


A MESSAGE FROM THE DIRECTOR 
u.s. Office of Personnel Management 

The FedCQI govt'mrnent IS in the midst of dram.1tlc clwtge. How we lead Ih;~ 
change will dttefmill~ tru: :5LU':'CtsS or failure of (he f-edcral government. At the 
OfHcc of l\orronnd Managemenf (OrM) I know we tue succeeding, not only for 
the G.wemment but f01 our uhimau: cuslOmcn-the American people. Bu( you 
don't nave to take my word [Dr i[ - Utt' following report fully a.nascs OPM's FY 
1m perform,mce. The fans spak for themsch."C:S and we ruwe made signiflc.mt 
gains toward realizing our vision of me rwernl govcrnmcm as the Nation's modd 
,employer, 

OPM is the ltader in d~-dcping srr;ucgic human resources policy on is'l'ucs 
such as performance mamgemeJ\t(!2bor~managctnl':nt relluioru, family friendly 
issues, woI~force diversity initiatives, w<Hkplace violence, and more. Our health 
QUe insurance systen'l, which serves over 9: minion Federal employees, reOflX:$. and 
thcir fiuniiies, is a mode! for t!u: Nation and Iw been the catalyst for 
improvement:'! such as the ~P;uient5' Bilt of Rights" md pariry in menw health 
covernge. We are indeed lo:-.u1ing the way in building the workforce of the'21st 
century. 

In my st:Vefi yean: <It OPM, J have: wotb:d. clcsdy with the women and men 
who, day-ill and day-oUt, make our agency suacssful. And 1 could not be moR': 
proud of their colIe«iYe mortS and their crunmi(ment ro excellence. They have 
created customer-focused. $olution-orknred; and flexible policies and syskms. 
Our employ", bavt: truly earned America's mpect whilt: hdping this 
Adminrnf3r1on ae;,ltC :l Gmoetnmeor mat gets resulu: for the American JXOple, .~ 

This is only the beginning ofour jatltnty, ~r. More worK rt:mains to be 
doae. OllM is eomrnineJ to nDt JUSf ronunuow improvement. but in me spirn 
of dIe Results Act. ro rontinuow nuatJ#'4pk improvement. It is nnt jtm what I 
w.lnt, or what mt: P~dent wants, Of what Omgres:; wants. It is what the 
AmeriC3n people want - and it is what they deservr:, 

As J look ro the futurt:, I am (:t)nfidem mat we wiU build upon the foundarion 
set widun the four COtMrstOllCS audined in our sttateg)'. orM will coorinue to 

lead. protect, serve. and safeguard me kderal ""'orkforce of our great Nation! 

Janice R Lachance 
Director 
U.S. Offie<" of Personnel Management 

FY 1999 Fertormaru:e Report 
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The Office of PC:tsonnd Management's cot(" bcolitf;~ Ihal the Government's 
~ 	 human rerourccs _ our 1,$ milHon dtdiau:d public servants ~ are our mmr vital 

lWeI. Lik(C the private lecmr. we mU$t fully engage in the "waf (or talent" if we are' 

to SUC(:eS5fu1ly create the workforce fot the 21s! «mury, We mUSI S«Ufe, develop, 
empower, and !'Clain ell(' tlllented people required to fulfill out missivn for the 
~rkan p'~p!e, We must give agenc~ the tlwls and strategIes to meet their 
unique need! in the new millennium. 

Three ye;trs ago, in our Rm Strategic Pian under the GoverntllCl1t Performance 
and Results Ai:.t, we defined the role of 01'M as providing leadership and service 
to the Federal Government (or dftttivt ~U':atcgi;:; human rcsources management 

(HRMl We are the Presidenl's agc'nt and advoor for operating and. more 
I imponandy. continuously improving the Gm"ernmtnt's HAA1 sync:m5. ('..ongrcss 
j and Ute public have entrusted us with regulating tnw; S)'StelWl arul-adrninistering 

Govcrntntmwlae progmms, We work in partncrship with agrncies to create 

systcms that enable them to recruit, develop, m~e and r~taio .. high-caliber and 
:-tqlresentative w..rtroro::. '!Our vision is that the: qualiry of Gov~rnm(nt !Cl'V«:es. 

7: '1 .progratru lilid operlltioru will mc« or exceed [he puhlic's expectations so that 

'" ",_ ,~" I ,,' Fedcril enffilo}rea att: regudt!d lIS knowledgeable:. helpful, ethical and committed 


•• .;,'. 	 , :;:.. .._I' ,,' ." ,
:-'~.r'\tOqU4!ny"i)'·'(··'· '.~.--" .L. _ 

•' -!. OUt itra«gk plan is built to ~ieve this vision. 
rour words describe our nNtegic g<lals:: l.eatJ., Proua. SmK. and fJ4iguard We 

bd by designing HRM symerns and policies for the Natwn's l;.trgest employu. 
We protect national val:uC$ embodied in Jaw. including merit system principles wd 

.! Veterans:' pttfe~nu::, We servt:'Ftderal agencies, employees. redteef;, their iimilies: 
t Uld me public through innovative.and customer focused employment 

. { ·"tinfomtatic;m. fUy,poHcy. 'b.endlu design and ddivety. and technical wistafj.:¢. We 
, ,s4ftgtutrdme employee benefit trwt funds. And. internally. we provide our 

'employas with the environment they need to aocomplish thiS work, 
This firSt annual OPM performance report, highlighn ow most signifiQ.nt 

acc:omplishmenu and $ummanus our performance across the flve strategic goals, 
115 specific annual performance goals. and 377 performance measures identified 
for fY 199'9. We are reporting the t;wgible actions of the last year to provide 
agencies with st~tegic HRM kadaship, tools and ;usist:mce to effeaivdy manag~ 
the federal workfotct:, We met 94% Ix:tcent or our goals, an ;ocromplishment 
which W:.I.S only possible because of our strong p;tttnerships with ..geodes, 
employee teptescntati~, and other key groups who art also dedicated to 
enhancing the Federal workforce. 

THE Remventzon OF OPM 
aPM i~ leading a rramformation of HRM to mw the challeng¢1 of the lin 

I century, bur to be an effective change :q,.'ffit tbroughO'U( Gov<:mment. OPM had 
to first change itself. Two words - rc(mmed and rdnyented - aptly descrilx the 

I metal'llOrplwsis that has occurred within QPM since 1993, We are 52 percent 
! leaner than we were $i.x yeau ~o. We arc more agile. dfident :md strategic in OUt 

I 
outlook. We ate mote rtSpon$ive and flaibJe, mOf(' cU!tomer~focuscd. lessI prescriptive, and OUf policies llnd systems at<' morc ~\Jff'r i1lend!y" thw they ~re 
jus: a few .hon ~ ago, 

We have worked diligently to change both dte image wd the rea:!ity of OPM 
from "rule·maker" and "police officer" to ~dTtttivc Itlder" ..nd ~strategic p<mne'r,"I We moved row.ud a policy of dtttnmlizing HRM systems wd d.dcgatlllg 

fY 1999 Performance R~pon 

W'rLo are c011!Jinad that. 

likf. the privati' sutor, we 

must folly .ngage ill the 
"war for talrrJt" ifwe are 10 

successfully c~tate the 
workforce for the 2 JSf 

century. 

Two words.!.. reformed 

Ilnd rei1Jvf'nud - aptly 

describe the nJerambrphosis 
thot hIlS ocrurred within 

OPM since J993. 

http:signifiQ.nt


I 

, 
authorities [0 agencies to the greatest extent possible. The primary goal of these 
c:ff'oru was to bring hiring and performance management decisions closer to the 

line managers who are directly responsible for accomplishing each a~ency's specific 

mission. In addition [0 providing scrvic~ and technical assistance to agencies 
under current systems, we arc working closely with our stakeholders to develop 

proposals for improvements in all areas ofHRM. Of course, as we seck new 

options, we remain firmly commined to the merit systcm,principles,vetcrans' 

preference, and laws and policies supporting a diverse workforce. 
Because of the significant legislation and policy changes introduced this year, 

we hlwe made significam progress towards reaching our goal of making the Federal 
" Government the model employer for the Nation. 

FY 1999 Goal Attainment 
t '".,., '

-·OPM i5 reponing goal anainmem against a combined FY 1999/2000.1" 

I . ·:Performance Plan .. This plan replaced the original plan for FY 1999 which W3.'i.. ~~ ..- .. "_ 'submitted in February 1998. We did not modify our five strategic goals, but we 

- "did-make some adjusunents to our specific annual performance goals and to a 
.. number of (he indicator5 that were proposed originally. Thc.~c changes were made' 

" to reflect: shifts in priorities. and as a rcsuh of our increased experience with 

,implementing the Government Performance and Results Act. We assessed our 

~ 	 performance only against the FY 1999 goals and mC2SUrc.s included in the 

combined plan. 

OPM's Scorecard 

OPM Performance Totals 

f
• 

~ 
o 
Z 

. Met: Indicates Iha~ the majority or the most important of the indicators-under 

our muhi-musuremcnt SYSII~m-for a specific goal were met as planned. 
Deferred: Internal changes in resourCes or priorities led to deferring the goal or 

indicator until FY 2000. 
Progress: Indicates a goal or measure that W3.'i not reached, but significant 

progress W3.'i made. 
No Data: Indicates a goal or masure for which no data were available for FY 
1999. as originally planned .. 

'Overall, we achieved 94 percent (108 our of 115) of the annual performance 

gam that we established for FY 1999 as intermediate steps toward meeting our 

five long-term strategic goals. Of the remaining seven goals, we made significant 
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progres~ on five goal~ and deferred om: until FY 2000 bc-cause of our need tn 
n:fucw resour= rowards Y1K prep.;lTation. We could not assess one goal. ~o.use 
it dt$:riheci an activit)' which would be performM only if requested by a cuswmef, 
lmd this did nm occur during FY 1999. 

We use<1377 performance measurts and indicawB in our muhj~meas:urem~nt 
strategy to assess our annual gnal atta.inment. Although many of these indicaton 
were quaiilarive. we alw e!lctblishcd many quantitative performance targets, Not 
all indicators were of equal importance; dlU5 we scured a gual as ~m(£' ifwe 
achiev«i the majority or the m05t important of the indicators. We met our target 

levd on 279 (74 percent) of our indicators. Of the remaining 98 indic.atof5. we 

mad!: signifkant progress un 23, anti 41. could not be assessed rn:cause data '""'tte 
not available. (Sec the discussion h<Wnning on page 22 nn Qualiry of 
PerfQrrn:mr.e Data for more information,) We: did nUl meet Wgel lCVt:'ls on 33 of 
our indiC.ll0rs, and ICOred them as ~nol met" - even when wt: ~e able lO point 
m some progr.ess. Tht'l'C was also,a single iodicator which was deferred .2. along 
with the goal it assessed - 10 FY 2ooQ, The summary SCOfeQro of out goaI"by
goal ptrfomunce is located on page six. The detailed report an be·acccssed on 
OVM's website at www.opm.gov.. 

While justly pltaliN with our m>milJ FY 1999 perturmance. it i~ our.imenr to 

review OUT goals and indicators to be sure that we have Bet appropriately high 
wstret>;:h" goals rOf the futu~ We have already begun this review. and will 

" , 
inttoducc changtl in OUt future pJaru. 

Strategic Progress 

Strat~gic Goa, t. 
Provide policy direction ami ie&cknhip 
10 recruit Jirul m"io 'he Fai~ l' ~ g! ~'1 ~ 
wcooorce ,t:quin::d for the 21M E 1i ..., N I !f 
unrury. i:~l~ltlctl~ 
Annual Performance Goals 46! 43 i 0 j 0 i .; ! ()
"' , ... 'M n_'''~'' ., .... '-"'.' ,."", 6'''' ".,- ~'-5"";~~'":!~man~......c:u~~:,~t2~;..jt&:!~:.ID'}~;;'~!..::l~=:,)1;t~~i!:I:-",(;~ 

Strategic Goal t . , 
OurJ:Y 1999 Performance Plan describes 46 AnnWolJ Performance Goah [hat 

QPM progl'ml offices pursued co move toward our strat<'gic goal fO pmvUk poliry 
diN'ctirm and kmimJ,ip 1(J rtt7'Uil JVIIi !'t14in thr Frdm:l wm1:fom rtquimlfor thr 
2111 C~rRry, ~!( achieved 43 of these goals {93%). and are confident .Ita{ roese 

, represt:m major steps in providing the kvd ijf buman re&ources policy ll!3.dership 

I 
I dUH F<,d~ral agencieli requirc and expect of us,· Progress ti aemnnmalcO by our 

quick action to p(fWide specific fJtx.ibilities for rtSpQodtng 10 the Y2K reauilmem 
jlld fe-lention imperativl!. introduction of itnproYcme:nn in bendits f(lr che Federal 
wmkfon::e. actiom 1<) $trtngthen oversight of the merit $yuem, refocused attemion 
on the l[,'tponance of continual laming.. auemion !t'i modernizing HR 
information lethnology, Support fot a family-friendly workplace that is ~ng. as a 
model for AmeriC)., and building cooperative {aoot-management relationships. All 
arc highlighted in this report. 

fY 1999 ~(futma"c(' Report 
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Strategic Goal II. r 
Prote<::t and PMntOt( the menl· ba.st:d 

~ ~ <> •
civil s..rvi~ and {hI: emptorte tamed ~ • ::;• <> •• <> !';, •....b.:m:nt progruru through an efftcdVt! ,E .,; .. ,..

(lvl:~ight :viti Muation prt>g(;lrn. z :> z ~ ..e " Z• 


15. 15 I} I}, 0 i 0 

·5.5~9Wif3;:j;:;;P;;;::';~I.1\li'i 

Strategic Go.III. 
We met all i5 of the Annual Performance Goals WI:' $.ct to pmtN:(.:nJpromou 

. till mmt../;aJ~d civil U'nlil:, and tnt mrployu ~arnrd bmrfit programs through an 
tffmiw rwmight 41IIi ttJIJ/uaticn program. OUf .success.is evident ill th".. 
strengthening of our merit system oversight program coupled with a bigh level of 
agency satisfaction with the evaluation process, in ~)Ur continued advice and 
assis.tance to ddegated examining units, and in the excdlent progress we made in 
managing the empl~ benefit financial systems. . 

Strategic Goal III. 
Provide advice aM:a:5SUta.Ace to heip 
,Fedaal agencies Imp!'O'U melt buman 
fUOUJ\X'! m.lIu~anem p~ to 

df«trvdr opetak within tIu: «enOmy, 
dtmographia and ~nvironmem or tbr: 
2ht Ca!rury. 

<>• <> JSJ 
~ 

::; • 
~ N 

Z 
~ ::;• Z• 

~ 

" 
i:: .t 

~ '" z• 

Strategic Goal ilL 
We ~ignificlmly im;novOO. <nat ddiV1!ry of advUt.nuL lWist.tnu ro hdp Frtirnrl 

ngmrm imprm4' too,. human mtIWt't'J manngnnmf programs to lJmiWly opmzu 
within tbr «IJIIlJmy. dmtographia ;mJ CttJimnmntt of1M 21sl Cmtury, as 
denwnstrated. by muting t 4 of the 16 Annual PerfmmaflC€ Goals in' this area 
(8B%). We dew:lrtped ,;tad publish«! ;a wid~ range;- of guida.na materials. made 
dranmi" improvements in the volume and quality of information available 
through our wcilsit(;", and sponsored highly su<:cessful wnferen<:cs a,tl.d workshops 
to achieve thit grntI. Of the two goals wt: did not achieve, one was defeued until 
FY 2000 becaust: {If Ollr need to l<fO(:\I$ r~ources towards Y2K prepar.ttion. and 
(he mher goal describes an activity which wa~ not required during FY 1999 and 

therefore could not be ~d, 

Strategic Goal IV. 
DdlVl!'f high..oq~;lY' CQ$I;~ dfectlv~ 
hUffiaP resDUrot$ strvla;s to F~ 

~~ vuploy«:Z, :mnmwm: and ill'! 
puhlic

~ -• " <> •• •
.Ii ::; , N 

e Ci <> 
~,E 

0 0 z ::;• -z 1::- ..r z 
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Strategic Coal IV.
lOUt Annual Performance Plan ddined 18 annual goals. 17 of which (94%) w~re 

met, to dtUv~r nigh-quality. (ou-dJfiriw 1wrn41J ttflJurctJ Urtlues w Fukml ogmt:i~, 
r~lpluJfrf' lI'!Inuiunm ami f~pub/if, These goals indude many cusmmer service and 
finandal indicamn;, and our performance reflects our commitment to improvr:menu in 
tkth areas. F.xJmples 10 5upporr [his assessment include the improvements we maue 
i~ our USAJO[;$ websire [0 support the job.sC<'king public, the excellent customer 
satisfaction results from survrys of om annuitants, and the prorniJc of the efforts we 
~ave undertaken [0 moderruz.e HR information tet::hnology to suppon continued top_ . 

tju.ality CUSjomtf service. We did not meet one of OUT goah, largdy bccawe we set 

~mcH:h" goals for improvcmcm. For example, we aruwerro 93% ofour prinrity 

c?uespondence wtthin rime $tandanh. but QUI g«U w.u 95%, 

, 
Strategic eoal V. . ,',.'""",. " 
i Our Strategic Plan for 1997 ~ 2002 included II goal to atIlbliih 'OPM JH fJluiirr in 
rmtting 11M Mltintdining.a sound. diliMt' 11114 a¥Jpnt:ti~ ~ mviJ"ft1'JnWft. This gOO 
included t4 objectives far corp<lrate actions in the lm'U of frnmcial m.antgemem, 
i,n(ormarion tc<:hMlogy management, and bumatvrerotll'ttS management to support 
the OrM wod.fo-tcc in its delivery of the agency's externa! program gualli' We met 13 
be these g0315 (93%), and significant progreM was made on the remaining goo.I, to 
jmprove our financial management. Achievement of this Strategic Goal is 
~m<lnstrared by {lur successful planning for Y2K rollover. improvements in ow own 

internal human fUOUrces maJUgement processes. and a dean audit opinion on our 
h-.uhi~b;mijn dollar Trust Fund acooums. Our Srnucgic PUn also included 6,specific 
~!s for the ;Ktiviri6 ronducted by the Office of the Director, the Office of tbe 
~ne!al Countd, ;U1d the Office of Congressional Relations !O provkl~ dil'e(tion and 
support for accomplishing all of the OrM~wide goals. All of the EXecutiV¢' DitcCuon 
goals were mel in FY 1999. 

I 
I 

/5/ 
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Met: Indicatcs thou the majority or the 
most important of tht indicators-under 
QU1;multi-measurtmcm system-for a 
spe~ift<: goal were met llS planned, 

Deferred: lnterna! <:;,:anges in t(S()UI'Ce\ 

(If prioritlet.led to deferring tnt gool or 
indicator undl FY 2000,, 
PfOgrCU: lndicatt. it 1(0:11 or measure 
that wm nm reached. but sigllitk.tnt, ' 

progress WJ\ made. 


NO,Oaia: lndicatn· 11 f:oot or mtJ:'iure for 

which no rona were availabk rot FY 

]999, :t5 originally planned. 


OPM FY1999 , 
performance scorecard 

Strategic Go.ll I 
Pnwide policy di.ectiOn and !eldership 
to l"tCruil and reulll the ~ 
wqrkfon:r ~uimd for the 2In. 
Unrury. 

Strategic Goal I!. 

Prolta and promO«' tru: mrnT-hued 

dvil Krria:- =d the erriploya- eam~ 


bt-odit progmm through an e:ffectM: 

OVCt1ight an<! muatlml 


Strategic Coal IV. 

Ddiver hl,gh~uaIity, rost-dfeaiw: 

human IaQU~ .services to ~ 


~cies, Wlploy=>, aruuuTams and the: 

public. 

Annual P«fonnance Goals 
Mor~~~ 

Strategic Goal v. 

tstabli5h OPM» a lade! in c:te2Ul'Ig 

:md maintaining a sound, diven>e and 

cuoper.Hivt W6tk cl'!vlronmrnt. 


Gndudes the grn;1s set for U«1,uive 

Di>«tiun) 


OPM PerformancE' Totals 

Annu;!.1 P(':rformancc Goals 

~ 
:£ 
"'.," .. 
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FY1999 
priorities and Highlights 

We Ixgan FY 19'Y) with eight priorities, "These priorities CUt across our BY<: 
strategic soab and rd:n<d annual gooh. 2nd encompassed both new proiects ;rnd 
cuntinuing inithnives such as !ncr~ customtt SluW2crion. During rhe coum: 
of the fe-.ll we made signifiam progteSS on these priorities. We also pur:med other 
initiativl!S to deliver Otlr continuing mponsibilities, and to signifu:andy enhance 
both out direct services to customers and the GOVl::rnmenc's ability to US(' its 
human rCSGurct:$ wisely :md fairly (0 serve the cicizefl5. of OUt Nation. 

The cCO$S-cutt'ing cxternal priorities identified in our fY 1999 Performance 
Pian ue~ 

.. impmving the linkage between pay and ~rformantt 

... Providing fiexibilities and [ools fot uctuirmem and hiring 

... Sm::nSt?cning our ovcrnght of l.he merit system 

~. RdtlCWiing anemian on kaming 

... Modernizing HR informacion technol?gj ~. -.

.. Supporting the family-friendly workplu:e 

.. 8uilding cooperative labor-management relationships 

We alst\ identified one internal prior.ity of improving our jiturneUt1111l11tlJgrmrnt. 
"Iklow an: highlights of our accomplishments ror FY 1999 in each of the 

primity at'",JU;, 

j 

" 

WI," also pursued atha 
initiati.vfs to support our 

continuing rtspa'f1sibHities, 
and to significantly 

enhancr both Qur direct 
urvius to customerS and 
the Gov~rnment's abiLity to 
~uu its human r(sources 
~iu1y tl,!d fairly to J(!rve 

the citizens ofour Nation.' 

110> Improving the linkage between pay and performance. 
We continue our draftS ro de-vclop a pcrformantt-(lriented sttategk 

compensation system suitable for the yanety of miuiom. $ln.tCtUre$, labor 
marken, and technologj~ dut will ch:antcterne the Fdierai workplace in the 21st 
century, Our FY I m ,accompJuhmenu in thi5 an:a includt: 

Researching Approaches to StrategiC Compensation. 
To develop opdon~ fm performance-oriented approaches to strategic 

compemadon in the Federal Goyernment, we began conducting extensive research 
on compensation in tnc private se<tor, state government'l, and non~dde 5 Fedc::ra1 
agenci«, We developed a bcnchnur1cing rool ({) make useful comparisons to 

information about private sector wmpcns;lrlon pnICtices and experi<:nces, We aha 
developed an his{Qrlcal model of the General Schw.ule in the comal of changes 
dl..H have occurrw. in arganizarional scructure, ".,.,rk methods, technology, 
workforce dt:lr:lCteri!i(ic!>, and emerging compennlion plactictt in the U.S" 
~conomy, 

FY 199"9 PtriofTllance- Report 



R~ti~m~nt and Insuran(~ ~rvi(~ 

As5ociat~ Di~ctor Ed Flynn 

add~n~s th~ first innUdI Strat~gk 

Compens.ation Conf~~nc:~. 

Strategic Compensation Conference. 
In September 1999, we hosted our first annual StTat~f ComprnJIJrion 

Confrrmcr. More than 400 attendees were briefed on the strategic compensation 
initialiv~ as well as performance management, position dassification, and pay and 
leave programs. Eighry-seven percent of attendees rated the conference as good to 
excellent. On a five point seale, me average overall rating for the conference was 
4.14. 

Effective Tools for'lmproving Performance. 
We assisted agencies in, their effortS to improve employee performance by 

providing them with guidance and assistance in several ways. in~luding 
publications and access to valuable information via our website. We issued the 
Mraruring Employu Prrformancr handbook in March 1999, through which 
agencies received ~etailed guidance about how employee performance plans could 
be directly linked to organizational goals under existing appraisal regulations. We 
also established'me ~Performancc M~mentTechnieal Assistance Center" web 
page on the our ~bsite. By the end of FY 1999, we were averaging 7,000 - 8,000 
hits per week. 

Equal Pay Self-Audit Guide. 
We developed the Equal Pay &/fAudit GuUk, a self- eva1uation tool agencies 

can use to det~rmine whether their classification and compensation systems 
support equ:a.l pay. We asked members of the Interagency Advisory Group of 
Perwnnel Directors to assess themselves using the GuUk. We are wing the results 
to inform our strategic compensation'policy for the future and to lea~ a wider 
Administration effOrt to ensure equal pay for all employees. 

~Providing flexibilities and tools for recruitment and hiring. 

After a long period of restructuring and downsizing, agencies have resumed 
hiring into mission-critieal positions. They discovered thaI mere is a Mwar for 
talent.~ Competition was especially strong in information technology 
occupadon~. In addition, agencies were challenged by the fact that at the end of 
FY 1999 27 percent of Senior Executive Service (SES) members and: 12 percent of 
non·SES employees were already eligible for regular retirement. To be able [Q 

/s/ 
I 
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c.ompek in the labor markct, agcru:ics need quicker and mof(' ef'fttdve 

recruitmeht an~ hiring tools. In IT 1999 we worked fOW;ltd improvjng mast" 


'wols and giving 3gendes grater tkxihility. 


Support for the' Decennial Census. 
In partnership with the Bure.tu of the Cemus we developed a hiring system [0 

. accc.lcr.tte hiring matbt:rrunical statisticians, statinicians, and compurcr specialists 
ror conducting Census 2000, me 220d dcaonial a'nsw; of (hc United SUHCIi. The 
.application process that was developed is WI and convenient. Applicants can tm:.,the Internet 24 houn-3-day to apply, and submit applicatioru for the jom: filled 


, under this PfOCC$$. Under mc old p«pcrtbased prOCU$ Ullcd by (he Census 

. ·.Bu~u>.ir couid cake as long as 6 months to fili a job; it now takes 3 rla}'3. This
I-. '-'.' I':eff!>~ l:w raulted in significant cost savings both in nduc:.cd Stllffing and record 


'. ;.. ,keepmg cost!, • 


;. I. ~;: If '.Governmentwide Y2K 
" "~'-: Readines!i. 

We d~loptd guidan~ and 

'informatiorAor Federal 

,agencies as thq prepareu to 


: " address du: aitical need to " 
, 	 have an information , .... 


tedmology workfu!t:e to 

handll! Y2K com'enion, 

inclUding: 

Recruiting Dna Retoining 

Information Technology 

Professional" 


This guide. avai.lable lIf 
wWw.opm.f,Ov/y2IcJhunl/recruitl.brm. d(.>qibed many of the .staffing, Oirt'ttor Yclwlu

rompcrwuiuo, and award £'kxibilitia: mat Wl!K avail.al>le to help ageneies g« eM <lddrf:UC) .udteM,e 

.tnformafion technology workers they needed, duri<lt a Y2K Coofere<lce. 

Y2K Job Search, 
We also added a special seatch capability to USAjOBS to prominencly dispky 

vac.moo related to Y2K compliance Issues and assist the: job seekers who ~ 
I thc special5ki!1s required by U\est' posirloru to quickly and easily locate postingt. 

Y2K Pity and leave Issues, 
We prm<ided advice and <lSslsGlncc about pay and leave entirlements for 

employus who were reqUired to work during the Y2K rollover weekend and 
revised the cmcrgency dismi5S.al or closure pt~durt:5 to apply spcclncally in the 
cvt':nt of un;lllricipa:rea work disruptions. We alS<) provided walvcn of dual 
compensation reductions. These w.uvtts nude it easier fur agencies [0 reemploy 
ret~ w"ho had tbe programming wilt and systCllU knowledge th~ needed 
without th~ reduction rcqui=:! ill retiree's salary ('lr military annuity, 

Y2K Publications. 
ThrougtJ publication of UimtginK For Y2K in fh~ hdm:1 Wi>,-kfortt: Tht 

Human Ekmrnt (Sttmt Do! lind DoniJ for lTth..; Manngm) wt' provided st!ar-egtes: 
I for kt:c:ping Y2K ctrIployces' morale art;] h~th intact as they dediwcd the~ 
i to the dtaJlt~oge of solving this comple:t fet of problems, Wc alro sponsored a 
t , seminar in September 1999 on the !Ok of thr Employ« As.sistlUlcc Progrun in 
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hdping empl<ly= deal with their concerns about Y2K and iu impact ,on their 
lives, and we distributed copie~ (If our Employee Assistance Program Y2K Support 
-Kit. 

Federal Cyber Service. 
We worked with tht' National Security Council and other aecutive branch 

ageru::les: to establisb a Fedenl Cyhc::r $(:rvice,;1 program to re(tOit and train the 
needed staff to protect the security of ~ra1 computer information and if! 
transmission, 1n FY t999, we nt-Win an occupational ana!J¥is study of Fedeul 
Information Technology (IT) occup3tions to help selccr peop-Je with the right skill$ 

.ana aptitudes, As a part.Jf the srudy, we d~e!op«i a competency-bm:d job profile 
[0 he mcd :u an 2.lternative to the current minimum qualiflUitions Kquireml::ms 

-for IT occupations. Tht': new job profile will be pilot tested with a select group of 
~enci~ ill'FY2000 . 

;Presidential Management Intern (PMI) Program, 
;(Sinu: i~ inctption jusr {)Vcr 20 years: ago, the PMI program has served a5.a very 

<~ivt: tool to lltttaCt a diverse pool of high.performing people into careen in the: 
Fedecil service. :PMl"s arc requikd to have rttencly rec.cived an ad~ced degree , 
,andgo thf(;lIgh?a' bighly competitive .saccning p~. ThOllI'! selected serve a 
~ycu paid im~, including £orations across different Federal ~cics. ,In 

, 1999:~~ 345 'PM!. ~mmClltwide- the most t'V~ placed in the history'" . ·'r··'· .
()f tht: program. and'ugni6c:uuly ~ng our target of 300. 

-'; •. "~~r ,~ ..;-"t:',:,>, ,0y-' • 
• ' ' • ..t","; .....:..:.-:-~,'"' ". .. 

DIVersIty. -. J ,.•- • 

" As. the ~ humari ('CSOuroes management leader, W(' ~re committed to 
;Wining agencies to meet the President's challenge of;.';teuing l'I G(>vt'ftIment that 
reflectS the: rich dl~ity ofme American prople. Equal opport~ity in 
ernpkn'ment for all t'«'pk. regardless of race, color, $t:J(. age, religion: na!ltmal 
origin. sexual pn:ferena: or disability Is a fundamental goal. Specific action$ in FY 
1999 include: 

President's Task Frn-ce on the Employment of People with 
Disabilities. 

On October 16, 1999, Pre5ident Qinron dirc:cted Feden! ~ncies to step up 
their effortS to recruit and hin:: people with di$abilities. and to serve as a mOOd (or 
priva~~~m employers, This dirtttive w.tS the culmina don of work conducted 
by the Pmident's Task Force dUflng FY 1999, As il member of the Task Force, 
aPM developed Aa:.essing Opportunity: The Plan for Employment of People 
with Disabilities in the Federal Governmalt, the Federal Government's first-ever 
plan to hire and promote person> with disabilides at alllevds of the Federal Wflrk 
f()fee, from entry-level jobs to the Senior Executive Service, Wr: also developed ~ 
companion guide entitled Propit' ul£th Diurbilirin i"l tnt Ffikml Guwmmmt: An 
Employmmt GIIW. This comprehensive tool addfeSlcs best reaulting practices, 
how ro provide opponuniucs fDr students, developmental and advancement 
oppon:unitie:s for Cutfe1\{ employees with di~bilidcs. reawnable accommodations 
fi>r qualified appliann.. and our expectation that agc:ncies will rt'gularly monitor 
their own workforce data to mell!lfe their S~. OPM, in its human resourc(:$ 
~anagement (Wcrsight rule, and (he Equal Employment OppoJtW'li\]' 
Commission, as the agency responsible for enforcing. the FedetJtl CbVunmC:n!s. 
affirffi3dve actinn ami nondiscrimination program.~, will also keep trAck of Federal 
employers' effom to rocruit and employ persons with diuhili[jes.,. 
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Addressing Mental Health. 
To cmy OUt the Pte.'iidenr's directive tlJ :;Iehity<: parity for mental health ;Uta 

5ubstan~ :touse coverage in ,he Federal Employus: Health Benefits I>mgram 
(fEHtW}, we askt':d p:midparing htilth plans for their suppon, Such parity will 
require that co'icr.tgc for mental health. $ulmll.ncc: abuse, medical, surgicli::md 
hosf1itali1.ation urvices he identicl with rCf!.;Lfd 10 tl'2dirional medical care 
deductibles. coinsur.mcc, COjnymenu, and day and visit limitatiorn. In June 
1999, we notified all FEHn curriers m begin making preparations to implemem 
mefllal hetilth and ~ubsmncc abuse parity in the Program for the 1001 contract 
period. Sine(" then, '!>.or have undcnaiten :lctivhj~ to inform and rouam: the 
carricn :lbout wC' initiative, and have W<!rked cxu::nsivdy with them in a 

I 
i 

coliaborntiW! planning proem. We are also I;(lruulring with man}' menw health 
and mlmano:: ...bwe organ.iurlom. ror their eJ~nist', and we contl'2Cfcti wirh the 
Washington BU$iness Group on+lealth 10 learn the best practlca of large 
employm with expencnce in ofkring (hest' benefits.. We ah.a develop«! the 
President', Ex«ucive Orner 1;124 ofJune 4. 1999, which permiu adults with 
psychiatric disabilities who Wl:rc hired under II excepted hiring lIuthoriry [he same 
opponuniry I.Q ltCquirc competitive ~mploymtot Status after two yGlI'$ of 

satisfaerory service thai W3S already afforded to employees with mental tetardation 
and severe ph-ysical disabilities. We also began work 011 the implementing 
regulations. 

Hispanic Employment Initiative. 
In 1997. we dtvdoped a nine~poillt Hispanic Employmwt IlIltiatM to provide 

fedel'21 agtncies with helpful, praccical guiddines for improving the reprcsenution 
(If HispalllO: in the Federal workforce. It ha5 become a driving force fo~ increasing 
Hispanic ernployrrumt in the Fet:kral civilian workforce. To help ~endes reach 
out to Hispanic coll~ graduates, we arc placing touc.imrcen .Iob information 
kiosks in Hispanic-s(!l"Viog i.minnions. In FY 1999 'Nt tldded 18 fI(W kiosh, 
raising the total to 40. 

President's Management Council (PMC) Interagency Work 
Group. 

l.aM March, PMC members aeceptt'd the challenge of improving Hispank 
employment in the Federal Government when mq I!Momxl the 
rl"comrnrntianons of the 1993 Rrpon;o Ih, Pmidmt's Mnnt11l'mml Omnd! (J7f 

Hi5JMIf.'t: Emp/qymnu in Ihf Ftdt:ra! GplI('I1'1mml. The Director of QPM co-dtaired 
the I'MC workgroup which devei{)pa:l ~hjs comprehensive repon on Hispanic 
empillymem which provides agencies with a model for devdoping employment 
strate:gies. 

Gov~~rnmentwide Diversfty Seminar: 
Workforce divenity on evolved from sound public p<l!icy to :I smtegic business 

im~rntiv(-and our leadership curriculum is "keeping pace. In ow key leader.ship 
$eminars, managen and exccuti~ learn how w make cliwl'$ity an organizational 
advall!:Ig(\ In Seplcmher 1999, we bunched .. new seminar."Diversiry: A Busino;'s 
Ne<e1~ity for the Millennium," fhis week.lung scmin,n it oftcred hyour 
Management Development Centers. Also. in 1999, we piloted a leadership forum 
on diversiry dnJgned to k«f' 5enior cxCCutives ab~r of national policy issues 
and devebpmenu and inRnt« with orner CAC<utive,s.. 

LdS' March, PMC 
members accepud the 

challengr ofimproving 
Hisp(Jni~ ~mploym~nt in tht 

F~d"al Gov(rtIment wh~n 
thq pulorud the. 
recomm(ndation~,ofthe 

1999 !Uport to the 
Pr~sid~nts Manag~m~nt 

'CounciL an Hispanic 

Employme,'" in the Fed""l 
GovernmaJt. 
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"La.) ,ear I tuked Vice 
l'rt'ridt:kt Gore to lrad the, 
hderaliWe/fore-to- Work Hiring 

Initiative ." we stt a goal ,;{, 
10,OOOhim by 2000. » 

- /Jill Oint#J 

Preventing Discrimination Based on Sexual Orientation 
In June 1999, we unvtiled a new guUie ro help federal employees who ~lievt 

they have been discriminated against b«:ause of their s.aual orientation. , 
AtlJrtsslng Srxuai OrirnMri(m Discrimination in F«irml Civilinn Employnu1IJ: A 
Guuu to Em~elRighl$ can be accessed on our website at 
(ww~wpm.gov/erIAddI'eS$2/GWdeOl.htm). 

Welfar.-to-Work. 
In 1997. the' Pmhlc:nr and Via Pres.ident launched their ~der3l WdfafC<>to

'W'ork Hiring Initiative and QlUed nn the Federal agencies to hire 10,000 wdfare 
recipients by yeat 2000. Through 1999, the Federal Covernment has hired 
17.000 former wdfau: r<!cipients-far surpassing a.gendd' original commitments. 
In addition ro participating as a Federal agency, OPM provides Govemmemwidc: 
program suppon throlJ&h hiring authorities and training and mentoring models. 
and by tnlclcing the prognm'z wcccss. 

Solutions Conference ,
The Suilsti(}m conference hrings togcdtcr a Mtional ;OIudicntt (Ifexecutives, 

managers, and Hft tuff'to learn about cun.ing-edge initiatives in penonnel 
management, staffing, human resoU!u policy, and cqUitl employment opportunJI)~ 
The second annual SolutiOn! conference attracted more than 700 puticipanrs in 
May 1999. In an o::nd of conference survey. 95'pcn:-ent of participants ~ the 
conference an overall rating of good or excdltnt. 

'. 

~ Strengthening our oversight of the merit system. 

Oversight of me merit $j'$'WU is a continuing priority, and even more 10 jn 
mday's ~Q!ving HRM environment. In the past st:VCral yeus '\\"(' have 
significantly expanded nut oversight and assisro.nce to agcnciu to ensure the nine 
~rit system ptinciples l1n followed, in ride 5_.ncies, and in llgeflcic.s that m: 
exempt from vartow: ponions of fir!e 5. We reali;r.e !fur agencies deal with 
human ~ 15.'lUes in .a variety of ways. but we ifi$in mar (hey all ptovlde for 
fair and open competition, treu employees efficiwtly and rudy. and adhere to (he 
otht:r merit principles. Deregulation, delegation, and altetnative perronnd ' 
systems allo-w flexibility; the merit system prindplcs provide coruisten,-"Y. ' While 
there is a high level of compliance with these principia. we r.:a..Iu! appropriafe 
action whco _ I'J1CaUnter viob.dorllL 

Oversight Reviews. 
During FY 1~), we completed merit system oversight reviews of 15 agencies, 

which indud«! approximately 12Q installations. Whilt' the merit ~'Y~t(:m remairu 
slrong, we disawen:d ~eral are.u that requir«l improvtments and providni 
recnmmendations or corra::tiom for improving HR pmcticcs. Agencia. pvc these 
evaluations high marks (averaging 4.78 un a ).0 scale), bOlSed ort litKh criteria as 
the importance of the issua addressed and the usefulness of tht finrling$, A 
$ignifkant portion of the Federal woMof«; i$ covered by nonwrtwitional sj"Stem. 
such 3$ int<:rwnge ~ments Md .3lternative penonnel JY$teln.$ thaI ate exempt 
frc:m various portions of title ~. United States Code. We are working mote dosely 
with tht'Se ageod!;), and revinved fout of them during FY 1999, 
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Delegated Examining Unit Assistance. 
II' FY 1995, OPM delegated me aurnodty to examine applicams for Federal 

job) to agencie&, They CtmdUCI this work through Delegated Examining Units 
(DEUs). Although examining is Offill ckcentra}iuxl, 1\"e ensure that the acrjvity i5 

conducted in accordance with law, regulations. and merit system principles 
througb 3: formal DEU cmi6cacion program. and by providing advicc md 
a~is;auce in their op.:o:t:urnn. In FY 1999, we developed a ll¢W sr;md.:i:rdizcd DEU 
ceni!lcMion prof:ram and revised ,he DEU operarioruJ handbook to nuke it 
c4,lcr !O usc. We also placed the handbook lind other nLltefial on out website for 
wider agency aa:est; (www.oprn,g(",/dc:u). We met our schroule for regular 
rcceniflC3th:;n Yi~;u. completing '66 DEU rc:vjews. Our findings indiate agencies 
arc, for ,he most pan, ronducting delegated CXAffiining work within the merit 
"YJiu'm principles. llnd wt: pIO'l'ided assistall('e to COITl:Ct the problerru; we did. find. 

Accountability • 
• "geocies need systems to help them as$(!5.'; how dfectjvdy they an:: usini their 

human resoUl'CeS, within me parametm of the merit prinCiples. During FY 1999, 
with the hdp of an imeragency accountability wk force, we dcvt:1~ and issUNi 
an IfRM Acrounf4h,'/iry Dnmapmml Guw lIS 11 tool for mal'lagt:ts to usc in 
establishing a viable acooumabiliry system. (www.opm.gov/;WXlWlt) 

Merit Systems Principles Questionnaire. 
10 further sutngthen our oversight program, we levised and improved this 

qu~tionrtaire which ill om: ofour prirruuy diagnostic tools to assess employee and 
m:anagtrial pem:ption of the merit system in their agencies. The qucstionnain: 
was slgnificanciy shoncnccl and the questions were reorganized and reforused on 
the mpondents' immediate work unit lllld aperiena:. The new questionnaire 
will support the uext cycle of ovenight revle-ws. 

Policy Studies. 
Findings trom ovel'$ighr m<icvr.;, analyu:s of personnel trmds -and the mrere!t£ 

of Omgrcss and oum sta.ktholdm prompt special nudiCll on a variety of HRM 
issu.:s. Fot example, in Fdmwy 1999, the PaM P~rformm in Gmttrnmmt' A 
0mJfor thl True Story study iruHcated that: a rdativ;::ly small proportion of me 
1.8 million Federal employees em be termed "pwr performer.&... Later in me 
year, Opp4rt1lnity LAur. Opmnru In 1M Emp/r,ymmr PrrHru revealed d12t agencies 
fallrd to provide the required public Mtice fur OflC<"third Qf thcir job YaQIlcie£• 

.... Refocusing attention on> continuous learning. 

We au leading rh~ Federal Govcrnmen~'$ irutiative to reinvigorate training and 
development programs in order to promote lifelong learning and to eruutl! that 
our workforce, at :ill levels, is prepared fI) met:t the demands of the 21st Century, 
As cvidencM by OUt accompiishrMou below, we an:: taking concrete steps ro Il'IAk.e 
Ibis vision a realiry. 

The learning Symposium: Building Workforce Performance. 
In December 1998, W~ marked our resurgence in human resoun:e developmmr 

leadership by sponsoring TIK Learning Sym~sium: Building WU"'fim"t" Prrforma~, 
The S)'mpasiums unique design brought togtther human resource development 

We are IMding the 
Fed.tral Governmmt's 
. .. ., .,
mttultrve to remVtgoFilu 

training and development 

programs in order to 

prom." lifelong learning 
and to mSUT~ that fJUT 

workforce. at alilroek is 

prepard t. meet the 

demands ofthe 21st 

C,ntury. 

www.opm.gov/;WXlWlt
www.oprn,g(",/dc:u


Executive Order 13111, , 
signed ;hy the President em 
January 12, 1999. promotes 

d (o(!r4inoud Fedrral effort 

to employ fechnouJK.JI to 

provid~ more flexible. , 
accessible and cost effietive , 

. training opportunities to 

Frdtrai employm. 
, ' • ! ." 

" 

profcuionals with their sul1.(e"gic parmtrs in diverse occupations to diseullS ~nd 

learn about emerging issues .and technologies rdated to impfl~villg workforce 

performance, 


Technology Task Force. 
Executive OrdC'f 13111, signed by Ihe PrW~ent 0,0 January 12. 1999, 

promotes a coordinated Federal drort to employ technology 10 pmviuc more 
flexible. acccss;blc and COS! effective tuining opporrunities w Ft4eral emp!oyee~. 
The Executive Order crearM me Presidenr's Federal Tuining 'I~ch~otogy (nT) 

. Task Force, chairni by the Dirccrur of OPM. and presnibes specific Steps to be 
taken by FnretiU agencies ro enhana employees' training opporfunlties,throu~ 

. the u.~e of training tcchnalogy. The FTTTask Force 1$ developing 
recommend:uiom. on ~everal W~, including: (l) effective use of ttthnology ro 
improve training opportuniues for Federal Government employus, (2) 
esrablishing rhe criteria for ~oftwa.n: modules that will be U$ed to create (.outstwarc 
fur the technology-based learning management S}"1tel'nS of the 21st CCntury. The 
fiT Task Force also develoPf!d options and recommendations for eltablishing a 
Federal Individual Larning AccoUni for F~eral workers (see next bullet fOf full 
description). ~ 

Individual Learning Accounts (ILA). 
An 1LA is a base amount of resources expre$$ed in terms ofdoU:us or hours, or 

both, that 4fe set asitk for an individual employee ro use for his tit ht't It'<tining 
development. Awmnrs may be used to develop knowledge. skills., or abilities [hat 
direcdy tt1ttt to the employee's officiill duties, In conjunctJon with volu:ntut 
~. we are exploring new ways for distributing Federal training fonds. The 
ILA iniw.l:tm, in which agenoe would participate in pilof progr.tms, is;1 result of 
ttCommenciations from the FTT Task ron::e which were app~ by tht . 
President. In FY 1999, "''e conducted research on private rod public scaJr rUos. 
This tl':.>-ca.rro formed llli: basis of the rttummendations from lhe FJTT~ Forc<:. 
A Cum section of Government agencies rod employeeti aft': pilITidp:tcing i~ the 
pilot programs. Twelve ~I'lc;rs an: conducting 16 pilots that cover several 
thousand employees. 

I ... Modernizing human resource information technology. 

I 
\.Vt>~ are working, 

I 
internal(lI and with the 

Human ResIJurcn 

Teclmoiogy Countil 
(HRTC), on modernizing 

GOI't~nmentwid,' s)Jtt'ms to, 
make. human re.JourCt: 

information more uSI'fol , 
and arassibl£ for a broad , 
rang~ ofUSI'J .... 

We an: working, internally.arui with the Human fksoutccs Technology 
Council (HRTC), on m.odcmiz.ing Governmentwide syztems to make human 
temufl:e Informatlnn more useful and ~bk f('lt a broad fange of USO', 

including: merit ~Km oversight reviews. the prO<:e$Sing ot retirement 
applicatioru, as well as, planning and budgeting by the Office nr Management ~nd 
Budget, the White House, the: Con~, the General Accounting Office, other 
Federal agendes. the m~. and the public, We made significant progress in a 
numbt"r of:ueas in FY 199<): 

Human Resources Data Network (HRDN), 
The HRTC Planning CommittlX' approved a VISion and Corn:.:~r of 

Operations for a Governmcntwide Human Resources Data Nern."Qrk (HRDN). 
When implemented, the HRDK will significantly affect me electronic scorage, 
distribution. and aCC(:$$ to human teSQU(C¢$ data throughutu Ihe ftodef1l1 
Govtrnm'enl. 
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Self-Service Benefits. 
Thmugq !he: enoouragement of the HRTe, an incrcaxd number of agencies 

an: using sdf-st:1"Vic¢ benefit:; selt'Clion sysrems (such a5 OPM's Employee Express) 
which "j]ow direct emry by employees, saving the time and resources of personnel 
offica. Abo. the Dau Hub W2.'J made available to non~Employee Expras' 
agcncic> to submit FEHBP U'ansxrwns directly [0 the health carrir:n from their 
ime:maJ ~df-serviC1': benefiu sysiem~ . 

Centr,,1 Personnel Data File (CPO F) Modernization. 
Another ;un of our HR modernilation efforts includes upgradi~,dte Central 

Person.nel Data File (CPDF), ow: repo,sitoty for pernmnd data on most Federal 
civilian employees, The objective of this. projtcr is. [0 acquire the tUu more 
efficientlY from agencil$: through ~nhano:d dca-runic submission and to nuke the 
data mme accasible to wetS. Although this Ii an FY 2000 project, initial. work 
began in FY 1999 to develop projett plans and to pilot and test secure data 
transfer prot<x:ols over the inte'rnct. . 

Retirement Systems Modernization (RSM). 
OUt antral.unttegy to meet our long...u:an cutWfl)(:r servlcC, finmcw 

management, and business: goals for the rtttrement program is Retirement Sysmn 
Modemwtion {RSM}. The key dcmcnD of RSM include:. agency. propm 
partidl>ant. and OPM lICCCSS to ekaronic information and krViCe5; srream1ined 
processes tru.t I'tdm:c handling and rework lit the .ncks and OPM; tools :md 
sdf~scr"'icc options for program administrators and panicipanu to facilitate 
accurate and timely C\.UItorue:r service, bentfiu couJ1liding and payment; and 
impro\'-cd emplo~ withholding and reponing ro facilitate ttuSt fund 
m:magemem. During FY 1999, we built on the curu.:tpt of operations by 
beginning to redesign me retirement p~, thl! t@nologythatwillliupport it, 
and th'! organization that will administer il. With this framework. we alro 
dcvdoped a long-term Capital Asset Plan um dr:scribes tM components and 
mategr for implementatinn, as wdl as thl! com and return on the wvesuncm. 
Finally, we identified and d~lopcd three ~early win" prototypes that will provide 
te'!1,l!ts imm.edio1tdy. Two of rhese - a alailnor fur FERS mitelMnu and 01 
benefiT.$: bookJl!t for mlrees - have a.lready bct:n impieml!nmi, 

~ Supporting the family-friendly workplace_ 
The most comp.::tirive companies in the priva[t: sector find that family~focum.t 

prograflll help them aurae[ 3Ild rttain the best and brighteSt worken. As the 
demOf,rnphics of the workforce continue to evolve. so do the a~l.lltions and 
nctds of employ«s. Family~focuso1 programs are runltW to helping out Federal 
WQrk1;ll't:c balance the evcr increa.sing demands of work:md mnlly life. Wt' 
continue to encourage (he Federal Govc:rnmem {() be the model employer for 
family-frirndJy programs hy providing and promoring affordable child care 
options, alrernativ" work schaiub, family and !ilt:diealleavc:. tdo:ommu[ing. 
pan-rime cmployrnem and job-sharing opportunities. and employer auisrana: 
progrmm, 

Family-Friendly Workplace Advocacy Office (FFWAO). 
The Family~Frjendly Workplace Advocacy Office (FFWAO), was opened on 

Much 1. 1999, u directed by Congress, to creart and ffi~tt'r a 6tmily~f{)Cused 

During FY 1999. we built 

on the ronapt ofoperatiorti by 
bt'ginning to rtdesign the 

retirtmtnt program, tlJf 

technology that will support it. 

tlnd the .orga'niuuion that will 
administer it. 

;'s/ 
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work environment for Federal employees. The Office carried on and aparnled 
the mission of our Work and Family Program umer. FFWAO assists 'F«Icral 
employees and agencies in rcsoh·ing problems with family-friendly workpLici: 
policies: identifies administrative or rcgul:ttory obstadc::s to implementing nmily
friendly policies and practices: and propOses ~I;lrory or legislative changr.'l where 
needed. The FFWAO is the viral link between the Federal Governmem lium;:!tl 

resources expem: and managers and employees PO workfllfe issues, 

l,nteragency Family-Friendly Workplace Working Group. 
Wr: aubl.ished this inteo.tgc:ncy group in response to me: President's 

memorandwn of May 24, '1999, "New Tools to Help Parents Balance Work and 
. Pamily:' WorkiLif.-:: cootrurul.tors from over 65 agencies and three Qffidl1b from 

Federal employ« tlnioiis imended·the first meeting wc'hosted on October 5, 
1999. Conunitttd a;; wOrki~ on action pbru to ad~ variow issues. 

yl ~_ ~~~I'-~. 
,,, 

,Extended Sick Leave "fo~ Family Care. 
In May 1999•. me Pn:sidentdirearo aPM to implemem a major cllange in 

kaw:: policy that would :Ulow-FodetaJ workers: to we up to 12 VA':eks of accrued 
,&kk leave each year to ea.re for a £unily member with a serious health condition • 
.1ll tncteUc from the cu:ten[ 13 days.2. yt:al". We immediardy began working with 
"mterr:5ta1 ~ ro <kvdop ~ation [0 carry Out the Pruid('!nt's diteccivt, 
. arid on Fd,~ 9. 2000. we issued the proposed regulations tn make this poIiey 
chang<. 

Implementation of New Legislation Permitting Federal Agencies 
to Use Appropriated Funds for Child Care Costs. . 

On Sc~r 29. 1999, the President signed inm law tM Treasury wd 
GeneBI Govemtmnt Appropriations An that included :.I provision to permit 
Federal agenoo f() use appropriated funds, otherwise avaibblr for marie! and 
es:perua, for child care: costs.. The pwpose of ;his legitlation is to inerc.ase the 
afforrlability ofchild cue for lowcr inoorm ~eraJ fam.ili~. This is a groun.:J* 
breaking initidrive fOr me Federal government. We conducted ex~tiV¢" ftseMch 
with private Se(.tor companies, the Department of Defense Military Child Cate 
$)'$tem. Federal agencies with child d~elopmem «nten, the Ftdetai emplo1tt 
unions, wd private sector providers. to de\-elop regu1atffins wd technical 
guidance, The proposed 2nd final rcgub:tions MVC" been iS$ued. The l;lW 
authoriz.es the expenditure of;appropriated fundi for only ont)'tAt until 
September 29, 2000. Analysis of the outcome of [he first year's implementation 
will be used by Congress to determine whemtr ro continue this program:. , 
Federal Child Care Summit. 

Htld in May 1999, this prc:mier ,summit, AjJiminbk. Quality Child Om: An 
Emp/uylT [flUe, fulfilled President Clinton's directive to host ~ ...1. nat10nwidt 
$ummlt designed to showcase model public and private sector soluuons to chIld 
care neMs:" The summit brought together. for the fim time, employers from 
tht publk and private sector, unions, educators and child development specialists, 
and child caK providen. who rcpr"t';Scmed the various child life stages and child 
care interests - to exchange .information on early childhood educ.ation, quality wd 
COSts, :and safery. More tban 250 attendee! participated in the Summit, The IWO 

and one*b.alf.day Sununit snoYfClUed rome of the be$I ~mples of p,mneuhips , 
and progwru related to child care and affurdabiliq in the country. 
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Organ Donor leave Act. 
o 

! 
Currently, mor~ than 65,000 Am~ricans are awaiting an organ transplant. Last 

year. almost 5,000 Americans died while waiting for an organ to bcrornc available. 
Thi5 amounu to ¥l average of 13 citizern each day. In 1997. the Dcpanment of 
Health and Human Services, in panncrship with the Office of Personnel 
Management; implemented a Governmentwide campaign to encourage Federal 

empioYe(s to consider organ donation. On September 24,1999, the President 
signed p.L. 106-56. Organ Donor UJ1W An. to increase the amount of paid time 

I off alloned f~r Federal employees who serve 2S organ donors from 7 days to 30 
-·days each calendar year. aPM helped draft: this new law mat will enhance the 

Federal Government's leadership role in encouraging organ donations by making it 
easier fot, Federal employees to become donors and become part of this life saving 
efron.I ... . , 

... Domestic Violence . I 
~ 

. In February 1999, we published a guide on &rponding tv DomtsticYioknct: 

I 
I Whm Fttkrai Empkyus Can Find Http. This guide provides concrete advice for 

the emp!orees who are victims. for ~iends and co-workers, and for their 

supervisors. It 21so guides the supervisor through an am.y of resources and 
'management tools that can be brought to bear in a workpla.ce violence siruarion. 

- .The gUide'has receivea widespread recognition. including an endorsement from 

'the Chairman of the Joint Chiefs ofStaff. ,It complements our earlier 
_. _ . :publicarions;including Dt4ftng with Workpi4et Vzokna: A Guitk for Agmry 

Pionnm, 1ln4 HllnJiing Trau~tic 'Evmts: A MIl1JlZgers ~itk, We 21so apanded 
our webl,jte to include a scccion on ~nding tv Domestic Viokn«. 
(hnp://vfww.opm.gov/workpladhanUdomesric.hunl.S!li) , 

" '''" " 

Patients' Bill of Rights (PBR). 
Beginning our PBR iniriative in 

1998, we took a collaborative and 
flexible ~.pproach that recognized and 

adapted to the different health 
carrier environments and delivery 
systems that characterize the Federal 
Employc:es Healrh Benefits Program, 
(FEHBP). During FY 1999, our 

specific activities built upon the 
work we did in 1998 by requiring 
carriers to provide the continuity of 
care and access to medical records 
protections outlined in t~e PBR, and 
publishing final regulations that 

prohibit health plans from limiting 
the disclosures physicians may make 
10 patients regarding treatment 

options. In FY 1999, we addressed 
growing concerns about the quality of managed health care by completing the 
implem,:ntadon of the Patients' Bill of Rights across the entire FEHBI~ which 
covers almost nine million Federal employees. retirees and their families. We.set a 
standard for the n.ation .and demonstrated the feasibility of providing these 

protections 10 .all Americans. Thw, we improved an .already progressive health 
benefits program by working in partnership with the health carriers and focwing 

'on the ultim.ate outcomes of patienu' rights rather th.an on process. Our efforts 
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'"' i .we contmue to promote 

buildinj collaborative'lnbor

manage~ent relations and 

lead thei Government in 
improving operations by, 
helping figencies work 
effictively with Federal labor 

. I .
orgamzatlons.

I 

have been recognized by the White Howe. the FEHBP·he-J.lth carriers, and 
medical associations. 

long-Term Care Insurance. 
The President made long-tenn care (LTC) one of his priorities for improving 

health care in the United States and has looked to aPM to serve as a modd 
employer by making sound LTC product!; available to Federal employees ao'd 
retirees. We responded by working with staff and consultants for me DepartmenT 
of Health arid Human Services to develop a legislative proposal to enable us to 
contract for these products. OUf proposal for a LTC program was introducc=cl in 
the Congress in January 1999. Several alternative proposals were introduced and 
we are now working with the Congress [0 develop consensus. Upon enactment of 
this important legislation, we will develop the necessary implementing regulations, 
begin an educational initiative for the affected population, and make LTC 
insurance available to Federal employees and ~eir qualified relatives. 

I 

~ Building collaborative labor-management relations. 

* "." "', • 

In 1993, the Prc.'lident signed Executive Order 12871, and cilled for the' 
creation oflabor-managcmenr partnership councils througho~t the Executi~e 
branch. It also created the National Partnership Council, chaired by the Director. 
of OPM. We contin,ue w promote building collaborative labor*managcment 
relations and lead the Government in improving operations by helping agcncic.'l 
work effectively with Federal labor organizations. We also rcguIarly consult at the 
national level with labor organizations, agency managers and labor relation's 
officials in the development of human resource policy and on Government rub, 
rcguIations, and binding dircccivc:s affcct:i.ng conditions of employment. 

Memorandum Reaffirming the President's Commitment to 
Partnership. 

Throughout 1999, we provided extensive support to the White House, 
agencies, and unions in thei~ discussions addressing lahor*management 
partnership. These discussions culminated in me President issuing a 
memorandum on October 28,1999, reaffirming his commitment to partnership 
and establishing a series of ncxt*steps for agencies and their unions. The President 
called on Federal agencies to develop a plan with their unions for implementing 
hh memorandum and Executive Order 12871. He also directed agencies to report 
on the nature and cxtent of their effortS to achieve the goals established by the 
memorandum and the Executive Order 12871. 

National Partnership Council. 
The National Partnership Council, which is chaired by the Director of OPM, 

successfully accomplished all of the goals it set OUT in its 1999 Strategic Plan. We 
continue to oversee the National Partnership Council's R.cscarch Project, the most 
comprehensive STudy yet attempted to measure the growth and development of 
partnership at several different Federal agencies, The Council's fiodings and a 
final report arc expected in 2000. We also worked with the National Partnership 
Council to sponsor twO Skills*Building Workshops in 1999, in an effort to link 
unions and agencies with the skills and (ools they need to make effective 
partnerships a reality. 
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John N. Sturdivant National Partnership Awards. 
In &ptember 1999, WI! presented the John N. Sturdivant National Panrtcrship 

Award to w; }itbor-managtment teams fDr their succ~ dtort~ itt improving 
Government M:rvke and saving tax .follaH" By honoring the hard work Qf. these: 
Iahor~rn';lnag'!1nem parmernhips, the Council helieves it will mmivare Qrhers to use 
the patlnership approach ro achieve J hem:r Government. 

Dll'Ktor udlante pruenb 

.II John N. Sturdivant 

National PartnmNp "ward 

during a September 1999 

f:ffemony.it OPM. 

Alternative Dispute Resolution (AOR). 
In FY 1999, wt presented mt: nru-cva aPM Dirccror's Awmis for 

OutiltJnding ADR Progtafl\$, S~n awar.h were presented ';If it CCfttJJony hdd in 
July 1999, showas.ing outst3J\ding ADR programs across the Govc~f which 
had HLlblishtd oon-traditi()nalappMaches to s«tI.e kbor·nunagem.em differences, 
thereby precluding costly. fotnul admintut'.ltiVl! proctdures and reaucd 
P'Tmluctivrty I()~ IXnnmon it! lifigllition. We also updated and expanded our 
pubJiCiltion, Altt:matiw DiJputt Rm-iutUm: A [Wgurrt Guitie in July 1m. 

~lmproYing financial management. 
Wc an' committed [0 continuous impfO'..emem in aU ofour financial management 

opcrati"ns, systcms, policies and proCedure.. o.'C.f the past kw yeatS. mttmal and 
. I'!XTernal reviews and atiruts have identified internal aM marngc:mmt control 

weaMtm:S in our financial administrative and trUSt fund areas.. We.nrengthcned our 
mlUla.gl:mc:nt of our administrative and trust fund (retirement. health benefits, lind 
life insurance) fin.ancial managcmenr ~[errn during FY 1999. Our Strategic and FY 
1999 Performance PIan,s indudcd several goals dut rdlccr the importanCe Wt" place in 
R."SOlving these managcmcm chalIengC5. 

1)The FY 1998 financial stlIfemcnU for the employee benefit programs receival. 
unqualified audit opinions for the hm time, and most Jru!{C1"W wc:tknt:= in 
nunagcmem and internal controls in their related financial syst~ms were eimer 
dosM or downgraded to repombJe conditions. For FY 1999. we received an 
unqualified audit opinion nn all {he employee benefir rrust fumh' finaw::W 
statem:nts-all multi-biUion dollar programs. 

2)We made significam progfC5.S toward resolving the material weaknmes identified 
in our admini.m~(ive systems. While we have not fully resolvw these weaknew:s, t~ 
Office of the Inspw:01 General's aurut rcporr nared the progress we made in a 
numlxt ofkt:)' amtS. We will continue 10 work on these as planned in FY 2000. 

3)W.e implemenlw a new transaction·based financial system for the I"I'!rirement, 
h~alrh bt:nefits and life insurance programs. 
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Our customers said thry 

wae 
l 
well·urved in 

time/iness and jairneH of 

paYfmts and i/1 rht clarity 
and.(1ccuracy ()f

I ' 
infornation we provided 

them, 

I 
, 

I 
I 

OPM held iu first 
Stra,ugic Leadership 
Sutkmit }.1arch 9 and 10, 

J999, This meeting ofnil, 
OPtvJ supam'sors, managers, 

and exefut1tJes was designttd 

to i(',protJe conmwnicatiom 

aeroSj' OPA1 and our ability 

to imp/rmcnt our SrrtlJegi(' 

and nmmai plans.
I 
I 

Maintained and sustained 

in addition to the priorities we established at the beginning of the year,'we of 

<:OUtS/! corttitnd to wor~ on ongoing rcipansibilities. and respondM to new 
priorities eSll1blished by [he Administration, This section de:.~cribe1 $ome of the 
highlights in these~, as v.-dl as key accomplishments in au,r illtema.i 
operations. 

Serving Federal Retirees. , . 
·Customer satisfaCtion with the ptQCt$Sing of retirement and survivor benefit 

. claims, as measured by ~ annual $ttisfattkur~, rermine(l high ouTing'" 
1999, 'Thde tdults were confirmed intkpendendy by me Anw!ricui cunom~' ,
Satis&ctiol1 Index {ACSD. an econometric index Cleated by the Unlvtrsio/ of " '1:"_ 

Michigan that hali ~n wed. by tht: privat~ sector to measure cunti~ti-s:1tisfu:twit 
since 1994, Rccircmcnr Program annuitant.. who bad a transaction withi~ 'the 
past yax, wet!! asked quesuoil$l1hout:: •. ' .." ~. _;;. 'I, • ..:.... -! • 

:~,.; .'. 
.. .ovt!rali satisfaCtion with service ~.".1 ''', ',' .
'., . "::',' ./,,"',: ",' ,·i:t:-t;q_";'J.,~·r""~.';; 

, eof - ·~f·"·"~"'·h""lti~,*l!Y'~~,t-.A:r.. ...
'., '; ~ mess 0 pay!"Cl1tli .:t',~~,'1.,.-.;~• .¥ r,;'i\,!," .,:_ . 

. ~ .' ,...." ~..·~f:~<~~~ I", .. ::.! .... -;.,..(':!' ,,~ 

, ..... faimessofOOJefi;'l",,:!'r:>:"' ~~j;...;}:..f"!'~" .. , .• "~'j' • 


... . ,;lC("..Wibility, clanty; accu~ of information 

• ease of use ~,(~k:nien~'~,mt! tdeccimmu'nidition ~tem ~ 
"to.. umtili~~'~~~'ro2i;qui~'. .'. ~, "', 

'. , ~ ~'i,"-' ',.t., .,.". . .' : ~" 

Our cusromen,g.t~ us in.(JVWlU score of?:), on a scale of 0 -.,1Q.0 points. a 
litOre tim. is 3 poiJ:tu ~~ ovu:all ACSJ ~ which is primarily made up of 
private staOr wmpan~ -:: 0(72. it is.we 6 poinu above the national avt:ragc 
for public 3eCtOr.organi1.atioll$.. Further. 64 percent of the survey respondents said 
that they wac iOOn: satisfic(i with our services than they 'I!o'ttc two ~~. . 

Our Customers said they were weU...served in timelincs and faimas. of . 
payments and in the chrity znd a<:cur.lCf of information we provided them. In 
addition. we received high JJWk;s from CtUtofnm on the cimdincis of responses to 
inquiries. Customcn-did. iWwever, $aY we oould improve ac.ce.ss to infOrmativn, 
make our roU-fiu [ciephone $}'Stem wier (0 we and mort: convenient, and 
improve how we'handle complaints. 

OPM Strategic Leadership Summit. 
OPM held its fust Scmegi..: Leadel$hip Summit Match 9 and 10. 1999. This 

mcccillg of all aPM supetVisors. rnanagt:rs, and -executives Wll.'I designed to 

improve communicuions acros.s OPM and our ability m implement our Strategic 
and .:.mnuru plans. The 1999 Summit feanmd workshops on each of OPM'~ four 
external U!3tq;lc go.W and on iu: imemally focused fifth srnuegic goal, .four 
internal MUS wae targeted fut foik>w~up actiOJ) - supervisory training and 
guidantt. information Wwiflg, sttem111ned miring, md partnership. A seriet of 
intemallrrtprovemenr action plans were devdoped and s1ured throughout the year 
Feedback from tJ:>e 1999 Summit attendees aoou\ the vaitu of this meeting made 
it clear that it should become a regular event. and the $i!({\nd Summit was planned 
for March of 2000. ' 

, . 
Y2K Readiness. 

Th~ Office of Personnel Management was fully prepared for Y2K. -We 
ac.hievt:d 'j 00 percent Y2K compliance for our mWion-criti~ systems before the 
Guvernmemwlde target dare of March 31, 1999. We ilio tested and verified our 
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systems and demonstrated the readiness ofour three High Impaa Programs; 
Federal Retirement, Federal Employ~ Health Benefits, and Federal Employees' 
Group ljfc Insurance, wedl prior (0 the end of 1999, by conducting cnd-to-cnd 

testing with our partners. One hundred percent of our 107 mission critical 
systems were compliant, as were 100 percent of our 226 non-mission critical 
systems. During the Rollover Weekend, more than 300 OPM employees rt:poncd 
to work at our headquarters and outlying facilities to oversee the powering down 
and reactivation, evaluation and monitoring of IT systems. The very few 
problems mat were found were quickly fixed prior to the rerum of the: full 
workfo[1=t on January 3rd. 

OPM's lO-Point Hispanic Hiring Plan. 
Based on [he Govcrnmentwicle 9-Poim pian,"QPM devdoped its own internalI 

Hispanic Employment plan - called the-!{)..Poinr plan - to imp~ the 

recruitment and development of Hispanics in the OPM Workforce. 0':11 plan" I 'e~couraged OPM managers to recruit widely at all grade leve!s;'nunured our 
academic relationships with institutions who are pan of the Hispanic Associati~n 
of Collc~es and Universities (HACU); established an agency internship program;' I 
designa(ed Hispanic Employment'Program Managers to oversee and implement 

our effortS; and raiSed awarcnas ~ong QPM 'supervisors of their responsibilities 

in ensu:ring a diverse workforce., We have increased our, Hispanic represen.tation in 
our can:er SES staff from 2.6 percent in 1998 to,10.5 percent in July 1999. 

Welfare-to-Work. 
As~, panicipant in the Weifare-tQ-oWork Hiring Initiative, we h~ve hired 57 

former welfare recipients-more tharl double our hiring commitment of 25. 

Combined Federal Campaign (CFC). 
aPM oversees the Combined Federal Campaign (CFC) annual fund-raising 

drive-Ihe largest workplace charhy drive conducted in the world. Although 1999 
figures are not yet available. in 1998 the CFC raised over $206 million from 
nearly 4 million Federal civilian and military employees. The c:alnpaign has 
cxperic:nced steady increaso over the past four years. and early indications are that 
1999 results will exceed 1998. 

Federal Executive Boards (FEB). 
We continued our oversight of the twenty-eight FEBs around the country. The 

Federal Executive Boards are interagency organizations that provide 
communication and coordination among local member agencies. FEBs develop 
pannerships with other public agencies al [he Federal, State and local Icvds. In 

FY 1999, FEB contributions included: 

'" 

Hi~p;nic Aswci~tion ~f 
Colll!gl!$ and Uni'o'l!rsitil!s 

(HACU) interns paUSl! 

for' photo during ~ 

f~~1 cl!~mony ~I 

aPM in ~y of 1999. 

I 
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'. working with local agencies to update emergency preparedness and 
response: prrn:cdurcs. some specific Ii) mnural. djsasters wd ttrrorum: 

.. facilit:.uinS the don:l.!IOn of thous:tnd" (Ifexcess G~mmem computers 
and printers w ll)cai schools and OlIO-profit groups-: 

.. developing Alternative Di)r~lte Re.~ulurion (ADR) consortiums. to avert 
pmsiblr: Ii!igation mattea saving taxpayer dotlars: 

.. sponsoring intt;tagency training opportunities !O reduce lingle agency 
drUf1S and :;.>Iving additional tallpJY(;f t1uU..r:;; and 

... fIlling a critical tole in the implemcl1t<ltlon ~f r~ Comhinea Fede,rn 
Campaign natiollwici.c. 

'.. 

... Quality of Performance Data 
Like all agencie5; we are continuing to focus On the "uality and reliability of the 

'measures used to let and asscs:.pmgtttS toward our goals. We emphasize formal, 
qumtif13hle mt'thods for ev<tiuaring our effectiveness m;lcromplishing our 

.objeccives. We chost measures based on: 1) CO$t~m; 2) av.tihbility: 3} 
,reliability and vlOHdity; and 4) mcaningfulnos to stakeholders. Our C"-lllu.;nion 
program cmpha..izes balanct"d. multiple measures IhiOt include effecriven~ 
,rimciiness. COSt and custom!!f satisfaction. Some examples of program measures 
include the bwad scorecard used to :\Mess ·oversight ~iews, wage statistics for 
information sl«:'$ such 4S USAJOBS. "incrt:::lSCS in number of agencies providing 

__ Jamily~mendly flexibitities, t:US«l'mer s:umaction from joh set!kers and annutWlt$, 
, - ',timeliness 'of ntW policy iss-uan<.es. and financial savillgs limn G~ml!ntwide 

'programs.:., _ . ,_ 
In addition to the program spedfk measurement information, we ron'duCt twu 

. tultionwidl! surveys periodically thlH I!nable U~ "to [rack our impal!t ovc-r time:. Tm. 
OPM Customer Satisfaction Survry i, given to two importam groups of Cw:toml!rs: 

all agenq Human Ikwurces (HR) directors: and a Governmenrwide random 
sample ofHR sPecwist~_ The survey includes questioru about our policy 
le:adl!nnlp, mnical assiuanQ'!, informacion sharing. an~ servia: and product 
ratings. The tim rurvey W;l$ given in 1998 and prm-·idd:.t W$elinl! from which 
nUt progress ;;an be tracked. 

In 1999, wt updated the survey to include questions about our n~f 
initiatives and products and made a considerable effort to improve the mpunSl! 
tare from 1998. For FY 1999, we did achil:Ve a higner umfidenu:- Jevel in the dar;-a 
frorn the HR ~pecialist5, by increasing our sample sin:. This increased sample 5i2.(' 

provided us with ;;:onfidence level fot reporting results of plus ot minus two' . 
pe~nug(' points. at 95 pera:nt confidence. Unfortunately, even though more' 
,han ;0 pcra:n! of the HR Directors mponded fa I)UJ survey. the snull-oV«all 
population meant dlaf we cl)uld not I'dy un the results with confidence, We 
therefore had to tqX'n that no dara were :waii2bk for :I number of kq indicaum. 
We were diS;tppointed th,u the specific actions we took it) Fl' 1999 to increase 
response rates on both surveys did nof result in such increiSeS. We an reassessing 
out survey program for FY 2000, considering such options as chaaging the time 
peri«! fot survey administration, administering the survcy only every two years to 

3\"(!id. survey ~f.t{igue,~ mo\"ing t(1 an elenwnic .survey method, ~hom:(}ing the 
quesdonnairt: for the HR Oirec(Of$, -and wing a .structured questionnaire over the 
tdephont ro a smallff sample of respondents. 
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Tlu Mml Systnn Principles Questifmnai" (MSPQ) is distributed_ to .. 
nationwide random sample of Federal employees in the last quarter of the ye.u. 
with results timed to be used. in oversight reviews during the subsequent year. 
This quenionnaite includes questions on the perception of merit prim.:ipl~ and 
human re;murces management (HRM) effectiveness. induding effective usc'of 
emp~ OPM progr.un ~ use the mutts ll$ $urrogate measures of certai.n 
objectm:s and as ind.iatots of n«ded improvements in policy. HOW('Vet, btc.tust 
the MSPQ waf nor designed for mealuring petfutntAACC:. results must be 
supp<lrttd by rd«ttd ob}ect~ dam from other souroo- to provide a romplett: 
picture eif performance results. Tht: FY 2000 survey (given in late 1m) was 
significmuy shottencd and the questions. were rtorg;miz.ed znd ~fOClJS.ed on the 
'resp0M.I:nts' immediate work unit and experience. _As a result'!: of these changes, 

:we could not compare Iht: rerults of this survq to prior year data. TherefOre. 
~saera1 ~q indicators in this report m: lined as having no data. The dan from the 

new ~ will be f,cportcd-as tht baseline in l1CI:t ym5 perfOl1JW1Ce report. and 
will M u.sed to rru:k perfu~ fJVU the fullcwing fOur ~ A!though this 
W"a$ a $ignificam loss ofdata fOf the'FY 1m reporr, tM changes in the survrywill 
remit in improved roeuurerm:nt in the Nrute. 

~,'.. ' 

'. 	 .''r. 

~ Program ,~valuation 
WI! conduCt uIgm:d program·~uations. both internal and ~nat. on 

:sp¢cifit program l1.te:lS to measure oW' rc:sulu and pmvidt infurmarion fur oW' 
smuegi·; planning wivitil!S_ ,Program evaluation 3crivitics are primarily ronduaed 
within thl! appropriate program oAkes and ate $Upplcmentul byevah13tioru . 
conducted by o;ternal con[rllctors when~. En addition. oW' Office of 
Merit SYStems Oversight and F..f&ctivl!nw (OMSOE) conduru speciaJ studir:s on 

comempotaty. ctmscu,ttingHRM iMut$, OUt Office of the Inspt!CtOt General also 
conduCts periodic evaluation srudif!S and audits of our programs whidi provide an 
#dditknw $Out« of inrema1 feedback. We also use teporu produced by external 
{j~on$ tum as the Gnleral Accounting OffiCt;, the Merit Systems 
Protro:ion Board. the Nationat'Pa.rtru:rthlp for Reinve:ncing Government, the 
National Academy of Public Administmion Md rot: groups thilt audit oW' truSt 

funds. Examples of evaluation ttports, their results, and the actions we took att 

liued helow. 

.. PoOl' /¥rmtn in GUllrmmrnt: A Qurst for thr Trw Su;ry (OMSOE, 
Ja.nuary 1999).and Fr.imz/ Supm;utm lInd Poor Pnformm (MSPB, July 
1999) indicated mat only lihnm ,3,7%.of e:mployec~ are rated as true pom 
performers by their rupervisou. bur that rupr:rvimn did nm additional 
guidancl! to dca1 dkctivcly with this situation. As,a l'CSult, we proouced 

, additional materials ;md roo.!:L, including a CD ROM, to :w:ist supt1VSsou 
I with tbJ~ f'IUtlagcment dw11~"gc_
I 

... Op!'<'mmity um: Op1'71ttl'J! itt fbi Emp/oymmt Prorm {OMSOE, AprilI 
1999) indicated that neatiy ant: third of jobs examined did mn have 
adequim: public notice .. As a result we provided additkmal guidance 
materiah to agencies and mack improvements in the: USAJOBS website. 

... 	 Ytur 2000 Cumputing Ch;t./im,gr: OPM Has Mark Progtm on BminNJ 
Qminuity Pl.znning (GAO. May 1999} reported that OPM was 
progressing wdl on implementing iu business activity planning $U';1tegy. 

hut suggesttd some additiorud .:iIctloru to assess tis," and prepate 
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contingency plans. In response, OPM rook actions to addfCS5 th~ 
conct'rru, and GAO noted .he improvements in their final re:pon, ' 

.. RJopm 1m Audit oftht Offi« "fPflJonn('/ MamtgnnNlfl FMaii Ynt, 1998 
Rrvolving Fund and Safarirs and E:fptmts Arroufftr Firlllnciof StnmnmlJ 
(Office of the lnspro:or General. February 1999) adUlowledgo:d 
impmvt:Iru:n{ in ~eral areas and also provided management with 
rccommcnd;ulons which .aided us in developing specific actions ro resolve 
ttVeral malerial ~esses. 

conclusion , 

OPM, like omer agencies. can point to ~ change:and improvement in'our' ~ 
stl1ltegic planning and resuitS'rn<zurement proce$$ because of me Government . 
PertUmu.ncc and ResuluAa. 'We were pleased to be reoog:niud as ont of tM fim 
.ndes to din:c::tly link our Congressional B~t Justification and Annual 
Performance Plan. We found that our first nve-year Strategic Plan sen."ed as l. 
weful fnunework for ou! annual planning. but we alSo learned mat ~ needed to 

better focus on our priorities and clarify our intended outcomes. OUt revised 
,Strategic Plan - currently being reviewed by,all of Out stakeholderS - reflects these 
imp~cntl. We also n::cognlu: th2[ we f.tee JrulAy of the' .rune problems as 

, other Fro.cralagencies in definhlg (:o$f'"¢ffecti~, te2listic measures for many of 01,lf 
pmgr:ams. and aut we must do more to eIl.$\lfC'! aut the data we colka are 
\l:vailabk 2nd rdiabk, We welcome: these challenges, and will continue to we the 
Results Act t<) improve our pertofl'!la6tt and that of human mQttrCe$ management 
across the: GovernmenL Our combined dIDm will result In a Government that 
worlu better ami cmtS- b. 

We IlI'C also proud of the!: accomplishments dtsuibed in this report to lead 

strategic human n:rourccs ~mcnt. How we lead the Federal Govcm:nent 

through this lime of change will mean the dlifm:lltt Imween S~ and f.Ull,lfe 

in making our Government mort ~tQ(fler·~ and t't.SUlts-orientcrl, 
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