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INTRODUCTION 


STRATEGIC PLAN 

This strategic plan describes the future direction of the United States Office ofPersonnel 
M'!'!'mement (OPM). It states our mission, vision, and values and defines our goals and 
objp:;tives. Our plan starts with a summary ofour recent history since strategic planning began at 
OPM four yesrs ago. 

Although this plan focuses on OPM's core functions, our human resources operations, services. . ' 
oversight, and policy functions would not be possible without the integrated support of the OPM 
staff offices. These include the Offices of: the Chief Financial Officer, the General Counsel, 
Congressional Relations, COnunurucatiOfiS, Hwnan,Resources and EEO, Information 
Technology~ and Contracting and Administrative Senrices. In addition, the Officc'ofthe 

:'::'_-:-:*:lrispeclor General conducts.independent,audits,evaluations ana investigations to determine the 
efficiency and dfectiveness ofOPM programs. 

-_. 
RELATIONSIllP OF STRATEGIC PLAN GOALS AND OBJECI1VES 

TO ANNUAL PERFORMANCE PLAN 

Each year as part of the President's annual budget submission, OPM will present its Annual 
-====:P.~ert:ormance Plan, which will link specific yearly activities and initiatives to the long-term goals 

and objectives identified in the Strategic Plan. The Annual Performance Plan will also describe 
,. ,.....,." .. =,=sp~£tfic performance measures and.incremental perfonnance improvements eXpected for long~ 

··········-·-~termwobjectives. Progress towards tarSets set in this Strategic Plan and described in the How We 
_=~M,=<;:as",ure Our Success section for each strategic goal v.ill translate to appropriate annual 

~ '.; ;:::~:perfo'nnance ~oars an~ activity"inilestones jn'ili~ Annual Pcrfonnance Plan, 

The Program Evaluation section ofthls Strategic Plan 'provides additional infonnation regarding 
evaluation agendas, schedules, and program-specific measures that further link this Strategic Plan 
and the Annual Performance Plan. . 

M'---"': __• .;.." ...._____.-:--:.=:::__ :..~:.. ".===========::';''-... 
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WHO WE ARE ANIi WHAT WE DO 

The Office ofPersonnel Management (OPM) is the President's agent and advisor for operating 
and continuously improving the Govenunent's system ofhuman resource management 

The President leads a workforce ofroughly 1.4 million' uniformed military personnel, 0.8 million, 
~ -'"'postal:workers, and another 1.8 million civilian employees.· Agency heads, officers, and line . : 

managers supervise these civil servants as they work to serve the public and accomplish missions 
~ ,were established by law. ' 

.	~~'ii:managers want to recruit, examine,.investigate, hire, fire, train, reward, prom~tc, reassi~, . 
evaluate, or take any other personnef a:~tion:'th~y m~st he able to rely on personnel professio~s 
who have the knowledge and tools to get things done the best way. OPM, in tum, provides the, . 
needed infonnation, tools, and advice to civilian personnel professionals. As a partner with . 
agencies, OPM also works to keep managers better informed about developments in human 
resource management. 

Managers need advice in human resource management to be sure they are doing the right thing 
and are complying with the Merit Principles. All employers are subject to certain employment 
laws and to their own company policies. In the Federal Govenunent this is particularly' true. 
Over the years many laws have adopted developments in private sector personnel practices and' 
reflected a'continuing public interest in fairness and efficiency for the civil service. Part of tile 
responsibility of the President 'and of OPM is to admiIllster a civil service merit system that 
ensures compliance with personnel laws and regulations. Merit principles ensure that Federal 
agencies invest taxpayers' money only in employees w,ho are most likely to do a good job, and 
that they base hiring, pay, promotions, and reductions in force on a process that is objective, job­
related, and fair. 

In carrying out its functions, OPM relies heavily on its "critical mass" of expert staff, broadly' 
applied cutting-edge teclmology, and unique Govemmentwide information systems. It operates 

·'-::::::tlifoug1i-a~close:partnership.with-agencies"particularly.-in_considering and resolving issues 
through the Interagency Advisory Group of Federal Personnel Directors, and in consultation with 
the President's Management Council. 

More Specifically, the Office of Personnel Management: 

Helps Set Personnel Rules with Agencies' Involvement. Personne1laws usually require OPM 
to issue implementing regulations. Where there is legal flexibility, OPM strives for an approach 
that best helps agencies accomplish their missions, relying heavily on advice from those 
agencies. 'One ofOPM's objectives is to make sure that its regulations and oversight activity 

.ke~p agencies in compliance with'law, but also keep managers from bogging down in 
unn~cessary and counterproductive red tape. OPM acts as a partner with the Office of 
Management and Budget in reviewing legislative proposals affecting htunaq resource 
management ~d in proposing legislative and executive initi~tives to the President after 
consulting with agencies. OPM participates in litigation before courts and administrative 
adjudicatory bodies on significarifissues of civil service law. 
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Protects tb. Merit System and Vderaos' RighI! through Ov....ight. OPM assesses 

agencies! effectiveness in personnel management at the Govemmentwide, agency. and 

installation levels. The infonnation gathered is used for policy development, and for ensuring 

compliance "ith both the Merit Principles and personnel laws and regulations. Data gathered by 

OPM enhances agency capability for self-evaluation, and assists agendes in operating personnel 

programs that effectively support accomplishment of their primary missions. OPM also certifies 

agency delegated' examining ~ts and evaluates their compliance; and evaluates personnel 

systeffij'(iutside'th'e competitive serviCe to determine whether their adherence to Merit Principles 

'wiurants'an'agrecment to allow the interchange ofemployee, between these systems and the 

competitive service ,,;thout, further examination. Veterans' rights are an:integral part of the 

merit-based personnel system that OPM safeguards. ' 


Hii'~;'A.gen.cies Recruit Instantly and NatioDwide. On behalfofall agencies, OPM_ 

administers a Govemmentwide~ computerized listing ofall job vacancies in the competitive' , 

service currently open to outSide applicants. plus many vacancies that are outside the competitive 

service. This allows agencies to quickJy reach 8. witie range of potentiaJ. employees and provides , 

for open competition from all 'segments of society. Job seekers find it easy to learn about job 


_openings 24 hours a day, 7 days a.week, through the Internet, touch-screen kiosks in agencies, 

and by telephone,· .._,. '.,-, 


,:. 
~ 

'-Supports Agcnties·in-Mcrit-Based,Examiniog,and.Hiring_ Roughly three-fourths of non· , 
Postal civil servants are in the competitive service, which means their selection is guided by the. 

Merit Principles and hiring and'retention procedures administered by OPM. These procedures ," 


are based on the principle that use ofva1id, objective procedures wiU result in a more highly 
 ~ ,qualified workforce. il 
" , 

Civil rights Jaws and Federal personnel laws also require that selection methods be job-related 
" 

,, and ensure that all receive equal opportunity. Personne~ laws also give selection preference to , 
certain veterans, based Oil their service.. OPM's tcam ofpsychologists continues to develop a 

,
,,

wide. range of a.ssessment instruments for agencies' use. OPM provides examining policy advice 
and assistance, as well as direct reimb~ble services"toagenciesfor-exaIDinatioiideveJopment '; 

I 

·-and,processing..- -:, ~. ~ --:-:~: ~:..:_ .,~__., 
.. 

, Supports Agencies in Workforce Restructuring: The FedefaJ Government is in a period of 
, 
'I,

"profoun4~<:hl.IDg~;sJrivcn py !!le:forp~s <!f i~prove~~mru.:agement and reduced budgets. Agencies 

nre re~ponding through workforce restructuring, involving often significant organizational 

redesign as well as staffdownsizing. OPM works closely with agencies to ensure they can 


Ieffectively restructure while maintaining 'needed skills, quality, and diversity in the workforce. I 
OPM', expert staff set policy, provide guidance, and administer 'the Federal programs for ! 
reductions in force (RIF), separation incentives, and early retirement. and provide,advice on i 
internal reorganization and career transition initiatives.' OPM also provides direct reimbursable 
services in these areas. . i 

j 
3 9130/97 I 

I , 

I 



Provides for PersonnellnvestigatioDs. OPM sets Govemmentwide investigations policy for 

the Federal personnel security progrsm and cames out on·site inspecliorul to make sure agencies 

are following established policies. OPM also provides, on a reimbursable basis, through • 

contractor, personnel investigations relating to suitability and security. 


Promotes Executive Leadership for a ResuJts~Orien1ed Government. OPM fosters the 
development, SI,leetion, and management ofFederal executives and candidates who an: stmna •.': . 
leaders and change'agents with the expertiseandskills required to transform Government' Thill' 
incluaes providing executive and management development programs·mid services through three 
interagency residcnthil. centers: the Federal Executive Institute in CharlottesviIl~, VA, and 
M~ge!l'ent Development Centers in Lancaster, PA (schcduled to relocate to ShepherdatOWD, 
WV,in 1998);and Denver, CO. 

Operates the N.linn'sl,argest Retirement Program,. OPM administers the Civil Service 

Retirement System (CSRS) and the Federal Employees' Retirement System (FERS), which 

together cover more than 5 million active and retired Federal employees from all agencies and 

disbuise more than $40 biUion earn year in earned retirement benefits. ' 


Manages Employee' Health and Life Insurance Programs. OPM sets the standards for, 

c'ontracts with, and oversees the'performari~ ofbenefifproviders under the Federal EmpJoyees 

Group Life Insuranee and the Federal Employees Health Benefit.' (FEHB) programs. '!'hese 


~.hjgNy.Legt!fd~~~p.r2gram~~erv~l!!..0re.!!J~~ .~Q.IPmi~~LC}tS12msr~J~ctj~ Federal e~ployees, 
retirees~ and covered family members) in all agencies. 

Pnwidcs tbe System r~r St:tting Federal Compensation. In setting compensation. the . 
Government does what most other large employers do, Agencies look at the duties ofajobto 
detennine the right occupation and-Ievel'(job classification); refer to documentation of what other 
employers pay for that work,. the relative value of the work within the organization, and what the 

_agency is able 10 pay (the pay scale); and then adjust pay over time, based on the employee" 
contribution: OI'M does the research and sets the standards for classifYing jobs; and participates 
with:others.in,~~tabJ~~llj!1g th~ p~y'scales'fot~~~JY ,o(p,ay.sy.~~~1 ~hlch-are adjusted to 
account'fof, liiborYnar1\~~ ',and to 'address ]ecruitni't;:nt' at1(rf~teh~ion'problems.-·Similarly, to 
recru~tan~Lre~in 1he)~st and the brightest, it develops benefits packages, incJuding leave, 

. insurance, and retirement that not only seek to match value With those of the non~Federal sector~ 


but are also structured as national models for other employers. 


Provide. Tools for Effective Employee Performance Management. OPM has a leaderSbip 
role in promoting effective pcrfonnance management and ensuring that individual accOuntability' 
is established and maintained throughout the Federal workforce. OPM sets guidelines for 
evaluating, developin~ and rewarding employee perfonnance that leaves agencies free to design 
and-use appraisal, training, and awards approaches that suit them best. It also provides models 
and technical assistance for planning, measuring, developing, and rewarding performance at the 
individual t group. and organizalionalleveJs. In addjtion~ OPM provides agencies and managers 
with guidance and assistance about bow to identify and correci performance problems in 

"acCordance with requirements to assure that employ..s are treate~ fairly. 

4 9130197 

. t._ 



Take. tbe Lead In Government Labor and Employee Relations. OPM is an advisor and 
consuluint to agency officials in developing effective ltibor~rnanagement relations, employee 
relatiorri; practices: and family«friendly workploces to he1p agencie~ accomplish their missions 
and develop effective agency policies in these areas. OPM is the single clearinghouse for 
Govemmentwide infonnation on best practices, innovatioDS t data trends and other information 
on Fedemllabe,...management and employee relations. OPM leads the Government,in improving 
operations by helping agencies work effectively with Federal laber organizations that represent , 
1.1 million' Fedefa! employees. OPM consults with laber organizations and agency managers and 
Jabor.relations offiCials'on"Govemmentwide rules~ regulations;-and-dir.cctives affecting. 
conditions of employment. In cooperation v.ith the NatiofU!l Partnership Council, OPM 
champions'eonabotative labor~manageinent relationships that promote improved performance, 
resultS, and serVice to the public. In addition, OPM provides leadership for agency employee 
rCliitions' activities thal.cover employee discipline, employee assistance, employee health. and 
work and family programs. 

Takes tbe Lead in Governmeotwlde Automatip:D of Human Resources Management 

Systems. OPM has a leadership interest in ensuring that agencies are able to make the best and' 

most cost~effective use ofautomation to achieve human resource management objectives. To 

fulfill th!,role;OPM leads the interagency Human Resources Technology Council, which is 

resp~nsible for crafting a long-tenn strategic vislon and goals for human resource management 

GQvernmei1t\Viae~particularIY'as'it relies'on"autQmation to'accomplish those goals. The Council 

promotes cooperatively developed systems and operations to, solve: common problems and 

prevent costly duplication ofefforts, as encouraged by the Clinger-Cohen Act of 1996. 


Manages a Comprehensive Workforce Information System. OPM sets the standards for 

information that goes into employees' Offil;:ial Personnel Foiders at agencies, retains ownership ,
,
ofthose records, and provides instructions for release of personnel data under the Freedom of 
InformalionAetand the,Privaey,Act, - .•. , - ­

It also collects and electronically maintains employee data in a Central "Personnel Data File to 
support and improve Federal personnel management decision making, In addition, OPM is 
required by law to gather. anal:r7e, and maintain statistical data on the diversity ofthe Federal 
workforce, and to prepare evaluation reports to Congress. 

Seeks Improvement tbrougb Demonstration Projects. - OPM works with other Federal 
a.gencies on demonstration projects to explore potential i~provements in personnel 
systems and better and simpler ways to manage Federal personnel. It also conducts studies and 
avails itselfofothers' research in human resource management 

• 
,WHERE WE GET OUR MISSION -

The President hIlS authority, provided by the Constitution and by specific I.ws, to oversee the 
personnel ma.nagement functions of the Executive branch and ofagenci~ outside the ExeCutive 
branch that employ persons in the competitive service. By law (5 U.S.C. 1104), "the President , , 
may delegate, in whole or in part. authority for personnel management functions, including 

5 ~1l0197 
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authority for competitive ~xami~ations. to the Director of the Office of Personnel Mana.gement.~ 
That law also provides that the Director of OPM may delegate some or most of those ,functions to • 
agencies and establish stAndards for their conduct Other laws have given additional personnel ' 
management authority directlY to the Director of OPM. 

For nearly 100 years, the United States Civil Service Commission consistently evolved in a Way 
that would strengthen its use as a to01 for the President in improving the management of the· ' 

,EJi";;;;tiv';-branch:-hi 1978~ thiCivil Service Ri:fomlACt of 1978'Coritiliuedthafevolution by , 
tiansfemng personnel management responsibilities to a new Office of Personnel Management 
that v!as more directly accountable to the President. Implementing that change were Executive 
Ord~r 12107 ofDecember 28,1978, and Reorganization Plan No.2 of 1978 (5 U.S.C. app.), 

_~el'~veJanuary 1,1979. 

The immediate incentive for the Civil Service Act of 1883, which established the Civil Service 
·Commission in the ftrst place, was to end scandals over giving Govemmentjobs (and taxpayers" 

. money) as rewards for political s:ervice. But a major goal even back then was to improve the 
quality of the Nation's civil service. Other countries had already established high qnalily 

-benclil1iifrkS by hiring civil servants on the 'basis ofmerit, often detennined by education or a 
v.,itten test 

Folio~ing the Civil Service Act, many'other laws embraced oevelopments in'private sector 
personnel practices and showed a continuing pubiic interest hi fairness and efficiency for the civil 
service. A partial listing of those laws gives some sense of the range of OPM~s responsibilitiC$~ 
Retirement Act (1920), Classification Acts (1923, 1949), Veterans' Preference Act (1944, 
including procedures for redUctions in force and adverse actions. and establishing It ~e of3- to 
limit hiring only to top candidates); Annual and Sick Leave Act (1951), Incentive Awards Act 
(1954), Group Life Insurance Act (1954), Government Employee Training Act (1958), Health 

~BenefitS-ACr(1959);FederaISalaryReform-Act(1962); Civil Rights-Act (1964); Federal 
Employee Pay Comparability Acts (1970, 1990), Intergovermnental Personnel Act (1971). Equal 

-Employment Opportunity Act (1972), Civil,Service,RefonnAct (1978). Social Security Reform 
'Act (1983). Federal Employees Retirement System Act (1986), Whistle Blower Protection Act 
'(1989), FamilY-.iidt'!edicaJ Leave Act (1993), and continuing provisions placed in annual 
appropriations acts. 

-Presidents have aJso.jssued·key·Executive orders on personnel·maners~ such as those broadening: 
the scope of the competitive service and estabHshing personnel offices in departmen1s and 
agencies (E.O. 7916. 1938); permitting collective bargaining (E.O. 10988, 1962); setting out 
rightsand resporu;ibilities in cQllective bargaining (E.O. 1l491. 1969); establishing I.bar­
management partnerships (E.O. 12871, 1993); and establishing tbe personnel security, program 
(E.O.I0450! 1953)., 

,All (l'fthese lawsOiiif executlveiifders ex~licitly support the' activities 'deseribed earlier under 
··i!'hQ'W. Are and What We Do," In the aggregate, they give us responsibility to serve the puhli<: 
by providing human resource mMagement leadership and high-quality services based on merit 
principles. in partnership with Federal agencies and employees. 
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Altho core ofFedernl persOlmellaw are these merit system principles, found in 5 U.S.C. 
2301 (b): 

(l) 	 Recruitment should be from qualified individuals from appropriate sources in an 
endeavor fO achieve a workforce /rom all segments ofsociety. and selection and 
advancement should be determined solely on the basis ofrelative ability, knowledge, 
and skills.,after fair and oPen competition which assures that,Qll receive equal .. ~ '! 

opportunity. _ •• ._~_ • . r· 

(2) 	 All employees and applicant. for employment should receive fair and equitable 
treatment in all aspects a/personnel management withou.t regard to political 

..
.' 

' ."uffilialion.-.race, fDioT,-religion,·nationa/.origin. se~, marital slaJUS, age, or 
handicapping conditiOn, and with proper regardfor their privacy and constitutional 
rights. 

(3) 	. Equal pay should be provldedfor work ofequal value, with appropriate 
consideration o/both national and local rates paid by employers in the privale·$ector.~ 
and appropriate incentives l:md recognition' should be provided for excellence ;n 
performance. ' 

(4) 	 Ali emPloYees should maintain high standards oflil1egrlty, conduct, and concern for 
the public interest. 

(S) 	 The Federal work force should be used efficiently and effectively. 

(6) 	 Emplayees should b. retained on the basis ofthe adequacy oftheir performance, 
___ -2')J!J!.~q'!!E!~ perfonnance should be corrected, and employees should, be separated 

who cannot or wilJ not improve their performance to meet required standards. 

(1/ ' Employees should be provided effictive education and training in cases in which such 
education q!ld tr:aining lfQulct [.f!§~l! in bet~'?r ~rganJz~tit:)'n.,!1 and. individual 
performance. : 

(8;' Employees should.be- .~. . 
--.---U) '"-prolictea against arbitrary action. personal favoritism, or coerCion/or partisan 

political purposes, and 
(B) prohibircdfrom using their official aU/harily or influencefor the purpose of 

,inlerflring with or affecting inc result ofan election or a nomination/or 
election. 

.. c(9),-=Emplayees ~hou1d be protected against reprlsalfor the lawfol disc/osur. of 

information which the employees reasonably believe evidences­
(A) 	 a violation ofany law, rule, or regulation, or 
(8) 	 mismanagement, a gross wast. ofjimds, an abuse ofauthority, or a substantial 

and specific danger to public health or saftty. 
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WHERE WE'VE BEEN 

Over the pasl four ~ OPM has crystalliZed its mission, completed a major redesign' of the .. 
agenCy's functions""d.priv~1ized two major programs, training and investigations. OPM has 
strengthened its ov~ghl role as the cuStodian ofthe nient syste"fand has successfully _ 
transfonned .-major part ofemployment information and staffmg sirviiesto • reimbursable 
basis. Steady improvement has been achieved in customer service in emp,loyce earned benefit 
progmns·through investment in technology: Thes. steps, along with more than commensurate 
reductions· in administrative services, liave allowed arM to succeed with greatly reduced 
resour<:~is 'and to transform service delivery to itS customers. In additio~ OPM centralized 
agency administrative functions to 'make better use of teChnology and automation and eliminated ' 
all of its regional headquarters, while preserving nationwide service delivery. 

Faced with dramatically reduced funding levels, aPM set an example for others by making the 
hard decj'sions that arc necesS3l}' to operate. !Yithin tho~ levels. while cqntimfing to successfully 
carry out its mission.-As·indic.ted·in·the <bart below, we have reduced our FTE level from the 
FY 1993 baseline of6,208 when we began our downsizing effort t~ 3,253 in FY 98, • 
cumulative reducUon of2~955 FTE. This 48% decrease is a far greater reduction than that ofany 
other Federal agency. This strategic plan is our roB~ap for continuing to move forward• 

: .. • .." I-~---'--\--=----' 
....1---.::..-110---­
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WHERE WE'RE GOING 

Even as OPM maintains its historic commitment 10 the merit system and to veterans' preference, 
we must provide.1eadersbip and promote needed reform, as we confront the changes oeouning in 
the Federal workforce. OPM's perspectiVe will focus not only on the budget-the cost of 
GOvernment~~but on'the urgent question ofhow we iecruit~~and sustain-the outstanding 

. workforce that the taxpayerS demand imd that we must have \0 meei the challenges ofthe 21st 
ctnlllly . 

OJr priorities are: 


,:. ~:. . ~ 


• 	 OrM is the guardian of the merit system. We created the new Office ofMerit Systems 
Oversight and Effectiveness to provide merit sy~1em oversight in this era ofchange when 
both the increased delegation ofhlring authority to the agencies and such management· 
lnnovatioIlS as Performance-Based Organizations present new challenges. We wlJl 
continue'to protect and promote a merlt~based civiJ service and help agencies improve their' 
human resOurces management (H!tM) progt'SJ'llS. . . . . --- - - -, - - -.~~ 	 ~ --.-~ ~ 

• 	 OPM is tIle Government's expert in compensation policy and ildm~stratimi. Pay policies 
must contribute to recruiting and retaining the best possible employees; they must be 
perceived as fair by employees and by the Nation at Iluge; they must he linked to individUal 
and organi:z,ationai performance; and they must be flexible e.q.ough to accommodate and 
support i.rinovations in workforce management. OPM will work with stake~olders to 
fonnulate a modern. performance-oriented system oftotal employee compensation to 
include basic pay, variable pay, and earned benefits. 

• 	 OPM is the admWstralllr of the Civil Service and Federal Employees Retirement Systems. 
We have a number ofsignificant initiatives underway that will ensure our continued 
leadership in the desigt? and provision of emp]oyer-sponsored retirement programs. A few 
of these are: 1) the modernization of the retirement systems, particularly with regard III the 
FidernI Employees Retirement System; 2) the prudent use ofteclmology to improve thIi 
delivery of retirement program services to our customers; and 3) the development and 
implementation ofan earned benefits vision designed to attract and retain the workforce of 
the next cenlllly•. - - __ .- _ - - . ___~_" ._ 

• 	 Continued strengthening offinancial and other management controls will make the health 
benefit program more secure. QPM will take steps to ensure that enrollment records ari: . 
handled properly by agencies and health earriers participating in the FEHBP. 

• 	 To iffip!~ve" Americans9 opinion of Government, Federal hUman resources ma:nagemcnt 

must make performance the core ofall we do. Every employee must understand and he 


. prepared to make his or her contribution,to agency performance and results, We must 
recognize and reward productive employees and managers who achieve organizational 
excellence through their individual and group perfonnance. At the same time, hOwever. 
OPM and agencies must maintain individual accountability and provide better training and 

9 
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s~ppo" .Io,managers who need help in dealing with poor perfonners. We must streamline 
'tbe,prcices8 .for taking action against poor perfonners, improve the adjudicatory process, 
,ana make maximUm use ofalternative dispute resolution. 

" ... ;.'>, "';'~ , " 	 , 

• We,tak~p~!Ie in the many programs that help Federal empl~y.es balance work and family, 
'. such asili!'Family and Medical Leave Act, sick leave programsilelecomm~ting and 

alternaUveiwOrk schedules. Family-friendly policies help us reCruit and retain a well· , 
,-- - -~·qwdified~";rkforu:and use them'in ways thatenbance productivity.·QPM will continue to, 

, he.lpagencies meet those goals. .~'--
'. 

• 'OPM will continue 10 champion strong and effective labor llllI.1lagemenl relations that 
..support Federal employees, managers, and their representatives and promote improved 

;: ~:':'Perfonnance~ results,-and service ,to,the ~ublic;, . , . 

• 	 A strong senior executive corps is essential to the continual transfonnation ofGovernment 
QPM \\111 provide leadership for developing, selecting~ ,and managing a corps. ofexecutives 
with solid leadership skills, a broad persPective of Government, and values that are· 

.. grounded in the American Constitution, and ultimately contribute to a better results-
oriented Govemment. -.- ..._-- -.~ ..--.---.".....~-' --- ., ­

.....-. -~ "To assure success in meeting our mission, we willfully'exploit-automation technology to 
provid~ continual improvement in human resources services and processes, This will 
·enhance our' service delivery to customersl allov.ing us to simplifY and improve QUr 
processes, particularly the administration ofour benefit programs. the provision ofstaffmg 
services and employment information, and the ,conversion ofdOcumentation and 
,recordkeeping from paper to electronic medium.' ' 

WHO OUR STAKEHOLDERS ARE 

OPM's work affects a wide range of stakeholders who represent many points ufview. They 
include the US. taxpayer; Congress; agency heads, managers, and supervisors; the President's 
Management Council; agency personnel directorS and their Interagency Advisory Group; the 
many Federal Executive Boards and Associations that coordinate Federal efforts in the field; 
current Federal employees; emp!oyee unions and the National Partnership Council; profession8l 
and management associations; Federal annuitants and their organizations;job-scekers; veterans 
and their service -organizations; minorities, women, and persons \,Vith di~abmties and their . 
organizations; colleges and univcr~jties and their associations; displaced Federal employees; 
insurance carriers; charitable organizations who participate in the Combined Federal Campaign; 
a variety of interagency organizations; and our own ta1ent~d employees, who ~trive to make the 
Government work better and ""st less. 
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OPM's STRATEGIC MISSION STATEMENT 

As the leader in human resource managementfor the Executive brt1m:h ofgovernment. OPM develops policies, 

in cooperation ~ilh Federal agencies and olher stakeholdersj so that agencies ron recruit, hire, and retain 

work/crees best suited to their missions. OPMoversees the Governmentwide implementation 0/those policlts 

so that agencies wl!.1 uplwld nat/cmal values thea are embodied in law -:- inc1udlpg merit principles and 

veterans ~preference.",OF.\{~qnages Govemmemwl~e systems thai iuppor/-<Jgencies-and their-employees by 

'administering retirement, insurance. and other benefit systemsJor Federal employees andannuilanl3. OPM 


, also administers Govemmentwide compensation ,$y~tems and maintains automated information systems thal, are uscd,/o inform the puhlic 0/Federal employment opportunities and are used to keep managers and IhI! 

publlcinformed aboullM nature and siu: oflhe current Federal workforce, OPM also pt"OVldes high-quo/ity, 

COSI::ef./ic.i~,!~.~e.ryi~s.'oo/~er.,!ge~ies:. _.~_"._ ~. _ - .. _ "~_ 	 . . 

OPM'S VISION 

The President, Congress. and agencies look to OPM for advice on human resources policy. OPM provides 
effective, merit-based, and famil)'~frjendly personnel systems for use Governmentwide and ensures that 
agencies" are accountable for-their appropriate use. OPM is the preferred soun:e for system design and expert 

'.~ 
i 

consultation concerning huma1l resource operating systems. research and innovation, and education and training 
" ,in human reso-urces and management. Ultimately. OPM's efforts support a Federal wQrkforu that achieves the " 

results desired by the American public. 	 . 
:~ 

~ . ' ­..~-=--:------ -.--- ­
OPM'S VALUES 

Our core values are constant and the)' embody: respect for institutions of democracy, a civil service based on 

merit principles. the dignity of the individual employee and customer, and the abmty to change, and adapt. We 

are committed to"1iiiliiltiiiilirig an environment tharfosters and'nu'rtures:- -~~,--, -"-,-~-,,...... 


• 	 A work-ethic that constantly strives for high quality and, customer satisfaction through excellence. 

lnnovation~ and treativityj 


• 	 Equity. integrity. faiJ1less and loyalty in aU aspects ofour work relationships; . " . 	 . 
• 	 O~~"gye~~est.~~ngth:-the-skms ano'knowJedge of the OPM family; 

• 	 A workforce that refl~ts the high quality e.nd diversity ofour socjety~ 

• 	 Leadership and empowerment at alJ levels through clear and open communications, 

• 	 Partnership at aJIJevcls with responsible and nccountable participation; 

• 	 lmproved services,through cross-functional collaboration, teamwork, and recognition; 

• 	 Continuous development and learning at aU levels; and 

• 	 A balMoe between work and family, 
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GOALS AND OBJECTIVES . 
• 

i 
!•• -..---,.
I, 
f 

OVERAI;L HUMAN RESOURCES MANAGEMENT 

• 	 By the year 2000, examine all significant Govemrnentwide hUman resources rna.riagement 
poliCies an'd programs to identify chang~s needed to pron:lOte ~ merit~based and cost ... 
'effective Federal service and the optimum balance of Governmentwide uniformity and 
agency~spedfic flexibility across those policies and programs. 

.• 	 By the year 2002, propose and implement clear, effective policies and programs wherever a 
need for change was identified in the Year 2000 review. 

• 	 By the year 2002, modernize the Central PerS<lnnel.Data File (CPDF) to be the 
Governmentwide system for efficiently coneeting, analyzing. and disseminating accura~ 
comprehensive, and timely workforce infonnalion on aU Federal civilian employees (other. 
then Postal Service) that supports policy research, development, and evaluation. . 

. 
STRAT£GIES FOR ACIIIEVING OBJECTIVES 

:> 	 Incorporate the values of merit and equity·in every policy imd program. 

:> Monito;~~n't ~d~m~rging issues. trends. and st~'ehold~ interests. 

-. ~ - .- -~"' . ".,.---~-
» Use the CPDP and other questionnaire databases to systematically identify significant 

trends 1n Govemmentwide human resources management practices. 

» . Develop polities and regulations in partnership with stakeholders. 

» Identify and solve common problems and avoid duplication ofeffort by working 
. ~ooper?tiy~ly_..with_ c0!1sortia, agencies, and interagency groups, including the Nationa... 
--Perl'ormance ReView,~PresideJiilsMiffiagemen(Coiilici1, National Partnership CounciJ, 

Interagency Council on Administrative Management, the Interagency Advisory Group 
of Federal Human Resources Directors and its component Networks and Working 
Groups, Federal Executive Boards and Associations, and other more program.specific 
groups. 
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> 	 Use electronic media to disseminate infonnation Widely and cost·dfective]y. 

> ' Research and evaluate state-of-the-art technology for application to the submission. 
accessing: l?aintenanct; and presentation of workforce infonnati~n. 

>- Provide human resources management leadership through presentations, oonferen~ 
training sessions, workshops, multi-medi. instructional materials, reportS,"and" 
hnndbooks for agency lICtions.· . 

How WE WILL MEASURE OUR SUCCESS 

> 	 Fewer fwdings ofsystemic problemS found in oversight reviews of agency human 
res,oUIces managemeD;1 programS. 

> 	 Improvements in human resoUrces operati-ons found in oversight reviews and shldies. 

, »0' 	Improvement in perception ofoverall human resources management as measured by a 
10 percent increase~ by the year 2002, in the percenmge offavorable ratings in,the 
lU11lual Merit System PrincipleS Questionnaire administered by OPM'. Office ofMerit 
Systems Oversight and Effectiveness (OMSOE). . 

> 	 Improvement in organizational human resource management processes as measured by 
the National Performance ReviewlPet!on.nance America survey •. 

,.. 	 Increased agency satisfaction with the policy setting process, as measured by agency 
customer SUIVey data. 

HUMAN RESOURCES SYSTEMS AUTOMATION 

• 	 Provide Goveinmentwide leadership via the Human Resources Technology Council ror 
cooperative business process redesiGn and system modernization efforts, in support of the 
Clinger-Cohen Xct of1996. (Continiiing)'- ~~ . 

• 	 Through the Human Resources TechnologyCouncil. fully exploit modem automated 
technologies to improve human resource management practice for examining, training, 
classification, performance management, ben;efits administration, and personnel 
documentation and recordkeeping, by achieving the following sub-objectives: 
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By~ye~ 1998, establish ~ore requirements for human resources systems; set '. 
berlchlriar"ks';"anq evaluate e'xlsting and developmg'sjiStems"agRinst requirements and 
bO!l~hinarlcs, . ... .. ' 

By;ihe yeai' 1999; eSfubli:d. requirements and a,model for an electronic official 
personnel folder (DigilalOPF).tOreplaupaperpeiironnel records, . 

'':>'' ',. . 

Contin',,'.lo illcrea..·!henum,ber of agencies using Employee·Express each year, to enable• 
more ,ropioyees fu make self·direCled beiiefitS'Change.; .. ,." , .:~ . 

STRATEGIES FOR ACHIEVING OBJECTtVES 

In addition to using the strategies for achieving overall human resources management 
objectives previously listed; 

)100 ,}VC?!k cooperatively with records management organizations, such as the National 
Archives and Records Administration and the National PcrsolUlel Records Center, and 
other relevant groups. 

>- Revise and simplify. Governmentv.ide record keepingPoJiCie"s"aiid requirements to 
facilitate the use of an electronic OPF. - . 

> Evaluate existing and.new automation practices and processes and share findings. . 

>- Establish consortia or other mechanisms to enable small agenCies to benefit from 
automation adv~es. 

How WE WILL MEASURE OUR SUCCESS 

>- #Goveromentwide cost savings, as measured by agency reports ofestimated savings due 
to the introduction ofautonwtion. 

>­ .1rnproved human resource management operations, measured by efficiency and quality 
indicators, e.g., number ofemployees with access to benefi~ self~selection; improved 
ratios of personnel operations staff to employees covered, and number of agencies 
inttoducing the electronic OPF each year, 

> Increased agency automation ofpersonnel doc~entation. 
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COMPENSATION, CLASSIFICATION, AND BENEFITS 

• 	 By the year 2002, propose legislative changes to achieve. modernized performance-onented 
system oflotal compensation including establishing the value ofjobslworklperformru\ce; 
setting and adjusting basic pay; designing and delivering variable pay; and establishing and 
ensuring appropriate earned benefits - that can adapt to a variety ofmissions. stru~ 
I.bor niarkets.and work lecbnologies and can keep lotal costs apparenl to managers who are 
held accO~~ble~formanagingthoseCom;- .-~~~~-"~=~.._.. :. . 

• Cmy oUl the tasks requited 10 ensure cost-effective implementation ofexisting and newly. 
enacted pay and leave provision.. (Continuing) . 


. ... ­
• 	 By the yo", 2002, simplifY and automate the current General Schedule position classification 

system., reducing the number ofposjtion classification standards.from more ~an 400 to 
rewer than 100. 

• 	 .By the year 1999, work with stakeholders 10 fonnulale a consensus regarding a credible· 
oruiiial·paiadjusUllent process for the General Schedule and related pay systemS. 

• 	 Become.the ackno~ledged 'leader in the design and provision ofcoS1..effective employee
earned benefilS prosrOms.· - -. ­

STRATEGIES FOR ACHIEVING OBJEcnVES 

In addition to using the strategies for achieving overall human resources management' 
~objectives·previously-listed: ... · -:- - -. - , - " ' 

.. Under the leadership of a Stakeholder Steering Committee, exeeU1e a multi-year agenda 
of research and outreach efforts to id~ntify, Connulate, evaluate, and share infonnation - - ­

r' - -. --·-·----about-issues,options;and.approachcs.conceming total compensation in the Federal 
Government 

..~,. ~. Work cooperatively with· the Federal Salary Council; the-President's Pay Agent, the 
Federal Prevailing Rate Advisory Committee" and other relevant groups. 

.. 	 Complete a benefilS vision study of earned benefits programs for the next century and 
develop a proposal for accomplishing this vision. 

» 	 MOdernize the retirement program's service delivery systems and the earned benefit, 
financiahystems based on redesigned business processes and finite. tangible automated 
produclS.. 
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>- .	Strengthen existing, and establish new, relationships with industry and associ.tion 
representatives in the earned benefit field so that administrative and prognunmatie . 
initiative, nre developed and implemented smoothly and effectively, our customers. 
benefit from these relationships, and we stay competitive with industry practices and 
views. 

:> Position OPM to be able to support other Government ;etirement systems (i.e, Foreign 
"-.- Ser...iC<:;'€IA;· OC·Govemment}·withthe deliveJ)"of'their servicesC" ..' 

, ,,"' 

How WE WILL MUSURE OUR SUCCESS 

,,'," 

>- Fewer findings of systemic problems found in oversight reviews of agency human 
resources management programs. 

>- Improvements in human resources management programs found in oversight reviews 
and studies. 

> 	 Improvement in perception ofequity and merit base ofclassification and compensation 
decisions as measured by a 10 percent decreas:e~ by the year 2002, in the percentage,of 
Wlfavorable ratings in the annual. Merit System Principles Questionnaire. 

:> 	 Improvement tn the retention ofhigh~quality employees as measured by a 10 percent 
increase, by the year 2002. in the percentage of favorable ratings in the annual Merit 
System Principles Questionnaire. 

>- Increased agreement among stakeholders that the pay adjustment process is credible as 
indicated by reduced level ofcomplaints.. 

,. . Proposals based on the benefits vision study des.eribe earned benefits that are 
competitive with those offered by olher, large employers and ure developed and 
supponed by !he Administration, the Congress, our customers, and stakeholders. -	 ---'- - --­

> - Improvement in organizational human resource managemen1 processes as measured by 
the Nationai Perfonnance ReviewlPerformance America survey. 

STAFFING AND EXAMINING 

• 	 Ensure that agencies are able 10 determine the lawful rights of employees and applieants, 
including veterans, during hiring, promotion, and restructuring. (Continuing) 

• 	 Increase the quality of the Federal workforce by continually encouraging the use ofvalid, 
fair, and merit·based examining procedures for selection and promotion. (Continuing) 
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• 	 Encourage the use of targeted programs designed to attract highly qualified candidates for 
the Federal Government, such as the Presidential Management Intern Program. Continuing)·· 

• 	 By the year 2002, using incremental targets established each year, raise the levels of 
underrepresented groups in Federal employment to be equivalent to their percentages in the 
relevant·ex.temal·labor market._. , '. " 

STRATEGIE' FOR ACmEVING OBJECTIVES 

,•
In additicm to using the strategJes for achieving overal1 human resources management 	 ,

•objectives previously listed: ,,- .-." ,,: .. 	 ! 

>- Work cooperatively with veterans' groups such as the Disabled Americ~ Veterans,._ I, 
The American Legion. Veterans of Foreign Wars, AMVETS; minority groups such as 

• 	 the Hispanic Association ofColleges and Univctsities (HACU), Historically Black 
". '''Colleges and Universities (HBCU), Federal Asian Pacific American Council (FAPAC), 


Federally Employed Women (FEW), Blacks in Govemrnent (BIG), Natioual IMAGE, 

Inc., the American Indian Higher Education Consortium; and other relevant groups 

!
•such as the EqUal Employment Opportunity Comn.1ission. the President's Committee on 

Employment of People with Disabilities, and the Presidential Management Intern 
Steering Committee, 

>- Evaluate vaJidity and cost effectiveness ofexisting and new methods for selection and 

share with others. 


:> Provide agencies with c1ear~ ·easy-to-unders~d. and timely diversity data and other 
.infonnation.to.support their.own assessment ofpolicy goals and objectives. 

-_. ~.. -. ,,<-- ------- ~- • • -- - -- .­

> 	 Fev.·er findings of systemic problems found in oversight reviews of ~ge~cy human 
resources management programs. 

>-	 Improvements in human resourCes management programs found in oversight reviews 
and studies. 

>- Improvemellt,1n.pergeptlon ~(~qtEty-.an~1!I:ecf~t P:¥~ Qf~~g~EY:~.1a:~r:.g decisions as 
measured by a 10 percenl increase, by the year 2002~iii the percentageofr.vomle 
ratings in the annual Merit System Principles Questionnaire, 
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,.. 	 Improvement in the perception of qualitY of the Federal workforce as measured by a 
10 percent increase, by the year 2002, in the percentage off.vorable ratings in the 
annual Merit Systems Principles Questionnaire and agency sati.faerion surveys. 

>- Improvement in.organizational human resources management processes as measured by 
the National Performance ReviewlPerfonnance, Ame~ca survey. . 

,.. 	 'Increased hires (up to approved'ceilings),for-targetedhiring programS lilie the 
Presidential Management Intern Program. 

'> 	 Increased minority hires and retention in occupations and at grade levels where 
underrepresentation has been shown. 

PERFORMANCE MANAGEMENT AND EMPLOYEE DEVELOPMENT 

• 	 Promote performance improvements by maintaining a flexible, decentraliud po1iey 
framework for appr~isalt awards, and human resource devc!opment within which agencies 
can estahlish resulu..orien1ed and merltwbased programs for planning, measuring. 
developing, and rewarding employee performance at the individual, group~ and 
organizationruleve1 that by 2002 are-taiJorc<rto -agency mission, structure, culture-. 
workforce, and work technology. (ContinUing) 

, 

• 	 Pr~~;;~redihle. efr~~tive p~gr~s~ th~t pro~d~-m;n'eiar)i~and"nonmonetary incentives and 
recognition for individua~. group, and organizational achievements. (Continuing) 

• 	 Promote programs for dealing with poor performers and improve the capacity of managerS to , 
identify and resolve performance problems effectively. (Continuing) 

• 	 .By.the year 2002~ successfuUy supporl,and.promote.cross..cutting.efforts to streamline the 
adjudicatory system and make it understandabJe. timely. and Jess costly . 

."-~---o"..- _••_-- - __~ • ______ '•• _ ~ •• _~ __._ .. 

• 	 Supperfine traiisfonnation 6fFederal tr~jnjhg' from a'set ofprocess-focused, event-based 
activities into an outcome--9riented, measurabJe performance improvement function that . 
suppons "managers and employ'eei'fifi"suStaining a 'cori~uItative;leaming environmen~ 
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STRATEGIES FOR ACHIEVING ,OBJECTIVES , , 


.- ~i~: '1 :, f, 


:' in ad4ition to US.in& 'the Strategies.for'achieving ovc~i hiunari '~~sources management" 
" 

o1>je,t~yes plevio~lylisted;' ,', ',' , '. ' " ',' ,.' ",~ 
. ',.

~ ~;' " ,:', 	 .
>' ,iJ~al~te.~Xisting ~d n'e~ pirf0~~~e:planning and app~sa1;}n~~tive a\vard.s}~nd 


'-'- ''',¥ognjtion,iUldh~an resource development practices and procedures and share wilh" 

o~~ agez:tcies.

:,w,' . 

". 	 By 1998, distribute multi,media instructional materials (including int~ 
CD-ROM) for Federal managers and supervisors about how to identifY and resolve 

, :' ,. - - performance.problemsl including taking successful action to remove a poor perfonner .. 

". 	 Work cooperatively with the Human Resource Development Council and other relevant 
groups, 

, ' 

, 

How WE WILL MEASURE OUR SUCCESS 


:> 	 Fewer findings ofsystemic problems found in oversight reviews of agency human 
resources manag~ment prog~. 

>- ImprovementS in human resources management programs found hi oversight reviews 
'and studies. ' . , ' 

>- Improvement in perception of equity and merit base of perfonnance management and. 
employee development decisions as measured by a 5 percent increase, by the year 2Q02. 
in the percentage c'f favorable ratings in the annual Merit System Principles 

'-Questionnaire. . 	 ..~.--. 

,,.. 	 Reduction in the pen:eption that poor performance is tolerated in the Federa1 
Goye~~,~ ",,,,,,urod b~ .~~ l0l'e.rc,",~d~,ease, by the .~ear 20~2".inthe percentage· 
ofunfllvorab1e ratings in the annual Merit System'Principles Questionnaire, " ..... " 

:> 	 Improvement in the public'S perception of the quality and competence ofthe Federal 
workforce as measured by public opinion surveys. " 

>- Improvement in organizational human resource management processes as measured by 
the National Performance ReviewlPerformance Ap1erica survey. 
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EMPLOYEE AND LABOR RELATIONS 

. Advise and consult with Federal agencies on labor-management relations by providing• 
timeJy~ accurate and useful infonnation so that agencies may effectively work with their 
labor organizations that represent 1.1 million Federal employees. (Continuing) 

lit coo]l(:ration with the National Partnership Council, continue to champioil strong and• 
effective iiiboriiiimagement piirtiiersliip.-tIiat suwoit Feae;afemplo~s:manager.. and 
their representatives and promote improved perfonnance. results. and seryice to the pubUc. 
(Continuing) . ., By the year 2002, develop, promote, and increase the use and accessibility of alternative


• 
 dispute resolution programs"ll.ti'Iong employees Govenunentwide. 


• 
By the year 2002, increase the awareness and use by employees Govermnentwide of· 

Employee Assistance Programs, as ""'ell as other health promotion and disease prevention 
programs and practices. 

Develop and promote family·friendly programs a!.id personnel flexibiHties' (e.g.~ alternative• 
work schedules. leave flexibilities. telecommuting, dependent care services) so that they are 
available and used appropriateiy by-employees Governmentwide to balance work and family 
nee'ds successfully. (Con~inujng) 

STRATEGIES FOR ACIllEVING OBJECTIVES 

--·In·addition.to.using.the.strategies for achieving overall hum~'~es_ources management 
objectives previously listed: 

-------:--. -----:-.,.,-. 
,... 	 Develop and strengthen OPM's leadership role with Federal agencies by establishing Ii 

network of agency officials \\ith whom OPM will share accurate and timely ­
inf9'm'l1l:li.9!1 on developing employee and Jabor relations case ~a.w. ~ds, and best 
practices in working-with labor organizations and :adjudicatory bodies. 

> 	 Serve as the source for Govemmentwide informf!.tlon on Federa1 col1ective bargaining, 
including data and trends on union recognition,. collective bargaining 8greem~ 
arbitration decisions, innovations and best practices in labor-management relations . 

.,. 	 Develop and maintain an tnltomatc<:l infonnation system on the Federal conecti~e' 
bargaining program mth capacity to coUect, analyze. and disseminate useful 
infonnation and analysis on union recognition •. c-oHective bargaining agreements, and 
arbitration decisions, 
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,.. 	 In cooperation with the National Partnership Council, develop and implement annual 
strategic plans for the Council designed to support and promote collaborative labor 
relations programs that gets re.ulls. 

Evaluate and share findings about existing and new practices and procedures in the 
areas ofemployee discipline, employee health promotion and disease prevention, and 
employee assistance programs. . . 
-..::.......:::.---=-~~ ~<--~ 
 ~"":'··"'-1:·· 

Continue to coordinate and consult wi1h mteragency and intergove"nunental networks of 
employee relations, secWityJ administrative, .and other relevant officials to increase 
agencies' ab,ility to plan for and deal with traumatict violent, and otherwise disruptive 
incidents in the workplace. 

> 	 Continue to coordinate and consult with interagency, intergoventmentaJ~ and public and 
private sector networks to promote a fantlly-friendly Federal workplaoe. 

How WE WILl. MEASURE OUR SUCCESS 

>- Reduction in the number ofunfair labor practices, negotiability appeals, and o~er cases 
brought before the Federal Labor RelatioJ}S Authority and the Federal Service Impasses 
Panel. 

,.... 	 Increased usefulness, timeliness and accuracy of publications and sen:ice~ as 'measw-ed 
regularly through formal surveys and recurring feedback to trackimprrivements or 
needs for improvement . , 

>- Improvement in-the resultsandva)ue~ofIaoor;management'collaborative relationships 
as measured by periodic Govemmentwide surveys. 

:> 	 Improvement in the number ofagency adverse actions that are sust~ned in appeal. 

,.... 	 Imp"rovement in the'availability and use of-alter::tative dispute re,solution procedures. 

>- Impro.vement in perception of equity and effectiveness ofworkforce relations as 
measured by • 5 percent increase, by the year 2002, in the percentage offavorable 
ratings in the annual Merit System Principles Quest~onnaire. 

» 	 Improvement in the availability and use ofEmployee Assistance Programs as measw-ed 
by the Annual Survey ofEmployee Assistance Programs. 

>- Improvement in orgacizational human resource management processes as measurCd by 
the National Performance ReviewlPerformance America survey. 
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EXECUTrvERESOURCES< 


·I 
Achieve a Oovemmentwide senior executive corps ofstrong leaders with a national, 

' corporate vision who can lead the contjnuing transformation ofGovernment and provide for 
effective management of the Government's human resources. 

, 
• 	 In allocating_executive pel]immeJ ~e~~ces, maintain the corporate goal ofa smaller 

executive corps.that is consistent with an: overan 'smaller, more streamlined and delayered 
Federa";'-';rkfOrCe~ < ", - " 	 ' 

• 	 By the year 2002. foster movement by senior executives as a means ofbroadening the 
executive's perspective and bringing fresh i~sjght to agency programs. 

STRATEGIES FOR ACHIEVING OBJECTIVES- .. 
In addition'to using the strategies for achieving overall human resources management 
objectives previously listed: 

> Evaluate the structure of the Senior Executive Service to determine ifhigb level 
technical specialists and lecqnieal'program managers should continue to be included in' 

. the executive corps. 

>- Continue to improyelrefine executive core qualification requirements to reflect 
. developments in executive competencies. 

< 	 •• 

>- ....,Address,@n~~i~JJ!.I1d other._b.~crs to mobility on the part ofagency leadership and 
the senior executives. '. - -- -. . '-'-- . '" 

HowWifWII;J:MEASURE OURSI1CCESS . 

>- Improvements in the degree to which selections for executive positions have wide~ 
ranging backgrounds based on interagency. intergovcrnritcntal, andlor interdisciplinary, 
experiences. 

>- Increased recognition and support among executives imd agency selecting officials for 
the value of executive skins and talent in addition to technical qualifications. 

>-	 Increased communication and networking among executives across agency and 
~govemmeniirJines: ,. '--"-'. ..:.-- '-";~'-"'."'----"'--: 
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PERSONNEL INVESTIGATIONS 


• Ensure the suitability of applicant. for and appointee. to Federal positions. (Continuing) 

. II 

Be an effective leader in the persormel security community by continuing to set• 
, 

Governrnentwide investigative policy and 'serving 'as an active member of the Security Policy ~ ,Board. (Continuing) " 
";.~--s· -~ 
.~ 

SmATEGIES FOR ACHIEVING OBJECI'IVES . " 

, In addition to using the strategies for achieving overall human resoUices management 

objectives previously listed: 


>- Devdop i';'ovati~e investigative policy approaches that provide high quality and'cost­
effective personnel investigations services to customer agencies. ' 

> Monitor agency actions in adjudicating investigations . 

. ",.. _Exercise,jurisdiction.over the.application of-suitability guidelines, independently or 

\ with agencies. 


How WE WlLL MEASURE OUR SUCCESS 

:> Increased timeliness and quality ofinvestigatiQns. 
. -- ­ , ,-_._--------- .- .. "'....-.~"~. 

>­ Reduction in the nwnber and severity ofprob1ems found in audits of agenciest 

personnel security processes. 
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.By the year 2000, eomplete'evaluations ofagency-Ievel human resources management • 
effectiveness in all major Federal agencies. 


'. Promote agency development ofintemal accountability systems--including . links to ongoing 

oversight reviews ..~(or conducting human resources management in accprdanee:with merit ' 

T :. 

system principles. ' ' 

Ensure that delegated examining is conducted in accordance with merit s)'~ laws,• 
regulations, and principles. (Continuing) 

• 	 .- Evaluate and~ when necessary, seek judicial review of the decisions: ofadjudicatory agencies 
. "-to ensure theY"aJ"e consistent with civil sen:ice laws, regulatioIlS,c and poJicies. (Continuing) 

• 	 By the-year-1999, resolve material weaknesses and improve financial systems and internal 
controls to maintain the integrity of the earned employee benefits trust funds totaling more 
than $60 billion in annual benefit payments..,d OPM's appropriated and reimbursable 
funds, 

• 	 Ensure Federal Employees' Health Benefits and Federal Employees' Group Lif.lllSUI1II1Oe 
contract 'Compliance through financial and performance audits, and quality assurance 
standards. (Continuing) 

• 	 Ensure that agencies adhere to Exe~tive orders and regulations by inspecting and evaluating 
agencies' personnel securitY programs. (Continuing) 

-.-., 

STR'TEGI£S.FoR ACIlIEVING OBJEC'I1VES 

,.. 	 Evaluate each "fthe 24 major agencies at the rate of6 per year over. 4-year cycle, 

,.. 	 Develop, test. and help implement mode! human reSOUlees management aeeountability 
systems that agencies tan adapt to ~eir operating needs. ' 

>- Audit the operations ofdelegated examining units nationwide and correct any 
violations of laws or regulations. Recertify and train the staffs at least once every three 
years. 



,. 	 Ensure that the Central Personnel Data File provide, the data needed to as,,,,,,, the state
ofhuman reso""",s management in Govemmen~ whether by OPM assessment or· 
intemal agency review, baSed on well-definedworkforoe information needs. 

,. 	 Identify oed examine evolving hllltUln resources issue, that are critical to public 

confidence in the Federal meril system. 


, ,. 	Secure agency top management support oed increase awareness oed understanding of 
the olerit system principle, among employees Govemmentwide. 

, ">' Develop training and infonnational materials't~ secure agency support and increase 
, Undcrstanding cfthe merit system principles among IIlll'edeiiu employ.... .. 

,. Work cooperatively with the Interagency Advisory Gronp ofFedera! PerSonnel 

Directors and other relevant groups. 


. 

,. Priolitize identified financial mnnogoment ""nttol weaknesses among the Federal .. 

benefits programs and implement <;orreCtive measures, including the implementation of 
-fully integrated·anddocumented·general ledger oed receivables manngernent systemS: ' 

,. -Continue worldng with participating FEHB·carriers and.agencies so that all can report 
valid and reliable information regarding perfonnance against quality assm-ance ' 
standards and validate FEHB carrier compliance "ith contract provisions through 
regular financi~ and performance audits. 

,. Develop a central FEHB enrollment database that agencies and health carriers can use 
to ret:oncile enrollment records. 

,. 	Carry out • planned ..curity appraisal agenda. 

How WE WILL MEASURE OUR SUCCESS 

, > 	 Improvements in human resources management operations found in oversight reviews 
. and studies. 	 . 

>-	 Merit violations fo~d. corrected and prevented from reoccurring. 

>-	 Improvement in perception of equity and merit base of human resources management 
as measured by • 10 percent increase, bylbe year 2002, in the percentage offavorable 
.ratings in the annua1 Merit Syste~ Principles Questionnaire. 	 ' 

>- Improvement in organizational human resources processes as measured'by the National 
Performance ReviewlPelformance America survey. 
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". 	 Adherence to schedule of recertification 1llld training for every agency delegated 

examining unit at least every three years. and more often when needed, with the first 

cycle completed by end ofFY 1999.­

". 	 Agency merit system principles accountability systems established or improved.­

". Faster 1llld more responsive Central Personnel Data File Wonnation provided to 

:., -Federatagenei ... - . ~-..... ---- • 


» 	 Increased agency satisfaction with the evaluation proces., as measured by client 

fee(Iback surveys. 


". .. Audits ofthe FY 1998 financial statements for the Government's benefits programs "'" 
timely and unqualified. 

". 	 All FEHB camers reporting against quality assurance standards, 

->" 	Financi~ and perfomumce audits demonstrate that most FEHB carriers are in 
compJiaoce With contract provisions. 

-, 

>- Improvements in agency personnel security program~ as measured by security 

appraisals con~~~ ~ach fiscal year. ' 


-------_.. 
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.' 	Provide models, guidance, and technical assistance to promote agency use of exlstlDg 
personnel flexlbilities and tools to help them achieve hUman reso\!fCCS management goals in " 

"support of their mission, (Continuing) ~ 

• 	 By the year 2002, become the acknowledged leading source for effective, efficient teehnical 
assistance for a full range of flexible human resources management programs, as well as for 
those areas where unifonn, Govemmentwide systemS are in place. 

• 	 Help agencies design, impJemen4 manage? and evaluate persormeJ demonstrati9n projects,· 
as weIhs other aJtemativc'per3onneJ approacbes;such'ssthose envisioned for peno:nnance­
based org";;zations, (Continuing) , 

• 	 By the year 2000, improve agency administration of the earned benefIt programs SO that (0) 
800A, ofnIl retirement submissions are received within 30 days oferoployee retirement dates, 
(b) most retirement application packages are ready for pr,?cessing upon receipt at OPM, and 
(c) employees receive from their agency complete and timely retirement counseling and 

services pertinent to the, earned benefit pmwams. 


STRAT!:GIES FOR ACHIEVING OBJECTIVES 

». 	 Monitor current and emerging issues, t:cnds, and stakeholder interests. 

:> 	 Evaluate existing and new human resources management practices and proc::edures and 
,harcfindings, - _ .., - ~,__..._. _~:_,__ ,_, 

Support agency program development by providing accurate and timely workfon:e 
information from the Central Personnel Data File. . 

» 	 Identify and ,olve common problems and avoid duplication of effort by working 
cooperatively with consortia, agencies, and interagency groups, including the National 
Performance Review, the Presideot's Managemeot Council, the National PartneIl!hip 

CoWicil;'ihiliiieiagency Council on Administrative Management, the InteragenCy 
Advisory Group ofFederal Human Resources Directors and its component Networks 
and Working Groups, Federal Executive Boards and Associations, and other more 
program-specific groups, 
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>-	 Use e!ectromc media to disseminate infonnation widely and cost-effectively. 

,.. 	 Provide hmnan resources management leadership through presentationS, 't;()nferences, 
training sessions, workshops, mu!ti~media instructional mnlerials~ reports, and 
handbooks for agency actions. 

Identity opportunities for sUbstantive human resources management change by , 
promoting, innovative demonstration projects. 

>- Provide agencies with feedback regarding their perfonnance in submitting retirement 
records in • complete and timely manner. 

,.. ~ Incorporate agency feedback into the retirement system modernization and new benefit 
vision projects,' . . 

How WE WILL MEASURE OUR SUCCESS 

Improved adherence with merit system principles and improved human resources 
munagement effectiveness as measured bY,(a).personnel ""tion data, (b) employee 
questionnaires; and (c) oversight revt"cWs of agency personnel operations. 

:> Improvement in perception ofequity and merit base ofhwnan resources management 
. as measured by • 10 percent increase, by the year 2002, in the percentage offavorable 

ratings il1 the annual Merit System Principles Questionnaire, 

> 	 Improvement in organizational human resources management processes as measured by " 
the National Performance ReviewlPerformance America survey. . 	 . 

> Improved human resources management operations, measured by efficiency and quality 
. indIcators (time1iness. quality control review), 

>- Improved customer satisfaction with the retirement process, particular1y as it involves 
agencies' functions such as retirement counseling, assessing the,timeliness and 
completeness ofretirement packages as they are received from agencieS. 

> Increased agency customer satisfaction with advisory services and technical assistance, 
as measured by agency customer survey data. 
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. 	system open compe1ltlon' . 
(Continuing) " .. 

.....;. By the year 1999, eXpand coverage to include all excepted service job openings. 

- By'the year 2000, improve access for disableo information-seekerS ofemployment 
, information by usi~g new technology. . , 

- By the year 2000, integrate the aUIo~ated Federal employment infollllaUon system. 
with other empJoyment inforinatio!l.syS1e~t at th~~~~.loca! and collegiate 

. l"c'-veis,-io-ensure compreb-eriSive sem~ iOthe publiC. - .. ~-, ' 

• 	 By the year 2000, become the provider of choice for direct human resources management 
sen-ices including examining, test administration, downsizi~ career transit.ion, 
organizational assessment, and occupational analysis, on 8 reimbursable basis. . . 

• 	 Provide readily accessible primary source data for meeting the worKforce information'needs 
ofOPM, the other central management agencies, the Congress, the White House, and the 
public tllfOUgh the Central Personnel Data File and other reponing systems. (Continuing) 

• 	 By the year 2002. earned benefit programs customers will (.) be paid the right amount on the 
-	 day payment is due, and (b) receive responses to their inquiries and service requests that are 


accurate and ~at meet or exceed their expectations. 


• . By,the year 2002, begin deploying a modem retirement system that fully automates a 
redesigned retirement process including retirement counseling, trust fund and financial 


, management, and cJairns processing. . 


By the year 1998, validate business requirements of the retirement programs based on 
inpul from Federal agencies and other stakeholdem. 

By the year 1999, based on analysis ofbusiness requirements, develop alternative 
"Concepts of Operations" for modernized system and deftne system modules (i.e. t 

retirement counseling, trust fund and finanCial management. cJaims processing, etc.). 
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• 	 Continue to, enhance and support the Presidential Management hi~ program as a source of 
future Government lead~ through effective assessment and development. 

. . " 
• 	 Operate the Governmentwide perSoMcl program for Adffiitiistrative Law Judges,. including 

examining candidates~ classifying positions,. and protecting employee rights, in a timely and 
quality manner. (Continuing) 

.-~-Provid~a·broad.range,ofhjgh~quaJity, cost-effective investigative products to Federal 
agencies. 

STRATEGIES FOR ACHIEVING OBJECTIVES 

~>·~·-Work closely.with.the InterngencY··Work Groupon.EmpJoyment Information and other 
relevant parties (e.g., Department ofLabor, Veterans' Service OrganizationS, etc.) to 
enhance the Governri1~ntwi~e employment information systems. 

_.>_._DeveJop new and improved products and s,ervices to meet agency customer needs. 

>: Use automation (e.g., web sites, touch screens, teJephone technology) to provide 
employment information to the fuJlest extent possible and to keep agency costs low. 

»0 Continuously improve customer service. 

,.. Ensure continued expertise in human resources management and automation to 
'''~miintiiifOPM's"position as·a'service'provider·of~hoice:-" 
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- ". 	 Use ongoing assessment of results to continually review and update the executive and 

managerial training anddevelopment programs and curriculum to ensure they reflect 

cumn! trends in Government, leadership competencies, and changes in poliey . 

direerion. 


".. Continue to streamline current claims-related processes and expand use of telephoDc 

"._ . service and other" new technologies to improve responsiveness, reduce processing , 


-'-' . 	- .. ~ti~es~' ~d1;proye service delivery wiihout ifl~ing'staffievels:'" , -~,- "".. " ~.Y'''' -M' :' ...~~ . 	 .- . . - . 

>- Conduct business re~engjneering study of retirement processes and use its results as a 

key ingredient of the ietirement system modernization effort. Develop a .system design 

that defines the system in modules, each of which can be developed and delivcied 

independently while maintaining the necessary level of integration between modules. 


". 	 Work closely with specific stakebolders (e.g., Administrative Law Judges,Presidential 

Management Intern Steering Group) to improve operational human programs and 

resolve issues. 


How WE WIlA. MEASURE OUR SUCCESS 

>- Improved public customer satisfaction with employment infonnation as indicated by a 

10 percent increase, by the year 2002, in the percentage of "satisfied" ratings obtained 

on user surveys (or as indicated by a continued satisfaction rating of90 percent or 

higher, each year, once that level has been obtained). 


". 	 Improved agency (customer) satisfaction ,,;th the Govemmentwide employlnem 

infonnation system. 


:> 	 Ongoing positive feedback from agency executives and managerS that programs and 

services 'are high quality, timely? and customer-oriented and that they are relevant to 

individual and organizational performance improvement. 


:> 	 Increased market share for reimbursable services offered. 

>-	 lncreased requestsJor reimbursable services· each year. 

>-	 Financial balance of costs and income realized from reimbursable serv1cCs. 

:> 	 Faster and more responsive Ce:nfral Personnel Data File infonnation provided to 

Federal agencies . 


.,.. 	 Broadened impact of executive and managerial development through participation &om 

all agencies and their components. 
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,. End."f-coUlSe evaluations for executive and management development programs !bat 
. ·asses. overall program quality and effectiveness. Additional measures sddress how 

\Vell courses improve participant's individual and organizational effectiveness back in 
the ageru;y. 

,. 	Improved agency (customer) satisfaction with the training products and qther services 
OPM develops using private seClOr!inns. ~ .•,.- - .-.. -- . --_...~_. ---- -. ­

> 	 Improved ratio of income to contractor cost for the Training ~d Management 
Assistance progiDIII­

:> Increase customer satisfaction with retirement counseling, daims processing, and 
delivery ofother program services so that by the year 2002, customer surveys will 
indicate that: 

90 percent ofcustomers are gener~lly or very satisfied with the retirement 
counseling they received in preparing for retirement;' 

95 percent ofc~stomers are generally orvery satisfied with bow their 
. retirement/survivor benefit claims were processed; and 

- 90 percent ofcustomers are generally or very satisfied with the delivery ofother 
:""" - ::·:::::..:··....::.-Retrrement:Pro-gram:services;including telephone'and written inquiries and requests 

for specific services such as address and tax wi1hholding changes. 

,. Timely delivery of modernized modules and positive feedback !'rom agencies, other 
stakeholders, and I'fOgrrun sl1lffconcerning the functionality of these module •. 

---~- •. ,-. _..4- .".,.......• - ~.-.--- , • 

,. O~going positiye feedback !'rom agency emi external stakeholders that relevant 
. operaiionsJprograms are ofhigldiUility, cost::effedive and meet specific program 

needs. 
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• 	 Develop and maintain 8 well trained and versa(ile OPM ~orkforCe to support our mission. 


Manage the OPM warkfo"", as an effective team and communicate clearly and 
• 
- -, I knowledgeably with our internal and external·custom .... ' ~ ".. 

• 	 Serve, as the Governmentwide benclunark for partnership IIlld create a work culture when> all 
employ..s are valued. 

• 	 By the year 2000, following 8 multi-year plan;link all ofOPM'sindividual employee 

perfOIlDlIllce plans to our agency strategic and performance goal •. 


STRAU(lIES FOR ACHIEVING OBJECTIVES 

)100 	 FuHy implement the OPM Core Competency Training aU.d Development ~(i4el. 

::>. 	 Use au1omation technology (LANs, WANs, etc.) to provide real time communication 
links to'the OPM workforce throughout the countIy. ' 

>-	 Acquire the necessary resources and make prudent investments in ourselves, our 
, suppliers. and technology. 

How WE WILL MEASURE OUR SUCCESS 

l> 	 Extent to which OPM meets its annual performance and strategic gaols. 

'> 	 EXtent to wnicntraitling goals~estabHshe(fin the OPM Core Competency Training and 
Development Mod~!are rne~. ,._ 

l> 	 Improved employee job satisfaction as measured by periodic employee surveys . 

.> 	 Improvement in the value ofOPM labor~managernent partnerShip activities as 
measured by Nationol Partnership Council surveys. 

>- . ~ncrensed hires of women., minorities, disabJed veterans, and persons with disabilities in 
occupations and at grade levels _where underrepresentation has been identified. 
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GOVERNMENnVIDE ISSUES 

... Public pe1ceptions pfthe Federal Govcmment (inefficient, bureaucratic, tOo large) "pUT legislative 
andlor exeCutive aCtion to effect chtl:flge. Sucb e~orts may have positive or negative effects on 
achievement' "fOPM's goals, depending on their natcre and extent; 

Strateg;e Goats Most Affected: I, n, ODd IV 

• 	 Actions of any branch of the Government can affeCt the public's trust ODd confidence in the 
Government as a whole. That publi/? perspective rnak'es a difference in how attractive the 
Government is as an employer. In the 'past year, polls have shown 8 resumption ofstudents' 
interests in pubJic sector employment, independent ofincome considerations. OPM can join with . 
agencies. when requested, to promote public service employment and will c~ntinue its compliance 
reviews to avoid employment scandals which could reduce public confidence. 

Strategic Goats M.st Affected: 1 ODd II 

, 

... 	 We have designed our strategies for recruitment, selection, and management ofthe Federal 
workforce based o~ our understanding of expected changes. The labor force is becoming more 
educated, more diverse, and more interested in control over work place hours and locations. The 
percentage of tile population thaI is disabled is growing dramatically. Simultaneously, 
u.rycmpJoyment rates are at an all time low. . 

We have been able to compete successfully in this labor murket in recent years for several keY 
reasons: I) Government hiring has been lowered in recent years due to downsizing; 2) we have 
been successful in recruiting in the growing minority and disabled populations due to our 
commitmentto fairness and equity.in hiring; and 3) we have been in the forefront of introducing 
flexibilities in workplace bours and locations. However, if the unemployment rates remain at 
these ali time lows, and at the same time the private sector b~cornes better able to compete with us 
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• 	 Budgetiiesource .~ailabilily (shifts or reductions in funding) for OPM'and other ag.nc;eS mar 

have significant effects on the achievement ofOPM goals and objectives, particularly thaoe 
achieved· through reimbUrsable funding.. ,. ,,'., • 

'.' 	 ,-
St .. ategic Goals M••t Affected, IV 

• 	 The accelerated loss ofexperienced matlllgers and personnelists throughout the Federal 
Government during major downsizing Creates a need for increased overSight ofad.herimce to the 
'Merit System ])rincipJes. Such losses also must be compensated for through -continuing emphasiS 
on training. In,addition, the overaD loss of skins and expertise through downsizing and other .' 
formS of attrition throughout the Federal Govemment will likely result in an increased demand for 
OPM services. 

Strategi' Goals Most Affected, 11,111, and IV 

• 	 With"Lns~ased dt:!egati_(!~,,9!E~~"resDurces management authorities to managers and the sunset·· 
ofthe Federal Personnel Manu'a!; OPMrelies lieavily on'agencies to ensure that a much broader 
audience receives notice of changes in 'personnel policies and procedures. ' 

Stntegie Goals Most Affected: J, II,III, and IV 

• 	 Decisions by the Eqoal Employment Opportunily Commission, the Federal Labor RelatiOns 
Authority, the Merit System, Protection Board, and the courts can have a significant impact on 
civil service law and regulation. At present, decisions of the Merit Systems Protection Board and 
the Federal Labor Relations Authorily may be judicially reviewed in certain circumstances when 
the involved agency loses. (For example, the Director ofOPM may seek judicial review ofthosc 
Board decisions which erred in interpreting civil service law affecting personnel management and 
which have a substantial impact on the civil service. The court's review is discretionary.) . Equal ; 
Employment Opportunity Commission decisions may not be judicially reviewed when the 
involved'agencY'loses:-!mprovements in this system are needed to protect the Core matlllgemcnt 
rights of agencies to take appropriate action against employees who are truly performing poorly. 

Strategic Goals M.st Affected, I, II, and III 
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TilE PERSONNEL COMMUNTTY· 

Ii> 	 The delegation ofpersonnel atrthorities, alternative personnel systems) and agency restructuring 
increase the challenges Federal personnelists face. Yet, personnelists With the experience 8lld 
abilities needed to meet these challenges Will continue to be at a premium. Federal personnelists 
must continue to move away from the traditional regulatory and procedural approach to hUlll8ll 
resources management and become consultsnts to management, providing quality services to !he 
programs !heY suppotL . 

n' 
Strategic Goals Mo.t Affected: m. IV, and V 

,. A widespread rcorga.ni.zation ofagencies' persormel servicing arrangements has created new, 
cballenges. Relatively small teams ofpersonnel staff need quick access to the text ofpersonnel 
laws and regulations, which continually change. Considerable anecdotal information indicates. 
that operating 'persormeI offices do not always have these reference materials and that policy 

. information received in some agency headquarters takes a long time to reach the field. This . 
makes it difficult for agencies to take advantage of neW tools and·flexibilities,'and also difficult to 
stay within current Jaw. OP"M is working to provide more policy infonnation and resource 
material througb the 1ntemet and other m~ but agencies must still" make documents and 
Internet resources more ~de)y available. 

Strategic Goals Mo.t Affected: I, n. m, and IV 

.. Although there are many talented people working in agenCies' personnel offices, the government's 
human resource management communitY needs improved professjonal development. Nearly 
three~quarters"ofpersonnel specialists"in ngencies who"entered the occupation in"the 1980's, did so 
from c]erical positions and received little human resource" management training beyond how to 
meet procedural requirements. Ofthat tbrec-quarte.., I S% hold college degrees; ofothers who 
were"hired directly into personnel jobs, 88% have degrees. but there is no evidence that those with 
degrees have .fonnal education in personnel management. Recent downsizing has also led to the 
retirement of many "''ho had valuable experience. The role oftoday's persormel professional is 
ruat of a problem~soJving.partner \\-,th managers, and not just as a custodian ofadministrative 
"perSonnel processes.~Without the right skills, the professional is neither abJe to meet the agency's 
requirements 01 to adhere to the rules. Although OPM cannot directly make neededcbanges, we 
win work with agencies,. ~mployee representatives, and appropriate professional organizations"to 
improve opportunities for professional develop~ent in hwnan resource management 

Strategic Goals Most Affected: I. II, and III 
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PROGRAM EVALUATION 

PROGRAM ASSESSMENT AND EVALUA TlON 

The Strategic Plan ("nheOffice o{Personnel Management is the culmination ofconsultation will! 
customers and,stakeholders through ongoing forrnaland infOImal interactions thaI have,been'" partOf"" " 
the OPM way ofdoing,business since it was established in 1978. This plan al,o reflects !he results of 
a formal mission and reorganization review project eondu(:~ed internally by OPM over the past four 
years, as well as individual program eviUuation efforts conducted by major components oflb. Office. 

USING FEEDBACK " 

Formal feedback on OPM programs i, available from various studies ofhuman resources 
management issues and challenges~ as well as specific OPM programs, that are conducted. 
periodi~ally by lb. U.S. General 'Accounting Office, the Merit Systems Protection BoaM. the 
National Performance Review, andtJte National Acadeq,Y.iifEubliC:Administration... '" " .' 

In addition, OPMts Office of the Inspector General (OIG) _condu~ts.p'eriodic evaluations, studies, 
and audits ofOPM programs which provide a valuable source ofinternal feedback. OPM bas asked 
the ofa to aSsist us in determining the quality and reliability oftbe performance measures containeO 
in OPM's Annual Performanee Plan. 

Formal feedback a.1so comes from our continuing interaction with the Interagency Advisory Group of 
Federal Human Resources Directors. In this forum, emerging human resources management 
problems are identified) consensus solutions are proposed, and new policies are thoroughly 
considered before they reach the formal comment stage. 

Inf~nnaJ feedback occurs across the spectrum ofhwnan resources management issues as the OPM 
staffdaily field hundreds of inquiries from agency persOImei offices, ma.nagecs, and employees 
seeking advice and guidance about specific problef!ls or interPretations of existing laws and 
regulations. Th.is feedback enables us to monitor the effectiveness of new policies and programs and 
make continual adjustments as needed. . ' '" w _ ,__ _____ ••______.... __'. __,."_",,,'"."~"~ _~ ~ 

-.--, 
""-... '" - --­

SETTING OUT OBJECTIVES AND MEASURES 

In addition to this valuable, interactive process ofcontinual feedback, OPM's str.tegic planning and 
annual performam:e process emphasizes the need for formal, quantifiabie methods ofevaluating the 
effectiveness ofour leadership in human resources' management. We have therefore proposed .. 
significantly_enhanced set o(objectives and measureSJO assess.our progress towards our overall 
goals. These objectives are long-term. outcome~related perfonnance goals. to be achieved over the 
foreseeable future (roughly within a five-year perind). For each objective, str.tegies have been 
identified that will enable us to reach the objectives. In most cases, the objectives'establish specific 
measurable targets, including dates wh~re appropriate. Once the objectives are established. specific 
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perfonnanee measures must be chosen. Our proposed measures were chosen bas~d on the criteria of: 
I) cost'effectiveness, 2) availability; 3) validity; and 4) meaningfulness to stakeholdm. 

Many of the measures outlined in this pllm have been introduced in recent YO"'" - particularly in the 
area ofcustomer satisfaction measures - due 10 the inl1uence of!he National Perfonnance Review's' 
commitmenllO improved service 10 customers. In some cases, particularly for broad policy 
leadership objectives, setting a target date or a quantifiable objective is; understandably, problematic • 

. In fact., the'Government Performance aadRe~Act sj>ecifically.ackIlowIOdges.!hS.t·somepoliey : 
ar... are not easily' quantifiable. However, OPM has proposed measures for every objective, 
including policy leadership. We propose measuring policy leadership, for example, by assessing 
stakeholder satisfaction wi!h !he policy setting process as well as cffectiveness ofhurnan resoun:es 
policies once they are implemented. 

.,::~\ ... ' 
aPM is in the process of deveioping a customer service assessment survey focusing On the timeliness, 
clarity. accessibility. and helpfulness ofour policy issuances and technical guidance. In addition, we 
regularly survey the users ofour e}ec~onic information services to determine if the information we 
disseminate through the electronic media is timeJyt appropriate; and accessible to users. The 
feedback from these surveys helps detetlDine how. we expand aad organize this data 

ExECVTING AN EVALUATION AGEND,L ....._. 

CwTently, OPM's program evaluation is conducted on a decentralized basis. Major program offices 
have each created and are at various stages of implementing a series ofprogram*specific measures. 
The results have been used internally Md as part ufthe budget justification process. With the 
creation 'of this OPM~\.\-ide evaluation agenda under the strategic plan, the review and use of 
individual progrmn measures will be coordinated. 	 . 

The OPM Executive·Board. consisting·oflbe Director. Deputy.Director, Associate Directors, Chief 
Financial Officer, Chieflnform.tion Technology Officer. Director of Human Resources and EEO, • 
and th.President.ofAEGELocal 32"will.be.responsible forthisJeYiew~They_will.ttack and !<POrt 
on the goal. and objectives • .recornmcnd necessary adjustments to them, and afl'um or modify 'the 
measurc.ments and r~l~<?~~S ~~ng appli~: ","_" "" ..,-" ._ . 

A critical step is to implement the comprehensive measurement plan. Where baseline data are . 
•vaih;~I~ l!0w.:they.wiH be,repotted,in the,first ann~~1 pc:rfo""!lI!.ce pl~ that i. submitted wi!h.lbe FY 
1999 budget. Where data are not yet available, specifiC plans wiU be created for introducing !he new 
measures. A data !nlclcing system will be established. so that the Executive Board will have access 10 
the data on a timely basis for assessment of progress against the plan each year. 

,~ , 

, 
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PROGRAM EV"LUA'nON SCHEDULE 

aPM will establish an annual schedule for agency-wide evaluation of the Strategic Plan and Annual ..' 
Performance Plans. . 

This review will take plaCe at the beginning of the fourth quarter each fiscal year. Results wiD Iii. 
used to establish the Annual Performance Plan to be submitted to the Congress and to the Presidmt as 
.Part of the.annual budget process. At least every third year ..... required.by the Government:"'"!''!!::'i''. ,.,-- " 
Performance and ResullS Ac~ the Executive Board will reevaluate the overall Strategic Plan and 
make adjustments as needed, . 

APPLYING PROGRAM EVALUATION 

As a result of this new improved program evalu.tion plan, OPM will be able to more effectively use . 
the results ofour existing and enhanced measures in a systematic and .comprehensive process'to: ' 

• formulate new and revised policy; 

• 'improve the quality ofp';;ducts andSerVic..; 

• plan and budget; 

• establish program-level work plans; 

• assess indh'idual and organizational perfonnance; and . . 

• ensure accountability and control. 
.' 

PROGRA~-SPEClFl.C EvALUAT!.!>N.ACTlVl'r!ES -_.-----_._... -­

A description ofkey OPM program evaluation.clivities follows. ·These aetivities are significant 
because they provide baseline data for sOme ofthe new-measures proposed for the annual assessment 
ofprogress against the OPM strategic plan. 

OFFICE OF MERIT SVSTEMS OVERSIGHT AND EFFECTIVENESS 

PrOetam Enlun!iou ElTorts. Office afMerit Systems Oversight and Effectiveness (O&.E) 
internal program evaluation efforts make use of performance measures established for each 
performance objective in the O&E Strategic Plan. These objectives span O&E', program 
responsibilities; including ensuring through onsite reviews and olher means that agencies operate 
merit·based persofUleI programs~ seeking improvements in Federal personne! programs and. 
policies through demonstration projects and nationwide studies; ~e:lping agencies improve the 
effectiveness an4 efficiency of their personnel programs; and carrying out several appellate 
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Proeram:PeriOniUlD(,C Reyim. The O&E Council plays a large role in our program evaluation 
. ·efforts; 1h~. Co~':ciJ inciudes-allO&E managemeirt officials nati~~;Nide and three non~ 
, supervisory ",aff members selected by the workforce allarge. It meets each calendar quarter to 

assess O&E's success in meeting its goals and performance objectives and to either affum or 
modify th~methods nnd resource commitments being applied toward them. The ColUlcil's . 
meeting each Spring is dedicated to fundamental program evaluation, planning for the conting 
fiscal year, and updating the O&E Strategic Plim. ' 

EMpLOYMENT SER\1CE . 

Emlili!Yment Service Ps:rformaD{'e Evaluation ProgrulD. The Employment Service has 
developed and implemented a performance evaluation pian consisting chiefly ofthree 
components: program objectives. customer service standards. and performance tracking. Our 

- .~program·objectives,are to.ptovideJeadershlp in:t'he G.o\.:ern.m~!l~de iI!lPNv~m~!.Qf.e_mpJoyment 
practices; to provide leadership in the automation ofhurnan resources management functions; to 

,._ ._pro:vide.acs::urate. tim·eJY.!tl4..?c<:esslbt~ eIl?ployment infonnntion to job..seeke~ including 
displaced Federal empJoyees and veterans; to' provide hlgh~qUa1ity. cos1~etrective staffing policy • 

.. _- assistance, and.services;.and.to provide other specialized human resources management policy, 
assistance, and services, as requested by agencies. 

We have identified·four·strategic outcomes that cross our_program objectives: improved human 
resourceS rnruingernent practices; Govemmentvvide cost·savings; better service to the public and to 
our agency customers; and continuous improvement ofour business practices. 

-We measure improvement .in human resources management practices through data collected in a 
series ofGovernrnentwide surveys (conducted by other parts ofOPM or other external 
organizations). These surveys assess the perceptions offaimess- and eqUity in Federal staffing; the 
perceptions ofquality of the Federal workforce;'the quality and timeliness of personnel services 
provided by OPM and at the agency level; and the impact oforgnnizational human resources 
management processes on the accomplishment of agency missions. Baseline data has been . 
collected in FY 96 for some of these surveys; others will be introduced in FY 98. We .Iso use the 
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results ofOPM oversight reviews of agericy personnel operation. to determine the degree of 

compliance with good staffIng practices, ' 


We plan to measure Govemmentwide cost savings basedon costCcomparison analyses perforIDed 

on data supplied by agencies who are members of consortia formed to solve shared human 

reSources problems, and by agencies who choose to use our reimbursable products and services. 


--::These data will b!'."?~~ed in FY 98" ' , 
, ' "-.~ --,> --. -.~ _>., :_",_: _'__~. -.- .-.-.: ~_____._ ..»4:_: ............. 


Wewill nieasure'service to the public and agency customers through. tW":stePPio~Oi "' " -, 

1) establishing cu~tomer service standards. and 2) evaluating custo~er satisfactiotl against those 

standards, In addition to customer surveys, we also track timeliness and quality of servi.... , ' 

peovided, 


Employm£nt InformptiYD Customer S(;Q'iee Data. In FY 95 we introduced on..linc surveys on 

each of our e1ect!C!nic'systems - telephone. touch screen, web site. and electronic bulletin board'­

to collect customer feedback 0. the quality of our service delivery, 'l'hese systems also ' ' , 

8utomaticaHy record the pumber ofinquiries and requests for infonnation made from each system. 


EnmilliOI Sro'ire;s Customtr Sfoife Data. We gathered customer satisfaction data for 

examining services via an annual agency'survcy until FY 96. When our new examining standards 

are in phice in FY 97, we will assess'our performance through a mix of customer focus groups. 

foUow~up interviews, surveys distributed with delivered products and services, arid timeliness and 

efficiency data. 


We measure continuous improvement ofour business practices through assessment ofthc 
financial health of our reimbursable business, our market share, and the numbers and value of 
requests for our services. We also measure cost~savings achieved in the delivery of our program,s. 
and investments in our human and physical capital. 

We have designed an internal, modular, management infonnation system to,track all ofout 

financial, wo~kload, and other performance data, across aU programs in the Employment Service. 

The firSt modules, the financial tracking system and the examining certificate processing system, 


". are alrendy·jn·place;-and-the remaining modules-will.be-implemented ,in FY 98. 
-~... -.-~~--~~----.. . 

...------.--.--~.,---

Our performance evaluation plan provides us with the data necessary for making program 
effectiveness judgments and impro\.'ements. We review the data at the sub~program level on a 
continuous basis, and in our Emp10yment Service Business Council on a quarterly basis.. 

, 
'--'~T--'---'-"---"-' .._"__ ., 

42 9130197 




,. , 
.. 

HUMAN RESOURCES SYSTEMS SERVICE . 

~ns!om<r SUrYm. Human Resources Systems Service (HRSS) conducts. regular series of . ,i 

conferences. seminarst and workshops on 8Avide variety ofhuman resource topics. Prior to major 
conferences, we sUrvey stakeholders to identify their principal areas ofinlerest, and use that 
information to e.uiblish the agendas. Follov.ing each session, we. obtain feedback through 
structuredquesti"·n~aires todelel]nineJhe strengili.s ancIweaknesses ofeach Presentation, and._ 
revise the program, and briefing.materials accordingly. At regular intervals, we eonaliCtfollow­
up surveys ofreaders ,of oui newsletters to i.n.sme that our customers are re~iving cimsi~y 
accurate and timely policy guidance. . 

Prneram Effectiyeness. Ultimately, the effectiveness ofHRSSts programs is reflected in the 
Government's ability to recruit and retain good employees. In order to measure this, 'We ga~ 
personnel data froiii the Central PelSOnnel Data File and publish analyses on topics ranging from 
turnover to emplQyee assistance program usage to ,the use of compe~atjon flexibilities. These . 
reports allow Congress, the General Accounting Office, and other interested partie. to determine 

how effective our programs have been. In addition, we work dosely with the Office ofMerit 

Systems Oversight and Effectiveness to develop and assess the results of special studies affecting 

HRSS policy ....... 


Workforce InformDtioD QUAUty Assurance. The Office of Workforce Information conducts 
regular reviews ofthe quality ofdata in the Central Personnel Data File compared agsinst 
employee information maintained by the agencies. Systematic data problems and 'errors are 
carelUlly analyzed and documentecl . 

OFFICE OF EXECUTIVE RESOURCES -
Quality Assessment 9f !Jrcutive and Manaermtnt Development Program. OngoiDg 
program evaluation is an integral part ofthe programs at the Federal Executive Institute, the 
Management Development CenterS, and the Senior Executive Service Orientation Program. 

Assessment focuses"primarily o-ri~ the: relevancy ofcoursecontent to~iridividual and organiz.ationSl 

performance~ but also addressesTnstructor performancct staff responsiven~ facility quality, and'· 

customer service. These assessments provide an early warning systemJl:b:out problems that may 

develop but, more·impOrtantly, they.helpkeep.the cuniculum.on co.".se:.over the long:tenn .. 

filol Effort: The Western Management Development Center is piloting a project to 
determine_ thti impact oftFaining on job perfonnance through use ofa post.-course evaluation 
form and collection of comparison data on knowledge before and afu:r the seminars. 

Sen;Qr Eleentin SelYire froenms. Ongoing customer service assessment efforts through 

daily contacts and regularly scheduled meelings with agencies and other stakeholders provides . 

continuing feedback about policies, program delivery, and customer service. Issue-specific focus 


. groups and formal surveys are another means of obtaining feed~ack for program improvemenL 

As systemic issues are identifi~ program or issue-specific evaluations are 'conducted. 
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RETIREMENTAND INSURANCE SERVICE., ' ~, "', 

.'::0'" :',. ~l,?;~·',:~,-:i-:': ;,·,-:i,:~~~.·~~~:·~i~:,_·:-·-_v.:_~}_:~,~~,:.~~,~~~;:'~ '.:' :; ~~- .?< ,'< ,-/ ,':/ ,:.' ;': ,:,,"~",,' _':" "":.' ~ .'n:': ." . 
), ." CuiliSm~iSi[yi<~SllinMrg, ail ~'SuiVey" ,Foieach'ofthe three Federlll employee.beriefif 
',~ ""ro' _\r~-··s,we'adi@ruster~:-.we:havel;develo "ed cu:stomer ~ce\-~t3ridiJdS"tKat'ddipe'a"leVbl 'of
.:~:e~nece~s"7~:·tO;-ifl~\oUi~~IfiiiSt~~r:&cll ye:a;:we~Urve'" our cUStomern to:IDeaSure ,,'- '< 

(luf\~~:7~f:~,t-~..~~t ',,: ''':'"\'~; ','e' .• ':;:. , ' 

RetjremeDt SW'rYyjS~'·~:,~~;Pffi,~ o(Retir~m,~m_Pro~, ~4mi,nist~~"StirVreYs,t6,'a~'tbe"'" _~~ 1,,,;"£ ~ 

l~Y~iof ~'~~sfa~~~!~~~~eti.rerii~l!t:~rvices provi~ed ~o~ernpJoy~-~(r~vor.anIi~tilnts.'who ,,' 


'had tt~itCti~~ ·pepo'~ed. ori~their ~OUJ1ts 'dUii~g tbe,previ~yS'l~ -1'n;C?n~. 11ie,s~eys cOVCI' 

all. aSJ?CCtS ~r.~ire_£~~~rvi.~es,_t,~ annuitants, from replies to correspondence and telephone biqUiries 

to-processirig·Gase}r:~c~o~. The data enables us to meaSure the effectiveness <?fthe programs 

and to id~iify·.~c~~c area's requiring improvement. 


. '! . ~,,,, ',. 

Fcdcrn' EwUI2)(••,'t1fnllb Bcnefit' a:EIIIll Sgn:W, In 1996, the Office oflns""",ce , 

. Programs (OIP) contracted with the Gallup orgaiiliation to conduct the third annual SuTvey to 


measure cust~mer,s~,tisfaction with the Jevel of service they receive from their health plans., 'Ibc 

, --,survey_results will;Pe !lv~,J.able to an customers during the FEHB open season for use ill deciding 

which plans to'seleCt. In'addition, Gallup conducted a sUrvey' in -1996 to determine enrollees' 
satisfaction with till? FEHB prescription drug benefit as administered by the largest fee*for-servtc:e 
plans. During] 997~ Gallup Will conduct a survey to detennine the importance ofFEHB customer 
,servi~ standards to Federal employees and how wen OPM has met those standards, as' well as the 
usefulness. reliability~ and readabilitY of Open Season materials tlult OIP prepares Md publishes 
for FEHB enrollees, ' 

Ecdtnl EwplQ):ee:i.' f,iroup Life lnsuram't cYEGLD Surva. In conjunction with the 

Metropplitan Life Insurance c.ompany. the underwriter'that manages FEGLI, a survey was 

conducted ofb~neficiaries who had received life insurance benefits. The survey measured their 

satisfaction ,with the infonnational mate,rials received with payment. We are currently developiag 

a-survey ofenroUees ~QJ!~t~!Inine their satisfaction ....ith th~ FEGL1 benefit and coverage. 

infonnational materials, and services provided by OPtyf and Metropolitan Life. This survey is 

,expected to be cotnpleted,in calendarSearJ997. ' - .:.-~.~. -.. -. 
~cdQrman<t Mu,"m. The Retirement and In.unmce Service (RJS) .Iso has an established 

Management Information System that tracks data on a number of workload performance 

measures, The data is updated monthly and is made available on the RJSLocat Area Network, to 

managers and employees alike. This system plays a critical role in effortS-to· improve and ' 

streamline RIS business practices and develop multi~year performance goals. 


Quality A~~uranre RcyicW8. The RIS Quality Assurance Division conducts ongoing reviews of 

the fInancial and processing functions associated with the Federal employee benefit progtamS. In, 

FY 96, )3 separate reviews were conducted to measure the effectiveness of retirement and 

iUSW1Ulce processing systems and the timeliness and quality of their outputs. These reviews . 

produced recommendations resulting in improved program perfonnance, cost sayings. and tighter. 

internal controls in accordance "ith the Federal Managers' Financillllntegrity Act of 1982. 
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INVi:S11GAnONS SERVICE 

Mainframe and Dais Base 1ntwity. Findings and recommendationS from a security 
assessment of the Personnel Investigations Processing System conducted by the National Security 
Agency are being uaed, as appropriate, to improve and finalize our system security plan. . 

Q~;!ii.r A;syra;~eR~iem. As pari afits contract management responsibilities, the''''''- ~- . 
Investigations SerVj-ce roorutors ilie penoimarfce~rif its contractor:-The'l~veStigations Service has 

.. 	approval authority over the contractor's quality assurarite plan and samples completed products to 
e":,ute OPM's quality standards are being meL 

frnorwan£e Meau.rOJ. An automated Maragementlnfonnation System tracks key 
performante indicators for the in~estigations program, This tracking system assists in ensuring' 
that the program'continues to operate on Ii solUld business footing. . 

CUst2mer RdatioDs. The Investigations Service meets customer information needs through 
periodic bulletins and frequent personal contact. Customer satisfaction is assessed through 
responses to periodic surveys to get input 5>n custom~ experience ~ dealing with bOth 'OPM and, 
representatives ofme contractor; USIS, "Inc. 

Fjnaorhll ManncfmenS. The'Investigations Se~jce~ntinuo;5·IY monitors"the status ofits· 
revolving fund and ensures that revenue is sufficient to cover aU operating costs including 
payments to the contractor. . 

' .. -_.. ....~ 

------~._ ·__.__-_·c~-_" ____'._ 
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INFORMATION TECHNOLOGY STRATEGY 

IN'rRODUcnOl'l-

Information technology (In will play 8 major role in aPM's accomplishment of the strntegic 

business goals described elsewhere in this plan. In order to assure that itS infonnation technology , 

processes ru,d infrastructure an: able to support the agency's strategic plan, aPM will take a number 

ofactions to implement the Clinger-Cohen Act 00996, audto address the-Year-2000and- ;:- -+-, -, > , 


information security challenges of the coming years, 


CLINGER-COllEN ACT 

..The primary requirements of the Act are to: appoint a qualified senior ..level ChiefInfonnation 
Officer; implement a sound and integrated information technology architecture; develop information 
technology capital planning and in,:,estment control processes; and implement perfonnance-ba.sed 

. information technology management systems. 

aPM has already estsblished 8 Chief Information Officer position, which reports directly to the head 
of the agency. This p1lsition was ruled with a'weH..qualified senior level executive in 1996. 

As ofJuly 1997, aPM has nearly completed its overall plan for implementation of the Clinger-Cohen 
Act, and concrete actions are already under way in several areas; 

• 	 II ArcbiJrtture: An agency"wide architecture vision. created with the involvement ofall of 
OPM's program groups, induding their senior executives, is nearly complete, This will be 
followed by an action plan for e\-'olving today's IT environment to the future stale 
contemplated in the vision duringFY 1998 and FY 1999, This integrated IT archite<:ture 
visioo'includes agency-wide IT standards and uniform management oilT reso~ to 
achieve cost savings and efficiencies and to improve performance and meet OPM's strategic 
goals, . 
, ' -._. ~'-----

- • C.pital-Plann;ng Ptllm.: aPM expeets to implement an IT Capitallnvestmenl Planning 
and Control progmm beginning in FY 1998, and to use it as part of the FY 1999 budget 
process_ aPM's capital planning process will be basedupen existing OMB and GAO 
guidance;inc1uding GAO's pubIicationAssessing Risks and ReJurns: A Guidefor 
Evaluating Feaiiill Agencies' If Investment Decision~making, and on lessons learned from 
experiences of other Federal agencies. This process win ensure that decisions on IT projects 
are based on assessments ofmission benefits, risks, and costs. 

Pending completion ofilii, effort, aPM has implemented an interim planning and control plOee,. 

that incorporates fe.~tures of a more fonnal process such as assessments of costs, benefits, mission 

support, and reeng.ineering. This interim process has aJIowed the· agency to differentiate among 

competing mission·criticallnitiatives and to assure allocation ofscarce resources to the most 

important IT initiatives_ 


- -, - .. 
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Also os part of this effOrt,OPM is developing a handbook on workprrn:ess redesign. . This handbook 
.will be used in conjunction with the capital planning atal investment control prOCCSll.and viill provide 
the guidelines and screening criteria to ensU(e that OPM's work processesh!tve'beeri appropriately 
redesigned prior 10 the application ofsignificant IT investments. Through this process, OPM will 
achieve improved retwjl:on IT investm~, 

A fued phose of this effort is the developmentatal implementation ofperfonnance·bosed-JT 
management SY~\e!DS. Preliminary work on performance nlE'!'Uf.""'!'I1t is~UIl\!.erway, atal a framework 
fordevelopmlfIT')lerfoimance measures will be cempletid by·the end efFY .1.119.1 _.. ~. __ . 

YEAR2000 '" 

OPM haS 94 mission-cri~ica1 computer systems that are date-.dependent, and are therefore subject to 
potential problems at the turn of the cenrury. The "llency h .. 1llken this potential problem quite 
seriously and has engaged in an aggressive strategy to assure that services to customers are not 
interrupted on and after January 1,2000. OPM's approach includes: 

• 	 Establishment of an agency-wide Year 2000 Steering Committee to assure thaI all 
organizations are.Il!\:'.t)re, provide a framework ofstandards. and coordinate the resources 
needed to deat with the issue. ...... ·· ..c..·· . . 

• 	 Creation of specific task teams for groups ofkey systems and for cross"cutting projects such 
as networks and testing standards. Task teams ate working through the assessment 
(inventory and scoping), renovation, and testing and validation phases of this complex 
systems integration project. ' " 

• 	 Detaiied tracking ofprogress on renovation and t~sting ofeach ini~on-critica1 or mission­
sensitive IT systeJ14 as well as for building~te1ated systems such as elevators and fire alarms. 

• 	 Validation procesSt:s that ....ill be camed out by a combination ofpersOns knowledgeable of 
, the data and b,usiness applications. together with experts in testing and software quality , 

assurance. 

As ofMay 1997, OPM had completed Ihe assessment phase for 100 percent of its mission--critical 
systems and had determined thot 18 percent were Year 2000 compliant.· Of those not yel ready, 67 
will be repaired, 9 will be replaced, and I "ill be retired.' By September 1997, renovation will have 
been scheduled for all "ystems requiring repair. OPM will complete its lesting and validation plans 
and inlendS to eStablish a Year 2000 compliant mainframe environment by the end of 1997.. This 
aggressive schedule will ensure that OPM's systems are Year 2000 complianl well in advance of 
January 1J 2000. Continued personal attention from the Director and senior executives will assure 
that this momentum is maintained. . . , 	 , 
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INFORMATION SEC\JlUTY 

OPM will continue to refine and enharice its infonnation security prOgrllIlllO ensure adequate security. 
commensurate with the risk and magnitude of harm that eould result from lo~ or compromise of 

missjon--critical IT syStc:ms.. Recent efforts have focused on de'veloping and testing a'disaster 

recovery pJan for OPM"s general support system and major financial, benefits, and workforce 


·.information application systems. OPM will continue to engage assistmlce from experts, e.g., National 
. SeCurity Agimcj;to review our security capabilities:"Additionally; a!,-,!~,of the implementation of . 

• -. -<" -.

. OPM's IT architecture arid thnelatedU mariagemerlrimprovement measures; OPM will be inove 
toward. Software Engineering illstitute Capability Maturity Model level 3, which includes a fotmaIJy 
defmed process for system development.· . .. . 

-- . ..,.., 
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The EBS has tlrree major program applications: Retirement, Health Benefits, and Life Insurance. -----, ~ 
Eacb application has functions that support general ledger controJ. nccOwlts receivable, accounts 

paya.ble, budget execution and funds control, and budget fonnulation. Much of the system's software 


. was develope(Hn~house. -Each·application uses a standar4 general ledger, but requires some manual 
processes and cross·walks to accurately record proprietary and budgetary accounts. OPM's 
Retirement and lnsuranl:e Service (RlS) is coordinating several projects that win strengthen con1l'oJs 
over the eamed benefits programs; develop or improve rmancial systems; arid comply with OMB 
Circulars A·I23 sud A·J27, and JFMIP core financial systems requirements. . 

FINANCIAL MANAGEMENT GOAL 

.._. W_. ,_
_.~_. ~ 

GOAL: Resolve material w~aknesses and improve tbe Financial Management System, the 

Employee Bentlits System, and internal c.~J!.tt:'t'tls_to main!~.i~J~e integrj~ oftbe earned 

employce-1ienefits-trust-runds"totaling more·tban-$6~ b!Uion in _an~JUa) benefit 

payments and OPM's appropriated and reimbursable fnnds. 


""",..- .'" .._.­

Success MeBsure! -.~ 	Beginning witb-iJiiFY-1998 tfnandal-statements,:get timely and 

unqualified audit opinions for all funds, publish audited 

financial statements within tbe time frames required by tbe CFO 

Act; and be a model for the administration a"nd financial 

stcw~rdship of earned e~ployee benefits trust funds. 
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OBJECTIYES 

FINANCl~MANAGEMENT SYSTEM (FMS) 

• 	 Generate auditabJe financial statements, integrate several new subsystems, automate manual 

piocesses. and increase our ability to meet the infonnation needs ofprogram managers.. 


......,""_ .• __ ~ '.' .'~ _ ._. • '4'~""" , ",' ~,., _." ,-.' .--1-., '. + ,~~>_-..; "-,;;::' 
~ - _. BrI999;ooilVenDOD billings to an On-linePaYl)1entand Collection (OPAC) system thai ­

-_. - -integrates or intenaee,"With llie Fr;J:S-to recor.ribe casli collection. - - - ­

-
• :'. 	Implement new releases of1he accounting and procurement systems over the next five years• 

• ;,- Within the next two y...., expand the electroruc interchange ofdata with OPM pmgnun ­
systems to increase the accuracy t timelinesst and accessibUity of fmancial information. 
. . , 	 . . 

• 	 By 1998, provide a trial balance file for PC to mainframe transfer to the Treasury 

Department (to meet the requirements ofFederal Agencies' CentTalized Trial BaIance 

System). 


-• Identify potential savings in systems/procedures implemented by other financial offices by 

participating in FlNANCENET, which is a new user group for Federal, state, and Ioc:al 


. government and private sector finance personnel.' 


• 	 By 1999, expand the use ofelectronic payments to ~mprove the timeliness ofpayments to 

vendorS and comply with the Debt Collection Improvement Act. 


• 	 Support the efforts Qfthe Federalloint Systems Solutions Team established by the CPO 

Council. . 

. 

EMPLOYEE BENEflTS SYSTEM (EBS) 

• 	 Generate financial statements that receive unqualified opinions. 

• 	 Resolve ~aterjal weaknesses in ~ntema1' controls and non-confonnance with the financial 

l,l!anagemenl system requirements. 


• 	 Continue retirement systems modemizatjo~ and business process reengineering efforts. 

• 	 By 1999, implement a new core fmancial management system which will comply with . 

Federal financial management systems requirements, Federal accounting standards, and the 

standard general ledger at the transaction level. 
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SUMMARY 


This is • time ofprofound cbange in the Federal Government. Bec~';'e 'ofrecent downsizing. oUr . 
Government is approximately J4% smaller than it was four yerus ago. OPM has led the Govemmem 
in downsizing and set an example for others in making the hard decisions that are necess~~ 
operate within dramatically reduced funding levels while continuing to successfully carry out its 

,.,' ~ , , , .',mission: .!~, . ;:,~ "" . 

OPM must continue to pr;;vide leadership to cowont the changes that are occurring in the Federal 
workforce and promote needed reforms. We most focus not only on the cost of Goveniment but on 
the urgent question ofhow we recruit and sustain an outstanding workforce for the 21st century 'and ' 
beyond.._ .' ... _•.•.~ .._ .. ' 
Th.is strategic plan "further defmes the course OPM has set 10 mect these challenges. It documents our 
mission, vision. and values which serve as OPM's foundatjon for the future. As importantly, it 

. documents the goals and objectives that will guide OPM's future actions. OPM is commitled 10 
providing~-cost effectively..~the highest quruity of services to our customers ~ protecting 1h~ Merit 
System Principles on which Federal human resources management is based. 

, _._--- --~.. ­

,.. -- . 
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