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Training (FAA), and Anti-Terrorism Training (State ATA), focused on training required to support the
missions of component organizations within DHS, DOT, and the State Department.

2010 Issues and Challenges

In FY 2010, the Center for Leadership Capacity Services will increase custom tailored programs,
implement a certificate of education program for Federal managers, and maintain its ongoing core
executive and managerial development programs. In FY 2009 and FY 2010, OPM will continue to
monitor the performance of CTS-GoLearn contract vendors’ performance and conduct a customer
satisfaction survey to assess the value and delivery of CTS-GoLearn products and services.

Government is facing a potential shortage in the number of qualified employees ready to assume
leadership roles. Retirements and separations are widening the gap between leadership positions and those
prepared to move into them. CLCS will meet this challenge through a variety of programs. These

include: the Leadership Education and Development (LEAD) Certificate Program - a pathway for Federal
employee achievement; the Executive Master of Public Administration Program (Executive MPA); and a
partnership program with leading universities. Along with the Presidential Management Fellows
Program, CLCS’ customized programs will help agencies develop future leaders.

References in this Document

Section Page
Part 3 — Budget by Organization

Human Resources Products and Services Division 81




Health Care
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease
Budget Source $ FTE $ FTE $ FTE
Annual Trust Fund Limitation (OPM) $14,968 87.0 $14,316 85.0 ($652) (2.0)
Annual Trust Fund Limitation (OIG) $14,544 96.0 $15,842 96.0 $1,298 0.0
Salaries and Expenses $109 1.0 $109 1.0 $0 0.0
Subtotal, Discretionary Authority $29,621 184.0 $30,267 182.0 $646 (2.0)
Mandatory Authority, Dental & Vision
Benefits (5 USC 8958 (f)(2)(A) & 5 $4,800 7.0 $4,941 6.5 $141 (0.5)
USC 8988()(2)(A))
OPM total $34,421 191.0 $35,208 188.5 $787 (2.5

Workloads / Performance Information

Workload / Performance FY 2008 FY 2009 Estimate FY 2010 Estimate
Amount of FEHB Benefit Payments ($ $35,586 $37,481 $40,474
millions)

Number of FEHB Enrollments 4,012,319 4,034,000 4,086,000
Description

OPM administers three major programs that address the health care needs of Federal employees,
annuitants, and their dependents. Since 1959, the Federal Employees Health Benefits Program (FEHBP)
has offered group health insurance to Federal employees. Federal retirees were added to the program in
the 1960’s. The FEHBP currently offers 269 health plan options which cover nearly 8 million Federal
employees, annuitants, and their dependents. In 2006, OPM initiated the Federal Employees Dental and
Vision Program which established group dental and vision care benefits. OPM also administers a flexible
spending account program, FSAFEDS, which permits Federal employees to set aside money on a pre-tax
basis to pay for non-reimbursed health and dependent care expenses.

On average, the Government contributes approximately 70% of the total premium cost of enrollments
within the FEHBP. Federal agencies, as employers, pay their share of premiums out of the same
resources appropriated or otherwise available for the payment of employee salaries. The government’s
share of retiree premiums is paid from the General Fund via “such sums as necessary” annual
appropriations.

2010 Issues and Challenges

The ever-increasing cost of health care is a national challenge. OPM, through tough contract negotiations
and extensive program oversight, has had remarkable success. Annual average premium increases were
only about 2 % in both 2007 and 2008 contracts but the 2009 contract increase was 7.0%.

OPM is committed to expanding the use of health information technology (HIT) within the FEHBP.
Included among these initiatives are electronic personnel health records, e-Prescriptions, and disease
management programs. OPM believes that these and other HIT initiatives will improve the quality of
care and reduce the cost of health care by eliminating manual tasks, improving the coordinated quality of
care and reducing medical errors. OPM’s major challenges to expanding the use of HIT within the
FEHBP will be managing considerable implementation costs and ensuring that participant data is secure
and safe from unauthorized access.
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Retirement modernization
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease
Budget Source $ FTE $ FTE $ FTE
No-year Trust Fund Limitation $15,200 6.0 $4,248 5.0 ($10,952) (1.0)
Subtotal $15,200 6.0 $4,248 5.0 ($10,952) (2.0)
OPM total $15,200 6.0 $4,248 5.0 ($10,952) (1.0)

Performance/Program Timelines

Performance/Project Area FY 2009 FY 2010 Target
Implement Earned Value Management August 1 Ongoing Ongoing
Develop business case July 1 July 1 Annually
Perform detailed requirements review Ongoing Ongoing Ongoing
Perform investment review Quarterly Quarterly Ongoing
Risk Management Ongoing Ongoing Ongoing
Program Review Ongoing Ongoing Ongoing
Description

OPM’s retirement modernization efforts are intended to improve the processes and technologies used to
process Federal retirements and provide better customer service to annuitants and survivors. OPM aims
to enhance and modernize the administration of the retirement program by implementing technology and
data enhancements and by partnering with Federal agencies. The objectives of this end-to-end business
transformation are to migrate from a paper-based environment to an electronic system of retirement data
management; improve retirement processing and post-retirement processing efficiency; and enhance
customer service.

2010 Issues and Challenges

Retirement modernization efforts have faced many challenges over the past year. With the Defined
Benefits Technology Solution (DBTS) contract no longer in place, OPM is reviewing its long term
strategic objectives and requirements for retirement modernization. OPM is also updating critical
program documentation including the Program Management Plan, Concept of Operations, and Integrated
Master Schedule to ensure the project is managed according to sound management principles. Beginning
in early 2009, OPM began developing a business case that will lead to a comprehensive cost estimate and
capital asset plan for 2011.

While this comprehensive re-planning exercise is underway, OPM continues to make progress on the
fundamental elements of data collection and storage, basic data integration and data cleansing work, and
imaging of paper records, while exploring options for technology solutions. When the documentation
updates currently underway are completed, we are confident that the retirement modernization program
will have a solid foundation on which to build its future efforts.

Requested appropriated resources for retirement modernization in FY 2010 will be over $10.5 million less
than in FY 2009. OPM plans to continue moving forward with its data collection, storage, integration and
cleansing work and imaging of paper records while re-planning the program. OPM also continues to look
at opportunities to leverage other initiatives, EHRI for example, for improvements to the retirement
program.
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Retirement Programs
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease

Budget Source $ FTE $ FTE $ FTE
Annual Trust Fund Limitation (OPM)* $84,449 477.7 $84,074 464.1 ($375) (13.6)
Annual Trust Fund Limitation (OIG) $3,886 19.0 $4,233 19.0 $347 0.0
Subtotal — Discretionary Resources $88,335 496.7 $88,307 483.1 ($28) (13.6)
5 USC 8348(a)(1)(B) - Mandatory $32,003 2815  $33,233 281.5 $1,230 0.0

Authority

FERCCA - Mandatory Authority $1,430 10.0 $1,981 12.0 $551 2.0
Subtotal — Mandatory Authority $33,433 291.5 $35,214 293.5 $1,781 2.0
OPM total $121,768 788.2 $123,521 776.6 $1,753 (11.6)

* Dollars include direct retirement operations, retirement policy, share of agency rent costs and share of centrally managed
“common services”. FTE shown are directly related to retirement operations, policy and oversight.

Workloads / Performance Information

FY 2009 FY 2010

Workload / Performance FY 2008 Estimate Estimate
Number of Retirees added to roll 92,232 97,346 99,358
Numper of Annuitants & Survivors on 2.471,000 2,512,000 2,535,000
annuity roll
Annual Value of Annuity Payments

- $63,432 $67,224 $69,684
($ millions)
Description

OPM administers two Federal retirement programs; the Civil Service Retirement System (CSRS) and the
Federal Employees Retirement System (FERS). Combined, these two systems cover over 1.8 million
employees and disburse monthly benefits to approximately 2.5 million retirees and survivors. Multiple
OPM organizations have a role in the administration of the retirement program. The Strategic Human
Resources Policy Division provides policy guidance and actuarial support for the program. The Human
Resources Products and Services Division calculates and authorizes program benefits, maintains program
records, and provides customer services. The Office of the Chief Financial Officer performs accounting
and financial reporting services for the program. The Management Services Division develops and
maintains the program’s automated systems, and the Office of the Inspector General provides program
oversight and investigates allegations of waste, fraud, and abuse.

2010 Issues and Challenges

During 2010, OPM’s Retirement Program will continue to provide retirement services to the 2.5 million
Federal retirees and survivors who receive annuity payments. It will continue to make benefit
determinations based on applicable laws and regulations. The scope of program activities include making
initial eligibility determinations, adjudication, post retirement changes, and survivor processing.

Among the retirement program’s many challenges are paper-based processes that require manual
intervention both at OPM and at agencies where significant data collection at the time of retirement is
required prior to computing an employee’s annuity.

In addition, the process is time consuming; it can take up to 3 to 4 weeks before OPM receives a
separating employee’s retirement package from agencies. Once received, the package may not be
complete and OPM must collect additional information. Almost 40% of all retirement packages sent to




OPM require additional contact with the originating agency. This lengthy data collection process
following the employee’s retirement inhibits timely, accurate payments.

As a result, over 95% of annuitants receive an interim payment for their first check as opposed to the full
amount they are due. Interim pay represents roughly 95% of a retiree’s estimated net annuity and most
retirees receive at least 1 or 2 interim payments while their claims are being adjudicated.

To process retirements, the program relies on over 80 legacy systems. The risk of total system or
component failure is high as several of the systems are over 30 years old and are based in antiquated code
and logic. Further, the number of staff with the requisite skill sets that support these systems are
diminishing as the workforce ages and retires. Additionally, these systems largely require manual data
entry which is time consuming and increases the propensity for error.

Capabilities to efficiently serve annuitants and survivors are constrained by limited staff and limited
technology while customer service expectations are increasing. Workloads throughout the Retirement
Program have grown over the past several years and are projected to increase further as more Federal
employees become eligible to retire.

Retirement modernization is intended to make needed improvements in retirement processes,
technologies, and services.
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Security Clearances
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease
Budget Source $ FTE $ FTE $ FTE
Revolving Fund $945,244 2,406.0 $978,000 2,415.7 $32,756 9.7
OPM total $945,224  2,406.0 $978,000 2,415.7 $32,756 9.7

Workloads / Performance Information

Workload / Performance FY 2008 FY 2009 Estimate FY 2010 Estimate
Background Investigations Processed 313,202 250,000 250,000
Natu_)nal and Special Agency Checks and 1,424,043 1,400,000 1,400,000
Inquiry Cases Closed

Special Agreement Checks Closed 581,844 500,000 500,000

Description

The Federal Investigative Services Division (FISD) provides background investigative services to
agencies. FISD conducts more than 90 percent of the Federal Government’s background investigations on
Federal employees, contractors, and military members. Investigations are a critical step in the Federal
hiring process and can affect hiring or removal decisions based on the individual’s fitness and suitability
for employment. Based on information gathered in background investigations, Federal agencies issue
security clearances and make suitability determinations.

2010 Issues and Challenges

OPM continues to recognize and overcome significant challenges in improving the investigations and
adjudications process. FISD is actively pursuing investigative methods that will increase the use of
existing automated records systems to improve timeliness and still maintain quality. OPM has
participated in the Joint Reform Team efforts to create an Automated Record System that will utilize
government and commercial databases to collect relevant information. FISD will continue to focus on
timeliness for completing investigations. This division has initiated aggressive training methods to
bolster the field investigator and operations workforce and has successfully deployed an imaging system
which allows for the electronic delivery and storage of case papers. The e-QIP (Electronic Questionnaire
for Investigative Processing) system provides agencies with the ability to remotely enter and transmit case
papers when requesting a background investigation. Five agencies currently receive completed cases via
electronic delivery. OPM is preparing to deploy electronic delivery to additional agencies pending their
installation of the required secure connection. Agencies are also increasingly deploying the e-QIP
system, which provides them with the ability to remotely enter and transmit case papers when requesting
a background investigation. Ultimately, these types of technical initiatives will improve OPM’s and
agencies’ responsiveness to Federal and contractor staffing needs.

OPM is also working with stakeholders to develop a more simplified system for investigative and
adjudicative functions. A tiered investigative model has been developed that would allow for the use of
prior investigative data should the need arise for a higher level investigation. The entire investigative
process is being reviewed and models are being developed in conjunction with the Joint Reform Team,
which is detailing new methods to conduct security and suitability investigations.
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Staffing
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease
Budget Source $ FTE $ FTE $ FTE
SHRP Salaries & Expenses $12,246 82.2 $12,816 84.2 $570 2.0
HCLMSA Salaries & Expenses $3,458 27.1 $4,402 46.3 $944 19.2
FPRAC Salaries & Expenses $235 1.0 $239 1.0 $4 0.0
Total OPM $15,939 110.3 $17,457 131.5 $1,518 21.2

Workloads / Performance Information

Workload / Performance FY 2008 Results FY 2009 Target FY 2010 Target
# of agencies that meet their annual targets
for closing mission-critical 21 out of 26 agencies 20 out of 26 agencies 22 out of 26 agencies

occupation/competency gaps

% of hires in each agency hired within the
45-day time frame, as described in OPM’s 64% n/a n/a
hiring time frame model

% of hires in each agency hired within the
80-day time frame, as described in OPM’s n/a 10% 15%
hiring time frame model

The 45-day metric was changed in September 2008, when OPM issued the End-to-End (E2E) Hiring Roadmap, thereby
implementing a more aggressive standard for federal hiring. The E2E standard requires agencies to complete the entire federal
hiring process — from the date a hiring manager communicates to HR that he/she has a budgeted position to fill, through to the
employees’ entry on duty date in 80 calendar days. The previous metric measured only a small portion of the entire process, and
measured in business rather than calendar days. The equivalent portion of the hiring process in the E2E standard takes only 23
calendar days.

Description

OPM leads the Government-wide staffing effort to ensure that Federal agencies acquire and retain
employees with the specific skills, knowledge, and abilities essential to achieving agency goals and
missions. OPM, through its Human Capital - Talent program (see page 81), helps Federal agencies be
“employers of choice,” to compete successfully with other employers by using effective recruitment and
retention strategies. We make use of available recruiting, hiring and retention methods, tools, authorities
and flexibilities.

One of the major activities for OPM is the End-to-End Hiring Initiative that was launched by OPM in
February 2008. In partnership with the Chief Human Capital Officers Council (CHCOC) Subcommittee
for Hiring and Succession Planning, the goal of the initiative is to transform federal hiring into an
improved experience for applicants and line managers by designing a roadmap for hiring end-to-end,
from workforce planning through the first year of a new employee’s orientation integrating all aspects of
hiring to attract top talent, keep applicants well informed of the hiring process, and integrate new
employees into agency missions. This new approach to Federal hiring is designed to focus on the
applicant: his or her expectations, needs and interests.

OPM continues to actively pursue the benefits of telework, which is a great recruiting and retention tool,
for all Federal employees, including its own. As OPM estimates that 40 percent of the federal workforce
will likely retire in the next 10 years, there is a continued emphasis on hiring practices and benefits that
will ensure the federal government meets its recruiting needs in the near future.




2010 Issues and Challenges

One of the challenges facing Federal agencies is how to attract and recruit qualified individuals by
meeting their expectations for user-friendly application procedures, clear communication about the hiring
process and an engaging orientation experience.

In the next five years, the Federal Government will lose a significant portion of its valued workforce
through attrition. The Government’s ability to replace this loss of skills and experience with new talent
will depend on our capability to efficiently and effectively recruit, hire and retain high performing
employees.

There is broad agreement that the current competitive hiring process needs improvement. Applicants
regularly report confusion about differences among agencies’ application processes, complex application
requirements that are difficult to meet, and lack of communication from agencies about the hiring process
and the applicant’s status. Human Resources (HR) professionals express frustration at a perceived lack of
managerial commitment to participate fully in the key elements of hiring such as workforce planning and
timely decision making. Managers complain that HR policies and procedures are unclear, overly
bureaucratic, and un-responsive to their needs.

These combined frustrations make it more difficult for the Federal Government to hire qualified
employees in the stiff competition for top talent.

The E2E Hiring Roadmap was designed to be a living document that will be refined as more is learned
from agencies’ implementation experiences. In FY 2009 and 2010, OPM and the CHCO Council will
continue to partner in assisting agencies with implementation of the Roadmap. OPM is developing a
resource guide for agencies to support transformation of their hiring through Roadmap implementation.
OPM’s Human Capital Officers will continue to work with agencies to conduct gap analyses of current
hiring processes against this Roadmap and will help agencies develop and implement strategies to work
toward the Roadmap.

In FY 2009, agencies established baselines against the E2E measures. Throughout FY 2009, agencies
will set targets for improving on these baselines and will implement improvement plans. Agencies will
then report their progress in meeting their E2E targets in their FY 2009 Human Capital Management
Reports (HCMRs) to be released in early FY 2010. Throughout this process, OPM will continue to
partner with agencies to assist as needed with data collection, analysis, target-setting and improvement
planning and implementation.

While the ultimate goal of the E2E Hiring Initiative is to transform Federal hiring across agencies and
occupations, the transformation process is by its nature incremental. Throughout FY 2009 and 2010,
OPM will work with agencies to identify specific occupations, positions, or components they want to
focus on during the initial stages of reengineering and implementation. In addition, OPM will continue to
work with agencies to set attainable targets for improvement that reflect their particular circumstances.
While it is not expected that all agencies will immediately meet the timelines established in the Roadmap;
it is expected that agencies will set aggressive improvement targets. OPM will work with agencies to
help them attain these targets and help them make progress in order to meet the standards established in
the Roadmap.
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USAJOBS
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease
Budget Source $ FTE $ FTE $ FTE
Revolving Fund $9,660 11.0 $9,780 12.0 $120 1.0
OPM total $9,660 11.0 $9,780 12.0 $120 1.0

Workloads / Performance Information

Workload / Performance FY 2008 FY 2009 Estimate FY 2010 Estimate

Percent of CHCO agencies using USAJOBS

o 100% 100% 100%
position announcement template

% of CHCO agencies using the USAJOBS
resume format and integrating online 84% 100% 100%
applications with their assessment systems

Full cost Recovery annually for each

} Yes Yes Yes
revolving fund program

Description

USAJOBS is the United States Government’s official system and program for Federal jobs and
employment information. The USAJOBS system delivers the service by which Federal agencies meet
their legal obligation (5 USC 3327 and 5 USC 3330) to provide public notice of Federal employment
opportunities to Federal employees and American citizens. This state of the art recruitment system
simplifies the Federal Job search process for job seekers and user Agencies by providing online
recruitment services, job posting, intuitive job searching, email notification of jobs of interest (search
agents), online application submission, automated eligibility and status feedback (such as resume
received, resume evaluated (qualified or not), resume referred (or not), selected (or not)), applicant
resume mining, and integration with sophisticated agency automated assessment tools.

USAJOBS provides an online portal through which citizens can easily search for employment
opportunities throughout the Federal Government. To date, USAJOBS has serviced over 300 million
visitors. Additionally, over 9 million resumes are currently on file.

USAJOBS also provides a means by which Federal managers can become more effective in finding
quality applicants for vacant positions and has made the government more efficient at managing the
Federal recruitment process.

2010 Issues and Challenges

During FY 2010, OPM will continue to enhance USAJOBS as the Federal Government’s principal front-
facing hiring entity, increasing the pool of qualified applicants for Federal jobs and making the hiring
process faster. Activities planned for FY 2010 will increase the site’s job searching capabilities and its
use by more agencies. OPM will develop a data collection process that will allow USAJOBS to
determine and measure program outcomes. OPM will work with agencies to obtain their involvement in
and support of “integration” activities that will improve the online application experience for large
segments of Federal job seekers. Moving toward “total integration” of Federal job announcement and
applicant assessment systems will provide hiring system compatibility across Government, resulting in a
more efficient hiring process overall. Producing standard job vacancy announcements is another way
OPM will work to simplify the Federal application process.

The risks associated with maintaining a large database with Personally Identifiable Information (PII) will
persist, as has been the case with many large databases of information. The USAJOBS system will




continue to be a target of illegal attempts to gain access and information from its database. USAJOBS
and its technology provider have fully evaluated the risks and taken appropriate actions to mitigate them.
The mitigation strategies are National Institute of Standards and Technology (NIST) compliant and
controls will be put in place at both the technical and management levels.

OPM is keenly aware of the need to promptly notify job applicants when job applications reach different
stages of the application process. At present, many applicants complain of inconsistencies in how
information is provided to them, if at all, once they apply for a Federal job. OPM is committed to an
approach called the “4 points of communication.” OPM (through USAJOBS) will communicate the
status of an application at 4 stages: upon receipt, evaluation, referral, and selection. Using this approach,
applicants will be made of aware of where they stand in the process.

The ultimate goals for USAJOBS are to establish one central, identifiable point for Federal employment
information, establish standard job vacancy announcements across the competitive service, promote an
on-line application process, streamline the application process, and shorten the hiring timeline.
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OPM Managed e-Gov Activities
Budget ($ thousands)

FY 2009 Enacted FY 2010 Request Increase/Decrease

Budget Source $ FTE $ FTE $ FTE
EHRI $5,851 2.8 $5,908 2.8 $57 0.0
HR LOB $1,351 7.0 $1,364 7.0 $13 0.0
OPM total $7,202 9.8 $7,272 9.8 $70 0.0

Workloads / Performance Information

Workload / Performance FY 2008 FY 2009 Estimate FY 2010 Estimate

Number of e-Payroll migrations 23 5 0
Number of agencies migrated to HR LOB
Shared Service Centers (including the

A = 3 0 0
migration of additional human resources
functions)
Number of agencies beginning planning for
migration to an HR LOB Shared Service n/a n/a 2
Center
Percent of hard copy_offl(:lal personnel files 510 70% 90%
converted to electronic format
Number of hard copy_ofﬂual personnel files 999,000 1,260,000 1,620,000
converted to electronic format

Description

In FY 2010, the requested resources will support the Human Resources Line of Business (HR LOB) and
Enterprise Human Resources Integration (EHRI).

The HR LOB provides the Federal HR community a model by which to receive services and the standards
by which to modernize their HR systems. It is a strategic and transformational initiative that improves HR
services through the establishment of a shared service center (SSC) delivery model. The HR LOB has
identified and documented common business, technical, and data requirements and best practices
consistent with federal human resources policies and the Federal Enterprise Architecture. It has also
published migration planning guidance to assist agencies in preparing for and managing a migration of
their human resource functions to an SSC.

During FY 2009, the HR LOB is focusing on the integration of HR systems through its Integration
Support Project designed to provide visibility into multiple government-wide HR systems in terms of
their interrelationships and opportunities for integration. The HR LOB is also conducting HR and Payroll
Benchmarking studies. These studies focus on HR and Payroll performance measures that both agencies
and SSCs will find valuable and that allow comparison to industry standards. Finally, the HR LOB is
developing a program that will evaluate SSCs ability to deliver services to their customer agencies with a
focus on compliance, modernization, and transparency.

EHRI is a comprehensive electronic personnel recordkeeping and analysis system that supports human
resources management across the Federal Government. This system spans the careers of 1.8 million
Federal employees—from hiring to retiring—and provides employees, managers, and human resources
professionals with desktop access to personnel records. The EHRI tool set and central data repository
will provide comprehensive knowledge management, workforce analysis, forecasting, and reporting
Government-wide in support of the strategic management of human resources. When fully implemented,
EHRI will replace the current Official Personnel Folder with an electronic employee record for all




Executive Branch employees, resulting in a comprehensive electronic personnel data repository covering
the entire life cycle of federal employment.

EHRI converted more than 999,000 cumulative HR folders on the electronic official personnel folder
(eOPF) system by FY 2008, meeting OPM’s operational goal to convert 50% of hard copy folders
government-wide to electronic format. The EHRI program has also completed eOPF deployments for 2
new agencies, bringing the total to 17 agencies using the system.

During FY 2009, EHRI is moving forward with eOPF assessments, deployments, and backfile
conversions for more than 20 agencies. The plan assumes that the Department of Defense (DOD),
EHRI’s largest agency customer, will move forward with eOPF in the second half of FY 2009, continuing
into FY 2010. The Program expects to achieve an additional 360,000 folders on the eOPF system by
year-end 2009. EHRI will provide the analytical tools service offering, with improvements being made
based on customer feedback.

EHRI will continue to partner with the Department of Interior’s National Business Center (NBC) for
hosting and help desk support. EHRI will also continue to support retirement modernization with labor
services, as well as the purchase of hardware and software. EHRI will continue to operate and maintain
the data warehouse at baseline performance and data quality levels. Lastly, EHRI will move forward with
the development of a Statistical Data Mart (SDM) that is needed to deliver advanced statistical analysis
capabilities.

2010 Issues and Challenges

Due to the uncertainty surrounding public-private competitions, The Competition Framework for HR Line
of Business Migrations document that allows agencies to select and migrate to an SSC will need to be
revised. Another issue affecting HR LOB SSCs is the need to allow public sector SSCs to use a funding
mechanism that supports their need to upgrade their services and technology solutions. Current funding
under the Economy Act does not allow for these upgrades. In addition, the success of the HR LOB
depends on the continuation of incoming funds through its partner agencies.

EHRI will continue with eOPF assessments, deployments, and backfile conversions for new agencies
during FY 2010, with the majority of the work being done for the Department of Defense. EHRI expects
to achieve its goal to convert an additional 20% of hard copy official personnel folder Government-wide
to electronic format by October 1, 2010. EHRI also expects to continue supporting retirement
modernization during FY 2010.
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OPM Participation in Other e-Gov Initiatives

Budget
FY 2009 Enacted FY 2010 Request Increase/Decrease

Budget Source $ FTE $ FTE $ FTE
Salaries and Expenses $213,203 0.0 $278,383 0.0 $65,180 0.0
OPM total $213,203 0.0 $278,383 0.0 $65,180 0.0
OPM Participation by E-Gov Project

FYO08 Agency FY08 FY09 Agency FY09 FY10 Agency FY10

Contributions Agency Contributions Agency Contributions Agency

(Includes In- Service (Includes In- Service (Includes In- Service

Initiative Kind) Fees* Kind) Fees* Kind)** Fees*

Budget Formulation
and Execution LOB $85,000 $0 $95,000 $0 $95,000 $0
Business Gateway $44,000 $0 $12,648 $0 $5,519 $0
E-Rulemaking * $135,000 $0 $0 $74,014 $0 $19,262
E-Travel $0  $348,772 $0  $335,010 $0 $315,010
E-Authentication $0  $126,900 $0  $224,700 $0 $224,700
Financial
Management LOB $44,444 $0 $44,444 $0 $88,888 $0
'LTo'gfraStht”re $20,000 $0 $0 $0 $40,000 $0
Integrated
Acquisition $12,155 $0 $0 $18,172 $0 $31,432
Environment
Disaster Assistance
Improvement $476,373 $0 $61,111 $0 $48,976 $0
Program
OPM Total $816,972  $475,672 $213,203  $651,896 $278,383 $590,404

* Agency Service Fees represent the estimated cost of services rendered under complete or nearly complete initiatives.

** FY 2010 contributions and FFS costs are identical to those of FY 2009, but are subject to change, as redistributions to meet
changes in resource demands are assessed.

Description

This section describes the investments OPM is making in e-Government initiatives managed by other
Federal agencies. It does not include investments in Government-wide initiatives where OPM is the
managing partner.

The e-Gov initiatives serve citizens, businesses, and Federal employees by delivering high-quality
services more efficiently at a lower price. Instead of expensive “stove-piped” operations, agencies work
together to develop common solutions which achieve mission requirements at reduced cost, thereby
making resources available for higher priority needs. OPM participates in eight initiatives managed by
other Federal agencies. Benefits realized through the use of these initiatives are as follows:

Budget Formulation and Execution (BFE) LOB (Managing Partners: Department of Energy and
Department of Education). BFE LOB is a collaborative interagency effort to devise strategies that will
enable agency and OMB budget personnel to reduce manual processes, improve efficiency and
effectiveness, and redirect limited time to a backlog of high-priority analytical activities. BFE LOB has
provided invaluable knowledge that has been utilized in considering a budget formulation system for
OPM’s current financial management and procurement system implementation, known as CBIS
(Consolidated Business Information System). OPM’s current financial system implementation will
provide helpful lessons learned to BFE LOB that will contribute to its decisional matrix that agencies can
use in assessing budgeting systems. Additionally, it provides agencies the ability to share lessons learned




for budget formulation, execution, planning, performance measurement, and financial management
information and activities across the Government. In FY 2009, the BFE LOB will provide all agencies
with more information about collaboration tools and technologies that can ease communications in the
Federal budget environment.

Business Gateway (Managing Partner: Small Business Administration). By creating a single portal
for business information, such as regulatory compliance information, Business Gateway directly benefits
OPM by making its forms more available to the public. OPM wiill receive:

B Contact center savings: Savings are expected by the reduction of misdirected calls handled by
OPM due to the use of Business.gov and Forms.gov.

B Maintenance savings: Business.gov’s search technology will provide OPM with valuable user
statistics and feedback, enabling it to simplify content management on its business compliance
site.

B Increased forms management: By making 72 forms (to date) available on Forms.gov, OPM
saves agency time in forms management, and is expected to produce significant savings in paper
and postage.

B Reduced burden on field offices: By directing compliance-related inquiries to Business.gov,
agencies with field offices will save training and staff-time dollars.

B Data harmonization: Every Federal agency should have or participate in at least one “vertical”
opportunity. The Departments of the Interior and Labor together saved $341,000 in the first three
years of their vertical, and are expected to save $570,000 over 5 years.

E-Rulemaking (Managing Partner: Environmental Protection Agency). OPM is tasked with building
a high-quality and diverse Federal workforce. OPM works to ensure Federal agencies adopt human
resources management systems that improve their ability to build successful organizations and use
effective merit-based human resources strategies to create a rewarding work environment that
accomplishes this mission. Regulatory actions are a critical part of OPM’s work in meeting its mission.

In 2006, OPM published 45 regulatory actions. A single online website utilized by e-Rulemaking, the
Federal Docket Management System, enables OPM to improve public access to rulemaking material,
provides a central location for the Federal workforce to find and comment on regulatory actions that
affect their lives, reduces data storage costs for IT and other agency data to the Agency, and allows
regulation writers an easy way to collaborate on development of regulations.

E-Gov Travel (Managing Partner: GSA). In FY 2008, OPM moved its travel services to E-Gov Travel
through a cross-service arrangement with the General Services Administration. By doing so, OPM is able
to provide more efficient and effective travel management services. The benefits include cost savings
associated with cross-Government purchasing agreements and on-line booking, streamlined travel
policies and processes, strict security and privacy controls, and enhanced agency oversight and audit
capabilities. OPM employees also benefit through more efficient travel planning, authorization, and
reimbursement processes. OPM expects that services under E-Gov Travel will cost $315,000 in FY 2010.
This service is financed out of the Office of the Chief Financial Officer.

E-Authentication (Managing Partner: GSA). The E-Authentication Federation allows OPM to use
identity credentials issued and managed by organizations within and outside the Federal Government,
thereby relieving OPM of much of the cost of providing its own identity management solutions. This
initiative provides the critical capability of validating that citizens, businesses, and Go