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Introduction to the
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Background

The Office of Personnel Management (OPM) is the central human resources agency for the Federal
Government and the primary policy agency supporting the President as he carries out his responsibilities
for managing the Federal workforce. The Director of OPM serves as the President’s principal advisor on
issues related to the Federal workforce. OPM maintains the unique American tradition of a merit-based
civil service in service to the executive branch and is the proud keeper of the Theodore Roosevelt legacy.
OPM leads Federal agencies in the strategic management of their human capital, proposes and implements
human resources management policy, and provides agencies with ongoing advice and technical assistance
for implementing these policies and initiatives. OPM plays a vital role in assisting agencies in shaping the
workforce that serves and protects the Nation.

OPM oversees and safeguards the Merit System Principles and veterans’ preference, and administers
Federal employee benefits programs. OPM manages the process for personnel security and background
checks for suitability and national security clearances. By carrying out these responsibilities, OPM has an
immediate impact on the security of the Nation while providing for the long-term health of the civil service.

OPM’s leadership in the management of human capital is transforming the way agencies manage the
Federal workforce and is enhancing the values of the civil service. New human resources management
policies are streamlining the Federal hiring process, decreasing time to hire, and changing how Federal
employees are paid and how their job performance is evaluated. New employee benefit offerings are
ensuring that the Federal Government continues to be a competitive and model employer which balances
work/life and family needs and offers choices to employees as consumers.

OPM'’s core values, as set forth in the Merit System Principles, require that Federal employees be hired,
promoted, paid, and discharged on the basis of merit and in compliance with law. OPM’s commitment to
these principles is undiminished and sustains the role of a strong civil service in our Nation’s system of
governance.

OPM continues to honor the Government’s commitment to employees by managing the trust funds that
support the retirement and insurance benefits they earn, and delivering excellent benefit services and
support to these civil servants both during and after their Federal careers.

Location

OPM operates from its headquarters in the Theodore Roosevelt Federal Office Building at 1900 E Street,
NW, Washington, D.C., 20415, and delivers a variety of products and services with the help of its 5,300
employees in D.C. (who include approximately 1,500 employees transferred from the Defense Security
Service), its field presence in 14 locations across the country, and operating centers in Pittsburgh and
Boyers, Pennsylvania; and Macon, Georgia. OPM’s Web site is www.opm.gov.

OPM’s Mission and Strategic Goals

OPM’s Mission
It is OPM’s job to build a high-quality and diverse Federal workforce, based on Merit System
Principles, which America needs to guarantee freedom, promote prosperity, and ensure the
security of this great Nation.



OPM’s Strategic Plan 2002-07 describes OPM’s mission and establishes the strategic goals and
management strategy the agency is following to fulfill this mission. For each strategic goal, OPM has
established specific objectives to provide clarity to its strategic vision. Also, OPM describes strategies for
how it will achieve the goals and objectives. Finally, OPM describes the performance measures by which it
and others may assess its success. The Strategic Plan is available on the OPM Web site at
www.opm.gov/gpra/opmgpra/sp2002.

OPM’s strategic goals are derived from its mission and aligned with its major business lines of developing
and deploying human resources policy (Strategic Goal 1); leading the human capital initiative across the
Federal Government and ensuring Merit System protections and accountability for all Federal employees
(Strategic Goal I1); and developing and delivering human resources products and services to Federal
agencies, employees, annuitants, and their families (Strategic Goal I11). In addition, OPM’s management
strategy establishes a standard of excellence for the agency’s internal operations and programs. Under the
aegis of its management strategy, OPM leads five e-Government initiatives that are transforming human
resources processes and providing world-class, secure, cross-agency human resources solutions. These five
interrelated initiatives support a Federal worker’s life cycle; they are Recruitment One-Stop, e-Clearance,
e-Payroll, e-Training, and Enterprise Human Resources Integration.

Taken together, OPM’s strategic goals and supporting objectives (see table next page) acknowledge the
agency’s responsibilities as described by statute and in the expectations of the President, Congress, other
Federal agencies, and Federal employees and annuitants as developed in consultation with these key
stakeholders. The Strategic Plan holds OPM accountable for the development of and ongoing support for
Federal human resources management policies. These policies include pay, performance management,
employee benefits, workforce planning and information, and executive development. The Strategic Plan
also holds OPM accountable for the transformation of human capital in all Federal agencies, based on the
Merit System Principles, veterans’ preference, and other standards. This human capital transformation has
an immediate impact on the security of the Nation while ensuring that the civil service remains a strong and
vital component of a Federal Government that will continue to protect America and win the war on
terrorism.

Finally, OPM’s Strategic Plan describes the agency’s duties regarding the administration of the trust funds
supporting the Federal employee benefit programs (retirement, health benefits, life and long-term care
insurance, and flexible spending accounts) and its responsibilities for the delivery of fast, friendly, accurate,
and cost-effective benefits to the beneficiaries of these programs.



OPM Strategic Goals and Objectives

Strategic Goal |

Federal agencies adopt human resources management systems that improve their ability
to build successful, high-performance organizations.

Objective 1 Agencies use OPM policy and guidance to develop and maintain the capacity of their workforce
to continue to meet and improve their strategic performance targets.

Objective 2 Provide expert advice and assistance in establishing and/or coordinating the implementation of
human resources systems for the Department of Homeland Security, the Department of Defense,
and other Federal agencies to ensure that their human capital needs are met.

Objective 3 Provide the Federal Government with a modern compensation system that is performance-
oriented and market-sensitive, and assists Federal agencies in meeting their strategic goals.

Objective 4 Increase the effectiveness and efficiency of the Federal hiring process and make Federal

employment attractive to high-quality applicants of diverse backgrounds.

Strategic Goal Il

Federal agencies use effective merit-based human capital strategies to create a rewarding
work environment that accomplishes the mission.

Objective 1 Provide advice to agencies and promote best practices on solutions, actions, and strategies to
meet their human capital management needs.
Objective 2 Monitor and assess agencies’ effectiveness in implementing merit-based strategies that support

their missions.

Strategic Goal Ill

Meet the needs of Federal agencies, employees, and annuitants through the delivery of
efficient and effective products and services.

Objective 1 Provide direct human capital products and services that are cost-effective, relevant, and useful to
agencies.

Objective 2 Facilitate retirement income security for Federal employees by making the transition from active
employment to retirement seamless and expeditious.

Objective 3 Federal employees, annuitants, and their families can choose from among quality and fiscally
responsible carriers to address their specific insurance needs.

Management OPM creates an environment that fosters the delivery of services to its customers and

Strategy employees through effective communication and management of human capital,

technology, financial resources, and business processes.




Part 2

OPM’s FY 2006
Budget Request



Overview of FY 2006 Request

OPM’s total FY 2006 request of $35,251,481,000—a net increase of $942,606,000 above the FY 2005
requested level—is composed of appropriations that are 1 percent discretionary and 99 percent mandatory.
The discretionary portion of OPM’s budget request consists of three appropriation accounts containing
general funds and trust funds totaling $242,481,000 and three mandatory payment appropriations totaling
an estimated $35,009,000,000. The discretionary accounts reflect a net decrease of $27,394,000. No new
funding is included for Retirement Systems Modernization.

In FY 2006, OPM’s administrative accounts will support 5,023 full-time-equivalent (FTE) employees. Of
these, 2,289 will be supported by discretionary appropriations, and the remaining allocation of 2,734 in
Revolving Funds.

Discretionary Appropriations

Salaries and Expenses

General Fund: OPM’s general fund request for basic operating expenses totals $124,521,000 and 998
FTE. This includes $114,176,000 in annual funds, and $10,345,000 in multi-year funds for e-Gov projects.
Annual funds represent a nominal change from the enacted FY 2005 level. These resources will enable
OPM to support Federal agencies as they transform how they manage their human capital; modernize
human resources management systems to streamline hiring, link pay more closely to agency missions, and
increase accountability; and improve employee security and emergency response. Multi-year e-Gov
funding includes $6,983,000 for the Enterprise Human Resources Integration (EHRI) project, $1,412,000
for the e-Payroll project, $500,000 for e-Training, and $1,450,000 for the Human Resources Line of
Business (HR-LOB).

Transfers from Trust Funds: For the administration of the civil service retirement and insurance
programs, OPM is requesting a total of $100,017,000 in transfers from the trust funds for 1,151 FTE. This
level reflects no change from the FY 2005 Annual Trust Funds level and reflects a decrease of $27,419,000
to the no-year base for the Retirement Systems Modernization project. For the retirement program, these
resources will be dedicated to processing claims for retirement benefits, responding to retirement program
customer inquiries, and maintaining and adjusting benefit payment accounts for retirees and survivor
annuitants. For the insurance programs, these funds will be dedicated to administering the contracts for the
Federal Employees Health Benefits Program and the Federal Employees Group Life Insurance Program.

Advances and Reimbursements: This account includes activity to be financed by reimbursements from
other agencies for the provision of human resources management 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 $17,943,000 and 140 FTE, and includes
$1,614,000 in general funds and $16,329,000 in transfers from the trust funds to enable the OIG to carry
out its audit, investigative, and review responsibilities. This request also reflects the same level of resources
appropriated for FY 2005 and will enable the OIG to continue its investigative oversight of the Federal
Employees Health Benefits Program and the Civil Service Retirement System/Federal Employees
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Retirement System programs, to audit FEHBP plans and carrier information systems, and to develop
computer-assisted audit techniques.

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 2006 budget includes an estimated
$1,125,000,000 in obligations and 2,734 FTE to be financed by other agencies’ payments for OPM’s
services. These services include providing professional development and continuous learning for Federal
managers and executives; providing one-stop access to high-quality e-training products and services;
testing potential military personnel for the Department of Defense (DOD) in those locations where it is cost
effective for OPM to do so; providing employment information and assessment services; automating other
agencies’ staffing systems; providing examining services when requested by an agency; providing technical
assistance and general consultation services on all facets of human resources management; and managing
the selection, coordination, and development of Presidential Management Fellows.

Through contracts with private companies, OPM conducts national agency check and inquiry cases and
background security/suitability investigations for Federal agencies on a reimbursable basis through the
Revolving Fund. When OPM is required to pay fees for national, state, or other records provided, client
agencies must reimburse OPM for such fees through the Revolving Fund.

In early 2005, OPM accepted a transfer of personnel security investigation functions and personnel from
DOD’s Defense Security Service (DSS). The transfer to OPM’s Center for Federal Investigative Services
results in a single entity that will conduct the vast majority of background investigations for the entire
Federal Government. The transfer is intended to help reduce the current Governmentwide backlog in
background investigations and decrease the time required for these investigations.

Mandatory Appropriations

Government Payment for Annuitants, Employee Health Benefits: An appropriation for “such sums as
may be necessary” is requested for an estimated $8,401,000,000—an increase of $570,000,000 over FY
2005—to finance the Government’s share of health benefit costs for 1.9 million annuitants participating in
the program.

Government Payment for Annuitants, Employee Life Insurance: An appropriation for “such sums as
may be necessary” is requested for an estimated $36,000,000—no increase from FY 2005—to finance the
Government’s share of life insurance premiums for 500,000 annuitants under 65 years of age electing post-
retirement coverage.

Payment to the Civil Service Retirement and Disability Fund: An appropriation for “such sums as may
be necessary” is requested for an estimated $26,572,000,000—an increase of $400,000,000 over FY
2005—to cover the service cost of the Civil Service Retirement System which is not funded by and for
active employees.
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How OPM Will Use Its Resources in FY 2006

OPM requests that its appropriated resources for FY 2006 be spread across its program activities as
described below. This distribution best leverages OPM’s resources to carry out its mission and move the
agency closer to fully achieving its strategic goals and objectives.

President George W. Bush has determined that securing the homeland and winning the war on terror are the
top priorities of our Government. In FY 2006, OPM will continue to focus its mission accordingly. Many
of OPM’s specific initiatives during the year will be designed to have an immediate impact on the
Government’s ability to protect and defend our Nation and respond to potential emergencies, while
continuing to protect the vitality and integrity of the U.S. civil service.

There is commonality between these roles since the strategic management of the Federal Government’s
human capital plays a vital role in shaping the workforce we rely upon to protect our Nation.

Strategic Human Resources Policy

OPM’s request includes $28,705,000 to fund activities supporting strategic human resources policy under
Strategic Goal I. This amount comprises $24,194,000 from the General Fund, and $4,511,000 from the
Trust Fund Annual. OPM will use these funds to pursue an aggressive agenda of policy initiatives that
ultimately will transform the way human resources management is carried out in Federal agencies. Given
the progress of the landmark personnel reforms at the Departments of Homeland Security and Defense, one
of OPM’s top priorities will be to lead the Administration’s efforts to modernize the remainder of the
Federal civil service. Other initiatives will support national security efforts through the modernization of
human resources management (HR modernization) in the security-related agencies, such as the
Departments of Homeland Security (DHS) and Defense, as well as the intelligence agencies. OPM will
continue through FY 2006 and beyond to work with DHS officials to fully implement that Department’s
new human resources management system, while also partnering with DOD to begin implementing its new
system, the National Security Personnel System. OPM will leverage these experiences to expand HR
modernization into the intelligence community; specifically, OPM will develop new human resources
systems for law enforcement officers, the Federal Bureau of Investigation, and other intelligence agencies.

In addition, OPM’s human resources policy activities will support the vitality of the civil service. For
instance, OPM will continue to be an active partner in maximizing human resources flexibilities and pay-
for-performance within a Governmentwide framework. In an effort to promote the Government’s ability to
attract and retain qualified employees, OPM will develop and implement regulations and guidance for new
dental and vision programs for Federal employees. Also, OPM will continue to develop and implement the
Senior Presidential Management Fellows and Federal Candidate Development programs.

OPM will assess the results of its strategic human resources policy activities by again administering the
Federal Human Capital Survey and Federal Benefits Survey in 2006, and continuing to track and report the
extent to which agencies use innovations such as hiring flexibilities, teleworking, and student loan
repayments. The result of these surveys will provide broad, Governmentwide indicators on the status of
Federal human capital which will benefit lawmakers, managers, and employees—and enable OPM to
assess its performance in terms of delivering new human resources policies and issuing ongoing policy
guidance as needed.
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Human Capital Leadership and Merit System Accountability

OPM’s request includes $35,219,000 for Human Capital Leadership and Merit System Accountability
activities under Strategic Goal Il. Of this amount, $34,194,000 will come from the General Fund so that
OPM can continue to engage Federal agencies in implementing Human Capital Standards for Success with
the overarching purpose of ensuring that agencies transform their human capital management practices in
keeping with the Merit System Principles, veterans’ preference, and other standards. Both of OPM’s
mission themes—national security and the vitality and integrity of the civil service—will be reflected in
human capital transformation, as security and emergency planning are key human capital practices that
OPM will pursue with agencies, engaging them through the Governmentwide President’s Management
Agenda initiative for Human Capital Management, and assessing them through the Compliance Program.

OPM’s success will be measured by the number of agencies that meet the Human Capital Standards for
Success which were jointly developed with the Office of Management and Budget and the Government
Accountability Office. In 2004, 8 of the 26 agencies reporting under the President’s Management Agenda
Scorecard met these standards, up from zero in 2003. An additional 15 agencies have made significant
progress toward achieving these standards. This means that agencies employing more than 1.3 million
employees are making significant progress toward meeting the standards. OPM expects continued
improvement in 2005 and 2006.

Through the Compliance Program, OPM will continue audit, review, and oversight activities to ensure that
agencies comply with Merit System Principles and veterans’ preference, and to ensure that whistleblower
protection and other rights and privileges are honored and protected.

Finally, OPM will use $1,025,000 from Trust Fund Annual to ensure that Federal employees are at the
appropriate stage of retirement planning at various milestones of their careers, as documented in the PART
of the retirement programs. OPM’s specific actions will be based on the results of the retirement readiness
study that will be completed in 2005.

Human Resources Products and Services

To support activities for the delivery of Human Resources Products and Services under Strategic Goal IlI,
OPM’s request includes $69,095,000. Of this amount, $5,049,000 comes from the General Fund and
$64,046,000 from Trust Fund Annual. OPM will use the General Fund appropriation to provide critical
assistance toward ensuring the fitness and suitability of applicants for and appointees to positions in the
Federal civil service through the Investigations Program, and to support the VVoting Rights Program, as
required by the Voting Rights Act of 1969 (42 USC 1973d).

OPM will use the $64,046,000 from the Trust Fund to improve the services it delivers to Federal
employees, annuitants, and their families through the retirement and insurance programs. In FY 20086, this
will include limiting the increase in the time needed to process claims for benefits submitted by retiring
Federal employees. A key strategy for bringing about this improvement is expanding the capabilities of the
Federal Annuity Claims Expert System. OPM will also continue the Retirement Systems Modernization
Project by continuing to convert the millions of paper retirement records to electronic data.

OPM will introduce new dental and vision benefits for employees and annuitants on an enrollee-pay-all
basis. For the Federal Employees Health Benefits Program, OPM will continue to negotiate and contract
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with private insurance companies that offer a broad range of health insurance benefits, including high-
deductible health plans with Health Savings Accounts and consumer-driven health plan options. Customers
can make informed health insurance decisions by several means: OPM-sponsored health plan brochures
and Web site postings, health plan customer satisfaction survey results, Web-based comparison/decision
tools, and the Health Plan Employer and Data Information Set. OPM will continue to carry out tough
negotiations with health carriers to contain premium hikes and maintain benefit levels, and continue to
provide, improve, and expand tools so customers can make informed health insurance decisions.

OPM provides a wide range of human resources management products and services to Federal agencies and
employees on a reimbursable basis through its Revolving Fund. These products and services include
background investigations and suitability determinations for job seekers, management and executive
development and training, assessment and test administration, human resources consulting, automated
staffing, and training development. Many of these human resources management solutions are delivered
through a network of expert OPM consultants, assessment and recruitment tools and systems, and an
expedited contracting process managed by an experienced team of human resources and contracting
professionals.

OPM’s assistance crosses all departments and most agencies; however, much of the training and
management assistance and testing and assessment work has been provided specifically to the homeland
security agencies, DOD, and Federal Aviation Administration. These OPM programs and services support
the training needs to strengthen antiterrorism, emergency preparedness, and intelligence activities as well as
staffing and testing for national defense and homeland security. In FY 2006, OPM will continue to carry
out these responsibilities as well as continue to sponsor training seminars for Federal agency security and
human resources executives on personnel security and suitability issues.

The Defense Authorization Act of 2004 provided OPM with the option of accepting a transfer of functions
and personnel from DOD’s Defense Security Service. OPM accepted the transfer of the Personnel Security
Investigations functions and personnel from DSS in early FY 2005. The transfer of DSS to OPM’s Center
for Investigative Services will bring under one roof a unit that will conduct the vast majority of background
investigations for the entire Federal Government. This is an enormous responsibility, and one that is critical
to the security of our Nation. The transfer will encompass the full range of investigative and administrative
support functions including reimbursable investigative work, training and system support, accounting
functions, and billing and collections.

Management Strategy

OPM’s Management Strategy provides executive direction and leadership and ongoing administrative
support to ensure that OPM fulfills its mission themes of supporting national security and protecting the
vitality of the civil service as it achieves its strategic goals and objectives, and successfully implements its
e-Gov initiatives.

Executive Services: Executive services includes executive direction and leadership, legal advice and
representation, public affairs, legislative liaison, and the operating expenses of the Presidential Committee
on White House Fellows. OPM’s budget request includes $16,690,000 in General Funds to support these
activities and ensure that OPM meets it goals and objectives for FY 2006.
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E-Government: In 2006, OPM will continue to be a leader in the President’s Management Initiative for
Expanding Electronic Government and has included $10,345,000 in its request to come from Salaries and
Expenses multi-year funds. Two of OPM’s e-Gov projects will have “graduated” into regular program
operations during FY 2005; OPM similarly expects to complete the core project work and graduate e-
Payroll and e-Training during FY 2006. OPM’s remaining two projects, Enterprise Human Resources
Integration and Human Resources Information System, will continue modernizing how the Federal
Government processes, records, stores, and transmits human resources transactions and resulting
information.

Management and Chief Financial Officer (CFO): OPM recognizes the need to support its programs with
excellent administrative management services and is including in this request $64,484,000 ($34,049,000
from the General Fund and $30,435,000 from the Trust Fund) for management and CFO activities. These
activities include financial management, budget and performance planning, facilities maintenance,
contracting, procurement, publications, human capital and equal employment opportunity (EEO)
management, security and emergency planning, and information services management. Beginning in FY
2005, these activities also include internal control and risk management activities.

Through these activities, OPM will strive to make solid progress in advancing the President’s Management
Agenda in FY 2006. Key strategies for achieving green status for Financial Management Improvement are
to complete planned actions to resolve issues involving OPM'’s financial management system, and address
weaknesses in its Revolving Fund and Salaries and Expenses account.

Finally, OPM will lead by example in the area of security and emergency preparedness planning by
upgrading its Continuity of Operations Plan. It will also continue its active Governmentwide role in this
arena by participating in a wide variety of emergency planning activities at all levels of government and
forums, and continue to be a strong advocate for such planning in all Federal agencies. Chief among these
will be OPM’s continued contributions toward the National Response Plan.

The National Response Plan will be used by all Federal organizations charged with assisting during a
national incident, such as threats or acts of terrorism, major natural disasters, or manmade emergencies.
The National Incident Management System will be used to establish standardized training, organization,
and communications procedures for multi-jurisdictional interaction, and clearly identify authority and
leadership responsibilities.

The plan fulfills a requirement in Homeland Security Presidential Directive 5 and provides a core
operational plan for all national incident management. When fully implemented, it will supersede the Initial
National Response Plan, the Federal Response Plan, the U.S. Government Interagency Domestic Terrorism
Concept of Operations Plan, and the Federal Radiological Emergency Response Plan.

Relationship to OPM’s Strategic Plan

OPM’s Strategic Plan sets the framework for virtually all of its other performance planning and reporting
documents, including the annual Performance Budget (Congressional Budget Justification), Human Capital
Plan, and Capital Asset Plans. OPM’s Performance Budgets are designed to implement its strategic goals
and objectives. In preparing their annual Performance Budgets, OPM program offices develop annual
performance goals that cascade from the strategic goal and objectives for which they are responsible.
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Supporting this approach is the alignment of OPM’s organizational structure with its strategic goals. Under
this alignment, each annual goal relates to a specific strategic goal and objective, or the management
strategy. As shown in the table on the next page, each of these groups of goals and objectives is the
responsibility of one of OPM’s program divisions, and of specific executives who report directly to the
OPM Director. The OPM divisions are:

= Division for Strategic Human Resources Policy (SHRP),

= Division for Human Capital Leadership and Merit System Accountability (HCLMSA),
=  Division for Human Resources Products and Services (HRPS), and

= Division for Management and Chief Financial Officer (MCFO).

This structure supports accountability, and ensures that OPM executives, managers, and staffers are fully
aware of their specific organizational and strategic priorities. It also enables OPM to track its costs directly
to its strategic goals and compute the full cost of each (see table next page). OPM is also able to compute
the full and marginal cost of each of its annual performance goals, as is shown in Part 6: FY 2006 Annual
Performance Budget.

Adjustments to OPM’s Strategic Plan

As provided by the Government Performance and Results Act of 1993, and OMB Circular A-11, Part 6,
Section 210, this request describes a minor modification to OPM’s Strategic Plan 2002-07. Specifically,
Objective 2 under Strategic Goal | is being updated to take into account provisions in the National Defense
Authorization Act of 2004 dealing with OPM’s role in helping establish the National Security Personnel
System in DOD. Originally, this objective was stated as follows:

Provide expert advice and assistance in establishing the Department of Homeland Security and
ensure that human capital needs for the homeland security community are met.

The objective is being modified to read:

Provide expert advice and assistance in establishing and/or coordinating the implementation of
human resources systems for the Department of Homeland Security, the Department of
Defense, and other Federal agencies to ensure that their human capital needs are met.
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Part 3

Appropriations Language and
Budget Summary Tables
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Appropriations Language

Salaries and Expenses (Including Transfer of Trust Funds)

For necessary expenses to carry out functions of the Office of Personnel Management pursuant to
Reorganization Plan Numbered 2 of 1978 and the Civil Service Reform Act of 1978, including services as
authorized by 5 U.S.C. 3109; medical examinations performed for veterans by private physicians on a fee
basis; rental of conference rooms in the District of Columbia and elsewhere; hire of passenger motor
vehicles; not to exceed $2,500 for official reception and representation expenses; advances for
reimbursements to applicable funds of the Office of Personnel Management and the Federal Bureau of
Investigation for expenses incurred under Executive Order No. 10422 of January 9, 1953, as amended; and
payment of per diem and/or subsistence allowances to employees where Voting Rights Act activities
require an employee to remain overnight at his or her post of duty, [$125,500,000, of which $12,000,000
shall remain available until September 30, 2007; and in addition $128,462,000 for administrative
expenses,] $124,521,000, of which $6,983,000 shall remain available until expended for the Enterprise
Human Resources Integration project; $1,450,000 shall remain available until expended for the e-Human
Resources Line of Business project; $500,000 shall remain available until expended for the e-Training
project; and $1,412,000 shall remain available until expended until September 30, 2007 for the e-Payroll
project; and in addition $100,017,000 for administrative expenses, to be transferred from the appropriate
trust funds of the Office of Personnel Management without regard to other statutes, including direct
procurement of printed materials, for the retirement and insurance programs[, of which $27,640,000 shall
remain available until expended for the cost of automating the retirement recordkeeping systems]:
Provided, That the provisions of this appropriation shall not affect the authority to use applicable trust
funds as provided by sections 8348(a)(1)(B), and [9004(f)(1)(A) and (2)(A)] 9004(f)(2)(A) of title 5, United
States Code: Provided further, That no part of this appropriation shall be available for salaries and expenses
of the Legal Examining Unit of the Office of Personnel Management established pursuant to Executive
Order No. 9358 of July 1, 1943, or any successor unit of like purpose: Provided further, That the
President’s Commission on White House Fellows, established by Executive Order No. 11183 of October 3,
1964, may, during fiscal year [2005] 2006, accept donations of money, property, and personal services:
Provided further, That such donations, including those from prior years, may be used for the development
of publicity materials to provide information about the White House Fellows, except that no such donations
shall be accepted for travel or reimbursement of travel expenses, or for the salaries of employees of such
Commission. (Transportation, Treasury, Independent Agencies, and General Government Appropriations
Act, 2005.)
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Office of Inspector General Salaries and Expenses (Including Transfer Of Trust
Funds)

For necessary expenses of the Office of Inspector General in carrying out the provisions of the Inspector
General Act, as amended, including services as authorized by 5 U.S.C. 3109, hire of passenger motor
vehicles, [$1,627,000] $1,614,000, and in addition, not to exceed [$16,461,000] $16,329,000 for
administrative expenses to audit, investigate, and provide other oversight of the Office of Personnel
Management’s retirement and insurance programs, to be transferred from the appropriate trust funds of the
Office of Personnel Management, as determined by the Inspector General: Provided, That the Inspector
General is authorized to rent conference rooms in the District of Columbia and elsewhere. (Transportation,
Treasury, Independent Agencies, and General Government Appropriations Act, 2005.)
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OPM FY 2006
Appropriated Budget Authority ($ in thousands)

FY 2005 FY 2005 FY 2006 FY 2006

Appropriated | Enacted Level Appropriated Variance vs.

Level * Request Enacted

TOTAL OPM DISCRETIONARY BUDGET AUTHORITY 272,050 269,875 242,481 (27,394)
Salaries & Expenses (Including Transfer of Trust Funds) 253,962 251,932 224,538 (27,394)
General Fund 125,500 124,496 124,521 25
Annual 113,500 112,592 114,176 1,584
No Year: HR-LOB** 12,000 11,904 10,345 (1,559)
—EHRI 1,870 1,855 6,983 5,128
—e-Payroll (Two Year fund through 2007) 6,219 6,169 1,412 (4,757)
—HR-LOB (e-HRIS) 748 742 1,450 708
—e-Clearance 1,887 1,872 0 (1,872)
—e-Training 0 0 500 500
—General 1,276 1,266 0 (1,266)
Transfers of Trust Funds 128,462 127,436 100,017 (27,419)
Annual 100,822 100,017 100,017 0
No Year/Retirement Systems Modernization 27,640 27,419 0 (27,419)
OIG Salaries & Expenses 18,088 17,943 17,943 0
General Fund 1,627 1,614 1,614 0
Trust Funds 16,461 16,329 16,329 0
Mandatory Payments 34,039,000 34,039,000 35,009,000 970,000
Federal Employee Health Benefit Fund 7,831,000 7,831,000 8,401,000 570,000
Federal Employee Group Life Insurance Fund 36,000 36,000 36,000 0
Civil Service Retirement and Disability Fund 26,172,000 26,172,000 26,572,000 400,000
TOTAL OPM REQUEST 34,311,050 34,308,875 35,251,481 942,606

Details may not add to totals because of rounding. In addition to the appropriated amounts listed on this

sheet, and elsewhere in this document, $15 million was transferred from the Department of Defense’s

Operations and Maintenance (O&M) account to OPM’s Revolving Fund (RF) account in December 2004,
and another $10 million is scheduled to be transferred in the coming months from DOD’s O&M account to

OPM'’s RF. These transfers of funds are to support the migration of DOD’s Defense Security Services’

functions and personnel to OPM in early 2005.

*Reflects impact of across-the-board 0.8% rescission also enacted by P.L. 108-447 on discretionary

appropriated amounts.

**No Year - HR-LOB is converted from multi-year in 2005.
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OPM Discretionary Appropriation
FY 2006 Budget Obligations by Object Class
($ in thousands)

Object Class FY 2005 FY 2006 FY 2006
Enacted Request Change
Personnel Compensation 115,560 119,384 3,824
Personnel Benefits 28,494 29,269 775
Travel and Transportation of Persons 3,797 3,470 (328)
Transportation of Things 155 155 0
Communications, Utilities and Rent 37,042 36,278 (765)
Printing and Reproduction 684 650 (34)
Other Services 81,069 50,373 (30,697)
Supplies and Materials 1,123 887 (237)
Equipment 1,949 2,016 67
Total $269,875 $242,481 ($27,394)

Details may not add to totals because of rounding.
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OPM Salaries & Expenses/General Fund Appropriation Comparative Summary Statement
($ in thousands)

FY 2004 FY 2005 FY 2006 FY 2006

Enacted Enacted Request Change
Obligations
Strategic Human Resources Policy $ 23,638 $24,194 $ 24,194 $0
HC Leadership & Merit System Accountability 33,285 34,444 34,194 (250)
HR Products and Services 4,955 5,049 5,049 0
Management Services 31,021 29,330 34,049 4,719
Executive Services 14,659 16,690 16,690 0
e-Gov Projects 11,235 14,789 10,345 (4,444)
Total $118,793 $124,496 $124,521 $25
Budget Authority
Annual $112,498 $113,500 $114,176 $ 676
Rescission (705) (1,004) 0 1,004
Two Year (Program Evaluation) 2,500 0 0 0
No Year (EHRI)* 2,000 1,870 6,983 5,113
Two Year (e-Payroll)* 2,500 6,218 1,412 (4,806)
No Year (e-HRIS)* 0 748 1,450 702
No Year (e-Training) 0 0 500 500
No Year (e-Clearance)* 0 1,887 0 (1,887)
No Year (General)* 0 1,276 0 (1,276)
Total $118,793 $124,496 $124,521 $25
Full-Time Equivalents
Strategic Human Resources Policy 162 166 166 0
HC Leadership & Merit System Accountability 277 286 286 0
HR Products and Services 37 37 37 0
Management Services 360 371 371 0
Executive Services 118 125 125 0
e-Gov Projects 0 13 13 0
Total 954 998 998 0

Details may not add to totals because of rounding.

*No Year - Activities convert from multi-year in 2005.
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OPM
General Fund Appropriation

Salaries & Expenses Obligations by Object Class

($ in thousands)

Object Class FY 2005 FY 2006 FY 2006
Enacted Request Change
Personnel Compensation $54,406 $56,898 $2,492
Personnel Benefits 13,414 13,870 457
Travel and Transportation of Persons 2,405 2,282 (122)
Transportation of Things 50 50 0
Communications, Utilities and Rent 9,683 8,991 (692)
Printing and Reproduction 456 444 (12)
Other Services 41,854 39,784 (2,070)
Supplies and Materials 556 396 (160)
Equipment 1,673 1,805 132
Total $124,496 $124,521 $25

Details may not add to totals because of rounding.
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OPM

Transfers from the Trust Funds
Comparative Summary Statement
($ in thousands)

FY 2004 FY 2005 FY 2006 FY 2006
Enacted Enacted Request Change
Obligations
Strategic Human Resources Policy 4,520 5,311 5,111 (200)
Human Capital Leadership and Merit 1,028 1,275 1,025 (250)
System Accountability
HR Products and Services 136,839 127,715 97,134 (30,581)
Management Services 30,499 30,435 30,435 0
Total $172,886 $164,736 $133,705 ($31,031)
Offsetting Collections
Annual 98,629 100,017 100,017 0
Permanent Indefinite Authority, Title V 37,774 37,300 33,688 (3,612)
8348 28,162 29,688 29,688 0
Long-Term Care 1,000 1,000 1,000 0
FERCCA 8,612 5,612 2,000 (3,612)
Dental/Vision Benefits 0 1,000 1,000 0
No Year/RSM 36,483 27,419 0 (27,419)
Total $172,886 $164,736 $133,705 ($31,031)
Budget Authority
Annual 98,629 100,017 100,017 0
No Year/RSM 36,483 27,419 0 (27,419)
Total $135,112 $127,436 $100,017 ($27,419)
Full-Time Equivalents
Strategic Human Resources Policy 42 42 42 0
Human Capital Leadership and Merit 17 17 17 0
System Accountability
HR Products and Services 959 959 959 0
Management Services 133 133 133 0
Total 1,151 1,151 1,151 0

Details may not add to totals because of rounding.
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OPM

Discretionary Transfers from the Trust Funds Obligations by Object Class

($ in thousands)

Object Class FY 2005 FY 2006 FY 2006
Enacted Request Change
Personnel Compensation 49,998 51,011 1,015
Personnel Benefits 12,291 12,530 239
Travel and Transportation of Persons 185 160 (25)
Transportation of Things 75 75 0
Communications, Utilities and Rent 26,187 26,152 (36)
Printing and Reproduction 202 180 (22)
Other Services 38,190 9,629 (28,561)
Supplies and Materials 248 231 (17)
Equipment 62 50 (12)
Total $127,436 $100,017 ($27,419)

Details may not add to totals because of rounding.

This display only represents trust fund resources subject to congressional limitation. The planned use of mandatory
administrative resources to achieve specific goals and objectives is noted where applicable in the Annual Performance
Budget (Part 4).
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(0] [¢]
Comparative Summary Statement
($ in thousands)

FY 2004 FY 2005 FY 2006 FY 2006
Enacted Enacted Request Change
Obligations
Salaries & Expenses $ 1,489 $1,614 $1,614 0
Transfers from the Trust Funds 14,342 16,329 16,329 0
Subtotal 15,831 17,943 17,943 0
Advances and Reimbursements 150 150 150 0
Total $15,981 $18,093 $18,093 0
Offsetting Collections
Transfers from the Trust Funds $14,342 $16,329 $16,329
Advances and Reimbursements 150 150 150 0
Total $14,492 $16,479 $16,479 0
Budget Authority
Budget Authority $1,489 $1,614 $1,614 0
Trust Funds Budget Authority
Annual $14,342 $16,329 $16,329 0
Full-Time Equivalents
Salaries & Expenses 17 18 18 0
Transfers from the Trust Funds 106 122 122 0
Advances and Reimbursements 0 0 0 0
Total 123 140 140 0

Details may not add to totals because of rounding.
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OIG

General Funds and Transfers from the Trust Funds FY 2006

Obligations by Object Class
($ in thousands)

Object Class FY 2005 FY 2006 FY 2006
Enacted Request Change
Personnel Compensation $11,156 $11,474 $318
Personnel Benefits 2,790 2,869 79
Travel and Transportation of Persons 1,208 1,028 (180)
Transportation of Things 30 30 0
Communications, Utilities and Rent 1,172 1,135 (37)
Printing and Reproduction 26 26 0
Other Services 1,026 960 (66)
Supplies and Materials 320 260 (60)
Equipment 215 161 (54)
Total $17,943 $17,943 0

Details may not add to totals because of rounding.
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Revolving Fund
Comparative Summary Statement
($ in thousands)

FY 2004 FY 2005 FY 2006 FY 2006

Enacted Enacted Request Change
Obligations
Investigative Services $290,000 $786,000 $864,000 $ 78,000
Talent Services 148,000 152,000 125,000 (27,000)
Leadership Capacity Services 45,000 44,000 108,000 64,000
Enterprise Human Resources Integration 0 31,000 28,000 (3,000)
Total $483,000 $1,013,000 $1,125,000 $112,000
Full-Time Equivalents
Investigative Services 136 1,171 2,061 890
Talent Services 499 572 569 (3)
Leadership Capacity Services 83 91 104 13
Total 718 1,834 2,734 900

Details may not add to totals because of rounding.

In addition to the amounts listed on this sheet, and elsewhere in this document, $15 million was transferred
from the Department of Defense’s Operations and Maintenance (O&M) account to OPM’s Revolving Fund
(RF) account in December 2004, and another $10 million is scheduled to be transferred in the coming
months from DOD’s O&M account to OPM’s RF. These transfers of funds are to support the migration of
DOD’s Defense Security Services’ functions and personnel to OPM’s Investigative Services function in early
2005.
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Revolving Fund
Obligations by Object Class
($ in thousands)

Object Class FY 2005 FY 2006 FY 2006
Enacted Request Change
Personnel Compensation $140,000 $201,000 $61,000
Personnel Benefits 32,000 46,000 14,000
Travel and Transportation of Persons 12,000 12,000 0
Transportation of Things 0 0 0
Communications, Utilities and Rent 31,000 31,000 0
Printing and Reproduction 2,000 2,000 0
Other Services 775,000 811,000 36,000
Supplies and Materials 10,000 11,000 1,000
Equipment 11,000 11,000 0
Total $1,013,000 $1,125,000 112,000

Details may not add to totals because of rounding.
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Resource Summary by Strategic Goal and Objective - FY 2005 Enacted ($ in thousands)

Salaries & Expenses Trust Funds Advances & Revolving Fund Total
Reimbursements
$ FTE $ FTE $ FTE $ FTE $ FTE
SHRP (OPM Strategic Goal 1) 24,194 166 5,311 42 29,505 208
Strat. Obj. 1/Goals 1-5 Policy & Guidance 6,314 42 6,314 42
Strat. Obj. 2/Goal 6 Adv/Assist in Establishing DHS 2,682 20 2,682 20
Strat. Obj. 3/Goals 7-12 Modernize Pay 9,215 68 4,511 37 13,726 105
Long Term Care 300 2 300 2
Dental and Vision Benefits 500 3 500 3
Strat. Obj. 4/Goals 13-16: Improve Fed Hiring 5,983 36 5,983 36
HCLMSA (OPM Strategic Goal 2) 34,444 286 1,275 17 35,719 303
Strat. Obj. 1/Goal 1: Technical Assistance 18,179 150 1,025 17 19,204 167
Strat. Obj. 2/Goal 2: Compliance 16,265 136 16,265 136
FERCCA 250 250
HRPS (OPM Strategic Goal 3) 5,049 37 127,715 959 982,000 1,834 1,114,764 2,830
Strat. Obj. 1 4,940 36 982,000 1,834 986,940 1,870
Goal 1: Investigations Services 2,594 25 786,000 1,171 788,594 1,196
Goal 2: Talent Services 2,346 11 152,000 572 154,346 583
Goal 3: Leadership Capacity Services 44,000 91 44,000 91
Strat. Obj. 2/Goal 4: Retirement Programs 116,717 872 116,717 872
Annual 54,248 857 54,248 857
No Year/RSM (New) 27,419 15 27,419 15
Title /8348 29,688 29,688
FERCCA 5,362 5,362
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Resource Summary by Strategic Goal and Objective - FY 2005 Enacted ($ in thousands)

Salaries & Expenses Trust Funds Advances & Revolving Fund Total
Reimbursements
$ FTE $ FTE $ $ FTE $ FTE $
Strat. Obj. 3/Goals 5 & 6: Insurance Programs 109 1 10,998 87 11,107 88
Annual 109 1 9,798 87 9,907 88
Long Term Care 700 700
Dental and Vision Benefits 500 500
Management & Chief Financial Officer 29,330 371 30,435 133 33,519 93,283 504
Internal Control and Risk Management 879 12 600 1,479 12
Human Capital Management Services 4,177 54 1,932 6,109 54
Contracting, Facilities and Admin Services 5,276 54 1,079 6,355 54
Financial Services - OPM and trust funds 8,005 102 15,645 77 171 23,821 179
Equal Opportunity Employment Program 733 10 902 1,635 10
Security and safety for OPM employees 2,272 32 4,522 6,794 32
Information Services (includes NARA) 7,987 107 14,790 56 24,313 47,090 163
Executive Services 16,690 125 16,690 125
HR Line of Business 14,789 13 900 31,000 46,689 13
EHRI 4,151 900 5,051
e-Payroll 1,855 5 31,000 32,855 5
e-Clearance 6,169 1 6,169 1
e-HRIS 1,872 2 1,872 2
e-Training 742 5 742 5
OPM Subtotal 124,496 998 164,736 1,151 34,419 1,013,000 1,834 1,336,651 3,983
Inspector General 1,614 18 16,329 122 150 18,093 140
GRAND TOTAL (OPM + OIG) 126,100 1,016 181,065 1,273 34,569 1,013,000 1,834 1,354,744 4,123
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Resource Summary by Strategic Goal and Objective - FY 2006 Request ($ in thousands)

Salaries & Expenses Trust Funds Advances & Revolving Fund Total
Reimbursements
$ FTE $ FTE $ FTE $ FTE $ FTE
SHRP (OPM Strategic Goal 1) 24,194 166 5,111 42 29,305 208
Strat. Obj. 1/Goals 1-5 Policy & Guidance 6,314 42 6,314 42
Strat. Obj. 2/Goal 6 Adv/Assist in Establishing DHS 2,682 20 2,682 20
Strat. Obj. 3/Goals 7-12 Modernize Pay 9,215 68 4,511 38 13,726 106
Long Term Care 300 2 300 2
Dental and Vision Benefits 300 2 300 2
Strat. Obj. 4/Goals 13—16: Improve Fed Hiring 5,983 36 5,983 36
HCLMSA (OPM Strategic Goal 2) 34,194 286 1,025 17 35,219 303
Strat. Obj. 1/Goal 1: Technical Assistance 17,929 150 1,025 17 18,954 167
Strat. Obj. 2/Goal 2: Compliance 16,265 136 16,265 136
FERCCA
HRPS (OPM Strategic Goal 3) 5,049 37 97,134 959 1,097,000 2,734 1,199,183 3,730
Strat. Obj. 1 4,940 36 1,097,000 2,734 1,101,940 2,770
Goal 1: Investigations Services 2,594 25 864,000 2,061 866,594 2,086
Goal 2: Talent Services 2,346 11 125,000 569 127,346 580
Goal 3: Leadership Capacity Services 108,000 104 108,000 104
Strat. Obj. 2/Goal 4: Retirement Programs 85,936 872 85,936 872
Annual 54,248 857 54,248 857
No Year/RSM (New) 15 15
Title /8348 29,688 29,688
FERCCA 2,000 2,000
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Resource Summary by Strategic Goal and Objective - FY 2006 Request ($ in thousands)

Salaries & Expenses Trust Funds Advances & Revolving Fund Total
Reimbursements
$ FTE $ FTE $ FTE $ FTE $ FTE
Strat. Obj. 3/Goals 5 & 6: Insurance Programs 109 1 11,198 87 11,307 88
Annual 109 1 9,798 87 9,907 88
Long Term Care 700 700
Dental and Vision Benefits 700 700
Management & Chief Financial Officer 34,049 371 30,435 133 33,519 98,003 504
Internal Control and Risk Management 1,495 12 600 2,095 12
Human Capital Management Services 4,126 54 1,932 6,058 54
Contracting, Facilities and Admin Services 5,223 54 1,079 6,302 54
Financial Services — OPM and trust funds 12,569 102 15,645 77 171 28,385 179
Equal Opportunity Employment Program 758 10 902 1,660 10
Security and safety for OPM employees 2,216 32 4,522 6,738 32
Information Services (includes NARA) 7,661 107 14,790 56 24,313 46,764 163
Executive Services 16,690 125 16,690 125
HR Line of Business 10,345 13 28,000 38,345 13
EHRI 6,983 5 28,000 34,983 5
e-Payroll 1,412 1 1,412 1
e-HRIS 1,450 6 1,450 6
e-Training 500 1 500 1
OPM Subtotal 124,521 998 133,705 1,151 33,519 1,125,000 2,734 1,416,745 4,883
Inspector General 1,614 18 16,329 122 150 18,093 140
GRAND TOTAL (OPM + OIG) 126,135 1,016 150,034 1,273 33,669 1,125,000 2,734 1,434,838 5,023

34







Part 4

FY 2006
Performance Budget
(Annual Performance Plan)

36



Impact of OMB’s PART on OPM’s FY 2006 Budget Process

OPM has incorporated the Program Assessment Rating Tool (PART) into its program management tool set
so that it is now an integral part of the budget process. OPM has used the PARTS to improve several
aspects of how it portrays its programs in its performance budgets, and improve performance measures for
several programs. For instance, based on its experiences applying the PART to the benefit programs
(retirement, life insurance, and health benefit insurance), OPM has more clearly articulated the intended
outcomes for these programs and developed new and better performance indicators that assess whether
these outcomes are being achieved. OPM also is implementing program evaluations that will develop a
template for assessing the competitiveness of the Federal benefit programs against benefits offered by other
employers, and then evaluate the extent to which the programs are effective and achieving the results for
which they were established. These experiences led OPM to establish a research and program evaluation
initiative in FY 2003 to undertake a broad range of studies pertaining to all of the human resources and
human capital management programs for which it is responsible, and to research other potential program
enhancements that will ultimately improve the Government’s ability to attract and retain the kind of
workforce it needs.

To better reflect these elements, and position its other programs for the PARTS that will be completed in
FY 2005 and FY 2006, OPM adopted a program logic approach for its budget formulation process. The
program logic approach aligns program outcomes with associated activities, outputs, inputs, and
performance indicators so that program managers and external stakeholders and decision-makers can see
the relationship between budgetary resources and program results.

During the FY 2006 budget formulation process, OPM programs were evaluated using the PART
instrument as follows:

1. The Federal Employees Group Life Insurance Program (FEGLI), and the Federal Civilian
Retirement (retirement) programs were first “PARTed” during the development of the FY
2004 budget and received ratings of “Results Not Demonstrated.” Both were re-PARTed for
the FY 2006 budget and received improved ratings of “Adequate.”

2. The Federal Employees Health Benefits Program was PARTed for the first time for the FY
2006 budget and received a rating of “Adequate.”

The FEGLI and Retirement programs first received “Results Not Demonstrated” ratings because they
lacked performance indicators and targets that assess whether program purposes were being achieved. To
address this issue and improve program management of these programs, and the newly PARTed FEHB
Program, OPM developed program indicators and targets and implemented data collection tools in FY 2004
to demonstrate program results. The information gathered through the FY 2006 PART processes is being
provided to senior officials and program managers for use in making decisions regarding future
programmatic funding requests. Equally important to the data collection are the changes being made and
the corrective action plans being formulated to address recommendations resulting from the PART reviews.
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Outstanding PART Recommendations

Program

Recommendation

Retirement, FEGLI, and FEHB

Establish ambitious targets for newly developed long-term goals and demonstrate
adequate progress in achieving these performance goals

Retirement, FEGLI, and FEHB

Hold program managers and partners accountable for cost, schedule and performance
results and demonstrate that the program and its partners are achieving its annual
performance goals

Retirement, FEGLI, and FEHB

Conduct an independent program evaluation of sufficient scope and quality; OPM will
use the information to demonstrate that program is effective and is achieving results

Retirement, FEGLI, and FEHB

Improve future budget requests to effectively link resources to program performance
and results/outcomes

During FY 2005, as OPM develops its budget request for FY 2007, the agency will address the four
outstanding recommendations related to the benefit program PARTS and apply the PART for the first time
to the Compliance and Talent Services programs. In addition, OPM will position its remaining programs
for PARTing during the FYY 2008 budget cycle.

During FY 2006, OPM will implement any outstanding recommendations related to the programs that will
have been PARTed through FY 2005, and complete first-time PARTS on its remaining programs. As
programs are PARTed, OPM expects that program outcomes will be refined and more clearly articulated in
its performance budgets, based on the program purpose descriptions developed through the PARTs. OPM
expects that any refined program outcomes will naturally lead to the development of new performance
indicators that will focus more clearly and directly on these outcomes.
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Strategic Goal I: Strategic Human Resources Policy

OPM Strategic Goal |
Federal agencies adopt human resources management systems that improve their ability to
build successful, high-performance organizations.

Organization: Division for Strategic Human Resources Policy

OPM’s Division for Strategic Human Resources Policy provides policy direction and leadership in
designing, developing, and promulgating innovative Governmentwide and agency-tailored human
resources systems and programs for workforce planning, employment, pay and benefits, performance
management and recognition, learning and development, labor relations, employee accountability,
personnel records and information systems, payroll systems, and merit systems accountability. During FY
2006, SHRP will play a pivotal role in implementing unprecedented changes in human resources policy
across the Federal Government as it partners with DHS and DOD to implement flexible and modern
systems of human resources management. In addition, SHRP will undertake initiatives that will forever
change the way Federal agencies manage their workforces.

Program Activity: Strategic Human Resources Policy

Overall Resources (Full Cost) for Organization and Strategic Goal | ($ in millions)

FY 2004 FY 2005 Change from FY FY 2006 Change from FY
Fund Actual Enacted 2004 Request 2005

Salaries & $20.046 $24.194 $4.148 $24.194 $0.000
Expenses

162.0 FTE 166.0 FTE 40FTE 166.0 FTE 0.0 FTE

Trust Fund Annual $4.152 $4.511 $0.359 $4.511 $0.000

42.0 FTE 37.0 FTE (5.0) FTE 38.0 FTE 1.0 FTE

Total Requested $24.198 $28.705 $4.507 $28.705 $0.000
Resources

204.0 FTE 203.0 FTE (1.0) FTE 204.0 FTE 1.0 FTE

Long Term Care $0.042 $0.300 $0.258 $0.300 $0.000
Fund

0.0 FTE 2.0FTE 2.0 FTE 2.0FTE 0.0 FTE

Dental/Vision Fund $0.000 $0.500 $0.500 $0.300 ($0.200)

0.0 FTE 3.0FTE 3.0 FTE 2.0FTE (1.0) FTE

Total Resources $24.240 $29.505 $4.765 $29.305 ($0.200)

204.0 FTE 208.0 FTE 40FTE 208.0 FTE 0.0 FTE
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SHRP Salaries and Expenses Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation 417,736 $18,396 $ 660
Personnel Benefits 4,425 4,585 160
Travel and Transportation 359 326 (33)
of Persons

Transportation of Things 0 0 0
Communications, Utilities 2,789 2,782 (7)
and Rent

Printing and Reproduction 227 225 (2)
Other Services 2,873 2,223 (649)
Supplies and Materials 148 97 (51)
Equipment 148 71 (77)
Total $28,705 $28,705 $0

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.

SHRP General Fund Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $14,533 $15,076 $ 543
Personnel Benefits 3,623 3,759 136
Travel and Transportation 346 326 (20)
of Persons

Transportation of Things 0 0 0
Communications, Utilities 2,417 2,417 0
and Rent

Printing and Reproduction 225 225 0
Other Services 2,769 2,223 (546)
Supplies and Materials 139 97 (42)
Equipment 141 71 (71)
Total $24,194 $24,194 $0

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.
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SHRP Trust Fund Annual Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $3,204 $3,320 $117
Personnel Benefits 801 826 24
Travel and Transportation 13 0 (13)
of Persons

Transportation of Things 0 0 0
Communications, Utilities 372 365 (7)
and Rent

Printing and Reproduction 2 0 (2)
Other Services 103 0 (103)
Supplies and Materials 9 0 9)
Equipment 7 0 (7)
Total $4,511 $4,511 $0

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.

OPM Strategic Objective 1

Agencies use OPM policy and guidance to develop and maintain the capacity of their

workforce to continue to meet and improve their strategic performance targets.

SHRP Annual Performance Goal 1: Develop regulations and an evaluation plan for the Federal
Workforce Flexibility Act policies.

The Federal Workforce Flexibility Act (FWFA) requires OPM to make significant and technically complex
changes in pay, leave administration, succession planning and training for Federal employees and agencies.
Beginning in FY 2005 and continuing through FY 2006 and beyond, OPM will develop implementing
regulations and report to Congress annually regarding agencies’ use of the new flexibilities provided by
FWFA. In addition, OPM will consult with agencies regarding their management succession and training

programs.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 1 ($in millions)

FY 2005 Change from FY FY 2006 Change from FY
Fund FY 2004 Actual Enacted 2004 Request 2005
Salaries & $0.000 $0.851 $0.851 $0.851 $0.000
Expenses
0.0 FTE 6.0 FTE 6.0 FTE 6.0 FTE 0.0 FTE
Total Requested $0.000 $0.851 $0.851 $0.851 $0.000
Resources
0.0 FTE 6.0 FTE 6.0 FTE 6.0 FTE 0.0 FTE
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Program Activities, Outputs, Outcomes, and Performance Indicators

Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Develop Draft and final Agencies have | Efficiency:
regulations regulations increased
and evaluation | completed; options for FWFA regulation n/a nfa | Draft FWFA | Final FWFA
plan for recruitment L . .
FWFA: Annual report and retention timeliness regulations regulations
' to Congress on | (RgR)
Prepare R&R; bonuses, and
annual report . ’
to Congress Consultations ﬁ:ﬁibﬂﬂifa\'e FWFA Program n/a n/a Positive Positive
on agency use with agencies ’ evaluation results evaluations evaluations
of R&R to develop Agencies’
bonuses; management R&R issues
succession are
Consult with and training addressed: - .
agencies to programs ’ Efficiency:
develop Agencies
management establish Annual report n/a n/a Milestones Milestones
succession management timeliness are met are met
and training succession
programs and training
programs
Full cost (S&E): n/a $0.000M $0.851M $0.851M
FTE n/a 0.0 FTE 6.0 FTE 6.0 FTE

Means and Strategies for Achieving This Annual Performance Goal

Means:

= SHRP staff, stakeholder comments.

= SHRP staff, contractor support.

Strategies:

= Hold stakeholder meetings.

= Publish in Federal Register, hold stakeholder meetings.

SHRP Annual Performance Goal 2: Improve Federal workforce information by implementing the
Human Resources Line of Business initiative.

During FY 2006, OPM’s e-Gov projects for EHRI and e-Payroll will become operational and replace the

Central Personnel Data File. SHRP will begin this transition during FY 2005 and resources dedicated to the
CPDF in previous budget requests will be redirected to SHRP’s 13 other goals.
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Overall Resources (Full Cost) for SHRP Annual Performance Goal 2 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $2.200 $1.711 ($0.489) $1.711 $0.000
20.0 FTE 12.0 FTE (8.0) FTE 12.0 FTE 0.0 FTE
Total Requested $2.200 $1.711 ($0.489) $1.711 $0.000
Resources
20.0 FTE 12.0 FTE (8.0) FTE 12.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Establish Standards for Federal HR Efficiency:
requirements core HR information
and standards | automated Isin Meeting project n/a n/a Milestones Milestones
for core HR processes consistent milestones are met are met
automated ) ) format
processes Functionality across all i
requirements agencies Effectiveness:
Assist i
fSsIsiance In Clarity of HR-LOB n/a n/a Standards Standards
identification of dard d d
Shared Service standards are use are use
Centers
Extent that HR n/a n/a n/a Standards
Software info meets used in
compliance requirements and software
reviews standards develop-
(against ment &
standards) acquisition
Full cost (S&E): n/a $2.200M $1.711M $1.711M
FTE 20.0 FTE 12.0 FTE 12.0 FTE

Means and Strategies for Achieving This Annual Performance Goal

Means:

=  Collaboration with stakeholders, workforce research and analyses.

Strategies:

= Use results of stakeholder working groups, oversee human resources information system
performance, and conduct workforce research and analyses.

SHRP Annual Performance Goal 3: Establish Senior Executive Service pay-for-performance system.

OPM must manage the ongoing policy support and operation of the new pay-for-performance system for

the Senior Executive Service (SES) introduced in FY 2004. This new system requires extensive technical
guidance on issues related to pay administration and certification of SES appraisal systems into FY 2006.
Moreover, OPM is implementing a Senior Professional System which establishes significant and rigorous
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criteria for accession and retention. OPM will certify or provisionally certify agency applications for their
SES pay-for-performance system.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 3 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $1.250 $1.288 $0.038 $1.288 $0.000
8.0 FTE 8.0 FTE 0.0 FTE 8.0 FTE 0.0 FTE
Total Requested $1.250 $1.288 $0.038 $1.288 $0.000
Resources
8.0 FTE 8.0 FTE 0.0 FTE 8.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Provide Agency SES Agencies Efficiency:
technical pay-for- implement
guidance to performance certified or Timeliness of n/a n/a Milestones Milestones
implement certifications provisional processing agency are met are met
new SES pay- P appraisal applications for SES
for- roposals for systems
] pay-for-performance
performance final and
i systems
systems: provisional
pay- for-
Develop performance Timeliness of n/a n/a n/a Milestones
evaluation appraisal producing evaluation are met
plans for pay- plans plans
for-
Evaluation
periormance plan Timeliness of n/a n/a n/a Milestones
systems processing are met
evaluations of
agency SES pay-for-
performance plans
Effectiveness:
New Senior n/a n/a Milestones Milestones
Professional System are met are met
implementation
timeliness
Agency satisfaction n/a n/a | Atleast 50% More than
with timely SHRP positive 50%
processing positive
Full cost (S&E): n/a $1.250M $1.288M $1.288M
FTE n/a 8.0 FTE 8.0 FTE 8.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Conducts meetings and workshops with agencies to support the implementation of SES pay-
for-performance across Government.

Strategies:

= Leverage OPM’s network of Human Capital Officers to solicit feedback, conduct

workshops, and provide advice and support.

SHRP Annual Performance Goal 4: Develop evaluation methodology for Governmentwide leader

development programs.

OPM is launching the Federal Candidate Development Program, revising the Presidential Management
Fellows Program (PMFP), and developing the Senior Presidential Management Fellows Program (SPMFP).

Overall Resources (Full Cost) for SHRP Annual Performance Goal 4 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $1.352 $1.212 ($0.140) $1.212 $0.000
13.0 FTE 8.0 FTE (5.0) FTE 8.0 FTE 0.0 FTE
Total Requested $1.352 $1.212 ($0.140) $1.212 $0.000
Resources
13.0 FTE 8.0 FTE (5.0) FTE 8.0 FTE 0.0 FTE
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Program Activities, Outputs, Outcomes, and Performance Indicators

Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Develop Design for CDPis Efficiency:
regulations for evaluations, operational
SPMFP; regulations for New PMF, Meeting project n/a n/a | Milestones | Milestones
Design SPMFP SPMF milestones are met are met
evaluations; Evaluation reports | program
elements are Effectiveness:
Evaluate FCDP Program implemented
and PMFP, and | regulations
implement Feedback on n/a n/a Positive Positive
SPMFP with evaluation feedback feedback
HRPS methodologies by
external sources
Usefulness of n/a n/a | Evaluations Programs
evaluation results useful in become
and assessing | operational
recommendations program
impact
Full cost (S&E): n/a $1.352M $1.212M $1.212M
FTE n/a 13.0 FTE 8.0 FTE 8.0 FTE

Means and Strategies for Achieving This Annual Performance Goal

Means:

= ldentify internal and external expertise to assist with design and meetings.

Strategies:

=  Employ skills of OPM evaluation staff, test developers; collaborate with stakeholders.

= Disseminate and collect data from evaluation instruments.

policies.

SHRP Annual Performance Goal 5: Strategically sustain existing human resources systems and

Sustaining laws and regulations in areas such as labor relations and employee relations involves

rulemaking, implementation of rules, oversight of administration, monitoring, evaluation, data systems
adjustments, publication, presentation, and training support of policy initiatives, as well as responses to

requests from the Congress, media, other agencies, and non-Federal organizations concerning policy
issuances and issues. Thus, OPM will continue to carry out this work by focusing resources as shown in the
table below and emphasizing its importance by highlighting it as an annual performance goal.
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Overall Resources (Full Cost) for SHRP Annual Performance Goal 5 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $1.822 $1.252 ($0.570) $1.252 $0.000
8.0 FTE 8.0 FTE (5.0) FTE 8.0 FTE 0.0 FTE
Total Requested $1.822 $1.252 (%0.570) $1.252 $0.000
Resources
8.0 FTE 8.0 FTE (5.0) FTE 8.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Response to Views, Agencies Efficiency:
taskings from briefings, receive
OPM, events sufficient Response timeliness n/a n/a Deadlines Deadlines
Executive ongoing are met are met
Branch, support for
Congress, labor relations . )
media, public, and Effectiveness:
private, and employee
international relations Stakeholders view n/a n/a Positive Positive
sectors policy response positively evaluation evaluation
Full cost (S&E): n/a $1.822M $1.252M $1.252M
FTE 8.0 FTE 8.0 FTE 8.0 FTE

Means and Strategies for Achieving This Annual Performance Goal

Means:

Strategies:

Research, analyses, collaboration.

Provide advice and support.
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OPM Strategic Objective 2

Provide expert advice and assistance in establishing and/or coordinating the implementation of

human resources systems for the Department of Homeland Security, the Department of

Defense, and other Federal agencies to ensure that their human capital needs are met.

SHRP Annual Performance Goal 6: Assist the Department of Homeland Security and the
Department of Defense in implementing new human resources policies as requested and required.

With the advent of the National Defense Authorizations Act and its requirement that OPM partner with the
Department of Defense to establish the National Security Personnel System, OPM has expanded Objective
2 under Strategic Goal | to encompass this new and historic initiative in Federal HR policy. To ensure that
it meets the requirements of both the Department of Homeland Security and DOD initiatives, SHRP has

redirected resources from other policy areas.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 6 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $2.192 $2.682 $0.490 $2.682 $0.000
16.0 FTE 20.0 FTE 40FTE 20.0 FTE 0.0 FTE
Total Requested $2.192 $2.682 $0.490 $2.682 $0.000
Resources
16.0 FTE 20.0 FTE 40FTE 20.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
New human Regulations Regulations Efficiency:
resources issued correctly applied
management in ) Meeting project n/a n/a Milestones Milestones
systems for OPM mplementation
DyHS e coordination imp ! milestones are met are met
DOD on Systems
implementing operational Effectiveness:
issuances
applied Regulations n/a n/a Regulations Programs
operational implemented
Full cost (S&E): n/a $2.192M $2.682M $2.682M
FTE 16.0 FTE 20.0 FTE 20.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

=  Meetings and other communications, workforce research and analyses.

Strategies:

=  Solicit feedback from stakeholders, conduct workforce research and analyses.

OPM Strategic Objective 3

Provide the Federal Government with a modern compensation system that is performance-
oriented, market-sensitive, and assists Federal agencies in meeting their strategic goals.

SHRP Annual Performance Goal 7: Consistent with Administration policy and plans, assume a
leadership role in modernizing the balance of the Federal civil service.

In addition to supporting civil service modernization in DHS and DOD, OPM will leverage lessons learned
from these experiences and help develop legislative proposals, consistent with Administration policy, to
modernize the rest of the civil service.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 7 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $0.000 $2.649 $2.649 $2.649 $0.000
0.0 FTE 20.0 FTE 20.0 FTE 20.0 FTE 0.0 FTE
Total Requested $0.000 $2.649 $2.649 $2.649 $0.000
Resources
0.0 FTE 20.0 FTE 20.0 FTE 20.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Develop Legislation, Balance of Efficiency:
legislation, implementing agencies
provide regulations, adopt HR Meeting project n/a n/a | Milestones Milestones
technical and technical reforms milestones are met are met
assistance; assistance
Develop Effectiveness:
regulations, if
propct)sgl 1S Legislation enacted; n/a n/a Legislation Regulations
enacte Regulations issued enacted published
Full cost (S&E): n/a $0.000M $2.649M $2.649M
FTE 0.0 FTE 20.0 FTE 20.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Meetings, stakeholder collaboration, workforce research and analyses.

Strategies:

= Work with OPM and Office of Management and Budget (OMB) staff, respond to Hill
inquiries, and conduct workforce research and analyses.

= Collaborate with stakeholders, conduct workforce research and analyses.

SHRP Annual Performance Goal 8: Implement dental/vision policy.

SHRP will use a portion of the estimated funds provided by the Federal Dental and Vision Benefits
Program Act of 2005 to cover staff and contractor costs to design and implement the new Dental and

Vision programs for Federal employees.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 8 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Dental/Vision Fund (not $0.000 $0.500 $0.500 $0.300 ($0.200)
appropriated)
0.0 FTE 3.0FTE 3.0FTE 2.0FTE (1.0) FTE
Total Resources (not $0.000 $0.500 $0.500 $0.300 ($0.200)
appropriated)
0.0 FTE 3.0FTE 3.0FTE 2.0FTE (1.0) FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Prepare and | Contracting Study and Efficiency:
execute strategy recommendations
gggi;agc;!ng Negotiations report Meeting project n/a n/a Milestones Milestones
’ and final Regulations; milestones are met are met
Negotiate contracts enrollment
and Effectiveness:
implement
d_e F‘ta' alnd Stakeholder n/a n/a Positive Positive
vision plans approval; carriers evaluations evaluations
sign on
Enrollment statistics n/a n/a n/a Enrollments
for dental/vision meet or
programs exceed
projections
Full cost (D/V): n/a $0.000M $0.500M $0.300M
FTE 0.0 FTE 3.0 FTE 2.0FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Meetings, stakeholder collaboration, workforce research and analyses.

Strategies:

= Work with OPM and OMB staff, respond to Hill inquiries, and conduct workforce research
and analyses.

= Announcement of dental and vision programs start-up, briefings, other Governmentwide
dissemination methods, workforce research and analyses.

SHRP Annual Performance Goal 9: Address changes needed in law enforcement officer pay and
benefits, consistent with Administration plans and the July 2004 OPM report.

OPM will follow through on recommendations made in its July 2004 report and accepted by the Congress
to develop legislation providing broad regulatory authority to modernize law enforcement officer pay and
benefits, after receiving Administration approval to commence activity.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 9 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $1.730 $1.384 ($0.346) $1.384 $0.000
10.0 FTE 8.0 FTE (2.0) FTE 8.0 FTE 0.0 FTE
Total Requested $1.730 $1.384 ($0.346) $1.384 $0.000
Resources
10.0 FTE 8.0 FTE (2.0) FTE 8.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Develop Legislative New law Efficiency:
regulations proposal enforcement
that enact ) officers pay Meeti ; ; ;
LS Regulations g eeting project n/a n/a Milestones Milestones
legislation whgn and benefits milestones are met
NS system is
legislation is operational _
enacted Effectiveness:
Agency satisfaction n/a n/a Positive Positive
with results evaluations evaluations
Full cost (S&E): n/a $1.730M $1.384M $1.384M
10.0 FTE 8.0 FTE 8.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Workforce research and analyses.

Strategies:

= Conduct workforce research and analyses.

SHRP Annual Performance Goal 10: Ensure the competitiveness of Federal employee benefits.

Influence of the Benefits Programs PARTs on This Annual Performance Goal

OPM used the PART process to improve its management of the Federal employee benefits programs and to
more clearly articulate the purpose of each: retirement, life insurance, and health insurance. The PART
analysis confirmed that these programs were intended to serve as an important component of employee
compensation and support Federal agencies’ recruitment and retention needs. Thus, they allow the
Government to remain competitive with other employers for highly qualified workers. OPM developed
new performance measures that assess the extent to which the programs are fulfilling this purpose and data
collection tools (the Federal Benefits Survey) to provide performance information for the new measures.

The results of the Federal Benefits Survey established baselines for the new performance measures and
provided information regarding Federal employees’ awareness of the value and competitiveness of the
benefit programs. Beginning in FY 2005 and in FY 2006, OPM will use this information to make strategic
decisions on how to improve program performance. OPM will also explore additional performance
measures for the benefits programs.
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Overall Resources (Full Cost) for SHRP Annual Performance Goal 10 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $1.100 $1.234 $0.134 $1.234 $0.000
9.0 FTE 9.0 FTE 0.0 FTE 9.0 FTE 0.0 FTE
Trust Fund Annual $3.152 $4.511 $1.359 $4.511 $0.000
42.0FTE 37.0 FTE (5.0) FTE 38.0 FTE 1.0 FTE
Total Requested $4.252 $5.745 $1.493 $5.745 $0.200
Resources
51.0 FTE 46.0 FTE (5.0) FTE 47.0 FTE 1.0 FTE
Long Term Care Fund $0.042 $0.300 $0.258 $0.300 $0.000
0.0 FTE 20FTE 20FTE 20FTE 0.0 FTE
Total Resources $4.294 $6.045 $1.751 $6.045 $0.000
51.0 FTE 48.0 FTE 3.0FTE 49.0 FTE 1.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Promote Work with Work/Life Agencies’ feedback n/a n/a Draft FWFA Final FWFA
Work/Life agencies to programs are regarding useful- regulations regulations
programs, increase competitive ness of OPM
especially telework and support information and
telework interest and agencies’ assistance promoting
use efforts to Work/Life programs
recruit and
retain needed
workforce
Full cost (S&E): n/a $1.100M $1.234M $1.234M
9.0 FTE 9.0 FTE 9.0 FTE
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Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Provide Retirement Retirement Effectiveness:
ongoing policy benefits are
retirement guidance and competitive % of new hires who n/a 78 78 80
policy regulations; and support say retirement
guidance and | responses to agencies’ benefits are
support; inquiries; efforts to competitive, a fair
provide actuarial recruit and value, and i’mportant
actuarial analyses and retain the in their decision to
analyses and liability workforce accept a job with the
g?ég:?;‘e calculations tmhggtntﬁgi(i to Federal Government
liabilities; mission
conduct % of employees who n/a 79 79 79
research and say retirement
propose and benefits are
develop new competitive, a fair
benefits value, and important
policy in their decision to
initiatives remain in the Federal
Government
Full cost (TF): n/a $1.353M $2.075M $2.138M
18.0 FTE 17.0 FTE 18.0 FTE
Provide Health Health Effectiveness:
ongoing benefits benefits are
health guidance and competitive % of new hires who n/a 75 75 75
ber)eflts regulations; . and sqpport say FEHBP health
po!lcy health benefits | agencies’ benefits are
guidance and | rate o effort_s to competitive, a fair
support; negotiations; recruit and value, and important
providg actuarial retain the in their decision to
actuarial e_lna_l)_/ses and workforce accept a job with the
analyses, set liability they need to Federal Government
premiums, calculations meet their
and mission
determine % of employees who n/a 82 82 82
program say FEHBP health
liabilities: benefits are
develop new competitive, a fair
benefits value, and important
products and in their decision to
related remain in the Federal
policies and Government
legislation
% of enrollees n/a 60 60 60
(Federal employees)
satisfied with health
insurance benefits
Full cost (TF): n/a $1.500M $1.949M $2.016M
20.0FTE 16.0 FTE 17.0 FTE
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Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Provide Life insurance Life insurance | Effectiveness:
ongoing life policy benefits are
Insurance guidance and competitive % of new hires who n/a 71 71 69
policy regulations; and support say life insurance
guidance and | responses to agencies benefits are
support inquirigs; effortfs to competitive, a fair
actuarial recrylt and value, and important
analyses and retain the in their decision to
liability workforce accept a job with the
calculations they need to Federal Government
meet their
mission
% of employees who n/a 61 61 59
say life insurance
benefits are
competitive, a fair
value, and important
in their decision to
remain in the Federal
Government
% of enrollees n/a 62 62 62
(Federal employees)
satisfied with life
insurance benefits
Full cost (TF): n/a $0.299M $0.487M $0.356M
FTE 40FTE 40FTE 3.0 FTE
Full cost (LTC): n/a $0.042M $0.300M ($0.300M)
FTE 0.0 FTE 2.0FTE 2.0FTE

Means and Strategies for Achieving This Annual Performance Goal

Means:
= Make extensive use of e-technologies, by enhancing employees’ ability to develop
information and materials suitable for distribution through the OPM Web site.
= Use consultant support to assist in the development of legislative and regulatory initiatives.
Strategies:

= Provide ongoing retirement, insurance, and work/life policy analysis; develop and/or revise
regulations and guidance materials as needed; and provide ongoing technical advice and
services to other Federal agencies.

= Obtain and analyze benefit and utilization data from Federal and non-Federal programs,
issue requests for proposals, conduct workforce research and analyses and report results.
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SHRP Annual Performance Goal 11: Ensure competitive Federal pay.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 11 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $3.500 $1.925 ($1.575) $1.925 $0.000
34.0 FTE 16.0 FTE (18.0) FTE 16.0 FTE 0.0 FTE
Total Requested $3.500 $1.925 ($1.575) $1.925 $0.000
Resources
34.0 FTE 16.0 FTE (18.0) FTE 16.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Set Federal Published pay | Agencies Efficiency:
pay levels tables incorporate
new pay Timeliness of n/a n/a New pay New pay
scales into updating pay tables tables posted | tables posted
payroll within 24 within 24
systems hours of hours of
timely; presidential presidential
employees decision decision
receive
increases .
according to Effectiveness:
law
Results of n/a n/a Agencies Agencies
New pay evaluations of new report new report new
a_uth_o_ntles are pay authorities and pay pay
significantin | foyiniities authorities authorities
recrwtmen_t have been have been
and retention significant in significant in
successes, recruitment recruitment
tur_nover or and retention | and retention
quit rates successes successes
reduced over
previous
years Use/success of Baseline Increased Increased Increased
student loan established use over use over use over
Increased use | repayment and 3Rs previous previous year | previous year
of student authorities year
loan
repayment
authority
Full cost (S&E): n/a $3.500M $1.925M $1.925M
34.0 FTE 16.0 FTE 16.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

=  Stakeholder meetings, technical assistance to Congress.

Strategies:

=  Facilitate stakeholder understanding of legislation and utilize stakeholder feedback.

SHRP Annual Performance Goal 12: Strategically sustain existing human resources systems and
policies relative to compensation and benefits.

Sustaining laws and regulations in Federal compensation involves rulemaking, implementation of rules,
oversight of administration, monitoring, evaluation, data systems adjustments, publication, presentation,
and training support of policy initiatives, as well as responses to requests from the Congress, media, other
agencies, and non-Federal organizations concerning policy issuances and issues. Thus, OPM will continue
to carry out this work—consistent with the Administration’s civil service reform proposals—by focusing
resources as shown in the table below and emphasizing its importance by highlighting it as an annual
performance goal.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 12 ($ in millions)

FY 2005 Change from FY FY 2006 Change from FY
Fund FY 2004 Actual Enacted 2004 Request 2005
Salaries & $1.800 $2.023 $0.223 $2.023 $0.000
Expenses
15.0 FTE 15.0 FTE 0.0 FTE 15.0 FTE 0.0 FTE
Total Requested $1.800 $2.023 $0.223 $2.023 $0.000
Resources
15.0 FTE 15.0 FTE 0.0 FTE 15.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Response to Views, Agencies Efficiency:
taskings from | briefings, receive
OPM, events sufficient Response timeliness n/a n/a Deadlines Deadlines
Executive ongoing are met are met
Branch, support for
Congress, labor relations .
media, public and Effectiveness:
and private employee
sectors relations Stakeholders view n/a n/a Positive Positive
policy response positively evaluation evaluation
Full cost (S&E): n/a $1.800M $2.023M $2.023M
15.0 FTE 15.0 FTE 15.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Research, analyses, collaboration.

Strategies:

=  Provide advice and support.

OPM Strategic Objective 4

Increase the effectiveness and efficiency of the Federal hiring process and make Federal
employment attractive to high-quality applicants of diverse backgrounds.

SHRP Annual Performance Goal 13: Implement new hiring flexibilities.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 13 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $1.100 $1.795 $0.695 $1.795 $0.000
10.0 FTE 10.0 FTE 0.0 FTE 10.0 FTE 0.0 FTE
Total Requested $1.100 $1.795 $0.695 $1.795 $0.000
Resources
10.0 FTE 10.0 FTE 0.0 FTE 10.0 FTE 0.0 FTE

Program Activities, Outputs, Outcomes, and Performance Indicators

Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Schedule A Implement All agencies Efficiency:
Cooperative Ed | programs employ
Senior and propose | authorities Meeting project n/a n/a Milestones Milestones
Presidential legislation into st_ructure milestones are met are met
Management of their
Fellows recruitment .
Program programs Effectiveness:
Stakeholder n/a n/a Positive Positive
feedback positive evaluations evaluations
Full cost (S&E): n/a $1.100M $1.795M $1.795M
FTE 10.0 FTE 10.0 FTE 10.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Research, analyses, collaboration.

Strategies:

=  Provide advice and support.

SHRP Annual Performance Goal 14: Assist the intelligence community in implementing human
resources policies and authorities.

Work with the Federal Bureau of Investigation (FBI) and other members of the intelligence community
regarding implementation of legislation and Administration intelligence reforms to include Regulations for
Intelligence Career Service, as per Sec. 2003 of Intelligence Reform and Terrorism Prevention Act of 2004,
P.L. 108-458, Sec. 2003, authorizes the FBI Director to (1) establish career positions for intelligence
analysts within the FBI; (2) establish an FBI Reserve Service (limited to 500 employees) for the temporary
reemployment (no more than 180 days) of former FBI employees during periods of emergency; and (3)
through FY 2007, for up to 50 employees per fiscal year, extend the mandatory retirement age for FBI

employees to 65 (current law allows an extension to age 60).

Overall Resources (Full Cost) for SHRP Annual Performance Goal 14 ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $0.000 $1.330 $1.330 $1.330 $0.000
0.0 FTE 8.0 FTE 8.0 FTE 8.0 FTE 0.0 FTE
Total Requested $0.000 $1.330 $1.330 $1.330 $0.000
Resources
0.0 FTE 8.0 FTE 8.0 FTE 8.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Work with FBI Consultations, Agreement Efficiency:
and others meetings, between
regarding decision OPMand FBI | \eeting project n/a n/a Milestones Milestones
Intelligence papers, and milestones are met
Career Service | guidance, as
regulations appropriate .
Effectiveness:
FBI satisfaction with n/a n/a Positive Positive
result evaluations evaluations
Full cost (S&E): n/a $0.000M $1.330M $1.330M
FTE n/a 0.0 FTE 8.0 FTE 8.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= Meetings.

Strategies:

= Research and collaboration with FBI, and other intelligence community agencies.

SHRP Annual Performance Goal 15: Modernize the civil service examination process.

The Administrative Careers with America (ACWA) entrance examination needs revision and
modernization.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 15 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $0.000 $1.430 $1.430 $1.430 $0.000
0.0 FTE 9.0 FTE 9.0 FTE 9.0 FTE 0.0 FTE
Total Requested Resources $0.000 $1.430 $1.430 $1.430 $0.000
0.0 FTE 9.0 FTE 9.0 FTE 9.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Efficiency:
Meeting project n/a n/a Milestones Milestones
milestones are met are met
Effectiveness:
ACWA identifies n/a n/a Qualified Qualified
qualified applicants applicants applicants
hired by hired by
agencies agencies
Full cost (S&E): n/a $0.000M $1.430M $1.430M
FTE 0.0 FTE 9.0 FTE 9.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

= ldentify internal and external expertise to assist with design and meetings. Research,

meetings, contract support.

Strategies:

= Ultilize research and feedback to develop rating schedules, feasibility review, competencies,
and build on these to develop new qualifications standards and provide technical assistance

through Division for Human Capital Leadership to agencies.

SHRP Annual Performance Goal 16: Strategically sustain existing human resources systems relative

to recruitment.

Sustaining laws and regulations in staffing and employment involves rulemaking, implementation of rules,
oversight of administration, monitoring, evaluation, data systems adjustments, publication, presentation,
and training support of policy initiatives, as well as responses to requests from the Congress, media, other
agencies, and non-Federal organizations concerning policy issuances and issues.

Overall Resources (Full Cost) for SHRP Annual Performance Goal 16 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $2.000 $1.428 ($0.572) $1.428 $0.000
19.0 FTE 9.0 FTE (10.0) FTE 9.0 FTE 0.0 FTE
Total Requested $2.000 $1.428 ($0.572) $1.428 $0.000
Resources
19.0 FTE 9.0 FTE (10.0) FTE 9.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Response to Views, Agencies Efficiency:
taskings from briefings, receive
OPM, events sufficient Response timeliness n/a n/a Deadlines Deadlines
Executive ongoing are met are met
Branch, support for
Congress, labor relations .
media, public, and Effectiveness:
private, and employee
international relations Stakeholders view n/a n/a Positive Positive
sectors policy response positively evaluation evaluation
Full cost (S&E): n/a $2.000M $1.428M $1.428M
19.0 FTE 9.0 FTE 9.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

Strategies:

Identify internal and external expertise to assist with design and meetings. Research,
meetings, contract support.

Utilize research and feedback to develop rating schedules, feasibility review, competencies,
and build on these to develop new qualifications standards and provide technical assistance
through Division for Human Capital Leadership to agencies.
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Strategic Goal Il: Human Capital Leadership and Merit System
Accountability

OPM Strategic Goal 11
Federal agencies use effective merit-based human capital strategies to create a rewarding work
environment that accomplishes the mission.

Organization: Division for Human Capital Leadership and Merit System Accountability

OPM’s Division for Human Capital Leadership and Merit System Accountability leads the
Governmentwide effort to transform human capital management so that agencies are held accountable for
managing their workforce effectively, efficiently, and in accordance with Merit System Principles. By
improving agencies’ human capital management, HCLMSA ensures accountability and improves the way
the Government works for its citizens—for example, among myriad other functions, providing national and
homeland security, protecting natural resources, and assisting veterans. HCLMSA accomplishes this effort
through a comprehensive, strategy-driven set of programs and activities.

= |tanalyzes the human capital efforts of agencies and shares its insights and guidance with
them to help them improve in all key areas of human capital management, particularly with
regard to the three primary drivers of human capital: talent, leadership, and performance
culture.

= |t develops and provides agencies with workshops and tools (e.g., the Federal Human
Capital Survey, the Human Capital Assessment and Accountability Framework, and links to
human capital resources).

= It develops and refines the Human Capital Standards for Success.
= |t provides agencies with guidance by setting intermediate goals.

= It tangibly links improvements in human capital management to measures, and ensures
agencies’ compliance with Merit System Principles and personnel practices required by law,
executive order, and regulation.

HCLMSA carries out these responsibilities through five centers that are agency-based in design and two
centers that are focused on cross-cutting implementation in the specific areas of measurement and outreach
activities, and human resources statutory and delegation compliance.

Program Activity: Human Capital Leadership and Merit System Accountability
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Overall Resources (Full Cost) for Organization and Strategic Goal Il ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $30.714 $34.444 $3.730 $34.194 ($0.250)
277.0 FTE 286.0 FTE 9.0 FTE 286.0 FTE 0.0 FTE
Trust Fund Annual* $1.429 $1.275 ($0.154) $1.025 ($0.250)
17.0 FTE 17.0 FTE 0.0 FTE 17.0 FTE 0.0 FTE
Total Requested $32.143 $35.719 $3.576 $35.219 ($0.500)
Resources
294.0 FTE 303.0 FTE 9.0 FTE 303.0 FTE 0.0 FTE

*Includes FERCCA.

HCLMSA Salaries & Expenses Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $424,162 $24,844 $682
Personnel Benefits 6,037 6,210 173
Travel and Transportation 968 966 (2)
of Persons

Transportation of Things 0 0 0
Communications, Utilities 3,684 2,848 (836)
and Rent

Printing and Reproduction 68 53 (15)
Other Services 472 220 (252)
Supplies and Materials 78 78 0
Equipment 0 0 0
Total $35,469 $35,219 ($250)

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.
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HCLMSA General Fund Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $23,488 $24,142 $654
Personnel Benefits 5,872 6,035 163
Travel and Transportation 966 966 0
of Persons

Transportation of Things 0 0 0
Communications, Utilities 3,517 2,700 (817)
and Rent

Printing and Reproduction 53 53 0
Other Services 470 220 (250)
Supplies and Materials 78 78 0
Equipment 0 0 0
Total $34,444 $34,194 ($250)

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.

HCLMSA Trust Fund Annual Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $674 $702 $28
Personnel Benefits 165 175 10
Travel and Transportation 2 0 (2)
of Persons

Transportation of Things 0 0 0
Communications, Utilities 167 148 (19)
and Rent

Printing and Reproduction 15 0 (15)
Other Services 2 0 (2)
Supplies and Materials 0 0 0
Equipment 0 0 0
Total $1,025 $1,025 0

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.
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OPM Strategic Objective 1

Provide advice to agencies and promote best practices on solutions, actions and strategies to
meet their Human Capital Management needs.

HCLMSA Annual Performance Goal 1: Move agencies beyond scoring and into active,

comprehensive, and continuous improvement of human capital management.

Overall Resources (Full Cost) for HCLMSA Annual Performance Goal 1 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $16.209 $18.179 $1.970 $17.929 ($0.250)
147.0 FTE 150.0 FTE 3.0FTE 150.0 FTE 0.0 FTE
Trust Fund Annual* $1.429 $1.275 ($0.154) $1.025 ($0.250)
17.0 FTE 17.0 FTE 0.0 FTE 17.0 FTE 0.0 FTE
Total Resources $17.638 $19.454 $1.816 $18.954 ($0.500)
164.0 FTE 167.0 FTE 3.0FTE 167.0 FTE 0.0 FTE
*Includes FERCCA.
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Assist Tools and Equip Efficiency:
agencies in hands-on leadership to
human capital | technical drive agency | Tyrnaround time on n/a 31 days 23 days 20 days
transformation | assistance to results re P
- quests, inquiries,
tsrt]:gtue%ri]cthe agencies Lead the call | and deliverables
management Timely _ for talent to_ _
of human responses in serve America | Effectiveness:
capital inquiries Provide
PMA progress | agencies with | # of PMC agencies No 2003 HC Waiting on | No 2005 HC Waiting on
and status tools and with rising Employee survey | 2004 results survey | 2004 results
scores services to Satisfaction scores
Skill and create a
Co;n a:tenc performance | # of PMC agencies 2 10 20 24
P Y culture with significantly
gaps in duced skill in
mission- Efficient use reduced ski'! gaps
critical of fiscal mission-critical
. occupations
occupations resources
Results- Achieve # of PMC agencies 5 24 26 26
oriented and customer with leadership
integrated value succession plans
human capital | proposition

plans
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Activity

Output

QOutcome

Indicator/Type

FY 2003
Results

FY 2004
Results

FY 2005
Results

FY 2006
Results

# of PMC agencies
with rising employee
perceptions of
leadership
effectiveness

# of PMC agencies
with linked
performance
appraisal plans for
60% of employees

# of PMC agencies
with certified SES
performance
management
systems

# of PMC agencies
with rising
performance culture
scores

# of PMC agencies
making progress
toward aggressive
hiring time frames
(NEW)

No 2003 HC
survey

n/a

No 2003 HC
survey

n/a

Waiting on
2004 results

14

Established
regulations

2004 HC
survey not
yet available

n/a

No 2005 HC
survey

20

22

No 2005 HC
survey

12

Waiting on
2004 results

24

26

Waiting on
2004 results

24

Full cost (S&E):

FTE

n/a

$16.209M

147.0 FTE

$18.179M

150.0 FTE

$17.929M

150.0 FTE

Engage
agencies to
ensure that
employees
see the
importance of
benefits as
part of their
total
compensation

Training
courses and
guidance to
Federal
Benefits
Officers

Quality and
timely
instruction to
Federal
Benefits
Officers to
ensure that
employees
have the tools
for making
benefits
choices and
retirement
planning

Efficient use
of fiscal
resources

Achieve
customer
value
proposition

Efficiency:

% of benefits officers
trained per year

Effectiveness:

% of customers
rating consulting
services as very
satisfactory or better

% of training
attendees rating
training as very good
or higher

% of employees at
appropriate stage of
retirement planning
per Retirement
Readiness Index

n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

85

85

n/a

Establish
baseline

85

85

Establish
baseline

Full cost (TF):

FTE

$1.429M

17.0 FTE

$1.429M

17.0 FTE

$1.275M

17.0 FTE

$1.025M

17.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

Strategies:

Develop and internally implement a strategic planning process to create and sustain a
performance culture and disciplined execution and evaluation methodology. Apply this
experience to assist other agencies in their strategic planning process.

Conduct a rigorous competency assessment of its own staff, align critical staff skills, and fill
competency gaps to maximize program outcomes.

Identify and share across agencies human capital practices that have generated positive
human capital results.

Integrate human capital tools and knowledge management systems

Develop human capital tools, provide technical assistance, and conduct pilots of promising
human capital practices in real organizational environments.

Evaluate each of its activities’ resource usage against projections and continue to refine
spending plans and execution to ensure effective and efficient use of fiscal resources in
achieving program outcomes.

Promote Public Trust in the Federal Workforce. HCLMSA will engage public service
advocacy groups and congressional bodies on human capital issues to drive forward human
capital legislative initiatives; support Merit System Principles through compliance activities;
and support human resources activities that contribute to national security and a more
effective and efficient Government.

Strengthen and Measure Customer Relationships to Create Strategic Partners.
HCLMSA will reach out to agencies and work to understand their needs and build human
capital awareness, communicate OPM’s value proposition to agencies, establish
expectations and assist with implementation of human capital assessment and accountability
framework principles, and identify and leverage promising human capital practices. This
also includes leveraging e-Government initiatives and competitive sourcing to support
human capital transformation. HCLMSA will provide linkages among agencies and e-Gov
initiatives and competitive sourcing activities.

Innovation. Through strategic partnerships with the agencies, HCLMSA will assist in
launching pilots of promising human capital practices.

Operational Excellence. HCLMSA will consistently, accurately, and cost-effectively
deliver human resources guidance and services.

Influence of the Benefits Programs PARTs on This Annual Performance Goal

During the FY 2006 budget development and accompanying PART process, OPM developed two new
performance indicators to assess the impact of the benefits programs (retirement, life insurance, and health
insurance) on achieving the program outcome of providing Federal employees options and tools for making
benefits choices and retirement planning. The first new indicator, the percent of Benefits Officers trained
per year, will allow OPM to assess its success in engaging Agency Benefits Officers, whose job is to ensure
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that their employees have the employee benefits information they need to make benefits decisions and to
see the importance of benefits as part of their total compensation. The second new indicator, the percent of
employees who are at the appropriate stage of retirement planning according to the Retirement Readiness
Index (RRI), will allow OPM to work with agencies in creating an awareness of what is needed for
individuals to successfully plan and prepare for retirement, from both a financial and personal perspective.
The RRI will identify what Federal employees should know as well as what action they should take, and by
when, to adequately plan for retirement. The RRI is being developed as part of a project that also will
identify education programs and models of best practices to improve retirement readiness. OPM will use
the RRI to measure the impact of its educational efforts on employees’ ability to plan for retirement by
assessing the percentage of employees who are at the appropriate stage of retirement planning. Both of
these new indicators will enable OPM to better assess its success in achieving the program outcome of
providing Federal employees options and tools for making benefits choices and retirement planning.
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OPM Strategic Objective 2

Monitor and assess agencies’ effectiveness in implementing merit-based strategies that support
their mission.

HCLMSA Annual Performance Goal 2: HCLMSA leads the Governmentwide effort to transform
human capital management so that agencies are held accountable for managing their workforce
effectively, efficiently, and in accordance with Merit System Principles to achieve mission results.

Overall Resources (Full Cost) for HCLMSA Annual Performance Goal 2 ($ in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005
Salaries & Expenses $14.505 $16.265 $1.760 $16.265 $0.000
130.0 FTE 136.0 FTE 6.0 FTE 136.0 FTE 0.0 FTE
Total Requested $14.505 $16.265 $1.760 $16.265 $0.000
Resources
130.0 FTE 136.0 FTE 6.0 FTE 136.0 FTE 0.0 FTE
Program Activities, Outputs, Outcomes, and Performance Indicators
Activity Output Outcome Indicator/Type FY 2003 FY 2004 FY 2005 FY 2006
Results Results Results Results
Conduct HR/HC oversight | Protect and Efficiency:
enhanced audits | audit reports promote the
to assess: Auditin ideal of the Turnaround time on 27 days 27 days 26 days 10 days
9. Civil Service ts. inquiri
—HR, HC, and competitively as expressed requests, inquiries,
Merit Systems sourced HR in Merit and deliverables
rocesses
—Personnel P Sy.ste.m Effectiveness:
security Delegated Principles ’
examining unit
—Employee audit reports Secure the # of PMC agencies 2 2 10 26
safety safety of with HR
c fitivel Security Federal accountability
- omge'z_llr\:vey appraisal audits ;-JhmpIO)éees systems that meet
source (background rough | OPM standards
processes investigation comprehensive
; employee
—Delegated audit) safetyplans | % of PMC agencies 30 31 30 35
examining Employee safety under audit
audits Efficient use of
fiscal o .
Classification/pay | resources % of PMC agencies 46 No data 90 95
that meet relevant
appeals .
personnel security
standards
% of PMC agencies n/a 84 100 100
that have workforce
safety plans
Full cost (S&E): n/a $14.505M $16.265M $16.265M
FTE 130.0 FTE 136.0 FTE 136.0 FTE
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Means and Strategies for Achieving This Annual Performance Goal

Means:

Strategies:

Strengthen agency compliance by revamping the audit agenda to better assess the impact of
human capital and human resources programs.

Develop a set of standards and audit processes patterned after the Government Auditing
Standards and the traditional performance audit for assessing competitively sourced human
resources functions, to include, but not be limited to, a critical review of agencies’
documents, contract accountability programs, the efficacy of contractor deliverables and
performance milestones as well as adherence to Merit System Principles, Federal law and
regulations, and public policy requirements. The audit coverage guide will be modified to
include elements of the competitive sourcing audit to ensure consistent Governmentwide
standards (including agency “most efficient organizations™). Based upon audit results, this
program will advise agencies on the standards needed to be achieved as well as provide
concrete suggestions for improvement based upon the best practices from other agencies it
has audited.

Conduct a rigorous competency assessment of its own staff, align critical staff skills, and fill
competency gaps to maximize program outcomes.

Promote Public Trust in the Federal Workforce. HCLMSA will do this by ensuring
adherence to Merit System Principles through compliance activities and supporting human
resources activities that contribute to national security and safety.
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Strategic Goal Ill: Human Resources Products and Services

Strategic Goal 111
Meet the needs of Federal agencies, employees, and annuitants through the delivery of efficient
and effective products and services.

Organization: Division for Human Resources Products and Services

Human Resources Products and Services helps build high-performing organizations and offers support
services that assist OPM customers in caring for Federal employees and their families. Specifically, HRPS
provides high quality, cost-effective services and products that help agencies recruit and retain the best
talent; develop and maintain a results-oriented leadership capacity; and support Federal employees,
annuitants, and their families. HRPS is comprised of four major components.

= The Center for Federal Investigative Services provides investigative services to agencies
on a cost-effective basis that maintains high standards of quality and integrity. These
services include background investigations, suitability determinations, technical assistance
to agencies’ security and suitability staff, and training agencies on investigative services and
adjudicative authorities and processes.

= The Center for Talent Services provides human resources management and consulting
assistance to agencies for attracting the best talent (recruitment, staffing, and classification
services) and optimizing organizational performance (competency and assessment services
and tools); technology management to support agency human resources systems; and
training and management assistance on a contract basis.

= The Center for Leadership Capacity Services provides world class educational and
leadership development courses and programs and makes e-Training/Government online
learning center (one-stop access to e-Training products and services) available to agencies at
a value price. The Centers’ in-residence courses are offered at three locations: Denver,
Colorado; Shepherdstown, West Virginia; and Charlottesville, Virginia. Additionally,
succession planning programs assist in identifying and preparing potential leaders not only
for their current responsibilities, but for their future Federal service. The Presidential
Management Fellow Program recruits exceptionally talented people who hold masters
degrees and doctorates for a two-year leadership development program.

= The Center for Retirement and Insurance Services provides Federal employees, retirees,
and their families with benefits, programs, and services that offer choice, value, and quality
to help maintain the Government’s position as a competitive employer. The Retirement
Services Program adjudicates pending retirement and death claims, determines entitlements
for the Civil Service Retirement System (CSRS) and Federal Employees Retirement System
(FERS), group life insurance (FEGLI) and employee health benefits (FEHB), and
determines initial claims for disability retirement and medical claims. The Insurance
Services Program negotiates benefits and contracts with more than 200 participating health
plans annually in the Federal Employees Health Benefits Program, administers and monitors
health, life, and long-term care insurance and flexible spending accounts.
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Overall Resources (Full Cost) for Organization and Strategic Goal Il ($in millions)

FY 2004 FY 2005 Change from FY 2006 Change from
Fund Actual Enacted FY 2004 Request FY 2005

Salaries & Expenses $4.849 $5.049 $0.200 $5.049 $0.000

37.0 FTE 37.0 FTE 0.0 FTE 37.0 FTE 0.0 FTE

Trust Fund Annual $62.413 $64.046 $1.633 $64.046 $0.000

944.0 FTE 944.0 FTE 0.0 FTE 944.0 FTE 0.0 FTE

Trust Fund No Year $36.483 $27.419 ($9.064) $0.000 ($27.419)

15.0 FTE 15.0 FTE 0.0 FTE 15.0 FTE 0.0 FTE

Total Requested $103.745 $96.514 $7.231 $69.095 ($27.419)
Resources

996.0 FTE 996.0 FTE 0.0 FTE 996.0 FTE 0.0 FTE

Trust Fund Title V & $27.142 $35.050 $7.908 $31.688 ($3.362)
FERCCA*

0.0 FTE 0.0 FTE 0.0 FTE 0.0 FTE 0.0 FTE

Long Term Care Fund* $0.247 $0.700 $0.453 $0.700 $0.000

0.0 FTE 2.0FTE 2.0FTE 2.0FTE 0.0 FTE

Dental/Vision Fund* $0.000 $0.500 $0.500 $0.700 $0.200

0.0 FTE 0.0 FTE 0.0 FTE 0.0 FTE 0.0 FTE

Revolving Fund $483.000 $982.000 $499.000 $1,097.000 $115.000

718.0 FTE 1,834.0 FTE 1,116.0 FTE 2,734.0 FTE 900.0 FTE

Total Resources $614.134 $1,114.764 $500.630 $1,199.183 $84.419

1,714.0 FTE 2,832.0 FTE 1,115.0 FTE 3,732.0 FTE 900.0 FTE

*Estimated amounts that do not require congressional action.
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HRPS Salaries & Expenses Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $41,379 $42,139 $759
Personnel Benefits 10,310 10,940 181
Travel and Transportation 888 798 (90)
of Persons

Transportation of Things 79 79 0
Communications, Utilities 10,648 10,639 9)
and Rent

Printing and Reproduction 185 180 (5)
Other Services 32,800 4,555 (28,245)
Supplies and Materials 169 164 (5)
Equipment 56 51 (5)
Total $96,514 $69,095 ($27,419)

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.

HRPS General Fund Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $3,350 $3,421 $71
Personnel Benefits 837 855 18
Travel and Transportation 727 647 (80)
of Persons

Transportation of Things 4 4 0
Communications, Utilities 22 22 0
and Rent

Printing and Reproduction 0 0 0
Other Services 104 95 9)
Supplies and Materials 4 4 0
Equipment 1 1 0
Total $5,049 $5,049 0

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.
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HRPS Trust Fund Annual Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $36,721 $38,718 $1,997
Personnel Benefits 9,180 9,435 255
Travel and Transportation 151 151 0
of Persons

Transportation of Things 75 75 0
Communications, Utilities 10,617 10,617 0
and Rent

Printing and Reproduction 180 180 0
Other Services 6,912 4,660 (2,252)
Supplies and Materials 160 160 0
Equipment 50 50 0
Total $64,046 $64,046 0

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.

HRPS Trust Fund No Year (RSM) Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $1,309 $0 ($1,309)
Personnel Benefits 292 0 (292)
Travel and Transportation 10 0 (10)
of Persons

Transportation of Things 0 0 0
Communications, Utilities 9 0 9)
and Rent

Printing and Reproduction 5 0 (5)
Other Services 25,784 0 (25,784)
Supplies and Materials 5 0 (5)
Equipment 5 0 ()
Total $27,419 $0 ($27,419)

This display represents only resources subject to direct appropriation (i.e., Salaries & Expenses). Resources shown for
each Annual Performance Goal include all funding sources and are noted accordingly.
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HRPS Revolving Fund Obligations by Object Class ($ in thousands)

Object Class FY 2005 Enacted FY 2006 Request FY 2006 Change
Personnel Compensation $141,000 $201,000 $60,000
Personnel Benefits 32,000 46,000 14,000
Travel and Transportation 11,000 12,000 1,000
of Persons

Transportation of Things 0 0 0
Communications, Utilities 31,000 31,000 0
and Rent

Printing and Reproduction 2,000 2,000 0
Other Services 744,000 783,000 39,000
Supplies and Materials 10,000 11,000 1,000
Equipment 11,000 11,000 0
Total $982,000 $1,097,000 $115,000

Program Activit