's management of

its resources.,



FY 1994
SES PERFORMANCE PLAN

Deae Hendefson, Direstor
The Federal Exscutive Ingtitute

The Federal Executive Institute in FY %4 will continue te
serve as the Office of Personnel Mansgementis premisr executive
development center serving the U.§. government's Ssnior Executive
Service and high potential GM\GS1S5s. Our goal will he the
fulfillment of our mission of offering programs which ilmprove
individual performance and agency effectivensss. We will work to
coptinucusly lmprove our program design and delivery and to
malintain the Institute's reputation as a leader in the fileld of
executive development.

1. Program Delivery. Deliver all FEI scheduled programs on
time and maintaln program quality as evidenced by high
after-course evaluations and repsated requests from agencles
for program spaces.

TIMELINESS: Target dates for each 4-week program as
determined in FY 84 announcement .as well as short progranms,
special topic meetings, retreats and conferences as arvanged:®
should all be met with no cancellations due to inabllity on
FEI's part to deliver the program.

QUALITY: Evidence ig svaluatlion scores which reflesct

customer satisfaction (6.0 and abhove on 7.0 secale), return
of customers and request for additional space/time at the
¥FEL.

EFFICIENCY: Program delivery with minimal full-time faculty
and the use of adiunct/part-time instructors when avallable.

2. Fagulty. Faculty hire made for one full-time instructor
{Gue to loss in 1984 of a full-time facully member and
increased demand for in-house faculty to facilitate new
performance asgessment program module) . Announcement -
October-Decembey 1893, ’

TIMELINESS: Target date is 3rd quarter, FY 94,

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



EFFICIENCY: Increased use of full-time fagulty will provide
depth necessary for smooth delivery and appropriate

- representation of OPM/FEI hefore senior-level participants

from all departments and agencies.

iafioation of Participant Groups: Assist OPM in
1denm1f;aazzaﬁ 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, and ongoling
efforrs to improve percentage of women and minorities in
core program.

TIMELINRES: Target dates, all quarters, FY 94.

QUALITY: Recruirment efforts should successfully target

appropriate levels of international/state/lecal officials
{i.e., senior level eguivalent to GM15/SES).

EPEFICTENCY: Use of internal FEI resources,

curriculum. Curriculum development includes integration
inte larger program of 360° assesament (peer-subordinate-
gsuperior) taken by all participants in four-wsek program {72
executives in each of nine programs}, FY 34. This will help
participante choouse coursework and enable executives to
better link the information to thelr work--a critical
process ag we move Benchmarks from 2 learner prarogative tu
a mainstay of the program.

TIMELINESS: Continuing in every quarter, FY §4.

QUALITY: Instyrument was develcoped by a leading authority
{CCLY in the field of execubive development and the FEI
faculty has created a "model® feedback workshop which has
received endorsement by CCL as superior to their own. We
will continue to develop the design and delivery ko meet the
highest standards of professional program guality as well as
engure customer satisfaction,

EFFICIENQY: Scanning, scoring, printing, and delivery of
feedback at the Institute represent significant
efficiencies.

New Pregrams. During FY 34, several new short programs will

be deaigned, developed, pilated, and put into a regulay
schedule.

AL ]



The first, "The Higher Values of Public Service Leadership”
{working title} will allow the Institute to offer 2-day
programs [(off-gite} in conjunction with the FEB's in various
regions arcund the U.3. 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 demecracigs arcund the
world.

The second, an intensive, FEI-based, 3 1l/2-day program,
Executive Competencies Workshop, will offer self-asgessment
and video-interactive competency practice to FEI alumni and
some candidate development program participants.

TIMELINESS: Design and development stages for new programns

are summeyr/fall 1993, with implementation in all four
gquarters of FY 94.

QUALITY: Evidence is evaluation scores, which reflect
customer satisfaction (6.0 and above on & 7.0 acale},
requests for repeated programs, and development of mimilar
short programs.

EFFICIENCY: Program delivery with minimal faculty and use
of adjunct instructors when available. C{o-hest with
regional FEB's .

-

Facllity Issueg. Manage the development and implementakion

of approved facility improvement projects to enhance the FEI
physical environment and facility management systams in
gupport of Program delivery.

a. FEI Renovationg: With the cooperation of the General

Services Administration, rehabilitation and improvement
of the FEI physical facility continues.

TIMELINESS:

¢ Complete structural cracks and Virginia Srudy All-
Waatherization projsct - March 139%4.

L Complete construction of a storage bullding - October
1963,

* Complete Handicapped Accesgibility Upgrades - January
1894,

¢ Complete Energy Efficiency Upgrade - Novembsr 199%3.

4 Complete Fire and Safety Upgrades - April 1994.

¢ Complete Five Year Building Engineering Review and



identify future projects - November 1093,



L 4 Complete the renewal of the Delegations Agreement -
September 19%3,

+ Sacisfactorily pass the bi-annual Evaluation of FEI
performance undey the Delegations Agreement - Qc¢tober
1893,

* Pursus design reguirements for other renovation

projects {e.g., service road, dining room expansion,
pavement repair/replacement, etc.) congistent with the
resourges available - Continuing.

QUALITY: All projects will conform to the American

Ingvivute of Avrchitects, GSA, and leading executive
development residential centers' design specifications.

all furnishings will be of top guality and consistent with
the executive level mission of the FEI and purchased
utilizing GSA Schedules,

BFFICIENCY: Resources for all the construction proiects are
provided primarily by GSA. Rescurces for the *other® design
proijects are consistent with the needs of the FEI and the
fiscal realities.

All furnxshi&gﬁ are purchased utlzzzzng G8A purchasing
schedules.

CUSTOMER SATISPAUTION: We continue to recelve numerous high

ratings and compliments from participants and visitors. The
facility is in great demand for use by cutside groups.

« SN FEI; GSA and the FEI are
cclbabovatlng on the da31gn and construction of a New
Wing ar the FEI to provide space needed to deliver
short berm programs and services to our executive
clients. ’

b.

TIMELINESS:

L4 Complete the design phase of the construction
initiative - August 13883,

¢ GSAa completes procurement phase - January 18%4.

¢ Ceonstruction scheduled to hegin in Februaryy 1994.

¢ . Construction complete - February 1359%5.

¢ The FEI proiect team will prepare a business plan to
determine the appropriate product mix, delineate a

markxeting plan and define administrative and other
management requirements - November 1933.



QUALITY: The project will conform to the Awerican Institute

of Architects, GSA, and leading executive development
regidential centers’' design specifications. Active
involvement by FEI program faculty and staff ensures all
functional reguirements are identified and addressed.

Development of & comprahengive business plan will ensure the
coordinated delivery of quality products and services.

EFFICIENCY: GBA is providing rescurces for the construction

project. The FEI will develop plans to ensure the efficient
uge of FEI rescurces to outfit the building when complete,

CUSTOMER SATISFACTION: Pursuit of the initiative by FEI/OPM

and concurrence by GBA is in direct respongse Lo our
customers' stated needs.

ﬁaaag&ment cantr&ct with ARA Services lncludes facility
management, £ood and beverage services, mechanical
maintenance services, groundskeeping, security, and
aother miscellaneous services., The WorkSource
Enterprises contract includes housekesping, janitorial
and maid services.

TIMELINESS:

+ Fully implement the nutricion initiative in support of
rhe Wellness program - November 1983,

* Effectively and efficiently administer the Consolidated
Facilities Management contract with & goal of
delivering all services in a guality manner at coOsts
within the original estimates - Continuing.

¢ Effectively and efficiently administer the WorkSource
Bnrerprises custodial and maid services contract with a
goal of delivering all gervices in & ¢uality manner at
aosts within the orviginal estimates - Continuing.

QUALITY: Contract Administration is excellent. Aall
reguivements within the scope of work will bhe met. All
service within scope of contract but not within the scope of
work are cleared with the Contracting Cfficer's
representative and Contracting Officer to avoeid the need for
ratification.

Overall, concract services will remain excellent and we will
continue to identify opportunities to make further
improvements.
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EFFICIENCY: The guantity and quélity of overall services

covered by the contract will continue to improve. The
requirement for day-to-day interaction will decrease
congistent 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 vomments and a further
reduction in the number of partivipant complaints will occur
indicating increasing customer satisfaction.

During FY 94 FEI will

conxlnuﬁ the *mplementatlen of the complete multi-vear
program evaluation. Implementation of this large, complex
process will require administration of the various survevs
and instruments, Scoring and analysis, reporting,
integration into overall program, development of
aopportunities within the curriculum for participants Lo work
on specific areas of improvement, development and
adminigtration of action-planning, tracking the process, and
avaluating the program at appropriate intervals.

TIMELINESS: Continuing implementation of surveys and

instruments will occur during FY 94, Focus group activity
will ocour in the 2né gquarter, FY 924,

QUALITY: Analysis of survey/instruments results will

provide the most up-to-date feedback available and allow
decigion-making based on both gquantitative/gqualitative data.

EFFICIENCY: Developmént, implementation and analvysis of
this plan has been done internally at the FEI.

Manacgement /Internal Contreol and Evaluation

Develop procedures and guidelines to provide raasonable
agsurance that funds, property and other ssssts ars
safeguarded against waste, loss, unauthorized use oy
migappropriation; that obligations and costs are in
compliance with applicable law; and that revenuss and
expenditures are properly recorded Lo maaintalin
accountability over assets. Evaluate the FEI program for
internal contrel compliance with OMB Circular A-123 and the
Federal Managerys' Filnancial Integrity Act (FMFIA}. Evaluate
manageys with internal control responsibility on theilr
commitment and achievement in evaluabting and improving
internal controls,

TINELINESS:

L4 Complets annual vulnerability self-assessment -



Pebruary 19%4. No weaknesses were identified in 1993.

¢ Based on the analysis of the 1994 self-assessment, take
timely action 1o correct identified weaknesseg -or
vulnerabilities.

+ In a timely manner, develop or modify existing

management controls to future strengthen the internal
ceontrols process.

QUALITY: Assurance that effective and efficlent management

controls are in place, and that they are achieving the
intended resulbts.

BFFICIENCY: Existing management and staff will be used to

aggegss and analyze the FEI internal controls environment and
their effectiveness.

Affirmative Action and PBgual Fmployment Opportunity.

Our geoal is ongoing development and delivery of core
programs with representative faculty and guest speakers. It
is our belief that ocur 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
pains to recruit and retailn excellent faculty who also
happen to be woten and/or minorities. The Institute also
engourages agencies to gsnd represgsentative groups of
participants.

An analysis of the FEI'‘s sgtaff, faculty, and adiunct faculty
personnel profile during FY 94 indicates that our
Affirmative Action and EE(Q effdrts have been successful.
Fifty-aight percent of all Federal employees at the FEI are
woman and 13% are mincorities, Forty-twe percent of our

Caddunet faculty team leaders are women, as are 25% of our

adjunct faculty seminar/workshop instructors. OCur Wellness
Program coordinator and assistant are women, Twanty~five
percent of adjunct faculty team leaders and seminar/workshop
instructors are minorities. We are going te be sansitive Lo
the need to promote appropriate recrulitment and
dgvelopmental oppeortunities for women and minorities.

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



THE FEDERAL EXECUTIVE INSTITUTE o
ORGANIZATIONAL WORKPLAN
FY 19524

The Federal Executive Institute in FY %4 will continue to
serve as the Office of Personnel Management's premier execubive
development center sserving the U.5. government's Seniocr Executive
Service and high potential GM\GS815s. Qur goal will bhe the
fulfillment of our mission of offering programs which improve
individual performance and agency effectiveness. We will work to
continuously improve our program design and delivery and to
maintain the Institute’s veputatlion as a leader in the field of
executive development.

The Federal Executive Institute has a new director
{January 1, 1593} and one new faculty member (as of
August 2, 18%3) but is still extrewely short-handed,
with only three regular full-time faculty.

Objectives and Completion Dates:

&'

Faculty Appointments: Appoint one additional

full-time faculty. The FEI will seek to ensure
full representation of affirmative action priori-
ties through this. appointment .

TARGET DATE: appoint new faculty by Third Quar-
ter, FY 34,

QUALITY: Executive-level leadership through iden-

tification of highly gqualified individual and
innovative efforts made to meet the goals of Af-

firmative Action Pricrities {(AAF}.

EFFICIENCY: Internal FEI/OPM resources have been
used to conduct an extensive, naclionwide search,

Diversification of Participant Groups: Assizt OPM
in identificarion and recruitment of wide range of
participante for FEI core programs as well as
short programs. This will includde increased par-
ticipation by international representatives, state
and local governmenis, and congoing efforts to
improve percentage of women and nminorities in core
program.

TARGET DATE: &ll guarters, FY %4.

QUALITY: Recruitment efforts should successfully

target appreprizte levels of international/state/
local officials {i.e., senior level equivalent to



GORL 2.

GM1S/SES] .

EFFICIENCY: Use of internal FEI resources.
Improve UPM*s HRD Deliver

Develop and deliver four-week residential executive
development programs {(ag well as short programs) of the
highest quality; respond to needs 0f 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 comprehengive contemporary
and long-term evaluations of programg and analysis of
impact.

Objectives and Completion Dates:

a. Program Design and Delivery: Offer the four-week
program, "Leadership for a Demogratic Society®
nine times & vyear; design program modules which
reflect "best practiceg” in executive developwment
and develop new, short programs targeted to SES
and Candidate Development Program participants.

TARGET DATES: Qffer programs in every guarter,

FY 354, as predetermined in FY 34 Program Announce-
ment .  Introduce new short programs in each guar-
ter, FY $%4.

QUALITY: Maintain evaluabtion scores zbhove 6.0 {on

& 7.0 scale} and have demand for more spaces than
available.

EFFICIENCY: Program design and delivery always
meets deadliines, makes best use of small faculvy
and staff, and never calls for program cancella-
tion.

CUSTOMER SATISFACTION: Agencies continue to re-

guest spaces in programs at full capacity and
repeat business is 98% rate.

k. Curriculum Integration of Global Assessment and
Feedback: Offer a global assessment and feedback

instrument to all participant executives in the
"Leadership for a Demccratic Society" program;
modify the existing program to enrich the Leader-
ship Development Team activity around the fesdback
from the instruments; provide course offerings
tied to the ourput of that instrument for the
vargeted developmental improvemant of the resident
executives.



TARGET DRATE: Every quarter, FY 24,

QUALITY: Offers executive participants perfor-
mance-based feedback which ig superior to cther
methods of leadership/management measurenent which
tend te be priwsrily seif-assesswents.

EFFICIENRCY: Allowe for action planning by exscu-
tives which will be transferable to their perfor-
mance in the sponsoring agency. Such planning by
participante takes place on-site at the FEI. At
the FEI, the scanning, administration, and fesd-
back of the instrument takes plase on-site.

Wellness Component: Offer a medified Wellness
component in the "Leadership for a Democratic
Scociety® program wiich significantly reduces the
cost now incurred, but continues to present a
well-rounded, fully functional experience.

TARGET DATE: Each quartex, FY 34,

QUALITY: fvaluation scores econtinue fo fall above
£€.0 {on a 7.0 scale! and participant/agency fsed-
back confirms value tco the individual and sponsor-
ing organizationsg.

Multi-Year Program Evaluation: Implement the FEI
Multi-Year Program Evaluation, which seeks to
measure the sguccesg of the FEI wmigsion -- #to
improve agency performance througn the improved
effectivenegs of the key executives bhose agesnciesg
send to the FEIY for development. To this end,
ensure that the currviculum:

{1} Assesses each executlive through a global
assesament and feesdback procvess;

(2} Offers developuental opportunities directly
related to theose assessment oubcomas;

{2} Expects acticn planning of sagh executive
pricr to hig/her departure from Che FEI;

{4} Seeks intermediate and long-term feedback on
those action plan accomplishments to assure
agency effectivensss is improved.

TARGET DATE: Ongoing implementation in FY 94.



QUALITY: Well-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 dlrectlon

Technological Advances: Full implementation and

perfection of already existing, program-based
technelogy 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 gquarter of FY 94.

QUALITY: Only executive-level systems, software,

and classroom methods which are appropriate to the
seniocr-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-



GOARL 3,

manently.

Manage snd Improve OPM

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

Objectives and Completion Dates:

a, FEI Renovationg: With the coopgration of the Gen-
eral Services Administrabtion, rehabilitation and
improvement of the FEI physical facility contin-
ues.

TARGET DATES:

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

L Complete constyuction »f a storage bullding -
Cotobher 1993,

4 Complete Handicapped Accessibility Upgrades -
January 19%4.

14 Complete Enexgy Efficiency Upgrade - November
1983,

¢+ Complete Fire and Safery Upgrades - April 1929%4.

* Completbe Five Year Bullding Engineering Review and
identify future projects - Novewber 1993,

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

L4 Satisfactorily pass the bi-annual Bvaiuation of
FEI performance under the Delegations Agreemeni -
Qetober 1953,

L4 Pursue design requirements for other renovation
projects {(e.qg., service road, dining room expan-
sion, pavement repair/replacemsnt, eto.) consis-
tent with the resources available - Continuing.

QUALLTY: All projects will confirm to the American
Ingtitute of Architects, GSA, and lsading execubive
davelopment residential centers' design specifications.
AlL furnishings will be of top guality and consistent
with the executive level migsion of the FEI and pur-



chased utilizing GSA Schedules.

EFFICIENCY: Rescurces for all the construction pro-

jects are provided primarily by GSA. Rescurces for the
*orhert design projects are consistent with the needs
of the FEI and the fiscal realities. &ll furnishings
are purchased utilizing GSA purchasing schedules.

CUSTOMER SATISFACTION: We continue Lo receive numersus

high ratings and compliments from participants and
visitors., The facility is in great demand for use by
cutside groups.

New Building at The FEI: GSA and the FEI are collabo-

rating on the design and construction of a New Wing at
the FEI to provide space needed o deliver short term
programs and services to oux executive clisnts.

TARGET DATES:

L 4 Complete the design phase of the construction
initiative - August 1893,

G8h completes procurement phase - January 1934,
Congtruction scheduled to begin in February 19%4.

Construction complete - February 1955.

4 & & @

The FEI project team will prepare a businsgss plan
to determine the approprizate product mix, delin-
eats & marketing plan and define administrative
and other management regquirements - Novembey 1993,

QUALITY: The project will cvonform to the American
Institute of Architects, 88A, and leading executive
developrent residential centers’' design specifications.
Antive involvement by FEI program faculty and staff
ensures all functional requirements are identified and
addressed.

Development of a comprehensive business plan will
gneure the coordinated delivery of guality produckts and
BETVICLSs.

EFFICIENCY: 48A ig providing resgurces f[or the con-
struction project. The FEI will develop plans to
engsure the afficient use of FEI rvesources to outfit the
building when complete.



CUSTOMER SATISFACTION: Pursuit of the initiative by

FEI/CPM and concurrence by GSA is in direct response Lo
our custamers’ stated needs!

Implementation of Consoclidated Services and WorkSource
Enterprises at FEI: The Consclidated Facilities Man-
agement contract with ARA Services includes facility
managemant, f£ood and beverage services, mechanical
maintenance gervices, grounﬂsk&ﬁplﬁg, security, and
other miscellanecous services, The WorkSource EBnter-
prises contract includes housekaapina, janitorial and
maid services.

TARGET DATES:

L Fully implement the nutrition initiative in sup-
port of the Wellness program - November 1593,

* Effectively and efficiently administer the Congol-
idated Facilities Managemeni contract with a goal
of delivering all services in a quality manner at
costs within the original egtimates - Continuing.

L/ Effectively and efficiently administer the Work-
Source Enterprises custodial and maid services
contyact with a goal of delivering a1l services in
a muality manner at costs within the original
estimates - Continuing.

QUALITY: <Contract Administration is excellent. All
reguirements 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
Qfficerts Representative and Contracting Officer to
avold the need for racificaticon.

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

EFFICIENCY: The guantity and quality of overall ser-
vices covered by the contract will continue to improve.
The reguirement 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 SATISPFACTION: Participant evaluations will
c¢ontinue to rate our services very high {6.0 cr better
on a 7.0 scale). Positive anecdoial comments and a
further reduction in the number of participant com-
plaints wili oceur indicating increaging customer



satisfacticn,
!

GOAL 4. Repregsent 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) .

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

. 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 te foreign governments
as requested by OPM's Director, HRDG leadership,
and OPM's OIA (e.g., Kuwalit 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 the
efficient and effective long term operation of the FEI
- February 1994.



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 FEI
figcal environment in order to provide the services our
customers need at reasoconable cost. Our client base
will remain stable or slightly expand.

b. 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 Act - 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 {IDPs} 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 manage 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.



