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INTRODUCTION

T e aallim s nind -

MMWMSMTEGIC PLAN

7‘3113 strat&gzc plan describes the future direction of the United States Office of Personnel
Management {OPM). 1t states our mission, vision, and values and defines our goals and
objectives. Our plan starts wzzh s summary of our recent history since strategic planning bcgan at
OPM four years 8g0.

Although this plan fawscs 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, Communications, Human Resources and EEQ, Information
Technolegy, and Contracting and Administrative Services. In addition, the Office of the

vy «inﬁpﬁcmr General conducts independent-audits, evaluations and investigations to determine the
efficiency and cffectiveness of OPM programs.

L T R

RELATIONSHIP OF STRATEGIC PLAN GOALS AND OBIECTIVES
TO ANNUAL PERFORMANCE PLAN

“Bach year as part of the President’s annual budget submission, OPM will present its Annual
Performance Plan, which will link specific yearly activities and initiatives to the long-term goals
and Shjectives identified in the Strategic Plan. The Annual Performance Plan will also describe

e e SpeCific performance measures and incremental performance improvements expected for long-
et term objectives, Progress towards targets set in this Strategic Plan and described in the Hoew We
Measure Our Success section for each strategic goal will translate to appropriate anmual
T pcrfermance goals and activity ‘milestones in the Annual Perfamame Plan,

W,w

The Program E vaduation section of this Strategic Plan provides additional infama‘ii{m regarding
evaluation agendas, schedules, and program-specific measures that further link this Strategic Plan
and the Annual Performance Plan.
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WHO WE ARE AND WHAT WE DO

The Office of Personnel Management (OPM) is the President’s agent and advisor for operating
~ and continuously improving the Government'’s system of human resource management.

The President leads a §vorkforce of roughly 1.4 million uniformed military personnel, 0.8 million.
" “Zpostal-workers, and another 1.8 million civilian employees.. Agency heads, officers, and line - ‘

managers supervise these civil servants as they work to serve the publlc and accomplish missions
that were establlshed by law.

When managers want to recruit, examme, investigate, hire, fire, train, reward, prom otc, reassign, .

evaluate, or take any other personnel action, they must be able to rely on personnel professionals
who have the knowledge and tools to get things done the best way. OPM, in turn, provides the
needed information, 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 adviee 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 Government this is particularly true,
Over the years many laws have adoptcd developments in private sector personnel practices and
Teflected a-continuing public interest in faimess and efficiency for the civil service. Part of the
responsibility of the President and of OPM is to administer a civil service merit system that
ensures compliance with pcrsonnel laws and regulations. Merit principles ensure that Federal
agencies invest taxpayers’ money only in employees who are most likely to do a good job, and
that they base hiring, pay, promotions, and reductions in force on a process that is objecuvc, job-
related, and fair. :

In carrying out its functions, OPM relies heavily on its “critical mass” of expert staff, broadly’

applied cutting-edge technology, and umque Governmentwide mformatnon systems. It operates

~~through 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. Personnel laws usually require OPM N

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 of OPM’s objectives is to make sure that its regulations and oversight activity
keep agencies in compliance with law, but also keep managers from bogging down in
unnecessary and counterproductive red tape. OPM acts as a partner with the Office of
Management and Budget in reviewing legislative proposals affecting human resource
management and in proposmg legislative and executive initiatives to the President after
consulting with agencies. OPM pammpates in litigation before courts and administrative
adjudicatory bodies on significant issues of civil service law. .
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Protects the Merit System and Veterans' Rights through Oversight.  OPM assesses
agcncxcs effectiveness in personne] management at the Governmentwide, agency, and

installation levels. The information gathered is used for policy development, and for ensuring
compliance with both the Merit Principles and personnel laws and regulations. Data gathered by
OPM enhances agency capability for sclf-evaluation, and assists agencies in operating personnel
programs that ¢ffectively support accomplishment of their primary missions. OPM also centifies
agency delegated examining units and evaluates their compliance, and evaluates personnel
fystéras outside the competitive service 1o determine whether their adherence to Merit Principles
‘warrants-an-agreement to allow the interchange of employves between these systems and the
competitive service without further examination. Veterans’ rights are anintegral part of the
merit-based personnel system that OPM safegoards,

Hé}:?kgcmies Reervit Instantly and Nationwide, On behalf of all agencies, OPM_
administers a Governmentwide, computerized Jisting of all jab vacancies in the competitive”
service currenily open to cutside applicants, plus many vacancies that are outside the competitive

service. This allows agericies to quickly reach & wide range of potential employees and provides

for open competition from all segments of society. Job seekers find it easy 1o learn about job
wc;:if:mngs 24 hours aday, 7 days 2 week, ihr{}izgh the Intemet, touch-screen kiosks in agemzzzs,
and by telephone.- - - - L L - h

—Supports Agencies-in-Merit-Based Kxamini'zzg and-Hiring. Roughly three-fourths of non-.
Postal civil servants are in the competitive servics, which means their selection is guided by the .
Merit Principles and hiring and rétention procedures administered by OPM. These procedures
are based on the principle that use of valid, objective procedures will result in 8 more hrghly
qualified workforce.

Civil rights laws and Federsl personnel Jaws alsa require that sclection methods be j{;breiatcdx
and ensure that all receive equal opportunity. Personnel laws also give selection preference to
ctt:iain veterans, based on their service, QPM’s zcam of psychoi{}gists cominms to dcvclnp B

and asssszancz:, as well as direct reimbursable services to agenmes for examination ‘development
_and ;zrcz:ess:ng o P L —

-

Supports Agencies in Workforce Rcstrmtmmg Thc Federal Govemmezzi 15 in a period of

" profound change, driven by the-forces of improved management and reduced budgets. Agencies
are responding through workforce restroctuning, involving often significant organizational

- redesign as well as staff downsizing. OPM works closely with agencies W ensure they can
effectively restructure while maintaining needed skills, quality, and diversity in the workforce.
OPM’s expert staff sel policy, provide guidance, and administer the Federal programs for
reductions in force (RIF), separation incentives, and early retirement, and provide advice on

* internat reorgamza:zon and career trangition initistives. OPM also provides ézrecz mmbmabix
services in these areas. S
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Pravides for Personnel Investigations. OPM sets Governmentwide investigations policy for
the Federal personnel security program and carries out on-site inspections 1o make sure agencies
are following established policies. OPM also provides, on s reimbursable basis, through a
conzractor, personnel znvestlgaﬁons relating 1o suitability and security.

Pmmotes Execative Leadership for a Results-Oriented Goverament. OPM fosters the

. development, setection, and management of Federal executives snd candidates who are strong -
lefdérs and chasige agents with the expertise and skills required 16 transform Government, This
includes providing executive and management development programs. -and services through thyes
interagency residential centers: the Federal Executive Institute in Charlottesville, VA, and
Management Development Centers in Lancaster, PA (schcduled to relocate to Shephcrdstawn,
WV.in 1998);and Denver, CO. - .-~

Operates the Nation’s Largest Retirement Programs. OPM sdministers the Civil Service -
Retirement Systemn (CSR3) and the Federal Emplovees’ Retirement System (FERS), which
together cover more than 5 million active and retired Federal employees from all agencies and
disburse more thun $4{'} billion each year in earned retirement benefits.

Manages Emplovee Health and Life Insurance Programs. OPM sets t}ae standards for,
contracts with, and oversees the performafice of benelit providers under the Federal Employses
Group Life Insurance and the Federal Employees Health Benefits (FEHB) programs.  These
_highly regarded programs serve more than 10 mzl!wn customers (active Federal cmpioyeca,

rcnrecs and covered f‘amxiy members) inail agencms

Provides the System fﬁr Setting Federal Compensation. In setting compensahon, the
Government does what most other large employers do. Agencies look at the duties of a job to
determine the right occupation and-level (job classification); refer to documentation of what other
employers pay for that werk, the relative value of the work within the organization, and what the
_..agency is able to pay {the pay scale); and then adjust pay over time, based on the employes's
contribution. OPM does the research and sets the standards for classifying jobs; and participates
with:others in establishing the pay scales for 3 variety of pay systems, which-are adjusted to
a&count for tabor markets and to-address recroitment and Fetention problems. Similarly, to
recruit and retain the best and the brightest, it develops benefits packages, including leave,

"insurance, and retirement that not only seek to match value with those of the non-Federal sector,

hut are also structured as national models for other employers.

Provides Tools for Effective Emptoyec Performance Mamgemeai OPM has a leadership
role in promoting effective performance management and ensuring that individual acmzmtabzhty
is established and maintained throughout the Federal workforce. OPM sets guidelines for
evaluating, developing, and rewarding employee performance that leaves agencies free to design
and-use appraisal, training, and awards appreaches that suit them best. It also provides models
and technical assistance for planning, measuring, developing, and rewarding performance at the
individual, group, and organizational levels. In addition, OPM provides agencies and managers
with guidance and assistance about how to identify and correct performance problems in
“aceordance wzt}; :eqmremmts to assure that empl Oyees are treawd fairly.

EX RPN Y Y . P
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Takes the Lead in Goveroment Laber and Employee Relations. OFM is an advisor and
consuhant to agency officials in developing ¢ effective labor-management relations, emginyw
rciaiwns practices, and family-fiendly workplaces 10 help agencies accomplish their missions
and develop effective agency policies in these areas, OPM is the single clearinghouse for
Governmentwide information on best practices, innovations, data trends and other information
on Federal labor-management and employee relations. OPM leads the Government-in improving
operations by helping agencies work effectively with Federal labor organizations that represent
1.1 million Federal employees. CPM consults with labor organizations and agency managers and
Jabor-relations officials on Governmentwide rules, regulations;and-directives affecting . -
conditions of employment. In cooperation with the National Partnership Council, OPM
champions collaborative Jabor-management relationships that promote improved performance,
results; and service to the public. In addition, OPM provides leadership for agency employee
relafions activitiés that.cover employee dxsczpiznc, empioycc assistance, employee health, azzci
~work and family pmgrams _ .

Takes the Lead in Governmentwide Automation of Human Resources Management _
Systems. OPM las a leadership interest in ensuring that agencics are able to make the best and”
most cost-effective use of automation 10 schieve human resource management objectives. To
fulfil) this role, OPM leads the interagency Humun Resources Technology Council, which is
responsible for crafiing a long-term strategic vision and goals for human resource management
Governmentwidé, particuldarly as it relies on automation to accomplish those goals, The Council
promotes cooperatively developed systems and operations 1o solve comimon problems and
prevent costly duplication of efforts, as cncauragad by the Clinger-Cohen Act of 1996.

Manages s Compmbcnswc: Waorkforce Information System. OPM sets the standards for

" information that goes into employees’ Official Personnel Foiders at agencies, retains ownership
of those records, and provides instructions for release of personnel data under the Freedom of
Information Act-and the-Privacy-Act.- - - — et o e

It also collects and electronically maintains employee data in a Central Personnel Data File to
support and improve Federal persenne] management decision making, In sddition, OPM is
required by law to gather, analyze, and maintain statistical data on the diversity of the Federal
workioree, and 10 prepare evaluation reports o Congress. :

Sceks Improvement thiough Deémonstration Prajects.™ OPM works with other Federal
agcncms on demonstration projects to explore potential improvements in personnel ‘
systetns and better and simpler ways 1o manage Federal personmel. 1t also conducts studies and
avails itself of others’ research in human resource management,

WHERE WE GET GUR MISSION

The President has authority, provided by the Constitution and by specific laws, to oversee the

personnel management functions of the Executive branch and of agencies outside the Executive
branch that mpiay persons in the competitive service. By law (5 U.S.C. 1104), “the President

may delegate, in whole or in part, suthority for personnel management functions, including
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authority for competitive examinations, to the Director of the Office of Personnel Management.”
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 pe:zsonnel '
management authority directly to the Director of OPM

For nearly 100 years, the United States Civil Service Commission consistently evolved ina way
~_that would strengihen its use as a tool for the President in improving the management of the-
Executive branch, In 1978, the Civil Service Reform ACtSf 1978 contintied that evolution by -
transfpnmg personnel management responsibilities to a new Office of Personnel Management
that was more directly sccountable to the President. Implementing that change were Executive
Order 12107 of December 28, 1978, and Reorganization Plan Ne 2of 1978 (S U.8.C. app.),
eﬂ'cct;v:: Janvary 1, 1979, SR Ce

The immcdiate incentive for the Civil Service Act of 1883, which established the Civil Service
Commission in the first place, was to end scandals over giving Government jobs (and taxpayers®

. money) as rewards for political service. But a major goal even back then was t0 improve the
quality of the Nation's civil service. Other countries had already-established high quality
“benchindrks by hining civil servants on the basis of merit, often determined by education ora
written test.

Fe%kzwmg the Civil Service Act, many other laws embiaced éwelopments in'private sector
personnel practices and showed a centmumg public interest in faimess and efficiency for the civil
service. A partial listing of those laws gives some sense of the range of OPM’s responsibilities;
Retirement Act (1520), Classification Acts (1923, 1949), Veterans’ Preference Act (1944,
including procedures for reductions in force and adverse actions, and establishing a “rule of 3" 10
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 -
“Benefity AT (1959); Fedéral Salary Reform -Act {1962); Civil RightstAct (1964); Federal
Employee Pay Comparability Acts (1970, 1950), Intergovernmental Personnel Act (1971), Equal
~Employment Opportunity Act {1972}, Civil Service Reform Act (1978), Social Security Reform
Act (1983), Federal Employees Retirement System Act (1986), Whistle Blower Protection Act
(19895, Family and Medical Leave Act {1993), and continuing prowswzzs placed in annual
appropriations acts.

~Presidents have also-issued-key Executive orders on personnel matters, such as those broadening -
the scope of the competitive service and establishing personnel offices in departments and
agencies {(E.0. 7916, 1938}, permitting collective bargaining (E.O. 10988, 1962); setting out
rights and responsibilities in collective bargaining (E.O. 1149], 1969}; establishing labor-
management partnerships (E.0. 12871, 1993); and establishing the personnel security program
(£.0. 10450, 1953)..

"TAll of these 1aws and executive ordérs explicitly support the activities described earlier under

“Who We Are and Wnat We Do.” 1n the aggregate, they give us respcxzsibiiity to serve the public’ . ‘

by prowdmg human resource management ieaém};zp and high-quality semceg base(i on mcnt ‘
prm::zpies, in pm'mersh;;} with Federal agencies and employees.

; ' & $130/97



At the core of Federal personnel law are these merit systm prmc:ples, found in 5 US.C,
2301(b):

(1) Recruiment should be from qualified individuals from appropriate sources in an -
endeavor to achieve a work force from all segments of society, and selection and
advancement should be determined solely on the basis of relarive ability, bwwfedge, ‘
and skills,.after fair and open compelition which assures that all receive equal .

‘_, . apportusity. . L el »

(2) Al employees and applicants for employment should receive fair and equitable
treatment in all aspects of personnel management without regard to political
.o .affiliation, race, color,-religion, - national -origin, sex, maritul status, age, or
handicapping condition, and with proper regw’d far their privacy and constitutional .
rigthts.

(3) - Egqual pay should be provided for work of equal value, with appropriate
consideration of both nationul and local rates paid by employers in the private séctor,
and appropriste incentives and reﬁagnmon ‘should be provided for excellence in

performance.

(4} Al employees should maintain h:gfz standards of inzegrim condact ;md concern for
the public interest,

(5} The Fi ederaf wark force should be used efficiently and effectively.

{6} Employess should be retained on the basis of the adequacy of their performance,
., inadequgte performuance should be corrected, and employees should be separated
who cannot or wzfi not improve their performance to meet required siondards.

(77 * Employecs should be provided effective education and training in cases in x&kzc& such
education gnd fraining would result in better organizationgl and individual
performance —

K 8) }Empiﬁyees showld be— . .- .
TTT{4) Tprotécted against ar&itm;y ac!wn, persamf favori:z‘sm or caercian ﬁ;r parrfsan
political purposes, and
(B} prohibited from using their official authority or influence for the purpose af
interfering with or affecting the result of an election or a nommaf:an Jor
glection.

{9, - E mplayees should be protected against reprisal for the lawful disclosure ﬁf
information ‘which the employees reasonably believe evzde?zcey—
(A} aviolation of any faw, rule, or regulation, or :
(B} mismanagement, a gross waste of funds, an abuse of aurhsmy, ora suﬁs{a;z;:af
and specgﬁc danger 10 public health or safety.
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WHERE wm’vxs: BEEN

Over the past four yeurs OFM has cwstalimcd its mission, complctcd a major redesign of the -

agency's functions and privatized two major programs, training and investigations. OPM has

strengthened its ﬁvmghtwicasthcm&anefm meiit syster’ aadhassumssﬁ:ﬂy . e L
transformed &' Hiajor part of employment inforfiation and staffing services to a reifnbursable ' . '
basis. Steady improvement has been.achieved in customer service in employee eamed benefit

programs through investment in zechnaiagy These steps, along with more than commensurate

reductions.in administrative services, have allowed OPM to succeed with greatly reduced

resources and 1o transform service delivery to its customers. In addition, 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, OPM set an example for others by making the
hard decisions that are necessary 10 operate within those levels, while continuing to successfully
carry ot its missior™As indicated in the chart below, we bave reduced our FTE level from the
FY 1993 baseline of 6,208 when we began our downsizing effort 103,283 in FY 98, a
cumulative reduction of 2,955 FTE. This 48% decrease is a far greater reduction than that of any
other Federal agency. This strategic plan is our roadmap for continuing to move forward,

- et e e e - — - Mt dribeek et o B —— - s

i 4000
- a0
—tr ok . s'ml = - - - TR Sw moha B W, W me b buaad Rty . nae
YOI |FYD4 [FYQ5 [FY96 [FVG7 [FY98
Celirg 5 208 5,997 [5,472]3,93413,363 3,253
Birn E1E Reducons B 297 73512,274 2,545)2,058
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WHERE WE’RE GOING

Even as OPM maintains its historic commitment to the merit system and to veterans’ prefermec,
we must provide. leadership and promote needed reforms as we confront the changes occurring in
the Federal workforce. OPM’s perspective will focus not only on the budget--the cost of
Government--but on the urgent question of how we recruit--and sustain—the outstanding

. workforce that the taxpayers demand and that we must have to meet the challenges of the 21st

century.

Our pnarihes m. - o . -
S G?’M is um guardian of the merit system. We created the new Office of Merit Systems
Oversight and Effectiveness to provide merit system oversight in this era of change when
both the increased delegation of hiring avthority to the agencies and such management .
. innovations as Performance-Based Organizations present new challenges, We will
continue 1o protect and promote a merit-based civil service and he%p agencies improve their
human resources management (HRM) Rrogrmns.

— b B e e -

»  OPM is the Government’s expert in compensazmn policy and administration. Pay policies
must contribute to recruiting and retaining the best possible employees; they must be
perceived as fair by employees and by the Nation st large; they must be linked to individual
and organizational performance; and they must be flexible enough to accommodate and
sopport innovations in workforce management. OPM will work with stakeholders to
formulate a modern, performance-oriented system of total einployee compensation to
include haszc pay, variable pay, and camed benefits,

. 0}’1\4 is ﬁza administrator of the Civil Service and Federal Employecs }icmmcnt Symm
We have a number of significant initiatives underway that will ensure our continued
leadership in the design and provision of employer-sponsored retirement programs, A few
of these are: 1} the modernization of the retirement systems, particalarly with regard to the
Federal Employees Retirement System 2) the prudent use of technology to improve the
delivery of retirement program services to our custoiners; and 3) the development and
implementation of an eamed benefits vision designed to attract and retain the workforce of
the next centwry.. — - .. L e .

o e ——— s

' Continued strengthening of financial and other management control$ will make the health

benefit program more secure. OPM will take steps (o ensure that enrollment records are

handled properly by agencies and health carriers participating in the FEHBP,

¢«  To improve Americans’ opinion of Government, Federal human resources management
- must make performance the core of all we do. Every employee must understand and be
" 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 performance. At the same time, however,
 OPM and agencies must maintain individual accountability and provide better training and

B , 0/30/%7
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suppon 1o, managers who nced help in dealing with poor performers. We must streamhnz
1111@ process | for taking action’ against poor performers, improve the adjudicatory process,
arzé make maxmum use of aliernative dispute resolution.

«  We take pndc in the many programs that help Federal employees balance work and family,
szzciz a6 zhe: ‘Family and Medical Leave Act, sick leave programs, telecommuting and
ﬁiemamfe ‘work scheé&ies Family-friendly policies help us recruit and retain a well-

— z;nahfieé workfcm and use them-in ways that enhancz pmciactmty QPM waii continue to
: heip agezmes meet those goals, - ' —

+ + OPM will continue to champion strong and effective labor management relations that
-support Federal employees, managers, and their representatives and pmmotc improved
RS wpcrfonnance results; and service to.the pubhc
« A strong senior executive corps is cssennal to thc contmual transfonnatlon of Government,
'OPM will provide leadership for developing, selecting, and managing a corps of executives
with solid leadership skills, a broad perspective of Government, and values that are.
~grounded.in the Amencmz Constitution, and ultimately contribute 1o a better results.
oriented Government. - o — 2o o s o e ¢

wwwey - <To assure success in meeting our mission, we will-fully exploit automation technology to
" provide continnal improvement in human resources services and processes. This will
-enhance our service delivery 1o customers, allowing us to simplify and improve qur
processes, particularly the administration of our benefit programs, the provision of staffing
services and employment information, and the conversion of documentation and
‘reaozdkeepl ng from paper to ¢lectronic medium.

WHO OUR STAKEHOLDERS ARE

OPM’s work affects a wide range of stakcholders who represent many points of view, They
include the .8, taxpayer; Congress; agency beads, 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; employee unions and the National Partnership Councit; professional
and management associations; Federal annuitants and their organizations; job-scekers; veterans
and their service organizations; minorities, women, and persons with disabilities and their
organizations; coileges and universitics and their associations; displaced Federal emplayeﬁ
insurance carriers; charitable organizations who participate in the Combined Federal Campaign; -
& variety of interagency organizations; and our own talented employees, who strive to make thc
Government work better and cost less,

10 330197
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OPM’s STRATEGIC MISSION STATEMENT

' As the leader in humon resource manogemeni for the Executive branch of government, OPM develops pelicies,
i cavperation with Federal agencies and other stakeholders, so thar agencies can recruit, hire, and retain -
workforces best suited to their missions, OPM oversees the Govermmemwide implementation of these policles
s0 that agencies will uphold national values that are embodied in law ~ including merit principles and

" velerans preference. (YPM manages Governmentwide systems thal support-agencies-and their. employees by

‘administering retirement, insurance, and other benefit systems for Federal employees and annvitants, OPM
also administers Governmentwide compensation systems and maiviaing automaied information systems that
are used.1c inform the public of Federal employment opportumities and are used to keep managers avd the

public informed aboyt the nature and size of the current Federal workforce. OPM also provides high-quality,
cost-efficient services to azher agemw&

“OPM’S VISION

Sk e MM R o e

The President, Congress, and agencies ook to OPM for advice on human TESOUTCES policy, GPM provides
effective, merit-based, and family-frieadly personuel systems for use Governmentwide and ensures that
agencics are accountable for their appropriate use. OPM is the preferred source for system design and expert
consultation soncerning human resource operating systems, research and innovation, “and education and training

in human resources and management. Ultimately, OPM’s efforts support a Federal workforce 1}1&! achicves tizz:
results desired by the American public, . =

o mm—— ‘_:r-“mw»m----s-m L b e e

OPM’S VALUES

Our vore valuez are constant and they embody: i'espect for institutions of democracy, a civil service based on

merit principles, the dignity of the individual employee and customer, and the ability to change and adapt, We
are committed 16 ANt IRing an environment that fosters and nurtnneg;o— “=——rnw= 2 s

L wcrk ethic. {ka: constantly strives for high qaaizty and customer satisfaction ihroagh excellence,
annovatwn, and creativity;

. Eqwty, mtcgrzty, fazmess and ]oys ty in all aspects of our work rc!atxi}nsths,

. Oq%‘"g‘i-k}@é'st"\@_r:i?ﬁ'gth:” the skills and'knowledg@ of the OPM family; y

® A workforce that reflects the high quality and div‘t':rs.ity of cur s;mcie;ty;

® Leadership and empowerment at all levels through clear and open communications;

® Parinership at all levels with responsible and accountable panticipation; . -
® Improved services through crcs;—faﬁctional collaboration, teamwork, and recognition;

. Contzmtr;ms development and Zeammg at all §&vels and

st T e n e

¢ A balance betwwz; wori: and fmm}y

Il 9f 37
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GOALS AND OBJECTIVES .

OVERALL HUI\/M.N RES{)URCES MANAGEMENT

® By the year 2008 examine all szgmficaxzi Govemncnméa human resources maztagemzm
policies and programs to identify changes needed to promote 3 merit-based and cost-
‘effbctive Federal service and the optimum balance of Governmentwide uniformity and
agency-specific flexibility across those policies and programs.

- ® By the year 2002, propose and implement clear, effective policies and programs whemver a .
need for change was identified in the Year 2000 review, . ‘

. By {he year 2007, modemize the Central Personnel Data File (CPDF) to be the
Governmentwide system for efﬁcwmly collecting, analyzing, and disseminating accurste,
comprehensive, and timely workforce information on alf Federal civilian employees {(other
than Postal Semce} that supports policy research, development, and evaluation.

[P S
[P

3’IRAT£G¥ES F{m Acxzwm{; C};aar;mm

M PR R - -

» Incorporate the values of menit and squity-in every pohcy and program.,

2 e

- >  Monitor current and e:mergzzzg issues, trends, and stakehoidcr interests,

R o e VAED cawenms

> Use the CPDF and other queszzonnazrc databases to systcmatzcally identify szgmﬁcazi
trends in Governmentwide human resources management practices. -

> ° Develop policics and regulations in partnership with stakehiolders.

> Identify and solve common problems and avoid duplication of effort by working
. "_cooperatively with consortia, agerzcws and interagency groups, including the National”
Performance Review, President's Management Coungil, National Partnership Council,
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  Associstions, and other more program- specxﬁc
groups.

13 ‘ ‘ 9730197



> Use electronic media to disseminate information widely and cost-effectively,

>~ Research and evaluate state-of-the-art technology for application 1o the submission,
accessing, maimenazmz, and presentation of workforce infonnatiqa. }

>  Provide human resources management leadership through presentations, wnfercnm,
training sessions, workshops, multi-media mstmcnenai materials, reports, and’
handbooks for agency actions,

How WE WiLL MEASURE OUR SUCCESS

» Fewer findings of systemic problems found in oversnght reviews of agency human
TESOUICES MAnagement programs.

o Zmpmvaments in human resources Operatmzas found in oversight rewcws and studies,

S Impmvemmt in perception of overall bzzmzm resources management as measured by s

10 percent increase, by the year 2002, in the percentage of favorable ratings in the
annual Merit System Principles Questionnaire administered by O}’M’s Office of Merit
Systems Ovcrszght and Eifé;ﬁimencss (O’MS{}E)

3 Improvement in organizational humazz TESOUICE MAnagement Processes as measured by
the National Performance Review/Performance America survey. .

» Increased agency sansfaczzcm with ‘&m policy setting process, as measzzmé by agency -
gustomer survey data.

HUMAN RESOURCES SYSTEMS AUTOMATION

Provide Govémmezzmiée leadership via the Human Resources T‘echnalogy Coungil for
cooperative business process redesign and system modernization efforts, in support of the
Clinger-Cohen Act of 1996, (Contintiing) T - _

'I'izroagh the Human Resources Technology Council, fully expleit modern automated
technologies to improve human resource management practice for examining, training,
classification, performance management, benefits administration, and personnel
documentation and recordkeeping, by achieving the following sub-objectives:

14 : _ SI30/7
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| - ‘_ | By tht yz:ar 1998 ﬁstaﬁizsh cor& requ.\mmtms ﬁ‘z}: human resources systems; set

benchmarks and cvainate @xzshng and deve!epmg syszems agamst reqquirements and
=b§n¢hmarks .

- By i}w ycar 1999; estabhsiz requmems and a model for an electronic official
personm} folder (Digital OP?} 10 rcpim paper pmonzzci records. ‘

‘ Co:z%;,zmc to mcrca.sc the numiber of agencies using Empioyec iixpre% cach year, to eaablc

more: cmpiayccs to miake self-difected benefits changes:

STRATEGIES FOR ACHIEVING {IBIECTIVES

In addition to using the strategies for achieving overall human resources manag&meut "
objectives prwzousiy listed: \

b o »Work cooperatively with records management organizations, such as the Nathzal
Archives and Records Administration and the Natlonai Pcrst}mlel Records Ccnfcr, and
other relevant groups,

S Revzse and simplify. Gm&rmnm@zfie record keeping policies anid mqumcmcnts 3

. facilitate the use Qf an eiez:tmma {}PF

—_—p R — b b -

o~ Evaizsate existing and new antoman{m praciices anci processcs and share findings.

b Estabhsh consortia or othér mechanisms to enable small agencies to benefit fmm
automuan adxfaz}ces

How WEg WILL MEASURE OUR SUCCESS

> Govermmentwide cost savings, as measured by agency reporis of estimated savings due
to the introduction of automation.

it e pmmi W TE T ok e i B AL e P T T e S et i Ay s i n o e
o T AR e T e T g el

> Improved buman resource management opez’auons, measured by eﬁ"xclcncy and guality
indicators, ¢.g., nuinber of employees with access to benefits self-selection, improved
ratios of personnel aperations staff to employees covered, and number of agencies
introducing the electronic OPF each year.

> Increzsed agency automation of personnel documentation.

15. ‘ 8107


http:Contin',,'.lo

COMPENSATION CLASSIFICATIGN AND BENEFITS

t' By the year 2002, propose legislative changes to ach;&ve a modernized performance-oriented
system of total compensation mc%z.zdmg establishing the value of jobs/work/performance;

" seiting and adjusting basic pay; degigning and delivering variable pay; and establishing and
ensuring appropriate earned benefits - thal can adapt 1o & variety of missions, structures;
labor markets, and work teeh:zaiogizs and can xeep fotal costs apparcnt to nmnagers who are
held acoqfxgwble for marzagmg ng thosé oS T _

_# - Carry out the tasks required to ensure cost-effective implementation of existing and newly-
enacted pay and leave provisions. {Continuing)

“& By the year 2002, simplify aiid autofiate the current General Schedule position classification
system, reducing the number of posnu}n classification s%andaz‘ds from more than 400 to
fewer than 100.

. By ﬁze year 1999, work with stakeholders to formulate a consensus regarding a cm.itblc
~ amnual pay “adjustment process for the General Schedule and related pay systems,

¢  Become the acknowledged leader in the desi gz}“ and pravision of cost-effective employee
carned benefits programs.

i, . STRATEGIES FOR ACHIEVING QORIECTIVES

_ In addition to using the strategics for achieving overall human resources management:
L “objectives previously-listedir — =~ —- — v

%  Under the leadership of a Stakeholder Steering Commitiee, execute a multi-year sgends
of research and outreach efforts (o identify, formulate, evaluate, and share information ~

e ’ aboutissues; optionsyand- appmachcs cm}cermng total compensation in the Fedcml

; ' Government,

w3 L Work cooperatively withthe Federal Salary Coum:zi the-President’s Pay Agent, :he
Federal Prevailing Rate Advisory Committes, and other relevant groups.

i » Completes bezzaﬁts vision study of earned benefits pragrams for the next cerm;ry and
develop a proposal for accomplishing this vision.

> Modernize the retirement program's service delivery systems and the earned benefit

financial systems based on redesigned business prcccsses and finite, tangible automated
products..

16 93047 - -
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S:zenglhsn existing, and establish new, relationships with industry and association
representatives in the camned benefit field so that administrative and programmatic
initiatives are 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 retirement systems {i.e, Forclgn
o Servicer {ZIA Be Gt}vermnem:) mth the: deizvm}#nfthw services— - .- -

e

How WE WILL MEASURE ﬂun SUCCESS

b

b

p

Fewer findings of system:c prob]ems found in oversight reviews of agency human
resources management programs,

Improvements in human resources management programs found in overszght reviews
and studies,

Hamn en v b e m L R N —— wow e awoe

Improvement in perception of equity and mem base of classification and compensation
decisions as measured by a 10 percent decrease, by the year 2002, in the percentage of
unfavorable ratings in the annual Merit System Principles Questionnaire.

Improvement in the retention of high-quality employees as measured by a 10 percent
increase, by the year 2002, in the percentage of favorable ratings in the annual Merit
System Prizzci;;ies Questionnaire,

Increased agwemeni among stakeholders that the pay adjustment process is c:zdxbia as
indicated by reduced level of complaints. .

- Proposals based on the benefits vision study describe camcd benefits that are

competitive with those offered by other. large employers and are developed and
suppenmi by the ﬁdmmsﬁaﬁ:}n, ﬁw C{mgz‘ess our cus!amm and stakeholders,

r———

> = Improvement in organizational human resource mzmagcmwi processes as measured by

the National Performance Review/Performance America survey.

*

STAFFING AND EXAMINING

*

Ensure that agencies are able to determine the lawful rights of employees and applicants,
including veterans, during hiring, promotion, and restructuring. {Continuing)

Increase the guality of the Federal workforce by continually encouraging the use of valid,
fair, and merit-based examining procedures for selection and promotion. {Continuing)

17 ' $730/97



Encourage the use of targeted programs designed 1o anract highly qualified candidates fpl;

the Federal Government, such zs the Presidential Management Intem Program. Continuing)

By the year 2002, using incremental targets established cach year, raise the levels of
underrepresented groups in Federal em;zioym&zi 10 be eqmvalcm to their percentages in the
rcicvant -external iabor market,_.. . :

sty e T T J'ﬂ_‘.vwﬁ‘_‘_

st

STRATEGIES FOR ACHIEVING Ozmc:rm:s

In addition to using the strategies for achieving everaﬁ human resources management
objectives previously listed: S

» Work cooperatively with veterans’ gmu;zs such as the Disabled American Veterans,
The American Legion, Veterans of Foreign Wars, AMVETS; minority groups such as
the Hispanic Association of Colleges and Universities (HACU), Historically Black
" "Colleges and Universities (HBCU}, Federal Asian Pacific American Council (FAPAQ),
Federally Employed Women (FEW), Blacks in Government (B1G), National IMAGE,
Inc., the Amencan Indian Higher Education Consortium; and other relevant groups
such as the Equal Employment Opportunity Commission, the President’s Committee on
Employment of People with Disabilities, and the Presidential Management Intem
Steering Committee, -

»  Evaluate vaizdlty and cost eﬁcctweness of zxnstmg and new metheés for selection and
sharc with others.

»  Provide apencies with clear, easy-to-understand, and timely diversity data and other
information to support their own assessment of policy goals and objectives,

AL maast e
P ‘ < A 1 S i st ey s

How WE WILL MEASURE OUR SUCCESS

R, e oy 4444 e s bt [

> Fﬁwer wer findings of systemic problems found in ovcnght reviews of agency human
FES0UICES INAnagement PIOgrams.

> Improvements in human resources mabagement programs found in overs;ghz TEVIEWS
and studies,

» Improvement.in perc::pzzon of equity and merit base ef agency staffing éeczszens as

measured by a 10 percent increase, by the year 2002, in the percantage ‘of favorable
ratings in the annual Merit System Principles Questionnaire.

18 T 83857
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> Improvement in the pereeption of quality of the Federal workforce as measured by 2
10 percent increase, by the year 2002, in the percentage of favorable ratings in the
annual Merit Systems Principles Questionnaire and agency satisfaction surveys.

> Improvement in organizational human resources management processes as mcasawé by
the National Performance Review/Performance America survey. »

> Increased hires (up to approved-ceilings) for-targeted hiring prcrgrams hkc the
" Presidential Mazzagamcnt Intern Program,

> Increased minority hires and retention in occupations and at grade icavcis where
pnderrepresentation has been shown,

ERFORMANCE MANAGEMENT AND EMPLOYEE DEVEL()PMENT

. Pmmote: perfc;mancc improvernents by maintaining a flexible, éecemrahzgé policy
- framework for appraisal, awards, and human resource development within which agencies
can establish results-oriented and merit-based programs for planning, measuring,
developing, and rewarding employee performance at the individual, group, and
organizational level that by 2002 dre toilred to agency mission, structure, culture,
waorkforce, and work technology. (Ccminiaing)

b e— S e oo B —

e Promote credible, effective pwgrams that provide monetary and nonmonetary incentives and
recognition for individual, group, and organizational achievements, {Continuing}

e Promote programs for dealing with poor performers and improve the capacity of managers m
identify and resolve pcz’ft:zmance problems effectively. (Continuing)

& Bythe year 2002, successfuﬂy support and promote cross-cutting cfforts to streamline the
adjudicatory system and make it undersiandable, timely, and fess costly,

A et sttt W M bk e g e [P

&  Supportihe trazzsi‘cmalson of Federal 1 trajnihyg from @ set of process-focused, cvmz«»bascd
activities into an outcome-oriented, measurable performance mmprovement function that .
SUppOFLS managers and ENployees in Sustaining o ‘consultative; lcammg environment.

s 4 e kA st £ § e b 4 A
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111 aﬁdttwn to using the szrazeglcs for achmvzng overaii human res{}uxces managemczﬁ

(}bjﬂ(‘.t}‘iﬁ'ﬁs p:wwzzsly listed: ‘f RS R

A..\,_

3» Ew aiz.latc -existing ars{i new ;:serformazzce plmmg and apprazsa! incentive awards and

i ot ,»,Wa_gmﬁ of, aid human resource éwelepment pracnces and prowdums and share w:thp-

other agencws.

1’(0‘ -

e By 1998 distribute multi-media instructional materials (mcluémg internctive
CD-ROM] for Federal managers and supervisors about how 1o identify and resolve
- - performance problems, including.laking successful action 10 remove a poor performer.,

> Work cooperatively with the thman Resnurce Development Council and other rcievaai
B oups. - ‘

1

How ’;W; Wit Mx-:,ssﬁm: GUR SUCCESS

>  Fewer findings of systernic problems found in o evcmlght reviews of agency hum
rEsourCes management programs.

- Improvcments in human resources management programs found m oversi ght mnews
and studies.

> Improvement in perception of equity and merit base of performance management and |

employee development decisions ag measured by a 5 percent increase, by the year 2002,

in the percentage of favorable ratings in the annual Menit System Principles
—Questionnaire, -

. > Reduction in the perception that poor pérfgzzﬁance is tolerated in the Federal
Government as measured by 2 10 percent decrease, by the year 2002, in the pmentage

of unfavorable ratings in the annual Merit Syszem Prznmples Quéstzennmrc

[ N P,

» Improvement in the puimixc s perceptwn of ﬁ'ze quality and competence af the Federal
workforce as measured by public opinion surveys.

> Improvement in organizaticnal human resource management processes as measured by
the National Performance Review/Performance America survey,

W in
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EMPLOYEE AND LABOR RELATIONS

e . Advise and consult with ’E‘edcré.i-agcncies an labor-management relations by providing
. timely, sccurate and useful information so that agencies may effectively work with their
labor organizations that represent 1.1 million Federal employees. (Continuing)

& In cooperation with the National Partnership Council, commue to champiofi strong and |
effective labor management partnerships that support Fédéral empioyees managers, and .
their representatives and promote xmproveé performance, results, and service to the public,
{Centinuing)

#, By the year 2002, develop, promazc, and increase the use and accessibility of aiternative
dispute resolution pmgrams amang em;ﬂoyecs Governmentwide.

- - Ey the year 2002, increase the awareness and use by employees Governmentwide of -
Employee Assistance Programs, as well as other health promotion and disease prevention
programg and practices. |

® ' Develop and promote family-friendly programs and personnel flexibilities (e.g.; alternative
work schedules, leave flexibilities, telecommuting, dependent care services) so that they are
available and used appropriately by employees Gev«:mmthdc to balance work and fazmly

‘needs successfully. {Continuing) .

STRATEGIES FOR ACHIEVING OBIECTIVES

In-addition to.using the.strategies for achieving overall human resources management
objectives previously listed:

)w Develop and strezzgzhen OPM’s lcadershlp role with Federal agenties b}f cstablxshmg a
network of agency officials with whom QPM will share accurate and timely
information on developing employee and labar relations case Jaw, trends, and best
practices in wozicmg with Iabor organizations and ad judzcatory bodies.

- Serve as the source for Governmentwide information on ?cdcra} collective bargaining, -
including data and trends on union recognition, collective bargaining sgreements, '
arbitralion decisions, innovations and best practices in lsbor-management relations.

3 Develop and maintain an zutomated information system on the Federal collective
bargaining program with capacity to collect, analyze, and disseminate useful
information and analysis on union recognition, collective bargaining agreements, and
arbitration decisions.

21 ‘ T smom



In cooperation with the National Partnership Council, develop and implement annyal
strategic plans for the Council designed to support and promote collaborative labor
relations programs that gets resulis.

Fvaluate and share findings about existing and new practices and procedures in the
areas of employee discipline, employee health promotion and disease prevenmm, amai
empley&e assistance programs.

= .- -

. + N
o D - © et o -
+ sk n der i M '—“‘"‘1 oy o PR ,;4.,2'_.

Céntitiue 16 codrdinate and consult wﬁh mteragancy and mtergovementai networks of
empla}’ec relations, security, administrative, and other relevant officials to increase
agencies® ability to plan for and deal with traumatic, vwient, and otherwise disruptive
mczécnts in t.hc wwkplm

Do - - —— -

C{}ntlnu& fo mordmaw and consult with interagency, intergovertmental, and public and
private sector networks to promote a family-friendly Federal workplace.

How WE WILL MEASURE DUR SUCCESS

Lo

R — *tm-w-!-—;w«mx“'

Reduction in the number of unfair labor practices, negotiability appeals, and other cases
brought before the Federal Labor Relations Authority and the Federal Service Impasses

" Panel.

Increased uszﬁzlmss, timeliness and accuracy of publzcancms and services, as measured
regularly through formal surveys and r::cumng feedback to zras:k improvements or
needs for improvement,

Improvemem in the Te§ilts and Valie of labor:management collaborative reiazmzzshms
as measured by periodic Governmentwide surveys.

B ——

Improvement in the number of agency adverse actions that are sustaimd in appca!

et BRI b e e i s e =,

§mpzovement in the avmlahrilty and use of alternative dzs;mte resalmmn pmccdurcs

Y

Improvement in perception of equity ané eﬂ'e;eiwczzes& of’ workforce relations as
measured by a 5 percent increase, by the year 2002, in the percentage of faverabfe :
ratings in the annual Merit System Principles Questionnaire,

Improvement in the availability and use of Employze Axsisiancc Programs as measured
by the Annual Survey of Employee Assistance Programs,

Tmprovesment in organizitional human resource management processes as measured by
the National Performance Review/Performance America survey.

2 L 913087



EXECUTIVE RES{}URCES

ach;eve a Governmentwide senior executive zx;rps of strong leaders with a national,
corporate vision who can lead the continuing transformation of Government and provide for
effective management of the Government's human resources. ~

In allocating executive personnel resources, mamtain the corporate gt}ai of a smaller
executive corps that is consistent with an overall smaller, more szreamlmcé and d:isyew:i

Federal workforce.

By the year 2002, foster movement by senior exccutives as & means of broadening the
executive's perspecnve and imngmg fresh insight to agency Programs.

TR wmas e e - —

STRATEGIES FOR ACHIEVING OBIECTIVES

In addition to using the strategics for achieving overall human resources management
objectives previousty listed:

> Evaluate the structare of the Senior Excbuiiva Service to determine if high level
technical specislists and technical program managers should continue to be included in’
the executive Corps.

»  Continue to zmpmvefreﬁnc executive core z;uahﬁcanon requirements to mﬂwl
‘developments in executive cempewmm

3 Address. amtudmai and ef.her barriers ! zo > mobility.on the part of agency leadersship an& :
the senior execulives.

HoW WE WILL MEASURE QUR SUCCESS - e

b Impmx%mezzzs in the degree to which selections for executive positions have wide-
ran gm g backgrounds based on inters gency, intergovernmental, and/or interdisciplinary
e}cpmences,

> chmased recognition and support among executives and agency selecting officials for
the value of executive skills and talent in addition to technical qualifications.

> Increased communication and networking among cxecuzz ves acmss agenc‘y and
‘governmental lines, T T

rerid i = EE TR A = g v e
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PERSONNEL INVESTIGATIONS

.

Ensure the suitability of applicants for and appointees to Federal positions. (Continuing)

Be an effective leader in the personnel security conmmunity by continuing to set
Governmentwide investigative policy and serving as an active member of the Security Policy
Board. (Continuing) .

L3

-

STRATEGIES FOR ACHIEVING OBJECTIVES

- In addition to using the strategies for ach:evzng overall human resources mazzagmmt

objectives previously listed:

" 3 Develop innovative investi pative poiicy approaches that pz‘evzée i}xgk quality end’ cost-

cffective ;}crsonnei mvestzgaitens services 1o customer 8g€ﬁ€iﬁ§

E

- 3 Monitor agency actions in adjudicating investigations.

= _Exercise 3unsd;czzen over the application of smzzbzhty guidelines, independently or
. with agencies.

How We WiLL vaxﬁ; Our SUCCESS

> Increased timeliness and qaaiizjg of invcszigatians.

[ A

3 Reduction in the number and severity of pmbiems found in avdits {}f agencies’
personne] security processc:s

ihke bhied sl w
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By the vear 2000, complete evaluations of agency-level human resowrces management
effectiveness in all major Federal agencies,

Promote agency development of internal accountability sjstems»«including links to ongoing
oversight reviews--for conducting human resources management in aocoz‘dmtcc with menit
system principles. :

Ensure that delegated examining is conducted in accordance with merit system laws,
regulations, and principles. (Continuing)

- Evaluate and, when necessary, seck judicial review of the decisions of adjudicatory agencies
Tto ensure they are consistent with civil service laws, regulations, and policies. {Continuing)

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

Ensure Federal Employees’ Health Benefits and Federal Employees’ Group Life Insurance
contract comphiance through financial and performance audits, and quality assurance
standards. (Continuing)

Ensure that agencies adhere to Executive orders fmd regulations by inspecting and cvainam:g
agencies pefsonnel security programs, (Contwumg)

T,

- bl T WdETETY WY A

STRATEGIES FOR Acmﬁvz’%& {)mﬁzmvﬁs

> Evaluate each of the 24 major agencies at the rate of 6 per year over a 4-year cycle.

> Develop, test, and help implement maodel human resources management accountability
systemns that agencies ¢an adapt t0 tiwir operating needs.

s~  Audit the operations of delegated examining units naﬁonwidc and correct any
violations of Jaws or regulations. Recertify and train the staffs at least once every three
years.

- - 25 - L snom



Ensure that the Central Personnel Data File provides the data needed to assess the state
of human resources management in Government, whether by OPM assessmemtor

internal agency review, based on well-defined workforce information needs, O | ' h

Identify and examine evolving human resources issues that are critical to public
confidence i;z the Federal menit system.

Secure agency top management support and increase awareness and andmandmg uf
the mernit sysiem principies among ampioyecs Governmentwide.

Develop training and mfomzaﬁanal materials to secure agency support and increase
‘understanding of the merit system pnuczpies among all Federal cmploym

¥

Work cooperatively with the Interagency Advisory Group of Federal ?crsonnci
Directors and other relevant groups.

Prioritize identified financial maizagemem control weaknesses among the Fedeml
benefits programs and implement corrective measures, including the unpiemmtatwn nf
~fully zmegmied and-documented-general ledger anti receivabies management systems.

> ~Continue working with pmczpannngEHB-tzamm\and.agemms 50 that all can report

valid and relisble information regardizzg performance against quality assurence
standards and validate FEHB casrier compliance with contract previsions i}tmugb
reguiar financial and performance sudits. :

Develop a central FEHB enrollment database that agencies and health carriers can use
1o recencile enrollment records,

>  Carry out & planned security appraisal agenda,

How WE WILL MEASURE QUR SUCCESS

e

Improvements in human resources management operations fow}é in mfers;ght reviews

" gnd studies.

Ment vieiations found, corrected and prevented from resceurring.

Improvement in perception of equity and merit base of human resources mazxagm{
as measwed by a 10 percent increase, by the year 2002, in the percentage of favmblc
ratings in the armuai Merit System ?nnclplcs Questionnaire.

Improvement in organizational hu.man TESOUITES PTOCESses as measarc&'by the Nations]
Performance Review/Performance America survey.

26 | s30MY

R g Taa R R |

W
Ta s

Dy wad il R e o e T 4 e 4R RN R R T

g vy
AT PE-~cagl. SN AL LA

2 L IR LR L R

Y



T

S

Adherence to schedule of recertification and training for every a{gzmy delegated

examining unit at least every three years, and more ofien when n&eéed, with the firgt
¢ycle completed by end of FY 1995, :

E

Agency merit system principles accountability systcms estabii%cd or improved.

Faster and more rcsponszve Central ?mmmel Daza ine information ;;mvlded to

mF&éem!agencm R A

b

Increased agency sat:sfactzmz with the evaluation process, as mcasured by chient
feedback surveys,

.. Audits of the FY 1998 ﬁnanczal statements for the Government’s benefits programs are

timely and unqualified.
All FEHB carriers reporting against quality assurance standards,

Financial and performance audits demonstrate that most FEHB carriers are in

compliance with contract provisions,

Improvéifients in agency personnel security programs as measured by security
appraisals conducted each fiscal year.

eI T e gy
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Provide models, gmdmcc, and technical assistance 1o ;}tvmote ageney use of existing
persormel flexibilities and tools to help them achieve humazz resources management goals in
support of their mission. {(Continning) .

By the year 2002, become the aeknowledged leading source for effective, efficient technical

assistance for a full range of flexible human resources management prograrms, as well as for
z&ose areas where uniform, Govennnentwide systems are in place.

Help agencies desi gn, zmpiemenz, manage, and evaluate personnel demonsiration projects,:
as well-as other altemative personnel approaches, such as those envisioned for performance-
based orgamzatwns {Contmumg)

[Er—— R . Bt -

By the year 2000, improve agency adnnmstranczn of the eamed bemefit programs so that (a)

§0% of all retirement submissions are received within 30 days of employee retirement dates,

{b) most retirement application packages are ready for processing upon receipt at OPM, and
(¢) employees receive from their agency complete and timely retirement counseling and
services pertinent 1o the earned benefit programs.

STRATEGIES FOR ACHIEVING OBIECTIVES

> Monitor current and emerging issues, trends, and stakeholder interests,

— —r s '-----.oxw e areeeee, A m.-....-...-_——".A B

p 8 Ev.siuate exzszmg and new human resources management practices and procedures and
share findings. S S )

PRl o+

>  Support agency program development by providing accurate and timely workforce
information from the Central Personnel Data File. ‘ ,

» ldentify and solve common problems and avoid duplication of effort by working
cooperatively with consortia, agencies, and interagency groups, including the National
Performance Review, the President’s Management Council, the National Partnership

“Council, the Interagency Council on Administrative Management, the Interagency

Advisory Group of Federal Human Resources Directors and its component Networks
andl Warking Gz‘oups, Federal Executive Boartis and Associations, and other more

program-specific groups.
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>  Use electronic media to disseminate information widely and cost-effectively,

»  Provide human resources management leadership through presentations, conferences,
training sessions, workshops, multi-media instructionsl materials, reports, and
haribooks for agency actions.

> ldentify opportunities fm substantive human resources management Changsz by
promcﬁng ‘infavative demonstration projects. )

> Provide agencies with feedback zegardmg their pﬁfonnanw in su’cmxttzng rcm‘cmcm
records in a ccmplew and tmely manner.

Ixzcar;zaratc agency feedback into ﬁ‘i&‘ retirement system modemmatwn and new benefit
vision pro_;ecis

Haw WE WILL MEASURE Oua Svm

Impmvcd adherence with merit system principles and improved human resources
" management effectiveness as measured by (a} personnel action data, (b) employee
questionnaires, and {¢) oversight reviews of agency personnel operations.

» Improvement in perception of equity and merit base of human resowrces management
" as measured by a 10 percent increase, by the year 2002, in the percentage of favemble
ratings in ém annual Merzi System Prmcipies Questionnsire.

> Improvement in organizational hurnan resources mansgement processes as measured by |
the National Performance Review/Performance America survey.

> Improved husman resotrees management operations, measured by efﬁmmﬁy and quality
mdicators (imeliness, quality contrel review). '

>  Improved customer satisfaction with the retirement process, particularly as it involves .

agencies’ functions such us retirement counseling, assessing the timeliness and
completeness of retirement 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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plovees 24 homaéay,?daysawk, through the use of 2 Gwmzmenmdc, I

empioyec

......

agenmes in m}nng dwetse, wells qualzf’ ied job appllcants. (Cannnumg,}

O -Q‘ w4 a . 4

— By the year 1999, cxpané coverage to include all cxccpmi service job opcmngx

— Ry the year 2000, improve access for disabled information-seckersof empioyzmt
. information by vsing new technalogy

e B}‘ the year 2000, imegratc the automated Federal employmen‘z information system .

PRI,

L with other employment inforimation sysxcms, at the State, kx:ai and ce!!eg:atc

*levels, 1o ensure comprehensive service 19 the ) pubhs.:

By the year 2000, becotne the provider of choice for direct human resources manegement
services including examining, test sdministration, downsizing, career transition,
organizational assessment, ané occupational analysis, on a reimbursable basis,

Provide readily accessible primary source data for meeting the workforce information meds
of OPM, the othier central management agencies, the Congress, the White House, and the
public zhroag,h the Central Personnel Data File and other reporting systems, (Conumm;g)

By the year 2062 camcd benef t programs customers will (a) be paid the right amount on the

-~ day payment is due, and (b} receive responses o their i mqmms and service requests that are

accurate and that meet or éxceed their expectations,

. By the year 2002, begin deploying a modem retirement system that ‘ﬁxlly automaies a
_redesigned setirement process including retirement counseling, trust fund and financial
management, and claims processing,

- By the year 1998, validate business rcz;mremcnts of the retirement programs based on
input from Federa% agencies and other stakeholders.

- By the year 1999, based on analysis of business requirements, develop altemnative

"Concepts of Operations” for modernized system and define systern modules (ie,
retirement counseling, trust fund and financial management, claims processing, etc.).
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i’ : By the yaar‘1999 zncrease the capamty of . OPM "'s relmbzxrsable 'i“mmng rnd Managmt

" Assistance pwgram 10 grovide cost-effective services that czéiance ‘human resource
ei?ex:nvcncss threngh a parim:rs}ng between’ OPM; Federal agcncws, and private sector firms
“ta deveiﬁp trazmng materials, as well as other perfounancc management, workforce
pwducm xt}f 1mpmvemenx, zmd business process reengineering applications.

e Continue to enhance and support the Prcsaciezmai Management Jnitern program as a source of
future G@vemmem ]eadcrs lhrozzgh efftcﬁvc assessment and development.

¥ Anko—

®  Qperate the Governmentwide pctsonnsi program for Administrative Law Judges, including
exsmining candidates, classifying positions, and pwiﬁclmg employee rights, in a timely and
quai:ty manner. {Continuing)

*-~~—=vaide~a»bmad‘rangc\of high-quality, cost-effective investigative products to Federal
agencies. .

STRATEGIES FOR ACTHIEVING {BIECTIVES

© —3—-Work closely-with-the Interagency. Work Group on Employment Information and other
relevant parties (e.g., Department of Labor, Veterans” Service Organizations, etc. ) 103
enhance the Governmentwide employment information systems,

, - »m.mDev&lf:}p new and improved products and sem;ccs to meet agency customer needs.

»  Use automation (e.g., web sites, touch sereens, telephone technology) to provide
employment information to the fullest extent possible and 1o keep agency costs low.

> Continuously improve customer service,

» Ensure continued expertise in human resources management and attomation to
: rmaintdin OPM s position as a service provider-of-choice -~ -
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Use ongoing assessment of results to continually review and update the executive and
managerial training and development programs and curriculum to ensure they reflest
cuzrrent trends in Govemmem leaémiup competencies, and changes in policy -
direction.

- Continue 1o streamling current cimm«rciated processes and expand use of tc!cphm
. 'semce and cﬁw new technologies to improve responsnveziess, reduce proccssmg
Q nmes, and improve service delivery without i t increasing staff evels. LT N

. N .
P S o T

Conduct business re~cngmemng smdy of retirement processes and use its results as a8
key ingredient of the retirement system modernization effort. Develop a system design
that defines the system in modules, each of which can be developed and delivered
independently while maintaining the necessary level of integration between modules.

Werk closely with specific stekeholders (e.g., Administrative Law Judges, Presidential
Management Intern Steering Group) to improve operational human programs and
resolve issues,

How WE WiLi MEASURE QUK BUCCESS

Yo

Improved public custemer satisfaction with employment information 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 of 90 percent or
higher, each vear, once that leve] has been obtained). '

Improved agency {customer) satisfaction with the Govemmmméc emplmymcm
information system.

Cngoing positive feedback from agency executives and managers that programs and
services are high quality, timely, and customer-oriented and that they are relevantto
individual and organizational performance improvement. '

Increased market share for reimbursable services offered.

Increased requests for reimbursable services each year.

Financial balance of costs and income realized from reimbursable s&rvio’cx

Faster and more responsive Central Persazme} Data File information pmwded to
Federal agencies. - ’ | -

Broadened impact of executive and marzag&nal development through pamolpauon from
all agencies and their components.
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, > End-of-course evaluations for executive and management development programs that

“~assess overall program quality and effectivencess. Additional measures address how
well courses improve participant’s individual and org,arazatzenai effectiveness back in

the agency.

> Improved agency (customez) satisfaction with the training products and qﬁ:&r services
“e OPM deveiops using ;zmatc sector firms, o s e

> Improved ratio of income to contractor cost for the Tramzng and Management
- Assistance program.

> Increase customer satisfaction with retirement counseling, ¢laims processing, and
delivery of other program services 50 that by the year 2002, fustomer surveys will
indicate that: :

- 90 percent of customers are geners;,'iiy or very satisfied with the retirement
counseling they received in preparing for retirement;

- 95 percent of customers are generally of very satisfied with how theis
- retirement/survivor benefit claims were processed; and

- 90 percent of customers are generally or very satisfied with the delivery of other
e el SR StiTEIIEN Prograty services‘including telephone and written inquiries and requests
for specific services such as address and tax withholding changes.

b s Timely d&ivm}.of modernized modul e's and pﬁxsiti&c fézéizack from agézzcies other

>  QOnpoing positive feedback from agency and extemal stakeholdérs that relevent
Toperational programs are ¢f high quality, cos‘lmﬁ’ccﬁzv& and meet specific program
needs,

T AL St m AR M A
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I}eve}ap and maintain a well trained and versatile OPM workforce to suppoz‘t our mission.

Manage the OFM wcrkfem as an effective team and communicate clearly a::;l
knowledgeably with our internal and external customers——"

e
Serve as the Governmentwide benchmark for partnership and creat: 8 W{}tk cultu:e where all
employees are valued, " .

By the year 2000, following a multi-year plan, link all of OPM’s individual employee
performance plans to our agency strategic and performance goals,

STRATEGIES FOR ACHIEVING OBIECTIVES

> Fully implement the OPM C’ore Competency Training and Development Maéd,

B — - Spand T T Gy

» - Use automation techneiogy {LANs, WANs, etc.) to provide real time cemmumcam
finks to the OPM warkforce throughout the country.

> Acquire the necessary rescurces and make prudent invesiments in onrscives, our
“suppliers, and technology.

How WE WILL Mmsuaﬁ OuRr SUCCESS

» Extent o whzch OPM mac!s itz annuai performancc and strategw goals,

Wb L M AT

- ﬁxtem t© which training goals ; established in the OPM Core Competency Training and
Dewfopmem Mo def } are met,

b }mpmved emp}:}yec job satisfaction as measured by periodic employee surveya,

> Improvement in the value of OPM labor-management partnership actmtzw a8
measured by National Partnership Council surveys.

> Increased hires of women, minorities, disabled veterans, and persons with disabilities in
occupations and at grade levels where underrepresentation has been identified.
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“fgi"iiélff‘acters Thatf "ealgw Affect Achlgven}gpt of

As we stnve to accompl:sh our mzsswn through the goa!s anﬁ ob_] ec:tzvcs we, havt: set, we remg:m
that'a numbcr of factors and influences may present m:magemcnt cha%ienges and ‘affect our ability to
achieve theim. - Thzs section descnbcs the environment in which OPM must cperate and outlines wimt
may be minbatmp or hmltmg factors 1o the ac}nevemem of our goals and objectwm

et o e [P a— ot —— - b rge 1 sen
oA

Ga&xmmé&%&zaz ISSUES

%

Pﬁbizc perccpzwzzs of the }“ede:rai Government (incfficient, bureaucratic, too large} spm' legislative
andfor executive action to effect change. Such efforts may bave positive or mgatwa cff’ccts on
achievement :}f OPM’s geals, depending on their nsture and ¢xtent:

Stra!eg:c Goals %ost Affected: LI andIV

P B e o

» Actions of any branch Gf the Government can affect the pubi:c 8 trust ami confidence in the
Government as a whole. That public perspective makes a difference in how attractive the
Government is as an employer. In the past year, polls have shown a resumption of students’
interests in public sector employment, mdependem of income considerations, OPM can join with .
agencies, when requested, to promote public service employment and will continue its compliance
reviews to avoid employment scandals which could reduce public confidence.

Strategic Goals Most Affected: Land 11

» We have desi gned our strategies fz:zr recruitment, selection, and management of the Federal
* workforce based on our understanding of expecteé changes, The labor force is becoming more
educated, more d:vcm, and more interested in control over work place hours and locations. The
percentage of the population that is disabled is growing ciramaizcaiiy Simulianeously,
unemployment rates are at an all time low.

We have been able fo compete successfully in this labor market in recent years for several key
reasons: 1) 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
commitment to fairness and equity.in hiring; and 3) we have been in the forefront of mtroducing
flexibilities in workplace hours and locations. However, if the unemployment rates remain at
these ali time lows, and at the same time the private sector becomes better able to compete with us
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* Budget/:escuz‘cfe avmlabsl;ty (shifts or reductions in funding ) for OPM and other agcncmé may
- have significant effects on the ach;cve:mem of OPM gcais and ob;ez:txves, pam::ulariy those
achzcvad ;hrough reirnbursable ftmdmg .

Strategic Goals Most Affected: IV

The accelerated loss of experienced managers and personnelists throughout the Federal
Government during major downsizing creates a need for increased oversight of adherence to the
Merit System Principles. Such losses also must be compensated for through continuing emphasis
on raining. In.addition, the overall loss of skills and expertise through downsizing and other
forms of axtrition throughout the charai Government will likely result in an increased demand for
OPM se’mm

Strgtegic Goals Mast Affected: 11, IT1, and IV

With increased {iaieganon of human resources management authorities to managers and the sxmset--

of the Federal Personnel Manual, OPM Felies hicavily on'agencies to ensure that a much broader
audmnc.e receives nofice of changes in personnel policies and procedures.

Strategic Goals Most Affected: 111, 111, and IV

Decisions izy the Equal Empié}}fmcnt Opzzamzty Commission, the F{zéﬁm} }Labor Relations
Authority, the Merit Systems 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 Authority may be judicially reviewed in certain circumstances when
the involved apency loses, {For example, the Director of OPM may seek judicial review of those

Board decisions which erred in interpreting civil service law affecting personnel mansgement 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-agencyJosesImprovements in this system are needed to protect the core management
rights of agencies to take appropriate action against employees who are truly performmg poorly.

Strategic Goals Most Affected: I, I, and Il
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THE PERSONNEL COMMUNITY

» The delegation of personnel authorities, alternative personnel systems, and agency restructuring
increase the challenges Federal personnelists face. Yet, personnelists with the experience and
abilities needed to meet these challenges will continue to be al a premium. Federal personnelists
must continue to move away from the traditional regulatory and procedural approach to human

resources management and become consultants to managtm}cm, pmvldmg quality services & the ’

programs they support. .
‘ Strategi:: Goals Most Affected: L1V, and V

*
L

A widespread reorganization of agencies’ personnel servicing airangements has crested new

. challenges. Relatively small teams of personnel staff need quick access 1o the text of personnel
laws and regulations, which continually change, Considerable anecdotal information indicates.
that operating personnel offices do not always have these reference materials and that policy

. information received in some agency headquarters takes a Jong time to reach the field, This
makes itdifficult for agencies to take advantage of new tools and flexibilities, and also difficult o
stay within current law, OPM is working to provide more policy information and resource

< material through the Internet and other means, but agencies must still mak& docnmems and

Internet resources more widely available.

Strategic Goals Most Affected: 1, I1, 1], ané v

Although there are many wlented people working in agencies’ personnel! offices, the government’s

himan resource management community needs improved professional development. Nesrly
three-quarters of personnel specialists in agencies who entered the oecupation inthe 1980's, did so
from clerical positions and received litle human resource management training beyond how to
meet procedura) requirements. Of that three-quarters, 15% hold college degrees; of others who
were hired directly into personnel jobs, 88% have degrees, but there is no evidence that those with
degrees have formal education in personnel management. Recent downsizing has also led to the
retirement of many who had valuable experience. The role of today’s personnel professional is
that of a problem-solving partner with managers, and not just as a custodian of administrative
-personnel processes, -Without the right skilis, the professional is neither able to meet the agengy’s
requirements or 1o adhere to the rules. Although OPM cannot directly make needed changes, we
will work with agencies, employee representatives, and appropriate professional organizations to
improve opportunities for prefessional development in human resource management.

Strategic Goals Mest Affected: LTI, and 11
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' PROGRAM EVALUATION

Fxocmsm ASSESSMENT AND EVALUATION

'Iize Strategic Plan for the Office of Personnel Management is thz culmination of ctznsu!tanon thh

customers and stakeholders through engoing formaland informal interactions that have been'a partof -

the OPM way of doing-business since it was established in 1978. This plan also reflects the results of
a formal mission and reorganization review project conducted internally by OPM over the past four
years, as well as individual program evaluation efforts conducied by major components of the Office.

UsING FEEDBACK -

Formal feedback on OPM programs is availeble from various studies of human resources
manzgement issues and challenges, as well as specific OPM programs, that are conducted
periodically by the 11.8. General Accounting Office, the Merit Systems Protection Boaxﬂ, the
National }’erfmmnce Review, and the National Aca&ﬁmy of Pubfi¢. Administration.

In addition, OPM's Office of the Inspector General (OIG) Mcondncjﬂg periodic evaluations, stodies,
and audits of OPM programs which provide a valuable source of internal feedback. OPM has asked
. the OIG to assist us in determining the quality and reliability Gf the performance measures contained
in OPM’s Anmzal Performance Plan.

Formal feedback also comes from our continuing interaction with the Interagency Advisory Group of
Fedéral Human Resources Directors. In this forum, emerging human resources management
prablems are identified, consensus solutions are proposed, and new pelicies are thoroughly
considered before they reach the formal comment stage,

Tnformal feedback occurs across the spectrum of human resources management issues as the OPM
staff daily field hundreds of inquiries from agency personnel offices, managers, and employees
seeking advice and guidance about specific problems or interpretations of existing laws and
regulations. This feedback enables us to monitor the effectiveness of new policies and programs end
make continual adjustments as needed.

e v a e R e R “ o moma
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SETTING OUT OBJECTIVES AND MEASURES

In addition to this valuable, interactive process of continual feedback, OPM's strategic planning and
annual performance process emphasizes the need for formal, quantifiable methods of evaluating the
effectiveness of our Jeadership in human resources management. We have therefore proposed &
significantly enhanced set of abjectives and measures (0 assess our progress towards our overall
goais. These objectives are long-term, outcome-related performance goals, to be achieved over the
foreseeable future (roughly within a five-year period). For each objective, strategies have been
identified that will enable us to reach the objectives. In most cases, the objectives-establish specific
measurable targets, inchuding dates where appropriate. Once the objectives are established, specific
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performance meagures must be chosen. Our proposed measures were chosen based on the criteria of:
1) cost-effectiveness, 2) availability, 3) validity; and 4) meamngﬁalness 1o stekeholders.

Many of the measures outlined in this plan have been introduced in recent years — particularly in the
area of customer satisfaction measures - due to the influence of the National Performance Review's
commitment to improved service to customers. In some cases, particularly for broad policy
leadership objectives, setting a target date or a quantifiable objective is, understandably, probkmsﬁc,
" In fact, the Government Performance and Resulis Act specifically.acknowledges.that some policy ~
areas are not casily quantifiable. However, OPM has proposed measures for every objective,
including policy leadership. We propose measuring policy leadership, for example, by assessing
stakeholder satisfaction with the policy. setting process as well as cffecnvcncss of human resources
pohc:xes once they are implemented.
el
OPM is in the process of developing & customer service assessment survey focusing on the timeliness,
clarity, accessibility, and helpfulness of our policy issuances and technical guidance, In addition, we
regularly survey the users of our electronic information services to determine if the information we
disseminate through the electronic media is timely, appropriate, and sccessible to users. The
fecdback from these surveys helps determine how we expand and organize this data.

EXECUTING AN EVALUATION AGENDA .

A e Wk e mmen [

Currently, 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 of program-specific measures.

The results have been used internally and as part of the budget justification process. With the

creation 'of this OPM-wide evaluation agenda under the strategic p%an, the review and use of
individuoal pr{}gtam messures vnii be wardmaied :

The OPM i’:ix::cuizve Board, c&nszs‘zzzzg of i};c Director, Deputy-Director, Associate i'}zrecw:s, Chief
Financial Officer, Chief Information Technology Officer, Director of Human Resources and EEQ,
and the President.of AEGE Local 32, will be.sesponsible for this review. They will track and report

on the goals and objectives, recommend necessary adjustments 1o them, and affirm or modify the
measurements and resources being applied, |

H

e B

A critical step is to implement the comprehcnswe measurement plan. Where baseline data are
avmlable now, they will be reported in the first annyal performance plan that is submitted with the FY
1999 budget. Where data are not yet available, s.p:clf ic plans will be created for introducing the new
measures. A data tracking system will be established, so that the Exc;:zmvc Board will have accessto
the data on a timely basis for assessment of progress against the plan each year.
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PROGRAM EVALUATION SCHEDULE

OPM will establish an anmual schedule for sgency-wide evaluation of the Strategic Plan and Annual
Performance Plans. '

This review will take place at the izegzmwlg of the fourth quarter each fiscal year. Resuits mi} be
used to establish the Annual Performance Plan to be sobmitted to the Congress and 1o the President as

part of thé annual budget process. At least every third year, as required-by the Govemnmentii=* &4+ =™ -

Performance and Results Act, the Executive Board will reevaiuaze the overall Stzazcgzc Plan aad
make adj ;usmzems as zzmds:i

¥ P

APFLYING Pm{:m EVALUATION

As a result of this new improved program evaluation plan, OPM will be able to more effectively use -
the results of our existing and enhanced measures in a systematic and comprehansxw process to;

«  formulate new and revised pobay'

Y7 improve the quality of prjéducts' and services;
»  planand budg&; |

.' . establish program-level ‘s;vork ;)lan#;

. és;scss individuag and organizational performance; and

s ensure accountability and control.

b e v e i R R e SR pr

PROGRAM-SPECTFIC EVALUATION ACTIVITIES _ T

A'descﬁpzien of key OPM program evaluation activities follows, ‘These activities are significant
because they provide baseline data for some of the new-measures proposed for the annual assessment
of progress against the OPM strategic plan.

OFFICEOF M ERI’:‘ SYSTEMS Ovmmm AND Emmvznzss

Program Evaluation Efforts. Office of Merit Systems Oversight and Eﬁ‘emavenﬁss (OKE)

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's program
responsibilities; including ensuring through onsite reviews and other means that agencies operate
merit-based personne] programs; seeking improvements in Federal personnel programs and
policies through demonstration projects and nationwide studies; helping agencies improve the
effectiveness and efficiency of their personnel programs; and carrying out several appellate
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E facdback »:m our_sizccess zz:t meeizng m:ema! managemcui eﬁjectzvcs, Alse O&E pexf&nziziiice -
managemeuz and’awa:ds prcgrams are imke& to acmmphshmtms in’ 8uppor£ of the OLE anti o ’
OPM St:rztegw ?lans . Lo

eﬁ‘orﬁs ’I‘he Cmmcz} zncludes aii Q&E management officials zzationm&c and three non- :

" gupervisory staff members selected by the workforce at large. It meets each calendar quarter to
assess O&E’s siiccess in meeting its goals and psrformance objectives and to either affirm or
modify the methods and resource commitments being applied toward them, The Council’s
meeting cach Spring is dedicated to fundamental program evaluation, planning for the coming
fiscal year, and updating the O&E Strategic Plan,

ﬁ:mmvmm' SERVICE.

WMWQ{:};;;Q& Evaluation Proeram. ’}'he Employment Service has

developed and implemented a performance evaluation plan consisting chiefly of three
components: program objectives, customer service standards, and performance tracking, Qur
. ~program objectives.are to.provide-leadership in the Governmentwide improvement of employment
practices; 10 provide leadership in the automation of human resources management functions; to
,,,,, _provide sccurate, timely and accessible employment information 1o job-scekers, including
displaced Federal f:mpioyaas and veterans; to provide high-quality, cost-effective staffing policy,
- gssistance, and services;.and o provide other specialized human resources management policy,
assistance, and services, as requested by agencies,

We have identified-fourstrategic outcomes that cross our-program objectives: improved human
resources management practices; Governmentwide cost-savings; better service to the publicand to
our agency customers; and continuous improvement of our business practices.

“We measure improvement in human resources management practices through data collected ina

series of Governmentwide surveys {conducted by other parts of OPM or other external '

organizations). These surveys assess the perceptions of fairness and equity in Federal sia.fﬁng; the o,
perceptions of quality of the Federal workforce; the quality and timeliness of personne! services

provided by OPM and at the agency level; and the impact of organizazional human resouices

management processes on the accomplishment of agency missions, Baseline data has been _

colleezed in FY 96 for some of these surveys; others will be introduced in FY 98. We also use the
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results of OPM over szghi revzews of agency personnel Qperaﬁons o dﬁtemuzze the degres of
compliance with good staffing practices.

We plan to measure Governmentwide cost savings based on cost-comparison analyses performed
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 reimbugsable products and services.
’Ihescdataml}bccollweém?‘f% '

" m o
‘:&v—nv

it Lo b et BRI D g R g e,

" We will measure service 1o the pubhc and sgency- customers thmugh 2 twa-step process of

1} establishing customer service standards, and 2) evaluating customer satisfaction against those
standards, In addition to customer surveys, we also track timeliness and quality of services
provided,

) ustomer S ata. InFY 95 we introduced on-line surveys on
cach of our electwme syxtems - zalephozze touch screen, web site, and electronic bulletin board '~
to collect customer fecdback on the quality of our service delivery. These systemsalse ~ .

automatically racord the number of inguiries and requests for information made from each system.

X2 : Qervice Data. We gathered customer satisfaction data for -
exazmmng services via an azmual agmcy sm‘vg}' until FY 96. When our new examining standards
are in place in FY 97, we will assess our performance through a mix of customer focus groups,
follow-up interviews, surveys distributed with delivered products and services, and timeliness and
&fﬁcaency data. :

We measure continuous improvement of our business practices through assessment of the
financial health of our reimbursable business, our market share, and the numbers and vahie of
requests for our services.  We also measure cost-savings achieved in the delivery of our programs,
and investments in our human and physical capital.

We have desigried an imtenal, modular, management information system to.track all of our
financial, workload, and other performance data, across all programs in the Employment Service.
The first modules, the financial tracking system and the examining certificate processing system,
“are already in’ piace"‘ané the remalmng modules.will.be implemented in FY 98,

AL R o A 1 et .

Qur perfarmancc evaluation plan provides us with the data necessary for m&kmg pmgmm
effectivencss judgments and improvements. We review the data at the sub-program level on s
© continuous basis, and in our Employment Service Business Council on a quarterly basis.
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HuMAN stmmcss SYSTEMS SERVICE .

c_smm_gr_sm Human Rcseums Systems Service (HRSS) conducts s regular series of -
conferences, seminars, and workshops on & wide variety of human resource topics. Priot to major
. conferences, we suwey stakcholders to identify their pnm:lpa.l areas of interest, and use that
information to esiabhsh the agendas, Following each session, we obtain feedback through
structured questionnaires to determine the strengths and wesknesses of each presentation, snd
revise the programs and briefi ng materials accordmgly ‘At regular intervals, we condhict follow-
up surveys of readers of ouf newsletters to insure that our customers are receiving cmlstenﬁy
accurate and timely pollcy gmdamc

. Ultimately, the effectiveness of HRSS’s pmgrams is reflected in the
Government’s ahihty {0 recruit and retain good employees. In order fo measure this, we gather
, personnel data from the Central Personnel Data File and publish ana'!yses on topics ranging from
turnover to employee assistance program usage 1o the use of compensation flexibilities, These

reports allow Congress, the General Accounting Office, and other interested parties to determine

how effective our programs have been. In addition, we work closely with the Office of Merit

Systems Oversight and Effectiveness 10 develop and assess the reszxits of special smdxes aﬂ'wmg :

HRSS policy areas.

grmati i surance. The Office of Warkforce Information conducts
:egnlar reviews of ﬂm quainy cf data in the Centra! Personnel Duta File compared against
employee information maintained by the agencies. Systematic data problems and errors are
carcfully analyzed and documented.

I3

OrFiCE oF EXECUTIVE RESOURCES

- oLk nent Devel | prs. Ongoing
program evaluaiz@zx is an :megra% part of the pmgmms at the F&deraf Execunve: Institute, the
Management Development Centers, and the Senior Executive Service Orientstion Program.
Assessment focuses primarily on the relevaniy of course content toindividual and Qrgamzahomi
per{omancc, but also addresses instructor performance, staff responsiveness, facility quality, and
customer service. These assessments provide an early warning system_about problems that may
dcvcicp but, morc “importantly, they help keep the curriculum on course over thc !tmgw

Pilot Effort: The Western Management Development Center is piloting a project to
determine the impact of training on job performance through use of 2 post~course evaluation
form and collection of comparison data on kxsowiedge before and after the seminars,

: ; ams. Ongoing cusmmer service agsessment efforts through

éaziy centacts and :{eguiariy scheziuiad meetings 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 feedback for program improvement.
As systemic issues are identified, program or issue-specific evaluations are conducted.
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Rmummmmn ZNSURAMCE Smmm . ; o '- e
‘Customer Servig pd Suiveys: Fer e:ach oi' the three Federai emplﬁyee ben:ﬁt

S ﬁ”mgmms wcaén:xzw% ve b g develaped custc;mer semce standards zhat defing a- Tevel af

scmcc necessary m*'méet am‘cﬁstozﬁém_ ne:cz!s : Each year w& suzw.y cur cuszamers to msm

; !

»_"b
-uH -‘,i N ‘{;\

his
level: of sansfacuon thh rctmmczat scmces prov;éca:% 10 cmpioyec and sumver annmtazxis wlm ST
‘had 3 “rarsaction pcrfanneﬁ ori'théir accounts duiring the previons-12. mozzths The 5t swveys oow o R
all aspects Of dzreci s:zzvzces Y annuitants, from repiles ¢ Emﬁsp(}'ndgngg and 1?:13:331{:1:;: mqm“ - i
1o processing ¢ase transactmns The data enablesus to measme the effectiveness of the programs
and to idmufy spcczf’ & araas reqmrzng improvement, R

' ; s (FEHB) vy, In 1996, the Office of Insurance

' ng,mms (OZ?) comracted umh the Gaiktp crgamz.atwn to conduct the third annual survey to
IHEASUIE CUSIOMET, satisfaction with the level of service they receive from their health p!ans The -

- survey.resulis will:be available to all customers during the FEHB open season for use in deciding
which plans to selét. “In‘addition, Gallup conducted a survey in 1996 to determine enrollces’
sstisfaction with the FEHE prescription drug benefit as administered by the largest fee-for-service
plans. During 1997, Gailup will conduet s survey to determine the importance of FEHB customer
.service standards to Federal employees and how well OPM has met those standards, as well as the
usefulness, reliability, and readability of Open Season materials that OIP prepares and publishes

for FEHB enroliess.

F _ e Ins F Survey. In conjunction with the
Metwpczhtan L;fa Inmaxzce Cempazzy, ihc nnde:r\mter that manages FEGLI, a survey was
conducted of beneficiaries who bad received life insurance benefits, The survey measured their
satisfaction with the informational materials received with payment. We are cumrently developing
asurvey of enrollees 1o determine their satisfaction with the FEGLI benefit and coverage,
informational materials, and services provided hy OPM azzd Metropolitan Life. This survey is
expected to be completed in calendar year | 199? )

Performance Measures. The Retirement and Insurance Service (RIS) also has an established
Management | Information System that tracks data on a number of workicad _performance
measires. The data is updated monthly and is made available on the RiS Lm:al Arca 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 ;:arformance gosls.

Quality Assurance Reviews. The RIS Quality Assurance Division conducts ongoing revmws of

the financial and processing functions associated with the Federal employee benefit progiams. In

FY 96, 13 separate reviews were conducted 10 measure the effectiveness of retirement and

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

produced recommendations resulting in improved program performance, cost savings, and tighter. - -
internal controls in sccordance with the Federal Managers' Financial Integrity Act of 1982,
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INVESTIGATIONS SERVICE

ame and Daja Base Integrity. Findings and recommendsations from a security
asscssmmi of the Personnel Investigations Processing System conducted by the National Security
Agency are being used, as appropriate, to improve and finalize our system security plan. '

: eviews. As paﬁ of its contract management responsibilities, the* s =
Invesuganons Sewxcc momta:s fors the performnance of its contractor~The Investigations Service has

- approval suthority over the contractor’s quality assurance plan and samples cempiztcd prodzms to
ensure OPM’s quality standards are being met.

¢ sures, An automated Management infozmauon Systcm tracks kcy
perfermanée mdlcators for the investigations program. This tracking system assists in ensuring
that the pmgmm ‘continues to operate on & sound business fooling.

Customer Relations. The Investigations Service meets customer information needs through
periodic bulletins and frequent personal contaet. Customer satisfaction is assessed through
responses to periodic surveys to get input on customer experience in dealing with both (}?M and
representatives of the contractor, USIS, Inc.

1eisl Mapagement. The Investzgaiwns $ervzae t:{)mmu(}usly monitors the status of its-
n:vo!vmg ﬁmd and cnsures that revenue is sufficient to cover all operating eosts including
payments to the contracior. .
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INFORMATION TECHNOLOGY STRATEGY

INTRODUCTION -

. Information technology (IT) will play 8 ma;é: role in OPM’s accomplishment of the strategic
business goals described elsewhere in this plan. In order to assure that its information technology
processes and infrastructure are able to support the agency’s strategic plan, OPM will take a number

of actions to implement the Clzngcr-Cohm Act of 1996, and o address the-Year 2()98 and oL
mfomtwn scczmty chailcngcs of the commg yws .

CLINGER-COMEN ACY ’ : . . - .

" The primary requirements of the Act are to: appoint 2 qualified senior-level Ciief Information -

Officer; implement a sound and integrated information technology architecture; develop information - -

technology capiial planning and investment control processes; and implement pezfannanc&-hamd
.information technology managemeut systems.

OPM has already cstabiisheé a Chief Information Officer pasition, which repons directly 1o the head .

of the agency. This position was filled with a well-qualified senior level executive in 1996.

As of July 1957, OPM has nearly completed its overall plan for implementation of the Clinger-Cohen
Act, and concrete actions are already under way in several aress;

s IT Architecture: An agency.wide architecture vision, crested with the involvernent of all of
OPM’s program groups, including their senior executives, is nearly complete, This will be
followed by an action plan for evolving today's IT enviromment to the future state
ccntcmplat;é in the vision durdng FY 1998 and FY 1999, This integrated IT architecture
vision includes agency-mde I'T standards and uniform management of IT resovrces to
achieve cost savings and &ﬁ? ciencies and 1o improve performance and meet OPM’s strategic
goa!s

[P e

~»  Capital Plapning Process: OPM expects to 1mp§emcm an I'I' Capital Investiment Piax}nmg
) and Control program beginning in FY 1998, and to use it as part of the FY 1999 budget

process. OPM'’s capital planning process will be based upon existing OMB and GAO
guidance, inchuding GAQ's pubhcatwn Assessing Risks and Returns: A Guide for
Evaluating Fedéral Agencies’ IT Investment Decision-making, and on lessons leamed from
experiences of other Federal apencies, This process will ensure that decisiens on IT projects
are hased on assessments of mission benefits, risks, and costs.

Pending enmplzhen of this effort, OPM has implemented an interim planning and control process
that incerporates features of a more formal process such as assessments of costs, benefits, mission
support, and reengineering. This interim process has allowed the-agency 1o differentiate among
competing mission-critical initiatives and 1o assure allocation of scarce resources to the most
important IT initiatives.
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Also as pant t}f this ¢ffort, OPM is developing a handbook on work Pprocess zcdcszgn. This handbook
.will be used in conjunction with the capital planning and investment comrol process and will provide
the guxde;}mes and screening criteria to ensure that OPM’s work processes have been appropriately
redesigned prior to the application of significant IT invesunents. ’I‘hmugh this process, OPM will
achieve improved :emm on IT investments,

e
.
s
o i

A final phase of this ei?ort is the development and implementation of p&fﬁmmc&b&s&d IT
management systems. ?relumnary work on performance measurement is undexway, and a framework

b = e

for daveiopmg IT performance measures will be completcd by the- end of of FY I?Q?

-

YEAR 2000

OPM has 94 mission-critical computer systems that are date-dependent, and are therefore subject o
potential problems at the turn of the century. The agency has taken this potential problem quite
seriously and has engaged in an aggressive strategy to assure that services 1o 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 that all
organizations are aware, provide a framework of standards, zmd coordinate t’ﬁe FESOUrces
needeémdeai with the issue, T

. Cmazion of specific task teams for groups of key systems and for cross-cutting projects such
as networks and testing standards, Task teams are working through the assessment
{inventory and scoping), renovation, and testing and validation phases of this complex
gystems integration project.

s Detatled tracking of progress on renovation and testing of each mission-critical or mission-
sensitive IT system, as well as for building-related systems such as elevators and fire alarms,

»  Validation processes that will be carried out by a combination of persons knowledgeable of
. the data and business applications, wgether with experts in testing and software quality .
assurance.

As of May 1997, OPM had completed the assessment phase for 100 percent of its mission~critical
systems and had determined that §8 percent were Year 2000 compliant.” Of those not yet ready, 67
will be repaired, 9 will be replaced, and 1 will be retired,” By September 1997, renovation will have
been scheduled for all sysiems requiring repair. OPM will complete its testing and validation plans
and intends to establish a Year 2000 compliant mainframe environment by the ¢nd of 1997, This
aggressive schedule will enswre that OPM’s systems are Year 2000 compliant well in advance of
January 1, 2000. Continued personal attention from the Dzrector and senior executives will assure
thet this mcmentum is maintained.
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INFORMATION SECURITY

OPM will continue to refine and enhance its information security program to ensure adequate security
commensurate with the risk and magnitude of harm that could result from loss or compromise of
mission-critical IT systems, Recent efforts have focused on developing and testing a disaster
recovery plan for OPM'’s general support system and major {inancial, benefits, and workforce \
-informmation application systems. OPM will continue to engage assistance from experts, ¢.g,, National
"Security Agency; (o review our security capab:llzzes;"‘ﬁddztwnaiiy, 85 part of the implementation of .
.OPM’s IT architecture and therelated T management improvement messures, OPM will be move
toward a Seftware Engineering Institute Capability Matunty Model level 3, which includes a formally
defined process for systemy dwc!opmm

*
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E’JPM ope lems: . _ R :

przmarypaénhﬁlg{mtz% accounuizg sys;gm 'and the Em 1oyee Be:mﬁts System (EBS), iwhwh s&;}gmts A
Tthe ?cderal ﬁmpicyee e:amed 'z:»enaf 15 jamgrems zmahng mere ﬁzan $60 bxilzmz in armuabbazzcﬁt R R
;;x;:ﬁ}%ié&x fmm 1he JI‘msi ?unds adrhi:iismd by {OPM:: These: systems czmtmn eleve:}. apphcahcns oy Fi
. :;:ﬁzaz szz;}port the umqm man;zgemezzt ami accountmg ﬁmctjons of zizc zxgency ror speg:zﬁc progmzns o %

'I‘he FMS p:ovxdes thg fezzmianon:fcr admuustenng@??.&‘s f‘mancxal management rcspmzsszlmcs
soverthe next decazicf"h suppms "the full Tangé‘of, ﬁnancza] mmgcment activities and acconnung
reqznremems ‘for. ﬁze adzmmmnve funds and mcindcs modu}cs for genéial ledger, budga:z éxecution
and furids control; accounts payable and dishursements, ‘Hceounts ‘re¢eivable and collections; travel,
management and exicmai reports, and ad hoc guery, ’I'hc FMS uses a standard general ledger at the
transaction level, and. both proprictary and budgetary accounts are recoided. The FMS complies with
OMB Circulars A~123;Jnternal Coutrols, and ‘A-127, Financial Management Systems, as well as
GAO and the Joint Finencial Management Im;:mvemmt Program (JFMIP) core financial systems
requirements, The FMS$ has standard interfaces with administrative systems for personnel/payroll,
work reporting and cos! distribution, and property management. In aédm(m, the system interfaces
with the program. system for persennel invests gat;gms processing. .

The EBS has three m_g;er program applications: Retirement, Health Benefits, and Life Insurance. .
Each application has functions that support general ledger control, sccounts receivable, accounts :
payable, buéigﬁz execution and funds control, and budget formulation. Much of the system’s sofiware
. was developed-in-house, -Each-application uses a standard general ledger, but requires some manual
processes and cross-walks (o accurately record proprictary and budgetary accounts. OPM's
Retirement and Insurance Service (RIS) is caz:zrdznatmg several projects that will strengthen controls
over the eamed benefits programs; develop or improve financial systems; and comply with OMB
Circulars A-123 and A-127, and JFMIP core financial systems mqmmncms.
{;Q&L Resaive material weaknesses and improve the Figancial Management System , the
Employce Benefits System, snd internal controls to maintain the integrity of the earned
employée benefits trust funds totaling more than $60 billion in annual benefit ‘
payments and OPM’s appmprmted and re:mbursabie fands.
Success Messure: "7 Beginning with the FY 1998 financisl atateme;zis, ‘get timety ond
unqualified sudit opinions for all funds, publish audited
financial staiements within the time frames required by the CFO
Act, and be a model for the administration and financial
stewardship of earned employee benefits trust funds,
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FINANCIAL MANAGEMENT SYSTEM (FMS) -

‘ By 1999, convert DOD billings to an  On-line }’ayment and Cﬁllectmn {OPAC) system that
integrates or interfaces With the FMS816 redord the cash ¢6 col lection.

Generate auézzabie financial statements, integrate several new subsystems, automate manual
Processes, anci increase our ability to meet the information needs of program managers

’Empiemmi new releases of the accounting dnd procurement systems over the next five years,

2%, Within the next two years, expand the electronic interchange of data with OPM program *
systems 1o increase the accuracy, timeliness, and accessibility of financial information.

By 1998, provide a trial balance file for PC 1o mainframe transfer to the Treasury |
Department (10 meet the mqaimrzcms x}f Federal Agencies’ Cf:zztfa}m Trial Balance
System).

ideniify potential savings in sysismsf;;mccdms implemnented by other financial offices by ;
participating in FINANCENET, which is & new user group for Federsl, state, and local

. government and private sector finance personnel.

By 1999, expand the use of electronic ;aayﬁwnts to improve the timeiiness of paymentsto
vendors and comply with the Debt Collection Improvement Act.

Support the efforts of thc Federal Joint Systems Solutions Team established by the CFO
Council.

EMFLOYEE BENEFITS SYSTEM (EBS)

-

Generate financial statements that receive ungualified opinions.

. Resolve matarsal wesknesses in miemal controls and non—conformance with the financial

managemenl system requirements.
Ccniime retirement systems modernization and business process reengineering efforts.
By 1599, implement a new core financial management system which wxll comply with

Federal financial management systems requirements, Federal accounting standards, and the *
stapdard gezma¥ ieéger at the transaction level.
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0vcr ﬁ;c pest fe;w ycars memai and extemal audns and reviews have zdmizf' ed mtemsl and
management contro]l weaknesses, We have categorized the weaknesses that are most vital to mission
successiand which mvolve lonnge:m fixes, and those that con be szzangthened medzately,
Corrective measures that involve extensive ‘{echﬂ{}foglcai or other large procurement sohuiions (such
“as 1mpicmemmg a uom;;izam peneral ieég&r for the Employee Benefits System) will be reflected in -
- several consecutive annval performance plans. Other weaknesses will be resolved over the next two
<+ wyears (a8 inthe case of qur sequisition of a new receivables mamgemcnt system).
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SUMMARY

This is & time of profound change in the Federal Government. Because of recent downsizing, our -
Government is approximaiely 14% smaller than it was four years ago. OPM has Ied the Governmend
in downsizing and set an example for others in making the hard decisions that are necessary 1o -
operate wai?un drama%;eaily redu{:ed ﬁsnduzg ievels while continuing te successﬁ,ﬂiy carry out its
passion) b TRl LUl e o a a

I3 -

.~ o e i, . R o xwi‘
T

OPM must continue to pz‘avzde Zeaéersh;p to confront the cimzzges that are ocez:mng in the Fedm!!

workforce and promote needed reforms. We must focus not only on the cost of Government but on
the urgent question of how we recruit and sustam an outstanding workforee for the 21st cmmry and’
beyn:zd

UL I

o
i vy . M

This strategic plan further defines the course OPM has set 1o meet {nese challenges. It documents our
mission, vision, and values which serve us OPM’s foundation for the future. As importantly, it

- documents the goals and ohjectives that will guide OPM's future actions. OPM is committed to
providing--cost eﬁ'ecizvelywﬁm highest qua%;ty of services to our customers and protecting the Merit
System Pnnmp%es on w}uch Federal human resources management is based.
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