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FY fiscal year

GAO Government Accountability Office

GFA General Fund Annual

GSA General Services Administration

HCLMSA Human Capital Leadership and Merit System Accountability Division
HMO health maintenance organization

HR LOB Human Resources Line of Business
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Part 1

Introduction to the
Office of

Personnel Management



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 also oversees and safeguards the Merit System Principles and veterans’ preference and administers
Federal employee benefits programs. OPM also 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 that 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
employees in D.C., its field presence in various locations across the country, and operating centers in
Pittsburgh and Boyers, Pennsylvania, and Macon, Georgia. OPM’s Web site is www.opm.gov.
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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
achieving 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 I); leading the human capital initiative
across the Federal Government and ensuring Merit System protections and accountability for all Federal
employees (Strategic Goal Il); 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. OPM’s Human Resources Line of Business and Enterprise Human Resources Integration
initiatives are transforming human resources processes and providing secure, cross-agency human
resources solutions.

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, and 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, dental and vision care, and flexible spending accounts) and its responsibilities for the
delivery of fast, friendly, accurate, and cost-effective benefits to the beneficiaries of these programs.
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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 IlI 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 Strategy =~ OPM creates an environment that fosters the delivery of services to its customers and employees

through effective communication and management of human capital, technology, financial resources,
and business processes.

How OPM Will Use Its Resources in FY 2007
OPM’s FY 2007 budget request focuses on the following priorities:

» Improve retirement program administration for Federal retirees and survivor annuitants.
» Implement civil service reform across the Federal Government.

» Introduce dental and vision benefits for Federal employees and annuitants.

» Expand health benefits options.

» Enhance workforce recruitment

» Improve the Federal hiring process.

» Improve training and performance management of Federal employees.

» Continue expanding electronic Government.

» Improve career and professional development opportunities for Federal employees.
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The budget will also ensure our ability to meet expectations regarding voting rights protections, veteran’s
preferences, and implementation of personnel security mandates. Details of the request are presented in

Parts 3-5.

How PARTs Were Used in this Budget Request

OPM has applied the Program Assessment and Rating Tool (PART) to six of its programs: the Federal
Employees Retirement, Health Benefits, and Group Life Insurance programs, the Center for Talent

Services and the Merit System Compliance programs. This budget request reflects the results of those
experiences in the following ways:

» More clearly articulated outcomes and new performance indicators for the Merit System
Compliance and Talent Services (Center for Talent Services) programs;

» Requested increased resources for the Retirement Services Program to sustain retirement claims
processing timeliness;

» New performance indicators are being developed for the Retirement program to assess Federal
employees’ retirement readiness and general knowledge of the benefits programs;

» New performance indicator(s) are being developed for the health benefit program to assess health

care outcomes;

» New cost-based efficiency measures are being developed for the Merit System Compliance

program; and

» An aggressive schedule of program evaluations has been planned through FY 2008.

Description of Evaluation

Evaluation of the Employee Benefit

Schedule of Planned Program Evaluations
Purpose

Determine if the employee benefits programs
are meeting their intended purposes: 1)
support Federal agency efforts to recruit and
retain the workforce they need to meet their
missions, and 2) meet the retirement and
insurance needs of Federal employees.

Schedule

Independent program evaluation will
begin during FY 2006 and continue
into FY 2007

Independent Evaluation of
Compliance Program

Determine if the merit system compliance
program meets the statutory intent, desired
outcomes, and expectations of program

participants, legislators, and program officials.

Independent program evaluation will
begin during FY 2006 and continue
into FY 2007

Independent Evaluation of Talent
Services Program

Determine CTS’s overall effectiveness in
meeting its program purpose.

Independent program evaluation will
begin during FY 2006 and continue
into FY 2007

Independent Evaluation for “Human
Capital Performance” Program
(includes SHRP, Human Capital
Leadership and HR LOB).

Design and conduct a rigorous independent
evaluation OPM’s Human Capital
Performance program, encompassing SHRP,
HCLMSA and HRLOB operations, as an
integrated program that reaches across all
three divisions.

Independent program evaluation will
begin during FY 2006 and continue
into FY 2007

Independent Evaluation for
Investigative Services

Design a rigorous independent evaluation
program of OPM’s Leadership Capacity
program in accordance with the requirements
of question 2.6 of the PART.

Independent program evaluation will
begin during FY 2006 and continue
into FY 2007

Independent Evaluation for
Leadership Capacity Program

Design a rigorous independent evaluation
program of OPM’s Leadership Capacity
program in accordance with the requirements
of question 2.6 of the PART.

Independent program evaluation will
begin during FY 2006 and continue
into FY 2007
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Part 2
OPM’s FY 2007
Budget Request



Overview of FY 2007 Request

OPM’s total FY 2007 request of $36,591,767,000—an increase of $928,238,000 above the FY 2006
enacted 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 $255,767,000, a net increase of $17,238,000 for several key
initiatives. The three mandatory payment appropriations total an estimated $36,336,000,000, an increase
of $911,000,000 above the 2006 level.

In FY 2007, OPM’s administrative accounts will support 4,768 full-time-equivalent (FTE) employees as
compared to 4,621 FTE in 2006. Of these, the discretionary appropriations and Trust Fund mandatory
will support 1,982 FTE, and the remaining allocation of 2,786 FTE is in the Revolving Fund.

Discretionary Appropriations

Salaries & Expenses

General Funds: OPM’s General Funds request for basic operating expenses total $111,095,000 and 843
FTE. The 2007 request includes $102,746,000 in Annual Funds and $8,349,000 in No-Year funds for
Human Resources Line of Business (HR LOB) projects. This reflects a net decrease of $10,202,000, 8.4
percent below the 2006 enacted level and is comprised of a net decrease of $8,309,000 to Annual Funds
and a $1,893,000 decrease to No-Year HR LOB activity. The requested resources will enable OPM to
implement several key initiatives, including improving personnel reform and enhancing workforce
recruitment.

Continuing activities include support of Federal agencies as they transform their human capital
management processes, modernize human resources management systems, improve the hiring process,
improve training and performance management, expand electronic government, improve career and
professional development, meet Intelligence Act goals, and enhance outreach to stakeholders and
constituencies.

Transfers from Trust Funds: For the administration of the civil service retirement and insurance
programs, OPM requests a total of $126,908,000 in transfers from the trust funds for 697 FTE. This level
reflects a net increase of $27,892,000 above the 2006 enacted level. This request is comprised of a
increase of $26,730,000 and 5 FTE in No-Year funding and a net increase of $1,162,000 for the Annual
Trust Funds.

The No-Year funding will be used to advance the Retirement Systems Modernization (RSM) project,
pursue licensed software technology, and improve the availability of electronic retirement data. The Trust
Fund Annual resources will be used to improve processing times for retirement benefits claims,
responding to retirement program customer inquiries, and maintaining and adjusting benefit payment
accounts for retirees and survivor annuitants.

Continuing activities include insurance program funds dedicated to administering the contracts for the
Federal Employees Health Benefits Program and the Federal Employees Group Life Insurance Program.
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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 agencywide services.

Office of Inspector General Salaries & Expenses

The request for the Office of the Inspector General (OIG) totals $17,764,000 and 127 FTE, and includes
$1,598,000 and 14 FTE in general funds and $16,166,000 and 113 FTE in transfers from the trust funds to
enable the OIG to carry out its audit, investigative, and oversight responsibilities. This request reflects a
net decrease of $452,000, a 2.5 percent drop in general funds from the 2006 appropriated resources. The
trust funds annual level is unchanged from 2006 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 Retirement System programs, to audit FEHBP plans and carrier information
systems and to continue its prescription drug audit plan, established in 2005.

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 2007 budget includes an estimated
$1,039,016,000 in new budget authority and 2,786 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-government 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 a mix of Federal staff and the use of 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.

OPM is using its resources to reduce the current Governmentwide backlog in background investigations
and decrease the time required for these investigations.

Agency contributions through the Revolving Fund for the HR LOB in FY 2007 are expected to be
approximately $3 million. These funds will be used to further develop the HR Line of Business including
enterprise architecture and requirements development, planning and governance support and assistance
with the set-up and operation of Shared Service Centers and agency migration to established centers.

Mandatory Appropriations

Government Payment for Annuitants, Employee Health Benefits

An appropriation for “such sums as may be necessary” is requested for an estimated $8,765,000,000—an
increase of $561,000,000 over FY 2006—to finance the Government’s share of health benefit costs for
1.9 million annuitants participating in the program.
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Government Payment for Annuitants, Employee Life Insurance

An appropriation for “such sums as may be necessary” is requested for an estimated $39 million—
unchanged from FY 2006—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 $27,532,000,000—
an increase of $350,000,000 over FY 2006—to cover the service cost of the Civil Service Retirement
System that is not funded by active employees.
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Strategic Human Resources Policy

OPM’s request includes $24,881,000 to fund activities supporting the strategic human resources policy
programs. This amount comprises $21,075,000 from the General Funds and $3,806,000 from the Trust
Fund Annual. OPM will use these funds to pursue an aggressive agenda of policy initiatives to continue
to reform human resources management in Federal agencies. We will work with the Departments of
Homeland Security (DHS) and Defense (DoD) to ensure the reforms underway link pay to performance.
At the same time OPM will work with other agencies engaged in Alternative Personnel Systems to assess
the lessons learned from various modernization efforts. OPM is uniquely positioned to apply to the rest of
the Federal workforce lessons learned from modernization efforts undertaken at DHS and DOD. In the
last half-century, the Federal workforce has changed significantly, and the old personnel system has not
kept pace. According to the 2004 Federal Human Capital Survey (FHCS), for example, only 27 percent of
Federal employees believe steps are being taken to deal with poor performers, and only 29 percent believe
differences in performance are recognized in a meaningful way. Little of an employee’s current
compensation is based on performance or mission accomplishment. OPM will deliver this needed human
resources modernization.

OPM will continue to maintain the competitiveness of Federal employee benefits by promoting affordable
options within the Federal Employees Health Benefits Program, such as health savings plans, explore
ways to refine market adjustments to Federal pay, and provide Federal employees with opportunities,
benefits, and service delivery that compare favorably with other employers. For instance, OPM will
continue to develop new workforce recruitment strategies and tools, and further improve the hiring
process. In addition, we will continue to be an active partner in maximizing human resources flexibilities
and pay for performance within a Governmentwide framework.

OPM will assess the results of its strategic human resources policy activities by analyzing data collected
from the FHCS and Federal Benefits Survey to be issued 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 results 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.

Human Capital Leadership and Merit System Accountability

OPM’s request includes $30,758,000 from the General Funds for the Human Capital Leadership and
Merit System Accountability programs. OPM will use these funds to engage Federal agencies in
implementing Human Capital Standards for Success, and other best practices in human capital
management, in keeping with the Merit System Principles, veterans’ preference, and other standards.

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. At the beginning of FY 2006, 11 of the 26 agencies reporting under the President’s
Management Agenda Scorecard met these standards, up from 8 in 2005, and zero in 2003. An additional
14 agencies have made significant progress toward achieving these standards. As a result, the Federal
civilian workforce is employed by agencies that have made significant progress toward meeting these
standards. OPM expects continued improvement in 2006 and 2007 as it strengthens these standards and
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engages more agencies to fully adopt them. Also, OPM expects Federal agencies to make hiring decisions
more quickly and implement improved and documented succession plans. In addition, OPM expects
Federal employees to be better trained for their jobs and to be held accountable for their performance as
their agencies implement improved performance management systems.

Through the Compliance Program, OPM will continue audit, review, and oversight activities to ensure
agencies comply with Merit System Principles and veterans’ preference, and to ensure whistleblower
protection and other rights and privileges are honored and protected. OPM will strengthen this program
by implementing a human capital accountability system that holds agencies accountable for adhering to
these principles, laws, and rules, as well as the human capital best practices referenced above.

Federal Investigative Services

This is a fee-for-service activity to support the processing of background investigations and suitability
determinations for job seekers and tenured employees.

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 Federal Investigative Services Division has brought under one roof a unit that will
conduct the vast majority of background investigations for the entire Federal Government. This
responsibility is critical to the security of our Nation. The transfer encompassed the full range of
investigative and administrative support functions, including reimbursable investigative work, training
and system support, accounting functions, and billing and collections.

Human Resources Products and Services

To support activities for the delivery of human resources products and services, OPM’s request includes
$85,961,000, comprised of $2,010,000 in General Funds and $57,221,000 from Trust Fund Annual and
$26,730,000 in No-Year funds. OPM will use the General Funds appropriation to support the VVoting
Rights Program, as required by the Voting Rights Act of 1969 (42 USC 1973d) and administer the
Flexible Savings Account (FSAFEDS) Program.

We will carry out activities mandated by the Voting Rights Act of 1965. The act is designed to prevent
voting qualifications or practices that deny or abridge a citizen’s right to vote due to race, color, or
language. At the request of the Department of Justice, OPM provides trained Federal observers to monitor
the election process in areas designated by the U.S. Attorney General.

OPM will use $57,221,000 from the Trust Fund to improve the services it delivers to Federal employees,
annuitants, and their families through the retirement and insurance programs. This will include reducing
the time needed to process claims for benefits submitted by retiring Federal employees to an average of
30 days. This represents a significant improvement over the timeliness reported for FY 2005 — 80 days for
employees retiring under the Civil Service Retirement System (CSRS), and 93 days for those under the
Federal Employees Retirement System (FERS). In addition, OPM will use $26,730,000 in No-Year funds
to continue the Retirement Systems Modernization Project by continuing to convert the millions of paper
retirement records to electronic data and contracting for the information technology needed for the
system.
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RSM is the core strategy to meet OPM’s long-term customer service, business, and financial management
goals for the retirement program. As RSM is implemented, OPM will authorize new retirement benefits
within five or fewer days (for 17 percent of all claims in FY 2008 and 49 percent in FY 2009). RSM will
also improve the accuracy of retirement claims from 90 percent (CSRS) and 93 percent (FERS) to
between 95 percent and 97 percent, respectively. RSM implementation is scheduled for 18 to 36 months
from contract award. During this period, OPM will need experienced Legal Administrative Specialists
(claims processors) to provide subject matter expertise and advice as the effort progresses. The requested
resources provide OPM the flexibility to support RSM implementation while maintaining timeliness and
accuracy in processing retirement claims.

For the Federal Employees Health Benefits Program, OPM will continue to negotiate and contract 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. In addition, OPM will continue to maintain the competitiveness of the insurance programs by
implementing the new dental/vision benefits as directed by P.L. 108-496.

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
employment information, management and executive development and training, assessment and test
administration, human resources consulting, electronic official personnel folders (e-OPF), 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.

Management Functions

OPM’s Management functions include executive direction and leadership and ongoing administrative
support to ensure 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
HR LOB 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 $14,092,000 to support these activities and
ensure OPM meets its goals and objectives (hote: total includes total reimbursements).

HR LOB: In 2007 OPM will continue to be a leader in the President’s Management Initiative for
Expanding Electronic Government and has included $8,349,000 in its request to come from Salaries &
Expenses No-Year funds, a decrease of $1,893,000 from the 2006 level. The requested resources will
support the Human Resources Line of Business and Enterprise Human Resources Integration (EHRI). HR
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LOB will continue to identify and document common functional, technical, and data requirements
consistent with Federal human resources policies. It will work toward the establishment of Federal and
private sector Shared Services Centers to meet these requirements. During 2007 the EHRI project will
continue to modernize how the Federal Government maintains, stores, protects, and transmits human
resources transactions and resulting information.

Management Services Division: OPM recognizes the need to support its programs with excellent
administrative management services. OPM requests $62,382,000, comprised of $55,502,000 in General
Funds and $6,880,000 in Trust Funds for facilities maintenance, contracting, procurement, publications,
human capital and equal employment opportunity (EEO) management, security and emergency planning,
and information services management (note: total includes total reimbursements).

As part of its continuing activities, OPM will implement Homeland Security Presidential Directive 12
(HSPD-12), Policy for a Common Identification Standard for Federal Employees and Contractors, which
was signed by the President on August 27, 2004. This mandates the circulation of a Federal standard for a
secure and reliable form of identification for Federal employees and contractors. HSPD-12 requirements
will enhance OPM’s strategic goal of improving security and emergency actions throughout the agency.
In addition, succession planning activities will also be pursued in 2007.

Our funding levels also contain funds for security upgrades at OPM field offices across the country.
These funds will be used to address critical vulnerabilities and correct the most serious problems
identified during field evaluations. Failure to correct these deficiencies compromises the security of our
employees.

Office of Chief Financial Officer: OPM’s Chief Financial Officer budget request of $15,477,000 general
and $7,158,000 trust fund annual includes activities for financial management, budget and performance
planning, and internal control and risk management activities (note: total includes total reimbursements).

Through these activities, OPM will strive to make solid progress in advancing the President’s
Management Agenda. 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 & Expenses account.

Rent and Centrally Funded Items: Funds are included for GSA Rent and Centrally Funded items such
as Workers Compensation, Unemployment Insurance and telephone bills.

Relationship to OPM's Strategic Plan

OPM is updating its Strategic Plan, as required by the Government Performance and Results Act that
agency strategic plans be updated every 3 years. Thus, this is the last OPM Congressional Budget
Justification (Performance Budget) developed under the framework of OPM’s current strategic goals.
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. Thus, 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 The OPM

program divisions are:
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Strategic Human Resources Policy Division (SHRP)

Human Capital Leadership and Merit System Accountability Division (HCLMSA)
Federal Investigative Services Division (FISD)

Human Resources Products and Services Division (HRPS)

Human Resources Line of Business Program Management Office (HR LOB)
Management Services Division (MSD

Office of the Chief Financial Officer (OCFO)

VVyVYyVYVYYVYY

This structure supports accountability and ensures OPM executives, managers, and staff is fully aware of
their specific organizational and strategic priorities. It also enables OP