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Good afternoon. I would like to welcome all of you here today. As Chair of the 
0Iational Partnership Council. one of my most satisfying duties lS to honor those 
WilD make government work better and more efficiently for America. 

\ 	 Today~ my colleagues and I honor labor~management partnerships whose 
achievements merit special recognition. 

i It's always nice to gather with colleagues and friends. Ida [Castro, Chairwoman 
of the Equal Employment Opportunity Commission), Jay IJohnson. Director of 

\ the U.S. MintJ and Morley [Winograd, Senior Policy Advisor to the Vice 
President and Director of the National Partnership for Reinventing GovemmnetJ I 

I 
 it's good to see you here today, 


This is the Council's sixth annual awards presentation, The men and women we 
recognize today strengthen our conviction that labor-management partnership is a 
pow(~rful tool for improving the performance of government\ 

Before we move on to the formal presentation of awards, I'd like 10 take a few 
moments to talk about bow labor~management relations bave changed over the 
past several years. 

When President Climon signed Executive Order 1287] In 1993, the Federal 
Government began 10 move away from a long and often painful history oflnhor
management conflict and toward collaboration and partnership. 

With this Order, the operating assumptions of labor and management began to 
chang.;. Agencies and unions Were challenged to look beyond the hostility and 
conflicts of the past. They were asked to forge genuine partnerships aimed at 
improving the performance of Government. 

Much has been achieved since President Clinton signed the Executive Order, In 
1998, the Council found that 67% of unionized Federal employees were 
represented by partnerShip councils. 

Partnerships between labor and management have heiped cut costs, cnhance 
produclivity, and improve customer service at agencies across Government 
Yet much remains to be donc. In some places partnerships have stalled while in 
others they've yet to be established. The President recognized that morc w.as 
needed to promote the growth of partnership. 



, 


Last October, the President issued a memorandum in which he reaffirmed his 
"strong commitment to partnership" and called on Federal agendes to "redouble" 
their efforts to create partnerships with their unions. 

He instructed agencies and unions to develop joint labor~managcmcnt strategic 
plans designed to help the Government and its employees deliver "the highest 
quality service to the American peopk" 

AgeIlc,:es were also directed to report on their progress toward achieving the goals 
of both. his Executive Order and the reaffirmation memorandum. OPM has 
'compkted its analysis of the agency reports and is preparing a repon for the 
President., 

1\ot sutprisingly. among agencies and unions we found widespread agreement 
that the most successful partnerships have we}l~ofganilcd and active partnership 
councils. 

They report that crucial aspects of the Executive Order, such as training and pre~ 
decisional tnvolvement. work best through a partnership council, and that labor'-
management councils are often the exclusive vehicles for the successful 
implementation of partnership initiatives. 

Like our award winners, many agencies extolled the benefits of pre~decjsionaj 
involvement. They reported that workplace changes are more effectively 
managed-and earn greater employee support-when agencies work closely with 
the union before changes are planned and decisions are made. 

We also saw the importance of training in building strong partnerships, 

Training in interest-based negotiations and altcrnative-dispute resolution helps 
improve partnership council effectiveness and enhance problem solving at early 
stages ofdisputes. The result is more efficient contract negotiations and far fewer 
third-party disputes. 

Ano'ther defining characteristic of successful partnerships is the willingness to 
incorporate the principles of partnership into the day-to-day operations of the 
agency, 

Partnership works best when it's supported by management and embedded in 
daily business practices and strategies. When this happens, the union becomes a 
genuine partner in customer service inItiatives, s),stems modernization efforts, and 
other aspc:cts of agency business. 

We know from experience how difficult it can be to get a partnership started 
without strong and visible commitmenl from the upper echelons of both labor and 
management 



Top leadership support is necessary,to send the signal that labor and management 
are serious about doing business in new and morc productive ways. 

But we f,Jund that top~level commitment is not cnough EO sustain a partnership 
over the long haul. Successful long-term partnerships gamer support from all 
levels of the organization. especially from career mid·leve1 managers and front
line union representatives. 

It is these employees who work the nuts and bolts of partnership on a day-to~day 
basis. With their support, partnership -can develop the strong foundation it needs 
to weath,:r the ups and downs Dne finds in any labor-management relationship. 

Perhaps the most important lesson we learned from examining these agency 
reports is that partnership is not easy. It is a constant challenge to find the right 
mix of leadership, commitment, trust, desire to change, and honest 
communications that make partnership work. 

And partnership means change. It means new approaches, new roles, and ncw 
behaviors ror both labor and management. 

Despite alt the challenges we continue to face, I believe the Federal Government's 
labor-management relations arc on the right track. 

I see a strong, consistent desire on both sides of the table to continue promoting 
and developing genuine pal1nerships and almost no interest in rclUrning to the 
adversarial ways of the past. 

I am convinced that laborwmanagement relations in the government are better 
today than they were 10 years ago and considerabty better than they were 15 years 
ago. And 1 believe a great deal of the credit for that progress can be traced to the 
rise and growlh of pal1nership. 

The partnerships that we honor today are those which best exemplify the founding 
principle:; of the National Partnership Council, and the ideals to which our dear 
friend and colleague, John Sturdivant, dedicated his life. 

I know that J speak for all of us who knew John and admired his passionate 
commitment to partnership when I :;ay that today's award winners cC11ainly honor 
his spirit and arc worthy of their recognition in his name. That in itselfis II 
profound accomplishment 

Vice-Pre~idcnt Gore said, "I promise you that we are going to follow through to 
make sure John Sturdivant gets the legacy he deserves". 



• 

These awards are an important part of the legacy John set oul for all of us. 

So in closing, I would encourage you to honor the winners here. but also to 
consider the future of partnership in your organizations. 

How can we build on these successes to advance the goals of partnership? What 
must we do to ensure that partnership take root in the government? 

Awards do not signify the completion of this difficult yet vital challenge, As long 
as labor and manage!f1ent exist, there will be a need for partnership, We must 
pledge here today that this need will never go unfulfilled. 

We have come too far and enjoyed too much success to tum back now, Let that be 
the legacy of John N. Sturdivant and the National Partnership Awards that bear 
his name. 

Thank you. 
-END
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lising Performance Management to Drive Results 


No"<mber 14, 2000 

Good morning. I'm glad you could join us today for one of our many conversations with 
the senior executive community. Today, we focus on how to use perforinance 
management systems to promote a results·driven culture. 

Two years ago, aPM began their comrc:-salJOnS with executives and other stakeholders 
about reinventing the Senior Executive Service. We wanted to gel everyone thinking and 
talking about whether the way we select. develop, and manage the SES is producing 
executives with the right leadership skills for the 2) 51 century. 

, 
Many of the ideas outlined 2 years ago in OPM's SES 1mprovement Framework were 
controversial. But there is one thing that even'onc agreed on - the SES perfonnanceII management system needs improvement 

: You and other sta~eholders said we should strengthen the link between performance and 
:pay. 

!	You said that OPM's regulations focused on process, and that your agency's appraisal 
process was an irritating annual chore rather than a tool for driving results. 

You said that SES performance management should reinforce strategic planning efforts 
and establi!;h executive accountability. 

Agencies a:;kcd us to give them more flexibility to tailor their systems [0 their unique 
organizational structures and culture - more flexibility to design systems which 
emphasize accountability and support personnel decisions, 

;Wc hcard you, And~ I'm happy to say that we've made progress, and will continue to 
Imukc morc progress. 
I 

lin 1999, we re\'ised the criteria used to evaluate residential Rank Award nominees. The 
lrevised ~ritcria use the themes ofthc Executive Core Qualifications to focus on 
~le(ldcrship results. 
I 
jWe've also rallied Administration support for tWO legislative initiatives: One would 
jabolish recertification: and the other would raise aggregate pay for scnior level 
employ«s, 

lAnd, on October i3th
, we issued the new SES performance management regulations, 
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; Stakeholders urged us to push these statutory and regulatory changes,' But, they said that 
this could.ll't fix everything, 

There musl~ be a cultural cbange as well-a cultural change that fosters an appreciation 
for the importance of managing performance and a focus on results rather than process. 
For this, we need leadership support and involvement 

: In 1999, OPM and the Senior Executives Association surveyed SES members, The SES 
isurvey. and an employee survey conducted with the National Partnership for Reinventing 
: Government, reinforced the need to overhaul the SES perfonnance management system. 

I 
: Respondents to the surveys believe that agencies must do much better at communicating 
!what good perfonnance means, what perlormance expectations arc, and at taking 
: corrective action when employees don't meet those performanc'e standards. I . 
J can tell you that OPJv1 heard our customers and we revised the SES performance , 
:managemeflt regulations to address the issues raised in these surveys and in our 
conversations with you,

I 
\The new regulations allow agencies to streamline their perfonnance management 
systems, TIley emphasize results over process and strengthen the links with strategic 
planning. 

I 
~'he regulations also require agencies to use t'balanced measures" to evaluate executive 
performance. We don't dictate how to address the balanced measures. Bur all agencies 
must consider organizational results, customer satisfaction, and employee perspectives in 
~valuating their executives.' 

I 
$ome executives seem anxious about this new requirement. BUL I believe that by 
institutional\zing the usc of balanced measures, the government is acknowledging I,vhat 
its best executives have always known: leading people building coalitions and attaining 
fncasurabte results are the foundation of organizational success. 
i 
i . 
tn addition to stressing executive accountability, the regulations also challenge the 
Jxecutives' bosses. In order to fulfil the spirit of the regulations, agency leaders must" 
dlearly communicate performance expectations to senior executives and take action on ,
performance assessments. 
I . 

The regulations are not an end in themselves. but a tool to reinforce executive excellence 
~nd accountability. The regulations arc a blueprint, and agency leaders and senior 
dxecutives are the architects and the construction crew. . 

~anaging performance is not an '.'HR" thing:. Mona~itlg performance is a critical and 
integral part of our ongoing management responsibility. 

I 




. I . 

I 
I 
I Your presence here today says that you care about perfonnance management-that you 

want to be part of the culture change l."Uvisioned in the new SE8 regulations. 

I 	! hope that what you learn today - both in the fOfnl:al sessions nnd in discussions with 

I 	
your coHeagues will stimulate your thinking, And lpat you will take your thoughts and 
energy back to your agency and use them to help build a better SES performance 
management system, 

\ 

Thank you. 


1\ 

I 
Senior Executive Service Symposium: 

Using Performance Management to Drive Results 
\ Closing Remarks 

I 
iToday, we've taken another big step toward the creation ofa results-driven government 
\ It was a pleasure to be with you this morning to discuss current issues in performance
Imanagement. 

lAnd, it gives me even more pleasure to be back to recognize those agencies and 

:individuals whose innovations and hard work are helping to promote government 

:excellence .md accountabiJity, 


i 
But, before I recognize these innovators, 1 want to thank the people 'who participated in , 
the \I,'orkshops and the OPM staff who pulled it all together. In less than a month! they 
booked all of the speakers and took care ofall the administrative details that made this 
9uy a success, 

i 
Joe Riddle led the effort 


1 

Karen English and Virginia Buettner coordinated the details. 
I . 

Carol Harve): did a great lob as our Emcee,
I 	 - . 

And Joyce Edwards applied her vision and leadership to putting together this informative 
Iday. 	 . 

Ll"st month; OPM issued regulations that overhaul the way government evaluates its 
sehior executives, The new regulations focus on results over process and require 
ag~ncies to balance organizmional results, customer satisfaction, and employee 
perspectives when evaluating executive performance. 

i 

\ 

! 



. 	\ 
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\ 
I 
I By the beginning of the next SES appraisal cycle. all agencies must adopt the new 

requirements. 

\ But. the four agencies we are recognizing today arc already there! 

\, They have already designed and implemented resjJlts:~based performance management 
systems. 

I, 	 ( know you all have your programs in front of you, but I want to personally recognize 
each agency for their outstanding accomplishments: The Internal Revenue Service, The 

, Patent and Trademark Office, The Overseas Private lnvcstment Corporation, and the 
Department of Veterans Affairs. 

\ 
\ In the spirit of "balanced measures," t also want to acknowledge the contributions of our 
, employees and our key customer. the Senior E.xecutives Association. OPM and SEA 
\ don't agree on everything, but we do agree that the government must do a better job of 
\ managing SES performance. 

, And. I thank the Association and its President Carol Bonosaro 'for their wise counsel as 
we developed the SES performance management regulations. 

i 
1Anne Kirby represents the dozens of employees at OPM and the agencies who 
'I contributed to development of the regulations package in record lime. 

\Without their hard work. we wouldn't be where we nrc today. 
, 
i 
,Finally, I want to thank you for being here today. Your presence says that you care about 
performance management-and are willing to go the extra mile to foster the culture 
change that will reinforce the use of SES perfol'mance management systems tnat promote 
~xecllcnct: and drive the results the American people care about. 

\ 
I 	 -END

\ 

I 
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Speech by Janice lachance. Director, 

Office of Personnel Management 


OPM Director's Award Ceremony for 

Outstanding Work/Life Programs 


November 14, 2000 

Thank you EB for that kind introduction and all your good work at OPM. 

1would like to apologize in advance. because due to an unavoidable conflict, I 
will be unable to stay forthe remainder of the program. 

I am very pleased to be here today to recognize you for all of your hard work. 

We are here to honor those agencies which have taken remarkable steps to 
establish WorkiLife and Wellncss Programs that arc comprehensive and inclusive. 

The hallmarks oftoday's winners are programs that arc fundamental, but critical. 
First, they have become part of their organization's culture~ second) they are 

, continualty being evaluated; third) they are supported by management; fourth, they 
retain strong participation; and fifth they were formed and are operated with labor
manage~llent partnerships. 

The id~1 that the workplace must adopt new ideas for recruiting. retaining, and 
supporting their workforce is not new. 

We know that young potential employees seek quality of life options that will 
allow them to stlccessfully balance their personal and professional fives, 

And older employees, who find themselves as part of the sandwich generation, try 
to cope with responsibilities for children and elder parents. They can't do it all 
and be productive at work, without some viable tlcxibilities. 

Let me discuss some currcnt initiatives with you: 

Federal families arc more challenged than ever beion: to meet the expenses of 
childcare. 

The Office of Personnel Management issued regulations fluthorlzing the llse of 
Federal agency appropriated funds for childcare tuition assistance for lower 
income ft!deral employees. 

The regulations apply to employees who enroll their children in licensed and/or 
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regulated center-based child cafC or family childcare homes. 

This law gives lower income Federal families sorely needed financial relief and 
the peace of mind of knowing their children arc in a safe and healthy environment. 

Telework is becoming increasingly important as a tool to help balance work and 
personal life. 

In addition to allowing the time flexibility to balance work and personal life, 
telework helps decrease traffic congestion and motor vehicle generated air 
pollution. 

In September of this year, GSA Administrator Bafram and I signed ajoint 
memorandum to heads of agencies asking them to report any problems 
experil!nced by their agencies in implementing and operating tclework programs. 

We want to help agencies increase employee participation by uncovering any 
barriers to this program. 

We have formed a Telework Working Group to advise us on how to increase 
participation. 

We have a newly established life events website which employees can use for 
different stages in their lives such as marriage. or having a child: This website 
informs employees ofworkJlile programs designed to help them as these events 
happen. 

And in order to continue our national campaign for Work/Life and Wellness 
Program Awareness, we will hold a national conference on these issues next fall. 

The time has passed for asking "will we offer work/life options?" And instead the 
question has become, "how and \vhich workJlife and well ness options will we 
offer and how can they affect the bottom line?" 

Over time, employers have discovered that offering and promoting workJlife an.d 
wellness options is a business necessity and one that makes them a competitive 
employer. 

The agencies honored here today ha\'e clearly stepped up to that challenge. 

And before we· move on to the next part of our program, let me just say two words 
to each one of you here today; thank you. Whether you are attending as an award
winner, honoree, HR professional, or interested citizen-you are here because you 
care about these issues and, through your efforts: you are making a positive 
difference! in the lives of tens of thousands of federal families. 



Thank you for being here today. 

I would now like to introduce: tooay's guest speaker. , 
I 

I 
, Colonel John "lB" H. Bon.part, Jr" IS the Commander of ,he I Oth Air Base Wing, 

United States Air force Academy, Colorado. 

He commands 2,028 military and civilian personnel who conduct all base-level 
support activities; which support more than 4 j OOO cadets, and a lotal military 

\ community of approximateiy 20,000 personnel. These functions have an annual 
operating budget of $95 million. 

He is also the Battle Staff Director during U5. Air Force Academy contingency 
operations. Colonel Banapart has served in the Air Force since 1975 and has an 
impressive list of achievements and decorations. 

Colonel Bonapart, 

-END
1, 
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Speech by J;mice Lachance, Director ~ 


Office of Personnel Managcnu:nt 


OPM Guardian Awards 

November 13, 2000 

Thank you Rich [Ferris] for that kind introduction, and thanks to your staff for doing the 
hard work required to host a terrific event like this. 

I can't believe a year has gone by since we were last together for this ceremony, But it 
has, and a lot of exciting things have happened over the course of the last year, which you 
will hear about today during your plenary and workshop sessions. 

: Almost all of you are OPM customers, and 1 know there wll! be something for you to 
like, For those of you who are not OPM customers, I hope one of OUf initiatives will 
either give you an idea on how to improve your 0\\,11 practices or even make you an OPM 

,customer, 

I . 

We at OPM have wmked very hard to make your professional lives a little easier. By 
implementing electronic fingerprint technology, working 10 create web-based 
investigative forms, and establishing a central security clearance database, we have 
demonstrated that it is possible to ride the technology wave in a \\'ay that will make your 
jobs easier and inaintain the quality of the final product. or make it even better. , 
•
]This year has seen a tremendous increase in our workload because ofour commitment to 
Ihe1p out the Department of Defense with its security investigation backlog, as I'm sure 
you are all aware of. 

I 
OPM received a request for assistance from the Secretary of Defense. and agreed to 
provide help if...and this is an important !f... there was no disruption in tbe quality and 
~imeliness OPM provides it5 regular, long-term custOmers. White we understand the 
important N1tional Security implications of the DoD backlog, we also fell obligated not , 
to abandon our loyal customers. , . 
I\am vcry proud to say, we have been ahle to maintain that balai)ce he'.w(:cn helping out 
90D and providing the high quality service to our olher customers that they have come to 
expect . 

I 
Ji is because of this commitment that vou continued to rate OPM's services verv highlY in 
IJst year's customer satisfaction sun'~y. " . , 
i 

I thank you for that, not only is it good to know that you are satisfied with the work we 
ate doing, it gives us a benchmark to improve upon. 



, 


And speaking of improvements and SUccess, J think it's time to recognize an operation 
that has shown the ability to lead the way in finding cost-effective and innovative 
SOlutions to loday's personnel security challenges. 

We introduced the nominees a few minutes ago. and now ifs time to present the OPM 
Guardian Awarct 

And now .- this is the best part -- may I have the env~lope, please? 

- END· 
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Speech by .Janice Lachance, Director, 

Office of Personnel Management 


Department of .Justice commemorative program for 

National Disability Employment Awareness Month 


November 2, 2000 

Hello, and thank you James [Sante lie] for that wonderful introduction. 

I want to thank Attorney General Janet Reno and everyone at the Department of Justice 
who work so hard each and every day to fight discrimination against people with 
disabilities. I know that enforcement of the Americans with Disabilities Act has been a 
priority for the Justice Department, and I thank you. That's why I am so pleased to be 
here with you to celebrate National Disability Employment AWareness Month. 

As a nation, we cannot allow the enonnous potential of people with disabilities to remain 
untapped. And one way to do this is to bring more qualified candidates with disabilities 
into the Federal workforce. 

We, as a nation, are very fortunate. We are in the midst of the greatest economic 
expansion in American history, with record low levels of unemployment. "Help wanted" 
signs are up everywhere, the classified sections of our newspapers are bulging. Yet, more 
than three-quarters of individuals with severe disabilities in our nation remain 
unemployed. 

Clearly, everyone should be benefiting from these strong economic times, and the 
economy needs the skills of all Americans. But, as I just mentioned, many people with 
disabilities are left out. You and I know these individuals have so much to offer our 
society. This exclusion is not acceptable. It cannot be justified, and it is simply wrong. 

These individuals are employable, and they have much to offer. As you all know, the 
Federal government already recruits widely to find qualified applicants--often using 
nontraditional methods to reach candidates who, while qualified, might not otherwise 
apply because of social, economic. or other conditions. 

The Clinton/Gore Administration remains committed to leading by example and using 
the visibility orthe Federal workforce to show the country the benefits of recruiting and 
developing a workforce that reflects the full and rich diversity of our nation, 

As a member of the President's Task Force on the Employment of Adults with 
Disabilities. and the Director of the US Office of Personnel Management I am very 
familiar with the barriers to employment confronting people \vith disabilities. And. I see 
first hand that those with disabilities do make significant contributions. 
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1 know first hand that everyone must be given the opportunity to succeed, and that more 
often than nm, people go above and beyond the call of duty. 

And especially since today's information technologies provide an unprecedented 
opporLunity those with disabilities to expand the scope of their contributions, 

So, I am proud that our Federal Government has committed itsclfto promoting the 
recruitment, hiring, and promotion ofpeop\c with disabilities. 

This past July, on the anniversary of the Americans with Disabilities Act, Presidem 
Clinton signed an Executive Order to increase the opportunities for individuals with 
disabilities to be employed at alllcvcls and occupations of the Federal Government 

These arcn't just idle words. they are a pledge by this Administration to bring 100;000 
~ individuals with disabilities into the Federal family over the next 5 years. 

I saw I1rst hand what can happen when you give someone with a disability a chance to 
su~ceed, I am especially proud of this executive order because Mark Moore, a severely 
disabled law student from the University of Texas helped draft it while inteming at OPM 
this past summer, I was thrilled that Mark was on stage when the President made this 
important announcement and that he could make such a contribution to this country, 

I would also like to thank tbe Justice Department for your help in puning together 
the ext!cutive order and ensuring that all its proVIsions wi!! stand the test of lime. 

All federal agencies have started working on their hiring and recruitment plans, And, I 
am proud to say today that we futly expect to meet the) 00,000 pledge. 

We are going to achieve this goal because we already have the tools in place to help 
Federal agencies with their recruitment efforts. 

Last fall, the President released the first-ever Plan and its Companion Guide to provide 
agencies with the tools 10 hire qualified candidates with disabilities and to enhance the 
advancement opportunities for current federal employees with disabilities, It is our 
roadm::lp to help level the playing field for those wno have been overlooked, or just not 
given 3, chance 10 succeed. 

One major obstacle for people with disabilities is finding information about jobs in the 
Federal government. OPM is fixing tbat problem, This summer we created a Di:;ability 
web site: \\'\\'V;',opnu!ov/disabilily. 

This sile contains all orOPM's infonnation about the employment of people with 
disabilities, and it is in one location, The web site meets all ADA criteria and is "Bobby" 
approved. 



For those of you who may not know, the Bobby is the "Good Housekeeping Seal of 
Approval" for accessible web sites. . 

Why is this web site important? Because it creates a "one-stop shop" for people with 
disabilities who are interested in careers in the Federal service. The new web site 
contains wonderful information about everything from how to get a Federal job to the 
benefits you will receive if you work for the Goverriment. Please check it out if you 
haven't done so yet. And if you have, check it out again! 

As you may remember, at the first-ever White Hou~e Conference on Mental Health last 
year, the President announced an important new initiative -- the Executive Order on 
Expanding Hiring Opportunities for People with Psychiatric Disabilities. 

This Executive Order created a new and much-needed excepted service hiring authority 
to provide unprecedented employment opportunities to persons with psychiatric 
disabilities, and allow them to be non-competitively converted to the competitive service 
after two years of satisfactory performance. 

This appointing authority mirrors existing authorities that allow appointment of persons 
with severe physical disabilities and those with mental retardation. And. it's an 
important new hiring tool to add to the Federal arsenul. 

While we've been busy at OPM working on disability issues, I know that you've been 
just as busy here at the Department of Justice. I know that increasing opportunities for 
people with disabilities has been a priority for Attorney General Reno. 

From the establishing of the Attorney General's Advisory Committee on Employees with 
Disabilities to launching initiatives on recruiting and promoting of people with 
disabilities, to establishing a department-wide policy on reasonable accommodmion, 
Justice has been a leader in this fight for employment equality for people with 
disabilities. 

And. the comprehensive section 508 report the Attorney General sent to the President this 
past April on In/ormation Technology and People with Disahilities will serve as a guide 
for years to come for federal agencies employers as they strive to improve accessibility of 
their electronic and information technology systems for employees and the public. 

As I have said before, we will continue to insist that people be judged according to their 
ability--not their disability--to do the very important business of the American people. 
Anything less simply will not do. 

Working together, \\'e must ALL rededicate ourselves to making this policy morc than 
something special or unusual. but rather something expected, commonplace. and a 
routine part of doing business in the Federal government. 



We can't stop now. Momentum is with us, ~md we have the chance to help people with 
disabilities demonstrate their full potential. 

If we are to succeed as a nation in the global economy of the new century, we must tap 
into 1he potential of all the members of our American society, I know 1can count on your 
commitment and ha.rd work to make this happen. . 

I look forward to working with you to help make our federal government the model for 
indus!.:m and empowerment, not only throughout the nation, but around the world, 

I thank you for the opportunity to address you today. 

-END



Speech by Janice L.achance, Uireetor. 

Office of Personnel Mana~cment 


Signing Ceremony/Partnership Between 

OPM and American University 


October 31, 2000 

Hello. and welcome to tbis very special event. 

Today's signing ceremony celebrates a new partnership between the Office of Personnel 
Management and American University of Washington, D.C 

Before Wi;: get started, let me introduce you 10 some key people who made today's event 
JIDssible. 

From American University, we have the Provost, [Cornelius M,l Neil Kerwin and Walter 
D. Broadnax, Dean of the School of Public Affairs. 

From OPM, we have Barbara Garvin-Kester, Director of the Office of Executive and 
Management Development, and Barbara Smith, Acting Director of the Eastem 
Management development Center in Shepherdstown, West Virginia, and Joe Wienand j 

Director of the Western Management Development Center in Denver, Colorado. 

The substance of OP1\,i's. new partnership with AU is this-The St.:hool of Public Affairs 
at American UniversilY will recognize courses offered by our two Management 
Development Centers for credit toward the requirements of their Master of Public 
Administration degree, a degree that is highly valued and important in today's 
marketplace. 

For Federal employees. it means a lOp~quality degree from a great institution at a savings 
of some 30 percent., 

For almost 40 years, OPM's :Ylanagemcnt Development Centers have been developing 

"great leaders for a great gOVi.Jrnment.'· 


Our two Centers--thc Eastern lv1anagcmcnt Development Center in Shepherdstown, 

West Virginia, and our WcstCfl'I Management Development Center in Denver, Colorado-

offer one and two week residential programs to over 5000 federal managers and 

executI\'es each year to enhance their leadership and management skills, 


The Management Development Center programs m accredited by the American Council 

on Education (ACE) for academic credit at either the undergraduate or graduate level, 

depending on the program. 




t,' ... 

And American University will use this ACE accreditation as the starting point for their 
crediting process by which MOe courses are accepted toward the completion of the 
requirem(;nts for {hctr Master of Public Administration degree. 

The programs that are covered by this partnership agreement with AU arc in Public 
Policy, Management und Leadership, Team Building and Organizarionallmprovement1 

and lndividual Assessment. 

Now, let me tell you a little about our new partner. Founded in 1934. the American 
UniVersity School of Public Affairs is the second oldest school of its type in the United 
States, Only the Maxwell School at Syracuse, New York, is older. 

The School of Public Affairs at American University has 1500 students; 1000 in the 
undergraduate program and 500 in the graduate program, 

Because of this proud history, J am extremely pleased that aPM and American 
University will be partners in the development of future leaders. 

Now I'd like to introduce Neal Kerwin, Provost of American University. who wit! give 
you some more mformation about OPM's partnership with AU. 

-END
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Thank you very' much, for that kind introduction, David [Smith]. [t has been a 
pleasure to work with you and your staff. Thanks as well 10 Superimcndcm 
[Richard) Demps for arranging the involvement of your school in today's 
dedication, I am also delighted to be joined by Lance Lasker. 

I understand that Lance's older brother Terrence is an Olympic Fencer from Ohio 
State University. It's wonderful to see where a wel1~rounded education can take 
you: 

On behalfof President Clinton and Vice President Gore; I am here today to 
support their vision and their efforts for improving education here in Missouri and 
across the country, . 

The Clinton/Gore Administration has made the largest investment in America's 
education system since John F. Kennedy was President. 

Over these Jas1 seven and a half years, the President and Vice President have 
established an impressive record of accomplishments -they have put our nation's 
economic house in order v.·hile targeting federal funds and resources to working 
families, expanding critical investments in the future and continuing American 
leadership around the world. 

And nothing is more fundamentally important to the President and the Vice 
President of the United States than the future of our children. 

Last week, the President and Vice President called on Congress to complete its 
work and send the President a fiscally responsible budget that invests in 
America'5 key prioritics--..especially the education of our children. 

To datt:, Congress has not enacted the following Clinton-Gore initiatives: a 
school renovation initiative to help communities modernize crumbling schools; 
adequate funding for after-school programs; and r{:duced class sizes in the early 
grades. 

This Administration wants to give all Americans, especially our ehi!drcn. the tools 
and resources they need to realize their fun potential. 



We an: here today to help provide you wilh one of those very importont 
resources--computcrs. 

Under Vice President Gore's leadership, the Administration has made increasing 
access to technology a top priority, 

To help make access to computers and the Internet as universal as the telephone, 
Vice President Gore wants to bridge the digital divide and creale new opportunjty 
for an Americans, 

This YI:ar over 95 percent of public schools arc connected 10 the Internet ~~ up 
[rom 35 percent in 1994. And this year over 65 percent of all public school 
classrooms are connected to the Internet ww up from JUSt 3 pcrccntln 1994. 

This is significant progress toward our goal of connecting every classroom to the 
Internet 

The President and Vice President have helped make this possible by creating the 
E-rate program, which secures low~eost connections to the lntcrnc{ for schools. 
libraries, rural health dinics and hospitals. 

This program benefits more than 80 percent of America's public schools, currently 
providing Internet access for over 30 million children. 

I am here today to tell you that President Clintolt. Vice President Gore, my feUow 
Cabinet Secretaries and their staffs, and the entire Federal workforce, are till 
committed to giving all our children the best possible education. 

We have very selfish reasons for this. Our children are the future leaders of OUf 

nation and ofour Federal Government. 

So, for me, as the Direclor of the U.s, Office of Personnel Management, the 
Federal Government's human resources agency and our nation's single largest 
emp.oyer-one with 1,8 million employees-it means 1 have a vested interest in 
having a highly educated. technologically-savvy pool of candidates for Federal 
jobs. 

Today we arc presenting 10 computers to Robeson Middle School as the first 
shipmc!11 ora total of 50 computers we arC donating to the Kansas City, Missouri 
School Dislric!. 

We arc presenting them because the Clinton/Gore administration !relieves every 
student should be computer literate, and modern computers and learning devices 
should be available to every student. 



Every classroom should be connected to one another~and to the outside world, 

And educational software should be an integral part of the curriculum -- so all 
children can discover that such software is just as engaging as the best video 
game, 

J know that Superintendent Demps, Principal Mahone and the teachers who work 
with these children-future leaders of our nation-will usc these donated 
computers to help fulfill the promise and potential of every child in this chlssroom 
toduy, and in this school and school system. 

Thank you very much. 

I would now like to tum things over to Superintendent [Richard] Demps. 

. END· 


