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U. S. OFFICE OF PERSONNEL MANAGEMENT

FY 2000 BUDGET JUSTIFICATION/PERFORMANCE PLAN

EXECUTIVE SUMMARY

We have incorporated our FY 2000 Congressional budget justification and our FY 2000 Annual
Performance Plan required by the Government Performance and Results Act into this single,
comprehensive document. In the following Executive Summary, we have identified the key
challenges, our agency priorities, and funding implications, which are described in more detail
in the individual program plans included in the complete Annual Plan. All of our initiatives tie
into the long-term goals and objectives identified in our strategic pladeral Human

Resources Management for the 21st Centusybmitted to Congress on September 29, 1997.

U.S. OFFICE OF PERSONNEL MANAGEMENT'S LEADERSHIP ROLE

The President leads the Federal Government’s civilian workforce of approximately 1.8 million
employees (not counting postal workers). The U. S. Office of Personnel Management (OPM) is
the President’s agent and advisor for the Government’'s human resources management systems.
OPM'’s key responsibility is to ensure that these systems support agencies in recruiting, hiring,
and retaining the merit-based, high-quality, diverse workforce necessary to meet the needs of the
American people.

OPM'’s strategy is to provide human resources management (HRM) leadership and services for
all agencies, in a manner that blends and balances flexibility and consistency across
Government. Specifically, our strategy is to serve the interests of the Government as a single
employer by sustaining essential Governmentwide values, such as merit system principles and
accountability, veterans’ preference, workforce diversity, and family friendly policies. And, at
the same time, we equip agencies with the flexible policies and systems necessary to recruit,
retain, train, and manage employees in a manner appropriate to each agency’s unique needs. We
also administer Governmentwide compensation, earned employee benefits, and automated
information systems. These systems serve the Government’s best interests as an employer and
offer economies-of-scale only available when designed and managed on a Governmentwide
basis. We provide assistance and services to agencies through an effective and efficient mix of
appropriated, trust, and reimbursable funds.

In carrying out its functions, OPM relies heavily on its own expert staff, broadly applied cutting-
edge technology, and effective partnerships with a wide range of stakeholder groups who
represent many points of view. These include Federal agencies, current Federal employees;
employee unions and the National Partnership Council; professional and management
associations; Federal annuitants and their organizations; job-seekers; veterans and their service
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organizations; minorities, women, and persons with disabilities and their organizations; colleges
and universities and their associations; and insurance carriers.

CHALLENGES AND PRIORITIES FOR THE YEAR 2000

The world of work has changed significantly in the last 20 years, for both the private and the
public sectors. The increased availability and need for information has changed every worker
into a knowledge worker. Workers require new skills and competencies to succeed in new
organizational structures, like teams, and to adapt to rapidly changing directions and technology,
while still delivering good customer service.

As the Federal workforce began to face these challenges in recent years, it also was downsized
significantly. Yet, within this same period, not only has the Federal workforce survived, but it
has thrived. With the support of good HRM leadership, three major changes in the workforce
have occurred -- changes that will assist in meeting the increasing demands facing the Federal
Government:

* The Federal workforce has become more diverse and representative of the entire spectrum of
the American population. Although significantly smaller in size, it has retained its improved
diversity, and is also better educated, and thus better able to handle the technical
complexities of the modern work environment.

* The Federal workforce is much more focused on its customer -- the American public.
Results from a recent Governmentwide survey administered by the National Partnership for
Reinventing Government (NPR) show a dramatic increase in customer orientation.

« The growth of partnership between management and employees has allowed cooperative
relationships to flourish and has helped this smaller workforce to maintain and improve its
service to the public.

OPM'’s challenge for FY 2000 and beyond is to provide HRM systems that not only continue to
respond so effectively to the dramatic changes of the past 20 years, but also will adapt readily to
the workplace of the future -- as it changes in ways and at speeds we cannot begin to imagine.

We will meet this challenge through a series of initiatives that include human resources
management accountability, performance-oriented compensation, staffing flexibilities, the key
role of executive leadership and more. Best practice and benchmarking reviews make it plain
that "one size fits all" approaches in areas like compensation and staffing do not effectively serve
agencies and their differing strategic objectives. We will work to provide agencies with system
flexibilities to more strongly link pay and performance for Federal employees and help agencies
recruit and retain the high-quality, diverse workforce they need to meet their mission and



respond to increasing customer and workplace demands. At the same time, we recognize that the
creation of additional personnel flexibilities increases the need for OPM to ensure that the
Government’'s HRM systems are designed and operated under merit principles.

OPM is committed to getting all agencies and all segments of the workforce the flexibilities
necessary to meet their strategic goals more effectively. In addition, we will work to get the
HRM profession full recognition as a strategic partner in accomplishing the business of agencies.

OPM'’s Top Priorities for FY 2000
OPM'’s top seven priorities for FY 2000 will help to meet these challenges. Our priorities are:
1. Improve linkage between pay and performance.

OPM will continue to develop programs that support the idea that compensation should be
linked to performance and results. In FY 2000, OPM will introduce short-term changes (based
on work begun in FY 1999) to improve Federal pay and performance management systems, and
will continue to promote improved employee performance by maintaining a flexible framework
for performance management which encourages and rewards good performance and strengthens
the link between performance and pay. OPM will also continue its longer term effort to develop
a performance-oriented total compensation system suitable for the variety of missions,
structures, labor markets, and technologies that will characterize the Federal workplace of the
21st century. We have established the Total Compensation Policy Center to conduct research
and outreach to our stakeholders to find out what the Government needs to change in order to
compete in the next century. In addition, through our new Center for Benefits Design and
Delivery, we will position ourselves to move forward with enhancements to the Federal
employee earned benefits programs. These enhancements include new life insurance products
and the Administration’s proposal to offer long-term care for Federal employees and annuitants.

2. Provide flexibilities and tools for recruitment and hiring.

After a long period of restructuring and downsizing, agencies are facing immediate needs for
hiring in several mission-critical occupations, such as information technology and law
enforcement, and are facing potential needs from baby boom demographics and the increase in
retirements that will result. Both the immediate and long-term needs require improved
recruitment tools and additional hiring flexibilities. Agencies need model recruitment plans
which target the new skills and diverse backgrounds required to accomplish their missions; quick
hiring programs which enable them to compete in a tight job market; special hiring programs
such as the Presidential Management Intern and new entry level intern programs that attract high
quality, diverse future managers to the Federal workforce; and executive succession planning.
Priority will be given to improving Federal employment opportunities for adults with disabilities
and Hispanic Americans, and to initiatives to recruit, develop, and retain computer security



professionals. And, because the workforce of the future will need new competencies and skills,
we will provide information and tools to identify and assess these competencies. We will also
continue to support the highly automated, accessible USAJOBS competitive job information
system, which supports merit principles by providing fair and open access to all candidates, and
which saves the Government millions of dollars each year because agencies have no need to
create redundant and expensive systems of their own. We will also work with agencies to
develop workforce planning and analysis tools to assist them in assessing and projecting their
internal skill and workforce composition needs, identifying recruitment sources, and conducting
meaningful succession planning.

3. Strengthen oversight.

OPM'’s essential ability to oversee the merit system is a continuing priority. Human resources
management authorities increasingly have been made more flexible, and delegated to line
managers. Many agencies have been exempted from key provisions of the civil service laws in
title 5, United States Code, but they still must observe merit system principles. Also many
agencies have cut their human resources support staffs by half. This, coupled with increased
flexibility and delegations in personnel authority, has significantly increased the potential for
abuse of the merit system in agency personnel actions. We will strengthen our activities to
support compliance with the merit principles through oversight visits, to provide assistance to
agency delegated examining units, and to work with agencies to develop new internal
accountability systems.

4. Refocus attention on learning.

OPM will be leading the Federal Government’s initiative to reinvigorate training and

development programs in order to promote lifelong learning and to ensure that our workforce, at
all levels, is prepared to meet the demands of the 21st century. In FY 2000, the President’s Task
Force on Federal Training Technology, chaired by OPM’s Director, will finalize

recommendations for a policy to provide for the most effective use of today’s technology in

order to provide the best and most accessible training possible for Federal employees. OPM will
work closely with other agencies and the private sector to eliminate the barriers to effective
training programs and to recommend changes to procurement laws, identify opportunities for
cross-agency training, and recommend standards for training software purchases by Federal
agencies.

5. Modernize HR Information Technology.
OPM is working to modernize its internal systems and processes to improve the utility and

accessibility of information for merit system oversight reviews, for retirement processing, and
for planning and budgeting by external users such as the Office of Management and Budget



(OMB), the White House, Congress, the General Accounting Office (GAO), other Federal
agencies, the media, and the public. These ongoing modernization efforts complement the
broader, Governmentwide vision of a "Virtual Federal Human Resources Data Repository”
(VHRDR) currently being analyzed by the interagency Human Resources Technology Council
(HRTC). The VHRDR will enable the electronic transfer of HR data across Government,
streamline and improve Governmentwide reporting, and eventually allow for the elimination of
cumbersome and costly paper personnel records.

A critical component of this priority is Retirement Systems Modernization (RSM). Based on
business processes that are reengineered in consultation with OPM’s strategic business partners,
the initiative is critical to our ability to continue improving the delivery of retirement program
services to both annuitants and employees. For example, without modernized systems we will
not be able to reduce Federal Employee Retirement System (FERS) processing times, as we
have successfully done for Civil Service Retirement System (CSRS) annuitants.

Another critical component is the modernization of the Central Personnel Data File (CPDF) to
improve communication with those agencies submitting CPDF data, to make the information
more readily accessible, and to integrate this effort into the VHRDR initiative.

6. Support the family friendly workplace.

OPM will continue to encourage the Federal Government to be the model employer for family
friendly programs, by providing and promoting affordable child care options, alternative work
schedules, family and medical leave, telecommuting, part-time employment and job-sharing
opportunities, and employee assistance programs. These programs are essential to help our
workforce better balance the ever increasing demands of work and home responsibilities. In
addition, the most competitive companies in the private sector find that programs like these help
them attract and retain the best and brightest employees. OPM'’s Family Friendly Workplace
Advocacy Office will become fully operational by FY 2000, and will serve as a central point of
contact for Federal workers who need information on family friendly initiatives as well as those
who wish to raise concerns about the operation of these programs within their organizations.

7. Improve financial management.

OPM is committed to continuous improvement in all of its financial management operations,
systems, policies and procedures as well as improving the quality of service to all customers.
Over the past few years, internal and external reviews and audits have identified internal and
management control weaknesses in our financial administrative and trust funds areas. We have
categorized those that are most vital to mission success and which involve long-term fixes and
those that can be strengthened in the near term. We have made significant progress in
addressing and correcting these. OPM will continue to use Quality Improvement Teams (QITs)



comprised of cross-functional representatives including the Office of the Inspector General to
address these areas.

MEASURING OUR SUCCESS

In September 1997, OPM delivered its first Strategic Plan to the Congress, covering 1997 -
2002. The Plan includes five major goals -- four external and one internal -- which are all
focused on the overarching outcome of achieving a high-quality, diverse Federal workforce,
within the principles of a merit-based system. The five strategic goals define outcomes for
policy leadership, oversight, technical assistance, and direct service delivery (external goals),
and operating as a model employer (internal goal), to be reached by the end of FY 2002. The
FY 2000 Annual Plan sets incremental targets for progress toward the strategic goals.

Both the Strategic Plan and the Annual Plan use the process of multi-measurement to assess our
success in meeting the overarching goal of a high-quality, diverse workforce. Assessment of the
quality of any workforce -- Federal or otherwise -- has been recognized as a significant
measurement challenge. Consequently, OPM is using a measurement approach which depends
on a balanced set of intermediate indicators from multiple available data sources. Two key
indicators are direct surveys to assess the perceptions of Federal employees about workforce
guality and the fairness and equity of HRM processes, and user surveys -- from both public and
internal customers -- to assess customer satisfaction with the content, process and outcomes of
policies and services.

The primary employee surveys used are the OPM Merit System Principles Questionnaire and the
National Partnership for Reinventing Government (NPR) Survey. The primary customer

surveys used are OPM agency customer surveys (HR Directors and HR specialists) and surveys
of job-seekers, annuitants, and health insurance users. Other direct measures include data on the
diversity of the Federal workforce, timeliness and quality of operations, and usage data (such as
web site visitors).

Other key indicators are qualitative in nature, rather than quantitative. These are the results of
externally conducted program evaluations, conducted by such entities as the Merit Systems
Protection Board (MSPB), the GAO, and the National Academy of Public Administration
(NAPA). Each of these organizations conducts periodic studies of Federal HRM practices and
outcomes, and their findings are an important measure of program success.

Finally, in some instances OPM relies on indirect, or surrogate, measures as indicators. One
surrogate measure is the use of competency-based selection tools to hire and promote workers.
The assumption underlying this measure is that recent research has identified the wide range of
competencies needed by employees in today’s changing workplace, and the use of tools which



are based on a full evaluation of these competencies will translate to a more highly-qualified
workforce.

The section of this Annual Plan under the tab "Verification and Validation of Data" provides a
complete discussion of the complexities associated with these and other measures used in our
Plan and the steps planned or taken by OPM to ensure that the data are valid and verifiable.

HOW OPM’'S ANNUAL PLAN ADDRESSES OUR PRIORITIES

As it was for FY 1999, our FY 2000 Annual Plan is completely integrated with our
Congressional Budget Justification. Because it is linked to the budget, the details of the Annual
Plan are organized by program area and funding source.

To assist with understanding the linkages between the overall OPM priorities and the individual
performance plans for each program area, we have included two reference tools: 1) a complete
listing of all of the program goals that relate to each Strategic Plan goal, under the tab labeled
"Crosswalk to Strategic Plan”; and 2) a table of resources linked to each strategic goal under the
tab labeled "Resource Summary by Goal."

Our goal in preparing this performance plan has been to ensure that the reader has a clear sense
of not only what OPM plans to accomplish, but the particular strategies and tactics to be
employed, and the measures of success that will be used. Each program plan is presented in the
same format, and includes the following sections:

* Description of Activity -- which describes the primary responsibilities for the program.
This section includes a description of the skills and systems that are necessary for the
program to carry out its responsibilities successfully.

* FY 2000 Priorities -- which identifies the key priorities for the program, under that
particular funding source, for FY 2000.

« Annual Plan Goals-- each of which are numbered consecutively, and appear directly below
the Strategic Plan goal and objective they support. Goals that continued from the FY 1999
plan are identified as such.

« Means-- alist of the specific strategies and actions to be carried out in FY 2000 for each
goal.

« Indicators/Performance Results-- a list of the indicators, or measures, of success for the
annual goal. These indicators are followed by information on accomplishments for FY



1998, and actions for FY 1999, which related specifically to the performance measure
described.

Verification and Validation -- at the end of each program plan is a list of specific
verification and validation strategies for the indicators included in the plan. This list
supplements the section under the tab "Verification and Validation" which covers all OPM

programs.



FY 2000 BUDGET REQUEST

OPM'’s total FY 2000 request of $14.5 billion, an increase of $0.9 billion over FY 1999, is
composed of appropriations that are 1 percent discretionary and 99 percent mandatory. OPM’s
budget request consists of two discretionary appropriation accounts containing general funds and
trust funds totaling $197.7 million and three mandatory payment appropriations totaling an
estimated $14.3 billion. In FY 2000, OPM'’s administrative accounts will support 2,984 FTE,

the same level as in FY 1999. Since our downsizing began in FY 1993, we have reduced our
FTE level by 52 percent or 3,224 from the base level of 6,208. (Refer to "OPM FY 2000
Appropriation Request"” table behind the Summary Tables tab for details.)

DISCRETIONARY APPROPRIATIONS
Salaries and Expenses:

OPM'’s general fund request for basic operating expenses totals $91.6 million and 733 FTE,
which includes a total increase of $6.2 million over FY 1999, will allow us to continue to

provide high-quality, innovative human resources leadership, oversight, and technical assistance
to Federal agencies, including the priority goals for FY 2000 described above. The increase
includes: 1) $3.4 million for reimbursement of new National Archives and Records
Administration (NARA) fees for the cost of storing and servicing official personnel files for all
agencies Governmentwide. This accommodates a decision to change NARA's financing from
an appropriated to reimbursable basis. This financing change will require OPM to reimburse
NARA for its Governmentwide services and will not directly benefit OPM; 2) $2.0 million to
initiate an outreach program with high schools, colleges, and universities and to develop
strategies to recruit and train students for information security and technology occupations in the
Federal Government; 3) $0.6 million to expand OPM'’s oversight efforts in ensuring that merit
system principles are followed; and 4) $0.2 million for the agency’s information technology
infrastructure.

For the administration of the civil service retirement and insurance programs, OPM is requesting
a total of $95.5 million in transfers from the trust funds for 1,357 FTE. The request includes an
increase of $4.0 million to remain available until expended for the Retirement Systems
Modernization Project, an OPM priority discussed above. Also included is a small increase of
$0.3 million to assist in the development of a new Center for Benefits Design and Delivery. We
also anticipate funding to administer the Administration’s proposal for a new long-term care
insurance program for Federal employees, their spouses, parents and parents-in-laws.

This account also includes 110 FTE to be financed by reimbursements from other agencies for
the provision of HRM technical assistance, and from OPM programs for the provision of
agency-wide services.



Office of Inspector General Salaries and Expenses:

The request for the Office of the Inspector General (OIG) totals $10.6 million and 111 FTE, and
includes about $1.0 million in general funds and $9.6 million in transfers from the trust funds to
enable the OIG to carry out its audit, investigative and review responsibilities. The request
includes an increase of $0.5 million in trust funds and 5 FTE to enable the OIG to increase the
frequency of Federal Employees Health Benefits Program (FEHBP) audits. This account also
includes one FTE to be financed by reimbursements from the Department of Treasury’s Auditor
Training Institute.

REVOLVING FUND

OPM provides a variety of services that are financed by payments from other agencies through
the Revolving Fund. For ongoing Revolving Fund programs, the FY 2000 budget includes an
estimated $194.1 million in obligations and 673 FTE to be financed by other agencies for
OPM'’s services. These services include: training for Federal managers and executives; testing
of potential military inductees for the Department of Defense in those locations where it is cost-
effective for OPM to do so; providing employment information; providing assessment services;
automating other agencies' staffing systems; examining for vacancies when requested by an
agency; providing technical assistance and general consultation services on all facets of human
resources management; and the selection, coordination and development of Presidential
Management Interns. The Investigations Service conducts checks, inquiries, and background
security investigations of individuals who are candidates for positions identified as critical-
sensitive by the requesting agencies, or reinvestigations of individuals occupying positions
identified as critical-sensitive.

OPM reversed a ten-year trend of increasing deficits in its Revolving Fund by making tough
management decisions, imposing tighter financial controls across all programs, increasing
accountability, and downsizing. In addition, OPM successfully privatized two major Revolving
Fund programs, training and investigations, including the creation of the Government’s first
Employee Stock Ownership Plan. These actions have resulted in the Revolving Fund continuing
to be above the breakeven point at the end of FY 1998 after experiencing a $48.8 million deficit
at the end of FY 1994.

MANDATORY APPROPRIATIONS

Government Payment for Annuitants, Employees Health Benefits:
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A "such sums as may be necessary" appropriation is requested for an estimated $5.1 billion, an
increase of $0.5 billion over FY 1999, to finance the Government'’s share of health benefit costs
for 1.9 million annuitants participating in the program.

Government Payment for Annuitants, Employees Life Insurance:

A "such sums as may be necessary" appropriation is requested for an estimated $36.2 million, an
increase of $1.6 million over FY 1999, to finance the Government’s share of life insurance
premiums for 280,000 annuitants electing post-retirement coverage.

Payment to the Civil Service Retirement and Disability Fund:

A "such sums as may be necessary" appropriation is requested to fund an estimated $9.1 billion,

an increase of $0.4 billion over FY 1999, for payments to finance liabilities created by
legislation enacted since 1969 which affected benefits (primarily pay raises).
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FOUNDATION OF THE FY 2000 ANNUAL PERFORMANCE PLAN

The foundation for our integrated FY 2000 Annual Performance Plan and Budget Justification
can be found ifFrederal Human Resources Management for thieCintury OPM'’s Strategic

Plan for FY 1997 through FY 2002. The cornerstone for that plan is its mission statement and
five related strategic goals:

OPM’s STRATEGIC MISSION STATEMENT

As the leader in human resource management for the Executive branch of government, OPM]
develops policies, in cooperation with Federal agencies and other stakeholders, so that agerngies
can recruit, hire, and retain workforces best suited to their missions. OPM oversees the
Government wide implementation of those policies so that agencies will uphold national valugs that
are embodied in law- including merit principles and veterans’ preference. OPM manages
Government wide systems that support agencies and their employees by administering retirgjnent,
insurance, and other benefit systems for Federal employees and annuitants. OPM also admipjisters
Government wide compensation systems and maintains automated information systems tha1'|are

used to inform the public of Federal employment opportunities and are used to keep managgjs and
the public informed about the nature and size of the current Federal workforce. OPM also prigvides
high-quality, cost-efficient services to other agencies.

OPM'’'S STRATEGIC GOALS

Goal 1. Provide policy direction and leadership to recruit and retain the Federal workforce
required for the 21st Century.

Goal Il Protect and promote the merit-based civil service and the employee earned benefft
programs through an effective oversight and evaluation program.

Goal lll.  Provide advice and assistance to help Federal agencies improve their human resfjurces
management programs to effectively operate within the economy, demographics gnhd
environment of the 21st Century.

Goal IV.  Deliver high-quality, cost-effective human resources services to federal agencies,
employees, annuitants and the public.

Goal V. Establish OPM as a leader in creating and maintaining a sound, diverse and cooprative
work environment.

13
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OPM FY 2000 APPROPRIATION REQUEST

ACCOUNTS REQUIRING CONGRESSIONAL ACTION
(dollar amounts in thousands)

GENERAL TRUST
FUND FUNDS
BUDGET BUDGET
AUTHORITY AUTHORITY TOTAL
TOTAL REQUEST $14,355,105 $105,131 $14,460,236
APPROPRIATIONS:
Discretionary: 92,544 105,131 197,675
Salaries & Expenses: 91,584 95,486 187,070
General Fund 91,584 91,584
Trust Funds - Annual 91,486 91,486
Trust Funds - Retirement Systems
Modernization, (No-Year) - 4,000 4,000
OIG Salaries & Expenses: 960 9,645 10,605
General Fund 960 960
Trust Funds 9,645 9,645
Mandatory: 14,262,561 14,262,561

Government Payment for Annuitants,
Employees Health Benefits 5,105,482 5,105,482
"Such sums as may be necessary"

Government Payment for Annuitants,
Employees Life Insurance 36,207
"Such sums as may be necessary"

--- 36,207

Payment to the Civil Service
Retirement and Disability Fund: * 9,120,872 9,120,872

"Such sums as may be necessary"

* Permanent budget authority of $12,690,665 (not shown here) requires no Congressional action.

15



16



OFFICE OF PERSONNEL MANAGEMENT
FY 2000 ADMINISTRATIVE OBLIGATIONS

($000s)

FY 2000 DOLLARS

TF 115,041 27.8%

S&E 91,584 22.2%
A&R* 1,750 0.4%

OIG* 10,755 2.6%

RF 194,084 47.0%

TOTAL $413,214

* Advances and Reimbursements (A&R) - external
** OIG includes $150 A&R.

FY 2000 FTE

S&E 733 24.6%
TF 1,357 45.5%

OoIG* 111 3.7%

A&R* 110 3.7% RF 673 22.6%

TOTAL FTE 2,984

*A&R includes 23 external FTE and 87 internal FTE.
** OIG includes 1 FTE for A&R.
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OFFICE OF PERSONNEL MANAGEMENT

ADMINISTRATIVE OBLIGATIONS

(dollar amounts in thousands)

19

ACCOUNT
FY 1999 FY 2000 FY 2000 CHANGE
$ FTE $ FTE $ FTE
Salaries and Expenses: $207,309 2,183 $208,375 2,200 $1,066
General Fund 85,350 716 91,584 733 6,234 17
General Fund Carryover 200 (200)
Trust Funds Total: 120,009 1,357 115,041 1,357 (4,968)
Trust Fund (annual) 91,236 1,348 91,486 1,357 250 9
Trust Fund (annual) - Carryover
Trust Fund - Title V 19,555 19,555
Trust Fund (no-year) 9,218 9 4,000 (5,218) (9)
Advances and Reimbursements 1,750 * 110 1,750 * 110
Inspector General - Salaries & Expenses: $10,300 106 $10,755 111 $455 5
General Fund 960 10 960 10
General Fund - Carryover 25 (25)
Trust Fund (annual) 9,145 95 9,645 100 500 5
Trust Fund (annual) - Carryover 20 (20)
Advances & Reimbursements 150 1 150 1
Revolving Fund: $188,375 695 $194,084 673 $5,709 (22)
DOD Testing 7,601 157 7,980 157 379
Employment Service 34,038 364 36,083 364 2,045
Investigations Service 87,713 35 89,748 35 2,035
Workforce Relations 36,622 27 37,478 27 856
Executive Resources 22,401 69 22,795 69 394
Agency Reserve (FTE) 43 21 (22)
TOTAL OPM $405,984 2,984 $413,214 2,984 $7,230
* External



OFFICE OF PERSONNEL MANAGEMENT

FY 2000 TRANSFERS FROM THE TRUST FUNDS

NEW OBLIGATIONAL AUTHORITY

(dollar amounts in thousands)

OPM
S&E OIG TOTAL
TRUST FUNDS:
Civil Service Retirement and Disability Fund:
Annual $75,103 $1,061 $76,164
No-Year (Retirement Systems Modernization) 4,000 4,000
Sub-Total $79,103 $1,061 $80,164
Employees and Retired Employees Health Benefits 14,988 8,102 23,090
Employees Life Insurance 1,395 482 1,877
Total OPM $95,486 $9,645 $105,131

The Merit Systems Protection Board (MSPB) also receives an annual transfer for administrative
costs from the Civil Service Retirement and Disability Fund. MSPB's FY 2000 request is
$2,430. MSPB is not part of OPM and submits its budget separately.
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OFFICE OF PERSONNEL MANAGEMENT

FY 2000 RESOURCE SUMMARY BY STRATEGIC GOAL
(dollar amounts in thousands)

SUMMARY OF GOALS | THROUGH V

Advances &
Salaries & Expenses  _TrustFund _  Reimbursements  Revolving Fund Total

ACTIVITIES $ ETE $ FTE $ FTE $ FTE $ FTE
Grand Total 92,544 743 124,686 1,457 1,900 111 194,084 673 413,214 2,984
Merit Sys.Oversight & Effectiveness 21,244 212 0 0 0 0 0 0 21,244 212
Employment Service 30,893 219 0 0 0 0 36,083 364 66,976 583
ES - DOD Testing 0 0 0 0 0 0 7,980 157 7,980 157
Retirement & Insurance Service 0 0 108,307 1,280 750 5 0 0 109,057 1,285
Workforce Comp. & Perf. Service 7,659 74 0 0 500 7 0 0 8,159 81
Investigations Service 3,141 29 0 0 0 0 89,748 35 92,889 64
Workforce Relations 3,812 38 0 0 500 10 37,478 27 41,790 75
Executive Resources 2,494 23 0 0 0 1 22,795 69 25,289 93
Administrative Services 14,186 57 2,909 31 3,561 48 0 0 20,656 136
Executive & Other Services 8,155 81 3,825 46 3,908 39 0 0 15,888 166
Agency FTE Reserve 0 0 0 0 0 0 0 21 0 21
Less Internal A&R 0 0 0 0 (7,469) 0 0 0 (7,469) 0
Total 91,584 733 115,041 1,357 1,750 110 194,084 673 402,459 2,873
Inspector General 960 10 9,645 100 150 1 0 0 10,755 111

Goall. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE
21ST CENTURY.

Advances &

Salaries & Fxpenses Trust Fund Reimbursements RevalvingFund ~ ____Taotal

ACTIVITIES $ ETE $ ETE $ ETE $ ETE $ ETE
Total 44,516 340 15,739 252 3,036 32 0 0 63,291 624
Merit Sys. Oversight & Effectiveness 6,434 61 0 0 0 0 0 0 6,434 61
Employment Service 13,508 80 0 0 0 0 0 0 13,508 80
ES - DOD Testing 0 0 0 0 0 0 0 0 0 0
Retirement & Insurance Service 0 0 14,950 244 0 0 0 0 14,950 244
Workforce Comp. & Perf. Service 7,154 68 0 0 0 0 0 0 7,154 68
Investigations Service 2,854 27 0 0 0 0 0 0 2,854 27
W orkforce Relations 2,343 26 0 0 0 0 0 0 2,343 26
Executive Resources 1,746 16 0 0 0 0 0 0 1,746 16
Administrative Services 6,127 18 253 2 848 11 0 0 7,228 31
Executive & Other Services 4,350 44 536 6 2,188 21 0 0 7,074 71
Total 44,516 340 15,739 252 3,036 32 0 0 63,291 624

Inspector General 0 0 0 0 0 0 0 0 0 0
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FY 2000 Resource Summary

by Strategic Goal

Goal ll. PROTECT AND PROMOTE THE MERIT-BASED CIVIL SERVICE AND THE EMPLOYEE EARNED BENEFIT PROGRAMS THROUGH
AN EFFECTIVE OVERSIGHT AND EVALUATION PROGRAM.
Advances &
Salaries & Expenses Trust Fund Reimbursements Revolving Fund Total
ACTIVITIES $ FTE $ FTE $ FTE $ FTE $ FTE
Total 22,126 202 22,157 240 299 4 0 0 44,582 446
Merit Sys. Oversight & Effectiveness 11,670 117 0 0 0 0 0 0 11,670 117
Employment Service 6,532 47 0 0 0 0 0 0 6,532 a7
ES - DOD Testing 0 0 0 0 0 0 0 0 0 0
Retirement & Insurance Service 0 0 11,563 130 0 0 0 0 11,563 130
W orkforce Comp. & Perf. Service 0 0 0 0 0 0 0 0 0 0
Investigations Service 287 2 0 0 0 0 0 0 287 2
W orkforce Relations 70 1 0 0 0 0 0 0 70 1
Executive Resources 0 0 0 0 0 1 0 0 0 1
Administrative Services 842 8 337 3 71 1 0 0 1,250 12
Executive & Other Services 1,765 17 612 7 78 1 0 0 2,455 25
Total 21,166 192 12,512 140 149 3 0 0 33,827 335
Inspector General 960 10 9,645 100 150 1 0 0 10,755 111
Goal lll. PROVIDE ADVICE AND ASSISTANCE TO HELP FEDERAL AGENCIES IMPROVE THEIR HUMAN RESOURCES MANAGEMENT
PROGRAMS TO EFFECTIVELY OPERATE WITHIN THE ECONOMY, DEMOGRAPHICS AND ENVIRONMENT OF THE 21ST
CENTURY.
Advances &
Salaries & Expenses Trust Fund Reimbursements Revolving Fund Total
ACTIVITIES $ FTE $ FTE $ FTE $ FTE $ FTE
Total 18,384 165 1,642 23 3,216 39 0 0 23,242 227
Merit Sys. Oversight & Effectiveness 2,093 23 0 0 0 0 0 0 2,093 23
Employment Service 10,853 92 0 0 0 0 0 0 10,853 92
ES - DOD Testing 0 0 0 0 0 0 0 0 0 0
Retirement & Insurance Service 0 0 1,583 23 750 5 0 0 2,333 28
Workforce Comp. & Perf. Service 505 6 0 0 500 7 0 0 1,005 13
Investigations Service 0 0 0 0 0 0 0 0 0 0
W orkforce Relations 1,399 11 0 0 500 10 0 0 1,899 21
Executive Resources 748 7 0 0 0 0 0 0 748 7
Administrative Services 910 8 21 0 684 9 0 0 1,615 17
Executive & Other Services 1,876 18 38 0 782 8 0 0 2,696 26
Total 18,384 165 1,642 23 3,216 39 0 0 23,242 227
Inspector General 0 0 0 0 0 0 0 0 0 0
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Goal IV. DELIVER HIGH-QUALITY, COST-EFFECTIVE HUMAN RESOURCES SERVICES TO FEDERAL AGENCIES, EMPLOYEES,
ANNUITANTS AND THE PUBLIC

Advances &
Salaries & Expenses Trust Fund Reimbursements Revolving Fund Total

ACTIVITIES $ FTE $ FTE $ FTE $ FTE $ FTE
Total 4,692 14 84,345 931 1,920 19 194,084 652 285,041 1,616
Merit Sys.Oversight & Effectiveness 1,047 11 0 0 0 0 0 0 1,047 11
Employment Service 0 0 0 0 0 0 36,083 364 36,083 364
ES - DOD Testing 0 0 0 0 0 0 7,980 157 7,980 157
Retirement & Insurance Service 0 0 80,211 883 0 0 0 0 80,211 883
W orkforce Comp. & Perf. Service 0 0 0 0 0 0 0 0 0
Investigations Service 0 0 0 0 0 0 89,748 35 89,748 35
W orkforce Relations 0 0 0 0 0 0 37,478 27 37,478 27
Executive Resources 0 0 0 0 0 0 22,795 69 22,795 69
Administrative Services 3,481 1 1,495 15 1,060 10 0 0 6,036 26
Executive & Other Services 164 2 2,639 33 860 9 0 0 3,663 44
Total 4,692 14 84,345 931 1,920 19 194,084 652 285,041 1,616

Inspector General 0 0 0 0 0 0 0 0 0 0

Goal V. ESTABLISH OPM AS A LEADER IN CREATING AND MAINTAINING A SOUND, DIVERSE AND COOPERATIVE WORK
ENVIRONMENT.

Advances &
Salaries & Expenses Trust Fund Reimbursements Revolving Fund Total

ACTIVITIES $ FTE $ FTE $ FTE $ FTE $ FTE
Total 2,826 22 803 11 898 17 0 0 4,527 50
Merit Sys. Oversight & Effectiveness 0 0 0 0 0 0 0 0 0 0
Employment Service 0 0 0 0 0 0 0 0 0 0
ES - DOD Testing 0 0 0 0 0 0 0 0 0 0
Retirement & Insurance Service 0 0 0 0 0 0 0 0 0 0
W orkforce Comp. & Perf. Service 0 0 0 0 0 0 0 0 0 0
Investigations Service 0 0 0 0 0 0 0 0 0 0
W orkforce Relations 0 0 0 0 0 0 0 0 0 0
Executive Resources 0 0 0 0 0 0 0 0 0 0
Administrative Services 2,826 22 803 11 898 17 0 0 4,527 50
Executive & Other Services 0 0 0 0 0 0 0 0 0 0
Total 2,826 22 803 11 898 17 0 0 4,527 50

Inspector General 0 0 0 0 0 0 0 0 0 0
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CROSSWALK OF FY 1998-FY2002STRATEGIC PLAN GOALS AND
OBJECTIVES TO FY 2000ANNUAL PERFORMANCE GOALS

ORGANIZED BY FUND AND PROGRAM ACTIVITY

This table provides an easy-to-understand guide that directs the reader to the sections of OPM’s
FY 2000 Congressional Budget Justification and Annual Performance Pthat contain the

specific annual performance goals, for all of OPM’s programs, that support the general goals and
objectives contained in OPM’s Strategic Plan. Each Strategic Plan goal begins a new section of
this table, and is surrounded by a double-lined box. Underneath each Strategic Plan goal are the
FY 2000 resources aamitted to achieving this goal, across all OPM programs. Next, marked by

a bold, large dot, are the more specific objectives which are a part of the Strategic Plan. (In Goal
I, these more specific objectives are grouped under headings, such as “Overall Human Resources
Management” and “ Staffing and Examining.”) Below each Strategic Plan objective is a list of all
annual program goals which support that particular objective, followed by the page number where
the goal can be found. The lists are organized by the funding section in which the goals are found
(S&/General Fund Appropriation, Transfers from the Trust Fund, or Revolving Fund).
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

FY 2000 Salaries & Advances &
Expenses Trust Fund | Reimbursementy  Revolving Fungd Total

RESOURCE

SUM(';%(%ZS): $44,516 340-TE| $15,739 25ZTE| $3,036 32TE|$ O  O°TE| $63,291 624°TE

OVERALL HUMAN RESOURCESMANAGEMENT

® By the year 2000, examine all significant Governmentwide human resources manage
policies and programs to identify changes needed to promote a merit-based and cos
effective 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 whe,
need for change was identified in the Year 2000 review.
S&E/General Fund Appropriation Office of Merit Systems Oversight and Effectiveness Goal 1  See pa
Employment Service Goal 1  See page

Workforce Compensation and Performance Service Goal 1  See pa

Office of Workforce Relations Goal 1  See page

Office of Executive Resources Goal 1  See pagsq

ment
[

Fever a

e 57
B1
hel23
155
184

® By the year 2002, modernize the Central Personnel Data File (CPDF) to be the
Governmentwide system for efficiently collecting, analyzing, and disseminating accur?
comprehensive, and timely workforce information on all Federal civilian employees (o
than Postal Service) that supports policy research, development, and evaluation.

\te,
her

S&E/General Fund Appropriation Office of Merit Systems Oversight and Effectiveness Goal 2 See pa

e 58
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

HUMAN RESOURCESSYSTEMSAUTOMATION

® Provide Governmentwide leadership via the Human Resources Technology Council for
cooperative business process redesign and system modernization efforts, in support|of the
Clinger-Cohen Act of 1996. (Continuing)

® Through the Human Resources Technology Council, fully exploit 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:

— By the year 1998, establish core requirements for human resources systems; s¢t
benchmarks; and evaluate existing and developing systems against requiremen{s and
benchmarks.

— By the year 1999, establish requirements and a model for an electronic official
personnel folder (Digital OPF) to replace paper personnel records.

S&E/General Fund Appropriation Employment Service Goal 2 See page B5
Employment Service Goal 2A See page[87
Employment Service Goal 2B See page[87

Office of Information Technology Goal 1  See page 203

Office of Information Technology Goal 2A See page|205

Office of Information Technology Goal 2B See page|206

Office of Information Technology Goal 2C See page|206

e Continue to increase the number of agencies using Employee Express each year, tolenable
more employees to make self-directed benefits changes.

S&E/General Fund Appropriation Employment Service Goal 2C See page[88
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

COMPENSATION, CLASSIFICATION, AND BENEFITS

® By the year 2002, propose legislative changes to achieve a modernized performancs
oriented system of total compensation including establishing the value of
jobs/work/performance; setting and adjusting basic pay; designing and delivering vari
pay; and establishing and ensuring appropriate earned benefits — that can adapt to
of missions, structures, labor markets, and work technologies and can keep total coq
apparent to managers who are held accountable for managing those costs.

S&E/General Fund Appropriation Workforce Compensation and Performance Service Goal 2  See pa

bble
A variety
ts

e 126

e Carry out the tasks required to ensure cost-effective implementation of existing and 1
enacted pay and leave provisions. (Continuing)

S&E/General Fund Appropriation Workforce Compensation and Performance Service GoaBge page 12
Goal4 See page 12
Goal5 See page 13

ewly-

O U

® By the year 2002, simplify and automate the current General Schedule position
classification system, reducing the number of position classification standards from m
than 400 to fewer than 100.

S&E/General Fund Appropriation Workforce Compensation and Performance Service GoaBeg page 13
Goal 7 See page 13
Goal 8 See page 13

= W N

annual pay adjustment process for the General Schedule and related pay systems.

S&E/General Fund Appropriation Workforce Compensation and Performance Service Goal 9  See pa

® By the year 1999, work with stakeholders to formulate a consensus regarding a credible

je 136

® Become the acknowledged leader in the design and provision of cost-effective empld
earned benefits programs.

Transfers from the Trust Funds Retirement and Insurance Service Goal Bee page 25
Goal 2 See page 25
Goal 3 See page 25
Goal4 See page 25

yee

b
§
§

B
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

STAFFING AND EXAMINING

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

® [ncrease the quality of the Federal workforce by continually encouraging the use of v
fair, and merit-based examining procedures for selection and promotion. (Continuing

® Encourage the use of targeted programs designed to attract highly qualified candida
the Federal Government, such as the Presidential Management Intern Program.
(Continuing)

S&E/General Fund Appropriation Employment Service Goal 3 See page 89
Goal4 See page 91
Goal5 See page 92
Goal 6 See page 93
Goal 7 See page 96
Goal 8 See page 97
Goal 9 See page 98
Goal 10 See page 10

Goal 11 See page 10[L

Goal 12 See page 10

ANts,

alid,

es for

D

§

® By the year 2002, using incremental targets established each year, raise the levels o
underrepresented groups in Federal employment to be equivalent to their percentage
relevant external labor market.

S&E/General Fund Appropriation Employment Service Goal 13 See page

S in the

105

PERFORMANCE MANAGEMENT AND EMPLOYEE DEVELOPMENT
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

® Promote performance improvements by maintaining a flexible, decentralized policy
framework for appraisal, awards, and human resource development within which agq
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 are tailored to agency mission, structure, culture,
workforce, and work technology. (Continuing)

® Promote credible, effective programs that provide monetary and nonmonetary incent
and recognition for individual, group, and organizational achievements. (Continuing)

S&E/General Fund Appropriation Workforce Compensation and Performance Service GoaBhEe page 13
Goal 11 See page 13

ncies

VeS

i
B

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

S&E/General Fund Appropriation Office of Workforce Relations Goal 2  See page

agers

156

® By the year 2002, successfully support and promote cross-cutting efforts tolistreéhe
adjudicatory system and make it understandable, timely, and less costly.

S&E/General Fund Appropriation Office of Workforce Relations Goal 3 ~ See page

159

® Support the transformation of Federal training from a set of process-focused, event-|
activities into an outcome-oriented, measurable performance improvement function t
supports managers and employees in sustaining a consultative, learning environmer

S&E/General Fund Appropriation Office of Workforce Relations Goal 4 See page

hased
hat

160

EMPLOYEE AND LABOR RELATIONS

® Advise and consult with Federal agencies on labor-management relations by providin
timely, accurate and useful information so that agencies may effectively work with thg
labor organizations that represent 1.1 million Federal employees. (Continuing)

«Q

=

S&E/General Fund Appropriation Office of Workforce Relations Goal 5 See page

163
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

® |n cooperation with the National Partnership Council, continue to champion strong and

effective labor management partnerships that support Federal employees, managers
their representatives and promote improved performance, results, and service to the
(Continuing)

S&E/General Fund Appropriation Office of Workforce Relations Goal 6 See page

and
public.

165

® By the year 2002, develop, promote, and increase the use and ditgedsiliternative
dispute resolution programs among employees Government wide.

S&E/General Fund Appropriation Office of Workforce Relations Goal 7 See page

167

® By the year 2002, increase the awareness and use by employees Governmentwide g
Employee Assistance Programs, as well as other health promotion and disease preV
programs and practices.

S&E/General Fund Appropriation Office of Workforce Relations Goal 8 See page 16
Goal 9 See page 17

f
bntion

B
D

® Develop and promote family-friendly programs and personnel flexibilities (e.g., alterng
work schedules, leave flexibilities, telecommuting, dependent care services) so that t
available and used appropriately by employees Government wide to balance work arj
family needs stcessfully. (Continuing)

S&E/General Fund Appropriation Office of Workforce Relations Goal 10 See page

tive
ney are
d

172

EXECUTIVE RESOURCES

® Achieve a Government wide senior executive corps of strong leaders with a national,
corporate vision who can lead the continuing transformation of Government and proy
for effective management of the Government's human resources.

S&E/General Fund Appropriation Office of Executive Resources Goal 2 See pagsq

ide

186

® |n allocating executive personnel resources, maintain the corporate goal of a smaller
executive corps that is consistent with an overall smaller, more streamlined and delay
Federal workforce.

ered

S&E/General Fund Appropriation Office of Executive Resources Goal 3  See pagsq

188
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL I. PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND
RETAIN THE FEDERAL WORKFORCE REQUIRED FOR THE21ST
CENTURY.

executive's perspective and bringing fresh insight to agency programs.

S&E/General Fund Appropriation Office of Executive Resources Goal 4 See pagsq

PERSONNEL INVESTIGATIONS

® By the year 2002, foster movement by senior executives as a means of broadening the

190

® Ensure the suitability of applicants for and appointees to Federal positions. (Continu|ng)

S&E/General Fund Appropriation Investigations Service Goal 1 ~ See page [L46

® Be an effective leader in the personnel security community by continuing to set Govefnment
wide investigative policy and serving as an active member of the Security Policy Boand.
(Continuing)

S&E/General Fund Appropriation Investigations Service Goal 2  See page [L48
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Crosswalk of Annual Performance Goals

by Strategic Plan Goal/Objective, Fund, and Program Acti

vity

GOAL Il.  PROTECT AND PROMOTE THE MERIFBASED CIVIL SERVICE AND THE
EMPLOYEE EARNED BENEFIT PROGRAMS THROUGH AN EFFECTIVE
OVERSIGHT AND EVALUATION PROGRAM

FY 1999 Salaries & Advances &
RESOURCE Expenses Trust Fund | Reimbursements Revolving Fund Total

SUM(';{'lﬁ(fgs)i $22,126 20ZTE| $22,157 24GTE| $ 299 4FTE| $ O OFTE| $44,582 446TE

® By the year 2000, complete evaluations of agency-level human resources managemsg
effectiveness in all major Federal agencies.

S&E/General Fund Appropriation Office of Merit Systems Oversight and Effectiveness GoataA page 61
Goal 3B See page 65

Nt

® Promote agency development of internal accoulityedystems — including links to
ongoing oversight reviews — for conducting human resources management in accor
with merit system principles.

S&E/General Fund Appropriation Office of Merit Systems Oversight and Effectiveness GoaSée page 66
Goal5 See page 68
Goal8 Seepage 71

Hance

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

S&E/General Fund Appropriation Office of Merit Systems Oversight and Effectiveness Goal 6 See pal

Employment Service Goal 14 See page

e 69

109

® Evaluate and, when necessary, seek judicial review of the decisions of adjudicatory
to ensure they are consistent with civil service laws, regulations, and policies. (Conti

S&E/General Fund Appropriation Office of Workforce Relations Goal 11 See page

hgencies
nuing)

174
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL Il.  PROTECT AND PROMOTE THE MERIFBASED CIVIL SERVICE AND THE
EMPLOYEE EARNED BENEFIT PROGRAMS THROUGH AN EFFECTIVE
OVERSIGHT AND EVALUATION PROGRAM

controls to maintain the integrity of the earned employee benefits trust funds totaling
than $60 Hfiion in annual benefit payments and OPM’s appropriated and reimbursable

contract compliance through financial and performance audits, and quality assuranc
standards. (Continuing)

Transfers from the Trust Funds Retirement and Insurance Service Goal 5 See pagd
Salaries and Expenses, Trust Fund, Office of the Inspector General Goal 1See page 30
and Advances and Reimbursements Goal 2 See page 30

Goal 3 See page 30
Goal4 See page 30

oo =

® Ensure that agencies adhere to Executive orders and regulations by inspecting and
evaluating agencies’ personnel security programs. (Continuing)

34

® By the year 1999, resolve material weaknesses and improve financial systems and internal
more
funds.

® Ensure Federal Employees’ Health Benefits and Federal Employees’ Group Life Insuyance

259

S&E/General Fund Appropriation Investigations Service Goal 3  See page [L150



Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL Ill. P ROVIDE ADVICE AND ASSISTANCE TO HELPFEDERAL AGENCIES
IMPROVE THEIR HUMAN RESOURCES MANAGEMENT PROGRAMS TO
EFFECTIVELY OPERATE WITHIN THE ECONOMY, DEMOGRAPHICS AND
ENVIRONMENT OF THE 21ST CENTURY.

FY 1999 Salaries & Advances &
Expenses Trust Fund | Reimbursement§  Revolving Fund Total
RESOURCE
SUM(';%(%S; $18,384 165TE| $1,642 23TE| $3,216 3%TE| $ 0  OFTE| $23,242 22%TE

® Provide models, guidance, and technical assistance to promote agency use of existirg
personnel flexibilities and tools to help them achieve human resources management goals in
support of their mission. (Continuing)

® By the year 2002, become the acknowledged leading source for effective, efficient teghnical
assistance for a full range of flexible human resources management programs, as well as for
those areas where uniform, Governmentwide systems are in place.

S&E/General Fund Appropriation Employment Service Goal 1%ee page 11
Goal 16 See page 11
Goal 17 See page 11

U=

Workforce Compensation and Performance Service Goal 12 See page 141
Office of Workforce Relations Goal 12 See page 176
Executive Resources Goal5 See page|191

Advances and Reimbursements Workforce Compensation and Performance Service Goal 12 See page 288
Office of Workforce Relations Goal 14 See page 292

Retirement and Insurance Service Goal Bee page 288
Goal 16 See page 28%
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL Ill. P ROVIDE ADVICE AND ASSISTANCE TO HELPFEDERAL AGENCIES
IMPROVE THEIR HUMAN RESOURCES MANAGEMENT PROGRAMS TO
EFFECTIVELY OPERATE WITHIN THE ECONOMY, DEMOGRAPHICS AND
ENVIRONMENT OF THE 21ST CENTURY.

® Help agencies design, implement, manage, and evaluate personnel demonstration projects,
as well as other alternative personnel approaches, such as those envisioned for performance-

based organizations. (Continuing)
S&E/General Fund Appropriation Office of Merit Systems Effectiveness and Oversight Goal 9 See page 72
Employment Service Goal 18 See page [L18
Workforce Compensation and Performance Service Goal 13 See page 143

Office of Workforce Relations Goal 13 See page 179

® By the year 2000, improve agency administration of the earned benefit programs so hat
(a) 80% 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 (c) employees receive from their agency complete and timely retirement
counseling and services pertinent to the earned benefit programs.

Transfers from the Trust Funds Retirement and Insurance Service Goal Gee page 26
Goal 7 See page 26

Goal 8 See page 26

\Tapmvoay ) v

36



Crosswalk of Annual Performance Goals

GOAL IV. DELIVER HIGH QUALITY , COSTEFFECTIVE HUMAN RESOURCES
SERVICES TO FEDERAL AGENCIES EMPLOYEES, ANNUITANTS AND

by Strategic Plan Goal/Objective, Fund, and Program Activity

THE PUBLIC.
FY 1999 Salaries & Advances &
Expenses Trust Fund | Reimbursements  Revolving Fund Total
RESOURCE
SUM('mggs): $4,602 14TE| $84,345 93F¥TE| $1,920 19-TE|$194,084 652FTE|$285,0411,616FTE

® Provide information about Federal employment opportunities to the public and to Feq
employees 24 hours a day, 7 days a week, through the use of a Government wide,
comprehensive information system to ensure fair and open competition and to assist
agencies in reaching diverse, well-qualified job applicants. (Continuing)

By the year 1999, expand coverage to include all excepted service job opening

By the year 2000, improve access for disabled information-seekers of employmi

information by using new technology.

to ensure comprehensive service to the public.

Revolving Fund

Employment Service Goal 1$ee page 33
Goall9A See page 34
Goall9B See page 34
Goal 20 See page 34

By the year 2000, integrate the automated Federal employment information sys
with other employment information systems, at the State, local and collegiate le

leral

o7

nt

tem
vels,

N e O

® By the year 2000, become the provider of choice for direct human resources manag
services including examining, test administration, downsizing, career transition,
organizational assessment, and occupational analysis, on a reimbursable basis.

Revolving Fund

Employment Service Goal 25ee page 348
Goal 22 See page 33f#

bment

® Provide readily accessible primary source data for meeting the workforce information

needs

of OPM, the other central management agencies, the Congress, the White House,
public through the Central Personnel Data File and other reporting systems. (Contifuing)

S&E/General Fund Appropriation

nd the

Office of Merit Systems Oversight and Effectiveness Goal 10 See pape 74

37



Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOAL IV. DELIVER HIGH QUALITY , COSTEFFECTIVE HUMAN RESOURCES

SERVICES TO FEDERAL AGENCIES EMPLOYEES, ANNUITANTS AND
THE PUBLIC.

® By the year 2002, earned benefit programs customéi@be paid the right amount on
the day payment is due, and (b) receive responses to their inquiries and service reqyests that
are accurate and that meet or exceed their expectations.

Transfers from the Trust Funds Retirement and Insurance Service Goal $ee page 26

Goal 10 See page 26
Goal 11 See page 26
Goal 12 See page 27
Goal 13 See page 27

N OTWN

® By the year 2002, begin deploying a modern retirement system that fully automates 4
redesigned retirement process including retirement counseling, trust fund and financigl
management, and claims processing.

=

By the year 1998, validate business requirements of the retirement programs based on
input from Federal agencies and other stakeholders.
By the year 1999, based on analysis of business requirements, develop alternative
"Concepts of Operations" for modernized system and define system modules (ije.,
retirement counseling, trust fund and financial management, claims processing, |etc.).
From 1999 through the year 2002, based on Concepts of Operation, develop and
deploy technology solutions to defined modules consistent with OPM's Informatjon
Technology technical architecture.

Transfers from the Trust Funds Retirement and Insurance Service Goal 14 See pag¢ 273

Revolving Fund Office of Executive Resources Goal &ee page 360

® Strengthen the corporate identity and leadership effectiveness of Federal managers pnd
executives through the training and development programs offered by the Federal
Executive Institute and the Management Development Centers and through the Serfior
Executive Service Orientation programs.

Goal 7 See page 368
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Crosswalk of Annual Performance Go
by Strategic Plan Goal/Objective, Fund, and Program Act

als
ivity

GOAL IV. DELIVER HIGH QUALITY , COSTEFFECTIVE HUMAN RESOURCES
SERVICES TO FEDERAL AGENCIES EMPLOYEES, ANNUITANTS AND
THE PUBLIC.

® By the year 1999, increase the capacity of OPM'’s reimbursable Training and Management

Assistance program to provide cost-effective services that enhance human resource
effectiveness through a partnership between OPM, Federal agencies, and private se¢
firms to develop training materials, as well as other performance management, worki
productivity improvement, and business process reengineering applications.

Revolving Fund Office of Workforce Relations Goal 15 See page

ctor
orce

356

® Continue to enhance and support the Presidential Management Intern program as al
of future Government leaders through effective assessment and development.

Revolving Fund Employment Service Goal 23 See page

® Operate the Government wide personnel program for Administrative Law Judges, in(
examining candidates, classifying positions, and protecting employee rights, in a timg
guality manner. (Continuing)

Revolving Fund Employment Service Goal 24 See page

® Provide a broad range of high-quality, cost-effective investigative products to Federg
agencies.

source

346
tluding
ly and
348
I

Revolving Fund Investigations Service Goal 4 See page B53
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Crosswalk of Annual Performance Goals
by Strategic Plan Goal/Objective, Fund, and Program Activity

GOALYV. ESTABLISH OPM AS A LEADER IN CREATING AND MAINTAINING A
SOUND, DIVERSE AND COOPERATIVE WORK ENVIRONMENT

Salaries & Advances &
FY 1999 Expenses Trust Fund | Reimbursements  Revolving Fund Total
RESOURCE
SUMMARY ° $2,826 2ZTte| $ 803 1IFTE| $ 898 1#FTE| $ O OFTeE| $4,527 50-TE

Develop and maintain a well trained and versatile OPM workforce to support our misgion.

Office of Human Resources and EEO Goal 1  See pag¢ 213

® Manage the OPM workforce as an effective team and communicate clearly and
knowledgeably with our internal and external customers.

Office of Human Resources and EEO Goal 2  See pag¢ 215

® Serve as the Government wide benchmark for partnership and create a work culture|where
all employees are valued.

Office of Human Resources and EEO Goal 3  See pag¢ 217

® 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.

Office of Human Resources and EEO Goal 4  See pag¢ 219
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VERIFICATION AND VALIDATION

A fundamental concept behind the Government Performance and Results Act is that measurement
will become an integral part of program management addédd decisions. If measurement is to

be used for such critical decision-makingnitist be based on useful, reliable, valid dahosen
measuresnust have meaningr stakeholders and for program managers. Simultaneously, any

data collection must be practical and cost-effectiféese are not easy standards to meet,
particularly during the early stages of introducing a broad-based program of measurement.

At the U.S. Office of Personnel Management (OPM), we are fortunate in that we have a tradition
of measurement in key program areas, and through these programs, direct access to top-quality
measurement expertise. The Employment Service (ES), the Investigations Service (1S), the Office
of Merit Systems Oversight and Effectiveness (OMSOE), and particularly the Retirement and
Insurance Service (RIS) have developed and used extensive measurement information for many
years. Data are used to track inputs, activities, outputs, and outcomes, including public customer
satisfaction, and the data are accessible via internal management information systems. Other parts
of OPM have less long-term measurement experience, but all introduced at least some measures
and data management systems prior to the implementation of the Results Act.

Nevertheless, OPM, like other agencies, faces some significant challenges in assuring that the
various measures used to support the Results Act and to improve internal program management
are appropriate, reliable, valid, and cost-effective, and that systems are in place to ensure that data
quality remains high. In addition, OPM, like other agencies, must take steps to ensure that
measurement data are used effectively to improve program management.

OPM has a three-part strategy for approaching these challenges:

. Balanced Measurement: Using a balanced set of measures, from multiple sources, to
assess program performance;

. Data Quality: Strengthening the quality of measurement data and systems used; and

. Use of Measurement Data:Ensuring that program managers understand how to use
data effectively.

Each of these strategies is discussed below.

Balanced Measurement
OPM’s Strategic Plan includes five major goals -- four external and one internal -- which are all

focused on the overarching outcome of achieving a high-quality, diverse Federal workforce,
within the principles of a merit-based system. The five strategic goals define outcomes for policy
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leadership, oversight, technical assistance, and direct service delivery (external goals), and
operating as a model employer (internal goal), to be reached by the end of FY 2002. The FY
2000 Annual Performance Plan sets incremental targets for progress toward the strategic goals.

Both the Strategic Plan and the Annual Performance Plan use the process of multi-measurement
to assess our success in meeting the overarching goal of a high-quality, diverse workforce.
Assessment of the quality of any workforce -- Federal or otherwise -- has been recognized as a
significant measurement challenge. In 1992, a blue-ribbon panel of public and private sector
executives, union officials and academicians, the Advisomir@Gittee on Federal Workforce

Quality, recommended that a broad definition of quality be adopted for measurement purposes.
Their definition included measures of individual attributes of workers, organizational processes
affecting workers, and outcomes at the individual, team, and organizational level, such as good
customer service. The panel recognized that the cost and logistics of obtaining and maintaining
many direct measures of workforce quality (such as assessments of the skill levels of individual
employees) would be significant, and specifically included the use of employee and customer
assessments as important surrogate measures of workforce quality.

Consequently, OPM is using a measurement approach which depends on a balanced set of
intermediate indicators from multiple available data sources. Two key indicators are direct

surveys to assess the perceptions of Federal employees about workforce quality and the fairness
and equity of HRM processes, and user surveys -- from both public and internal customers -- to
assess customer satisfaction with the content, process and outcomes of policies and services. The
primary employee surveys used are the OPM Merit System Principles Questionnaire and the
National Partnership for Reinventing Government (NPR) employee survey. The primary

customer surveys used are OPM agency customer surveys (HR Directors and HR Specialists) and
surveys of job-seekers, annuitants, and health insurance users. These surveys are described in
more detail below.

Other direct measures include financial data, comparative data on the diversity of the Federal
workforce, timeliness of operations, and program data. These data are available from OPM’s
internal management information systems and systems maintained for Governmentwide use, like
the Central Personnel Data File (CPDF), or from systems maintained by other agencies, like the
Bureau of Labor Statistics and the Bureau of the Census.

Other key indicators are qualitative in nature, rather than quantitative. These are the results of
externally conducted program evaluations, conducted by such entities as the Merit Systems
Protection Board (MSPB), the General Accounting Office (GAO), and the National Academy of
Public Administration (NAPA). These organizations conduct periodic studies of Federal HRM
practices and outcomes, and their findings are an important measure of program success. OPM'’s
Office of the Inspector General also provides external evaluations, conducting audits and reviews
of the earned benefits programs’ financial systems, work processes, and performance measures.
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Finally, in some instances OPM relies on indirect, or surrogate, measures as indicators. One
surrogate measure is the use of competency-based selection tools to hire and promote workers.
The assumption underlying this measure is that recent research has identified the wide range of
competencies needed by employees in today’s changing workplace, and the use of tools which are
based on a full evaluation of these competencies will translate to a more highly-qualified

workforce.

We will continually review our choices of program measures, and incorporate new or improved
measures as needed. We will also work with any external providers of data to be sure we are
using the best sources, and using the data appropriately.

Following is information on the two key surveys used as elements in OPM'’s balanced
measurement program.

* OPM Customer Satisfaction Survey. OPM introduced its first agency customer survey
process during FY 1998. Two surveys were administered to assess how well we are meeting
our responsibility to provide policy leadership, information, and assistance to agencies in
conducting their HRM activities.

Each survey is targeted to the appropriate customers for the different kinds of services OPM
provides. The first survey was mailed to 75 Human Resource Directors of Federal agencies
and departments, including all members of both the IAG Executive Committee and the Small
and Independent Agency Personnel Directors Group. This survey asked for evaluations of our
policy leadership and our success in involving agencies as partners in the policy development
process. The questions covered all HR policy areas in general, and also covered specific FY
1998 initiatives. The second survey was mailed to a nationwide sample of 4,850 HR
specialists at all grade levels, and geographic locations. This survey asked for evaluations of
our technical assistance and information sharing, including -- again -- specific FY 1998
initiatives, as well as new publications, CD-ROMs, and electronic methods of sharing
information and guidance.

The results from these surveys are reported in each program’s section of the Annual
Performance Plan. They will serve as the baseline for the improvements in customer
satisfaction that are promised in our five-year Strategic Plan, and will be used to track
performance over time and make continuous improvements in our products and services. As
with any survey data, we are using the results as a starting point, and holding focus groups and
conducting other follow-up to understand the areas of dissatisfaction and the improvements
that should be made.

Our surveys also incorporate core customer satisfaction dimensions drawn from a research-

based model developed by OPM psychologists. This model has been applied to customer
satisfaction surveys used in other Federal agencies. The results on the core dimensions can be
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benchmarked against other Federal agencies, and also against data from similar surveys used in
the private sector.

Although the return rates for our initial surveys this summer were lower than we had
anticipated (57% for the HR Directors and 29% for the HR specialists), enough surveys were
returned to give us confidence in using the data to establish baselines for improvement. We
will take steps to improve the response rate next year, including more follow-up to survey
recipients and administering the survey earlier in the summer.

Merit Systems Principles Questionnaire. The Office of Merit Systems Oversight and
Effectiveness administered its second anMelit Systems Principles Questionnaitea
statistically valid, random sample of employees Governmentwide in the summer of 1998. The
results of this questionnaire provide a broad indication of employee perceptions of agency
accountaltlity with merit system principles, which include merit staffing, fair treatment,

integrity, efficiency, performance, training, protection from partisan political pressure and
protection from reprisal for lawful disclosure of information. OMSOE uses the results in
individual agency oversight visits, and to help identify needed improvements in
Governmentwide HRM policies and procedures.

Because the questionnaire measures perceptions, it is necessary to examine the results further
by discussing them with employees and looking at related hard data on human resources
management. For example, employee perceptions regarding performance may be influenced
by a small number of incidents rather than a large and pervasive problems. Nonetheless, they
provide a useful marker, or indicator, that can track changes over time.

The 1998 questionnaire was administered to 1,961 supervisors (including managers and
executives) and 1,943 non-supervisors Governmentwide. We had a response rate of 42%,
which was an increase of 2% over the first year’s survey rate. We are confident that enough
responses were received to accurately represent employee views.

Data Quality (Validation and Verification)

OPM will take the following steps to improve the quality of all of our measurement information:

We will use our internal Results Act working group to establish standards for data quality,
validity, and objectivity for all measures used in OPM programs. The working group will
review the data that are currently being used in each program, share best practices, and
develop a consistent set of standards for data validity and reliability. They willesadist
other to make improvements where needed.

We will review the quality standards followed by external datgpkers to ensure that we can
have confidence in the data they provide.
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« We will work with our Office of the Inspector General as they conduct their annual reviews of
our Results Act implementation, including an evaluation of the goals and measures that we are
using, and implement their recommendations.

* We will use onlyaccepted professional accounting and tracking software to measure cost
savings and improvements in quality and efficiency, and assess accuracy of data through
guality control reviews.

* We will useaccepted professional survey design, sampling techniques, and analysis procedures
for internally developed customer satisfaction surveys, to ensure reliability and validity. We
will work to improve response rates.

* We will useaccepted qualitative analysis techniques to assess direct feedback, participant
evaluation forms, and focus group results, to ensure objectivity.

* We will evaluate qualitative analyses of feedback against survey data to determine if the
findings from the two assessment methods are consistent, and will follow up discrepancies
with additional research, to include focus groups, telephone interviews, or on-site visits on
specific issues.

* We will work to improve our data collection, to be sure we are using the most efficient and
cost-effective processes. We will use automation to collect data whenever possible, including
customer satisfaction data.

* We will work to improve our management information systems, to ensure that they provide
managers with the information they need, as well as information for external reporting
purposes. The RIS management information system (described in detail in the RIS program
section of the Annual Plan) will serve as a good example for other OPM programs.

Use of Measurement Data

In addition to the challenges of assuring good measurement, it is important to ensure that
managers understand how to interpret data, how to balance measurement data with other sources
of information, and how to integrate measurement review and reporting into their program
management.

To help ensure effective use of measurement in OPM, we will:

* Continue the process begun in FY 1998 to align individual performance plans for executives,

managers, and employees with the achievement of Strategic and Annual Plan goals and
objectives. This is a specific OPM Strategic and Annual Plan goal.
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« Ensure that management and staff have the knowledge and skills they need to use
measurement information. We will share widely useful guidance materials from other agencies
and support necessary training of key staff.

* Communicate to all employees the content of the Strategic and Annual Plans, including the
measures of success, so that employees are more aware of how their work helps to accomplish
our strategic goals.
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OFFICE OF PERSONNEL MANAGEMENT

SALARIES AND EXPENSES ACCOUNT

DESCRIPTION

The Office of Personnel Management's Salaries and Expenses (S&E) account finances the
operating expenses necessary to carry out OPM's authorized functions and responsibilities,
excluding those specifically included under the Office of the Inspector General and the Revolving
Fund accounts. This account has the following three separate fund sources:

Salaries and Expenses/General Fund Appropriation

This annual appropriation pays for the operating expenses required to carry out OPM's
mandated responsibilities. This primarily includes Merit Systems Oversight and Effectiveness,
Employment Service, Workforce Compensation and Performance Service, Investigations
Service, Workforce Relations and the Executive Resources programs.

This appropriation also finances other programs for which OPM has been assigned
administrative responsibility. These include the President's Commission on White House
Fellowships and parts of the Voting Rights Act program.

In addition, this appropriation funds the S&E share of agencywide Administrative Services
and Executive Services.

Transfers from the Trust Funds

OPM receives from Congress an annual appropriation to pay the operating expenses
associated with OPM's administration of the civil service retirement and insurance programs.
In addition, this appropriation funds the Trust Funds' share of agencywide Administrative
Services and Executive Services.

These funds are transferred from OPM's Civil Service Retirement and Disability Fund,
Employees and Retired Employees Health Benefits Fund, and Employees Life Insurance
Fund.

Advances & Reimbursements

OPM provides services, on a reimbursable basis, to other agencies when OPM possesses

special skills and technical expertise that are more economical than alternative public or
private sources, e.g., technical assistance on staffing and human resources management.
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In addition, OPM has internal reimbursements from other OPM accounts to finance their
share of agencywide Administrative Services and Executive Services and internal printing
costs.
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SALARIES AND EXPENSES ACCOUNT

COMPARATIVE SUMMARY STATEMENT

(dollar amounts in thousands)

$0

FY 1998 FY 1999 FY 2000 FY 2000
Actual Estimate Reguest Change
Obligations $202,831 $214,578 $215,844 $1,266
Carryover $500 $200 ($200)
Total Obligations $203,331 $214,778 $215,844 $1,066
Offsetting Collections:
Advances and Reimbursements $8,940 $9,219 $9,219
Trust Fund (Annual) 91,114 91,236 91,486 250
Carryover 250 0
Permanent Indefinite Authority, Title V 16,461 19,555 19,555 0
New Trust Fund (No-Year) 4,000 4,000
Prior Trust Fund (No-Year) 1,411 9,218 (9,218)
Total $118,176 $129,228 $124,260 ($4,968)
Budget Authority:
Budget Authority $85,350 $85,350 $91,584 $6,234
Carryover 250 200 (200)
Total $85,600 $85,550 $91,584 $6,034
Outlays $81,440 $85,250 $91,500 $6,250
Full-Time Equivalents 2,147 2,183 2,200 17
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SALARIES AND EXPENSES ACCOUNT
(General Fund, Trust Funds and Advances and Reimbursements)

OBLIGATIONS BY OBJECT CLASS

(dollar amounts in thousands)

OBJECT CLASS

Personnel Compensation
Personnel Benefits

Benefits for Former Personnel
Travel and Transportation of Persons
Transportation of Things

Rental Payments to GSA
Communications and Utilities
Printing and Reproduction
Advisory and Assistance Services
Other Services

Supplies and Materials
Equipment

Land and Structures

Total Obligations

FY 1999 FY 2000
Estimate Request Change
$105,168 $109,778 $4,610
23,530 24,785 1,255
70 70 0
2,498 2,498 0
174 174 0
17,750 17,750 0
11,332 11,332 0
2,589 2,589 0
2,166 397 (1,769)
36,265 34,011 (2,254)
3,076 3,077 1
9,610 8,833 (777)
550 550 0
$214,778 $215,844 $1,066
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SALARIES AND EXPENSES/GENERAL FUND APPROPRIATION

COMPARATIVE SUMMARY STATEMENT
(dollar amounts in thousands)

FY 1998 FY 1999 FY 2000 FY 2000
Obligations: Actual Estimate Request Change
Merit Systems Oversight & Effectiveness $17,505 $19,444 $21,244 $1,80
Employment Service 25,267 28,893 30,893 2,000
Workforce Compensation & Perf. Service 6,361 7,659 7,659 C
Investigations Service 2,911 3,141 3,141 0
Workforce Relations 3,876 3,812 3,812 0
Executive Resources 2,418 2,494 2,494 0
Administrative Services 17,140 11,752 14,186 2,434
Executive and Other Services 9,427 8,155 8,155 0
Total $84,905 $85,350 $91,584 $6,234
Carryover $250 $200 ($200)
Grand Total $85,155 $85,550 $91,584 $6,034
Budget Authority:
Budget Authority $85,350 $85,350 $91,584 $6,234
Carryover 250 200 (200)
Total $85,600 $85,550 $91,584 $6,034
Outlays $81,440 $85,250 $91,500 $6,250
Full-Time Equivalents:
Merit Systems Oversight & Effectiveness 185 198 212 14
Employment Service 287 219 219 0
Workforce Compensation & Perf. Service 63 74 74 0
Investigations Service 29 29 29 0
Workforce Relations 37 38 38 0
Executive Resources 21 23 23 0
Administrative Services 61 54 57 3
Executive and Other Services 90 81 81 0
Total 773 716 733 17
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SALARIES AND EXPENSES

GENERAL FUND APPROPRIATION

OBLIGATIONS BY OBJECT CLASS

(dollar amounts in thousands)

OBJECT CLASS

Personnel Compensation
Personnel Benefits

Benefits for Former Personnel
Travel and Transportation of Persons
Transportation of Things

Rental Payments to GSA
Communications and Utilities
Printing and Reproduction
Advisory and Assistance Serices
Other Services

Supplies and Materials
Equipment

Land and Structures

Total Obligations

FY 1999 FY 2000
Estimate Request Change
$39,348 $41,716 $2,368
9,021 9,659 638
20 20 0
1,990 1,990 0
82 82 0
9,000 9,000 0
2,639 2,639 0
838 838 0
0 0 0
13,256 16,987 3,731
1,729 1,729 0
7,127 6,424 (703)
500 500 0
$85,550 $91,584 $6,034
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SALARIES AND EXPENSES/GENERAL FUND APPROPRIATION

OFFICE OF MERIT SYSTEMS OVERSIGHT AND EFFECTIVENESS
(dollar amounts in thousands)

FY 1998 FY 1999 FY 2000 FY 2000
RESOURCES Actual Estimate Request Change
Obligations $17,505 $19,444 $21,244 $1,800
Full-Time Equivalents 185 198 212 14

DESCRIPTION OF ACTIVITY

The Office of Merit System Oversight and Effectiveness (OMSOE) assures that agency personnel
management is conducted in accordance with the merit system principles and the civil service

laws, rules, and regulations of title 5, U.S.C. It provides Governmentwide leadership, oversight,
and workforce information to further merit system accoldilitigthelps agencies develop, through
demonstration projects and alternative personnel systems, innovative human resource
management policies and programs that support agency missions; and serves as the central source
for information on the Federal workforce.

In order to meet the above responsibilities, OMSOE recruits highly experienced human resource
generalists, statisticians, and program analysts from other Federal agencies, as well as the private
sector. When unique skills are required, or when work load demands exceed current staff
capacity, it hires contractors to complement the work of permanent staff. The oversight and
effectiveness mission requires knowledge of a wide range of human resource management areas
as well as knowledge of management theory. These skilled OMSOE personnel must have the
ability to research, analyze and evaluate technical regulatory material in addition to human
resource programs for the purpose of evaluating agency systems and proposing alternative
approaches. The workforce information mission requires information technology, statistical and
analytical skills. It also requires a keen understanding of human resource related data elements
to maintain and enhance the Central Personnel Data File system. Required core competencies
for each employee have been identified and training and development are provided to meet those
needs in OMSOE.

FY 2000 Priorities
OMSOE has three priorities for FY 2000.
The first is the prevention of merit system abuses and the enhancement of human resources

management in agencies through systematic oversight of agency systems and practices, including
delegated examining. (OMSOE Goals 3A and 3B).
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S&E/General Fund Appropriation
Office of Merit Systems Oversight and Effectiveness

The second is ensuring that agency managers carry out their newly flexible and delegated
personnel authorities in a meritorious way by helping agencies develop internal human resources
management accouniktly systems. (OMSOE Goal 4).

The third is to modernize the Central Personnel Data File and related personnel records to
improve the utility andaccessillity of the information and to repladbe employment history
function now served by paper Official Personnel Folders. (OMSOE Goal 2).

ANNUAL PERFORMANCE GOALS FOR FY 2000
BY STRATEGIC PLAN GOAL AND OBJECTIVE

OPM STRATEGIC PLAN GOAL I:
PROVIDE POLICY DIRECTION AND LEADERSHIP TO RECRUIT AND RETAIN THE
FEDERAL WORKFORCE REQUIRED FOR THE21ST CENTURY.

FY 2000RESOURCE SUMMARY Obligations(000).$6,434 Full-Time Equivalents: 61

[Includes $1,200 and 5 FTE for CPDF Modernization]

OVERALL HUMAN RESOURCES MANAGEMENT
® By the year 2000, examine all significant Governmentwide human resources managgment
policies and programs to identify changes needed to promote a merit-based and cqft-
effective Federal service and the optimum balance of Governmentwide uniformity afd
agency-specific flexibility across those policies and programs.

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

OMSOE Federal HRM policies and programs are merit-based, mission-
Goal 1: focused, and cost-effective.
FY 1999/2000

Means:
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S&E/General Fund Appropriation
Office of Merit Systems Oversight and Effectiveness

> Each year, identify areas of HRM that need attention by analyzing data and information from
the Central Personnel Data File (CPDF), Meit System Principles Questionna{ifdSPQ,
oversight reviews, and other sources.

> Conduct at least two major HRM studies in response to the areas identified above. In
FY 1999, OMSOE wll conduct studies of:

The effectiveness of current examining methods;

How supervisors are selected, developed, held accountable, and promoted into executive
positions;

Family-Friendlypolicies and practices in agencies;

Recruitment, retention, and relocation allowances and bonuses;

Capability of the HRM workforce; and

Alignment of HRM with agency strategic planning.
The studies to be conducted in FY 2000 are identified during the Fall of 1999, based on the
results of earlier studies, monitoring of HRM trends and developments, and on OPM

priorities.

> Propose to OPM program offices any new or revised HRM policies which the studies may
indicate.

Indicators/Performance Results:

> OMSOE studies produce valuable information which contributes to policy or program
proposals.

Recent and past studies have contributed to the following changes:

» Elimination of the non-competitive appointment of congressional staff to the competitive
service (Ramspeck Act);

* Increased benefits and protection for part-time workers;

» Elimination of monetary awards for appointees during Presidential transitions;

* A legislative proposal to make it possible to eliminate special rates which are no longer
needed without it costing the Government more than the higher rates do;

» Support for an Executive order to extend oversight to non-title 5 agencies;
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S&E/General Fund Appropriation
Office of Merit Systems Oversight and Effectiveness

* Answering congressional concerns about the misuse of non-technical training and
family-friendly practices in agencies; and

* Valuable information on the classification system which is being used in OPM'’s study of
total compensation.

In FY 1998 OMSOEpublished studies on six HRM programs: awards, workers
compensation, non-technical training, deregulation and delegation, downsizing, and non-
title 5 personnel systems. In addition, it completed evaluations of three more programs:
delegated examining, the openness of Federal employment, and poor performance in the
Federal workforce.

It produced two special reports for the Director of OPM in FY 1998:
Change in Average Grade: 1992 - 198®amines the structural change (change in

occupational mix) and net change (change within occupational series) for full-time
permanent employees in the executive branch.

Methodology for Retirement Projectipnesents two models to estimate the number of
retirements, one for stable employment and the other for a downsizing environment.

OVERALL HUMAN RESOURCES MANAGEMENT

* By the year 2002, modernize the Central Personnel Data File (CPDF) to be the
Governmentwide system for efficiently collecting, analyzing, and disseminating aCCLJlate,
comprehensive and timely workforce information on all Federal civilian employees (¢gher
than Postal Service) that supports policy research, development, and evaluation.

OMSOE The Central Personnel Data File (CPDF) is modernized to acquire data

Goal 2: electronically, to make the CPDF more accessible, and to use it to

FY 1999/2000 replace the employment history function now served by paper Official
Personnel Folders.

To implement the CPDF modernization, this budget request includes $1,200,000 and 5 FTE in FY
2000 as the first instenent of a multi-year program to be completed byZ002. These
resources will be used as follows:

« To acquire CPDF data from agencies electronically, a total of $50,0@@ weeded to fully
implement electronic submissions and quality control of the information.
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S&E/General Fund Appropriation
Office of Merit Systems Oversight and Effectiveness

« To make the CPDF more accessible, a total of $500,@00ewneeded to procure and
monitor a contractor to design an information retrieval system, including identifying the most
appropriate data base management system, telecommunications requirements, and estimated
maintenance costs.

* To have the CPDF replace the employment history function now served by paper Official
Personnel Folders, $650,000 and 5 FTiEEbe& required to (a) repte the paper SF 50
“Notification of Personnel Action” with an electronic Employment History File; and (b)
contract a study of the dynamics file to determine if the current records can adequately replace
the paper records. The study will also recommend ways to improve record quality.

Means:

> Execute &PDF Modernization Plato (a) acquire data electronically from agencies, (b)
make CPDF information more readily accessible to Government clients and the public, and (c)
use the CPDF to replace the employment history function now served by paper Official
Personnel Folders.

> Contract for the design of a CPDF information retrieval system that identifies the most
appropriate data base management systems and telecommunication requirements and
estimates the maintenance costs.

Indicators/Performance Results:

> Technical requirements for electronic exchange of CPDF submissions and quality control
information developed. Significant progress on@RbDF Modernization Planincluding, a
tracking system for contract milestones, approval of technical requirements by the Chief
Information Officer, and agency satisfaction with proposed technical requirements.

> Detailed design specifications for a CPDF online information retrieval system developed,
taking into account feedback from CPDF users.

> Assessment of the quality of CPDF historical dynamics records completed, taking into
account feedback from human resource management offices and employee organizations.

> Quality control procedures for the CPDF Employment History File developed using the
following to measure success: number of issues addressed by procedures, feedback from
technical experts on feasibility of the procedures, and feedback from agency officials on
workability of quality control feedback.
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S&E/General Fund Appropriation
Office of Merit Systems Oversight and Effectiveness

In FY 1998, the requirements for the Standard Form 50 were revised to allow electronic
employee notification for many actions without OB rior approval.

The filing requirements for the Official Personnel Folder (OPF) were reduced by an
estimated 1.6 million documents a year in FY 1998.

Increase in the level of agency HR Directors’ satisfaction with regard to 1) OPM'’s leadership
in this area, and 2) their opportunity for involvement, and HR Specialists’ satisfaction with
regard to 1) information sharing and 2) technical assistance, as measured by informal
customer feedback and an increase of 2% over FY 1999 levels in the percentage of favorable
ratings (or maintenance at 90% or higher) in the annual OPM Customer Satisfaction Survey.

The satisfaction levels as measured by the FY 1998 customer survey for HR Directors were
53.7% for leadership, and 63.2% for opportunity for involvement, and.for HR Specialists
were 65.5% for information sharing and 64.2% for technical assistance. We are concerned
by these results, and will explore them in focus groups and through other follow-up, to
determine underlying causes and improvement actions. Also, when we design the FY 1999
survey, we will use the pilot test to determine if the questions in this area are appropriately
phrased and addressed to the correct audiences.

OPM STRATEGIC PLAN GOAL II:

PROTECT AND PROMOTE THE MERIFBASED CIVIL SERVICE AND THE EMPLOYEE
EARNED BENEFIT PROGRAMS THROUGH AN EFFECTIVE OVERSIGHT AND
EVALUATION PROGRAM.

FY 2000RESOURCE SUMMARY : Obligationsoo0y $11,670 Full-Time Equivalents: 117

[Includes 9 FTE and $600,000 for increased oversight presence and technical assistance and
to implement enhanced oversight authority over non-title 5 agencies.]

By the year 2000, complete evaluations of agency-level human resources managerfjent
effectiveness in all major Federal agencies.

OMSOE Agencies, Governmentwide, adhere to the merit system principles and
Goal 3A: the laws, rules, and regulations governing Federal human resources
FY 1999/2000 management.
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To enhance the oversight program in FY 2000, this budget request includes $600,000 and 9 FTE
to (a) increase the number of review sites from 120 to 134 annually (a 12 percent increase) and
(b) augment technical assistance and non-title 5 oversight coverage. These enhancements wiill
make oversight more visible and encourage voluntary compliance with merit requirements.

Means:

> Evaluate the HRM effectiveness and compliance of 24 major agencies at the rate of 6 per
year over a 4-year period and of the 35 small agencies at the rate of 7 per year over a
5-year cycle.

> Administer theMerit System Principles Questionnaire (MSRQ) random sample of
employees in each agency reviewed and Governmentwide to assess employee perceptions of
how well merit principles are being observed.

> Recommend improvement or direct correction of agency HRM programs and practices.

> Report areas of HRM compliance that need attention to OPM program offices for action.

> Participate in agency-led reviews to assess and assist self-evaluation programs.

> Promote OPM'’s merit system oversight role to Federal officials, professional organizations,
and other interested groups.

> Monitor current and emerging HR issues, trends, and stakeholder interests as reflected in the
CPDF, theMerit System Principles QuestionnaifdSPQ responses, and oversight reports.

In FY 1998, Trip-Wire Indicatorsidentified potentially serious abuses of the Outstanding
Scholar appointing authority in a number of agencies and possible misuse of the FLSA
exemption criteria in an agency. Thep-Wire Indicatorsare a pre-identified list of certain
personnel actions which are most subject to abuse or misuse. These actions are monitored
guarterly to identify possible trouble-spots for further review or investigation

> Continually improve the methodology and quality of ii@PQand other data tools.

> Supply data and technical assistance to OPM and agency clients for the collestargh,
design, sampling, and use of data.

Indicators/Performance Results:

63



S&E/General Fund Appropriation
Office of Merit Systems Oversight and Effectiveness

> HRM improvements and correction of abuses that result from oversight reviews. OMSOE

found that, for the most part, agencies are in compliance with law and regulation and
identified several examples of excellent practices to share with agencies. Corrective action
was ordered in those cases requiring it.

Scores of regulatory violations were found, and fortunately, few were serious. All violations
were satisfactorily resolved. Numerous program improvements were adopted in all of the
agencies reviewed in FY 1998.

Agencies score their satisfaction with our evaluations at least at least 4.25 on a scale of 5 as
follows:

1 Poor 2 Fair 3 Good 4 Excellenf 5 Outstandipg

The cumulative response averages from FY 96 and FY 97 rate the quality of reviews as 4.55
out of a possible 5.0.

OMSOE's stakeholders--the White House, Congress, OPM program offices, agencies,
Federal employees, and the public--reported in FY 1998, and continue to report in FY 1999,
that they are highly satisfied with its work. Stakeholders reported that OMSOE’s reviews,
data, and reports are accurate and helpful.

For examplethe Merit Systems Protection Board said in a July 1998 report to Congress that
“OPM’s oversight program is much improved since our 1992 review, and that OPM is
providing constructive leadership to departments and independent agencies in the
development of agencies’ self-assessment capabilities.”

Agencies reviewed as scheduldd.FY 1998, OMSOE reviewed seven major agencies and
five small agencies:

Small Business Administration
Federal Trade Commission

Holocaust Museum

Securities and Exchange Commission
Department of Veterans Affairs
National Aeronautics and Space
Administration

¢ Environmental Protection Agency
Railroad Retirement Board

National Credit Union Adm.
Department of Education

Department of the Interior

Consumer Product Safety Commission

The agencies being reviewed in FY 1999 are:
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e Department of Health and Human Service® Department of the Navy

o Office of Personnel Management ¢ National Capital Planning Commission

e Department on Energy e Commodities Futures Trading Commission|
e National Labor Relations Board ¢ Pension Benefit Guaranty Corporation

¢ Federal Communications Commission e Two or three other small agencies to be

e Department of Transportation determined in late FY 99

> |mproved adherence to the merit system principles and improved HRM effectiveness.
OMSOE measures HRM performance at three levels:

(1) At the transactional level Over 40 personnel action data indicators are monitored and
compared with the Governmentwide averages to identify any unusual or aberrant
behavior.

(2) At the merit principle outcome level OMSOE measures tiealthof the merit system
through theMerit System Principles Questionngievaluations of agencies’ HRM
practices, and through policy and program studies.

(3) At the strategic level OMSOE measures the extent to which HRM is fully integrated in
an agency’s strategic goals, (e.g., to what extent an agency addresses the current and
future capacity of its workforce to meet mission goals).

Each measurement level is critical to the success of the succeeding level. All three of these
measures chart the extent to which the Government is achieving the merit outcomes called
for by the principles.

> |Improvment in the percentage of employee resporfdvgrablyto theMerit Systems
Principles Questionnairén FY 2000, as measured against the FY 1999 baseline, the data for
which was collected in FY 1998The FY 1999 baseline for the nine merit system principles

IS:
Merit System Principle % Favorable
1. Recruit and selection on the basis of merit. 47
2. Treat employees and applicants fairly and equitably. 46
3. Provide equal pay for equal work, and reward excellent performance. 36
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4. Maintain high standards of integrity, conduct, and concern for the pulglic 56
interest.

5. Manage employeeffieiently and effectively. 56

6. Retain or separate employees on the basis on their performance. 43

7. Educate and train employees wheniit iesult in better performance. 50

8. Protect employees from improper political influence. 64

9. Protect employees against reprisal for the lawful disclosure of 47
information.

> By FY 2000, a 2 percent increase in favorable responses/2 percent decrease in unfavorable
responses over the FY 1999 MSPQ baselifee increases/decreases shown in the chart
below are annual increments to reach the 5-year strategic targets (e.g., 2 percent a year for
5 years equals the 10 percent, 5-year target):

Response Annual Increase/Decrease 5-year Target
Increase/Decrease
¢ Merit-base of overall HRM Favorable responses increase: 2 percent 10 percent increase
» Merit-base of classification and Unfavorable responses decrease: 2 percent 10 percent decrease
compensation
* Merit-base of staffing Favorable responses increase: 2 percent 10 percent increase
* Workforce relations Favorable responses increase: 1 percent 5 percentincrease
*  Performance management Favorable responses increase: 1 percent 5 percentincrease
» Retention of high-quality employees Favorable responses increase: 2 percen| 10 percent increase
* Quality of the Federal workforce Favorable responses increase: 2 percent 10 percent increase
« Dealing with poor performance Unfavorable responses decrease: 2 percent 10 percent decrease

> Five and 10-year efficiency and productivity trends for personnel office operations are
monitored and charted for key agencies, any agency upon request, and Governmentwide. Data
reflecting these trends is found in the CPDF.

OMSOE HRM practices in non-title 5 agencies adhere to the merit system
Goal 3B: principles.

OPM sees an increased need for the authority and capacity to monitor merit system alityountab
in agencies which do not operate under title 5. Recently there has been an increase in this
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responsibility. There must be assurance that the entire executive branch operates consistently
with the underlying American values that govern Federal employment.

Means:

> Evaluate the adherence of non-title 5 systems to the merit system principles.

> Administer theMerit System Principles Questionnaire (MSRQ)» random sample of
employees in each agency reviewed to assess employee perceptions of how well the merit
system principles are being observed.

Indicators/Performance Results:

> The systems and practices of non-title 5 agencies adhere to the merit system principles.

> Merit principle abuses are corrected.

> Agencies score their satisfaction with OMSOE evaluations at 4.25 on a scale of 5.

> Agencies reviewed as scheduled.

* Promote agency development of internal accouiitjasystems--including links to ongoin
oversight reviews---for conducting human resources managenestandance with meri
system principles.

OMSOE Agency systems assure accountability for the merit system principles
Goal 4: and the laws, rules, and regulations governing Federal human
FY 1999/2000 resources management

Means:

> Evaluate HRM accountability in each of the 24 major agencies at the rate of six per year over
a 4-year cycle.

> Work with agencies to develop or improve HRM accountability systems, using the
Accountability System Development Guade other tools.
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> Promote adoption and improvement of accountability systems through the Inter-Agency
Advisory Group and other interested organizations.

> Collect and share information on HRM accountability with agencies and other interested
parties.

> Develop, apply, and share with agencies data models, agency profiles, and merit principle
indicators to monitor and analyze agency and Governmentwide accountability.

Indicators/Performance Results:

> The number of internal accountability systems established or improved.
The Department of the Air Force has established a total accountability system, based on the
Baldrige Criteria which Navy is now adopting. We are working with Navy on its new system
and are helping the Department of the Interior to establish an HRM accountability system for
the first time. This work will continue in FY 1999 and accelerate in FY 2000.

> Inter-agency projects produce accountability models and measures.
OMSOE continues to work with agencies to develop effective HRM accountability systems. It

has published Human Resources Management (HRM) Accountability in Federal Agencies:
Current Efforts and Future Directioon OPM’s Internet Home Page.

It works closely with the Interagency Advisory Group (IAG) Committee on Accountability.
With help from an IAG task force, it is developing an HRM Accountability System
Development Guid® make the case that an accountability system is vital to an agency’s
mission. The Guide provides guidance on developing and enhancing such systems.

A major emphasis in all three years will be to foster accountability systems that promote
adherence to the merit system principles, laws, and regulations. In conjunction with the
Development Guide, OMSOE is working with agency representatives to get their ideas on the
design of an HRM measurement model, based on the merit principles. Such a model was
recommended in a July 1998 study by the General Accounting Office, MANAGEMENT
REFORM, Agencies’ Initial Efforts to Restructure Personnel Operations

The model, to become operative in FY 2000, will identify key HRM indicators that measure
both the effectiveness of human resource programs and their compliance with merit system
principles, laws, and regulations. The indicators will be aligned with strategic plans, as
required by the Government Performance and Results Act.
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> Evaluations of accountdiby systems in key agenciekcording to thé\ccountability Program
Coverage Guide

OMSOE will apply theGuideto the following agencies in FY 1999 and to those scheduled for
agency-focused review in FY 2000:

Department of Health and Human Services| ¢ Federal Communications Commission
Office of Personnel Management ¢ Department of Transportation
Department on Energy ¢ Department of the Navy

National Labor Relations Board

> Increase in the level of agency HR Directors’ satisfaction with regard to 1) OPM’s leadership
of in this area, and 2) their opportunity for involvement, and HR Specialists’ satisfaction with
regard to 1) information sharing and 2) technical assistance, as measured by informal
customer feedback and an increase of 2% over FY 1999 levels in the percentage of favorable
ratings (or maintenance at 90% or higher) in the annual OPM Customer Satisfaction Survey.

The satisfaction levels as measured by the FY 1998 customer survey for HR Directors were
60.0% for leadership, and 60.6% for opportunity for involvement, and.for HR Specialists
were 48.4% for information sharing and 47.3% for technical assistance. We are concerned
by these results, and will explore them in focus groups and through other follow-up, to
determine underlying causes and improvement actions. Also, when we design the FY 1999
survey, we will use the pilot test to determine if the the questions in this area are
appropriately phrased and addressed to the correct audience.

OMSOE The Federal workforce understands and is guided by the merit system
Goal 5: principles.
FY 1999/2000

Means:

> Provide the workforce educational and informational materials to secure and increase
acceptance of the merit system principles.

> Incorporate the merit system principles in supervisory, employee, and executive orientation and
training, in cooperation with agencies and vendors.

Indicators/Performance Results:
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> Increased understanding of the principles by managers and employees as measured by
guestions #27 and # 28 of therit System Principles Questionnaire

> Agencies adopt programs and practices that promote the merit system principles as
determined by oversight reviews.

> Educational materials are used by agencies to increase awareness of the principles.

The Merit System Principles poster, which OMSOE developed and first distributed in

FY 1998, has become highly popular in agencies. For example, the Social Security
Administration has ordered enough posters for its hundreds of district offices, nationwide.
The Merit Mousepad has even become an international favorite with several foreign
governments expressing an interest in duplicating the idea.

In FY 1998, OMSOE, with contractor assistance, developed a training video on the merit
system principles. It will be distributed Governmentwide in FY 1999. In addition, OMSOE
continues to help agencipsomote the merit system principles through interagency HRM
Satellite Broadcasts, training materials, and brochures.

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

OMSOE Delegated examining is conducted in accordance with merit system
Goal 6: laws, regulations, and principles(See also Employment Service Goal 14.)
FY 1999/2000

Means:

> Review delegated examining in 16-18 delegated examining units to verify compliance with law,
regulations, and the merit system principles.

These reviews are in addition to the delegated examining units that are examined during
agency-focused reviews.

> Direct the correction of any violations found.

> |dentify and deal with potential compliance issues in cooperation with Employment Service.
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Indicators/Performance Results:
> Reviews conducted as scheduled.
> Violations are corrected.
In FY 1998, OMSOE conducted reviews of 18 delegated examining units and found few

violations of regulation or the merit system principles. A similar number of these reviews will
be done in FY 1999.

NOTE: To support a highly specialized form of Federal oversight, OMSOE provides
observers for elections, and examines and produces lists of eligible voters whdjare
protected under the provisions of the Voting Rights Act of 1965 (Public Law 8%
110), as amended.

OMSOE The Department of Justice’s requests for assistance under the Voting
Goal 7: Rights Act are fully supported.
FY 1999/2000

Means:

> Provide Federal observers and examiners for elections at the request of the Civil Rights
Division, U.S. Department of Justice.

> Build and maintain a bilingual, bicultural cadre of observersdoe+ or language-based
exercises.

> Maintain voter lists as required by the Act.
Indicators/Performance Results:
> The Department of Justice’s requirements are met.

In FY 1998, OMSOE developed a Memorandum of Understanding with the Department of
Justice which spells out its voting rights role and other voting rights issues. OMSOE also
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developed a Customer Feedback form which will be used to establish a baseline on its
performance, beginning in FY 1999.

> Skilled observers are provided for exercises.

In FY 1998, OMSOE developed a nationwide strategy to recruit poll observers with special
linguistic abilities. In FY 1999, it will explore new sources and means for recruiting
language capable and culturally aware observers.

OMSOE observed elections in thegzona and New York primariesiring FY 1998. In FY
1999, it will observe elections lrouisiana, Alabama, North Carolina, South Carolina,
Mississippi, Georgia, and Texas; and conduct of language-based exercises in Mississippi,
Texas, Arizona, New Mexico, Utah, California, and New Yditkese later exercises are held
at locations where the predominate language of voters is not English.

> High quality election day reports, accurate voter lists, resolution of voting problems, and
timely voter list maintenance.

In FY 1999, at the direction of the Department of Justice, OMSOE will begin processing the
removal of names from the lists of Federally registered voters for jurisdictions in Alabama,
Georgia, Louisiana, Mississippi, and South Carolina.

OMSOE Classification appeals, Fair Labor Standards Act (FLSA) claims, and
Goal 8: the mobility provisions of the Intergovernmental Personnel Act (IPA)
FY 1999/2000 are properly administered.

Means:

> Adjudicate all classification appeals and FLSA claims accepted, answer related questions,
issue guidance, and assure that mobility assignments comply with the law and regulations.

Historically, OMSOE decides between 150 and 200 position classification appeals and about
25 Fair Labor Standards Act claims a year. It publishes guidance on these programs in the
Digest of Significant Classification Decisions and Opiniand in_FLSA Fact Sheetd-LSA

Fact Sheetwill continued to be published as the need arises.

> Audit agency use of the mobility provisions of the Intergovernmental Personnel Act.

Indicators/Performance Results:
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> Correct, consistent, and timely decisions, as tracked b@ltims and Appeals Tracking
System

> Two editions of thdigestwere published in FY 1998 and another is scheduled for publication
in FY 1999.

> FLSA regulations were revised in FY 1998, and FY 19891%ee the publication of FLSA
decisions on OPM’s website.

The 10-year average processing time for classification appeals is 125 days which is
considered reasonable. In FY 97, the number of days was 121. Data for FY 1998 has not yet
been calculated. No comparable time lines for FLSA claims have been calculated in the past
since the volume was so low. However, beginning later in FY 1999, the number, timeliness,
and nature of FLSA claims will be tracked through_the Claims and Appeals Tracking.System

> |PA delegations are properly exercised.

The_IPA Handbooknd IPA Program Coverage Guiaeere created in FY 1998. The Guide

will be used to audit mobility assignments in the big users during FY 1999. About seven or
eight agencies account for about 80 percent of these assignments. This will be the first time
these assignments have been audited for compliance with the law and regulations.

OPM STRATEGIC PLAN GOAL III:

PROVIDE ADVICE AND ASSISTANCE TO HELPFEDERAL AGENCIES IMPROVE THEIR
HUMAN RESOURCES MANAGEMENT PROGRAMS TO EFFECTIVELY OPERATE WITHII
THE ECONOMY, DEMOGRAPHICS AND ENVIRONMENT OF THE21ST CENTURY.

FY 2000RESOURCE SUMMARY : Obligationsoooy $2,093  Full-Time Equivalents: 23

» Help agencies design, implement, manage, and evaluate personnel demonstration gjojects,
as well as other alternative personnel approaches, such as those envisioned for
performance-based organizations. (Continuing)
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OMSOE Personnel demonstration projects and alternative personnel systems
Goal 9: are successfully implemented.(See ES Goal 18, WCPS Goal 13, and
FY 1999/2000 OWR Goal 13).

Means:

> Help agencies design, implement, manage, and evaluate personnel demonstration projects to
test innovative and more effective HRM practices and programs.

> Monitor, evaluate, and publicize the implementation of active personnel demonstration
projects.

> Monitor and publicize alternative personnel management systems.

> Share lessons learned.

> Publicize the nature and outcomes of demonstration projects and alternative personnel systems.
Indicators/Performance Results:

> The number of demonstration projects and alternative personnel management systems
approved by OPM for publication in tik@deral Registeand the number implemented.

FY 1998 was a record-setting year for demonstration projects. Final Federal Reugster
were published and implementation began on five projects:

e Department of Commerce ¢ Army Research Laboratory
¢ Naval Warfare Centers e Army Engineer Waterways Experiment
¢ Army Medical Research and Materiel Station

Command

Proposed Federal Register plans were completed and published for the DoD Acquisition
Workforce, the only demonstration project to cover a workforce rather than an organization.

In FY 1999, four more demonstration projects are expected to be implemented. Work is in
progress on three more projects testing new pay and classification systems. The
Demonstration Project Evaluation Handbook was released as a working draft in FY 1998.
Demonstration project presentations were given for the American Compensation Association,
the International Personnel Management Association, Federal Executive Boards, and a
variety of agencies.
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> New HRM laws, regulations, or lessons learned from demonstration projects.

The Federal Employees Pay and Compensatiomtbiorized, for the first time, recruitment,
retention, and relocation bonuses and allowances. These were first tested in the China Lake
Demonstration Project. OPM’s most recent legislative initiative would authorize
broadbanding, which also was tested at China Lake and at the National Institute of Science
and Technology.

Categorical ranking and the authority to extend probationary periods, particularly when a
job’s life cycle covers more than a year, were tested at the Department of Agriculture (USDA)
and found to be highly successful. The USDA project also was made permanent through
legislation.

The Demo Web Page was enhanced by linking all demo plans in the Federal Register and
including the Demo Handbook and Demo Fact Sheets. Demonstration Project Guides were
prepared to help agencies improve their HRM programs. The Guides include the Innovator
Took Kit, Flexibilities in the Federal Government, and the Demo Handbook.

The first status report on the DoD Labs was reviewed for conformance to OPM’s standards
and criteria and approved in FY 1998.

> Increase in the level of agency HR Directors’ satisfaction with regard to 1) OPM’s leadership
of in this area, and 2) their opportunity for involvement, and HR Specialists’ satisfaction with
regard to 1) information sharing and 2) technical assistance, as measured by informal
customer feedback and an increase of 2% over FY 1999 levels in the percentage of favorable
ratings (or maintenance at 90% or higher) in the annual OPM Customer Satisfaction Survey.

The satisfaction levels as measured by the FY 1998 customer survey for HR Directors were
35.7% for leadership, and 41.4% for opportunity for involvement, and.for HR Specialists

were 55.5% for information sharing and 52.9% for technical assistance. These results,
particularly for leadership, are inconsistent with the other measures and results described
above and the informal feedback we have received directly from agencies we have assisted to
design new demonstration projects. Nevertheless, we are concerned about these results and
will explore them in focus groups and through other follow-up. We will also reassess whether
this survey and its target audience is an appropriate vehicle for assessing customer
satisfaction in this area.
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OPM STRATEGIC PLAN GOAL IV:

DELIVER HIGH QUALITY , COSTEFFECTIVE HUMAN RESOURCES SERVICES TO
FEDERAL AGENCIES, EMPLOYEES, ANNUITANTS AND THE PUBLIC.

FY 2000RESOURCE SUMMARY : Obligations0o0oy $1,047  Full-Time Equivalents: 11

» Provide readily accessible primary source data for meeting the workforce informatioff needs
of OPM, the other central management agencies, the Congress, the White House, ¢nd the
public through the Central Personnel Data File and other reporting systems. (Continging).

OMSOE The workforce information needs of OPM, other central management
Goal 10: agencies, the Congress, the White House, and the public are met.
FY 1999/2000

Means:

> Maintain and update data reporting requirements, workforce information systems, the Central
Personnel Data File (CPDF), and other reporting systems.

> Maintain and update th8uide to Processing Personnel ActipBXPRQ the Guide to
Personnel Record Keepinthe CPDF Edit Manualthe Guide to CPDEtheGuide to
Personnel Data Standardand theSF-113 Summary Data Reporting System Operating
Manual

> Produce recurring and non-recurring reports for OPM, O&E, agencies, and others,
conventionally and electronically.

> Administer Federal record keeping requirements and personnel action documentation.

> Answer questions about the Official Personnel Folder, merged files, medical files, service
credit, documentation of personnel actions, and access to the CPDF.

> Respond to and give legal advice on Freedom of Information and Privacy Act requests
concerning Governmentwide personnel systems and the release of O&E records and reports.
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> Assist OPM and agencies in the techniques of collecting, researching, sampling, and using data
from the CPDF.

Indicators/Performance Results:
> Accurate and timely CPDF and other workforce information systems.

In FY 1998, OMSOE published the Fact Book, Work Years & Personnel Costs, Pay Structure
of the Federal Civil Service, Occupations of the Federal White-Collar and Blue-Collar
Workforce and four issues of Employment and Trent@lsese were published on paper and

on the web. All manuals on the Workforce Information pages and the statistical data were
updated during the year.

> The records of at least 97 percent of employees per major agency are correct on all core
elements.

The General Accounting Office (GAO) report of September 1998, OPM'S CENTRAL
PERSONNEL DATA FILE, Data Appear Sufficiently Reliable to Meet Most Customer Needs
reported that:

e The majority of the data elements are 99 percent accurate. Depending on the
methodology, 63 percent or 70 percent of the data elements are at least 99 percent
accurate, and 35 percent to 44 percent are 100 percent accurate.

¢ All of the data used by OPM’s Office of the Acturaries to help estimate the Government’s
liability for future retirement payments are 99 percent accurate or more, except adjusted
basic pay which is about 94 percent accurate.

> User satisfaction with OPM'’s record keeping requirements, workforce information, and data
services.

According to the GAO report, between 67 and 81 percent of resporsdémihat the CPDF
meets their needs to a very great or great extent, and between 72 and 84 percent rated the
guality of CPDF products as excellent to very good. Between 72 and 86 percent of
respondents said that the explanatory material they receive enables them to use the data
correctly to a very great or great extent.

The FY 1998 baseline for technical inquiries is: 50 unique data requests per week; 30

inquiries about personnel documentation or CPDF processes per week; and an average of
11,800 website hits per week.
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> Growing interest in data publications on OPM’s website.

Its web files are routinely in the top 25 files downloaded from OPM’s website, and the
Workforce Informatiordirectory now averages over 11,800 "hits" a week. The Internet has
profoundly affected the way OMSOE disseminates data, increasing its audience, while
reducing its publication costs. Between October 1, 1997, and September 30, 1998, OMSOE
responded to 150 Internet e-mail requests for information.

VERIFICATION AND VALIDATION

® An outcome-focused system model that applies HRM indicators for each merit system
principle will be used for measuring (1) HRM contributions to agency missions, (2) the
effectiveness and cost of HRM operations, and (3) compliance with merit system principles,
laws, and regulations.

® Accepted data collection, analysis, and evaluation practiidewsed to collect HRM data,
study policies and programs, review agency operations, and answer technical inquiries.

® TheMerit System Principles Questionnainich measures employee attitudes annually on
merit practices will be content valid and reliabtxording to accepted practices.

® Proposals for HRM policy change will be fully justified by the quality and quantity of the
evidence produced by the data, analyses, and evaluations performed.

® Accepted statistical processed e used to determine 5- and 10-year outcome trends for
HRM efficiency and productivity.

® Accepted, automated tracking softward e used to monitor progress in data collection,
analyses, studies, and reviews.

® Feedback will be collected from clients and analy@ecbrding to accepted evaluation
practices.

FY 2000 BUDGET CHANGES:

An increase of $1,800,008 composed of:

An increase of $600,006 requested to expand oversight efforts to ensure that merit system
principles are followed. OPM will redirect 9 FTE impport of these efforts.
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A transfer of $1,200,000om Administrative Services is necessary to finance CPDF
Modernization efforts. OPM will redirect 5 FTE topport this effort.
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SALARIES AND EXPENSES/GENERAL FUND APPROPRIATION

EMPLOYMENT SERVICE
(dollar amounts in thousands)

FY 1998 FY 1999 FY 2000 FY 2000
RESOURCES Actual Estimate Request Change
Obligations $25,267 $28,893 $30,893 $2,000
Full-Time Equivalents 287 219 219

DESCRIPTION OF ACTIVITY

The Employment Service (ES) performs major core functions that OPM is required by law to
provide to agencies. These functions include policy leadership and technical advice and assistance
in Federal employment information, selection and promotion, delegated examining, training and
assistance, testing, workforce restructuring, Veterans’ employment issues, and affirmative
recruiting programs. Also, as co-chair of the Human Resources Technology Council (HRTC), ES
helps agencies collaborate on the Governmentwide effort to streamline and automate human
resources management functions. ES performs certain other core functions which are funded
through a mix of appropriated and reimbursable funds (e.g., USAJOBS, Presidential Management
Intern program, Administrative Law Judges); goals for these programs are described in the
Revolving Fund section of this FY 2000 Annual Plan and Budget Justification.

In order to meet these responsibilities, ES has designed and implemented a capacity model that
reflects core competencies and skills needed to carry out our mission. Based on this model,
skilled individuals are recruited from a variety of sources including highly-experienced public
sector human resource specialists and managers from other Federal, State & local agencies,
leading graduates from a diverse cross section of colleges and universities, and private sector
candidates from across the nation. In addition, ES utilizes a contingent workforce of temporary
and term employees, and experienced staff from other agencies, who can offer operational
experience to supplement our existing professional staff in areas where we are designing new
and innovative policy. As needed, ES contracts with leading private sector companies and
contractors to provide functional and technical expertise in application development, Y2K
compliance, operational support, and other areas.

All existing ES automated systems have been upgraded to the new agency standards for Y2K
compliant applications and internal systems needed to manage the nationwide network of
Service Centers are being streamlined, refined, and upgraded. ES utilizes a number of systems
to accomplish t