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A MESSAGE FROM‘ THE DIRECTOR

U.S. Office of Personnel Management

The Federal goverament is in the midss of dramaric change. How we lead this
change will determsine the success or failuce of the Pederal governmenty. At the
Office of Forsoanel Management {OPM) 1 know we are succeeding, not only for
the Govarnmaent but for our uhiimate costomers—rthe American people, But you
don't have to take my word for i« the following report fully assesses OPM's FY
1998 performance. The faces speak for shemselves and we have made significan:
gains roward realizing our vision of the Pederal government as the Naion's madel

employer,

QPM is the isader in developing strategic human resources policy on issues
such as petformance management, iahor-management relatinns, family friendly
issues, workforce diversity initlatives, workplace violence, 2ad mare. Our healdh
catr insurance sysem, which serves over 2 million Federsd employess, retirees, and
their familics, is 2 model for the Nation and bas been dhe catalyst for
irnprovements such as the “Parients’ Bill of Righes™ dnd parity in menital health
coverage. We are indeed leading the way in bullding the wotkforce of the 2 1st
cencury.

Lo my seven years at OPM, T have wotked closely with the women and men
whae, day-in and day-out, make our agency successful. And 1 could not be more
proud of their collective efforws and dheir commioment ro execllence. They have
created customer-focused, solution-oriented; and flexible policics and sysicms.
Our employees have truly earned America’s respect while helping thiz
Adminizerazion creare a Government chay gers resules for the American people. -

This is only the beginning of sur journey, however. Mare work remains to be
done. OUM is commirred ro not just contnuous improvement, hur in the spin
of the Rasults Act, ©o continuons megserable improvement. It iz not just what §
want, or whaz the President wans, o1 what Congress wanss. It is what the
American people want — and it is what they daerve,

As | ook e the furure, | am confident thar we will build upon the foundarion
set within the four cornerstones outdined in our strategy. OFPM will conrinue to

lead, provest, serve, and safeguard the Federal workforce of cur grear Nation!

e B lathance.

Janies K. Lachance
Direczor
.S, Office of Parsemnel Managemen

¥Y 1999 Ferformance Report
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The Office of Personne! Mamagement's core belief is that the Governmend's
huroan resources — our 1,8 million dedicatest public servants - are our mosr vical
asset. Like the private secror. we muss fully engage in the “war for talend”™ i we arc
ta suceessfully creare the workforce for the 21st sontwry, We must secure, develop,
empowes, ad retain the wlented people requised o fulfill oue mission for the -
American prople. We must give agencies the tools and strategies to meet their
unique needs in e new millesnium,

Three yoars ago, in our firse Steategic Plan under the Gavernnent Performance
and Results Acs, we defined the role of OFM as providing lcadership and service
to the Federal Govarnment for effective strategic human resources marsgerment
(HRM}. We are che President’s agent and adviser for operaviag and, mosxc
impornantly, continuousty improving the Governmends HRM systems. Congress
and the pubbic have enrrusted vs with tegailating these systems and administering
Governmentwide programs, We work in pariership with agencies to create
sysrems that enable thems o recruit, develop, manage and resin 2 high-caliber and

-representative warkforce. "Our vision is that the quality of Covernment services,

programs ind sperations will mect ot exceed the public’s expectations so that
Foderal employees am regarded as knowledgeable, hielpful, edhicat and cemmiteed
“ato qualityc i K0 ST g T e .

©* Out stravegic plan is built to achieve this vision.

Four wonds describe our strategic goals Lead Proecy, Sevve, and Safeguard. We
tead by designing HRM syseems and godicies for the Nation's largest eonployer.
We protect national values erbadied in law, including merit system priaciples and
veterans' preference, We serve Federal agencies, senployees, retieees, their famities

_ and dhe public through innavative and cussomer focused employment

«information, pay.policy, benefits design and delivery, and cechnical sssistance, We
Ssafepuard the employer benefic truse fands. And, internally, we provide our
-employees with the eaviconment they need 1o accomplish this work,

This first annusl OFM performance report, highlights our most significant
accomplichments and sumparizes our performance across the five steategic goals,
115 specific annual performance goals, and 377 performance measures identified
for FY 1999, W are reporting the angible actions of the last vear to provide
agencics with strategic HRM leadesship, wols and assistance o effectively manage
the Federal workforce, Be suer 94% peroent of owr goals, an accomplishment
which was only possible becanse of vur strong parterships with agencies,

- employee tepesentatives, and other key groups who are also dedicated 1o
enhancing the Federad woekforce,

THE Reinvention OF OPM

QPM is ieading a cransformation of HRM o mest the challenges of the 215t
century, bt 10 be an effective chunge agent throughout Government. OPM had
se first change itself, Two words — refrrmed and reinvenited « apty deseribe the
metamorphosis thut has oceurred within OPM since 1993, We are 52 percent
leaner dhas we were six years ago. We are more agile, officient and strategic in our
outlock. W are more rasponsive and flesdble, more customes-favused, less
peescriptive, and our poficies and systems are more "user friendly” than they were
just % few shost pears age,

We have wotked diligently to change both the image and the readity of OFM
from “rule-makes” and “police offices™ o “affective leades™ and “strategic pannen”
We moved toward a policy of decentralizing HRM sysrerny and delegating

FY 1999 Performance Repori

We are convinced thas,
like the privdte sector, we
must fully engage in the
“war for talent” if we are 1o
suecessfully ereate the
workforce for the 21st
century, ’

Twe words * reforned
and reinypenied — apily
deseribe the meramorphosis

that bhas sreurred within

QPM srnce 1993,

i/


http:signifiQ.nt

i gl

Ll

authorities to agencies to the greatest extent possible. The primary gloal of these
efforts was to bring hiring and performance management decisions closer to the
line managers who are directly responsible for accomplishing cach agency's specific
mission. In addition to providing services and technical assistance to agencies
under current systems, we arc working closely with our stakeholders ro develop
proposals for imiprovements in all areas of HRM. Of course, as we seck new
options, we remain firmly committed to che merit system principles, veterans’
preference, and laws and policies supporting a diverse workforee.

Because of the significant legislation and policy changes introduced this year,
we have made significamt progress towards reaching our goal of makmg the Federal

" Government the model employer for the Nation.

FY 1999 Goal Attainment

«OPM is reporting goal atrainment against a combined FY 1999/2000
“Performance Plan. . This plan replaced the original plan for FY 1999 which was
*.. "submirted in February 1998. We did not modify our five strategic goals, but we
« ~did'make some adjustments to our specific annual performance goals and to a
~number of the indicators that were proposcd originally. These changes were made’
. ~to reflect shifts in priorities, and as 2 result of our increased experience with
.implementing the Government Performance and Results Act. We assessed our
» petformance only against the FY 1999 goals and measures included in the
* combined plan . : .

OPM’'s Sc;)reca rd

OPM Performance Totals N « 8 I w» i a8
A = o | & o
El g | gl Nl ®19
z =|z;= ! £ |z
i H
Annual Pcrfarmmacﬁ_: Goa]s 115 108 0 Iw—q 5 1
ey S o 3 P =
Pecformance Moasurce/Lndicatos s Revgtr & 337748 279, 133 Thee 1 faee 23 .1 41

. Met: [ndicates thar the majority or the most important of the indicarors-under
our multi-measurement system—for a specific goal were met as planned.
Deferred: [neernal changes in resources or priorities led to deferring the goal or
indicator until FY 2000.

Progress: Indicates a goal or measure that was not reached, but significant
progress was made,
No Data: Indicates a goal or measure 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
goals that we established for FY 1999 as intermediate steps toward meeting our
five long-term straregic goals.  Of the remaining seven goals, we made significant

FY 1999 Performance Report
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progress on five goals and deferred one ol FY 2000 because of our need 0
refugns rescurces rowards Y2K preparation. We could ot assess sne goal, because
i deseribed an activity which would be performed only if requested by a customer,
and this did not occur during FY 1999,

We useel 377 pecformance measures and indicators in out multi-meaturement
stramegy to assess our annua! goal amainment. Although many of thess indicaroes
were gualitative, we abso estiblished many qoannrative performance targees. Net
all indicators were of equal imporance; thas we scoved 2 goal @ “med” i we
achieved the majocity or the most important of the indicators. We met our wrger
level on 27% {74 percent) of cur indiators. Of the remaining 9% indicators, we
mad significant progress on 23, and 41 could not be asseased beeause data were
not available. {3ze the discussion beginning on page 22 on Quality of
Performance Dhata for more informarion.) 'We did oo meet warges tovels on 33 of
our indicaiors, and seored them as “not met” — oven when we were able o poin
to some progress. There was also a single indicator which was deferred — along
with the goal it assessed w to FY 2000, The summary scorecard of aur goal-by-
goal parformance is locazed on page six, The éezaﬁed repore can be aceessed on
OPM’s website 2t www.opt.gov, .

While justly pleased with our overall FY 1999 pcr{cmzmcc, it is our kmens o
review our poals and indicators to be sure that we have ser approprizely high

“stzeech” goals for the fsrure. We have already bcgun this review, 2ad will ’
introduce changes in sur furure phans, . e

* +
. N - LA -

Strategic Progress

Strategic Goal {,

PRI TN T g v Sl

Strategic Goal
Char £Y 1999 Performance Plan dcscnbc:s 44 Annuzl Performance Goals thar

OPM program offices pursued 0 move toward our strategic goal to provide policy
direction and leadership 19 vecruis and resain she Federal soorkforce requived for the
2 Cen ery. We achieved 43 of these goals {039}, and are confident chat these
represent major steps in providing the level of human resources policy leadership
that Federal agencies require and expece of us. - Progress is demonserated by ouz
qrick action o provide specifie Hexibilicies for responding 1o the Y2K recraftment
and retestinn imperative, introduction of impravements in benefis for che Federal
warkiorce, actions 1o sieengthen oversight of the menit svatem, refocused atention
on the imporance of continual leamming, amention to modernizing HR
mformation teehnology, support fot 4 family-friendly warkplace that is serving as a
model for America, and building cooperative fabor-managemens relatonships. Al

are hghlighted in chis repart.

FY 1994 Performance Repori
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Strategic Goal ll.

Protect and promote the merie- based

s

; I o ! om
civil service and the employee samed _E i P g ; g g I ®
memetrsy el JPSERE 0 3T
oversipht and evaluadon progans. zZ! 3.2 L. | 2

i ;
Annual Performance Goals .18 2 ' o ¢ e
Perfoimants Measra/ bl e, | 55358 ”&MA hSlanEy

Strategic Goal 1L,
We met all 15 of the Annual Performance Goals we set to ;m{m and promore

" the merit-pased civil service and the employee carned benefit programs through an

dffective vversight and evatasion pregrom. Our success is ovident in the
sirengthening of our merit system oversight program coupled with 2 high Jevel of .
agency satisfaction wich the evaluation pracess, in our conninued advice and
assistance to delegared examining units, and in the excellent progress we made in
managing the employee beuefix financial systems.

Strategic Goal L.
Provide advice and assiseance to help

Federal ageneiny mprove dhelr buman

FRSQUPCES MENIROTICT Prograres 5o
effectively operare within the seanomy,
demogeaphics and envitanment of t
215 Ceatury. :

Mot Met
FY 28;0
Progress
No Data

Number

i

: N
= : 3
i t
o]

|
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l
|
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Annual Performance Goals 161 14 1 0 o i1
Ay Ve T st Y AR s LT ELN e it M g

Strategic Goal HL.

We significandy improved our delivery of advice and auistance to help Federal
agencies improve their buman resources managemens programs 1 effectively operate
within the econmmy, devmpgraphics and environmens of the 215t Centtiry, as
demonstrated by mesring 14 of the 18 Annual Porformance Goals in this area

. (8B%). We develuped and poblished 2 wide sange of guidance maceriah, made

deamatic improvemens in the volume and quality of informadon avaifable
thwwugh our website, and sponsored highly successful conferences and workshops
to achieve this goal. Of the two goals we did not achicve, one was defereed until
FY 2000 because of our need o rfocus resources towards Y2K preparaxion, and
the other goal describes an activity which was not required during FY 1999 and
therefore could not be assessed,

Strategic Goal IV.

Debiver high-gqualing cose offective e i v w e
human resources services 1o Fadaral 2 I = 2. % x
agencies, employres, anmuienn and the g oy w ¢« M %‘Q i o
public. zgz;ziﬁaafz
1
i 3 ' .

Annual Performance Gaals 8 178 . ¢ - 1 |8
= L . D L B

. Performance Measares/Indiators (s kw??zigss 3 _9"“; AR
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Strategic Goal V.

Our Annwal Perfornance Plan defined 18 annual goals, 17 of which (94%) waic
met, w deliver ivigh-guality. cour-cffective buman resources services to Federal agm:m,
empc'aym. annuitanes and the public. These goals inchade many cusromer service and
fi naucml indicarors, and our performance reflects ouF Commitnment (o iInprovement; in
blal:h areas. Examples to support this assessment fnclude the improvenents we made
i aur USAJOBS website to support the job-seeking public, the excellent customer
satisfacrion results from surveys of our annuitants, and the promisc of the efforts we
have undertaken ro modernize HR informaston technology to support continued cop-
guality customer seevice, W did not meet one of our goals, largely because we set
“fzmcb” goals for improvement. For example, we answered 93% of our prionty
carrespondence within time standards, but sy goal was 95%.

; .

Strategic Goal V.
Esmbhah OFM 25 a leader ia creating snd -
matnmmng 1 sound, diverse and cooperative X
wark etvisonment.(includes the goals set for g
?mmrivn Direetion} z

Progresy
No Dats

Azztmai I’czfz;zmmcc Goals

Strai&gzc Coal V.
b Our Straregic Plan for 1997 - 2002 wdadﬁi # goal 1o mé&.n& {'}PMm a leader in
eveating andd musintaining @ sound, diverse and vooperative work enviropment, This goal
inchuded 14 ohjectives for corporate acsions 1o the areas of Rrancial management,
informution wehnology management, and hunran resources management 10 suppore
thc OPM wotkforce in ies delivery of the agency’s external program goals. We mze 13
z:f these goals (93%), and significant progress was made on the remaining goal, to
a_mpmw: our financial management. Achievement of this Strategic Goal is
demanserared by our saccessful planning for Y2K rollover, improvements in our ewn
mﬁ:t‘f}ﬁf human resources management processes, and a dean audit opinion on our
ma’fu»ileiiim dotlar Trest Fund accounts. Our Straregic Plan also included 6 specific
goals for the setiviries conducted by the Office of the Director, the Office of the
C}emz‘a? Caounsel. and the Office of Congressional Relations 1o provide dicection and
m;&pmt for accomplishing all of the QPM-wide gosds. Al of the Executive Direction
gt;zlx were met 10 FY 1999,

s s A SRR e

FY 199% Performance Report
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Bet: Indicares that che majority or the

. most important of the indicators—under

aur maltrgasurement syseeme-for g
speeific goal wete met as planoed,

Da{ezw&: Interral changes in resources
o priotiies Jed o deferring the goal or
indicator umil FY 2000,

Peogress: Indicars 3 goal or measure
thar was not reached. but sigaificam

; }
propeess was made,

No Data Indicates a goal or measure for
which to dars were avasilable for FY
1999, ux origioally planed.
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 FY1999
rriorities and Highlights

We began FY 1999 with eight printivies. These prioritics cut across our five
strasegic poals and related annual goals, and encorapassed both new projecis and |
continuing initatives such as increased customer satisfaction. During dhe course
of the year we made significant progress on dhese priorites. e 2iso pursied other
initiatives t deliver our continuing responsibifides, and o significantly enhante
both our direct services o customers and the Government’s abilisy to use ins

human resources wisely and fairly o serve the citdzens of our Nation.

The cross-catting external privritics idendfied in our FY 1999 Perdormance
Plan are: ) )
» Improving the linkage berween pay and pérferﬁmzcc
?wwzimg Aexibilities and tools for recruiement and hiting
‘Serengihening our oversight of dhic merit syseem
Rz:ftwu;ing aitenzion on learning

]

Modernizing HR information technology ,j 5

YYVY VY

Suppordng the family-fiendly workplace
» Building sooperative lzbor-managemens relationships
We zlzo idenified one internal prienty of smproving our financial management.
-Below are highlighes of our accomplistumnents for FY 1999 in each of the
prioTity areas, ’ .

-

P Improving the linkage between pay and performance.

We cantinue out efforts o develop a performance-oriented strategic
compensation system suitable for che variety of missions, stucrares, labor
markes, and technologies chat will chameterize the Federad workplace in the 218t
cenruey. Qur FY 1999 accomplshmenys in this aree indude:

Researching Approaches to Strategic Compensation.

Ta develop options for performance-otiented approaches o staregic
campensaton in the Federal Government, we began conducting extensive research
on compensation in the privace sector, state governments, and nan-titde § Federal
agencies. We devdloped 2 benchmarking ool to make useful comparisons
information about private sector compensation practices and experiences. We alse
developed an hisorical model of the General Schedule in the context of thanges
that have seourred in organtzarional soructure, work methods, rechnology,
workforee characteriscics, and emerging compensation pracrices in the US,
eCconomy. -

FY 1999 Parformance Report

We also pursiied other
IRILIATIVES 10 SUPPOTT QUT
continying respensibilities,
and to significantly
enthance both our divect
services to customers and
the Governmenes abiliry to

.use 135 human resources
wisely and fairly to serve
the citizens of our Nation.
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Retirement and Insurance Service
Associate Director Ed Flyan
addresses the first annual Strategic

Compensation Conference.

P Providing
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Strategic Compensation Conference.

In Scptember 1999, we hosted our first annual Serategic Compensarion
Conference. More than 400 attendees were briefed on the strategic compensation
initiative as well as performance management, position classification, and pay and
leave programs. Eighry-seven percent of attendees rated the conference as good to
excellent, On a five point scale, the average overall rating for the conference was

4.14.

Effective Tools for Improving Performance. )

We assisted agencies in.their efforts to improve employee performance by
providing them with guidance and assistance in several ways, including
publications and access to valuable information via our website. We issued the
Measuring Employee Performance handbook in March 1999, through which
agencies received detailed guidance about how employee performance plans could
be dircctly linked to organizational goals under existing appraisal regulations. We
also established: the “Performanee Management Technical Assistance Center” web
page on the our website. By the end of FY 1999, we were averaging 7,000 - 8,000
hits per week.

Equal Pay Self-Audit Guide.

We developed the Egqual Pay Self-Audir Guide, a self- evaluation too! agencies
can use to determiné whether their classification and compensaion systems
support cqual pay. We asked members of the Interagency Advisory Group of
Personnel Directors to assess themselves using the Guide. We are using the results
to inform our strategic compensation policy for the future and 1o lead a wider
Administration effort to ensure equal pay for all employees.

flexibilities and tools for recruitment and hiring.

Afer a long period of restrucruring and downsizing, apencies have resumed
hiring into mission-critical positions. They discovered chat there is a “war for
wlent.” Competition was especially strong in information cechnology
occupations. 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 o

4
| -
FY 1999 Perfonmance Report
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~ronls and giviag agencies greater floxihiliny

* aceelesate hiring matherarical stadsticians, statiseicians, and compurer specialists

-the Intetner 24 hours-a-day to apply.and submit applications for the jobs filled ‘
.| - ander this process. Under the ald paperbased process used by the Census !
_ Burezu, it could ke 45 long as & menths o 6lf 2 job; it now takes 3 days. This :

- agencies ag they preparcd o
" address the eritical need o <

cornperc in the fabor marker, agencics need quicker and more effecrive
recruitment and hiring wols.  In FY 1999 we wotked toward improving those

Support for the Decennial Census. .
in parenership with the Bereau of the Census we developed » hitiag system to

for conducting Census 2000, the 22nd decennisl census of tie United Stares. The
application process that was developed is fast and copvesiont. Applicants can use

- effors has resulsed in sigaificant cost savings both in Rduccd staffing and record
lwcpmg costs,
*.Governmentwide Y2K
Readiness, | .
We developed guidance and
“information-for Federdl -

have an information ..
technology wirkforee to
bandie Y2K convession,
including:

Recruiting and Retaining
Information Technology

Professionals.

This guide, avatlable g
werw.opm.poviyZishumlfrecruin] heos, described many of te saffing, Birecter Lachance
compensazing, snd award flexibilisies that were available o help agencies g2t 80 Ldgreases sudionce
informarien cechnology warkers they needed. during » Y2K Conforsnce.
Y2K job Search.

We also added a special search capability 10 USAJOBS to prominenty display
vacancies related 1o Y2K compliance issues and assist the job seskers who possess
the special skills required by thess posicdons to quickly and zasily locate postiags.

YZK Pay and Leave Issues.

We provided advice and assistance about pay and leave entitlements for
employees who were tequired to work during the Y2K rollover weskend and ;
revised the emergency dismissal or closure procedures to 2pply specifically in the '
event of unanticipared work discuptions.  We also provided waivers of dual
compensation reductions. These waivers made i casier for agencies 10 reempley
retirees whe had the programming skills and syscems knowkdge they needed
without the reduction requiced tn resised’s salary or milicary annuity.

Y2K Publications. _

Through publicarion of Managing For Y2K in the Federal Workforee: The '
Human Element (Some Dot and Dot for Federal Managers) we provided straregios
For keeping Y2K cmployees’ morale and health intact as they dedivated cherasehwes \ '
to the challunge of solving this complex 36 of problems. We also sponsored 2 ’

_ strunar in Seprember 1999 an the rale of the Employee Assistance Progease in *

- ‘ : /s/
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helping employees deal with their concerns sbout Y2K and s impact on cheir
tives, and we distriboted copies of our Employee Assistance Program Y2K Suppornt

Rit

Federal Cyber Service.
W worked with the Nadonal Security Council and othsr exscutive branch

agensizs to sstablish a Federal Cyber Scrvite, 2 program to reerset and train the
needed staff 1o protect the security of Federal compurer information and irs
wansmission. fo FY 1999, we hegan an occupadons! analysis study of Federa!
Information Technology (1T} eccupations to help selece people with the eighe skills

| . and aprimdes. As 2 part of the seudy, we developed a competency-based job profile

to b used as an alternative to the current mirimum qualifications roquirements

“for IT occupations. The new job profile will be pilor tested with a select group of

zgmcics i FY 28046

‘ Presudentsai Management Intern (PMI} Program. .

% 8ines fts inception just over 20 years ago, the PMI program has served a5 2 very
tﬁ’mm tool to attract a diverse pool of high-performing people into carvers in the
Federal service. SPMIG are requited o have recently received an advanced degree |

-and go thwugh 2 hzghiy competitive screening process. 1 hose selected serve a

twn—yw paid mtcmsiup. including rotations across different Feders] agencies. .In

L1993, we p!awd 345 PMi's Govarnmentwide — che most ever placed in the history

o?t‘izc pwgram ;md sagmficam]y excoeding our mrgm wof 300,

\»" ¥ '-3?:;; L_‘: £ "_: vw‘f; -
. Asthe f‘a;iemi human cesoures management lesder, we are comenitted to
assisting agencies to meet the Peesident’s challenge of creating 3 Government tha
reflecss the gich dtvcrszty of the American people. Equal opporassity in
emgployment for all people, regardiess of race, color, sex, age, religion, national
origin, sexual preference or disability is 2 fundamental goal. Specific actions in FY
1999 inchude:

President’s Task Force on the Employment of People with
Disabilities.

On October 16, 1999, President Clinon direcred Federal agencies to step up
their efforts to recruit and hire people with disabilities. and 1o serve as 2 mioded for
private-sector empleyvers, This directive was the aulmination of work conducted
by the Prasident’s Task Force duding FY 1999, As 2 member of the Task Force,
OPM developed Accessing Opportunity: The Plan for Employmens of People
with Disabilicies it the Federal Governimeas, the Federal Governrment's first-ever
plan 1 hire and promore persons with disabilities a1 afl fevels of the Federal work
force, from entey-level jobs 1o the Senior Excoutive Service. W also developed a
companion guide entitled Peaple uith Disabslivies in the Fadesal Government: An
Employment Guide. This comprehensive tool addresses best rexruiting practices,
how to provide epportunisics for students, developmenial and advancemenm
apportunitics for current employees with disabilities, reasonable accommodations
for qualified applicants, and our expecation thar sgencies will regularly monisor
their own workforce data 1o measure their suecess. OPM, in its buman resources
marnagernent oversight rofe. and che Equal Eroployment Qpportunity
LCommission, as the agency responsible for enforcing the Federal Governments
affizmative action and noadiscrimination programs, will also keep track of Federsl
esraployers’ efforis o recruit and eruploy persons with disshilities,

£Y 1999 Performance Report
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Addressing Mental Health.

Ter carry out dh Prosidant’s directive 1o achieve parity for mental health and
substanae abuse coverage in the Federal Employses Health Bencefies Program
(FEHBT), we asked paricipatiog health plans for their suppors. Such pariry will
seguire that coverage for mental health, substance abuse, medical, surgical,"and
hospitalizacion services be identical with regard 1o tradivional medical care
deductibles. coinsurance, copayments, and day and visit limitations. In June
1999, we notified all FEHB carriers to begin making preparations 1o implement
emental health and subsrance abuse parity in the Program for the 2061 conzrace
period. Since then, we bave undertuken aetivities 10 inform and educate the
carsiess about the inigarive, and havé worked exiensively with them ina
collaborative planning process, We are also consulting with many menzal health
and subscance abuse orgaruzacions for their expertise, and we contracred with the
Washingron Business Group on-Health 1o Jears the best practices of large
smployers with experience in offeriag these benefiss. We abso developed the
President’s Exceutive Onder 13124 of June 4, 1999, which permins adults with
psychizsric disabilities who were hired under 2 mecepied hiring zethoriey the same
opportunity e aquire comperitive ermployment status after two years of
satisfaceory service that was already affrded to employees with memad rerardation
and severe physical disabilicies, We also began work on the implementing -
regulations, ’
Hispanic Employment Initiative. ‘

in 1997, we developed 3 mine-point Hispanic Employmcx:t nitiative to ?m’v;éc
Federal agencies with helpil, praceical guidelines for improviag the represenmdion
of Hispanics in the Federal workforee. It has become a driving force for increasing
Hispanic employment in the Fereral civilian workforce. To help apencies reach
our 1o Hispanic college graduates, we arc placing touchscreen job information
kiosks in Hispanic-serving inssrutions. In FY 1999 we :&ddcd 18 sew kiosks,
raising the total o 40,

President’s Management Council {(PMC]} Interagency Work
Group.

Last March, PMC mernhers accepred the challenge of improving Hispanic
employment in the Federal Governsnent when they endorsed the
recotaenendations of the 7999 Repors s the Presidents Managemen: Counctl on
Hispanic Employment in the Federal Government. The Ditecror of OPM co-chaiced
thie PMC workgroup which developed this comprehensive repor on Hispanic
employmens which provides agencies with 2 model f5r developing employment
St?&tﬁg’m&

Covernmentwide Diversity Seminar:

Workdoccr diversity has evolved from sound public policy 10 a strategic business
ienperativemand sur leadership curricubum is keeping pace. In our key leadership
sermirars, managers and excoutives learn how ro muke diversizy an organizational
advantage. In Seprember 1999, we launched 3 new serminar,"Divessizy: A Business
Necewsity for che Millennium,” s week-Jong seminar is offered by our
Management Developmene Centers, Also, in 1999, we pilowed a leadesship forum
an diversity designed 1o keep senior executives abrease of pational policy Issues
and developments and ineracs with orher eaecutives,
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“Last year | asked Vice
President Gore to lead the
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Preventing Discrimination Based on Sexual Orientation

in June 1999, we unveiled # new guide 1o help Federal employees who believe
they have been discriminated against becatise of heir sexual onienwation.
Addressing Sexwal Orientavion Discrimination in Federal Civilian Emplaymm A
Guide te Employees Rights can be sccessed bn our websie at _
{www.opm.govferfaddress2/Guided Lhum},

Welfare-to-Work,

In 1997, the Presidene and Viee President launched their Federal Welfareoto-
Work Hiting Initiative and cafled on the Federal agencies 1o hire 10,000 welfare
recipients by yest 2000, Through 1999, the Federal Government has hired
17.80C former welfare recipients—far surpassing agenvies’ original commirments.
In addiion to participating as 2 Fedorad agency, OPM provides Governmentwide
program support through hiring zuthorities and training and mentoring modeds,
and by tacking the program’s succoss.

Solutions Conference

The Sehutions conference brings together 2 national sudience of sxecutives,
managers, and HR saaff 1o learn abour cunting-edpe initiatives in personne!
sanagement, staffing, human resource policy and equal employment opportuaic:
The second annual Solurions canference attracted more than 00 participanes in
May 1999, in an end of conference survey, 9% pereent of pardicipants gave the
canference an overall rating of good or excellent. e

16

P Strengthening our oversight of the merit system,

Oversighs of the merie system 5 1 continuing priority, and ¢ves more 20 in
today’s svolving HRM environment. In the past sevoral years we have
sigaificandy expanded our oversight and assistance 1o agencies 1o sasure the sine
merit system principdes are followed, in dtde 3 agencies, and in agencies rhat 21¢
exemspe from various portions of tite 3. We realize that agencies deal with
human resoerce issues in a varicty of ways, but we insist thae they ali provide for
fair and apen competitiog, trest emplovees efficiendly and fairdy, and adhere 10 the
other merit principles. Deregulation, delegation, and alwernavive peysonnel '
systems allow fleaibilicys the merit system principles provide consistency. * While
there ts 2 high level of compliance with these principles, we ke approprisee
action when we encounter viokdions.

Oversight Reviews, :

During FY 1999, we completed merit systern oversight ceviews of 15 agencies,
which included approximately 120 inswliadions. While the merit system remaing
strong, we discoversd several areas that required improvements and provided
recommendations or corrections for impraving HR practices. Agencies gave these
cvaluations high marks (averaging 4.78 on & 5.0 scale), based on such eriteria
the importance of the issues addressed wnd the osefulness of the findings, A
sigrificant portiun of the Federal workforee i covered by non-rraditional systeny
such as interchange agreements and alternative persoanel systems that are exempt
from various portions of title 5. United States Code. We are working more dosely
with these agencins, and reviewed fous of them during FY 1999,
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Delegated Examining Unit Assistance.

Io FY 1993, OPM delegated che authoriey 1o examine applicanes for Federal
jobs 10 agcnczc.s They conducr this work through Delegated Examining Unis
(DEUS), Aldhough examining is now decentralized, we ensure that the acrivity is
condusted in sccordance with law, regulations, and meric system principles
theough 4 formal DEU cerdfication program, and by providing zdvice and
assistapee in cheir operation. In FY 1999, we developed 2 new standardized DEU
certifieation program and revised the DEU operational handbook to make it
gasier w0 use. We also placed the handbook and other marerial on our website for
wider agency access {www.opragos/den). We mier our schedule for regular
recerfication visits, completing 86 DEU roviews. (ur findings indicate agencies
are, for the most part, conducting delegated examining work within the metit
syseem principles, and we provided assistance to correct the probleras we did find.

Accountability.

Agencies teed systems 1o help ﬁzcm assess how effectiveiy they are miag cheir
hurnan resourees, within the parametees of the merk principles. During FY 1999,
with the help of an interageney acconnubiliry task farce, we developed and issued
an HAM Accountabilizy Develppment Giuide as 2 ool for mansgers 1o use in
estabdiishing a viable accountability systom. {wwwiopm.goviaccount)

Merit Bystems Principles Questionnaire,

Fo further steengthen cur oversight program, we revised and improved this
questionnaire which is one of our primary diagnostic tools to assess employee and
managesial perception of the merit system in their agencies. The questionnain
was sigaificantly shortened and the questinns were reorganized sad refocused on
the sespondents’ immediate work unit 2nd cxperience. The aew guestionnaize
will support the next cycle of oversight ceviews.

Policy Studies.

Findings from oversighr reviews, analyses of personnel tends and the interests
af Congress and other stakeholders prompe special studies on 2 variery of HRM
issuzs. For cxample, in Bebrawry 1999, the Fosr Performers in Government: A
Queest for the True Story study indicared thae a redatively small propartion of the
1.8 million Federal employees can be termed “poor performers.” Later in the
year, Opporvunity Low: Opensess'in the Evployment Process revealed that agencies
failed 1o provide the required public notice for one-third of their job vacancies.

P Refocusing attention on continuous learning.

We are leading the Federal Government's iniriarive wo reinvigorare rraining and
develapment programs in order 10 promate lifelong learning and w ensure tha
vur workforce, 4t all levels, is prepared o mest the demands of the 21st Century,
As wvidenced by our accomplishments below, we ane taking concrete steps 1w make
this vision a readity,

The Learning Symposium: Building Warkforce Performance.

In Diecomber 1998, we marked our resurgence in human resource development
leadership by sponsoting The Learning Symposium: Buslding Warkfarce Porformance.
The Symposiuns uniquc design brought together human resouree developmens
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professionals with theie strzregic parmers in diverse occupations to diseuss and
learn about emesging issucs and technologies relared so improving workforee
pesfarmance,

Technolopy Task Force. . '
Executive Order 13111, signed by the President on January 12, 1999,

promotes a coardinated Federal effort o employ technslogy 1o provide more

fexible, sccessible and cost effective training opportunities o Federal employees.

The Executive Oxder created the President’s Federa! Training Technalogy (FTT)

- Task Force, chaired by the Dirccior of OPM, and prescribes specific steps o be

waken by Federal agencies to enhance employess’ training opportunities through

« the use of waining rechnology. The FTT Task Foree is developing

recommendadions on several issues, including: (1) cffective use of wechnology 1o
improve training opportunities for Fedesal Government employess, (2
establishing the criteria for sofoware modules thar will be asad w create coursewase
for the weehnology-based learning management syssems of the 2bst contuty. The
FTT Task Force also developed options and recommendarions for establishing a
Federal Individual Learning Account for Federal workers (see next buller for ful]
deseeiprion). i

tndividual Learning Accounts (fLA).

Ar'iLA is 2 base amount of resources expressed in tesms of dolkirs or hours, or
buth, thar are set aside for an individual employer 1o use for his or her learming
development. Accounts may be used 1o develop knowledge, skills, or abiliries that
dirertly relate to the employee’s officiad duries.  In conjunction with voluntser
agendies, we are xploring new ways for disoributing Federd training funds. The
LA initiative, in which agencies would pardcipate in pilot programs, ie 2 result of
recommendations from the FT'T Tusk Foree which were approved by dhe
President. In FY 1999, we conducted rescarch on private zad public seceor ILAs.
This rescarch formed dic basis of the reconmandations Fom she FT'T Task Foree,
A cross section of Goverrunens agencies and ernplovess sre parricipating in the
pilot programs. Twelve agencics are conducting 16 pilots that cover several
thousand employzes.

P Modernizing human resource information tachnology.

We azc working, internally and with the Human Resources Technolegy
Council (HRTC), on modemnizing Governmentwide systems 1o mzke human
resource information more useful and accessible for 2 broad range of uses,
including: merit system oversight reviews, thw processing of retirement
apphications, as well a5, planning and budgedng by the Office of Management and
Budger, the Whine House, the Congress, the General Accounting Office, other
Federal agencies, the media, and the public. We made significant progress in 2
nursher of areas in FY [99%:

Human Resources Data Network (HRDN}.

The HRTC Planning Commirtee approved & Vision and Coacepr of
Operations for a Gevernmentwide Human Resouroes Data Neswork (HRDN)L
Wher implemented, the HRDIN will significantly affece dhe elecirenic storage,
distribution, and access 1o human resources data throughous the Federal
Government.
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Self-Service Benefits.

Through the sncouragemens of the HETT, an increased number of agencies
are using self-service benefies selection systems (such s OFM’s Employee Express)
which ailow direct entry by emplovess, saving the rime aod resources of personnel
offices. Ako, the Data Hub waz made svailable to non-Employee Express®
agencics to submit FEMBP wansacrions dirertdy 1o the health carriers from dheis
intornal self-service benchies systems. x

. Central Personnel Data File {CPDF) Modernization.

Another pars of our HR modernization cfforts inclades upgrading the Cenrreal
Personned Dlata File (CPDF}, nur repasitary for pensonned data on maost Federal
civilian employees. The objective of this project s to acquire the dara more
efhciondy from agencics through enhanced clecrronic subsmission and to make the
data more zecessible o users. Although ehis s an FY 2000 project, initial woark
begant in FY 1999 o develop project plans and 1 piloc and west secure dacs
transfer protocols aver the larerses.

Retirement Systems Modernization [RSM}.

Out zentral srategy 10 meet our long-team customer service, financial
munageent, and business goals for the retirement program is Retirement Syseem
Modembxation {(REM}. The key clemens of RSM include: _agency, program
pasticipant, and OPM access (o checuonic informarion and services; streamlined
processes that reduce handling aid sewark at the agencies and OPM; tools 204
self-serviee oprions for program administrators and participants to facilitace
accurte and tmely customer service, benefies counseling and paymesy; and
improved employee withholding and reportng vo filitate must fund
management, During FY 1999, we built on the concepe of operations by
beginning 1o redesign the reticement program, the rechinology thae will support &,
and the organization that will administer iv. With this Famework, we also
developed a longeterm Capiral Agser Blan vhar describes the componenss and
seraregy for implementation, a5 well as the costs snd return on the invesemant
Finally, we idenzified and developed three “early win” prororypes thar will provide
resules immediarely, Two of these ~ a caleulator for FERS retirernents and a
benefirs boodder for retitees - have already been implemented.

> Sz,;pparting the family-friendly workplace.

The most competitive compaaies in the private secvor find dhat family-focused
programs help them atrace and retsin the bese and brightest workers, As the
demographics of the workforce continue to evolve, so do the expeciations and
needs of employess. Family-focused programs are essendal 1o helping our Federal
werkbaree balance the ever incrsasing demands of work and family Bife. We
continue to envourage the Federdd Government o be the model employes for
family-friendly programs by providing and promoding affordable child care
oprioss, alternative work schedules, family and medical leave, tefecommuning,
pare-sime employmess and job-sharing opportunities, and empleyer assistance

programas, )

Family-Friendly Workplace Advocacy Office (FFWAO).
The Faenily-Friendly Workplace Advocacy Office (FFWAQD), was opened on
March 1. 1999, as divected by Congress, 0 creare and foster a Bamily-focused
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work environment for Federal employees. The Office carried o and expanded
the mission of our Work and Family Program Center. FFWAQ assists Federal
employees and agencies in resolving problems with family-fricndly workplace
policies; identifics administrative or regulatory obstacles to implemienting family-
friendly policies and practices: and proposes regularory or kegislative changes where
needed, The FFWAOQ is the viwd link between the Federal Gavernment Burman
resoirces experts and managers and cmployees on work/life issues,

Interagency Family-Friendly Workplace Working Group.
We cstablished this interagency group in respanse to the President’s
memorandum of May 24,1999, “New Tools to Help Parenrs Balance Work and

. Family.” Wark/Life coordinators from over 65 agencies and three officials from

Federal emplayes umam artended: the first meeting we hosted on October 5,

1990, Gommmu:s are wnzimg on action plans o address varions issues.
wte 4-,‘3*

ra -

Extended Sick Leave 'for Family Care.
fn May 1999,.the President directed OPM 1o implemens a major change in
leave policy thar wauld allow Foderal workers 1o use up 10 12 weeks of scerned

-sick leave sach year 10 care for 2 family member with 2 serfous health condivion,

30 increasc from the current 13 days 2 year. We immedizccly began working with

“interested stakeholders o develop regulation to carry out the President’s directive,

‘and on February 9, 2000, -we issued the proposed reguia{mns w maim this policy

" change.

implementation of New Legislation Permitting Federsl Agem:es
ta Use Appropriated Funds for Child Care Costs.

. On Scprember 29, 1999, the President signed into law the Treasory and
General Government Appropriations Art that included 2 provision w persiit
Federal agencies to usc appropriated funds, otherwise availzbie for salaries and
expenses, for child care costs. The purpose of this legislation is to increase the
affordability of child cart for lower income Federal families. This s 3 ground-
breaking initiative for the Federal government, We conducred exvensive sestarch
with private sector companies, the Department of Defense Miliary Child Care
system, Federal agencies with child developmens cemers, the Federal employes
unions, and private sector providers, to develop regulations and sechnical
guidance. The proposed and finaf regulations have been sssued. The law
authorizes the expendituze of appropriared funds for only oae year undl
Seprember 29, 2000, Analysis of the ourcome of the first year’s implementation
will be used by Congress to determine whether ro continue this program,

Federal Child Care Summit.

Held in May 1999, this premier summit, Affordable. Quality Child Care: An
Ermployer Insue, fulfilled President Clinton’s directive vo host *..a nationwide
summit designed to showcase model public and private seceor sohutions w child
care ficeds.”  The summit brought together, for the first time, employes from
det public and private sector, unions, educarors and child development specialists,
and child care providers, who represenced the various child life seages aad child
care iniceests — 1o exchangz information on early childhood education, quality and
eoists, and safery. More than 250 arrendees participated in the Sumemit. The two
and one-half day Summit showcased some of the best examples of partnerships
and programs related co child cars 20d affordability in the country,
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Organ Donor Leave Act.

"Currently, more than 65,000 Americans are awaiting an organ rransplant. Last
year, almost 5,000 Americans died while waiting for an organ to become available,
This amounts to an average of 13 citizens cach day. In 1997, the Department of
Health and Human Services, in partnership with the Office of Personnel - ‘
Management,’ implicmented 2 Governmentwide campaign to encourage Federal
employees to consider organ donation. On September 24, 1999, the President
signed PL. 106-56, Organ Donor Leave Act, to increase the amoune of paid time
off allotted for Federal employees who serve as organ donors from 7 days o 30

"-days each calendar year. OPM helped draft chis new law that will enhance the
Federal Government's leadership role in encouraging organ donations by making it
- easier for Federal employees to become donors and become part of this hfc saving
i .cﬂ'ort o

- ._,Domestlc Violence. - R : : )
~ . In February 1999, we published a gmdc on Rﬂpondmg to Dome.mr Vakm:

- Where Federal Employees Can Find Help. This guide provides concrere advice for
the employees who are victims, for friends and co-workess, and for their
supervisars. - It also guides the supervisor through an array of resources and

}  ‘management tools thar can be brought to bear in a workplace violence situation.
" .The guidé has reccived widespread recognition, including an endersement from
'the Chairman of the joint Chicfs of Staff. + It complements our catlicr
, ;publications, including Dealing with Workplace Violence: A Guide for Agency
_ Planners, and Handling Traumatic Evenss: A Manager’s Guide. We also expanded
.our wébsite to include a section on Responding to Domestic Violence.
" (hup: waw opm. go\rfworkpladhunlfdomesuc.hun]-su}

Patients’ Bill of nghts (PBR).

Beginning our PBR initative in
1998, we took a collaboracive and
flexible approach thar recognized and
adapted 1o the different health
‘ carrier environments and délivery
_ systems chat characrerize the Federal
| Empiloyees Health Benefits Program
! (FEHBT). During FY 1999, our
| specific activities built upon the
! work we did in 1998 by requiring
I carriers 10 provide the continuity of
l care and access to medical records
|
|
|

President Ciinton and
Director Lachance
during Patients” Bill of
Rights Signing

)

ceremony.

protections outlined in the PBR, and
publishing final regulations thac
prohibit health plans from limiting
the disclosures physicians may make
10 patients regarding trearment {0 g _
options. In FY 1999, we addressed !
growing concerns about the quality of managed health care by completing the
implementacion of the Patients Bill of Rights across the entire FEHBP, which
covers almost nine million Federal employees, retirecs and their familics. Wesct a
standard for the nation and demonstrated the feasibility of providing these
protections to all Americans. Thus, we improved an already progressive health
benefits program by working in partnership with the health carriers and focusing
‘on the ultimate outcornes of patients tights rather than on process. Our efforts

haf
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insurance available to Federal employees and their qualified refarives.

have been recognized by the White House, the FEHBI health carriers, and
medical associations.

Long-Term Care Insurance.
The President made long-term care (LTC) one of his prioriries for improving

health care in the United States and has looked to OPM to serve as a model
employer by making sound LTC products avaitable to Federal employees and
retirees. We responded by working with staff and consuleants for the Depariment
of Health and Human Services to develop a legislative proposal to enable us to
contract for these products. Qur proposal for a LTC program was introduced in
the Congress in January 1999, Several alernative proposals were introduced and
we are now working with the Congress to develop consensus. Upon enacement of
this important legislation, we will develop the necessary implementing regulations,
begin an educational initiative for the affected population, and make LTC

-—

1
1
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P> Building collabofative leor-management relations.

In 1993, the Prcsndcm s:gncd Exocuuvc Order 12871, and cilled for the
creation of labor-management partnership councils throughout the Executive
branch. It also created the National Partnership Council, chaired by the Director:
of OPM. We continue to promote building collaborative labor-management
relations and lead the Government in 1mprov1ng operations by helping agencies
work effectively with Federal labor organizations. We also regularly consulr ac the
national level with labor organizations, agency managers and labor relations
officials in the development of human resource policy and on Government rules,
regulations, and binding directives affecting 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 their discussions addressing labor-management
partnership. These discussions culminated in the President issuing a
memorandum on October 28, 1999, reaffirming his commitment to partnership
and establishing a series of next-steps for agencies and their unions. The President
called on Federal agencies to develop a plan with their unions for implementing
his memorandum and Executive Order 12871. He also dirccted agencies to report

_ on the nature and extent of their efforts to achieve the goals established by the

memorandum and the Executive Oreder 12871, 1

National Partnership Council.
‘T'he National Partnership Council, which is chaired by the Director of OPM,

suceessfully accomplished all of the goals it set our in its 1999 Strategic Plan. We
continue to oversee the National Partnership Council’s Research Project, the most
comprehensive study yet attempted to measure the growth and development of
parcncrship at several differenc Federal agencies. The Council’s findings and a
final report are expected in 2000. We also worked with the Natienal Parenership
Council to sponsor two Skills-Building Workshops in 1999, in an effort 1o link
unions and agencies with the skills and rools they need to make effective
parwnerships a realicy.
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. external reviews and andins bave identified internial and management conteol

John N, Sturdivant National Partnership Awards.

in Seprember 1999, we presented the John N, Sturdivant National Partnership
Awaed 1o six labor-management coams For their successful efforts at improving
Government setvice and saving wx dollars. By honoring the hard work of these
labor-managemens parmeships, the Coundil helieves it will miptivare others 1o use
the pasinership spproach © schieve a berrer Government,

Durector Lachance presents
a john N. Sturdivant
Malicnal Partaership Award
during & Seplember 1999
£eremony &1 OPM.

Alternative Dispute Resolution {ADR).

. In FY 1999, we presented the first-ever OPM Director's Awards for
Quueanding ADR Programs, Sevsn awards were presented at 2 coremaony held In
Juiy 1299, showessing ausstanding ADR programs across the Government which
had sstablished non-radisional approaches to settle labor-management differences,
thershy: precluding costly, Formal adninBerative procedures and reduced
productivity bvases common in Hidgateon, We alse updated and expanded our
publication, Alfermanpe Dispuze Resolution: A Bespurce Gaetde in July 1999

P Improving financial management.

We are comemined 1o continuous improvement in all of our financial management
aperations, systems, policies and procedures. Over the past few years, inmermal and

weakniesses it our financial administrative and erust fund arcas. We streagthened our
managernent of our administrative and trust fund (eectiremenst, health beaeiss, and
life insurance) financial management systems during FY 1999, Our Staregic and FY
1999 Performance Plans included several goals that reflect the nportance we place in
resolving these management chalienges.

1)The FY 1998 financial starements for the employee benefic programs received
unqualified audic spinions for che firse time, and maost material weaknesses in
management and intesnal controls in their related financial systems were sicher
¢losed o downgraded to reportable conditions. Fer F¥ 1399, we seceived an
urigualified audit opinion on all the employee benefit trust funds’ financial
statements~all tnulti-billien dollar programs.

2)%7e made significam progress toward resobving the maserial weaknesses identified
ins cur adminiscrative systems. While we have not fully resolved these weaknesses, the
Office of the Inspector Genenal's audit repore noted the progress we made in a
number of key aress. We will continue to work on these as planned in FY 2060

35We implemented a new transaction-based financial system for the rerirement,
heaich banefirs and life insurance programs.
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Qur customers said they
weref well-served in
:ime?z'ness and fairness of
paymems and in the clarity
and, Accuracy of
information we pravided
thenm.

o ———

g

OPM beld its firer
Straregic Leadership
Surimir March 9 and 10,
199) This meering of all
OF’M SUPETVISOTS, MANALers,
and executives was designed
L0 IMPTOVE COMMURICALIONS
across OPM and our ability
to implement our Strategic
and annual plans.

B

of

Maintained and smmmed

In addirion to the priorities we established at the beginning of rhe year, we of
course continued to work on angoing rsponsibilities, and responded 1o new
peiorities established by the Administeation, This section describes some of the
bighlights in these areas, 25 wcﬂ as key mmphshmcnts in our internal |
OpErAions, - ) i

Serving Federal Retirees.

Customer satisfacrion with the processing of revirement md survivor hmcﬁ(

.¢hainms, a5 measured by owr annual satisfacrion surveys. semained high during

1999, These resulis were confirmed independently by the Amerdean &mamer
Satisfacsion Index {ACSE, an econometric index ereated by the Umvtmry of . % .
Michigan that has been used by the private secror to measare customer samfzman :
sinice 1994, Retirement Program annuitans, who iza:i » zmsmwa wzt}un zhc

past year, wers asked questions sbour: L e - :
K e +
» . mmﬂ sausfacuon w:th samtcr*é," o e W o ;
T .u—“-s“‘ o W L ’
» um::lmcss of | paym u;:? Fa l’“‘a 5« ?;,a“:‘u .
AL b “‘:ﬁ -~ e 5
', " faleness ofbencﬁrsw‘ﬂ'w" % TR

* A

» mzhlin}a cia.nry. aczcumcy of mformatmn
» - caseof usc aud convehiesce of the welécommuniition sysrtm .?. .

_;,M‘_i" ‘2¢‘ ;‘A' Lo o wt .
» - dmeliaess af mpommmz;mrws ! , .

@mmmg&wésmmﬁimﬁ?& on a scale efﬁ 100 pomts 2
sore that is 3 points above the oversll ACS] e wincizwpnmmlymadcup of
pivate secvor companics — of 72, §t 18 2o & paing above the natonal average
for public sector, organirations. Further, 64 percent of the survey respondents said
thak they were more sadsfied with our services thas they were two yoars 280, -

Qur customers said they were welbserved in tdmeliness and Gimessof
payments and in the dlarity and accuney of inforeation we provided them. In
addirion, we received high marks from castomers on the umeliness of tesponses o
inquiries, Customers did, howews, sey we could improve aecess 1o information,
make our roll-free telephone system casiar to use and more convenicens, md
nprove how wehandle complamts '

OPM Strategic Leadership Summit.

OPM held its first Serategic Leadership Summic Mareh 9 and 10, 1999. This
meeting of all OPM sopervisors, managers, and execurives was designed to
improve commupications acrost OPM and our ability vo implement our Strategic
and annust plans, The 1999 Summit featsured workshops on cach of OPM’s four
external strategic goals and on its invernally focused ffth steategic goal.  Four
inrarnal areas were targered for follow-up action - supervisary training and
guidance, informadon shasing, soreamlined suffing, and pacenenship. A seties of
intzrnal imsprovement action plans were doveloped and shared throughout the year
Feedback from the 1999 Sumimit attendees abimst the value of this meeting made
it clear char it should become a regular event, and the second Summit was planned
for March ﬂf 20464, - .

. L
Y2K Readiness. . LR

The Office of Personnel Managr:mms was Fully prepared for YZZ(. Wc .
achieved 100 percent Y2K compliance for our mission-critical systems before the
Governmentwide target date of March 31, 1999, We aso tested and verified our
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systems and demonstrated the readiness of our three High Impact Programs;
Federal Retircment, Federal Employees Health Benefits, and Federal Employees’
Group Life Insurance, well prior to the end of 1999, by conducting end-to-end
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 reported
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 that were found were quickly fixed prior to the return of the full
workforce on January 3rd.

OPM'’s 10-Point Hispanic Hiring Plan.

Based on the Governmentwide 9-Point plan, OI'M developed its own internal
Hispanic Employment plan — called the -10-Point plan — to improve the
recruitment and development of Hispanics in the OPM workforce.  Our plan

'cncouraged OPM managers to recruit widely at all grade levels; nurtured our

academic relationships with institutions who are part of the Hispanic Association -
of Colleges and Universities (HACU); established an agency internship program;’
designared Hispanic Employment Program Managers to oversee and implement
our efforts; and raised awareness among OPM supervisors of their responsibilities
in ensuring a diverse workforce. We have increased our. Hispanic representation in
our carcer SES staff from 2.6 percent in 1998 t0.10.5 percent in July 1999,

Welfare-to-Work.
As a participant in the Welfare-to-Work Hiring Initiative, we have hired 57
former welfare recipients—more than double our hiring commitment of 25.

Combined Federal Campaign (CFC).

OPM oversees the Combined Federal Campaign (CFC) annual fund-raising
drive—the largest workplace chatity drive conducted in the wotld. 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 campaign has
experienced steady increases 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 ewenty-cight FEBs around the country. The
Federal Executive Boards are interagency organizations that provide
communication and coordination among local member agencies, FEBs develop
partnerships with other public agencies at the Federal, State and local fevels. In

FY 1999, FEB contributions included:
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working with local agencies to uprdare emergency preparedness and :
response procedures, some specific to nararal disasters and wiyoriam;
» facificating the donadon of thousands of excess Governnment compurers
and printers o local schools and ron-profit groups:
> developing Alternative Dispute Resolurion (ADR) consortiumg o avert

possitle fitigation macten saving raxpayer dollars: .

*  sponsoring Intersgency tmining oppornunitics o reduce single agency
offors and saving addidonal nupayer dollars; and

w Hilling 2 critical tole In the implomentation of die Combined Pcécmi
- Campaign nationwide,

Lo L ey e

P> Quality of Performance Data : K

Like sl agencies, we are continuing to focus on the quality mti relizbility of the
‘measires used (o st and assess progress roward our geals. We emphasize fz}rmsl_
quancifizhle methods for evaluating vur sffecriveness in sccorplishing our

-phjeerives. W rhase rneasures based oo 1) cost-effectiveness; 23 availabilioy; 3}
| - reliabifity and validity; and 4) mezningfulness to stakeholders. Our evaluation

program emphasizes balanced, multiple measures that inglude effectivencss,
.meliness, cost and customer satistaction, Some examples of program measures

" inglude the balanced scorecard usod 10 assess ‘oversight reviews, usage sadstics for
- informuation sites such as USAJOBS, increases in number of agencies pmnd.mg

Samily-friendly Baxibifides, customer sarisfacuon from job seekers and anaubrants,

doeliness of pew policy issuances. ard financial ngx from Governmentwide

‘progrums.., N N
In addition 1o the pwgram specific measurement information, we conduct wo

‘nationwide surveys periodically that enablc us t rack our impatt over tine, The
OPM Customer Satisfaction Survey is given to two impartans groups of Customers:
all agency Human Resources (HR) directors: and a Governmenrwide random
sample of HR specialists. The survey includes questions abeut our policy
leadeechip, sechuical assistance, infarmarion sharing, and service and product
satings.  The frst survey was given in 1998 and provided 2 baseline from which
olir progress oo be tracked,

In 1999, we updated the survey 10 include guestions shout sur aswes
initiatives and products and made a considerable effort 1o mprove the response
rare from 1998, For FY 1999, we did achicve a higher confidence level in the dara
from the HK specialises, by increasing our sample size. This increased sample size
provided us with confidence kevel for reporting results of plus ot minus two
percentage poins, a8 95 pereent confidence. Unfortunately, even thoagh more
than 50 percent of the HR Directors responded 1o our survey. the small overall
papuliatian meant dhat we could not rely on the resules with confidence, We
therefore biad ro repore diat no dacs were available for 2 sumber of key indicators,
We were disappointed thae the specific actions we ook v BY 1999 10 increase
response rates on both surveys did not result in such increases. We are reassessing
out survey program for FY 2000, considering such options as changing the time
periond for survey administration, administering the suevey only every two years to
aveid survey “facigue.” moving 1o an dectronic survey method, shorening the
guestonnatre for the HR Directors, and using a struciured questionnzire over the
welephons 1o 2 smaller sample of respondencs.
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The Mevit System Frinciples Questionnaire (MSP(Y is dseribured to 2
narionwide random sample of Federal employres in the last quarter of the yeas
with results timed to be used in oversight reviews duting the subsequent year.
This questionnaire includes questions an the perception of merit pringiples and
huraan cources management {HRM) effectiveness. inchuding effuctive use of
employees.  OPM program offices use the rmealts as surrogate mzasares of certain
abjectives and as indicators of needed improvements in policy. Howeer, because
the MSPL3 wes nor designed for measuring performance, recules must be
supported by relared objective data from ather sources o provide a complere
picture of performance resules. The FY 2000 survey {given in late 1999) was
;igniﬁmndy shortened and the questions were reorganized and refocused on the
respandenty’ immediate work unit and experience, . As a results of these changes,

“we could not compare the resubts of this survey to prier year dera. Therefore,

several key indicators In this report wre listed as baving no data. The daes from the
* new survey will be reported-as the baseline in next year's performance report, and

" will be wsed to rack performance over the following four yeans.  Aldwugh this

was 3 significant los of duwa for che FY 1999 repory, the changes in the sureey will
result in improved teeasurement in the Riure,

' . .
4 i i

P Program:| Evaluatwn

We conducy mrgcwd program cviluations, borh mtcmai and cm:rnai on
specific program seess to meatues o1 results and provide informarion for our
serategic planning activities. . Program evahuaton activities are pamarily conduced
within the approprase program offices and are supplemented by cvaluations
conducred by external cantractors when necesmary. In addidion, our Office of
Merit Systesns Qversight and Effectiveness (OMSOE) conducts special studies on
contempurary, crosscutting HRM issues, Qur Office of the Inspecrar General abso
conducts perivdic evalution snidies and andis of our programs which provide an
additional source of internal feedback, We also 1se repores praduced by exrernal
organizations such as the General Accounting Office, the Menit Systems
Prosection Board, the National Partnership tor Reinventing Government, the
National Academy of Public Administrazion and the groups that audis our frust
funds. Examples of cvaluadon reports, their resulss, and the actions we wok are
iisied below,
»  Poor Performers in Government: A Quest ﬁ:r the True Story (OMSQE.
January 1999) and Fedrral Supervisors and Poor Performers (MSPB, July
19499} indicated that only abowr 3.7% of employees are rared as true poor

< performers by their supervisors, b that supervisors did need additional
guidancs o deal effectively with this shuation. As 3 result, we produced
addivional materials and ook, including s CD ROM, o assisr supervisors
with this management challenge.

W, Opporeunity Lost: Opennest in the Employmens Provess {GMSOE, Apnil
1999} indicared chat nearhy nne shird of fobs oxamined did nor have
adequate public notice,” As a resule we provided additioral guidance
materials to 2gencies and made Umprovements in the USAJOBS website.

W Year 2000 Compuring Chalienge: OPM Has Made Progress on Business
Comtinuity Planning (GAO, May 1999} reported that OPM was
progressing well on implemendag its business acrivity planning strategy,
bt suggeseed some addidonal actices to assess risk and prepase
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contingency plans. In response, (IPM rook acrions o addross these
concerns, and GAO noted the improvements in eheir final eepore.

»  Report on Audit of the Office of Personnel Management’s Fiscal Year 1998
Rrvolving Fund and Salaries and Expenses Avcounts Finwicial Staremenss
{Office of the Inspector General, February 1999) acknowledged
improvemens in several areas and also provided management wich
recommendations which aided us in developing specific actions o resolve
several marerial weaknesses.

-

conclusion .

QOPM, like other agencies. can point to rexl change sl improvement inour ™
strategic planning and resuits measurement process bacause of the Government®
Performance and Results Act. *We were pleased to be recognized as one of the first
agengies to dircetly link our Congressional Badget Justification and Annual
Performance Plan. We found that our fiest five-year Strazegic Plan served as 2
useful framework for our annual planning, bur we also learned that we needed
berter focus on our priorities and carify our intended outcomes. Our revised

+Serategic Plan - currendy being reviewed by.all of our stakeholders — reflects these
improvements. We also recognize that we face many of the same problems as

other Federal agencies in defining cost-effective, realistic measures for many of our
. programs, and that we must do more o ensure that the datz we collecr are :

availahle and reliable. We welcome these challenges, and will continue o use the
Results Act to improve our performance and that of human sespurces management
across the Goverament. Our combined efforn will resude in g Gmmcm that
wirtks bester and costs bess.

W are also proud of the accomplishmenn described in this report o icad
steategic human resources managemnent. How we lead the Federal Government
through this dme of change will mean the difforonce borween success and failure
in making our Government more customer-focused and results-oriented.
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