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. Appnted April 23, 2003

 Confirmed Chairman on
November 21, 2004

» Served as Acting Chairman
since December 10, 2003
when he was designated by
President George W. Bush
to be Vice Chairman

« Term expires on March 1,
2009



—*

MEfISER=Barbara.Sap]

- p— ——————————

— . — - o ——

Vliember since
November 21, 2004

 Nominated by
President George W. Bush

* Acting Chairman from
December 2000 to
December 2001

 Term expires March 1, 2007



dicatory Agencies
|
EEOC FLRA OSC

‘-'— the Equal Employment Opportunity Commission.
: Investigates and resolves discrimination complaints.

= FLRA — the Federal Labor Relations Authority.

| Resolves issues related to collective bargaining and
' ——t labor practices.

OSC — the Office of the Special Counsel.

Receives whistleblower disclosures; investigates
allegations of prohibited personnel practices and
violations of the Hatch Act (improper political activity).
Formerly part of MSPB.
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dicatory Agencies Policy Agen
| |
EEOC FLRA OSC

Issues regulations under title 5, the law governing
most civil service hiring, pay, and management.
Oversees agency compliance with title 5. The OPM
Director is tied to the current Administration.

Other Agencies

Congress has authorized some agencies, such as
the Department of Defense and the Department of
Homeland Security, to develop their own HR
systems and policies.
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Objective ~ |Function

Protiect employees Adjudicate appeals from
firomi abuse personnel actions

- =

= = ® Terminations

= | Personnel decisions .
: ® Demotions
~——  |based on merit )
e ® Suspensions > 14 days
= g ® Reductions in pa

~  |Freedom from prohibited 2

® Others

practices

Study OPM policies and

Personnel policies and \
P agency practices

practices based on merit




TVi rit-Based Management
€ vil Service Flexibility

r—'l-—__:‘ —— Individual Efficiency
— — Rights of the Service

N .
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Anlindependent, monpartisan; perspective.

~

—__)”r t from GAO' (2
— Ih stlnct firom OPM

J r c ectlve information on Federal human
‘esources management (HRM) that —

= e Supports strategic, merit-based HRM

i

-'_Z'_;_ - — Educates, provides solutions,
. or recommends improvements

® Ensures the public’s interest in a merit-based
civil service

congressional agency
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1980-1982

1984

1989

Incentive awards program greatly expanded to encourage
managers to reward outstanding contributions

Federal Salary Reform Act provided managers with the
quality step increase to reward top performers

Civil Service Reform Act authorized:

e Performance appraisal reforms

e Large cash awards for employees

e Merit pay and cash awards for GS-13-15 managers
Establishment of SES and performance incentives
e Demonstration projects

Bonuses initially limited to 25 percent of salary and
later reduced to 20 percent of career SES members

Congress created the Performance Management &
Recognition System (PMRS) to replace merit pay for mid-
level managers

Agencies covered by the Financial Institutions Reform,
Recovery, and Enforcement Act (FIRREA) received
authority to develop their own pay systems
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Concerns about pay resulting in recruitment and retention
problems led to the Federal Employees Pay Comparability

Act (FEPCA)

1993 Performance Management & Recognition System
(PMRS) terminated

1995 e Performance management systems decentralized

e FAA received authority to develop a new
compensation system
IRS received authority to redesign its pay system

OPM decentralized control of SES performance ratings

Homeland Security Act created DHS and provided
“authority for it to design its own pay system
2003 e National Defense Authorization Act for Fiscal Year 2004
granted DOD authority to develop and implement a new
pay system
e Human Capital Performance Fund established
SES pay for performance plan implemented
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Issue Private Sector Public Sector

Current use of | Two-thirds to three-fourths of | Less than half have ventured outside
performance- | companies report using some | of the General Schedule or a similar

based pay form of variable pay pay plan
Nature of the Annual bonuses are most Annual cash awards, quality step
performance- common increases, within grade step
based increase increases (when eligible)
Size of Varies greatly by industry and | Relatively small percent, generally
increase level, but often sizeable (e.g., less than 4% of salary
30%)
Stability of Fluctuates from year to year Stable, with the expectation of
salary levels since bonuses place a larger gradual increases over time
percent of salary at risk
Transparency Secrecy often enforced Somewhat open-salary levels tend to

be common knowledge; the value of

awards given to individual employees
is not typically publicized within an
organization, although this

information is publicly available
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Issue

Stereotypical
motivation of
employees
Accountability

~ Customer satisfaction

—
—
S —

Measurable outcomes

Management
philosophy

Private Sector
Money

Customers,
Shareholders

Customers usually
have a choice

Often use sales
figures or quantity
produced
At will employment,
pay decisions at
company’s discretion

Public Sector
Public service

Congress, President
and public

Agency may measure
customer satisfaction,
but is often the only
service provider
Accomplishments may
be more difficult to
quantify
More concern for
employee rights;
employees entitled to
Increases
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Issue
Goal

Pay based on

What drives
pay increases

Who
determines
pay increases

GeneraIScheduIe

Ensure internal equity (equal pay
for equal work)

Position and level which largely
reflect tenure (especially for
career ladder promotions and
within grade increases) when
minimal performance standards
are met
Tenure (time in grade/step) if
performance is acceptable

Virtually automatic with
completion of time required
although the supervisor has the
authority to grant quality step
increases or deny the within
grade increase

—

_,_,J

Pay for

Performance
Pay top performers
more than average or
poor performers

Employee and/or
organizational
performance during the
rating period

Individual contributions
and/or organizational
performance
Usually the supervisor
and/or other levels of
management (including
top executives)
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Issue

Breadth of pay
ranges

Classification for
pay purposes

Predictability

Transparency

—_—

General Schedule

Narrowly defined in terms of
15 grades with 10 steps
each (for vast majority of

workforce)

Typically many very specific

job classifications with
associated grades/levels
Employees basically know
what to expect year-to-year
as increases are virtually
guaranteed with acceptable
performance
Employees generally know
what their coworkers earn
and why

eERERIESchedule vs. Pay For Perfermancexeon

—

Pay for Performance

Frequently very broad pay
ranges (e.g., 100% of
salary level)

Often large groupings of
similar jobs in a single pay
band
Pay increases can vary
widely and only those who
performed at a very high
level receive increases

Employees rarely know
what their colleagues earn
or why. Although they
know the band boundaries



‘i_?‘ for performance system functions well:
dir g performers receive the greatest rewards,
ra ‘lng continued high performance

--'H'

_.-__—-ﬂ_, -.-~::J-'" performers receive smaller raises, but maintain

— ‘~buy|ng power” to inspire higher performance and reward
Jévels

- 3) Poor performers receive no increase to motivate improved
performance or departure
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""""PEF formance performance
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Supervisory
Behavior

Pay for
Performance
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- Informal performance feedback >

Day-to-day work >
Job opportunittes _  ——*
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*Total effects below traditional levels of statistical significance (t<2.0).
Source: Corporate Leadership Council 2002.
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1. Communication

~ 2. Communication

e

~— 3. Communication

Performance appraisals don’t manage performance!
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S'taJQ__" g WOrking' relationsnips
gla "'n'g expectations

©oviding continuous feedback
chlng

Engaglng employees in planning and
- development

® Recognizing success

Source: OPM, “Performance Management Competencies: Communication Skills,” Workforce Performance, Spring 2001.
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Preparation for culturall change of
mov]*-’ to pay for performance.

ilding solid foundations based upon
' _f‘ear communication.

= ?;Su pervisory Accountability
o Emphasize employee communication

¢ Developing trust in supervisors and the
system.

J BjU]
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ae|UINYE] .ue and reward excellence.
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o 1z e fairer than the GS because
SCOT j_"[butlons not tenure.
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“» Shows little evidence of moving organizational
performance by rtsefr.
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o> Tog pay;}*"-" ‘==) Retention of
“superstars”

.. m=) Impact on "B”
: ;reases employees

* No pay increases mmp Turnover of
underperformers
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WIENTIOtIVates,employ

- Percent including factor among their top three

- 0
Personal pride Desire to Monetary Public  Desire to help
or satisfaction make a award duty work unit meet
in my work  contribution goals

Source: MSPB, Merit Principles
Survey 2000
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SREIPIGYEE PEriiormance
SNOligenizational performance

®Whole is greater than the sum

— — of the parts

g
—

':r’itil'fjtreasing the B players as well
- as the superstars
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LeyNOIRpErTonanCEtiEIpSTecrUitment
ELENLION of Nigh' performers

41'.

J HrJ\/ rc  performance does not necessarily
er ve organizational performance

" __.--q- L= -
e

- —_ ___-,_...__

— o Fpr ponee engagement is the key to improving

—— i

—organlzatlonal performance

Source: CLC 2004 Employee
Engagement Survey
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1] v,<r"= - to which employees commit to
= methlng or someone in their
_ anlzatlon and how hard they work and

—

f- = ':how long they stay as a result of that

— —

-’*--‘*‘; | commitment.
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I de’ 6|5mental or
== grﬁfessmnal needs

| being met?
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NICMENT:

Emotional commitment:

Does the employee
value, enjoy and believe
in their job, manager,
team, or organization?
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‘ Attraction/Retention

e

~ — Emotional ‘ Discretionary Effort
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aricl Enfle oyee EndEgEment

SWAIGVVEpaY SELting flExIpIlity to attract and
Eeiaininign performers.

5 “"aSize new supervisory behaviors

— Tacl 1tat|ng emotional commitment.
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== Allgnlng employee effort to mission.

® Supervisory behaviors affect employee
engagement.
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SPERViSOry Behaviors Maximizinghe e

DISEELONalY E%T:t-p.

2V alticUlates organlzatlonal goals

JSELS r-~ listic performance expectations

\rl,;s 5/to changing circumstances

Helps find! solutions to problems
emonstrates honesty and integrity

‘o POssesses job skills

® People in the right roles at the right time

e Commitment to diversity
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Qr)‘r)or'iih' t5 “Significaﬂtlmprovemﬁ;‘ '
2nicl Tngove "@ﬁ".a!:" .

J Jom t)/0)¢ |Id|ng the' performance evaluation system

SNl ﬁogs ratlng checks and balances to ease
5[S ICIOI"IS and raise trust levels

,evelopmg open communication of goals and

~results
e Building trust in the fairness — transparency

¢ Continually evaluating the system
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p commitment
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i‘“fl'_rust between supervisors and employees
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o Supportlve personnel systems



o [rezjies pﬁ)yees fairly when assigning work, evaluating
,Jerua- ance and allocating rewards

-:Lf; ~Pro vide contlnuous accurate, and meaningful feedback

. 3 . Provide assistance for poor performers to improve
performance

® Supervisors must be able to exercise the necessary
discretion to make personnel decisions
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Parforrrizll ‘-hé' Evaluation :

J fmrrormr ce measures have been carefully
rler d Including the most critical outcomes

e — .
_-"'_‘-

EFmance IS evaluated at the appropriate level

‘.

,Employees understand how their individual
performance supports organizational outcomes



Features of a.Su cessful.;—
Pa)y for PEridikEIles En__u;on S
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'O-Pay and awards are distributed according to
performance

® Supervisors and managers are held accountable
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@n=going training for supervisors and
‘—‘J'J'Jr @ ees
il equate funding is ensured

= _Iﬁntlnuous evaluation

i

,.-—

~—~  — Accomplishment of objectives

— Impact on employee attitudes, engagement,
satisfaction, performance



“whatever the rules are, whatever
the processes agreed to, a lot of this
~ IS going to depend on trust.”

--- DHS SRC Member Pete Smith,
President and CEO, Private Sector Council



i
- ‘{"' I

In a more flexible system, to what extent do you
think your supervisor would exercise the following
authorities in a fair and effective manner?

60%
50%

40%

30%-

0%

10% |

0%

Pay Setting Adverse Actions

| O Great Extent BE Considerable Extent [ Minimal or No Extent |

Results from the 1996 Merit Principles Survey



MEHVALNGFPERGMance Threugh Pay,

Cauﬁ'
Money may not
motivate.

May harm cooperation,
information sharing,
and group performance.

Poorly conceived
expectations and
measures may produce
undesirable outcomes.

Requires rigorous
collection and
evaluation of data.

Perceptions of unfair
performance ratings.

Low levels of trust

Funding is often
limited and
unpredictable.




“In the midg
difficult
opportu




SIspBLilnIty for Significant

iggIevEment andSRnovation
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JoiiEy j__l_ﬁ't'hé Performance Evaluation System.

-

Ichorpr,ar checks and balances to ease suspicions
ghid faise trust levels.

—

=% Open Communication of goals and results.

—_——

'f’:—;::B’i;ﬁId_ing trust in the fairness — transparency.

¢ Continually evaluating the system.
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Increased ' Organizational
ce individual performance
| performance

°s Increase

discretionary effort

= {® -Increase
—

* organizational

| commitment
¢ Clarify expectations

® Retain high 1 iI k

performers ‘r""

® Deal with marginal
employee
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= ] 'I:%eat it as a major cultural change
e Plan it out
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SWOPsnot engadged at work
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o Lejp) gf-s you stay —less engaged

= »'Z'I'alents rarely change

e Most improvement potential in strengths
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Jﬁign appraisal

- systems around
these factors.




Design and build each role to create
world class performers in the role.

g N www.sporting-heroes.net
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