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1. Blueprint Introduction

The Department of the Interior (DOI) Human Resources (HR) Modernization Blueprint is a detailed business-driven analyses of the DOI HR business area that defines the as-is and target architectures with an associated transition plan to move from the current to desired future state.  The Blueprint covers performance, business, data, services, systems and technology architecture layers.  The DOI HR Blueprint is jointly sponsored by the Interior Office of the Chief Information Officer and the Office of Human Resources.  The Blueprint proactively positions DOI to implement planned E-Government HR Line of Business (LOB) initiatives and is the first step in the creation of a business case for future investment for DOI HR modernization.
Currently within DOI, there are on-going HR initiatives such as the Secure On-Boarding/Off-Boarding Access Management System (SOAMS), E-Authentication, Federal Entrance on Duty (EOD), and E-Payroll.  This DOI HR Modernization Blueprint acts as a capstone initiative to ensure these initiatives are neither duplicative nor contradictory. The DOI HR Modernization Blueprint addresses the following issues facing the HR LOB: 

· Redundant, disparate, and aging systems investment and operations; 

· Disjointed and non-interoperable systems and data; 

· Declining knowledge-based HR workforce; 

· Lack of integration between all aspects of HR services; and 

· Lack of measured and accountable HR service delivery. 

The DOI HR Modernization Blueprint uses the DOI approved Methodology for Business Transformation (MBT)
 to perform an analysis of HR stakeholders, technologies, information stores, investments, applications and business processes.  The MBT is a proven and repeatable process for optimizing the Interior’s mission performance and ensuring the effective alignment of information technology (IT) investments and systems towards accomplishing DOI’s business goals and objectives.  Founded on the premise that enterprise architecture (EA) is primarily about business transformation, the MBT features a structured process and toolset that delivers an “actionable architecture”.  The MBT addresses all dimensions of a business area including its stakeholders, strategic goals and objectives, processes, and supporting IT investments.  It also produces a series of architectural work products that lead to a set of recommendations which are presented to senior business owners and the DOI Investment Review Board for approval.  The DOI HR Modernization Blueprint provides a number of recommendations that will result in tangible benefits addressing many of the issues facing the HR business area:

· Establishes an HR systems baseline, transition plan, and lists systems that will interface or be impacted by planned E-Gov HR LOB initiatives;

· Provides a strategy to improve and maximize the delivery of HR services;

· Provides recommendations for more effective use of existing infrastructure, processes and personnel;

· Provides a conceptual data architecture that supports interacting with E-Gov service providers;

· Identifies common HR data subject areas and is the first step in the establishment of official authoritative data source (ADS) for key HR data entities; and

· Invests in identification and integration of missing required capabilities to achieve HR program objectives.

Due to its strategic importance, the HR LOB was selected as a focus area within DOI and across the federal government.  As with the rest of the federal government, DOI is faced with doing more with fewer people and at a lower cost.  The General Accounting Office designated strategic human capital management as a government-wide high-risk area in January 2001.  President Bush placed human capital at the top of his management agenda
. The HR LOB and the effective management of human capital are critical to meeting the Interior’s mission objectives.  It is tied to the Strategic Management of Human Capital Initiative
 which is part of the President’s Management Agenda (PMA) and six of the 25 E-Government Presidential Initiatives.  This effort is in keeping with the spirit of the PMA and directly supports achievement of all five strategic objectives. It supports Departmental management initiatives highlighted in DOI’s Strategic Human Capital Management Plan
 by: 

· Improving the government-wide strategic management of human capital; 

· Achieving or increasing operational efficiencies in the acquisition, development, implementation and operation of human resources management systems; and 

· Achieving or increasing cost savings / avoidance from human resource solution activities. 

The DOI HR Modernization Blueprint positions the Department to better leverage the current suite of E-Government initiatives managed by the Office of Personnel Management (OPM), ensuring coordination across each and the development of a holistic plan to manage Federal HR services more effectively.  The creation of the DOI HR Modernization Blueprint encompasses steps 1 though 6 of the MBT as highlighted in Figure 1‑1 below:
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Figure 1‑1  Method for Business Transformation (MBT) Diagram

During the creation of this blueprint, two stakeholder surveys and a detailed HR systems inventory were conducted.  Survey findings were validated with HR subject matter experts (SME) and formed the basis for HR LOB findings and recommendations contained in this blueprint.  System inventory data were validated with systems owners, HR managers, and vendors.  Based on an analysis of the current environment, a list of opportunities for improvement was generated.  The improvement opportunities are characterized as either tactical (addressable in a 1-2 year time frame) or strategic (addressable in 2-5 year time frame).  All the opportunities are rolled into an integrated transition plan to guide the evolution of the HR LOB’s improvement strategies.  The Blueprint will act as a series of planned steps that will transition the DOI HR business area toward its future target state.  The Blueprint should be used by the business owner, portfolio managers, investment managers, and system owners as the means to ensure coordinated migration to the target state. 

This DOI HR Modernization Blueprint is comprised of five primary sections:

· Summary of Major Findings and Recommendations – Provides a quick overview of the HR LOB findings and recommendations.

· As-Is, Target and Transition Plan Summary - Provides an overview of DOI HR as-is, target, and transition plans for performance, business, data, services, systems, and technology domains.

· Business Context - Provides a brief description of the HR LOB business functions and services that are provided and the strategic objectives that it is attempting to satisfy.

· Analysis of the Data – Examines the business, the systems supporting the business, and planned systems to determine if there are redundancies and/or gaps.  The section also looks at various E-government initiatives that are planned and/or deployed to ensure current and planned DOI HR investments are aligned with planned HR LOB initiatives.

· Findings and Recommendations- The bulk of the report are the Findings and Recommendations (F&R) sections that describe what the existing architecture issues are from a variety of perspectives.  The F&R describes in the context of systems, technologies, data, business functionality, or strategic planning elements where improvements can occur by eliminating redundancies and voids, or following general industry trends.  All the findings or opportunities are associated to specific recommendations on how to proceed. 

2. Summary of Major Findings and Recommendations

2.1 Findings

The DOI HR Modernization Blueprint findings are the result of two detailed stakeholder surveys, detailed discussions with executive DOI HR stakeholders, a detailed HR systems inventory and analysis, and detailed investigation of data associated with the DOI HR LOB.  
Table 2‑1  DOI HR Modernization Blueprint Findings Summary

	N
	Finding
	Description

	1
	Interior HR Weaknesses and Threats Identified via the Stakeholder Survey
	HR stakeholders surveyed cited poor top-down communication; over burdened staff; the lack of automation; insufficient funding; excessive wait times for service; lack or / poor training program; perceived lack of management support; lack of standardized processes; and leadership turnover as major weaknesses.  They cited the unfunded Homeland Security Presidential Directive 12 (HSPD-12) requirement; reduced budgets; an aging workforce; loss of institutional knowledge; and loss of Bureau control over how HR functions are performed as major threats.

	2
	HR System Procurement Practices and Procedures
	There are multiples instances across the DOI where two or more Bureaus have contracted individually with a company for the provision of the same HR application.  USAStaffing and QuickHire are automated staffing solutions used by the DOI and its Bureaus.  USAStaffing is procured on an individual basis and thus the DOI does not reap the benefits of the OPM’s tiered pricing model.  QuickHire is also procured individually by Bureaus.  According to Monster Government Solutions, who sells QuickHire, the DOI could save 5% on current license fees by a simple contract consolidation.  

	3
	HR LOB Organizational Observations
	From an organizational standpoint, each Bureau is relatively autonomous.  Employees associate the provision of HR services with their Bureau HR organization and not with the Department.  Each Bureau has its own individual HR intranet web presence. These Bureau-specific intranet sites are not linked nor are Bureau HR staff aware of efforts / accomplishments of other Bureau HR staff.  This has resulted in the creation of Bureau-specific policy implementation guidance that is largely redundant from Bureau-to-Bureau.  Bureau-specific policy guidance has resulted in variability in how policy is implemented across the Department.

	4
	OIG HR LOB Findings
	In June 2004, the Office of Inspector General (OIG) cited issues with the equity and effectiveness of discipline administered across the DOI and its Bureaus.  The report found discipline administration was selective and inconsistent.  Some of the recommendations of the study were to revise and update DOI guidance on conduct and discipline and to implement a centralized management information system for DOI-wide oversight of disciplinary actions to facilitate consistency of penalties and accountability for settlements.  On January 11, 2007; the Secretary of the Interior allocated funding for the implementation of the Department-wide disciplinary tracking system.

	5
	HR Automation Redundancies
	If one views HR systems at the Bureau level, there are no functional redundancies.  When viewed at the Department level, there are three significant functional redundancies.  The DOI has three applications that support automated staffing: QuickHire, USAStaffing; and the Student Placement System – a USGS-developed custom application.  There are five functionally redundant training systems: Automated Individual Development Plan (ADP); Distance Learning Tool; Leadership Needs Assessment Tool; Needs Assessment and Training Validation Database; and Training Management System (TMS) being replaced by DOI LEARN.  There are also three systems supporting the separation management function: Exit Clearance Process; Exit Interview (Lotus Notes-based); and 

Exit Interview (Outlook-based).

	6
	HR Investment Gaps
	83% of the HR IT Investment funds are allocated towards the Federal Payroll Processing System (FPPS) which supports the compensation management function.  DOI LEARN and automated staff acquisition systems account for another 12%.  There are no investments allocated to supporting the HR functions of employee relations, labor relations, or separation management. Not all systems are accounted by the 17 tracked investments - some HR IT systems are funded via the Working Capital Fund (WCF) or procured directly by Bureaus via program funds.

	7
	HR LOB E-Government Initiative Gaps
	The HR LOB E-Government Initiatives do not address the HR functions of benefits management, performance management, employee / labor relations; and separation management.

	8
	HR Automation Gaps
	When viewed at the Department level, the most significant HR automation gaps are in the functional areas of performance management and employee / labor relations.  In addition, current Bureau-specific separation management tools are very limited in functionality, are not integrated with SOAMS and EOD, and are only in-use by three Bureaus.

	9
	HR Data Findings
	Data analyses across current DOI HR systems revealed redundant data stores.  There are few published data models and no enterprise data dictionary / metadata repository for HR applications. An analysis of the EOD and HSPD-12 / PIV-II data requirements shows many common data elements.  There is a need to share data between HR application and systems within the law enforcement, wildland fire, and financial business areas.  Few authoritative data sources have been identified for HR-related data classes.  Sensitive personnel data is exchanged regularly between DOI systems and external systems.

	10
	HR Systems Architecture Findings
	There are 35 systems supporting the DOI HR business area across the entire DOI.  Many existing HR applications are browser-based.  Some Bureau-developed HR applications are based on Lotus Notes / Domino technology. Nearly all applications maintain their own password / IDs.  Nearly all applications maintain their own separate and partially redundant data stores.  Nearly half of the applications in use are external to the DOI.  Few external applications / services have published data models.

	11
	HR Shared Service Model Concept Findings
	HR Managers were asked to submit candidates to assess the suitability of HR processes for a Shared Services Model Concept.  74% of those who responded either support or strongly support the DOI investigating the feasibility of a Shared Service Delivery Model.  The survey identified 14 candidate services suitable for the Shared Services Delivery Model.  These identified shared service candidates would face the least implementation resistance and are most amenable to the shared services model.


2.2 Recommendations

Based on the findings, there were nine resulting high-level recommendations designed to address the findings and to achieve the future vision for HR for DOI.  Summary descriptions of the nine recommendations are provided in Table 2‑2.  
Table 2‑2  DOI HR Modernization Blueprint Recommendations Summary

	N
	Recommendation
	Finding(S) Addressed
	Description

	1
	Implement Enterprise Purchase Agreements / Consolidated Purchases
	2
	It is recommended that the DOI pursue consolidated contracts to leverage quantity discounts in the case of two or more Bureaus having the same HR software application and consider enterprise purchase agreements for Department-wide HR applications.  

	2
	Retire Redundant HR Training Systems*
	5
	Based on the systems analyses performed, it is recommended DOI retire the following HR training systems determined to be redundant to DOI LEARN: Leadership Needs Assessment Tools (Lotus Notes Database); Needs Assessment Training and Validation (Lotus Notes Database); Training Management System  (TMS); Automated Individual Development Plan; Automated Resources Training System (ARTS); and the Distance Learning Tool.  Funds requested would be placed towards National Archives and Records Administration (NARA)-compliant retention of training data in current systems scheduled for retirement and capture and documentation of functional requirements provided by current systems not addressed by DOI LEARN.

	3
	Implement an Enterprise HR Data Initiative
	9
	It is recommended DOI implement a HR data initiative that includes leveraging an enterprise metadata repository (MDR) of HR-related data elements and require all major HR systems to have a published conceptual data model to foster data sharing and reuse.  This would include both internal and external systems.  DOI should implement a program for the designation of ADS for the identified data elements currently being used by two or more HR systems.  The MDR would serve as the authoritative source for enterprise data descriptions and other metadata related information.  It is recommended HR leverage a MDR sanctioned by the DOI Data Advisory Committee (DAC).  Update:  The DAC is scheduled to select a MDR in 2007. 

	4
	Implement DOI HR Portal Pilot Support
	3, 7 & 8 
	This effort will create DOI and Bureau HR content as well as define business rules, requirements, and processes for HR functions implemented in the portal.  Portal design and content will be in compliance with Section 508 and DOI Web Council guidelines.  In addition, this effort will focus on DOI HR business process capture and reengineering.  Currently each Bureau performs various HR functions differently.  Prior to implementing enterprise HR automation components, these processes must be standardized.  The DOI HR Portal will consolidate Bureau-specific HR intranet sites.  It would provide access to HR LOB E-Gov applications and additional HR functional components.  The portal would serve as the future location for consolidated and updated policy / implementation guidance, discussed below, and as a communication medium for the Department on HR issues.  It would leverage planned National Business Center (NBC) SOAMS (HSPD-12 / PIV-II) portal technology and infrastructure.  The SOAMS project will provide a pilot SOAMS HR Portal. 

	5
	Consolidate and Update Human Resource Documentation / Guidance
	3 & 4
	This policy change would consolidate all HR policy documentation and guidance under the planned DOI HR Portal.  Since on-going content management is the most time-consuming, yet important element in a successful portal, a multi-year work plan would be implemented for the revision of outdated policy / guidance documentation.  It is recommended that in the near-term DOI publish a resource-loaded schedule outlining the planning update cycle for all HR LOB documentation.  Tasks in FY2008 include inventory and assessment of existing documentation and revision plan creation.  Tasks in FY2009 include updating of policy and guidance material and publication to the integrated DOI HR Portal.  

	6
	Create HR Bolt-On Components for DOI HR Portal
	1, 4, 7, & 8
	The recommendation is to close select HR automation gaps by the creating enterprise HR applications / services under the planned (NBC) SOAMS Portal Infrastructure.  The gaps include Separation Management (extended features beyond HSPD-12 & EODS); Personnel Conduct / Discipline Management (case records management as required by OIG); and a Senior Executive Service (SES) Performance Tracking system.  This effort will create select portal components and leverages the planned NBC HR Portal infrastructure.  The creation of a portal component involves two parts: the creation of the “socket” that facilitates back-end data integration and the front-end “portlet” which is effectively the user interface within the portal environment.  Requested funds would be used to create “sockets” and “portlets” for the Personnel Conduct / Discipline Management System, the SES Performance Tracking System, and the Separation Management System.  In addition, a “portlet” would be created to enable self-service for various benefits processing functions.  It should be noted that the E-Gov Integration W-2 Surcharge will cover “sockets” to enable back-end data integration for the E-Gov HR LOB systems (E-Clearance, 

E-Recruitment, E-Training (DOI LEARN), E-Travel, and eOPF).  

	7
	Develop the Business Case for a DOI Enterprise Human Resource Portal
	1, 3, 7, 8, 9, & 10
	The HR business functions selected for automation under the NBC HR Portal represent a small subset of functions planned for implementation.  A business case is needed for costs associated with all planned HR Bolt-On components.  The recommendation is to develop the OMB Exhibit 300 business case for the full implementation of a DOI-wide HR Portal for access to HR services, HR applications, and HR documentation.  The portal would simplify access to HR services and benefits, reduce integration costs associated with HR-related E-Government initiatives, and fosters adoption of standardized HR services and applications.

	8
	Further Investigate DOI Shared Service Delivery Model Concept
	1 & 11
	The recommendation is for further investigation of a shared service delivery model and the development of a cost analysis / estimate for its implementation.  The implementation of the shared service delivery model is predicated upon the implementation of the DOI HR Portal.  The challenge for DOI when implementing the shared service model is how to reap the benefits (process efficiency, economies of scale, cost savings) without losing its customer-focused HR culture.  The Shared Services Model survey identified 14 services candidates for the shared service delivery model.  FY2009 costs include consultant support for the investigation of the Shared Service Delivery Model Concept.  

The analysis of the survey is that the process of benefits counseling would face minimal opposition for migration to a shared service delivery model.  

	9
	Implement Enterprise HR Integration (EHRI)
	7 & 8
	Current SOAMS and the W-2 Surcharge E-Gov Integration efforts do not cover EHRI software (SW) license, data migration, and data management costs.  The recommendation is to implement the Electronic Official Personnel Folder (eOPF) functionality throughout the DOI over a period of three years, starting in FY2009.  OPM has provided return on investment (ROI) figures to substantiate this investment (see Appendix B – (HR LOB Blueprint Stakeholder Survey)), which is essential not only to prepare the data foundation for automation of HR at Interior, but also to improve efficiency and effectiveness of our dwindling workforce.  Other large government agencies have implemented EHRI (The Department of Health and Human Services (HHS), several Department of Defense (DOD) components all larger than DOI) and report ROI of 18-36 months.  Completing the back file conversion is essential to realizing ROI.  Other agencies that have initiated the “file forward” strategy (only converting new OPFs to the electronic system) have continued to experience the difficulties of maintaining, storing, and trying to accurately retrieve paper files from enormous warehouse storage units.  According to OPM, the average federal worker’s paper PF folder contains at least 150 forms, all of which, except four, can be converted to electronic documents.  The four documents that must be kept as hard copies require original signatures by law.

Components of EHRI, namely eOPF, have potential for reuse across other DOI business areas.  For example, the e.Power software is a document management, forms management, and workflow management software solution.  It also features NARA-compliant records management components, enterprise application integration and process automation and management.  


* Systems scheduled for retirement and incorporation in DOI LEARN will not be retired until DOI LEARN provides equivalent functionality. Dates shown for DOI LEARN are best estimates based on known complexity of the upgrades.
* Some technical and investment information has been removed and is available in the DOI internal version of the Human Resources Blueprint *
3. As-Is, Target and Transition Plan Summary

This section provides an overview of DOI HR as-is, target, and transition plans for performance, business, data, services, systems, and technology domains.

	Domain
	As-Is
	Target
	Transition Plan

	Performance
	Section 4.2 addresses the performance domain.  The section highlights the performance goals and metrics associated with the DOI HR business area.  Section 4.1 identified a number of weaknesses and threats to the DOI HR business to be addressed by the target architecture and recommendations.
	The target architecture addresses weaknesses and threats to the DOI HR business area.  Automation gaps are shown as being progressively addressed in the transition from the as-is to the target state.  
	Transitional architectures shown in Sections 5.7, 5.8, and 5.9 progressively address each of the weaknesses cited by DOI HR stakeholders.  In addition, cost performance metrics are addressed by the immediate implementation of Section 6.1.

	Business
	Section 4.4 addresses the as-is HR business architecture.  The DOI HR business area uses the OPM HR Business Reference Model (BRM) as its reference for mapping systems, data, and services to HR business functions. 
	The as-is and target business environment for HR differs not in what business functions are performed, but how those functions are performed, their mode of delivery, and level of automation support.  The target business environment features greater uniformity in service delivery, more self-service for business functions, and greater automation supporting self service features for HR.  The target value chain, which describes how future business functions will be delivered in the target state is described in Section 4.4.4
	The phased implementation from the current Bureau-specific HR service model to a Shared Services Model concept as endorsed by the OPM will begin with further analysis of the Shared Services Model Concept as outlined in Section 6.8.  The implementation of the Shared Service Model concept is predicated upon implementation of the enterprise HR portal as described in Section 6.7.

	Data
	Section 5.4 discusses the data classes used in the performance of HR business functions and currently in use by DOI HR systems.  The OPM Data Reference Model (DRM) was used as the basis for DOI HR data classes.
	Section 6.3 recommends establishment of data standards for key HR data elements and a metadata repository for all enterprise HR systems.  The OPM HR DRM will be extended as needed to support DOI HR modernization efforts.  There will also be an effort to consolidate and update HR-related policy and guidance documentation in the target state.
	The transition from the as-is to the target data state will begin with additional documentation of DOI HR systems which will be included in the proposed DOI metadata repository.  Section 5.10 provides a five year implementation plan for the DOI HR business area.

	Services
	Section 4.5 addresses the Service Reference Model (SRM) components required by the DOI HR business area at the enterprise level.  Appendix D addresses the SRM services provided by and used by current DOI HR systems.  For the most part, the current architecture features self-contained systems and little leveraging of enterprise services.  There is no Enterprise Service Bus (ESB) and system interfaces are largely point-to-point.
	The target architecture will feature an ESB to facilitate the sharing of enterprise services and information exchanges.  
	The phased implementation plan features a DOI HR portal that leverages existing and planned SOAMS technology and infrastructure components.  Section 5.10 provides a five year implementation plan for the DOI HR business area.

	Systems
	Currently, there are 36 systems supporting the DOI HR business area.  Complete details on current DOI HR systems, business processes supported, owning organization, C&A status, and deployment environment is contained in the DOI Enterprise Architecture Repository (DEAR).  A summary extract from DEAR is contained in Appendix D.
	The target systems architecture, described in Section 5.9 features an enterprise portal, service oriented architecture (SOA) and an ESB.  Redundant systems identified in the Blueprint analyses will have been retired and service components addressing specific HR functions will be implemented as “portlets” within the enterprise portal.  The portal architecture is further discussed in Section 6.7.
	In 2008, the six Bureau training systems redundant to DOI LEARN are scheduled for retirement. By 2008, proposed portal bolt-on components recommended in Section 5.10 will being to address automation gap identified in Section 5.3.3

	Technology
	Complete details on technology components associated with current DOI HR systems is contained in the DEAR.  Technology components are also cross-referenced with the DOI Technical Reference Model (TRM).  A summary extract from DEAR with DOI HR system technology components is contained in Appendix D.
	The technology components which make up the portal-based target architecture are described in Section 5.9.  The portal components are in alignment with the current DOI.
	The phased implementation plan features a DOI HR portal that leverages existing and planned SOAMS technology and infrastructure components.  Section 5.10 provides a five year implementation plan of the proposed portal implementation.


4. Business Context

4.1 DOI HR Business Area Strengths, Weaknesses, Opportunities, and Threats

An internal survey of DOI HR executives and managers was performed to assess the challenges facing the DOI HR business area.  Each Bureau was solicited for participation in the survey, which was designed as a starting point for the DOI HR Blueprint data collection and subsequent analyses.  The complete Stakeholder Survey results are contained in Appendix B, but certain findings formed the fundamental underpinnings of this Blueprint so they are discussed here.  The Strength, Weakness, Opportunities, and Threats (SWOT) diagram (Figure 4‑1), summarizes much of what was gathered during the survey sessions with the stakeholders.  SWOT Analysis is a strategic planning tool used to evaluate the strengths, weaknesses, opportunities, and threats involved in a project, business venture or line of business.  The SWOT diagram is a high-level communication tool.  The diagram is designed to solicit communication and dialog about HR strengths, weaknesses, opportunities and threats.  The diagram was not used in isolation, rather it was used to solicit additional responses and establish communication between the architect and the HR stakeholders.  Survey results of questions 4, 14, 15, and 16 were used in the SWOT analysis to create the SWOT diagram.  In the diagram, strengths are attributes of the organization that are helpful to the achievement of the objective. Weaknesses are attributes of the organization that are harmful to the achievement of the objective. Opportunities are external conditions that are helpful to the achievement of the objective.  And threats are internal or external conditions that are perceived as harmful to the achievement of the objective.

	Strengths

· HR Staff / Specialists
· Institutional Knowledge of Staff
· Customer Service Orientation
· Commitment to Diversity
· HR Staff Moral
· Staffing Positions with Quality Personnel
	Weaknesses

· Poor Communication
· Staff Over Burdened
· Largely Manual HR Processes
· Insufficient Funding
· Excessive Wait Times for Service
· Lack of / Poor Training Program
· Lack of Management Support
· Lack of Standardized Processes
· Leadership Turnover



	Opportunities

· HR Automation
· Collaboration among HR Personnel
· Leverage Bureau Best Practices
· HR Self Service
· Centralize / Consolidate Certain HR Services
· Implement / Track HR Metrics
· Establish HR SLAs

· Established Standard Processes

· Establish Uniform Guidance / Implementation Guidance

· Data Consolidation / Re-use


	Threats

· Reduced budgets
· HSPD-12
· Aging Workforce
· Loss of Institutional Knowledge

· Loss of Bureau Control Over How HR Functions are Performed


Figure 4‑1  HR LOB Stakeholder Survey SWOT Diagram

In its most simple form, this Blueprint attempts to address and/or mitigate current DOI HR business area Weaknesses with a series of recommendations (Opportunities) that still allow the DOI to maintain its Strengths and better position the Department to deal with Threats associated with the DOI HR business area.  HSPD-12 was likely viewed as a threat to the DOI HR business area due to its nature as an unfunded requirement.
4.2 Goals / objectives supported by the DOI HR Business Area

This section discusses the goals / objectives associated with the DOI HR business area and external factors impacting the HR business area.  The DOI HR business area goals and objectives are largely in response to external factors and mandates notably the PMA and the Government Performance and Results Act (GPRA).  At the same time, DOI HR Managers must be responsive to the needs and requirements of Bureau Managers and employees.  The PMA resulted in a number of HR LOB related E-Gov Presidential Initiatives (Recruitment One-Stop (ROS), Enterprise HR Integration (EHRI), /E-Clearance (Electronic Questionnaires for Investigations Processing (e-QIP), E-Payroll, E-Training, and E-Travel).  The DOI addresses the PMA via its Strategic Plan and its Strategic Human Capital Management Plan.  Progress in meeting the stated goals and objectives of the mandate is measured via the DOI Strategic Plan’s goals and objectives, its Departmental and Bureaus-specific PMA scorecards, and the OPM Federal Human Capital Survey (FHCS).  Additional accountability is provided via government oversight organizations such as the OIG.  The various components come together to form an accountability framework that sets the target state, provides the means to achieve the target state, sets a plan to achieve that state, and measure progress as the DOI transitions to that target environment.  Figure 4‑2 graphically shows the various components of the DOI HR business area accountability framework.  
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Figure 4‑2  DOI HR Business Area Accountability Framework

As the stated earlier, this DOI HR Modernization Blueprint acts as a capstone initiative / governance mechanism to ensure current DOI-specific HR LOB initiatives are in alignment with components of the DOI HR business area accountability framework and coordinated with federal-wide HR LOB and E-Gov initiatives.  The initiative also provides inputs and recommendations to DOI HR business area ‘Plan to Achieve’ aspect of the framework by setting DOI HR LOB modernization priorities.

4.2.1 President’s Management Agenda

The President's Management Agenda, announced in the summer of 2001, is an aggressive strategy for improving the management of the Federal government. It focuses on five areas of management weakness across the government where improvements and the most progress can be made.  The first item on the PMA is the Strategic Management of Human Capital.  The initiative set a number of goals related to HR:

· Reduction of the number of organizational layers;

· Reduced decision making times;

· Increase the number of employees providing services to citizens thus making the government more citizen-centric;

· Adopt information technology to capture the knowledge and skills of retiring employees; and

· Recruit, retain, and reward a high-quality workforce.

The initiative also delineated a number of expected near-term results:

· Human capital strategies will be linked to organizational mission, vision, core values, goals, and objectives;

· Agencies will use strategic workforce planning and flexible tools to recruit, retrain, and reward employees and develop a high-performing workforce;

· Agencies will determine their “core competencies” and decide whether to build internal capacity or contract for services from the private sector; and

· Create a statutory framework to attract and retain the right people, in the right places, and the right time.

In addition to the Strategic Management of Human Capital focus area, the HR LOB supports goals and objectives associated with the fourth PMA initiative, Expanded Electronic Government.  As with other lines of business, the HR LOB will need to champion citizen-centered electronic government to meet high public demand for E-government services.

4.2.2 E-Gov Presidential Initiatives
:

The E-Gov Presidential initiatives are the means to the realization of the vision of the PMA.  The goal of the E-Gov initiatives associated with the HR LOB is government-wide, modern, cost effective, standardized, and interoperable Human Resource solutions providing common core functionality to support the strategic management of Human Capital. Six of the 25 E-Gov Presidential Initiatives have ties to the HR LOB: Recruitment One-Stop, Enterprise HR Integration, /E-Clearance (e-QIP), E-Payroll, E-Training, and E-Travel.  

· Recruitment One-Stop
 provides state-of-the-art online recruitment services to Federal job seekers that include online job posting, intuitive job searching, resume warehousing, online application submission, automated eligibility and status feedback, applicant data mining and integration with sophisticated automated assessment tools.  Two automated staffing solutions in use at the DOI, QuickHire and USAStaffing are endorsed by and fully integrate with the ROS initiative.

· The Enhanced Human Resource Integration initiative is developing policies and tools to streamline and automate the electronic exchange of standardized HR data needed for creation of an official employee record across the Executive Branch.  The EHRI tool set and central data repository will provide comprehensive knowledge management workforce analysis, forecasting, and reporting across the Executive Branch for the strategic management of human capital. 

· The E-Clearance initiative streamlines and improves the quality of the current security clearance process through the deployment of automation and common systems and policies to manage the security clearance process.  The initiative’s first component was the Electronic Questionnaire for Investigations Processing, an automated on-line version of security clearance application form SF-86. 

· The E-Payroll Initiative will standardize and consolidate Government wide Federal civilian payroll services and processes by simplifying and standardizing HR/payroll policies and procedures and better integrating payroll, human resources, and finance functions.  The Interior’s Federal Payroll Processing System is an instantiation of E-Payroll.

· The E-Training initiative’s goal is the creation of a premier E-Training environment that supports the development of the Federal workforce and advances the accomplishment of agency missions through simplified and one-stop access to E-Training products and services.  The Interior’s DOI LEARN is an instantiation of E-Training.

· E-Travel’s
 goal is a government-wide, web-based service that applies world-class travel management practices to consolidate federal travel, minimize cost and produce superior customer satisfaction.

4.2.3 Results.Gov & Scorecards

Scorecards measure agency progress in meeting the goals and objectives of the PMA.  Two measurement areas on the PMA scorecard are germane to the HR LOB – Strategic Management of Human Capital and Expanded Electronic Government.  The DOI is currently rated as “Green” on the Strategic Management of Human Capital and “Yellow” on Expanded Electronic Government.  Scores for "status" (red, yellow, or green) are based on the scorecard standards for success.  Figure 4‑3 shows both the FY2005 and FY2006 scorecard results.  It can be seen that DOI improved from “Red” status to “Yellow” status for Expanded Electronic Government between 2005 and 2006.  In the second quarter of 2007, DOI scored a yellow in status and green in progress. 
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Figure 4‑3  PMA Scorecard Results

The standards
 for success were developed by the President's Management Council and discussed with experts throughout government and academe, including the National Academy of Public Administration. Under each of these standards, an agency is "green" or "yellow" if it meets all of the standards for success listed in the respective column and "red" if it has any one of a number of serious flaws. Scorecards are published quarterly on the Results.gov website.  One example of an 

HR LOB related objective from the PMA Scorecard is the 45 day hiring target.  It states that an agency shall have a, “regular, auditable system(s) for collecting and analyzing data on stages of the hiring process consistent with CHCO Council criteria, and sets a standard for time from closing of announcement until offer is made (e.g., 30 days for SES and 45 days for all others)”.  This has been termed the OMB 45 day time-to-hire target and is tracked on a regular basis by the DOI HR LOB.  Departments also periodically provide summaries of their progress on PMA initiatives.  In the August 2004 newsletter
, Secretary Norton cited the creation of the department-wide Human Resources Strategic Plan
 and the deployment of the Fire Integrated Recruitment and Employment System
 (FIRES) as key accomplishments.  She also cited the selection by OMB of the Interior’s National Business Center as one of four E-Payroll consolidated service providers across the Federal Government.

Bureaus have created Bureau-specific scorecard in response to the PMA Human Capital Management initiative.  According to the Fish and Wildlife Service (FWS), the Interior’s adaptation of the PMA scorecard is intended to be used internally to help Interior Bureaus and offices assess their status and progress in realizing PMA goals. Criteria specific to Interior and its Bureaus were developed through a cross-departmental effort.  The FWS internal scorecard can be viewed on their website
.  It extends and improves upon the PMA scorecard by including the following categories of information: goals, desired outcomes, mandatory metric, grade (score) justification, and improvement strategies.

4.2.4 DOI GPRA Strategic Plan

According to the DOI Office of Planning and Performance Management, the 1993 Government Performance and Results Act (GPRA) seeks to make the federal government more accountable to the American people for the tax dollars it spends and the results it achieves. The Department of the Interior is complying with GPRA by developing a performance management system that provides useful information to managers and promotes accountability for results. GPRA has three main components, strategic plans, annual performance plans, and annual performance reports.  In the DOI FY2003 – 2008 Strategic Plan, those goals and objectives associated with the HR business area fall under Management Excellence.  The following table lists those goals and measures under Management Excellence associated with the DOI HR business area.

Table 4‑1  DOI Strategic Goals and Measures associated with the HR Business Area

	Strategic Goal: Management Excellence



	End Outcome Goal
	End Outcome Performance Measure

	Goal #1 - Workforce Has Job-Related Knowledge and Skills Necessary to Accomplish Organizational Goals
	Percent of managers who indicate that their workforce has the job-relevant knowledge and skills necessary to accomplish the organizational goals

	Goal #4 - Integration
	Percent of business lines with shared processes, including systems, to eliminate redundancy and/or inefficiency

	Goal #5 – Customer Value
	Percent of external customers satisfied with services provided by the Department (survey results)


The DOI Strategic Plan also sets forth the DOI plan for the achievement of the PMA initiative on human capital management:

· Strategic Actions: Percent of strategic actions that are completed; percent of strategic actions for which outcome goals have been identified; percent of completed strategic actions that lead to achieving specified outcome goals

· Performance-Based Management: Percent of SES executives and direct reports with program management or administrative responsibilities that have performance agreements containing GPRA, President’s Management Agenda, and Citizen-Centered Governance performance-based elements

· Enhanced Management Skills: Percent of all managerial / supervisory positions (SES / non-SES) with training involving the Secretary’s 4C’s (including use of volunteers)

· Diversity: Percent of workforce participation of women, minorities and persons with disabilities over baseline for FY2003

· Safety: Reduction in the number of fatalities and serious injuries per 10,000 employees at DOI; Percent reduction in the average number of days that employees are off the job on workmen's compensation

· Volunteers: Number of volunteer hours per year supporting DOI mission activities 

The DOI’s success in meeting its stated HR business area goals and objectives in the Strategic Plan is published in the Performance and Accountability Report (PAR)
. The PAR is DOI's principal publication and report to Congress and the American people.  The Management Excellence scorecard taken from the FY2006 PAR is shown below.

Table 4‑2  2006 Management Excellence Performance and Resource Scorecard
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A more in-depth examination of the intermediate strategy which supports Goal #1 shows three out of six performance measures being met – an achievement percentage of 50%.  Of the three performance measures not met, two had no data: “Percent of skill gaps identified and eliminated through succession and knowledge management plans” and “Percent of diversity increased in the applicant pool of people applying for employment across the DOI”.  The third performance measure not met was “Number of volunteer hours per year supporting DOI mission activities”  

4.2.5 Office of the Inspector General Reports

A June 2004 OIG report entitled Evaluation of Conduct and Discipline (E-EV-MOA-0068-2002) cited issues with the equity and effectiveness of discipline imposed across the DOI and its Bureaus.  The report revealed an underlying failure of the DOI management to confront issues of conduct and discipline.  The study found discipline administration was selective and inconsistent.  Among the recommendations of the study were to revise and update DOI guidance on conduct and discipline and to implement a centralized management information system for DOI-wide oversight of disciplinary actions to facilitate consistency of penalties and accountability for settlements.  In a letter dated, January 11, 2007; Dirk Kempthorne, Secretary of the Interior, outlined an action plan to accelerate progress in the implementation of the recommendations of the OIG Evaluation of Conduct and Discipline report.  He specifically allocated funding for the implementation of the Department-wide disciplinary tracking system.

4.2.6 DOI Strategic Human Capital Management Plan

The DOI Strategic Human Capital Management Plan
 was created in response to the PMA Human Capital Management initiative.  The plan sets forth the actions which the DOI plan to take over the next five years to ensure that employees have the skills they need to carry out the mission of the Department.  The five-year human capital plan centers on three major organizational and skill building initiatives:

· #1 Integrating the Department – this initiative focuses on overcoming organizational stovepipes, leveraging common business processes, sharing information technologies, capitalizing on data standards, and fostering departmental best practices.

· #2 Employing the 4C's - The Secretary's 4C's agenda – consultation, communication, and cooperation, all in the service of conservation builds upon the fundamental notion that the DOI can achieve more by working together than if acting alone. Specific approaches that emphasize the 4C's include: 

· Alternative Dispute Resolution (ADR) Training
· New Supervisory Training
· Current Supervisory Training
· Interior-wide Managers Conference

· #3 Managing for Excellence - In addition to the specific actions defined in the President's Management Agenda and the Secretary's Plan for Citizen-Centered Governance, a number of specific human capital oriented actions will enhance the Department's capacity to manage its programs in a more result-oriented, customer-focused and efficient manner.  These plans include:

· Performance Management Improvement

· Attracting New Leaders

· Utilization of Special Hiring Authorities and Benefits

· Developing Business Skills

· Program Support Capacity

· Reorganization Opportunities

While the plan contains mainly high-level objectives and goals, these objectives contribute to the establishment of the target state of the DOI HR LOB. 

4.2.7 Federal Human Capital Survey 

The Federal Human Capital Survey measures the effectiveness of HR initiatives.  According to OPM, the FHCS
 is a tool that measures employees' perceptions of whether, and to what extent, conditions characterizing successful organizations are present in their agencies. The first administration of this ground-breaking survey in 2002 set a baseline for ongoing assessment in the Federal Government. The survey:

· Provides general indicators of how well the Federal Government is running its human resources management systems. 

· Serves as a tool for OPM to assess individual agencies and their progress toward "Green" status on Strategic Management of Human Capital under the President's Management Agenda. 

· Gives senior managers critical information to answer the question: What can I do to make my agency work better?

The survey consists of 78 questions.  OPM found that the DOI, along with much of the Federal Government scored significantly lower than private industry across the indicators measured.  Of noteworthiness to the HR LOB Blueprint were the following:

Table 4‑3  Select Federal Human Capital Survey (FHCS) Responses (2006 Survey Results)
	Survey Question
	DOI
	Federal 
	OPM Analysis

	14) My work unit is able to recruit people with the right skills
	42
	44
	Significantly Lower

	22) Promotions in my work unit are based on merit 
	35
	34
	Significantly Lower

	42) My organization has prepared employees for potential security threats
	62
	73
	Significantly Lower

	50) My training needs are assessed
	44
	51
	Significantly Lower

	55) How satisfied are you with the information you receive from management on what’s going on in your organization?
	42
	47
	Significantly Lower

	59) How satsified are you with the training you receive for you presnt job
	50
	54
	Significantly Lower

	71) How satisfied are you with work/life programs (for example health and wellness, employee assistance, eldercare, and support groups)?
	28
	28
	Significantly Lower

	72) How satisfied are you with telework / telecommuting?
	20
	22
	Significantly Lower


Numerical values represent the percentage of respondents that agree with the question.  Thus for question #14, only 42% of respondents across the DOI believe that their work unit is able to recruit people with the right skills.  Survey results highlighted yellow are not only significantly lower than those surveyed in the private sector but are significantly lower than peer agencies in the public sector.  The survey indicates the DOI HR business area faces significant challenges with respect to how central management is perceived by field personnel and with respect to its training program.

4.3 Investments supporting the Human Resources LOB

According to the DOI Business Year 2008 Exhibit 53, there are 17 tracked investments tied to the DOI HR LOB.  From a dollar standpoint, the DOI HR business investments are concentrated mainly in the functional areas of Compensation Management, Benefits Management, and Employee Development.  83% of the funds are allocated towards FPPS, which supports the compensation management functional area.  DOI LEARN and automated staff acquisition systems account for another 12%.  There are no investments allocated to supporting employee relations, labor relations, or separation management functions.  The 17 investments, however, do not fully capture the entire dollar amount being spent on DOI HR IT-related expenses.  Some DOI HR IT Systems / Services are funded via the WCF, direct charges to Bureaus, or via direct procurement for services. 
* Some technical and investment information has been removed and is available in the DOI internal version of the Human Resources Management Blueprint * 

4.4 Business functions preformed by the DOI HR

The OMB Business Reference Model provides the architecture community a standard lexicon for business terminology.  These standards help the architecture community share information between organizations by speaking the same language.  The BRM is a foundational element of the Interior’s MBT
 process.  It forms the foundation for understanding what functions are performed, how those functions are automated, what services are provided, who provides those services, and how those services are aligned with a business focus area’s strategic goals and performance metrics.  Typically, for a business focus area assessment using the MBT process, one extends the OMB BRM to greater levels of detail.  For the HR LOB, OPM already created an extended BRM (Figure 4‑4).  This OPM HR BRM forms the foundation for the HR LOB MBT analysis.  The OPM BRM maps to the nine OMB BRM Human Resources Management sub-functions.
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Figure 4‑4  OMB BRM Management of Government Resources

The OPM HR BRM Version 2 provides an end-to-end process view of Human Resources for the Executive Branch of the U.S. Federal government.  A total of 45 processes collectively form this end-to-end view. The processes are organized by sub-function in accordance with OMB’s Target Architecture Requirements. The sub-functions, in turn, are organized by Human Resources Life Cycle Phase and correspond one-to-one with the OMB BRM sub-functions under the Management of Government Resources, Human Resources Management
.  The ten sub-functions are depicted in Figure 4‑5.

[image: image7.emf]
Figure 4‑5  OPM HR Business Reference Model – 10 Sub-Function View

For the OPM HR BRM, each sub-function is decomposed into its component processes. There are a total of 45 processes in the end-to-end Human Resources process view. These are depicted in Figure 4‑6.


[image: image8]
Figure 4‑6  OPM HR Business Reference Model – 45 Process View

Appendix E details the descriptions of the 45 lifecycle processes of the OPM HR BRM.

During the creation of the DOI HR Modernization Blueprint, Core Team Members from HR were briefed on the OPM BRM and there was general agreement that the extended OPM HR BRM was representative of the functions performed by the DOI HR across all Bureaus.  The HR Stakeholder Survey in Appendix B did reveal some minor variation with respect HR functions performed by some Bureaus and the OPM BRM and these variations were noted.  The main variation was whether Equal Employment Opportunity (EEO) functions were considered part of HR.  The OPM BRM further decomposes into HR process work flow diagrams.  These lower-level OPM HR process diagrams will be used in future business process reengineering efforts as a starting point for standardized processes, but were not included in this analyses.

4.4.1 DOI HR Business Area As-Is Value Chain

The DOI HR Business Area As-Is Value Chain visually depicts the high level functions that are performed in the current state for the DOI HR business area (Figure 4‑7).  The value chain diagram is a mandated work product of the MBT approach.  The work product depicts the high level functions that are leveraged in the current state (infrastructure for example).   The value chain was created from information gathered from DOI HR stakeholders via the stakeholder survey and is based on the OPM HR BRM previously discussed.
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Figure 4‑7  DOI HR Business Area As-Is Value Chain.

The value chain shows that HR provides four main products or services: HR Strategy & Planning, Staff Acquisition, Sustaining Employees, and Employee Separation.  Largely, these products or services are created via the provision of a collection of Bureau HR services.  These services, in turn, are supported by a common DOI / Bureau infrastructure and a collection of Bureau-specific and enterprise (DOI / Government-wide) HR information technology applications  The business of HR is guided by Title 5 Code of Federal Regulations and a number regulations / laws by the OPM, Department of Labor, Unions, and even certain presidential mandates.

4.4.2 DOI HR Business Area Future State Vision

The Office of Management and Budget (OMB) launched their HR LOB effort in April 2004 to build an inter-agency enterprise architecture for the human resources business function.  The OMB HR LOB effort has the following vision for the Federal government:

· Provide government-wide, modern, cost effective, standardized and interoperable human resources solutions.

· Provide common core functionality to support the strategic management of human capital.

· Eliminate redundant HR systems and processes across the Federal government.

Senior DOI HR Managers were interviewed to solicit their vision for the DOI HR future state.  Their future vision is summarized below:

· Dashboard-driven HR:  Future HR operations will be desktop-based. A complete set of HR services will be available to each member of the Department based on his/her role and will be presented in terms of dashboards.  Different dashboards will be available for employees, managers, HR specialists and executives.

· Paperless Operation:  All HR operations will be electronic in nature.  Electronic archives will be established for all future long-term storage.  Existing archives will be converted to electronic form where practical and possible.

· Support for all HR Specialties:  The LOB will provide specific, customized support to all HR specialists, both in headquarters and the field offices.  Each specialty will be provided with the tools and training necessary to perform the work.  It will no longer be necessary for bureaus or other DOI elements with specialized payroll or personnel needs to modify or extend available DOI services—these services will be provided as part of the HR-LOB package.

· Centralized, Standardized Data:  All HR operations will work from a centralized, standardized data model and databases.  Data entered from one HR system will be immediately available to authorized users at any other HR system.

The DOI HR LOB vision, as captured, guided the development of the target DOI HR LOB environment.  Emphasis was placed on meeting DOI HR LOB vision requirements with acknowledgement of and alignment with the OPM HR LOB vision.

4.4.3 DOI HR Business Products and Services Matrix

The DOI HR Business Products and Services Matrix shows DOI HR business products and services categorized by source that can be delivered by the business area, and current / target levels of maturity for that business service.  The intent of this work product is to document the business service for the business area, how the HR LOB delivers the service today, and then how the service could be improved in a future idealized target state.  The current or as-is state of these services was derived from DOI HR stakeholder interviews.  The target state is a combination of industry (private sector) best practices, visioning exercises with stakeholders, and statements from OPM with regards to the future of public sector HR services.
Table 4‑4  DOI HR Business Products and Services Matrix

	
	Current State of Service Maturity
	Target State of Service Maturity

	Bureau HR Services
	Transactional, tactical focus 
	Creates and delivers tailored HR solutions specific to business unit needs.

	
	Resolves administrative queries
	Advises management on the human capital impacts of business decisions.

	
	Bureau Line Managers delegate people matters to HR 
	Provides coaching and consultative support to management on leadership development and people management issues.

	
	Receives direction from DOI HR
	Contributes best practices to influence DOI HR strategies, policies and procedures. 

	
	Processes all HR transactions for business unit
	Manages and processes transactions not handled by DOI-wide Shared HR Services.

	Departmental HR Services
	HR central administration not perceived as high value add by Bureau Business Units
	HR seen as high value add by Bureau Business Units.

	
	HR central leadership perceived as controllers and holders of HR process and policy
	HR perceived as business strategists and contributors to the business.

	
	Little delegated authority between HR central administration and the Bureau Business Units
	Clear performance accountabilities between HR and Business Units.

	
	Low repercussions on poor service performance
	Clear service expectations and repercussions.  Proactive input into HR-related GPRA metrics and measures.

	
	HR seen as a business overhead by Business Units
	HR seen as demonstrating a value add business function.

	
	Work in Ivory Tower with little understanding of business 
	Human capital strategies, policies, plans and programs based on and meeting the needs of the organization. 

	
	HR programs seen as being forced on the business or simply reactionary to legislative mandates.
	HR not just reacting but being proactive in meeting the Department’s needs.

	
	Pushes information to the employees
	Employees actively pull HR information.

	
	Silo (Bureau) focus
	HR offers an enterprise perspective, partners with the business, works across-silos (Bureaus).

	IT Related HR Services / Features
	Employees use a mix of automated and manual / paper-based transactions.  Some transactions involve printing PDF forms and faxing or mailing completed forms.
	Employee and management use web-based self-service.

	
	Administrative tasks dispersed throughout Corporate HR and Generalists 
	Administrative tasks managed by a centralized services group.

	
	Decentralized HR Vendor Management responsibilities.  Bureaus contract independently with HR vendors and service providers.
	Vendors managed and integrated by centralized group.

	
	Decentralized HR technology and processes driven by organizational units.  Bureau-specific custom HR solutions.
	Enterprise-wide HR technology solutions and processes.

	
	Labor intensive, manual processes
	Streamlined, technology-enabled processes.

	
	Limited transactional reporting capabilities  (FPPS data warehouse)
	Data analytics, HR Data Warehouse (full implementation of EHRI).

	
	Low repercussions on poor service performance associated with HR automated systems.  No SLA associated with Bureau HR systems, only NBC hosted HR systems.
	Service delivery performance closely monitored for HR automated systems and hosted applications.

	
	Generalists respond to employee inquiries (No centralized call center)
	Centralized call center responds to all employee inquiries, enterprise-wide.

	
	Most Bureaus standardized on QuickTime which integrates with FPPS.  Not integrated with the Financial and Business Management System (FBMS) / Activity-Based Costing / Management (ABC/M).
	Automated time & attendance system directly integrated with payroll.  Integration with FBMS and ABC/M module.


4.4.4 DOI HR Business Area Target Value Chain

The DOI HR Business Area Target Value Chain visually depicts how high level HR functions will be performed in the target state.  The purpose of the value chain is largely as a communication device.  It allows readers to visually compare the As-Is and Target Value Chain to recognize high level functions that will be phased out or added to the scope of the business area.  For the DOI, the scope of HR services remains the same, but the mode of delivery changes.  The Target Value Chain was derived from the DOI HR Stakeholder Survey, the DOI HR Shared Services Survey, and from the target state of the Business Products and Services Matrix discussed in the previous section.  

One fundamental tenet of the Target Value Chain is that it embraces the Shared Services Model concept endorsed by the OPM.  In January 2005, an OPM-lead initiative was launched to define business and technical requirements around Shared Service Model concept.  Each HR BRM activity was scrutinized to determine whether it should be supported by a shared service center in the future or continue to be performed at the agency.  Each BRM activity was given one of the following designations:

· The activity will be performed in the future by the agency.

· The activity will be performed in the future by a shared service center (SSC).

· The activity will be collaboratively performed in the future by some combination of both the agency and the SSC.

As a proactive response to the OPM initiative, DOI HR Managers were asked to submit candidates to assess the suitability of HR business processes for a Shared Services Model concept.  A survey was emailed to all stakeholders provided by the HR Managers.  All Bureaus were contacted and asked to participate.  Of those Bureaus contacted, the Bureau of Indian Affairs (BIA), Bureau of Land Management (BLM), Bureau of Reclamation (BOR), FWS, Minerals and Management Service (MMS), National Parks Service (NPS), NBC, and United States Geological Survey (USGS) participated in the survey.  

The survey measured how uniform the delivery of the service was within an organization; how well documented the service was within an organization; whether the service was consultative, transactional, or a mixture of the two; and the level of automation for the service.  In addition to describing the nature of the service, each respondent was also asked whether the service was a candidate for the Shared Services Model based on their professional opinion.  The collection of attributes and professional opinions allowed the cross validation of results.  

Ideally, a shared service candidate is uniformly delivered and well documented.  Those services which meet the first two criteria are transactional in nature, and amenable to automation are good self-service candidates.  Those services which were candidates-based purely on their technical attributes, but were not a candidate based on respondent opinions, may face stronger opposition to implementation and will require outreach work to garner stakeholder buy-in.  

Overall, those surveyed were open to further investigation of the Shared Services Model concept - 74% of those who responded either support or strongly support the DOI investigating the feasibility of a Shared Service Model.  Based on each of the respondent’s professional opinions, the following Shared Services Model candidates were strong candidates for a shared services model.  The following candidate services would likely face the least opposition for migration to a Shared Services Model:

3.4 Source Candidate
 

3.5 Evaluate Candidate

3.6 Hire Employee 

5.3 Administer Pay or Leave 

5.5 Manage Payroll 

6.2 Process Benefits Actions 

7.3 Develop HR Development Program 

7.4 Implement HR Development Program 

7.6 Evaluate HR Development Program Effectiveness 

8.5 Administer Employee Assistance Program

Based on each respondent’s professional opinion, the following Shared Services Model candidates were possible candidates and may face some resistance to implementation.  

7.2 Conduct HR Development Needs Assessment 

8.7 Determine Candidate / Employee Suitability 

10.1 Manage Employee Separation

Cross validation was performed by selecting those services which were candidates for a Shared Services Model solely on their technical attributes.

3.3 Establish Evaluation Approach 

3.4 Source Candidate 

3.5 Evaluate Candidate

4.1 Establish Agency Performance Management Strategy 

4.2 Establish and Implement Performance Management System and Programs 

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance 

5.5 Manage Payroll 

6.2 Process Benefits Actions 

8.7 Determine Candidate / Employee Suitability

A total of four HR functions were candidates from a technical perspective, but were not selected as candidates by the respondents.  The following HR services may make technical sense to implement in a Shared Services Model, but may face implementation resistance.

3.3 Establish Evaluation Approach 

4.1 Establish Agency Performance Management Strategy 

4.2 Establish and Implement Performance Management System and Programs 

5.4 Manage Time and Attendance

After further analyses, 14 HR services were selected as candidates for a Shared Services Model concept for the DOI.  When compared to the OPM’s Shared Service Candidates, the DOI’s Shared Service Candidates represent a subset of business functions.

The 14 selected Shared Service Candidates are:

3.4 Source Candidate 

3.5 Evaluate Candidate

3.6 Hire Employee 

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance

5.5 Manage Payroll 

6.2 Process Benefits Actions 

7.2 Conduct HR Development Needs Assessment 

7.3 Develop HR Development Program 

7.4 Implement HR Development Program 

7.6 Evaluate HR Development Program Effectiveness 

8.5 Administer Employee Assistance Program

8.7 Determine Candidate / Employee Suitability

10.1 Manage Employee Separation

The 14 candidates listed above formed the foundation for the DOI-Wide HR Services depicted in the HR LOB Target Value Chain (Figure 4‑8).  The move to a Shared Services Model has a number of implications:  Bureaus would need to agree to accelerate standardization of processes and systems supporting identified candidate services; future investment funding requests for automation of identified HR service candidates would be need to be coordinated at the Department-level; and the Department would need to provide a portal infrastructure to support the move to a shared service model (largely for access to self-service applications).
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Figure 4‑8  HR LOB Target Value Chain

Some of the obvious differences between the current and target state are the elimination of Bureau-specific development and hosting of applications and greater leveraging of enterprise HR information technology using a DOI-wide portal infrastructure.  There is also the standardization and centralization of certain HR services such as benefits management and administration of payroll (compensation management).  There is also the addition of a knowledge retention service managed at the DOI level. 

4.5 IT Services required by Human Resources

The Service-Component Reference Model (SRM) provides a common technology neutral framework and vocabulary to characterize the IT and business components that collectively comprise an IT investment.  According to the OMB, the SRM is a business-driven, functional framework classifying service components according to how they support business and performance objectives.  It serves to identify and classify horizontal and vertical service components supporting federal agencies and their IT investments and assets.  The model aids in recommending service capabilities to support the reuse of business components and services across the Federal Government.  The SRM is organized across horizontal service areas, independent of the business functions, providing a leverage-able foundation for reuse of applications, application capabilities, components, and business services.

This section discusses the SRM service components that are relevant to the DOI HR business area.  When one examines the SRM model (see items circled in red in Figure 4‑9), one can see a great number of services domains and types especially relevant to the DOI HR business area.  
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Figure 4‑9  Service Reference Model Overview

The DOI HR Modernization Blueprint findings are in alignment with findings presented by the DOI Chief Technology Officer
 (CTO) to the Investment Review Board.  The CTO found that HR enterprise projects required portal, enterprise access control, Enterprise Service Bus, information management, collaboration, forms, configuration management, and help desk infrastructure services.  In the current environment, most HR applications are standalone applications.  This results in the duplication of infrastructure services and a service environment that is heterogeneous and lacking in standards.

4.6 Products and Services associated with the HR LOB

The list of products and services shown in Table 4‑5 were taken directly from the OPM HR Business Reference Model.  The list provided the foundation for a number of MBT analyses and deliverables.  Based on the nature of work products generated by HR functions, recommendations can be made about appropriate technologies for HR.
Table 4‑5  Products and Services associated with HR Functions / Activities

	N
	Function / Activity
	Products / Services

	1.1
	Conduct Internal Environment Analysis 
	Cataloged Internal Environment Data, Findings, and Report

	1.2
	Conduct External Environment Analysis 
	Cataloged External Environment Data, Findings, and Report

	1.3
	Develop HC and HR Strategies 
	HR / HC Mission, Vision, Objectives, Strategies, Goals, Milestones and Evaluation Criteria

	1.4
	Establish HR Policy and Practices 
	HR Policy & Legislation, Action Plan, Publications,  Guidelines, and/or Procedures Publications

	1.5
	Manage Competency Model 
	Competency Model (knowledge, skills, attributes, and behavioral traits required for job classes)

	1.6
	Conduct Workforce Planning 
	Workforce Forecast Data and Workforce Plan

	1.7
	Conduct Succession Planning 
	Succession Plan

	1.8
	Manage HR Budget 
	HR Budget, Financial and Performance Reports

	1.9
	Provide HR Consultative Support 
	HR Consultative Strategy, Plan, and Partnering Strategy; and Communication of Knowledge to Customers

	1.10
	Measure and Improve HR Performance 
	Performance Measures, Metrics, and Results; and Process Improvement Plans

	2.1
	Administer Organization and Position Management 
	Organization Chart, Organizational Codes, Published Legal Notices (Federal Register), Job Requirements, Inventory of Existing Agency Jobs, Agency Budgeted FTEs, Unmet Requirements, Career Tracks, Descriptions of Duties, Qualification Requirements, Classified Job or Functional Statement , and Personnel Actions

	3.1
	Develop Staff Acquisition Strategy 
	Staffing Needs, Projections, Compliance Requirements, Sourcing Strategies, and Acquisition Strategy

	3.2
	Develop Staff Acquisition Plan 
	Acquisition Plan

	3.3
	Establish Evaluation Approach 
	Job Analysis Results,  Assessment Criteria, Qualification Requirements, and Assessment Tools and Instruments

	3.4
	Source Candidate 
	Qualified Candidates

	3.5
	Evaluate Candidate
	Validated List of Selectee(s) for Job Offer(s)

	3.6
	Hire Employee 
	Job Offer, Pre-employment Data for Review / Analysis (e.g., security process, suitability determination), Authorization to Hire, Hired and Documented Employee

	4.1
	Establish Agency Performance Management Strategy 
	Agency Performance Management Strategy

	4.2
	Establish and Implement Performance Management System and Programs 
	Performance Management System and Programs

	4.3
	Manage Employee Performance 
	Employee Performance Plan, Performance Rating, Proficiencies and Deficiencies, and Rating of Record

	4.4
	Evaluate Performance Management Effectiveness 
	Program Effectiveness Conclusions, Proposed Changes to Performance Management System, Proposed Changes to Performance Management Program(s)

	5.1
	Adopt Compensation Programs 
	Compensation Program(s), Agency Compensation Policies and / or Regulations, Leave Policy and Guidelines, Program Implementation Plan, Systems Requirements, and Process Design Changes 

	5.2
	Administer Bonus and Awards Programs 
	Bonus and Awards Strategies, List of Employees to Receive Bonus or Award, and Bonus or Award, HR Transactions

	5.3
	Administer Pay or Leave 
	Employee Pay or Leave Data, Payroll Transactions, Reports 

	5.4
	Manage Time and Attendance 
	Work Schedule (Tour of Duty),  Time and Attendance Data, Project Cost Data, Leave Accruals, Leave Balances, Continuation of Leave Request, Leave End Date, and Leave Documentation,

	5.5
	Manage Payroll 
	Payroll Data, Pay Calculation Results , Pay Reporting Data, Labor Cost Allocation, Disbursements, and Resolved Payroll Issues

	6.1
	Establish Benefits Programs 
	Benefits Policy, Offerings, Service Level Agreements, Implementation Plan, and Systems Requirements

	6.2
	Process Benefits Actions 
	Benefits Elections and Employee Records

	7.1
	Establish Agency Human Resources Development (HRD) Management Strategy    
	Agency HRD Vision

	7.2
	Conduct HR Development Needs Assessment 
	Needs Assessment, Proposed HRD Programs and / or Learning Opportunities with Business Cases

	7.3
	Develop HR Development Program 
	HRD Program Design Document,  Provider Selection Criteria, Provider Evaluation Results, HRD Program and Materials, Evaluation Instruments, and Implementation Plan

	7.4
	Implement HR Development Program 
	Delivery and Distribution Methods, HRD Program Materials, Training / Development Catalog(s), Program Announcement Materials, Program Registrations, Attendance Data, Group Training Costs, Individual Training Costs, Summarized Program Evaluations, Provider Performance Results and / or Reports, Program Evaluations, Employee Record Updates

	7.5
	Manage HR Development 
	Individual Development Plan, Performance Plan, and Performance Evaluation  

	7.6
	Evaluate HR Development Program Effectiveness 
	Program Effectiveness Conclusions, ROI Assessment

	8.1
	Address Employee Misconduct 
	Guidelines on Documenting Offense and Appropriate Actions

	8.2
	Address Employee Performance Problems 
	Agency Case File, Decision Letters, Settlement Agreement, Transaction

	8.3
	Manage Administrative Grievances
	Finding, Recommendation on How to Address the Grievance, Resolution, Documented Complaint, Finding, Recommendation on How to Address the Grievance, Resolution, Grievance Decision

	8.4
	Provide Reasonable Accommodation 
	Accommodation File, Decision on Accommodation Request, and Reasonable Accommodation  

	8.5
	Administer Employee Assistance Program 
	New or Renewed EAP Services, Employee Referrals

	8.6
	Participate in Administrative Third Party Proceedings 
	Filings, Agency Response, Decision of Third Party, Settlement Agreement

	8.7
	Determine Candidate / Employee Suitability  
	Suitability Determination, Notification to Candidate / Employee with Appeal Rights,  Report to OPM

	9.1
	Manage Labor Relations  
	Certification of Recognition, FLRA Decision, Notice of Election, Election Results, Bargaining Unit Status (BUS) Codes, Employee Record Updates, Communication Materials, Training Requirements, Decision on Appropriate Unit, Decision on Recognition, MOU / MOA , BUS Codes, Employee Record Updates, Communication Materials, Training Requirements, Interests of the Parties, Documented Authority to Negotiate, Team Member Roles, Trained Negotiation Team, Objectives and Strategies, Proposals and Counterproposals, Agreements, Decision to Initiate Third Party Process, and Union Ratification (if appropriate). 

	9.2
	Manage Negotiated Grievances 
	Decision, Finding, Recommendation on How to Address the Grievance, Resolution, Documented Complaint, Resolution, Decision on Informal Grievance, Settlement Agreement, Decision to Employ ADR Methods, Formal Grievance, Resolved Dispute, Settlement Agreement, Continued Formal Grievance, Arbitrator’s Decision, Arbitration Case File, and Filing

	9.3
	Participate in Negotiated Third Party Proceedings 
	Discovery Request,  Resolved Dispute, Settlement Agreement, and Compliance Report

	10.1
	Manage Employee Separation 
	Separation Notification,  Documentation of Separation,  Employee Entitlements, Outputs:  Counseling Documentation, Agency Specific Checklists, Completed Employee Forms, Attrition Statistics, Retrieved Agency Assets, Exit Interview Results, Separation Notifications, and Separation Materials


By examining the work products across all function activities and classifying them into broad categories, the majority of products are:

· reports (32%), 
· records of decision
 (15%), and 
· raw data (14%), 
As seen in Figure 4‑10, much of the business of HR involves the provision of a myriad of reports; rendering personnel decisions; collection and disbursement of data; and establishing policy, plans, budgets, and personnel-related criteria / metrics.  These administrative actions are performed in tandem with the provision of traditional HR services such as recruitment, hiring, managing employee relations, benefits, training / development, payroll processing, and separation.
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Figure 4‑10  HR LOB Work Products

Within DOI, the vast majority of HR functions are not fully supported by automation thus HR personnel and staff must manually contend with a vast amount of unstructured documents and reports.  Most formal records of decisions are still in paper format.  

Based on the nature of the data used by the HR LOB, DOI HR would benefit from records management, document management, and work flow technologies since the majority of products are reports (32%) and records of decision (15%).  These technologies would support the creation of HR reports; rendering personnel decisions; collection and disbursement of data; and establishing policy, plans, budgets, and personnel-related criteria / metrics.  Moving the business towards a paperless, data-centric architecture based on a data warehouse with secure role-based portal access is recommended.

5. Analysis of the Data

5.1 HR LOB IT System Inventory

The following is an analysis of the inventory of HR Application Systems in-use within the DOI and its Bureaus.  The inventory as shown in table 5-1 represents data collected from HR personnel during the course of the HR LOB Modernization Blueprint effort.  While validated through a series of data collection efforts and cross-validated by correspondence with various application service providers, the inventory may be incomplete and some point solutions in-use by Bureaus may not have been captured.  The data collection efforts did manage to find a number of HR LOB IT systems which were not being tracked in the DOI Enterprise Architecture Repository.  A number “1” in the table indicates that the HR IT System represented in a given row is used by the respective Bureau or DOI Office.  A numerical value was used to facilitate the roll-up of system usage totals and the total number of HR IT Systems used by a given Bureau.

Table 5‑1  DOI HR LOB Systems Survey


[image: image13]
An examination of the inventory data shows variances in the levels of HR automation across Bureaus.  There are also multiple Bureau-specific custom-developed HR solutions and evidence of near Department-wide adoption of certain applications such as Federal Personnel and Payroll System (FPPS), UC-eXpress (TALX), USAJOBS.com, Safety Management Information System (SMIS), QuickHire, Employee Express, FPPS Datamart, and QuickTime.  The majority of custom-developed point solutions are divided between the BLM and USGS.  

The table also highlights those applications in-use by multiple Bureaus.  In some cases, such as with the TALX Corporation, the DOI has negotiated an enterprise license agreement.  In other cases, such as with Visual Powerfiles for EEO, NBC negotiated an enterprise license agreement with TechSolutions
.

5.2 HR LOB – Supporting E-Government Initiatives

The E-Gov Act of 2002 mandated the Government pursue opportunities to leverage information technology in a cost effective way to enable the Federal Enterprise to be more citizen-centered and market-driven.  OPM was selected by OMB to be the portfolio manager for five of the overall 24 Government-wide E-Government initiatives. The five initiatives led by OPM are: 

· Enterprise Human Resources Integration (EHRI), 

· E-Clearance, 

· E-Payroll, 

· E-Training, and 

· Recruitment One Stop. 

These E-Government initiatives are an integral part of President Bush's Management Agenda.

Enterprise Human Resources Integration is one of five OPM-led E-Government initiatives along with E-Clearance, E-Payroll, E-Training, and Recruitment One-Stop.  OPM's vision for these, when combined with OPM's Retirement Systems Modernization initiative, is that of an interlocking enterprise system based on the employee lifecycle.  The interrelated initiatives streamline and improve processes for moving Federal employees through the employment lifecycle.  Collectively, they help make Government more citizen-centered and results oriented in line with the President's Management Agenda.  

EHRI is a collaborative E-Government initiative designed to transform the way Federal HR Specialists and Managers access human resource information and the way all Federal employees access their personnel file information.  It also provides a set of value-added products and services offered to customer agencies on a fee-for-service basis.  EHRI is expected to cost each Agency $4 million to implement.  

Components of EHRI, namely Electronic Official Personnel Folder (eOPF), have potential for reuse across other DOI business areas.  eOPF is based on Integic’s personnel file software (recently acquired by Northrop Grumman).  The e.Power software is a document management, forms management, and workflow management software solution.  It also features NARA-compliant records management components, enterprise application integration and process automation and management.  It is largely a web-based application which leverages an Oracle database.  It also integrates with a department’s MS Exchange email system.

The E-Clearance initiative leverages information technology to improve the effectiveness and efficiency of the personnel security investigations process.  OPM has reduced the time to process background investigations and minimized duplicate background investigations.  The E-Clearance initiative will save the government and private industry time and resources, and it will save the taxpayers about $260 million over 10 years. 

The E-Payroll initiative is consolidating 26 Executive branch Federal payroll providers, standardizing payroll policies and procedures, and simplifying and better integrating payroll, human resources, and finance functions.  E-Payroll is leading efforts to establish payroll policies and procedures that will be uniform and easy to understand and administer. Government-wide E-Payroll system solutions are "best in class" in terms of overall costs and ease of administration while delivering high quality service.  The E-Payroll Initiative advanced the E-Government agenda by creating greater efficiencies in Federal payroll processing. NBC is one of four E-Payroll Providers selected by OPM.

The E-Training initiative, now referred to as the Human Resources Line of Business/ Human Resources Development (HR LOB/HRD) Program, is transforming learning by creating a premier E-Learning environment to support the development of the Federal workforce and to advance the accomplishment of agency missions through simplified and one-stop access to high quality E-Learning products, tools, and services.  The USALearning.gov site is a Government-wide resource for the Federal workforce and appropriate non-Federal workers to access formal and informal learning opportunities that span E-Learning systems, content, and/or performance support tools available in the Federal Government. DOI selected GoLearn as its E-Training solution.

The Recruitment One-Stop (ROS) initiative has simplified the process of locating and applying for Federal jobs.  Through a series of enhancements to USAJOBS.gov, the Federal Government's official one-stop source for jobs and employment information, ROS delivers many new job seeker focused features including improved job searching; clean, concise, understandable and attractive job announcements; a "create once, use many" basic job resume that can be used to apply to multiple vacancies, agencies and systems; a resume mining feature that allows fast, cost efficient candidate sourcing by Federal managers and HR specialists; and online, real-time application status tracking.

5.3 How DOI HR Systems support HR Business Functions

5.3.1 Mapping of DOI HR Systems to Business Functions

The next step was to map the DOI HR systems to the HR business functions they support.  This mapping highlights those DOI HR applications that may be functionally redundant and those applications (possible point solutions) that are automating functions that may be leveraged by other Bureaus across the enterprise.  The mapping was done by taking the system descriptions provided by the DOI HR Modernization Blueprint Core Team and system owners and then cross mapping those descriptions to the OPM’s HR LOB BRM.  The initial mapping was sent to HR system owners for feedback and to check its validity.  The following table summarizes the functional mapping of the HR LOB systems to the OMB and OPM BRM functions.

Table 5‑2  Mapping of DOI HR Systems to BRM Functions

	System
	Acronym
	Managing Partner
	Primary BRM Sub-function
	OPM BRM Sub-function(s)

	Agency Query System
	AQS
	DOL
	6. Benefits Management
	6.2 Process Benefits Actions 5.3 Administer Pay or Leave 

	Ask HRO 
	N/A
	USGS
	8. Employee Relations 
	 

	Automated Individual Development Plan
	AIDP
	BLM WO-700
	7. Human Resources Development
	7.4 Implement HR Development Program 7.5 Manage HR Development 

	Automated Resources Training System (ARTS)
	ARTS
	NBC
	7. Human Resources Development
	7.5 Manage HR Development 

	Automated Table of Organization
	ATO
	BLM WO-700
	2. Organization and Position Management
	2.1 Administer Organization and Position Management 1.7 Conduct Succession Planning 3.1 Develop Staff Acquisition Strategy 3.2 Develop Staff Acquisition Plan 1.6 Conduct Workforce Planning 

	cyberFEDS
	N/A
	LRP Publications
	1. HR Strategy
	1.9 Provide HR Consultative Support 9.1 Manage Labor Relations  9.2 Manage Negotiated Grievances 

	cyberFEDS - Worker's Compensation Module
	N/A
	LRP Publications
	1. HR Strategy
	1.9 Provide HR Consultative Support 

	Distance Learning Tool
	N/A
	BLM WO-700
	7. Human Resources Development
	7.4 Implement HR Development Program 

	DOI LEARN
	N/A
	OS and OPM
	7. Human Resources Development
	7.2 Conduct HR Development Needs Assessment 7.3 Develop HR Development Program 7.4 Implement HR Development Program 7.5 Manage HR Development 

	e-QIP
	N/A
	OPM
	3. Staff Acquisition
	3.6 Hire Employee 

	Employee Express
	N/A
	OPM
	6. Benefits Management
	6.1 Establish Benefits Programs 6.2 Process Benefits Actions 5.5 Manage Payroll 

	Ethics Tracking System (Database)
	N/A
	USGS
	1. HR Strategy
	1.10 Measure and Improve HR Performance 

	Exit Clearance Process (Outlook)
	
	MMS
	10. Separation Management
	10.1 Manage Employee Separation 

	Exit Interview (Lotus Notes Database)
	N/A
	BLM WO-700
	10. Separation Management
	10.1 Manage Employee Separation 

	Exit Interview (Outlook)
	N/A
	MMS
	10. Separation Management
	10.1 Manage Employee Separation 

	Federal Personnel and Payroll System
	FPPS
	NBC
	5. Compensation Management
	5.1 Adopt Compensation Programs 5.2 Administer Bonus and Awards Programs 5.3 Administer Pay or Leave 5.4 Manage Time and Attendance 5.5 Manage Payroll 

	FPPS Datamart
	N/A
	NBC
	5. Compensation Management
	5.4 Manage Time and Attendance 

	Government Retirement and Benefits (GRB) EBIS
	EBIS
	GRB Inc.
	6. Benefits Management
	6.1 Establish Benefits Programs 

	Government Retirement and Benefits (GRB) Assist
	GBS Assist
	GRB Inc.
	6. Benefits Management
	6.2 Process Benefits Actions 

	Human Capital Management System (SAS database)
	N/A
	BLM WO-700
	1. HR Strategy
	1.6 Conduct Workforce Planning 1.7 Conduct Succession Planning 2.1 Administer Organization and Position Management 10.1 Manage Employee Separation 3.1 Develop Staff Acquisition Strategy 3.2 Develop Staff Acquisition Plan 7.2 Conduct HR Development Needs Assessment 7.3 Develop HR Development Program 1.9 Provide HR Consultative Support 7.2 Conduct HR Development Needs Assessment 

	IComplaints (EEO)
	N/A
	Micropact
	8. Employee Relations 
	8.3 Manage Administrative Grievances

	Leadership Needs Assessment Tools (Lotus Notes Database)
	N/A
	BLM WO-700
	7. Human Resources Development
	7.4 Implement HR Development Program 

	Needs Assessment Training and Validation (Lotus Notes Database)
	N/A
	BLM WO-700
	7. Human Resources Development
	7.2 Conduct HR Development Needs Assessment 

	PayCheck (Lotus Notes)
	N/A
	BLM WO-700
	5. Compensation Management
	5.5 Manage Payroll 

	Q12 Gallup Survey
	N/A
	Gallup Corporation
	1. HR Strategy
	1.10 Measure and Improve HR Performance 

	QuickHire
	N/A
	Monster Government Solutions
	3. Staff Acquisition
	3.4 Source Candidate 3.5 Evaluate Candidate3.6 Hire Employee 

	QuickTime (NBC-hosted)
	N/A
	NBC
	5. Compensation Management
	5.4 Manage Time and Attendance 

	Safety Management Information System (SMIS)
	SMIS
	OS
	6. Benefits Management
	6.2 Process Benefits Actions 

	Student-Placement System
	N/A
	USGS
	3. Staff Acquisition
	3.4 Source Candidate 

	The Work Number (TALX)
	N/A
	TALX Corporation
	5. Compensation Management
	5.5 Manage Payroll 

	Time and Attendance Automated System
	TAAS
	BOR
	5. Compensation Management
	5.5 Manage Payroll 5.4 Manage Time and Attendance 5.3 Administer Pay or Leave 

	Training Management System  (TMS)
	TMS
	USGS
	7. Human Resources Development
	7.4 Implement HR Development Program 7.5 Manage HR Development 

	UC-eXpress (TALX)
	UC-Express
	TALX Corporation
	5. Compensation Management
	5.5 Manage Payroll 

	USA Staffing (OPM)
	N/A
	OPM
	3. Staff Acquisition
	3.4 Source Candidate 3.5 Evaluate Candidate

	Recruitment One Stop
	ROS
	OPM
	3. Staff Acquisition
	3.4 Source Candidate 

	Visual Powerfiles for EEO
	N/A
	TechSolutions
	8. Employee Relations 
	8.3 Manage Administrative Grievances


Figure 5‑1 is a graphical depiction of the tabular data and shows the mapping of the current DOI HR systems to the business functions they support.
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Figure 5‑1  Mapping of DOI HR Systems to Business Functions

5.3.2 HR Automation Gaps

5.3.3 HR Automation Gaps

HR Automation Gaps indicate those functional areas that do not appear to be automated by an HR-specific application.  Figure 5‑2 is a graphical depiction of the HR Automation Gaps.  Some basic infrastructure tools such as email, databases and spreadsheets may be providing some indirect automation for that functional area.  For the most part, the provision of a given HR service is guided by legislation.  The means of service provision, however, varies greatly. 
A. Human Resources Strategy – This functional area deals with developing effective human capital management strategies to ensure federal organizations are able to recruit, select, develop, train and manage a high quality, productive workforce in accordance with merit system principles.  Currently, there is limited DOI automation across the Human Resources Strategy function.  If the Bureaus are examined as a whole, only four out of ten sub-functions are automated in whole or in part.  This current automation gap will largely be addressed by the planned EHRI initiative.  One major shortcoming of EHRI is a lack of information on how data will be shared between EHRI and other initiatives such as the electronic personnel file (eOPF), ROS, HSPD-12, and EOD. 

B. Performance Management – This functional area encompasses the design, development, and implementation of a comprehensive employee performance management approach to ensure agency employees are demonstrating competencies required of their work assignments.  Currently, none of the sub-functions in this functional area are automated.  Performance management tools typically automate functions such as employee evaluations, personal development plans, peer reviews, work allocation and project-based feedback.  It is desirable that any such system feature integration with existing HR systems for importing profile information and employee-supervisor relationships.  Another benefit of automating performance management is process enforcement and greater uniformity in the implementation of performance management.  No planned HR LOB E-Government initiative directly addresses this functional area.

C. Employee Relations – This functional area encompasses the design, development and implementation of programs that strive to maintain an effective employer-employee relationship that balances the agency’s needs against its employees’ rights.  This sub-function includes: addressing employee misconduct; addressing employee performance problems; managing administrative grievances; providing employee accommodation; administering employees assistance programs; participating in administrative third party proceedings; and determining candidate and applicant suitability.  There are some Bureau solutions that partially automate employee complaints / grievances and EEO issues; however, no planned HR LOB E-Government initiative directly addresses employee relations.

D. Labor Relations – The functional area addresses the management of relationships between the agency and its unions and bargaining units.  This includes negotiating and administering labor contracts and collective bargaining agreements; managing negotiated grievances; and participating in negotiated third party proceedings.  Aside from web-based resources for case law and precedents for negotiations, there is little need for automation for this functional area.  No planned HR LOB E-Government initiative directly addresses labor relations.
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Figure 5‑2  HR Automation Gaps

5.3.4 HR Function Redundancies

HR IT System functional redundancies are visible at the DOI-level of granularity, but when viewed at the level of an individual Bureau, few, if any such redundancies are apparent.  Thus, when considering standardization on a single, perhaps superior, system, one must take into consideration the migration of one or more Bureaus to the selected target system.  Each such instance will be examined individually.  There are also instances where a single Bureau-specific or commercial off-the-shelf (COTS) system automates a HR business function in part or in whole.  Each of these instances will be examined for possible expansion and use by other Bureaus.  

1. Redundancy 1 - Automated Staffing Systems (Staff Acquisition):

· Redundancy:  There appear to be two redundant automated hiring systems across the Department: QuickHire and USAStaffing

· Discussion: Currently the DOI uses two automation staffing applications: USAStaffing from OPM and QuickHire from Monster Government Solutions.  USAStaffing is one of three OPM-sanctioned automated staffing solutions (Quickhire and Avue being the other two).  QuickHire and USAStaffing are functionally redundant.  USAJOBS.com is the US Government's official job posting portal which was originally developed by OPM.  It allows job seekers to quickly and easily find and apply for federal jobs in a centralized location.  USAJOBS.com is not functionally redundant to either QuickHire or USAStaffing.  

· Recommendation(s):  The DOI should consider standardization on a single automated staffing solution in the future.  DOI should recommend an automated staffing solution for those Bureaus who have not selected a solution.  
2. Redundancy 2 – Training Systems (Human Resource Development):

· Nature of Apparent Redundancy:  There appear to be six redundant systems: The Automated Individual Development Plan, the Distance Learning Tool, the Leadership Needs Assessment Tool, the Needs Assessment and Training Validation Database, and the Training Management System.

· Discussion:  The DOI is currently in the process of rolling out its enterprise automated training system, DOI LEARN.  Until such time that DOI LEARN is fully implemented, there will be Bureau-specific systems in-place which will be redundant to DOI LEARN.  These Bureau-specific systems were largely created in-house, so the only costs associated with these systems are the operations and maintenance associated with hosting the applications.  Development costs for these systems have already been incurred.  Based on information provided by the Bureaus, there appear to be no annual subscription fees associated with the applications.  Costs for continued operation of these systems until the full deployment of DOI LEARN will be minimal.

· Recommendation(s):  It is recommended that the Department request quarterly updates on the operational status of automated training solutions implemented by Bureaus.  It is recommended that the Department request the retirement of Bureau-specific training systems no later than six months after implementation of DOI LEARN.  It is recommended that the Department freeze funding for Bureau-specific training systems at current levels and zero-fund Bureau-specific training systems for FY2007 and beyond.  It is recommended that the Department actively track the success of DOI LEARN and document any functionality or feature gaps between DOI LEARN and existing Bureau-specific training systems.
3. Redundancy 3 – Employee Exit Automation (Employee Separation):

· Nature of Apparent Redundancy:  There appear to be three redundant systems: Exit Clearance Process, Exit Interview (Lotus Notes-based), and Exit Interview (Outlook-based).

· Discussion:  The Exit Clearance Process is simply a check-list for managers to use when an employee leaves.  The other two applications are basic survey / database tools.  The Lotus Notes and Outlook-based versions are functionally redundant.  The DOI recently performed a requirements analysis for a DOI-wide Exit Clearance Interview system.

· Recommendation(s):  It is recommended that DOI implement a single Department-wide web-based Exit Interview System and retire the existing point solutions.  DOI HR Managers recently concurred on a set of common exit interview questions.  These questions should form the basis for any automated solution.

5.3.5 HR Investment Gaps

In Figure 5‑3, the planned FY2008 DOI HR Investments were overlayed on the BRM business functions to see the investment gaps.
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Figure 5‑3  HR Investment Gaps

Currently there are no HR IT investments allocated towards supporting the functions of employee relations, labor relations, or separation management. 
5.3.6 HR E-Gov Redundancies

The following table maps existing and planned HR LOB E-Government initiatives to the BRM. 

Table 5‑3  Mapping of E-Government HR Initiatives to BRM Functions

	E-Gov Initiative
	BRM Mapping


	E-Clearance
	(3.6) Hire Employee

	E-Payroll
	(5.1) Adopt Compensation Programs, (5.2) Administer Bonus and Awards Programs, (5.3 Administer Pay or Leave, (5.4) Manage Time and Attendance, (5.5) Manage Payroll

	E-Training
	(7.1) Establish Agency Human Resources Development (HRD) Management Strategy, (7.2) Conduct HR Development Needs Assessment, (7.3) Develop HR Development Program, (7.4) Implement HR Development Program, (7.5) Manage HR Development, (7.6) Evaluate HR Development Program Effectiveness

	Enterprise HR Integration (EHRI)
	(1.3) Develop HC and HR Strategies, (1.4) Establish HR Policy and Practices, (1.5) Manage Competency Model, (1.6) Conduct Workforce Planning, (1.7) Conduct Succession Planning. (1.9) Provide HR Consultative Support (2.1) Administer Organization and Position Management

	Recruitment One Stop (RoS)
	(3.4) Source Candidate, (3.5) Evaluate Candidate


If we then overlay the E-Government HR initiatives to the BRM graphic, we get the following graphic (Figure 5‑4) which shows areas where current systems may be functionally redundant to planned initiatives. 
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Figure 5‑4  Mapping of DOI HR Systems to HR LOB E-Government Initiatives

For DOI, HR Systems were examined in terms of their relationship to HR LOB E-Government initiatives.  Special attention was given to those systems which were functionally redundant to planned HR LOB E-Government initiatives as well as those systems planned for replacement by an E-Government initiative.  The following table shows the relationship of existing DOI systems to HR LOB E-Gov initiatives.

Table 5‑4  DOI HR Systems and their relationship to E-Government Initiatives

	System
	Nature of Relationship to E-Gov
	E-Gov
	Managing Partner

	Automated Individual Development Plan
	Being Replaced By
	E-Training initiative
	BLM WO-700

	Automated Resources Training System (ARTS)
	Being Replaced By
	E-Training initiative
	NBC

	Automated Table of Organization
	Integrates With
	Enhanced Human Resource Integration (EHRI) 
	BLM WO-700

	Distance Learning Tool
	Being Replaced By
	E-Training initiative
	BLM WO-700

	DOI LEARN / E-Training
	Component Of
	E-Training initiative
	OS and OPM

	eQIP
	Component Of
	E-Clearance
	OPM

	Exit Interview (Lotus Notes Database)
	Integrates With
	Enhanced Human Resource Integration (EHRI) 
	BLM WO-700

	FPPS / E-Payroll
	Component Of
	E-Payroll
	NBC

	FPPS Datamart
	Component Of
	E-Payroll
	NBC

	Human Capital Management System (SAS database)
	Redundant To
	Enhanced Human Resource Integration (EHRI) 
	BLM WO-700

	Leadership Needs Assessment Tools (Lotus Notes Database)
	Being Replaced By
	E-Training initiative
	BLM WO-700

	Needs Assessment Training and Validation (Lotus Notes Database)
	Being Replaced By
	E-Training initiative
	BLM WO-700

	PayCheck (Lotus Notes)
	Being Replaced By
	E-Payroll
	BLM WO-700

	QuickHire
	Integrates With
	Recruitment One-Stop (ROS)
	Monster Government Solutions

	QuickTime (NBC-hosted)
	Component Of
	E-Payroll
	NBC

	Recruitment One Stop
	Component Of
	Recruitment One-Stop (ROS)
	OPM

	Time and Attendance Automated System
	Redundant To
	E-Payroll
	BOR

	Training Management System  (TMS)
	Being Replaced By
	E-Training initiative
	USGS

	USA Staffing (OPM)
	Integrates With
	Recruitment One-Stop (ROS)
	OPM


The analyses reveal two possible system redundancies.  The BLM’s SAS Database and the BOR’s Time and Attendance System (TAAS).  While the SAS Database does have some functional redundancies, it meets current needs not provided by the yet to be deployed ERHI and has geospatial analyses features which will never be included as part of EHRI.  The BOR has unique time recording requirements which necessitate the use of TAAS which is based on MAXIMO software.  The NBC-hosted component of E-Payroll, Quicktime, does not meet the BOR’s unique time and attendance requirements.

5.4 DOI HR Data Analyses

Data analyses performed during the course of this blueprint were high-level and represent a starting point for a more in-depth HR data initiative.  Information on data elements used by current systems and the nature of information exchanges was self-reported by HR system owners and not independently validated.  There are some Bureaus with metadata repositories which contain additional metadata on certain Bureau HR systems, but these Bureau-specific MDRs do not use the OPM Data Reference Model as their ontology.  During interviews with DOI HR system owners, all DOI HR systems were mapped to the OPM Data Reference Model to provide a means for Department-wide analyses based on a comment set of high-level data classes sanctioned by the OPM and OMB.  Information exchanges between DOI HR systems were also captured.  The following diagram shows the high-level information exchanges captured among the DOI HR systems.  Systems external to the DOI are color coded in yellow in Figure 5‑5.  
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Figure 5‑5  As-Is DOI HR System Information Exchanges

For the most part, the main source of information being served to other system clients was FPPS.

Exchanges ranged from manual file transfers to automated exchanges.  The data were examined to determine systems of record and data redundancies.  In Figure 5‑6, the yellow highlighted rows show those data elements with no clearly defined system of record.  The blue highlighted data elements have a clear system of record, but this does not guarantee that all systems are using this data source.

An analysis of the Entry on Duty and HSPD-12 / PIV-II data requirements showed many common data elements.  An analysis performed by NBC of forms related to EOD found approximately 600 data elements across 26 HR forms with a data element overlap of 60% (meaning the same data type showed up in 60% of the forms) for more than 30% of the data elements.  DOI LEARN, FPPS, and GRB were the only HR systems identified as ‘systems of record’.  There is no enterprise data dictionary across the DOI HR business area and this hampers enterprise information integration efforts.  DOI HR systems are not uniformly required to maintain and publish conceptual data models.  There are some notable exceptions such as FPPS which does maintain a data model.  In general, data models were not available for external systems (e.g. DOI LEARN and QuickHire).  
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Figure 5‑6  Mapping of HR LOB Systems to OPM DRM

The data were examined to determine systems of record and data redundancies.  In Figure 5‑7, highlighted rows are those data elements that appear to be candidate data sources for reuse.  Some of the personnel data in FPPS are used by other systems, but most systems maintain independent and duplicative data stores.  Thus the diagram shows there are some authoritative data sources but few systems are making use of those sources.
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Figure 5‑7  Mapping of DOI HR LOB Systems to OPM DRM

Examination of the DRM mapping revealed 15 data elements in use by at least two DOI HR systems.  Most HR systems in use across the DOI were found to maintain separate redundant data stores.  

Table 5‑5  Common Data Elements among HR Systems

	DRM Data Element
	Systems Using

	EMPLOYEE
	34

	ORGANIZATION
	15

	POSITION
	11

	PAY
	10

	OCCUPATION
	9

	COMPETENCY
	5

	TRAINING
	5

	BENEFIT
	4

	LEAVE
	4

	APPLICANT
	3

	BENEFICIARY
	2

	CLAIM
	2

	DISPUTE
	2

	PERFORMANCE RESULT
	2

	PROGRAM
	2


The common data elements table gives a starting point for any DOI HR data standardization effort.  DRM data elements with a greater number of systems using the data should be prioritized for standardization. 

5.5 DOI HR LOB As-Is System Architecture

A detailed system survey was conducted on all identified HR systems via a data collection template and multiple interviews.  The following figure is the DOI HR LOB as-is System Interface Diagram.  Figure 5‑8 is based on the detailed systems survey and system owner interviews.
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Figure 5‑8  HR LOB As-Is System Interfaces

An examination of the diagram shows DOI HR LOB is characterized by stove-piped systems with limited information exchanges between systems (staff acquisition and compensation management are exceptions).  There were a total of 36 individual systems identified and validated during the creation of the HR LOB Blueprint.  There are a significant number of custom solutions created by the Bureaus.  The majority of these custom in-house HR applications are based on Lotus Notes / Domino technology, however some in-house applications were developed using Open Source technologies (Linux / MySQL).  Nearly all applications maintain their own password / IDs.  Nearly half of the systems supporting the HR LOB are leased systems / services.  Few of these external applications / services have published data models.  Information exchanges / interfaces to such proprietary systems / services are hampered by a lack of information exchange standards.  Nearly all applications maintain their own separate and partially redundant data stores.  Most of the HR systems are web-client applications.  While there appear to be functional redundancies when viewed at the Department-level, in reality, there are few, if any, functional redundancies across applications when viewed at the Bureau-level.

5.6 HR LOB As-Is System Scoring

An in-depth system scoring was performed across multiple domains: strategic, business, data, technology, and security alignment.  The scoring template used was taken from MBT Version 1.5.  The template, scoring criteria, and scoring justifications are provided in a separate spreadsheet.

[image: image22.emf]
Figure 5‑9  HR LOB System Scoring Matrix

Based on the results of the systems scoring and analyses a number of systems were recommended for near-term retirement / migration.  A total of six HR LOB IT Systems are recommended for retirement and were not included in the “To Be” HR LOB IT Systems Architecture.  These systems were:

1. Leadership Needs Assessment Tools (Lotus Notes Database)

2. Needs Assessment Training and Validation (Lotus Notes Database)

3. Training Management System  (TMS)

4. Automated Individual Development Plan

5. Automated Resources Training System (ARTS)

6. Distance Learning Tool

One system, the Safety Management Information System (SMIS), is planned for migration to the NBC Shared Services Center.  The following figure highlights the systems to be retired and the system identified for migration to NBC.   
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Figure 5‑10  HR LOB Systems Scheduled for Retirement / Migration*
*Systems scheduled for retirement and incorporation in DOI LEARN will not be retired until DOI LEARN provides equivalent functionality. Dates shown for DOI LEARN are best estimates based on known complexity of the upgrades
Table 5‑6 shows the migration status for the system functions moving to DOI LEARN.  
Table 5‑6  Current System Function Migration to DOI LEARN
	System
	Migration Status

	Leadership Needs Assessment Tools, 
Needs Assessment Training and Validation (BLM)
	1. Assessment Module implementation Q307 will allow for retirement.

2. BLM completed pilot of assessment module in Dec 2006.

3. Modifications to requirements as result of pilot have been completed by vendor.

4. Roll out of module projected for July 2007.

5. BLM highly satisfied with functions of the module.

	Training Management System (TMS) (USGS)
	1. TMS has been retired for DOI employee and contractor internal training records and training administration;

2. DOI LEARN provides all internal training administration;

3. DOI LEARN external training module will allow for additional migration.  This module scheduled for Sept 2007 release. 

4. E-commerce module needed for full retirement.

	Automated Development Plans (BLM)
	1. IDP/Competency Module implementation this fall will allow for retirement.

2. Module scheduled for pilot to begin June 1.

3. This module provides additional assessment function to DOI.

4. BLM has indicated that functions meet their needs.

	ARTS (NBC & BOR)

	1. ARTS has been retired for DOI employee/contractor internal training records and training administration.

2. DOI LEARN provides all internal training administration.;

3. DOI LEARN External training module implementation this summer will allow for BOR retirement:

4. NBC will continue with training system to provide services for federal clients not covered by DOI appropriations.

5. NBC will use DOI LEARN for all DOI employees and contractors.

	Distance Learning Tool (BLM)
	1. Functions for this tool have been replaced. BLM  has converted functions to DOI LEARN

2. DOI LEARN offers content authoring and management tools.

3. It also provides the platform to launch courseware for all DOI e-learning programs, including web conferencing.


The organizations shown in the diagram above and below are system owners.  The lack of a Bureau in the diagram does not imply that the Bureau is not automated or does not use an application owned and hosted by another Bureau.  The reader is directed to Table 5‑1 DOI HR LOB Systems Survey for information on which system is in use by which Bureau.

Fundamentally, the end goal is to move away from custom, Bureau-specific point HR solutions and towards, COTS, Government off-the shelf (GOTS), enterprise-capable solutions that meet Bureau requirements at lower cost, with higher security, and with higher availability.  The goal is also to move towards a loosely coupled architecture that is component-based and allows for the changing out of given solution component if cost or requirements analyses dictate such a course of action.  This goal is in alignment with principles set forth by the DOI in its Interior Solution Architecture Target Logical Solution and Service-Oriented Application Reference Architecture Version 1.0.

5.7 HR LOB Near-Term Systems Architecture

The following represents the HR LOB Near-Term Systems Architecture.  The architecture represents a future near the end of calendar year 2007.  There are no additional investment costs associated with this future state.  Figure 5‑11 depicts the deployment of planned NBC SOAMS components.  It also shows the full deployment of DOI LEARN and subsequent retirement of six functional redundant Bureau training systems.  While EHRI is shown in the figure, it should be noted that no funding is currently allocated for EHRI or eOPF licenses.
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Figure 5‑11  HR LOB Near-Term Systems Architecture

The workforce tracking and personnel composite components of the NBC SOAMS project, as well as, the integration framework are scheduled for December 2007 deployment.  The architecture at this point is largely a collection of stove-piped systems.  A notable exception is the SOAMS project which implements an Enterprise Services Bus which facilitates integration and deployment of SOAMS functional components and integration with FPPS.  This first step of the proposed three step implementation plan addresses some automation gaps (as seen in Figure 5‑12) and meets one major stakeholder concern - training.
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Figure 5‑12  Three phase modernization plan addresses automation gaps and HR stakeholder concerns

5.8 HR LOB Intermediate Systems Architecture

The following represents the HR LOB Intermediate Systems Architecture.  This architecture represents an intermediate state near the end of calendar year 2008.  The intermediate systems architecture features the leveraging of the planned NBC SOAMS portal infrastructure.  Prior to implementation of this intermediate state, the DOI will need to define business rules, requirements, and processes for HR functions to be implemented in the planned SOAMS portal.  The DOI HR Portal leverages the portal infrastructure provided by the SOAMS project and the back-end E-Government integration to HR LOB E-Gov systems provided by the W2 E-Government Integration Surcharge.  Portal design and content would be in compliance with Section 508 and DOI Web Council guidelines.  Portal requirements and design guidelines would be solicited from DOI and Bureau stakeholders during facilitated meetings.  In addition, the portal requirements gathering effort will focus on DOI HR business process capture and reengineering.  Currently each Bureau performs various HR functions differently.  Prior to implementing enterprise HR automation components in the DOI HR Portal, these processes must be standardized.  Without such standardization and business process re-engineering, the portal would need to support ten or more Bureau processes for a given HR service.  There are some notable features of this intermediate architecture:

· Portal integration with E-Recruitment;

· Portal integration with E-Training (DOI LEARN);

· EODS functional component and portal integration; 

· Organizational profile component and portal integration;

· Separation Management portal component and portal integration

· Personnel action tracking portal component and portal integration;

· Performance tracking portal component and portal integration

· Common HR guides and handbooks; 

· Instructions, forms and other HR information for new employees; 

· Links to commonly-used internal HR applications;  and 

· Links to commonly-user external HR resources.

The DOI HR Portal would be created by leveraging the portal infrastructure provided by the SOAMS project.  The plan would be to incrementally add features, automation components, and content over time.  A formal business case would need to be developed to address the additional funding needed to add functional components to the portal beyond the limited initial components planned.  The portal would also feature a user feedback mechanism to track employee and HR staff responses to capture and guide future requirements.
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Figure 5‑13  HR LOB Intermediate Systems Architecture

The intermediate target architecture results in the retirement of the Exit Interview (BLM and MMS systems) and the Exit Clearance Process system by a single DOI-wide Separation Management component integrated with the portal.  The target architecture also features a personnel action tracking component which meets the OIG’s requirements for the implementation of the Department-wide disciplinary tracking system.  The personnel action tracking system is funded by a FY2007 HR program allocation, but additional funds must be expended to integrate the system into the SOAMS portal architecture as shown in Figure 5‑14.

The second step of the three step implementation plan addresses automation gaps in the areas of employee relations and separation management.  In addition, the DOI HR Portal would address poor communication and policy /guidance shortcomings.
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Figure 5‑14  Three phase modernization plan addresses automation gaps and HR stakeholder concerns

5.9 HR LOB Target Systems Architecture

The target systems architecture represents a future state near the end of calendar year 2011.  The target systems architecture achieves a significant portion of the stakeholder’s vision for the future of the DOI HR LOB and supports a shared services model for delivery of HR services.  This target architecture should not, however, be viewed as an end-state.  There will still be legacy systems which are not integrated with the portal in 2011.  Additional investments will be necessary to migrate all HR functionality to the portal.  Achievement of this target state is predicated upon the creation of a business case for the DOI HR Portal in FY2007 for submission in FY2008 and subsequent funding of the requested initiatives.  The systems highlighted with green marks are simply systems which would be considered for retirement and replaced by equivalent functionality in the DOI HR Portal.  Figure 5‑15 shows planned SOAMS functional components through 2011.
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Figure 5‑15  HR LOB Target Systems Architecture

The portal is based on SOA standards / technology.  It is an incremental extension of the SOAMS portal infrastructure.  Most existing HR systems which are not integrated with the portal would be reviewed for possible integration or replacement by equivalent functionality in the HR portal.  There are some notable features of this target architecture:

· Standardized processes for HR functions supported by the portal;

· Portal integration with E-Travel;

· Portal integration with eOPF;

· Portal integration with EHRI;

· Automated Staffing (USA Staffing / QuickHire) portal component and integration;

· Competency Management portal component and portal integration;

· Provisioning System portal component and portal integration;

· Additional portal components with back-end integration as defined by the SOAMS and HR Modernization Blueprint business cases and prioritized by HR stakeholders;

· Documented business rules and automated process flows;

· Licensed and deployed eOPF software; and

· Licensed and deployed EHRI software.

With the addition of some call-center components (Self Service, Knowledge Base, Call Manager, Case Manager, and Routing) the target architecture would support a distributed shared services model.  Figure 5‑16 shows the shared service model.
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Figure 5‑16  HR Shared Services Model Supported by Target Architecture

The shared service model is comprised of four tiers:

· Tier 0 – Employee utilizes Self-Service and/or Knowledge Base.

· Tier 1 – Employee contacts the Service Center and speaks with a Customer Service Representative to respond to Self-Service and HR-related inquiries.

· Tier 2 – Employee issues requiring additional information to resolve are coordinated with process owner(s) or subject matter experts in the Bureaus by a lead worker from the Service Center.

· Tier 3 – Program owners develop policy, procedure, and provide knowledge base content.

In Figure 5‑17, full implementation of all three phases can be seen to address all stakeholder concerns and automate those HR business functions that are amenable to automation.
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Figure 5‑17  Three phase modernization plan addresses automation gaps and HR stakeholder concerns

5.10 HR LOB Five Year Implementation Plan

Figure 5‑18 provides the time line for the phased implementation of the recommendations.
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Figure 5‑18  Phased Implementation of Recommendations Timeline

6. Findings and Recommendations

The stakeholder surveys, stakeholder interviews, systems analyses and resultant findings formed the basis of the following recommendations and an integrated activity plan. The recommendations and integrated plan provide a management tool to ensure a coordinated vision and strategy for future HR investments and internal collaboration. 

6.1 Implement Enterprise Purchase Agreements / Consolidated Purchases

Summary:

There are some instances where Bureaus have negotiated individual purchase agreements for HR systems.  It is recommended that the DOI pursue consolidated contracts to leverage quantity discounts in the case of two or more Bureaus having the same HR software application and consider enterprise purchase agreements for Department-wide HR applications.
Findings:

There are multiples instances across the DOI where two or more Bureaus have contracted individually with a company for the provision of the same HR application.  USAStaffing and QuickHire are automated staffing solutions used by the DOI and its Bureaus.  USAStaffing is procured on an individual basis and thus DOI does not reap the benefits of the OPM’s tiered pricing model.  QuickHire is also procured individually by Bureaus.  According to Monster Government Solutions, the QuickHire vendor, DOI could save 5% on current license fees by a simple contract consolidation.  Some companies offer far more aggressive pricing models.  OPM’s USAStaffing offers the following quantity discounts:

25-50 users = 5% discount 

51-100 users = 10% discount

101-200 users = 15% discount

over 200 users = 20% discount

Other vendors may offer similar tiered licensing discounts.  According to OPM, the current DOI pricing approach of individual license procurements does not result in any tiered pricing discounts.
* Some technical and investment information has been removed and is available in the DOI internal version of the Human Resources Blueprint *
Recommendations:

We recommend that DOI pursue consolidated contracts to leverage quantity discounts in the case of two or more Bureaus having the same HR software application and consider enterprise purchase agreements for Department-wide HR applications.  

The contracts should be managed by an entity within the DOI with experience in the management of enterprise HR application purchases such as NBC.  If a Bureau is considering the purchase of a software application in use by another Bureau, DOI should attempt to negotiate a consolidated purchase for that product.  

Benefits:

Consolidated contracts could result in direct annual cost savings of 5% to 20% over individually managed contracts and individual procurements.  The benefits of enterprise license agreements and consolidated purchases, however, go beyond simple cost savings.  Software distribution, software upgrades, security patches, and license management are also simplified.  Also, lessons learned and user experiences with a given software application could be consolidated and tracked in a single location.  Consolidating software purchasing and record keeping will also make it easier to track the status of software spending against budget allocation, in turn helping the DOI better plan its expenses.

Implications:

There would need to be buy-in from the Bureaus to relinquish some control over their HR application purchasing in return for the benefits and cost savings outlined above.  The key to buy-in would be for NBC to act as a facilitator rather than as a gate keeper for HR application purchases.  An NBC webpage with a listing of currently tracked HR applications and any negotiated license / purchase agreements would be needed with an on-line or printable form to process purchases.  It may make sense for NBC to simply handle and track all HR-related software purchases to leverage NBC’s volume purchasing power.  Thus when a second request for a tracked HR software product is made, NBC could negotiate the volume discount on the Bureau’s behalf.

6.2 Retire Redundant HR Systems

Summary:

A detailed systems inventory was conducted as part of the HR LOB Blueprint data collection effort.  Current HR systems were mapped to the OPM Business Reference Model to determine any functional overlaps.  An in-depth system scoring was performed across multiple domains: strategic, business, data, technology, and security alignment.  Based on the analyses, six current Bureau systems were found to be largely functionally redundant to the DOI LEARN system and are recommended for retirement by the end of 2007.  It is recommended that the DOI perform NARA-compliant retention of training data in current systems scheduled for retirement and capture and document functional requirements provided by current systems not addressed by DOI LEARN.

Findings:

The DOI is currently in the process of rolling out its enterprise automated training system, DOI LEARN.  Until such time that DOI LEARN is fully implemented, there will be Bureau-specific systems in-place which will be redundant to it.  These Bureau-specific systems were largely created in-house, so the only costs associated with these systems are operations and maintenance associated with hosting the applications.  Development costs for these systems have already been incurred.  Based on information provided by the Bureaus, there appear to be no annual subscription fees associated with the applications.  Cost for continued operation of these systems until the full deployment of DOI LEARN will be minimal. 

Recommendations:

The following HR LOB IT Systems are recommended for retirement due to their functional overlap with the DOI LEARN system:

1. Leadership Needs Assessment Tools (Lotus Notes Database)

2. Needs Assessment Training and Validation (Lotus Notes Database)

3. Training Management System (TMS)

4. Automated Individual Development Plan

5. Automated Resources Training System (ARTS)

6. Distance Learning Tool

The systems should be tracked to ensure their timely retirement.  NARA-compliant retention of training data in current systems scheduled for retirement should be performed as required.  Functional requirements provided by current systems not addressed by DOI LEARN should be documented and integrated into the development plan.

Benefits:

The six systems identified for retirement are custom applications.  There are no reoccurring licenses costs for these applications and no planned future investments / upgrades.  There will be some minor support cost savings, but the greatest benefit will be standardization upon a single enterprise learning platform allowing for consolidation of HR documentation and policy on human resources development.

Implications:

Some features provided by the systems planned for retirement have not been implemented into DOI LEARN.  User requirements should be captured and where economically feasible, included as future feature releases for DOI LEARN.  Training data in legacy systems may need to be captured and retained in accordance with NARA regulations. 

6.3 Implement an Enterprise HR Data Initiative

Summary:

Most systems maintain separate redundant data stores.  In many cases the information among these data stores are nearly identical.  It is recommended the DOI implement a HR data initiative, lead by the Data Advisory Committee (DAC), that includes leveraging an enterprise metadata repository (MDR) of HR-related data elements and require all major HR systems to have a published conceptual data model to foster data sharing and reuse.  This would include both internal and external systems.  DOI should implement a program for the designation of authoritative data sources (ADS) for the identified data elements currently being used by two or more HR systems.  The MDR would serve as the authoritative source for enterprise data descriptions and other metadata related information.  Implementation of the recommendations would foster data reuse, reduce data redundancy, reduce labor costs associated with duplicate data entry, and reduce exposure to liability due to duplicative and potentially conflicting data sources.

Findings:

During the systems analyses, HR systems were mapped to the OPM Data Reference Model (DRM).  In addition, information exchanges among DOI HR Systems were captured.  The data were examined to determine systems of record and data redundancies.  Data analyses revealed 15 data elements in use by at least two systems.  Most systems maintain separate redundant data stores.  DOI LEARN, FPPS, and GRB were the only HR systems identified as ‘systems of record’.  Unfortunately, few conceptual data models of existing applications exist.  In addition, the DOI does not have an enterprise data dictionary or MDR.  Lack of published data models and the lack of an enterprise data dictionary or metadata repository for HR applications makes data sharing among HR applications more difficult.  An analysis of the EOD and HSPD-12 / PIV-II data requirements showed many common data elements.  An analysis performed by NBC found approximately 600 data elements across 26 HR forms examined with an overlap of 60% (meaning the same data type showed up in 60% of the forms) for more than 30% of the data elements.

Recommendations:

It is recommended the DOI implement a HR data initiative lead by the DAC that includes leveraging an enterprise MDR of HR-related data elements and require all major HR systems to have a published conceptual data model to foster data sharing and reuse.  This would include both internal and external systems.  The DOI should implement a program for the designation of authoritative data sources (ADS) for the identified data elements currently being used by two or more HR systems.  The MDR would serve as the authoritative source for enterprise data descriptions and other metadata related information.  It is recommended HR leverage a MDR sanctioned by the DAC.  The DAC is scheduled to select a MDR in May/June 2007 with deployment later in 2007.  

Benefits:

Implementation of the recommendations would foster data reuse, reduce data redundancy, reduce labor costs associated with duplicate data entry, and reduce exposure to liability due to duplicative and potentially conflicting data sources.

Implications:

MDRs have associated license and hosting costs.  As any MDR would have applicability beyond HR, it should be implemented as an EA initiative.  Cost associated with population of the MDR with HR system data would be borne by the HR program.

6.4 DOI HR Portal Pilot Support

Summary:

The HR LOB will leverage the portal infrastructure provided by the SOAMS project to create a common department-level HR portal.  The plan would be to incrementally add features, automation components, and content over time.  This effort will create DOI and Bureau HR content as well as define business rules, requirements, and processes for HR functions implemented in the portal.  Portal design and content will be in compliance with Section 508 and DOI Web Council guidelines.  In addition, this effort will focus on DOI HR business process capture and reengineering.  Currently each Bureau performs various HR functions differently.  Prior to implementing enterprise HR automation components, these processes must be standardized.

Findings:

Currently each Bureau has its own individual HR intranet web presence.  These Bureau-specific intranet sites are not linked nor are Bureau HR staff aware of efforts / accomplishments of other Bureau HR staff.  This has resulted in the creation of Bureau-specific policy implementation guidance that is largely redundant from Bureau-to-Bureau and exacerbates the labor burden associated with the creation of such documentation.  There is a significant duplication of effort across the Bureaus with respect to the development of guidance.  In addition, many DOI policy and guidance documents are outdated.  The current systems architecture has resulted in stove-piped systems with separate data stores.  Connectivity between systems requires point-to-point integration.  The addition of planned E-Government HR LOB components to the architecture only exacerbates the situation.  The portal architecture with feature an enterprise services bus that will simplify integration among systems.  

Recommendations:

Rather than create its own independent HR portal, the recommendation is to leverage the portal infrastructure provided by the SOAMS project.  It is recommended that DOI incrementally add features, automation components, and content over time.  A formal business case would be developed to address additional funding needed to add functional components to the portal beyond the limited initial functional components planned.  The portal would need a user feedback mechanism to track employee and HR staff responses to portal features to capture and guide future portal requirements.  The portal would consolidate the Bureau-specific HR intranet sites under a single DOI HR Portal.  It would need to support some Bureau-specific content tailoring. The portal, with updated policy and guidance material would also serve to meet the recommendations of the OIG report entitled Evaluation of Conduct and Discipline (E-EV-MOA-0068-2002) which recommended that the DOI revise and update DOI guidance on conduct and discipline.  The portal would act as the hosting location for the consolidated and updated HR guidance documentation.

Benefits:

The DOI HR Portal would act as a hosting location for enterprise HR announcements, documents, applications, and services.  The portal would meet some of the recommendations of the OIG report entitled Evaluation of Conduct and Discipline (E-EV-MOA-0068-2002).  The portal architecture facilitates integration with E-Government HR LOB components.  Leveraging the SOAMS portal architecture allows the DOI to reap the benefits of an HR portal for an incremental investment in tailoring the portal content.

Implications:

The DOI would need to allocate resources to support requirements gathering for the HR portal.  There will need to be a series of requirements gathering workshops and modeling efforts for the standardization of HR practices prior to portal implementation of those HR functions.  Currently each Bureau performs various HR functions differently.  Prior to implementing enterprise HR automation components, these processes must be standardized.

6.5 Consolidate and Update Human Resource Documentation / Guidance

Summary:

Currently each Bureau develops its own implementation guidance for DOI and OPM HR policy.  There is a significant duplication of effort across the Bureaus with respect to the development of guidance.  In addition, much DOI policy and guidance documents are outdated.  This policy change would consolidate all HR policy documentation and guidance under the planned DOI HR Portal.

Findings:

Currently each Bureau develops its own implementation guidance for DOI and OPM HR policy.  There is a significant duplication of effort across the Bureaus with respect to the development of guidance.  In addition, much DOI policy and guidance is outdated.  

Recommendations:

This policy change would consolidate all HR policy documentation and guidance under the planned DOI HR Portal.  A multi-year work plan would be implemented for the revision of outdated policy / guidance documentation.  It is recommended that in the near term the DOI publish a resource-loaded schedule outlining the planning update cycle for all HR LOB documentation.  Tasks in FY2008 would include inventory and assessment of existing documentation and revision plan creation.  Tasks in FY2009 would include updating of policy and guidance material and publication to the integrated DOI HR Portal.  It will consolidate content from Bureau-specific HR intranet sites.  The portal would provide access to HR LOB E-Government applications and additional HR functional components and serve as the future location for consolidated and updated policy / implementation guidance.  The portal would also serve as communication medium for the Department on HR issues.  The portal would leverage planned NBC SOAMS (HSPD-12 / PIV-II) portal technology and infrastructure.  The SOAMS project will provide a pilot SOAMS HR Portal.  

Benefits:

Updated and uniform HR guidance will help ensure the uniform implementation of OPM and DOI HR policy across the Department. The portal, with updated policy and guidance material would also serve to meet the recommendations of the OIG report entitled Evaluation of Conduct and Discipline (E-EV-MOA-0068-2002) which recommended that the DOI revise and update DOI guidance on conduct and discipline.  A consolidated approach to updating the guidance documentation would be cheaper and more efficient than individual and possibly duplicative Bureau-lead efforts.  

Implications:

The DOI must commit resources to updating its HR guidance documentation.  The recommendation is predicated on the funding, creation, and deployment of the planned DOI HR portal with a central repository for the storage, review, and publication of the aforementioned documents. 

6.6 Create HR Bolt-On Components for DOI HR Portal

Summary:

The analyses found a number of HR functional areas which are not currently supported by automation or by planned E-Government initiatives.  The recommendation is to close select HR automation gaps by the creating enterprise HR applications / services under the planned NBC SOAMS Portal Infrastructure.  The gaps include Separation Management (extended features beyond HSPD-12 & EODS); Personnel Conduct / Discipline Management (case records management as required by OIG); and a SES Performance Tracking system.  

Findings:

The analyses found a number of HR functional areas which are not currently supported by automation or by planned E-Government initiatives:

· Human Resources Strategy

· Performance 

· Employee Relations

· Labor Relations

Recommendations:

The recommendation is to close select HR automation gaps by the creating enterprise HR applications / services under the planned NBC SOAMS Portal Infrastructure.  The gaps include Separation Management (extended features beyond HSPD-12 & EODS); Personnel Conduct / Discipline Management (case records management as required by OIG); and a SES Performance Tracking system.  This effort will create select portal components and leverages the planned NBC HR Portal infrastructure.  

The creation of a portal component involves two parts: the creation of the “socket” that facilitates back-end data integration and the front-end “portlet” which is effectively the user interface within the portal environment.  “Sockets” and “portlets” should be created for the Personnel Conduct / Discipline Management System, the SES Performance Tracking System, and the Separation Management System to create enterprise-wide services in these three areas.  In addition, a “portlet” would be created to enable self-service for various benefits processing functions.  It should be noted that the E-Government Integration W-2 Surcharge will cover “sockets” to enable back-end data integration for the E-Government HR LOB systems (E-Clearance, E-Recruitment, E-Training (DOI LEARN), E-Travel, and eOPF).  

Benefits:

The OIG report, Evaluation of Conduct and Discipline, recommended the DOI implement a centralized management information system for DOI-wide oversight of disciplinary actions to facilitate consistency of penalties and accountability for settlements.  The proposed Personnel Conduct / Discipline Management System addresses the OIG recommendation.  The other systems proposed fill known functional gaps not addressed by automation.

Implications:

There are costs associated with the closing of each functional gap.  Some costs, such as the system for centralized management of disciplinary actions will be funded by program allocations.  The Interior Secretary has earmarked funding for the procurement of a system meeting the OIG requirements.  Additional funds will be needed to integrate the COTS Personnel Conduct / Discipline Management System into the portal.

* Some technical and investment information has been removed and is available in the DOI internal version of the Human Resources Blueprint *
6.7 Develop the Business Case for a DOI Enterprise Human Resource Portal

Summary:

The HR business functions selected for automation under the NBC HR Portal represent a small subset of functions planned for implementation.  A business case is needed for costs associated with all planned HR Bolt-On components.  The recommendation is to develop the OMB Exhibit 300 business case for the full implementation of a DOI-wide HR Portal for access to HR services, HR applications, and HR documentation.  The portal would simplify access to HR services and benefits, reduce integration costs associated with HR-related E-Government initiatives, and foster adoption of standardized HR services and applications.  

Findings:

The Table 2-4 highlights the DOI HR Modernization Blueprint Implementation funding gaps in the current NBC SOAMS and W2 Surcharge that must be addressed by the DOI Portal Business case scheduled for delivery in FY2008.
Recommendations:

The recommendation is to develop the OMB Exhibit 300 business case that would specifically address the funding gaps outlined in the previous section.  

Benefits:

The portal would simplify access to HR services and benefits, reduce integration costs associated with HR-related E-Government initiatives, and foster adoption of standardized HR services and applications.  The leveraging of enterprise portal technology to implement a DOI-wide HR portal for access to HR services, HR applications, and HR documentation is recommended.  The HR Portal should be under a larger DOI-wide infrastructure, but given HR’s universal applicability, portal-based HR functions and services often form the foundation for enterprise portal implementations.  It would have Bureau-specific tailoring, but assumes the provision of certain core HR services across the DOI.   The DOI Enterprise HR portal would provide a single point of access to HR content that is personalized to employee / Bureau requirements.   This integrated functionality is referred to as a services enabled portal. When using a services-enabled portal, users have a single point of access to personalized content and applications via pages for standard web browser clients and mobile device clients. A “portlet” is nothing more than an application that is deployed on a portal server. Through a web server and browser, several can be displayed and additional ones made available from a pull-down menu. The “portlets” displayed to the user, and the content within them, can be aggregated and personalized for the user.  

By creating an enabled portal with HR LOB specific “portlets”, Interior HR users will be able to access personalized content and application in “portlets” of their own choice, or as defined by the organization hosting the site.  When fully implemented, the DOI HR Portal would result in increased productivity and efficiency by providing the means for Interior HR users to have a single point of access to information directly related to their needs without hunting through the web site pages.  The DOI HR Portal would result in improve decision making as a portal can put critical information needed to make better decisions at users’ fingertips.  It would contribute to increased HR user satisfaction, by providing a single point of access using a portal, and Bureau-specific HR needs and desires for personalized content could be met. The content displayed in the “portlets” can be aggregated and personalized based on user role and personalization rules.  Other DOI HR Portal benefits could include:

· Aggregation of distributed information and services

· Automation of business processes

· Collaboration

· Content management

· Self-service

· Personalization for a group or individual

It may be possible to obtain tangible benefit estimations by examining similar HR portal implementations.  Such cost benefit analyses will be more fully examined during the creation of the business case.  Functionally, National Aeronautics and Space Administration’s (NASA) Human Capital Information Environment (HCIE) appears to have much in common with the proposed DOI-wide HR portal.  HCIE is the information architecture and vehicle for integrated electronic delivery of NASA human capital information, tools, and services.  According to NASA, HCIE will provide single point integration and interoperability within a service oriented architecture for HC applications, non-HC applications, and E-Gov data and services.  It is recommended that the DOI review lessons learned, implementation costs, and realized cost savings prior to making a final decision on the implementation of its own HR portal.  According to published data from NASA’s HCIE implementation, NASA is going from an as-is environment consisting of:

· 75 stand-alone systems

· 8 Center specific datamarts

· 129 interfaces to FPPS

To a “to be” environment featuring:

· Support of current systems that will stay

· HCIE Portal

· New information services capabilities

· Personnel Data Warehouse

NASA projects a cost savings of ($118.8 million - $70.4 million) over ten years or $48.4 million
.  The DOI’s cost savings must be predicated on its current operating costs and projected portal implementation costs, but it is likely that the DOI would realize similar cost savings.

Implications:

The success of the portal would be largely predicated upon the standardization of certain commonly used HR applications and the migration of a limited number of Bureau-specific applications to the portal architecture.  Achievement of the target state is predicated upon the creation of a business case for the DOI HR Portal in FY2007 for submission in FY2008.   

6.8 Further Investigate DOI Shared Service Delivery Model Concept

Summary:

The DOI should consider migration to a DOI-wide Shared Service Delivery model for HR.  The implementation of the Shared Service Delivery model is predicated upon the implementation of the DOI HR Portal. The primary driver for migration to a Shared Service Delivery model is cost reduction and making more effective use of existing HR staff resources.  Costs can be reduced through the economies of scale from centralization of services.  Most if not all the issues facing the DOI HR LOB could be ameliorated using Shared Service Delivery model.  The shared service delivery model is endorsed by OPM, OMB, and NBC.  The recommendation is for further investigation of a shared Service Delivery Model and the development of a cost analysis / estimate for its implementation.

Findings:

DOI HR stakeholders who were interviewed were open to further investigation of the Shared Services Model concept - 74% of those who responded either support or strongly support the DOI investigating the feasibility of a Shared Service Model.  The model is an increasingly common organizational response to creating more efficient service delivery. Costs can be reduced through the economies of scale from centralization of services. Increased customer focus can lead to better quality outcomes. Technology can offer various routes to user friendly delivery (e.g. call centers, intranets, etc.).  Choices, though, have to be made on the nature of the shared services operation and on the relationship between HR, line managers and employees.  The shared services model has been effectively implemented in both the public sector and the private sector in areas such as Help Desks, HR, and Financial Services.  HR is weighted heavily with transactional services such as benefits administration, records management, payroll and training administration. These types of services make up as much as 65% of HR's work, so they are amenable to a shared services model.  

Implementation of a Shared Service Delivery model for HR is a considerable undertaking, but could yield considerable cost savings for the HR LOB.  The proposed strategy for the implementation of the Shared Service Delivery model is as follows:

· Deconstruct and arrange HR LOB functions in the most cost effective manner based on SOA principles,
· Leverage self-service model,
· Centralize transactional functions,
· Focus HR Specialists on higher order value add functions,
· Establish HR SLAs, and 
· Improve overall quality of service at a lower cost.
Most if not all the issues facing the DOI HR LOB could be ameliorated using a shared service delivery model.  The model is endorsed by OPM, OMB, and NBC and goes hand-in-hand with the implementation of an HR portal.  The portal, in effect, becomes the self-service delivery mechanism for access to HR applications.  As the portal is role-based, it allows provides the single authoritative data source for human capital information and acts as the single point of access for all HR applications with single sign-on for HR staff.

Recommendations:

The recommendation is for further investigation of a shared service delivery model and the development of a cost analysis / estimate for its implementation.  The challenge for the DOI when implementing the Shared Service Model is how to reap the benefits (process efficiency, economies of scale, cost savings) without losing its customer-focused HR culture.  The Shared Services Model survey of DOI HR stakeholders would implement 14 selected Shared Service Candidates for the DOI Shared Services model:

3.4 Source Candidate 

3.5 Evaluate Candidate

3.6 Hire Employee 

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance

5.5 Manage Payroll 

6.2 Process Benefits Actions 

7.2 Conduct HR Development Needs Assessment 

7.3 Develop HR Development Program 

7.4 Implement HR Development Program 

7.6 Evaluate HR Development Program Effectiveness 

8.5 Administer Employee Assistance Program

8.7 Determine Candidate / Employee Suitability

10.1 Manage Employee Separation

The 14 candidates listed above formed the foundation for the DOI-wide HR Services depicted in the HR LOB Target Value Chain.  This chain shows a division of HR services between the Department / Bureaus and a shared service center.  The shared service center is also seen as providing a collection of common HR services as a replacement for current Bureau-provided HR automation services.  These services encompass both HR LOB E-Government initiatives and additional ‘bolt-on’ HR automation services.  The Target HR Systems Architecture envisions the Department leveraging a common HR solutions infrastructure across all Bureaus with the hosting of a limited number of Bureau-specific HR applications at the shared service center.  Access to both E-Government initiative and ‘Bolt-On’ services would be through a common portal interface. 

Benefits:

The Shared Service Delivery Model represents a commercial best practice – there are numerous successful implementations in both the private and public sector with available cost savings metrics.  According to industry, typical benefits that can be expected with the implementation of HR Shared service delivery models include:

Cost Reduction:

· Deliver higher quality service through lower cost, more efficient channels, i.e. move more work to the web 

· Standardize service delivery, where possible, across all LOB Sub-Functions

· Handle more HR transactions with a reduced staff headcount.

· Drive high volume, transaction based work to lowest tiers

· Reduce delivery time for services and streamline service delivery 

· Reduce or eliminate other HR service delivery channels, such as paper based or “re-keyed” transactions 

Improved Service:

· Leverage Knowledgebase to provide consistent and accurate answers to inquiries 

· Pave the way for expanded delivery of strategic HR Services including recruitment, performance management, and compensation management

· Provide timely and accurate information

· Provide personalized content

· Provide employee and manager decision making tools

· Provide end to end, user centric life and business events

Provide employees and managers more useful information, giving them more control of their information  

Implications:

The Shared Services Delivery Model is predicated upon the creation of an enterprise HR portal for the DOI.  With an enterprise HR portal infrastructure, the model can not be implemented.  The shared service delivery model may entail some organizational realignment.  It would possibly require the re-engineering and migration of select Bureau HR applications.  According to industry, estimated implementation time frames would likely be in the 3 to 4 year range.  For some Bureaus, such as the BIA, the lack of web access would be an implementation issue.

6.9 Implement EHRI

Summary:

Current SOAMS and the W-2 Surcharge E-Government Integration efforts do not cover EHRI SW licenses, data migration, and data management costs.  OMB mandated that EHRI had to be implemented by all federal agencies by the end of 2007.  OMB allowed DOI to slip that implementation date to begin in 2009.  Currently DOI has not yet budgeted for this requirement.  The recommendation is to implement EHRI and the eOPF functionality throughout the DOI over a period of three years, starting in FY2009.

Findings:

EHRI is essential not only to prepare the data foundation for automation of HR at Interior, but also to improve efficiency and effectiveness of our dwindling workforce.  Other large government agencies have implemented EHRI. (HHS, several DOD components all larger than DOI) and report ROI of 18-36 months). 

Components of EHRI, namely eOPF, have potential for reuse across other DOI business areas.  eOPF is based on Integic’s personnel file software (recently acquired by Northrop Grumman).  The e.Power software is a document management, forms management, and workflow management software solution.  It also features NARA-compliant records management components, enterprise application integration and process automation and management.  It is largely a web-based application which leverages an Oracle database.  It also integrates with the departments MS Exchange email system.

EHRI implementation is on the E-Gov scorecard, requiring government-wide implementation by end of 2007, and has been postponed temporarily.  Required compliance may be mandated with no consideration for lack of budget resources.

Recommendations:

The recommendation is to implement EHRI and the eOPF functionality throughout the DOI over a period of three years, starting in FY2009.

Benefits:

OPM has provided ROI findings for EHRI implementation demonstrating the efficiencies gained when OPFs are transferred to electronic records, rather than being processed as paper.  These are available in Appendix F – (EHRI Business Case)).  What is often not calculated is the cost of processing paper documents, including warehouse storage costs.  OPM calculates the ROI on eliminating the paper processing of DOI’s 72,000 OPFs is a net benefit of $29,698,013 over ten years.  

Implications:

Perhaps the most significant implication of eOPF is the conversion of existing paper OPFs to the electronic format.  

7. References
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· Business Reference Model (BRM) Version 2.0 Release Document - This document outlines the definition of the Business Reference Model Version 2.0. It includes the BRM creation and validation processes, as well as detailed descriptions of the Federal Business Areas, Lines of Business, Sub-Functions and Modes of Delivery.

· Performance Reference Model (PRM) Version 1.0 Release Document Volume I - This document describes the PRM and provides information about why a PRM is needed, who can benefit from using it, and how the PRM was developed.

· Performance Reference Model (PRM) Version 1.0 Release Document Volume II - This document discusses how the PRM can be used through the IT life cycle and identifies integration points with other key management processes, including agency IT CPIC, EA, GPRA, PART, and the budget process.

· Service Component Reference Model (SRM) Version 1.0 Release Document - This document outlines the definition of the Service Component Reference Model Version 1.0. It includes the SRM creation and validation processes, as well as detailed descriptions of the Federal Service Domains, Types and Components.

· Technical Reference Model (TRM) Version 1.1 Release Document - This document outlines the definition of the Technical Reference Model Version 1.1. It includes the TRM creation and validation processes, as well as detailed descriptions of the Federal Service Areas, Categories, Standards and Specifications.

· FEA Federal Reference Models (BRM,SRM,TRM) Version 1.2: XML Document - This document is the part of the Federal Enterprise Architecture relating to the BRM v2.0, SRM v1.0, and the TRM v1.1. It includes the various layers of the Federal Reference Models and their detailed descriptions.

· E-Gov Enterprise Architecture Guidance (Common Reference Model) - This document describes a federal E-government target conceptual architecture. The architecture is based on the business requirements derived from the initiatives as well as system engineering design best practices. It provides a workable description of the components needed by E-government initiatives and business activities to move rapidly into the web service-enabled business transaction environment.

· FEA A-11 Additional Guidance Document - This document provides detailed guidance and examples to help agencies complete the FEA-related requirements, and to help them complete questions in the OMB Exhibits 53 and 300 for IT investments. This document is intended for IT project managers or senior analysts completing these exhibits for submission to OMB.
Appendix A – (HR LOB Blueprint Charter)

Project Charter for Department of Interior’s (DOI) Human Resources Line of Business (HR LOB) Modernization Blueprint 

Draft Project Charter

2-10-2006

Sponsoring Program: 

Project Name:  DOI Human Resources Line of Business (HR LOB) Modernization Blueprint is sponsored by the DOI Office of the Secretary (OS) and Office of the CIO (OCIO).

Organizational Context:  The DOI IEA has been coordinating with the Investment Review Board (IRB) and E-government Teams to identify business areas for architectural analysis and subsequent modernization.  As with the rest of the Federal Government, the DOI is faced with doing more with fewer people and at a lower cost.  The GAO designated strategic human capital management as a government-wide high-risk area in January 2001.  President Bush placed human capital at the top of his management agenda. The HR LOB and the effective management of human capital are critical to meeting the Interior’s mission objectives.  The HR LOB is tied to the Strategic Management of Human Capital Initiative which is part of the President’s Management Agenda (PMA) and 6 of the 25 E-Gov Presidential Initiatives. Specifically, HR LOB includes Recruitment One-Stop, Enterprise HR Integration (EHRI), /E-Clearance (e-QIP), E-Payroll, E-Training, and E-Travel.  It also has intersecting requirements with E-Records, E-Authentication and the Financial Line of Business (FMLOB).  Within the DOI, there are on-going initiatives such as HSPD-12, e-Authentication, Federal Entrance on Duty System (EOD), and NBC’s HR LOB initiatives which all address the overlapping functional areas in the HR LOB.  The DOI HR LOB Modernization Blueprint acts as a capstone initiative to ensure these initiatives are neither duplicative nor contradictory.    

HR LOB Modernization Blueprint Team:
The HR LOB Modernization Blueprint Team will consist of Executive Sponsors, Interior Enterprise Architecture (IEA), and Business representation (Core Modernization Blueprint Team).  The Executive Sponsors for the HR LOB Modernization Blueprint are:

· Scott Cameron, Deputy Assistant Secretary, 

· Marilia Matos, Director of Human Resources, and 

· Kathleen Wheeler, Deputy Chief Human Capital Officer. 

The DOI OCIO, Hord Tipton is supporting the architecture and business transformation as the chairperson of the IRB and the sponsor of the Interior Enterprise Architecture (IEA).  The IEA team will provide expertise on the Blueprint Methodology, assist in guiding core team through analysis and documentation, facilitate complex stakeholder and core team discussions, provide business process reengineering expertise, and provide information technology expertise.  The IEA team members include:

· Colleen Coggins, Interior Chief Enterprise Architect

· Diane Reeves, Interior Business Architect

· Suzanne Acar, Interior Data Architect

The Core Modernization Blueprint Team (CMBT) was selected across the Bureaus to represent business interest.  CMBT members will serve as Subject Matter Experts (SMEs), facilitate access to system owners, articulate the needs of their broad business organizations, and participate in inter-Bureau analysis and the formation of inter-Bureau findings and recommendations. CMBT members include:

· BIA
Paul Krumsiek

· BLM
Clark Collins

· BOR
Rich Ortiz

· FWS
Dawn Phillips

· FWS
Julia Bumbaca

· IG

Carol Karagiorgis

· MMS
Karen Roper

· NBC
Ellen Bliss

· NPS
Dave Davies

· NPS
Ella Drummond

· OS 
Beres Muschett

· OSM
Ray Valdez

· SOL
Jack Hirsch

· USGS
Kaye Cook

The project has also assembled additional participation to represent related initiatives / programs such as HSPD-12 and the National Business Center (NBC)’s HR LOB Initiatives:

· Cyndy Anderson, Program Manager, HSPD-12

· Michael Colburn, Program Manager, NBC HR LOB Initiatives

The HR LOB Modernization Blueprint initiative unfolds, key program areas will be identified and additional representation may be required to assist with ensuring business understanding and prioritization of resources.  The executive and business sponsorship will be required to review and approve critical work products generated by the project. The executive and business sponsorship members will act as the project’s governance board. 

External Interfaces: (Non-DOI organizations the team may need to work with):  This project expects to work with the following organizations, consortiums, and initiatives during the development of the HR LOB Modernization Blueprint:

· Office of Personnel Management (OPM)

· HR-XML Consortium (www.hr-xml.org)

· Federal Enterprise Architecture (FEA)

· HR LOB – related E-Government Initiatives (Recruitment One-Stop, Enterprise HR Integration (EHRI), /E-Clearance (e-QIP), E-Payroll, E-Training, and E-Travel)

Project Goal:  The goal of this HR LOB Modernization Blueprint initiative is to:

· Act as a capstone initiative to ensure on-going initiatives such as HSPD-12, e-Authentication, Federal Entrance on Duty System (EOD), and NBC’s HR LOB initiatives are neither duplicative nor contradictory

· Identify requirements for the DOI HR Line of Business (HR LOB) and position the Department for future HR LOB target solutions.

This plan will take into consideration business priorities, existing systems and investments, available resources, schedule constraints, risks and organizational readiness factors while producing actionable recommendations.  These recommendations will be subject to the review of the project governance group and the DOI governance process. 

The graphic below, shows the roles and responsibilities of the various HR LOB Modernization Blueprint initiative stakeholders and their relationship to associated groups / steering committees, and on-going initiatives:
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Project Overview:

The project will conform to the DOI approved Methodology for Business Transformation (MBT) to perform an analysis of HR LOB stakeholders, technologies, information stores, investments, applications and business processes.   The MBT produces a series of architectural working products that lead to a set of recommendations which are governed by the DOI Investment Review Board, Interior Business Architecture team (IBAT).  The project team will be exploring and analyzing opportunities for improvement across the DOI Bureaus to identify opportunities for business improvements and increased cost effectiveness.  The scope of this effort is the creation of the blueprint or steps 1 though 6 of the MBT as highlighted in the graphic below:
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· Project Goals and Objectives: 

· Document existing HR LOB related architecture information,

· Provide a strategy to Improve and Maximize the Delivery of HR Services

· Provide recommendations for More Effective Use of Existing, Infrastructure, Processes and Personnel

· Provide a High Level Architecture and Transition Plan that Aligns with HR E-Gov Initiatives

· Provide a Conceptual Data Architecture that Supports Interacting with E-Gov Service Providers

· Align “best of breed” existing capabilities with current and future HR requirements,

· Invest in identification and integration of missing required capabilities to achieve HR program objectives 

· Assumptions:  

· The team members will have adequate available time and supporting resources to support the effort when required.

· Program and System level information can be validated in a timely fashion.

· Constraints:  The effort will create reusable and extensible architectures that will be applicable to future DOI systems, investments and business processes transformations.  The scope of the first set of recommendations may not address all of DOI’s business areas, systems, investments or business processes and may try to focus on areas where the business and resource readiness are optimal.   

· Scope: The initial scope will be determined and documented during the analysis steps of the MBT.  The group recognizes the potential value and affect to DOI business areas and plans to use a value-driven prioritization approach to identify significant incremental improvements for the DOI. 

Proposed Strategies and Solution:

Use the DOI MBT to develop and assess the existing architecture information and formulate an enterprise DOI strategy to incrementally transition its current architecture to a target state. The team will identify, document and create the required information to guide the DOI business and governance communities to ensure the business practices, services, infrastructure and the supporting investments continue to align with the recommendations and priorities established within the MBT. 

Project Authorizing Statement:

· Sponsors:  Scott Cameron, Deputy Assistant Secretary

· Authorization: The DOI IRB has recommended the development of a HR LOB Modernization Blueprint in support of business transformation.

Anticipated Resources:

The architecture team members will be performing project management tasks, as well as architecture development, analysis, outreach and planning tasks.  The bureau subject matter experts will act as liaisons to their organizations and ensure that the quality and completeness of the architectural information is sufficient to develop the blueprint.  They will provide their subject matter expertise to the supporting architectural staff in the compilation of recommendations and the blueprint plan.

· Project Management Team:

· Julia Laws, Asst. Director for Human Resources Systems (Project Manager)

· Andrea Alpine, (Deputy Project Manager)
· Architecture Team:

· Colleen Coggins, Interior Chief Enterprise Architect
· Diane Reeves, Interior Business Architect
· Suzanne Acar, Interior Data Architect

· Fred Collins, Support Contractor

· Subject Matter Experts (Core Modernization Blueprint Team)

· BIA
Paul Krumsiek

· BLM
Clark Collins

· BOR
Rich Ortiz

· FWS
Dawn Phillips

· FWS
Julia Bumbaca

· IG

Carol Karagiorgis

· MMS
Karen Roper

· NBC
Ellen Bliss

· NPS
Dave Davies

· NPS
Ella Drummond

· OS 
Beres Muschett

· OSM
Ray Valdez

· SOL
Jack Hirsch

· USGS
Kaye Cook

· Technical Advisors:

· Cyndy Anderson
, Program Manager, HSPD-12

· Michael Colburn, Program Manager, NBC HR LOB Initiatives

Project Manager: 

_________________________________________________



Julia Laws, Project Manager






       Date

Authorization:

__________________________________________________



Change to Paul Hoffman & put his title., Executive Sponsor





       Date

__________________________________________________



Karen Siderelis, CIO (Acting), Investment Resources Board Chair


         
       Date

Appendix B – (HR LOB Blueprint Stakeholder Survey)

Introduction

A series of stakeholder interviews were conducted to assess the as-is HR LOB environment and to capture stakeholder needs and HR LOB requirements.  The stakeholder survey was not a detailed functional requirements assessment, but was focused at the strategic business level.  

HR Stakeholder Survey

The following questions were submitted to each Bureau.  Each Bureau stakeholder(s) was interviewed via telephone with the exception of Paul Krumsiek of the BIA who was interviewed in person.  The results were captured and then sent back to the stakeholders interviewed to ensure the information was captured correctly.  The results were then normalized and summarized for analyses.

	Survey Question

	Name:

	Email:

	Organization:

	Role:

	Date:

	Time:

	Teleconference Information:

	Q1: Please describe your role with respect to the HR LOB?

	Q2: Do you perform HR-related functions yourself or do you mainly supervise the activities of others?  If you supervise others - how many?

	Q3. How many HR personnel (approximate) are at your organization?

	Q4. What are some specific challenges that you are facing today with respect to the HR LOB?

	Q5. Are you familiar with the ten (10) high-level HR LOB function activities are defined by the OPM's HR Business Reference Model (review with stakeholder)

	Q6. Which of the ten (10) OPM HR BRM functions are performed by your HR organization?  Are there any additional HR-related services you provide?

	Q7. What guides or directs how you perform your HR functions?  Are there published guide books, are these adequate? Are these available on-line, have you received formal training?

	Q8. How would you characterize the level of automation for the HR LOB within your organization?

	Q9. What IT systems specifically automate your HR LOB business functions.  Describe each, the functions they provide, and your relative satisfaction with meeting your needs.

	Q10. How long does it take to process a request for new personnel?

	Q11. Once a candidate is identified, how long does it take to bring the candidate on board?

	Q12. What metrics do you use to measure the effectiveness of your LOB?  Quality of candidates, employee satisfaction, employee turn over, time to bring an individual on board, etc.

	Q13. Who are your stakeholders?  How are you accountable to them?

	Q14. What could the Department provide to you to improve your ability to deliver HR LOB services to your stakeholders?

	Q15. What does your HR organization do well?  What do you feel are its greatest strengths?

	Q16. What are your HR organization’s weaknesses?


HR Stakeholder Survey Summarized Results

The following section provides the summarized results for the 16 HR LOB Survey questions:

Q1: Please describe your role with respect to the HR LOB?

Stakeholder roles were varied, but were mainly concentrated within the HR organization.  No field-level personnel were interviewed.  Where more than one stakeholder was interviewed, the most senior stakeholder role was captured in the survey.
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Q2: Do you perform HR-related functions yourself or do you mainly supervise the activities of others?  If you supervise others - how many?

Only 25% of those interviewed performed HR-related operational functions themselves.  The stakeholders tended to act either in a consulting role or a supervisory role.  When in a supervisory role, the number of people supervised ranged from as little as 3 to more than 40 personnel.
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Q3. How many HR personnel (approximately) are at your organization?

This question elicited a number of educated guesses from the stakeholders, while others were prepared with query results from FPPS.   The following table is a FPPS query performed on 3/14/2006 on Series 201 (HR Specialists) by Bureau.
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It was mentioned that HR services are provided by more than just Series 201 personnel.  FPPS was also used to capture the total number of personnel serviced by a given HR organization.  The following chart shows the number of full time, part-time, seasonal full-time, and seasonal part-time personnel by Bureau as of 3/14/2006.

[image: image35.emf]0.

2,000.

4,000.

6,000.

8,000.

10,000.

12,000.

14,000.

16,000.

18,000.

20,000.

OS

BLM

BIA BOR USGS

NPS FWS Solicitor's Office OSM MMS

OIG

Seasonal PT

Seasonal FT

Part Time

Full Time


It should be noted that MMS services not only MMS personnel but those from OS, OIG, and the Solicitor’s Office.  The total number of personnel (full time, part-time, seasonal full-time, and seasonal part-time) serviced by a series 201 HR Specialist is show in the chart below.
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An examination of the HR personnel to people serviced shows the only anomaly would be the BIA which appears to have far fewer HR Specialists per employee than any other organization across the DOI.  The BIA HR Director stated he was significantly understaffed and the statistics appear to support this statement. All other Bureaus fell within industry norms for personnel to HR specialist ratios.

Q4. What are some specific challenges that you are facing today with respect to the HR LOB?

In terms of HR LOB challenges, the top challenges cited by the stakeholders were limited budgets and the impact of unfunded mandates (HSPD-12) on limited budgets.  Fundamentally, the main challenge to the HR LOB appears to be how to meet customer expectations with a limited staff and budget. Additional mandates such as HSPD-12 were perceived to be stressing already overworked staff.  The lack of HR automation reduces staff efficiency compounding the issue.  Lack of or outdated DOI HR policy implementation guidance was cited by many Bureaus as being another challenge.  According to those surveyed, the lack of clear policy / guidance is resulting in variability in how policy is being implemented in the field by the Bureaus.  Also, the aging workforce, loss of institution knowledge, and inability to replace lost personnel was cited.  As the workforce ages / retires, the need to capture and publish institutional knowledge will become critical.  Dissatisfaction with some aspects of current HR systems was cited by some Bureaus.  Specifically, performance issues with QuickTime were cited as well as difficulties / general dissatisfaction with the DOI Training application (DOI LEARN).

	Challenge
	 
	OS
	BLM
	BIA
	BOR
	USGS
	NPS
	FWS
	OSM
	MMS
	NBC

	Insufficient Budget
	10
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1

	HSPD-12
	8
	1
	1
	1
	1
	1
	1
	1
	1
	 
	 

	Lack of / Outdated HR Policy Guidance
	6
	 
	1
	1
	1
	1
	 
	 
	 
	1
	1

	Not Enough HR Personnel
	6
	 
	1
	1
	1
	1
	1
	 
	1
	 
	 

	Aging Workforce
	4
	 
	 
	 
	1
	1
	1
	 
	1
	 
	 

	HR Systems Not Meeting Requirements
	4
	1
	 
	 
	 
	1
	1
	1
	 
	 
	 

	Resistance to Change
	3
	1
	 
	 
	1
	1
	 
	 
	 
	 
	 

	Lack of HR Automation
	3
	 
	 
	1
	1
	 
	 
	 
	 
	 
	1

	Lack of Management Support
	2
	1
	 
	 
	1
	 
	 
	 
	 
	 
	 

	Lack of Training
	2
	 
	 
	 
	1
	 
	 
	1
	 
	 
	 

	Loss of Institutional Knowledge
	2
	 
	1
	 
	 
	 
	1
	 
	 
	 
	 

	Poor Central HR Leadership / Turnover
	2
	1
	 
	 
	 
	 
	1
	 
	 
	 
	 

	Poor DOI to Bureau Communication
	2
	1
	 
	 
	 
	1
	 
	 
	 
	 
	 

	Classification Inconsistencies
	1
	 
	1
	 
	 
	 
	 
	 
	 
	 
	 

	Connectivity / Bandwidth
	2
	 
	 
	1
	 
	 
	 
	1
	 
	 
	 

	Lack of Information Reuse
	1
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 


Q5. Are you familiar with the ten (10) high-level HR LOB function activities are defined by the OPM's HR Business Reference Model (review with stakeholder)

Every stakeholder interviewed had at least passing familiarity with the OPM’s HR LOB Business Reference Model.  Some people had supported the effort directly.  Few people had an in-depth understanding of the lower-level processes that comprised the OPM HR BRM.

[image: image37.emf]
Q6. Which of the ten (10) OPM HR BRM functions are performed by your HR organization?  Are there any additional HR-related services you provide?

The OPM HR BRM functions were universally believed to represent the ‘business of HR’ as performed by the Department.  All nine OPM HR BRM sub functions were performed by the organizations of the stakeholders interviewed.  It was beyond the scope of this limited survey to truly determine the extent of HR services provided by a given organization.  The 10 sub functions are listed below.

HR Strategy develops effective human capital management strategies to ensure federal organizations are able to recruit, select, develop, train, and manage a high-quality, productive workforce in accordance with merit system principles. This sub-function includes: conducting both internal and external environmental scans; developing human resources and human capital strategies and plans; establishing human resources policy and practices; managing current and future workforce competencies; developing workforce plans; developing succession plans; managing the human resources budget; providing human resources and human capital consultative support; and measuring and improving human resources performance.

Organization and Position Management designs, develops, and implements organizational and position structures that create a high-performance, competency-driven framework that both advances the agency mission and serves agency human capital needs.

Staff Acquisition establishes procedures for recruiting and selecting high-quality, productive employees with the right skills and competencies, in accordance with merit system principles. This sub-function includes: developing a staffing strategy and plan; establishing an applicant evaluation approach; announcing the vacancy, sourcing and evaluating candidates against the competency requirements for the position; initiating pre-employment activities; and hiring employees.

Performance Management designs, develops, and implements a comprehensive performance management approach to ensure agency employees are demonstrating competencies required of their work assignments. Design, develop and implement a comprehensive performance management strategy that enables managers to make distinctions in performance and links individual performance to agency goal and mission accomplishment. This sub-function also includes managing employee performance at the individual level and evaluating the overall effectiveness of the agency’s employee development approach.

Compensation Management designs, develops, and implements compensation programs that attract, retain and fairly compensate agency employees. In addition, designs, develops, and implements pay for performance compensation programs to recognize and reward high performance, with both base pay increases and performance bonus payments. This sub-function includes: developing and implementing compensation programs; administering bonus and monetary awards programs; administering pay changes; managing time, attendance, leave and pay; and managing payroll.

Benefits Management designs, develops, and implements benefit programs that attract, retain and support current and former agency employees. This sub-function includes: establishing and communicating benefits programs; processing benefits actions; and interacting as necessary with third party benefits providers.

Human Resources Development designs, develops, and implements a comprehensive employee development approach to ensure that agency employees have the right competencies and skills for current and future work assignments. This sub-function includes conducting employee development needs assessments; designing employee development programs; administering and delivering employee development programs; and evaluating the overall effectiveness of the agency’s employee development approach.

Employee Relations designs, develops, and implements programs that strive to maintain an effective employer-employee relationship that balance the agency’s needs against its employees’ rights. This sub-function includes: addressing employee misconduct; addressing employee performance problems; managing administrative grievances; providing employee accommodation; administering employees assistance programs; participating in administrative third party proceedings; and determining candidate and applicant suitability.

Labor Relations manages the relationship between the agency and its unions and bargaining units. This includes negotiating and administering labor contracts and collective bargaining agreements; managing negotiated grievances; and participating in negotiated third party proceedings.

Separation Management conducts efficient and effective employee separation programs that assist employees in transitioning to non-Federal employment; facilitates the removal of unproductive, non-performing employees; and assists employees in transitioning to retirement.

Some additional functions which were cited as being under the purview of HR were:

· Competitive Sourcing (A-76 and MEO) – Note: this may under HR Strategy

· Personnel Security (NACI) – Note: this may be under Staff Acquisition

Some functions not under HR were:

· Training and Development – at USGS this functional area is not under Human Resources

Q7. What guides or directs how you perform your HR functions?  Are there published guide books, are these adequate? Are these available on-line, have you received formal training?

The survey results show that Bureaus look to the Department for guidance on the implementation of DOI, OPM, and CFR 5 policy.  The survey also showed that while most Bureaus rely on the DOI for policy guidance, it’s was cited as being outdated or missing entirely.  In response to the lack of central DOI implementation guidance, nearly all Bureaus have created their own HR implementation guidance.  The BIA has some regulations, such as Indian Preference in Hiring, that affect the implementation of its HR policy.  Nearly all Bureaus have created their own HR intranet sites.  These Bureau-specific HR sites are not linked and individual Bureau HR groups are largely ignorant of implementation guidelines and accomplishments of the other Bureaus.  All Bureaus tailor OPM / DOI policy implementation guidance, but its clear that collaboration and sharing of best practices could result in labor savings and information reuse.  It was found that NBC does NOT have HR guidance on-line.

In terms of training, most of the stakeholders expected those HR personnel they hired to come to their position with an extensive HR background.  Some stakeholders mentioned that their specific training needs were determined by their immediate manager and that no set training program existed given the relatively senior positions they occupied.

	Guidance
	OS
	BLM
	BIA
	BOR
	USGS
	NPS
	FWS
	OSM
	MMS
	NBC

	Bureau Specific Implementation Guidance
	 
	x
	x
	x
	x
	x
	x
	x
	x
	x

	OPM Guidance Used
	x
	x
	x
	x
	x
	x
	x
	x
	x
	x

	Goes Directly to OPM for Guidance
	x
	x
	 
	 
	 
	 
	 
	 
	x
	x

	DOI HR Guidance Used
	x
	x
	x
	x
	x
	x
	x
	x
	x
	x

	Guidance On-Line
	 
	x
	 
	x
	x
	x
	x
	 
	x
	 

	Bureau Specific HR Intranet Used
	 
	x
	 
	x
	x
	x
	x
	 
	x
	 

	Title 5 and 43 CFR Mentioned
	x
	x
	 
	x
	x
	x
	 
	x
	x
	x


Q8. How would you characterize the level of automation for the HR LOB within your organization?

The perception of the level of HR automation varies significantly by Bureau.  Some stakeholders stated their level of automation was almost non-existent or very low whereas others stated they felt the level of automation was adequate.  One Bureau stated it believed it was a leader in this area.
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Q9. What IT systems specifically automate your HR LOB business functions.  Describe each, the functions they provide, and your relative satisfaction with meeting your needs.

The initial purpose of Q9 was to begin the process of a comprehensive survey of existing HR IT systems.  As part of follow-on analyses, the systems will be mapped to the OPM BRM functions.  The following table is the result of repeated correspondences between the stakeholders on their current IT systems supporting the HR LOB.  

[image: image39.emf]HR IT System Acronym Managing Partner OS BLM BIA BOR USGS NPS FWS OSM MMS NBC

Federal Personnel and Payroll System FPPS 10 NBC 1 1 1 1 1 1 1 1 1 1

UC-eXpress (TALX) UC-Express 10 TALX Corporation 1 1 1 1 1 1 1 1 1 1

USAJOBS.COM USAJOBS 10 OPM 1 1 1 1 1 1 1 1 1 1

Safety Management Information System (SMIS) SMIS 9 BLM WO-300 1 1 1 1 1 1 1 1 1

Employee Express N/A 7 OPM 1 1 1   1 1 1 1

QuickHire N/A 7 Monster Government Solutions 1 1 1 1 1 1 1

FPPS Datamart N/A 6 NBC 1 1 1 1 1 1

DOI LEARN N/A 5 OS 1 1 1 1 1

Government Retirement and Benefits (GRB) EBIS 5 GRB Inc. 1 1 1 1 1

QuickTime (NBC-hosted) N/A 5 NBC 1 1 1   1 1

Visual Powerfiles for EEO N/A 4 NBC 1 1 1 1

Electronic Questionnaires for Investigations Processing e-QIP 3 OPM 1 1 1

Exit Interview (Lotus Notes Database) N/A 3 BLM WO-700 1 1 1

USA Staffing (OPM) N/A 3 OPM 1 1 1

Automated Resources Training System (ARTS) ARTS 2 BOR 1 1

Automated Table of Organization ATO 2 BLM WO-700 1 1

cyberFEDS N/A 2 COTS 1 1

cyberFEDS - Worker's Compensation Module N/A 2 COTS 1 1

Ethics Tracking System (Database) N/A 2 Unknown 1 1

Exit Interview (Lotus Notes) N/A 2 MMS 1 1

IComplaint (EEO) N/A 2 USGS 1 1

Q12 Gallup Survey N/A 2 Gallup Corporation 1 1

The Work Number (TALX) N/A 2 TALX Corporation 1 1

Agency Query System AQS 1 DOL 1

Ask HRO  N/A 1 USGS 1

Automated Individual Development Plan AIDP 1 BLM WO-700 1

Distance Learning Tool N/A 1 BLM WO-700 1

Exit Clearance Process (Outlook) N/A 1 MMS 1

Human Capital Management System (SAS database) N/A 1 BLM WO-700 1

Leadership Needs Assessment Tools (Lotus Notes Database) N/A 1 BLM WO-700 1

Needs Assessment Training and Validation (Lotus Notes Database) N/A 1 BLM WO-700 1

PayCheck (Lotus Notes) N/A 1 BLM WO-700 1

Student-Placement System N/A 1 USGS 1

Time and Attendance Automated System TAAS 1 BOR 1

Training Management System  (TMS) TMS 1 USGS 1

8 23 3 15 17 6 7 10 14 14


The slide shows there are a few HR systems that are implemented nearly DOI-wide: Federal Personnel and Payroll System (FPPS); UC-eXpress from TALX, USAJOBS (Recruitment One Stop from OPM); the Safety Management Information System (SMIS); and Employee Express (OPM).  QuickHire (Monster.Com Federal) and USA Staffing (OPM) are competing technologies. Bureaus purchased and implemented QuickHire individually.  OS and MMS are using USA Staffing from OPM.  There may be opportunities for cost savings to have a single contract vehicle between Monster.Com and the DOI instead of individually negotiated contracts with the Bureaus.  It can be seen that there are multiple Bureau-specific HR systems.  BOR, BLM, and USGS lead the Department with respect to home-grown systems.  Some of the home-grown systems may be considered for hosting at NBC for sharing among other Bureaus.  The BLM’s HR systems show a high dependency on Lotus Notes.  The DOI’s migration from Notes may be an issue for these applications.  Some Bureaus, such as NPS and FWS show limited automation.  BIA lags the Department with respect to automation.  BIA’s connectivity issues seriously hamper its ability to access hosted HR applications such as UC-eXpress from TALX and Employee Express from the OPM as these require external Internet connectivity.

Q10. How long does it take to process a request for new personnel?

The majority of Bureaus are meeting the OPM 45 day hiring target.  Some Bureaus stated specifically they were not meeting the OPM 45 day hiring target.  The lack of an automated hiring system was cited as a primary reason by some Bureaus as to why they were having challenges with respect to meeting the OPM 45 day hiring target.
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Q11. Once a candidate is identified, how long does it take to bring the candidate on board?

The Entry on Duty or EOD process is currently largely a manual process which under consideration for automation.  The process time for a detailed background check or National Agency Check and Inquiries (NACI) is outside the Departments control, but can take upwards of 6 months.  The requirement for EOD, however, is a simple fingerprint check which can be processed in far less time.
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Some Bureaus stated the EODS process took a week or less.  In these instances, the Bureaus were issuing temporary or Visitor’s passes to allow these new hires to come on board prior to issuance of formal PIV compliant identification.  Seven respondents stated EOD times exceeded three weeks and in some instances were taking longer than four weeks.  

Q12. What metrics do you use to measure the effectiveness of your LOB?  Quality of candidates, employee satisfaction, employee turn over, time to bring an individual on board, etc.?

While not specifically mentioned by all stakeholders, each Bureau must report on the following HR-related metrics:

· OPM 45 day hiring target

· PMA Scorecard (Strategic Management of Human Capital)

· Bureau-specific Scorecards

· Surveys (at least bi-annually)

· Proud to Be

· DOI 4Cs

The survey indicated that there was not a uniform understanding of HR metrics among the stakeholders.  It was also the case that HR metrics were not implemented uniformly across the Department.
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Q13. Who are your stakeholders?  How are you accountable to them?

Question 13 was used to create a list of stakeholders ranked by their importance.  Stakeholders were ranked by how often they were cited in the surveys.  Bureau Employees and Managers / Supervisors (who request new hires) were cited most often as key stakeholders.  The Department and Executive leadership were also cited as important stakeholders.

	Stakeholders
	Votes

	Bureau Employees
	13

	Managers / Supervisors
	13

	Department
	9

	Executive Leadership
	8

	Citizens
	5

	Hiring Applicant
	4

	OPM
	4

	Other Bureaus
	4

	Political Leadership
	3

	Diversity / Civil Rights Programs
	1


In terms of accountability, the answer varied greatly based on the stakeholder’s role.  For automation specialists, their accountability was how well the IT supports their business processes for the HR LOB.  For HR managers, their accountability was via many of the HR LOB metrics cited in question 12 above.

Q14. What could the Department provide to you to improve your ability to deliver HR LOB services to your stakeholders?

The purpose of question 14 was to solicit responses from the Bureau stakeholders with respect to what the Department could do better.  Improving Departmental Guidance and improving communication with Bureaus were cited most often as areas for Departmental improvement. The previous survey result on guidance shows that all Bureaus are dependent on the Department for HR guidance.  Providing additional HR automation and a larger HR budget was also cited. Some respondents believed the Department should be taking a greater leadership role with respect to HR systems.  

	Departmental Improvements
	Votes

	Update / Improve HR Policy Guidance
	7

	Communicate Better
	6

	Additional HR Automation
	3

	Provide a Larger HR Budget
	3

	Take a Greater Leadership Role
	3

	Create an Enterprise HR Application Policy
	2

	Fewer Data Calls / Meetings
	2

	Be More Responsive to Bureau-Specific Needs
	1

	Better Integration Between FBMS and HR LOB
	1


Q15. What does your HR organization do well?  What do you feel are its greatest strengths?

HR LOB Strengths were ranked by how many times they were cited in the survey.  Those surveyed cited the quality of their HR staff and their institutional knowledge as their greatest strengths.  A strong customer service orientation was also cited.  Some of the strengths cited were identical to weakness / challenges cited by other Bureaus.  Greater collaboration and sharing of Bureau HR best practices through a coordinated central DOI effort could be used to address some challenges.

	Strengths
	Votes

	HR Staff / Specialists
	13

	Institutional Knowledge of Staff
	11

	Customer Service Orientation
	6

	Commitment to Diversity
	2

	HR Staff Moral
	2

	Staffing Positions With Quality Personnel
	2

	Ability to Respond to Emergencies
	1

	Documented Processes
	1

	HR Automation
	1

	Lack of a Training Program
	1

	Workforce Planning
	1


Q16. What are your HR organization’s weaknesses?

HR LOB Weaknesses were ranked by how many times they were cited in the survey.  Poor communication and being understaffed were cited as common weaknesses.  The lack of funding and lack of automation were also commonly cited as weaknesses.

	Weaknesses
	Votes

	Poor Communication
	4

	Understaffed
	4

	Lack of HR Automation
	3

	Not Enough Funding
	3

	Excessive Wait Times for Service
	2

	Lack of / Poor Training Program
	2

	Lack of Management Support
	2

	Lack of Standardized Processes
	2

	Leadership Turnover
	2

	Lack of HR Metrics
	1

	Lack of HR Strategic Planning
	1

	Size (Too Large)
	1


SWOT Analysis

SWOT Analysis is a strategic planning tool used to evaluate the Strengths, Weaknesses, Opportunities, and Threats involved in a project, business venture or line of business. The results of questions 4, 14, 15, and 16 were used in the SWOT analysis to create the SWOT diagram. 

Strengths are attributes of the organization that are helpful to the achievement of the objective.

Weaknesses are attributes of the organization that are harmful to the achievement of the objective.

Opportunities are external conditions that are helpful to the achievement of the objective.

Threats are external conditions that are harmful to the achievement of the objective

	Strengths

HR Staff / Specialists
Institutional Knowledge of Staff
Customer Service Orientation
Commitment to Diversity
HR Staff Moral
Staffing Positions With Quality Personnel
	Weaknesses

Poor Communication
Staff over burdened
Largely manual HR processes
Insufficient Funding
Excessive Wait Times for Service
Lack of / Poor Training Program
Lack of Management Support
Lack of Standardized Processes
Leadership Turnover



	Opportunities

HR Automation
Collaboration among HR Personnel
Leverage Bureau Best Practices
HR Self Service
Centralize / Consolidate Certain HR Services
Implement / Track HR Metrics
Establish HR SLAs

Established Standard Processes

Establish Uniform Guidance / Implementation Guidance


	Threats

Reduced budgets
HSPD-12
Aging Workforce
Loss of Institutional Knowledge


Survey Participants

Executive Management:

· Marilia Matos, Director of Human Resources (Executive Sponsor)

· Hord Tipton, Chief Information Officer (Executive Sponsor)

Project Management Team:

· Julia Laws, Asst. Director for Human Resources Systems (Project Manager)
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· FWS
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· FWS
Julia Bumbaca
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· MMS
Karen Roper

· NBC
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· OSM
Ray Valdez
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Jack Hirsch

· USGS
Kaye Cook

Technical Advisors:

· Judy Snoich, Program Manager, HSPD-12

· Michael Colburn, Program Manager, NBC HR LOB Initiatives

Appendix C – (HR LOB Shares Services Concept Survey)

Introduction

As a proactive response to the OPM initiative, DOI HR Managers were asked to submit candidates to assess the suitability of HR business processes for a Shared Services Model Concept.  A survey was emailed to all stakeholders provided by the HR Managers.  All Bureaus were contacted and asked to participate.  Of those Bureaus contacted, the BIA, BLM, BOR, FWS, MMS, NPS, NBC, and USGS participated in the survey.  There were 18 survey respondents.  The survey measured how uniform the delivery of the service was within an organization; how well documented the service was within an organization; whether the service was consultative, transactional, or a mixture of the two; and the level of automation for the service.  In addition to describing the nature of the service, the respondent was also asked whether the service was a candidate for the Shared Services Model based on their professional opinion.  The collection of attributes and professional opinions allowed the cross validation of results.  There were 42 questions.  One general multiple choice question on the Shares Services Concept and 41 questions each with six parts.
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One series of questions asked, Indicate (Y/N) whether in your professional opinion, whether the service is a likely candidate for the Shared Services Model.  The following table summarizes the stakeholder responses to the question:
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Based on stakeholder professional opinions, the following were strong Shared Services Model candidates.  These candidate services would likely face the LEAST opposition for migration to a Shared Services Model.

3.4 Source Candidate 

3.5 Evaluate Candidate

3.6 Hire Employee 

5.3 Administer Pay or Leave 

5.5 Manage Payroll 

6.2 Process Benefits Actions 

7.3 Develop HR Development Program 

7.4 Implement HR Development Program 

7.6 Evaluate HR Development Program Effectiveness 

8.5 Administer Employee Assistance Program

Based on stakeholder professional opinions, the following Shared Services Model candidates were possible candidates.  If based on other factors, these services appeared to be suitable candidates, then these services could be considered for migration to a Shared Services Model. These candidate services may face some opposition for migration to a Shared Services Model.

7.2 Conduct HR Development Needs Assessment 

8.7 Determine Candidate / Employee Suitability 

10.1 Manage Employee Separation

Based on stakeholder professional opinions, the following Shared Services Model candidates were indeterminate candidates.  If based on other factors, these services appeared to be suitable candidates, then these services could be considered for migration to a Shared Services Model. These candidate services would face opposition for migration to a Shared Services Model.  A strong business case for their migration would be needed.

1.10 Measure and Improve HR Performance 

1.4 Establish HR Policy and Practices 

1.5 Manage Competency Model 

1.7 Conduct Succession Planning 

2.1 Administer Organization and Position Management 

3.3 Establish Evaluation Approach 

5.1 Adopt Compensation Programs 

6.1 Establish Benefits Programs 

8.3 Manage Administrative Grievances

9.1 Manage Labor Relations  

9.2 Manage Negotiated Grievances 

9.3 Participate in Negotiated Third Party Proceedings

Based on stakeholder professional opinions, the following were not Shared Services Model candidates.  These candidate services would likely face the MOST opposition for migration to a Shared Services Model.  

1.3 Develop HC and HR Strategies 

1.6 Conduct Workforce Planning 

1.8 Manage HR Budget 

1.9 Provide HR Consultative Support 

3.1 Develop Staff Acquisition Strategy 

3.2 Develop Staff Acquisition Plan 

4.1 Establish Agency Performance Management Strategy 

4.2 Establish and Implement Performance Management System and Programs 

4.3 Manage Employee Performance 

4.4 Evaluate Performance Management Effectiveness 

5.2 Administer Bonus and Awards Programs 

5.4 Manage Time and Attendance 

7.1 Establish Agency Human Resources Development (HRD) Management Strategy    

7.5 Manage HR Development 

8.1 Address Employee Misconduct 

8.2 Address Employee Performance Problems 

8.4 Provide Reasonable Accommodation 

8.6 Participate in Administrative Third Party Proceedings

The following HR business functions were noteworthy because of the uniformity of service delivery across organizational units.

1.4 Establish HR Policy and Practices 

3.5 Evaluate Candidate

4.1 Establish Agency Performance Management Strategy 

4.2 Establish and Implement Performance Management System and Programs 

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance 

5.5 Manage Payroll 

6.2 Process Benefits Actions 

8.5 Administer Employee Assistance Program 

8.7 Determine Candidate / Employee Suitability

The vast majority of survey respondents listed the above HR Services as being delivered uniformly across their organization.  These services will likely require less process reengineering prior to automation or centralized implementation.

The following HR business functions were noteworthy because they were cited as being well documented.  
3.5 Evaluate Candidate

3.3 Establish Evaluation Approach 

3.4 Source Candidate 

3.6 Hire Employee 

4.1 Establish Agency Performance Management Strategy 

4.2 Establish and Implement Performance Management System and Programs 

4.3 Manage Employee Performance 

5.2 Administer Bonus and Awards Programs 

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance 

5.5 Manage Payroll 

6.2 Process Benefits Actions 

8.3 Manage Administrative Grievances

8.6 Participate in Administrative Third Party Proceedings 

8.7 Determine Candidate / Employee Suitability

The vast majority of survey respondents listed the above HR Services as being well documented.  No respondents listed them as being undocumented.  

HR services were also assessed as to their current level of automation.  The level of HR automation across Bureaus was highly variable even for identical HR services.  The following HR services were those listed by 50% or more respondents are being automated or partially automated.

1.7 Conduct Succession Planning 

1.8 Manage HR Budget 

3.3 Establish Evaluation Approach 

3.4 Source Candidate 

3.5 Evaluate Candidate

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance 

5.5 Manage Payroll 

6.2 Process Benefits Actions 

7.3 Develop HR Development Program 

7.4 Implement HR Development Program 

7.5 Manage HR Development 

8.7 Determine Candidate / Employee Suitability

HR services were assessed as to whether they were transactional or consultative in nature.  Few HR services were listed as purely transactional.  The following services, however were the most transactional.  The vast majority of HR services were listed as being consultative or mixed.  Services that are transactional and uniformly administered are good candidates for self-service.

3.5 Evaluate Candidate

5.3 Administer Pay or Leave 

5.4 Manage Time and Attendance 

5.5 Manage Payroll 

6.2 Process Benefits Actions
Appendix D – (DOI HR Systems Inventory and Scoring)
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* Some technical and investment information has been removed from the files above and is available in the DOI internal version of the Human Resources Blueprint *
Appendix E – (OPM HR BRM Activities and Descriptions)
	N
	Function / Activity
	Function / Activity Description

	1
	Human Resources Strategy 
	Develop effective human capital management strategies to ensure federal organizations are able to recruit, select, develop, train and manage a high quality, productive workforce in accordance with merit system principles.  This sub-function includes: conducting both internal and external environment scans; developing human resources and human capital strategies and plans; establishing human resources policy and practices; managing current and future workforce competencies; developing workforce plans; developing succession plans; managing the human resources budget; providing human resources and human capital consultative support; and measuring and improving human resources performance.

	1.1
	Conduct Internal Environment Analysis 
	Collect, analyze, and disseminate internal environment analysis data for set scope and objectives.  

	1.2
	Conduct External Environment Analysis 
	Collect, analyze, and disseminate external environment analysis data for set scope and objectives.  

	1.3
	Develop Human Capital (HC) and HR Strategies 
	Formulate / Update HC Mission and Vision; Develop Multi-year HC Objectives and Strategies; Establish HC Goals, Milestones and Evaluation Criteria; and ; and Report on Progress Against HC and HR Objectives and Strategies  

	1.4
	Establish HR Policy and Practices 
	Review Legislation, Regulations, Trends and Initiatives. Formulate, Review, Plan, and Implement HR Guidelines or Procedures

	1.5
	Manage Competency Model 
	Establish, Validate, Execute Competency Model

	1.6
	Conduct Workforce Planning 
	Review Agency Products, Services, Functions and Organizations; Determine HC Demand and Supply; Document HC Gap; and Develop Workforce Plan 

	1.7
	Conduct Succession Planning 
	Identify Key Positions and Occupations; Determine Future Competency Requirements; Build Target Competency Profiles; Match Employees to Target Competency Profiles; and Create Agency Succession Development Strategy 

	1.8
	Manage HR Budget 
	Formulate and Submit HR Budget; Execute Against Approved HR Budget; and Report on HR Budget 

	1.9
	Provide HR Consultative Support 
	Identify Consultative Needs; Develop Consultative Strategy and Plan; Develop Content & Tools; and Provide Counsel

	1.10
	Measure and Improve HR Performance 
	Validate HR Performance Measures and Metrics; Track and Analyze HR Performance Results 

	2
	Organization and Position Management 
	Design, develop and implement organization and position structures that create a high-performance, competency-driven framework that both advances the agency mission and serves agency human capital needs

	2.1
	Administer Organization and Position Management 
	Determine Organization Structure; Administer Position Management Program ; Establish Job Requirements; Analyze Job Requirements; and Evaluate Job Requirements Against Standards / Criteria; Maintain Positions; Request Reevaluation; Evaluate Job; Initiate Classification Appeal; Review Classification Appeal Request; Adjudicate Appeal; and 
Implement Appeal Decision

	3
	Staff Acquisition 
	Establish procedures for recruiting and selecting high quality, productive employees with the right skills and competencies, in accordance with merit system principles.  This sub-function includes: developing a staffing strategy and plan; establishing an applicant evaluation approach; announcing the vacancy, sourcing and evaluating candidates against the competency requirements for the position; initiating pre-employment activities; and hiring employees

	3.1
	Develop Staff Acquisition Strategy 
	Analyze Staffing Needs; Review Laws, Regulations, Policies, Guidelines; Identify Sourcing Strategies; Develop and Communicate Staff Acquisition Strategy 

	3.2
	Develop Staff Acquisition Plan 
	Match Staffing Requests to Descriptions of Duties; Determine Appropriate Source Options; Develop and Communicate Staff Acquisition Plan 

	3.3
	Establish Evaluation Approach 
	Conduct Job Analysis; Develop Assessment Criteria and Approach

	3.4
	Source Candidate 
	Finalize Applicant Sources; Conduct Pre-Announcement Recruitment; Announce Jobs; Facilitate Application for Employment; and Receive Applicant Documentation

	3.5
	Evaluate Candidate
	Determine Qualified / Eligible Candidates; Assess Candidates to be Referred; Apply Federal Rules on Preferences; Refer Candidates for Consideration; Assess Candidates for Selection; Make Tentative Selection; and Validate Selection 

	3.6
	Hire Employee 
	Determine Terms of Offer; Extend Job Offer; Accept Response to Job Offer; Initiate Pre-employment Processes; Certify Compliance with Pre-Employment Requirements; Bring Selectee On Board; and Close Out Case File 

	4
	Performance Management 
	Design, develop and implement a comprehensive employee performance management approach to ensure agency employees are demonstrating competencies required of their work assignments.  Design, develop and implement a comprehensive performance management strategy that enables managers to make distinctions in performance and links individual performance to agency goal and mission accomplishment.  This sub-function also includes managing employee performance at the individual level and evaluating the overall effectiveness of the agency’s employee development approach.

	4.1
	Establish Agency Performance Management Strategy 
	Review Laws, Regulations, Policies and Guidelines; Develop and Communicate Agency Performance Management Strategy 

	4.2
	Establish and Implement Performance Management System and Programs 
	Design Performance Management Framework; Develop, Implement, and Assess Performance Management Programs(s)

	4.3
	Manage Employee Performance 
	Establish Individual Performance Requirements; Conduct Feedback; Complete, Discuss, and Finalize Performance Appraisal 

	4.4
	Evaluate Performance Management Effectiveness 
	Evaluate Performance Management Program and Evaluate Long-term Impacts and Value of Performance Management Programs 

	5
	Compensation Management 
	Design, develop and implement compensation programs that attract, retain and fairly compensate agency employees.  In addition, design, develop and implement pay for performance compensation programs to recognize and reward high performance, with both base pay increases and performance bonus payments.  This sub-function includes: developing and implementing compensation programs; administering bonus and monetary awards programs; administering pay changes; managing time, attendance, leave and pay; and managing payroll. 

	5.1
	Adopt Compensation Programs 
	Review Laws, Regulations, Policies and Trends; Identify Parity Issues; Establish and Implement Compensation Program; Create Compensation Program Communications Approach and Content

	5.2
	Administer Bonus and Awards Programs 
	Identify Bonus and Awards Payout Strategies; Determine Eligibility for Bonus or Award; Set Bonus or Award Pay; and Deliver Bonus or Award Communication

	5.3
	Administer Pay or Leave 
	Identify Employees to Receive Pay or Leave Change; Process Pay or Leave Change; and Communicate Pay or Leave Change

	5.4
	Manage Time and Attendance 
	Schedule Employees; Attest Attendance Data; Manage Usage of Leave and Paid Time Off; and Certify Employee Attendance Data

	5.5
	Manage Payroll 
	Manage Employee Furnished Payroll Data; Process On-cycle Payroll; Process Off-cycle Payroll; Distribute Labor Costs; Process Disbursements; Handle Payroll Issues; and Perform Periodic Reporting

	6
	Benefits Management 
	Design, develop and implement benefit programs that attract, retain and support current and former agency employees.  This sub-function includes: establishing and communicating benefits programs; processing benefits actions; and interacting as necessary with third party benefits providers.

	6.1
	Establish Benefits Programs 
	Adopt or Establish Discretionary Benefits Programs; Establish Benefits Eligibility Rules; Coordinate Process Implementation with Partners and Providers; and Create Benefits Communications Approach and Content

	6.2
	Process Benefits Actions 
	Deliver Benefits Communication; Manage Provider Contracts; Provide Means for Employees to Elect Benefits; Provide Means for Employee to Activate Enrollments; and Maintain Appropriate Records

	7
	Human Resources Development 
	Design, develop and implement a comprehensive employee development approach to ensure agency employees have the right competencies and skills for current and future work assignments.  This sub-function includes conducting employee development needs assessments; designing employee development programs; administering and delivering employee development programs; and evaluating the overall effectiveness of the agency’s employee development approach. 

	7.1
	Establish Agency Human Resources Development (HRD) Management Strategy    
	Review Laws, Regulations, Policies and Guidelines; Develop and Communicate Agency HRD Vision

	7.2
	Conduct HR Development Needs Assessment 
	Determine Competencies to be Addressed by HRD; Identify / Propose HRD Program; and Analyze, Prioritize and Select HRD Programs  and / or Learning Opportunities to be Implemented 

	7.3
	Develop HR Development Program 
	Conduct Training Needs Analysis for Each Approved HRD Program and/or Learning Opportunity; Design HRD Program Content; Select HRD Program Provider; Develop HRD Program; Establish Overall Implementation Time Frames and Predict Program Life Span; and Review and Validate HRD Program 

	7.4
	Implement HR Development Program 
	Pilot HRD Program; Revise HRD Content and Methods of Delivery; Announce HRD; Administer Training; and Deliver HRD Program

	7.5
	Manage HR Development 
	Create or Update Individual Development Plan; Execute Individual Development Plan; and Assess Progress Against Individual Development Plan 

	7.6
	Evaluate HR Development Program Effectiveness 
	Evaluate HRD Program; Analyze HRD Program Results; and Evaluate Long-term Impacts and Value of HRD Programs

	8
	Employee Relations
	Design, develop and implement programs that strive to maintain an effective employer-employee relationship that balances the agency’s needs against its employees’ rights.  This sub-function includes: addressing employee misconduct; addressing employee performance problems; managing administrative grievances; providing employee accommodation; administering employees assistance programs; participating in administrative third party proceedings; and determining candidate and applicant suitability.

	8.1
	Address Employee Misconduct 
	Establish and Communicate Employee Conduct Expectations; Conduct Fact Finding Into Employee Misconduct; and Execute Formal or Informal Action.

	8.2
	Address Employee Performance Problems 
	Address Performance Improvement Plan and Execute Formal or Informal Action 

	8.3
	Manage Administrative Grievances
	Identify Issue (Informal Grievance); Advise on Means of Resolution; Provide Means for Employee to File Formal Grievance; Engage in Alternative Dispute Resolution; Process Grievance; and Render Decision on Grievance

	8.4
	Provide Reasonable Accommodation 
	Provide means for Employee to Request Accommodation; Determine Accommodation Needs; and Put Reasonable Accommodation Into Place

	8.5
	Administer Employee Assistance Program (EAP)
	Provide EAP Services and Make Referrals to EAP Services

	8.6
	Participate in Administrative Third Party Proceedings 
	Provide means for an Employee to File With a Third Party; Engage in Discovery; Prepare a Response to Third Party Filing; Participate in Alternative Dispute Resolution; Participate in Hearing / Meeting / Trial; Appeal Third Party Decision (if applicable); and/or Implement Third Party Decision / Settlement.

	8.7
	Determine Candidate / Employee Suitability  
	Review Investigative File; Respond to Request for Information; and Adjudicate Suitability Issues

	9
	Labor Relations 
	Manage the relationship between the agency and its unions and bargaining units.  This includes negotiating and administering labor contracts and collective bargaining agreements; managing negotiated grievances; and participating in negotiated third party proceedings.

	9.1
	Manage Labor Relations  
	Obtain Recognition; Clarify Bargaining Unit(s) and Representation; Establish Communication Protocol; Initiate Bargaining Process; Prepare for Negotiation; Conduct Negotiation; Perform Agency Head Review; Administer Agreements; Provide for Government-wide or National Consultation; and Provide Information to Unions

	9.2
	Manage Negotiated Grievances 
	Identify Issue (Informal Grievance); Advise on Means of Resolution; Provide means for Employee to File Formal Grievance; Engage in Alternative Dispute Resolution; Process Grievance; Render Decision on Grievance; Participate in Arbitration Process; and Challenge Arbitrator’s Decision  (if applicable).

	9.3
	Participate in Negotiated Third Party Proceedings 
	File With a Third Party; Engage in Discovery; Prepare a Response to Third Party Filing; Participate in Alternative Dispute Resolution; Participate in Hearing / Meeting; Appeal Third Party Decision (if applicable); and/or Implement Third Party Decision

	10
	Separation Management 
	Conduct efficient and effective employee separation programs that assist employees in transitioning to non-Federal employment, facilitate the removal of unproductive, non-performing employees; and assist employees in transitioning to retirement

	10.1
	Manage Employee Separation 
	Initiate Separation; Conduct Workforce Shaping Activities; Determine Terms of Separation; Provide Separation Support; Conduct Knowledge Transfer; and Conduct Exit Processing


Appendix F – (EHRI Business Case)
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Appendix G – (Acronyms)

	ABC/M
	Activity-Based Costing / Management

	ADS
	authoritative data source

	ARTS
	6. Automated Resources Training System

	BIA
	Bureau of Indian Affairs

	BLM
	Bureau of Land Management

	BOR
	Bureau of Reclamation

	BRM
	Business Reference Model

	CAP
	Conceptual Architecture Principle

	COTS
	commercial off-the-shelf

	CTO
	Chief Technology Officer

	DAC
	DOI Data Advisory Committee

	DEAR
	DOI Enterprise Architecture Repository 

	DOD
	Department of Defense

	DOI
	Department of the Interior

	DRM
	Data Reference Model

	EA
	Enterprise Architecture

	EAP
	Employee Assistance Program 

	EBIS
	Employee Benefits Information System

	EEO
	Equal Employment Opportunity

	EHRI
	Enterprise HR Integration

	EOD
	Federal Entrance on Duty

	eOPF
	Electronic Official Personnel Folder

	eQuip
	Electronic Questionnaires for Investigations Processing

	ESB
	enterprise services bus

	F&R
	Findings and Recommendations

	FBMS
	Financial and Business Management System

	FHCS
	Federal Human Capital Survey

	FPPS
	Federal Payroll Processing System

	FWS
	Fish and Wildlife Service

	GBR
	Government Retirement and Benefits

	GOTS
	Government off-the-shelf

	GPRA
	Government Performance and Results Act

	HC
	Human Capital

	HCIE
	Human Capital Information Environment

	HHS
	Department of Health and Human Services

	HR
	Human Resources

	HRD
	Human Resources Development

	HSPD 12
	Homeland Security Presidential Directive 12 

	IT
	information technology

	LOB
	Line of Business

	MBT
	Methodology for Business Transformation

	MDR
	metadata repository

	MMS
	Minerals and Management Service

	NARA
	National Archives and Records Administration

	NASA
	National Aeronautics and Space Administration

	NBC
	National Business Center

	NPS
	National Parks Service

	OIG
	Office of Inspector General

	OMB
	Office of Management and Budget

	OPF
	Official Personnel Folder

	OPM
	Office of Personnel Management

	PMA
	President’s Management Agenda

	ROI
	return on investment

	ROS
	Recruitment One-Stop

	SES
	Senior Executive Service

	SME
	subject matter expert

	SMIS
	Safety Management Information System

	SOA
	service oriented architecture

	SOAMS
	Secure On-Boarding/Off-Boarding Access Management System

	SRM
	Service Reference Model

	SW
	software

	SWOT
	Strength, Weakness, Opportunities, and Threats

	TAAS
	Time and Attendance System

	TMS
	Training Management System 

	TRM
	Technology Reference Model

	USGS
	United States Geological Survey

	WCF
	Working Capital Fund



































































































































� http://www.doi.gov/ocio/architecture/mbt/guidance.htm


� http://www.whitehouse.gov/omb/budintegration/pma_index.html


� http://www.whitehouse.gov/omb/budget/fy2002/mgmt.pdf


� http://www.doi.gov/pfm/human_cap_plan/


� http://www.whitehouse.gov/omb/egov/c-presidential.html


� http://www.usajobs.gov/


� http://gsa.gov/egovtravel


� http://www.whitehouse.gov/results/agenda/scorecard.html


� http://www.whitehouse.gov/results/agenda/standards.pdf


� http://www.whitehouse.gov/results/agenda/report8-04/department_of_interior.pdf


� http://www.doi.gov/pfm/human_cap_plan


� http://www.firejobs.doi.gov/


� http://www.fws.gov/planning/Documents/PMA/Human%20Capital%20Scorecard_10_25_05.doc


� http://www.doi.gov/pfm/par2004/index.html


� http://www.doi.gov/pfm/human_cap_plan/


� http://www.fhcs2004.opm.gov/What.htm


� http://www.doi.gov/ocio/architecture/mbt/guidance.htm


� http://www.whitehouse.gov/omb/egov/a-3-5-manage-human.html


� The services call out in this section such as “3.4 Source Candidate” refer to the OPM HR Business Reference Model service.  See Figure 4.5 and 4.6 for a complete description of these services.


� http://www.whitehouse.gov/omb/egov/documents/CRM.PDF


� Integrating Business Strategy and IT Investments for Better Execution (briefing to IRB on February, 9, 2007) 


�  Record of Decision is a document recording official employee actions, such as,  hiring, termination, transfer, salary adjustments, etc.


� http://www.nbc.gov/news/12.html


� Note: This graphic is provided as a supplementary file in Excel format, in Appendix D. 


� Assumes a fully implemented initiative.  


� “Human Capital Information Environment Business Case & Project Update”, NASA Office of Human Capital Management presentation dated December 11, 2005�


� Replaced by Judith Snoich upon Ms. Anderson’s departure





iii

[image: image49.png]1.1 Conduct
Internal Environ.
Analysis

1.2 Conduct
Extenal Environ.
Analysis

1.3 Develop HC
and HR
Strategies.

1.4 Establish HR
Policy and
Practices

1.5 Manage
Competency
Model

1.6 Conduct
Workforce
Planning

1.7 Conduct
Succession
Planning

1.8 Manage HR
Budget

1.9 Provide HR
Consultative
Support

110 Measure and
Improve HR
Performance

2.1 Administer
Organization and
Position

Management

Human Resources Life Cycle Processes View

Acquire
21 ovin || 0 oy || 2900 || gusmce || 35Evaae || asmre
coiston || SEOSER ST (| mwhmion’ | SR || G || cmpivee
Sustain
Peromance || mplementperfomance || 43N | paromance
Vanagemont || Management Sysem || Empiovee || penilhn
pheol S Elecvenes
s1riop || 5z namiitr
comentin || “songa || Spaniner || o4 T || 5o
Programs. Awards Programs 4 Ve
B -
" Benefits Actions

10.1 Manage
Employee
Separation

7 Evabish Agency ][ 72 Conduet PR v T8 Evaute AR
Human Resources Development rsiDevsicplt Y IZsimplemen SR YT Manage HR Development
Devlopment (| Development
Cevelopment (4RD) Neacs LEint veopment || 5o dment || Program
Management Strategy Assessment g g Effectiveness
52 Addross 55 Admnsar | [ 8.8 Poriopate || 87 boarmine
0.1 Adcross samanage || 4 Prove 8P
Employee AR Administraive || Reasonable B | [P | Dy
Misconduct erformance Grievances | | Accommadation Selic) LR mployee
Proloms Program || Procesaings || Sutabity
szMansge || 93 Partcipatoin
Smerago | Negotatas || Negotsted Thed
Gravances || Pary Procesings
Separate




[image: image50.png]Oct 2007
4) Integrated HR Web Presence Oct 2007

Personnel Action Tracking System Aug 2008

1) Enterprise Purchase Agreements

Jul 2007
3) HR Data Initative

Sep 2008
2) Retire Redundant Systems

Apr2007]  Jul2007  OctPOO7  Jan2008  Apr2008  Jul 2008

Jan 2007 Sep 2008

May 2007 - Sep 2007
5) Update HR Guidance

Jan 2008 Jan 2009 Jan 2010 Jan 2011 Jan 2012

Jan 2007 Dec 2012

May 2007 - Sep 2007
5) Update HR Guidance

Jan 2008 Jan 2009 Jan 2010 Jan 2011 Jan 2012

Jan 2007 Dec 2012



[image: image51.png]HRIT System Acronym Owner OS |BLM]| BIA | BOR|USGS| NPS | FWS|OSM|MMS| NBC
Federal Personnel and Payroll System FPPS NBC I I I T T A A I
Recreation One Stop ROS OPI I I I T N A A I
DOI LEARN WA 05 I I I T N A A I
UC-eXpress (TALX) UCExpress | TAX Comporation || 1 | 1 | 1 | 1 [ 1 [ 1 [ 1 | 1 117
Safety Management Information System (SMIS) SMIS [ ] I I A I I I
Quickfire WA | Monster Corporation 1 I I A A I I
Employee Express WA P il I I A I I I
QP WA OPI ] I I ]
FPPS Datamart WA NBC il ] I I
QuickTime (NBChosted) WA NBC N I I I
Visual Powerfles for EEQ VPEEO NBC il ] 1

Exit Interview (Lotus Notes Database) WA BLM WO 700 1 il 1
Government Retirement and Benefits (GRB) EBIS EBIS GRB Inc ] 1

Automated Resources Training System (ARTS) ARTS NBC 1 ]

USA Staffing (OPM) WA P 1 1 ]
Automated Table of Organization ATO BLM WO-700 1 1
Q12 Gallup Sune, WA Gallup Corporation 1 1
CyberiFEDS WA LRP Corporation il 1 il
cyberFEDS - Workers Compensation Module WA LRP Corporation il il
The Work Number (TALX) WA TALX Corporation 1 1
Ethics Tracking System (Database) WA USGS il 1
IComplaint (EEO) WA USGS il I

Automated Indidual Development Plan AIDP BLM WO 700 il

Distance Learing Tool WA BLM WO-700 il

Human Capital Management System (SAS database) | WA BLM WO-700 1

Leadership Needs Assessment Tools (Lotus Notes WA BLM WO-700 1

Database)

Needs Assessment Training and Validation (Lotus WA BLM WO-700 1

Notes Database)

Time and Attendance Automated System TAAS BOR 1

Agency Query System AQS' DOL 1

Government Retirement and Benefits (GRB) Assist__| GRB Assist GRB Inc 1
Exit Clearance Process (Outlook) WA NS il

Exit Intenview (Outlook) WA VIS 1

Ask HRO WA USGS il

Student-Placement System WA USGS il

Training Management System (TVIS) ™S USGS. 7




[image: image52.png]9L 9 uopeledag aakojdw3 abeuep L'0L
[ oL SBuIpsea01d AHied PIIUL pa1eRobaN U s1edonied £°6.
[ 1 SeoUBASIID palenobaN SBEUEI 26
1L 1 Suoperey J0qe SBEUE 16
st s RjliqeNnS seA0|dLLIT [ 9}EPIPUED BUIWIL}A L8
[ €l SBuIPsa201d Alied PIIUL SARERSIUIUIPY Ul 5jed1oRIEd 9'8
[ ¢ We1B01d souEysissy 2aA0|dWS JAISIUILIPY 58
[ zr UOREPOWILIOI0Y S[qEUOSEaY SPIAOId '8
8 2 S39UBASLID SARENSIUILIPY SBEUEI £°8
[ st SWaIG01d S9UEULIOJIad 39A0|dWT SS3IPPY 28
[ [ JoNPUGHSI 23A0|dWS SS3IPPY '8
[ 9 SsaUsAROaR WeIboid JUSWAO[9ASQ HH SIENIEAS 9L
1L €l JUSWAO[ASQ HH SBEUEW §'L
[ s We1601d Jusdo[eAsq ¥H JuSWaIdW] 7L
[ 2 We1601d JusWdo[eAeq ¥H dOPASa £
[ L JUSWISSasSY SPaaN JUSWIAO[aASA ¥H 19NPUOD 2L
81 zr ABe1ens JusWiabeuEl (QUH] USWIdO[eAST $391N0saY UBWINH Aousby USIGesS 'L
[ € SUOROY SIS $59901d 29
[ 1 Swelbold syausd UsIqes 19
[ v I[0iRed sBEUE G5
[ zr S5UEpUSRY PUE SUIL SBEUEN 7'S
[ ¢ 9A6a 10 Aed ISISIUIUIY €5
1L zr SWelBold SpIEMY PUE SNUog JSjSINIWpY 2
1L 1 SWwelbold UopesuadiioD 1dopY '
[ zr SSaUBAR0aLS USISBEUE]| SoUBULIONad SIENEAT Y
[ [ SouElIopad 39A0|dUIT SBEUEN ¢
I 1 SWelBold pue Wa1sAS JUSLISBEUE|] SoUBULOHad JUSW[dW] PUE USIGEIS 27
[ [ ABejens JusWISBEUE| SoueULOHad Aousby UsIqelss Ly
1L 2 33K0ldW3 a1IH 9°C
1L s SIEPIPUED SENIEAS G'E
[ € S)epIpUED 59IN0S 7S
[ 6 6 56014y UOREN|eAs USIaeS £'¢
[ zr 9 UEld UoRISINboY Jels doPASa T e
1L zr s ABejens UoNISINboY 4e)s doeAa L'E
1L 6 8 JUSWaBEUE| UORISO] PUE UOREZIUEBIO JSJSIUILIPY |2
1L or 1 SoUBWLIOHad HH SACIQW] PUE SINSEa 011
[ 91 z Tioddns SARENNSUOD WH SPINOId 6L
[ 91 z 79bPNng uH 9beUEN 8,
[ 1 L Bujuue|d UoISs39NS PNPUGD L',
[ zr 9 BujuuE|d 551010M JNPUGD 9,
[ or 8 15POIN Aousjediion sBEUE &'}
[ 6 6 Se9)e1d puE Adlod ¥H USIAEISI v}
it zL s SeIBajens WH PUE OH d0IPASA TL
1ejoL oN D

Sjeplpue)




_1246775197.xls
System Architecture

		

				HR IT System		Acronym		Owner		OS		BLM		BIA		BOR		USGS		NPS		FWS		OSM		MMS		NBC		Notes / Comments		N

				Federal Personnel and Payroll System		FPPS		NBC		1		1		1		1		1		1		1		1		1		1				10

				Recreation One Stop		ROS		OPM		1		1		1		1		1		1		1		1		1		1				10

				DOI LEARN		N/A		OS		1		1		1		1		1		1		1		1		1		1		50% of BIA has access		10

				UC-eXpress (TALX)		UC-Express		TALX Corporation		1		1		1		1		1		1		1		1		1		1				10

				Safety Management Information System (SMIS)		SMIS		OS		1		1				1		1		1		1		1		1		1				9

				QuickHire		N/A		Monster Corporation				1				1		1		1		1		1		1						7

				Employee Express		N/A		OPM		1						1		1				1		1		1		1				7

				e-QIP		N/A		OPM		1		1				1		1		1						1		1				7

				FPPS Datamart		N/A		NBC				1				1		1						1		1		1				6

				QuickTime (NBC-hosted)		N/A		NBC		1		1						1						1		1		1				6

				Visual Powerfiles for EEO		VPEEO		NBC				1				1		1								1						4

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700				1						1										1				3

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.								1		1						1								3

				Automated Resources Training System (ARTS)		ARTS		NBC								1				1		1										3

				USA Staffing (OPM)		N/A		OPM		1																1		1				3

				Automated Table of Organization		ATO		BLM WO-700				1																1				2

				Q12 Gallup Survey		N/A		Gallup Corporation														1				1				Not a System		2

				cyberFEDS		N/A		LRP Corporation								1												1		Not a System		2

				cyberFEDS - Worker's Compensation Module		N/A		LRP Corporation								1												1		Not a System		2

				The Work Number (TALX)		N/A		TALX Corporation								1												1				2

				Ethics Tracking System (Database)		N/A		USGS										1								1						2

				IComplaint (EEO)		N/A		USGS				1						1														2

				Automated Individual Development Plan		AIDP		BLM WO-700				1																				1

				Distance Learning Tool		N/A		BLM WO-700				1																				1

				Human Capital Management System (SAS database)		N/A		BLM WO-700				1																				1

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700				1																				1

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700				1																				1

				Time and Attendance Automated System		TAAS		BOR								1																1

				Agency Query System		AQS		DOL				1																				1

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.																				1				1

				Exit Clearance Process (Outlook)		N/A		MMS																		1				Not a System		1

				Exit Interview (Outlook)		N/A		MMS																		1				Not a System		1

				Ask HRO		N/A		USGS										1												Not a System		1

				Student-Placement System		N/A		USGS										1														1

				Training Management System  (TMS)		TMS		USGS										1														1





Inventory

		

				HR IT System		Acronym		Owner		OS		BLM		BIA		BOR		USGS		NPS		FWS		OSM		MMS		NBC		Notes / Comments		N

				Agency Query System		AQS		DOL				1																				1

				Ask HRO		N/A		USGS										1												Not a System		1

				Automated Individual Development Plan		AIDP		BLM WO-700				1																				1

				Automated Resources Training System (ARTS)		ARTS		NBC								1				1		1										3

				Automated Table of Organization		ATO		BLM WO-700				1																1				2

				cyberFEDS		N/A		LRP Corporation								1				1								1		Not a System		3

				cyberFEDS - Worker's Compensation Module		N/A		LRP Corporation								1												1		Not a System		2

				Distance Learning Tool		N/A		BLM WO-700				1																				1

				DOI LEARN		N/A		OS		1		1		1		1		1		1		1		1		1		1		50% of BIA has access		10

				Employee Express		N/A		OPM		1						1		1		1		1		1		1		1				8

				e-QIP		N/A		OPM		1		1				1		1		1						1		1				7

				Ethics Tracking System (Database)		N/A		USGS										1								1						2

				Exit Clearance Process (Outlook)		N/A		MMS																		1				Not a System		1

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700				1						1										1				3

				Exit Interview (Outlook)		N/A		MMS																		1				Not a System		1

				Federal Personnel and Payroll System		FPPS		NBC		1		1		1		1		1		1		1		1		1		1				10

				FPPS Datamart		N/A		NBC				1				1		1						1		1		1				6

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.																				1				1

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.								1		1						1								3

				Human Capital Management System (SAS database)		N/A		BLM WO-700				1																				1

				IComplaint (EEO)		N/A		USGS				1						1		1												3

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700				1																				1

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700				1																				1

				PayCheck (Lotus Notes)		N/A		BLM WO-700																						Decommissioned		0

				Q12 Gallup Survey		N/A		Gallup Corporation														1				1				Not a System		2

				QuickHire		N/A		Monster Corporation				1				1		1		1		1		1		1						7

				QuickTime (NBC-hosted)		N/A		NBC		1		1						1		1				1		1		1				7

				Recreation One Stop		ROS		OPM		1		1		1		1		1		1		1		1		1		1				10

				Safety Management Information System (SMIS)		SMIS		OS		1		1				1		1		1		1		1		1		1				9

				Student-Placement System		N/A		USGS										1														1

				The Work Number (TALX)		N/A		TALX Corporation								1												1				2

				Time and Attendance Automated System		TAAS		BOR								1																1

				Training Management System  (TMS)		TMS		USGS										1														1

				UC-eXpress (TALX)		UC-Express		TALX Corporation		1		1		1		1		1		1		1		1		1		1				10

				USA Staffing (OPM)		N/A		OPM		1										1						1		1				4

				Visual Powerfiles for EEO		VPEEO		NBC				1				1		1								1						4





Retired

				HR LOB IT System Survey - General Information

		Add		Use		System		Acronym		System Type		Managing Partner

		x		(C) Currently in Use		Agency Query System		AQS		GOTS		DOL

		x		(C) Currently in Use		Ask HRO		N/A		COTS		USGS

		x		(R) Being Retired		Automated Individual Development Plan		AIDP		Custom		BLM WO-700

		x		(R) Being Retired		Automated Resources Training System (ARTS)		ARTS		Custom		NBC

		x		(C) Currently in Use		Automated Table of Organization		ATO		COTS		BLM WO-700

		x		(C) Currently in Use		cyberFEDS		N/A		COTS		LRP Publications

		x		(C) Currently in Use		cyberFEDS - Worker's Compensation Module		N/A		COTS		LRP Publications

		x		(N) Not in Use / Retired		Distance Learning Tool		N/A		Custom		BLM WO-700

		x		(C) Currently in Use		DOI LEARN		N/A		ASP		OPM and OS

		x		(C) Currently in Use		e-QIP		N/A		GOTS		OPM

		x		(C) Currently in Use		Employee Express		N/A		ASP		OPM

		x		(C) Currently in Use		Ethics Tracking System (Database)		N/A		Custom		USGS

		x		(C) Currently in Use		Exit Clearance Process (Outlook)		N/A		COTS		MMS

		x		(C) Currently in Use		Exit Interview (Lotus Notes Database)		N/A		Custom		BLM WO-700

		x		(C) Currently in Use		Exit Interview (Outlook)		N/A		Custom		MMS

		x		(C) Currently in Use		Federal Personnel and Payroll System		FPPS		Custom		NBC

		x		(C) Currently in Use		FPPS Datamart		N/A		Custom		NBC

		x		(C) Currently in Use		Government Retirement and Benefits (GRB) EBIS		EBIS		ASP		GRB Inc.

		x		(C) Currently in Use		Government Retirement and Benefits (GRB) Assist		GRB Assist		COTS		GRB Inc.

		x		(C) Currently in Use		Human Capital Management System (SAS database)		N/A		Custom		BLM WO-700

		x		(C) Currently in Use		IComplaints (EEO)		N/A		ASP		Micropact

		x		(R) Being Retired		Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		Custom		BLM WO-700

		x		(R) Being Retired		Needs Assessment Training and Validation (Lotus Notes Database)		N/A		Custom		BLM WO-700

		x		(N) Not in Use / Retired		PayCheck (Lotus Notes)		N/A		Custom		BLM WO-700

		x		(C) Currently in Use		Q12 Gallup Survey		N/A		ASP		Gallup Corporation

		x		(C) Currently in Use		QuickHire		N/A		ASP		Monster Government Solutions

		x		(C) Currently in Use		QuickTime (NBC-hosted)		N/A		Custom		NBC

		x		(C) Currently in Use		Safety Management Information System (SMIS)		SMIS		Custom		OS

		x		(C) Currently in Use		Student-Placement System		N/A		Custom		USGS

		x		(C) Currently in Use		The Work Number (TALX)		N/A		ASP		TALX Corporation

		x		(C) Currently in Use		Time and Attendance Automated System		TAAS		Custom		BOR

		x		(R) Being Retired		Training Management System  (TMS)		TMS		Custom		USGS

		x		(C) Currently in Use		UC-eXpress (TALX)		UC-Express		ASP		TALX Corporation

		x		(C) Currently in Use		USA Staffing (OPM)		N/A		ASP		OPM

		x		(C) Currently in Use		Recruitment One Stop		ROS		ASP		OPM

		x		(C) Currently in Use		Visual Powerfiles for EEO		VPEEO		COTS		TechSolutions





E-Gov Analyses

		System		Nature of Relationship to E-Gov		E-Gov		Managing Partner

		Automated Individual Development Plan		Being Replaced By		E-Training initiative		BLM WO-700

		Automated Resources Training System (ARTS)		Being Replaced By		E-Training initiative		NBC

		Automated Table of Organization		Integrates With		Enhanced Human Resource Integration (EHRI)		BLM WO-700

		Distance Learning Tool		Being Replaced By		E-Training initiative		BLM WO-700

		DOI LEARN / E-Training		Component Of		E-Training initiative		OS and OPM

		e-QIP		Component Of		E-Clearance		OPM

		Exit Interview (Lotus Notes Database)		Integrates With		Enhanced Human Resource Integration (EHRI)		BLM WO-700

		FPPS / E-Payroll		Component Of		E-Payroll		NBC

		FPPS Datamart		Component Of		E-Payroll		NBC

		Human Capital Management System (SAS database)		Redundant To		Enhanced Human Resource Integration (EHRI)		BLM WO-700

		Leadership Needs Assessment Tools (Lotus Notes Database)		Being Replaced By		E-Training initiative		BLM WO-700

		Needs Assessment Training and Validation (Lotus Notes Database)		Being Replaced By		E-Training initiative		BLM WO-700

		PayCheck (Lotus Notes)		Being Replaced By		E-Payroll		BLM WO-700

		QuickHire		Integrates With		Recruitment One-Stop (ROS)		Monster Government Solutions

		QuickTime (NBC-hosted)		Component Of		E-Payroll		NBC

		Recruitment One Stop		Component Of		Recruitment One-Stop (ROS)		OPM

		Time and Attendance Automated System		Redundant To		E-Payroll		BOR

		Training Management System  (TMS)		Being Replaced By		E-Training initiative		USGS

		USA Staffing (OPM)		Integrates With		Recruitment One-Stop (ROS)		OPM

		Agency Query System		None		N/A		DOL

		Ask HRO		None		N/A		USGS

		cyberFEDS		None		N/A		LRP Publications

		cyberFEDS - Worker's Compensation Module		None		N/A		LRP Publications

		Employee Express		None		N/A		OPM

		Ethics Tracking System (Database)		None		N/A		USGS

		Exit Clearance Process (Outlook)		None		N/A		MMS

		Exit Interview (Outlook)		None		N/A		MMS

		Government Retirement and Benefits (GRB) Assist		None		N/A		GRB Inc.

		Government Retirement and Benefits (GRB) EBIS		None		N/A		GRB Inc.

		IComplaints (EEO)		None		N/A		Micropact

		Q12 Gallup Survey		None		N/A		Gallup Corporation

		Safety Management Information System (SMIS)		None		N/A		OS

		Student-Placement System		None		N/A		USGS

		The Work Number (TALX)		None		N/A		TALX Corporation

		UC-eXpress (TALX)		None		N/A		TALX Corporation

		Visual Powerfiles for EEO		None		N/A		TechSolutions





E-Gov

				HR LOB IT System Survey - E-Gov

				System		Acronym		Managing Partner		E-Gov		Nature of Relationship to E-Gov

				Automated Individual Development Plan		AIDP		BLM WO-700		E-Training initiative		Being Replaced By

				Automated Resources Training System (ARTS)		ARTS		NBC		E-Training initiative		Being Replaced By

				Distance Learning Tool		N/A		BLM WO-700		E-Training initiative		Being Replaced By

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		E-Training initiative		Being Replaced By

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		E-Training initiative		Being Replaced By

				PayCheck (Lotus Notes)		N/A		BLM WO-700		E-Payroll		Being Replaced By

				Training Management System  (TMS)		TMS		USGS		E-Training initiative		Being Replaced By

				DOI LEARN		N/A		OS and OPM		E-Training initiative		Component Of

				e-QIP		N/A		OPM		E-Clearance		Component Of

				Federal Personnel and Payroll System		FPPS		NBC		E-Payroll		Component Of

				FPPS Datamart		N/A		NBC		E-Payroll		Component Of

				QuickTime (NBC-hosted)		N/A		NBC		E-Payroll		Component Of

				Recruitment One Stop		ROS		OPM		Recruitment One-Stop (ROS)		Component Of

				Automated Table of Organization		ATO		BLM WO-700		Enhanced Human Resource Integration (EHRI)		Integrates With

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Enhanced Human Resource Integration (EHRI)		Integrates With

				QuickHire		N/A		Monster Government Solutions		Recruitment One-Stop (ROS)		Integrates With

				USA Staffing (OPM)		N/A		OPM		Recruitment One-Stop (ROS)		Integrates With

				Agency Query System		AQS		DOL		None		N/A

				Ask HRO		N/A		USGS		None		N/A

				cyberFEDS		N/A		LRP Publications		None		N/A

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		None		N/A

				Employee Express		N/A		OPM		None		N/A

				Ethics Tracking System (Database)		N/A		USGS		None		N/A

				Exit Clearance Process (Outlook)		N/A		MMS		None		N/A

				Exit Interview (Outlook)		N/A		MMS		None		N/A

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.		None		N/A

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		None		N/A

				IComplaints (EEO)		N/A		Micropact		None		N/A

				Q12 Gallup Survey		N/A		Gallup Corporation		None		N/A

				Safety Management Information System (SMIS)		SMIS		OS		None		N/A

				Student-Placement System		N/A		USGS		None		N/A

				The Work Number (TALX)		N/A		TALX Corporation		None		N/A

				UC-eXpress (TALX)		UC-Express		TALX Corporation		None		N/A

				Visual Powerfiles for EEO		N/A		TechSolutions		None		N/A

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Enhanced Human Resource Integration (EHRI)		Redundant To

				Time and Attendance Automated System		TAAS		BOR		E-Payroll		Redundant To





End User

				HR LOB IT System Survey - System User Needs

				System		Acronym		Managing Partner		User Advocate?		User Advocate?		Users Needs Solicited?		Users Needs Solicited?		Help Desk?		Help Desk?		On-Line Help?		On-Line Help?		System Training Available?		System Training Available?

				Agency Query System		AQS		DOL		Yes		1		Once		1		No		0		No		0		None		0

				Ask HRO		N/A		USGS		No		0		Never		0		No		0		No		0		None		0

				Automated Individual Development Plan		AIDP		BLM WO-700		Yes		1		Once		1		Yes		1		No		0		On-Line Course		1

				Automated Resources Training System (ARTS)		ARTS		NBC		Yes		1		Once		1		No		0		No		0		None		0

				Automated Table of Organization		ATO		BLM WO-700		Yes		1		Once		1		No		0		No		0		None		0

				cyberFEDS		N/A		LRP Publications		No		0		Never		0		Yes		1		Yes		1		None		0

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		No		0		Never		0		Yes		1		Yes		1		None		0

				Distance Learning Tool		N/A		BLM WO-700		Yes		1		Once		1		Yes		1		Yes		1		Combination of Above		1

				DOI LEARN		N/A		OS and OPM		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				e-QIP		N/A		OPM		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Employee Express		N/A		OPM		Yes		1		Continuously		2		Yes		1		Yes		1		None		0

				Ethics Tracking System (Database)		N/A		USGS		Yes		1		Once		1		No		0		Yes		1		None		0

				Exit Clearance Process (Outlook)		N/A		MMS		No		0		Once		1		No		0		No		0		None		0

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Yes		1		Once		1		Yes		1		No		0		None		0

				Exit Interview (Outlook)		N/A		MMS		No		0		Once		1		No		0		No		0		None		0

				Federal Personnel and Payroll System		FPPS		NBC		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				FPPS Datamart		N/A		NBC		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		No		0		Never		0		Yes		1		Yes		1		On-Line Course		1

				Government Retirement and Benefits (GRB) Assist		Assist		GRB Inc.		No		0		Never		0		Yes		1		Yes		1		On-Line Course		1

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				IComplaints (EEO)		N/A		Micropact		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Yes		1		Anually		1		Yes		1		Yes		1		Combination of Above		1

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Yes		1		Once		1		Yes		1		No		0		None		0

				Q12 Gallup Survey		N/A		Gallup Corporation		No		0		Never		0		No		0		No		0		None		0

				QuickHire		N/A		Monster Government Solutions		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				QuickTime (NBC-hosted)		N/A		NBC		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Safety Management Information System (SMIS)		SMIS		OS		Yes		1		Continuously		2		Yes		1		No		0		On-Line Course		1

				Student-Placement System		N/A		USGS		Yes		1		Once		1		No		0		Yes		1		None		0

				The Work Number (TALX)		N/A		TALX Corporation		No		0		Continuously		2		Yes		1		Yes		1		On-Line Course		1

				Time and Attendance Automated System		TAAS		BOR		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Training Management System  (TMS)		TMS		USGS		Yes		1		Once		1		No		0		Yes		1		None		0

				UC-eXpress (TALX)		UC-Express		TALX Corporation		No		0		Continuously		2		Yes		1		Yes		1		On-Line Course		1

				USA Staffing (OPM)		N/A		OPM		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Recruitment One Stop		ROS		OPM		Yes		1		Continuously		2		No		0		Yes		1		Combination of Above		1

				Visual Powerfiles for EEO		N/A		TechSolutions		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1





End User 1

				HR LOB IT System Survey - System User Needs

				System		Acronym		Managing Partner		Score		P2

				Agency Query System		AQS		DOL		2		2

				Ask HRO		N/A		USGS		0		1

				Automated Individual Development Plan		AIDP		BLM WO-700		4		4

				Automated Resources Training System (ARTS)		ARTS		NBC		2		2

				Automated Table of Organization		ATO		BLM WO-700		2		2

				cyberFEDS		N/A		LRP Publications		3		3

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		3		3

				Distance Learning Tool		N/A		BLM WO-700		5		4

				DOI LEARN		N/A		OS and OPM		6		5

				Employee Express		N/A		OPM		5		4

				e-QIP		e-QIP		OPM		6		5

				Ethics Tracking System (Database)		N/A		USGS		3		3

				Exit Clearance Process (Outlook)		N/A		MMS		1		1

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		3		3

				Exit Interview (Outlook)		N/A		MMS		1		1

				Federal Personnel and Payroll System		FPPS		NBC		6		5

				FPPS Datamart		N/A		NBC		6		5

				Government Retirement and Benefits (GRB) Assist		Assist		GRB Inc.		3		3

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		3		3

				Human Capital Management System (SAS database)		N/A		BLM WO-700		6		5

				IComplaints (EEO)		N/A		Micropact		6		5

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		5		4

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		3		3

				Q12 Gallup Survey		N/A		Gallup Corporation		0		1

				QuickHire		N/A		Monster Government Solutions		6		5

				QuickTime (NBC-hosted)		N/A		NBC		6		5

				Recruitment One Stop		ROS		OPM		5		4

				Safety Management Information System (SMIS)		SMIS		OS		5		4

				Student-Placement System		N/A		USGS		3		3

				The Work Number (TALX)		N/A		TALX Corporation		5		4

				Time and Attendance Automated System		TAAS		BOR		6		5

				Training Management System  (TMS)		TMS		USGS		3		3

				UC-eXpress (TALX)		UC-Express		TALX Corporation		5		4

				USA Staffing (OPM)		N/A		OPM		6		5

				Visual Powerfiles for EEO		VPEEO		TechSolutions		6		5





End User 2

				HR LOB IT System Survey - System User Needs

				System		Acronym		Managing Partner		User Advocate?		Users Needs Solicited?		Help Desk?		On-Line Help?		System Training Available?

				Agency Query System		AQS		DOL		Yes		Once		No		No		None

				Ask HRO		N/A		USGS		No		Never		No		No		None

				Automated Individual Development Plan		AIDP		BLM WO-700		Yes		Once		Yes		No		On-Line Course

				Automated Resources Training System (ARTS)		ARTS		NBC		Yes		Once		No		No		None

				Automated Table of Organization		ATO		BLM WO-700		Yes		Once		No		No		None

				cyberFEDS		N/A		LRP Publications		No		Never		Yes		Yes		None

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		No		Never		Yes		Yes		None

				Distance Learning Tool		N/A		BLM WO-700		Yes		Once		Yes		Yes		Combination of Above

				DOI LEARN		N/A		OS and OPM		Yes		Continuously		Yes		Yes		Combination of Above

				e-QIP		N/A		OPM		Yes		Continuously		Yes		Yes		Combination of Above

				Employee Express		N/A		OPM		Yes		Continuously		Yes		Yes		None

				Ethics Tracking System (Database)		N/A		USGS		Yes		Once		No		Yes		None

				Exit Clearance Process (Outlook)		N/A		MMS		No		Once		No		No		None

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Yes		Once		Yes		No		None

				Exit Interview (Outlook)		N/A		MMS		No		Once		No		No		None

				Federal Personnel and Payroll System		FPPS		NBC		Yes		Continuously		Yes		Yes		Combination of Above

				FPPS Datamart		N/A		NBC		Yes		Continuously		Yes		Yes		Combination of Above

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		No		Never		Yes		Yes		On-Line Course

				Government Retirement and Benefits (GRB) Assist		Assist		GRB Inc.		No		Never		Yes		Yes		On-Line Course

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Yes		Continuously		Yes		Yes		Combination of Above

				IComplaints (EEO)		N/A		Micropact		Yes		Continuously		Yes		Yes		Combination of Above

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Yes		Anually		Yes		Yes		Combination of Above

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Yes		Once		Yes		No		None

				Q12 Gallup Survey		N/A		Gallup Corporation		No		Never		No		No		None

				QuickHire		N/A		Monster Government Solutions		Yes		Continuously		Yes		Yes		Combination of Above

				QuickTime (NBC-hosted)		N/A		NBC		Yes		Continuously		Yes		Yes		Combination of Above

				Safety Management Information System (SMIS)		SMIS		OS		Yes		Continuously		Yes		No		On-Line Course

				Student-Placement System		N/A		USGS		Yes		Once		No		Yes		None

				The Work Number (TALX)		N/A		TALX Corporation		No		Continuously		Yes		Yes		On-Line Course

				Time and Attendance Automated System		TAAS		BOR		Yes		Continuously		Yes		Yes		Combination of Above

				Training Management System  (TMS)		TMS		USGS		Yes		Once		No		Yes		None

				UC-eXpress (TALX)		UC-Express		TALX Corporation		No		Continuously		Yes		Yes		On-Line Course

				USA Staffing (OPM)		N/A		OPM		Yes		Continuously		Yes		Yes		Combination of Above

				Recruitment One Stop		ROS		OPM		Yes		Continuously		No		Yes		Combination of Above

				Visual Powerfiles for EEO		N/A		TechSolutions		Yes		Continuously		Yes		Yes		Combination of Above





PRM

				HR LOB IT System Survey - PRM

				System		Acronym		Managing Partner		PRM (1)		PRM (2)		Programmatic / System Performance Measures		E-Gov		Nature of Relationship to E-Gov

				Agency Query System		AQS		DOL		None						None		N/A		1

				Ask HRO		N/A		USGS		Management Excellence - Accountability						None		N/A		3

				Automated Individual Development Plan		AIDP		BLM WO-700		Management Excellence - Workforce Has Job-Related Knowledge and Skills		Management Excellence - Modernization				E-Training initiative		Being Replaced By		4

				Automated Resources Training System (ARTS)		ARTS		NBC		Management Excellence - Workforce Has Job-Related Knowledge and Skills		PMA - Strategic Management of Human Capital				E-Training initiative		Being Replaced By		4

				Automated Table of Organization		ATO		BLM WO-700		PMA - Strategic Management of Human Capital		PMA - Competitive Sourcing		Position Management Metrics (Students, Retires, Promotions) which are looked at in staffing, payroll, etc.		Enhanced Human Resource Integration (EHRI)		Integrates With		5

				cyberFEDS		N/A		LRP Publications		PMA - Strategic Management of Human Capital						None		N/A		3

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		PMA - Strategic Management of Human Capital						None		N/A		3

				Distance Learning Tool		N/A		BLM WO-700		Management Excellence - Workforce Has Job-Related Knowledge and Skills		PMA - Strategic Management of Human Capital				E-Training initiative		Being Replaced By		4

				DOI LEARN		N/A		OPM  & OS		Management Excellence - Workforce Has Job-Related Knowledge and Skills		PMA - Strategic Management of Human Capital		Accountability - Allows for compliance with 5 CFR 410		E-Training initiative		Component Of		5

				Employee Express		N/A		OPM		Management Excellence - Modernization						None		N/A		3

				e-QIP		N/A		OPM		Management Excellence - Modernization		PMA - Strategic Management of Human Capital				E-Clearance		Component Of		5

				Ethics Tracking System (Database)		N/A		USGS		Management Excellence - Accountability						None		N/A		3

				Exit Clearance Process (Outlook)				MMS		PMA - Strategic Management of Human Capital						None		N/A		3

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Management Excellence - Customer Value				Current workforce that has retired by job series … look at retires by job series and diversity reports,  These are used by managed in the WO and all the State Managers use the data as well to look at separated workforce.		Enhanced Human Resource Integration (EHRI)		Integrates With		4

				Exit Interview (Outlook)		N/A		MMS		PMA - Strategic Management of Human Capital						None		N/A		3

				Federal Personnel and Payroll System		FPPS		NBC		Management Excellence - Accountability		Management Excellence - Customer Value		The FPPS Exhibit 300B has numerous performance measures and metrics which fall under the 'Manage for Excellence and Accountability in providing personnel and payroll services'.  These are in Section I.D. Performance Information.		E-Payroll		Component Of		5

				FPPS Datamart		N/A		NBC		Management Excellence - Accountability		Management Excellence - Customer Value		FPPS Datamart falls under FPPS in terms of alignment to the PRM.  The FPPS Exhibit 300B has numerous performance measures and metrics which fall under the 'Manage for Excellence and Accountability in providing personnel and payroll services'.  These are in Section I.D. Performance Information.		E-Payroll		Component Of		5

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.		PMA - Strategic Management of Human Capital						None		N/A		3

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		PMA - Strategic Management of Human Capital						None		N/A		3

				Human Capital Management System (SAS database)		N/A		BLM WO-700		PMA - Strategic Management of Human Capital		Management Excellence - Accountability		There are a variety of metrics such as trends in retirement, number of current positions, number of hires, worker to worker cost statistics based on program elements codes (cost for unit work), looks at accountability from a cost perspective.		Enhanced Human Resource Integration (EHRI)		Redundant To		3

				IComplaints (EEO)		N/A		Micropact		Management Excellence - Accountability						None		N/A		3

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Management Excellence - Accountability		Management Excellence - Modernization		Identified leaders which were scheduled for target positions and measure their performance.  Tracked potential SES candidates.		E-Training initiative		Being Replaced By		4

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Management Excellence - Workforce Has Job-Related Knowledge and Skills				General employee skill development, skill gaps, career development metrics.  Organization could target training needed for certain job series targeted for those positions.		E-Training initiative		Being Replaced By		4

				Q12 Gallup Survey		N/A		Gallup Corporation		Management Excellence - Accountability						None		N/A		3

				QuickHire		N/A		Monster Government Solutions		PMA - Strategic Management of Human Capital				45 day hiring metric		Recruitment One-Stop (ROS)		Integrates With		5

				QuickTime (NBC-hosted)		N/A		NBC		Management Excellence - Accountability		Management Excellence - Customer Value		QuickTime falls under FPPS in terms of alignment to the PRM.  The FPPS Exhibit 300B has numerous performance measures and metrics which fall under the 'Manage for Excellence and Accountability in providing personnel and payroll services'.  These are in Section I.D. Performance Information.		E-Payroll		Component Of		5

				Recruitment One Stop		Recruitment One Stop		ROS		PMA - Strategic Management of Human Capital		Management Excellence - Workforce Has Job-Related Knowledge and Skills		45 day hiring metric		Recruitment One-Stop (ROS)		Component Of		5

				Safety Management Information System (SMIS)		SMIS		OS		Management Excellence - Accountability				Safety and Accident Metrics which are part of GPRA Strategic Plan reporting Metrics		None		N/A		4

				Student-Placement System		N/A		USGS		Management Excellence - Workforce Has Job-Related Knowledge and Skills						None		N/A		3

				The Work Number (TALX)		N/A		TALX Corporation		Management Excellence - Modernization						None		N/A		3

				Time and Attendance Automated System		TAAS		BOR		Management Excellence - Customer Value						E-Payroll		Redundant To		2

				Training Management System  (TMS)		TMS		USGS		Management Excellence - Workforce Has Job-Related Knowledge and Skills						E-Training initiative		Being Replaced By		3

				UC-eXpress (TALX)		UC-Express		TALX Corporation		Management Excellence - Modernization						None		N/A		3

				USA Staffing (OPM)		N/A		OPM		PMA - Strategic Management of Human Capital		Management Excellence - Workforce Has Job-Related Knowledge and Skills		45 day hiring metric, USAStaffing can create other metrics (from when manager requests for example).  All customers use different metrics, built-in reports, with data integration, send data to other systems and merge with data from other systems.  Many options available.  Ad hoc reporting tool (Oracle Discover) is included as part of licensing package.		Recruitment One-Stop (ROS)		Integrates With		5

				Visual Powerfiles for EEO		N/A		TechSolutions		Management Excellence - Accountability						None		N/A		3





BRM

				HR LOB IT System Survey - BRM

				System		Acronym		Managing Partner		Primary BRM Subfunction		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity

				Agency Query System		AQS		DOL		6. Benefits Management		6.2 Process Benefits Actions		5.3 Administer Pay or Leave

				Ask HRO		N/A		USGS		8. Employee Relations

				Automated Individual Development Plan		AIDP		BLM WO-700		7. Human Resources Development		7.4 Implement HR Development Program		7.5 Manage HR Development

				Automated Resources Training System (ARTS)		ARTS		NBC		7. Human Resources Development		7.5 Manage HR Development

				Automated Table of Organization		ATO		BLM WO-700		2. Organization and Position Management		2.1 Administer Organization and Position Management		1.7 Conduct Succession Planning		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		1.6 Conduct Workforce Planning

				cyberFEDS		N/A		LRP Publications		1. HR Strategy		1.9 Provide HR Consultative Support				9.1 Manage Labor Relations		9.2 Manage Negotiated Grievances

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		1. HR Strategy		1.9 Provide HR Consultative Support

				Distance Learning Tool		N/A		BLM WO-700		7. Human Resources Development		7.4 Implement HR Development Program

				DOI LEARN		N/A		OS and OPM		7. Human Resources Development		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		7.4 Implement HR Development Program		7.5 Manage HR Development

				e-QIP		N/A		OPM		3. Staff Acquisition		3.6 Hire Employee

				Employee Express		N/A		OPM		6. Benefits Management		6.1 Establish Benefits Programs		6.2 Process Benefits Actions		5.5 Manage Payroll

				Ethics Tracking System (Database)		N/A		USGS		1. HR Strategy		1.10 Measure and Improve HR Performance

				Exit Clearance Process (Outlook)				MMS		10. Separation Management		10.1 Manage Employee Separation

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		10. Separation Management		10.1 Manage Employee Separation

				Exit Interview (Outlook)		N/A		MMS		10. Separation Management		10.1 Manage Employee Separation

				Federal Personnel and Payroll System		FPPS		NBC		5. Compensation Management		5.1 Adopt Compensation Programs		5.2 Administer Bonus and Awards Programs		5.3 Administer Pay or Leave		5.4 Manage Time and Attendance		5.5 Manage Payroll

				FPPS Datamart		N/A		NBC		5. Compensation Management		5.4 Manage Time and Attendance

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		6. Benefits Management		6.1 Establish Benefits Programs

				Government Retirement and Benefits (GRB) Assist		GBS Assist		GRB Inc.		6. Benefits Management		6.2 Process Benefits Actions

				Human Capital Management System (SAS database)		N/A		BLM WO-700		1. HR Strategy		1.6 Conduct Workforce Planning		1.7 Conduct Succession Planning		2.1 Administer Organization and Position Management		10.1 Manage Employee Separation		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		1.9 Provide HR Consultative Support		7.2 Conduct HR Development Needs Assessment

				IComplaints (EEO)		N/A		Micropact		8. Employee Relations		8.3 Manage Administrative Grievances

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		7. Human Resources Development		7.4 Implement HR Development Program

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		7. Human Resources Development		7.2 Conduct HR Development Needs Assessment

				PayCheck (Lotus Notes)		N/A		BLM WO-700		5. Compensation Management		5.5 Manage Payroll

				Q12 Gallup Survey		N/A		Gallup Corporation		1. HR Strategy		1.10 Measure and Improve HR Performance

				QuickHire		N/A		Monster Government Solutions		3. Staff Acquisition		3.4 Source Candidate		3.5 Evaluate Candidate		3.6 Hire Employee

				QuickTime (NBC-hosted)		N/A		NBC		5. Compensation Management		5.4 Manage Time and Attendance

				Safety Management Information System (SMIS)		SMIS		OS		6. Benefits Management		6.2 Process Benefits Actions

				Student-Placement System		N/A		USGS		3. Staff Acquisition		3.4 Source Candidate

				The Work Number (TALX)		N/A		TALX Corporation		5. Compensation Management		5.5 Manage Payroll

				Time and Attendance Automated System		TAAS		BOR		5. Compensation Management		5.5 Manage Payroll		5.4 Manage Time and Attendance		5.3 Administer Pay or Leave

				Training Management System  (TMS)		TMS		USGS		7. Human Resources Development		7.4 Implement HR Development Program		7.5 Manage HR Development

				UC-eXpress (TALX)		UC-Express		TALX Corporation		5. Compensation Management		5.5 Manage Payroll

				USA Staffing (OPM)		N/A		OPM		3. Staff Acquisition		3.4 Source Candidate		3.5 Evaluate Candidate

				Recruitment One Stop		ROS		OPM		3. Staff Acquisition		3.4 Source Candidate

				Visual Powerfiles for EEO		N/A		TechSolutions		8. Employee Relations		8.3 Manage Administrative Grievances





BRM Analyses 2

		N		HR System		Acronym		Managing Partner		Unique		Partially Redundant		Mostly Redundant

		1		Automated Individual Development Plan		AIDP		BLM						X

		2		Automated Table of Organization		ATO		BLM				X

		3		Distance Learning Tool		N/A		BLM						X

		4		Exit Interview (Lotus Notes Database)		N/A		BLM						X

		5		Human Capital Management System (SAS database)		N/A		BLM		X

		6		Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM						X

		7		Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM						X

		8		PayCheck (Lotus Notes)		N/A		BLM						X

		9		Time and Attendance Automated System		TAAS		BOR						X

		10		Agency Query System		AQS		DOL				X

		11		Q12 Gallup Survey		N/A		Gallup Corporation				X

		12		Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.				X

		13		Government Retirement and Benefits (GRB) Assist		GBS Assist		GRB Inc.				X

		14		cyberFEDS		N/A		LRP Publications		X

		15		cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		X

		16		IComplaints (EEO)		N/A		Micropact				X

		17		Exit Clearance Process (Outlook)				MMS		X

		18		Exit Interview (Outlook)		N/A		MMS						X

		19		QuickHire		N/A		Monster Government Solutions						X

		20		Automated Resources Training System (ARTS)		ARTS		NBC						X

		21		Federal Personnel and Payroll System		FPPS		NBC		X

		22		FPPS Datamart		N/A		NBC		X

		23		QuickTime (NBC-hosted)		N/A		NBC						X

		24		e-QIP		N/A		OPM				X

		25		Employee Express		N/A		OPM				X

		26		USA Staffing (OPM)		N/A		OPM						X

		27		Recruitment One Stop		ROS		OPM		X

		28		Safety Management Information System (SMIS)		SMIS		OS		X

		29		DOI LEARN		N/A		OS and OPM						X

		30		The Work Number (TALX)		N/A		TALX Corporation				X

		31		UC-eXpress (TALX)		UC-Express		TALX Corporation				X

		32		Visual Powerfiles for EEO		N/A		TechSolutions						X

		33		Ask HRO		N/A		USGS				X

		34		Ethics Tracking System (Database)		N/A		USGS		X

		35		Student-Placement System		N/A		USGS						X

		36		Training Management System  (TMS)		TMS		USGS						X





BRM Analyses 3

		System		N		Acronym		Managing Partner		1.1 Conduct Internal Environment Analysis		1.2 Conduct External Environment Analysis		1.3 Develop HC and HR Strategies		1.4 Establish HR Policy and Practices		1.5 Manage Competency Model		1.6 Conduct Workforce Planning		1.7 Conduct Succession Planning		1.8 Manage HR Budget		1.9 Provide HR Consultative Support		1.10 Measure and Improve HR Performance		2.1 Administer Organization and Position Management		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		3.3 Establish Evaluation Approach		3.4 Source Candidate		3.5 Evaluate Candidate		3.6 Hire Employee		4.1 Establish Agency Performance Management Strategy		4.2 Establish and Implement Performance Management System and Programs		4.3 Manage Employee Performance		4.4 Evaluate Performance Management Effectiveness		5.1 Adopt Compensation Programs		5.2 Administer Bonus and Awards Programs		5.3 Administer Pay or Leave		5.4 Manage Time and Attendance		5.5 Manage Payroll		6.1 Establish Benefits Programs		6.2 Process Benefits Actions		7.1 Establish Agency Human Resources Development (HRD) Management Strategy		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		7.4 Implement HR Development Program		7.5 Manage HR Development		7.6 Evaluate HR Development Program Effectiveness		8.1 Address Employee Misconduct		8.2 Address Employee Performance Problems		8.3 Manage Administrative Grievances		8.4 Provide Reasonable Accommodation		8.5 Administer Employee Assistance Program		8.6 Participate in Administrative Third Party Proceedings		8.7 Determine Candidate / Employee Suitability		9.1 Manage Labor Relations		9.2 Manage Negotiated Grievances		9.3 Participate in Negotiated Third Party Proceedings		10.1 Manage Employee Separation

		Agency Query System		1		AQS		DOL																																																X								X

		Ask HRO		1		N/A		USGS																																																																										X				X

		Automated Individual Development Plan		1		AIDP		BLM WO-700																																																																X		X

		Automated Resources Training System (ARTS)		3		ARTS		NBC																																																																		X

		Automated Table of Organization		2		ATO		BLM WO-700												X		X								X		X		X

		cyberFEDS		3		N/A		LRP Publications																		X																																																																		X		X

		cyberFEDS - Worker's Compensation Module		2		N/A		LRP Publications																		X

		Distance Learning Tool		1		N/A		BLM WO-700																																																																X

		DOI LEARN		10		N/A		OS and OPM																																																												X		X		X		X

		e-QIP		8		N/A		OPM																																		X

		Employee Express		7		N/A		OPM																																																				X		X		X

		Ethics Tracking System (Database)		2		N/A		USGS																				X

		Exit Clearance Process (Outlook)		1				MMS																																																																																										X

		Exit Interview (Lotus Notes)		3		N/A		BLM WO-700																																																																																										X

		Exit Interview (Outlook)		1		N/A		MMS																																																																																										X

		Federal Personnel and Payroll System		10		FPPS		NBC																																												X		X		X		X		X

		FPPS Datamart		6		N/A		NBC																																																		X

		Government Retirement and Benefits (GRB) EBIS		1		EBIS		GRB Inc.																																																						X

		Government Retirement and Benefits (GRB) Assist		3		GBS Assist		GRB Inc.																																																								X

		Human Capital Management System (SAS database)		1		N/A		BLM WO-700												X		X				X				X		X		X																																		X		X																												X

		IComplaints (EEO)		3		N/A		Micropact																																																																										X

		Leadership Needs Assessment Tools (Lotus Notes)		1		N/A		BLM WO-700																																																																X

		Needs Assessment Training and Validation (Lotus Notes)		1		N/A		BLM WO-700																																																												X

		PayCheck (Lotus Notes)		0		N/A		BLM WO-700																																																				X

		Q12 Gallup Survey		2		N/A		Gallup Corporation																				X

		QuickHire		7		N/A		Monster Government Solutions																														X		X		X

		QuickTime (NBC-hosted)		7		N/A		NBC																																																		X

		Safety Management Information System (SMIS)		10		SMIS		OS																																																								X

		Student-Placement System		9		N/A		USGS																														X

		The Work Number (TALX)		1		N/A		TALX Corporation																																																				X

		Time and Attendance Automated System		2		TAAS		BOR																																																X		X		X

		Training Management System  (TMS)		1		TMS		USGS																																																																X		X

		UC-eXpress (TALX)		1		UC-Express		TALX Corporation																																																				X

		USA Staffing (OPM)		10		N/A		OPM																														X		X		X

		Recruitment One Stop		4		ROS		OPM																														X

		Visual Powerfiles for EEO		4		N/A		TechSolutions																																																																										X





BRM Analyses

		Unique		Partially Redundant		100% Redundant		B1 Score (1 to 5)		B1 Justification		B2 Score (1 to 5)		B2 Justification		System		Acronym		Managing Partner		1.1 Conduct Internal Environment Analysis		1.2 Conduct External Environment Analysis		1.3 Develop HC and HR Strategies		1.4 Establish HR Policy and Practices		1.5 Manage Competency Model		1.6 Conduct Workforce Planning		1.7 Conduct Succession Planning		1.8 Manage HR Budget		1.9 Provide HR Consultative Support		1.10 Measure and Improve HR Performance		2.1 Administer Organization and Position Management		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		3.3 Establish Evaluation Approach		3.4 Source Candidate		3.5 Evaluate Candidate		3.6 Hire Employee		4.1 Establish Agency Performance Management Strategy		4.2 Establish and Implement Performance Management System and Programs		4.3 Manage Employee Performance		4.4 Evaluate Performance Management Effectiveness		5.1 Adopt Compensation Programs		5.2 Administer Bonus and Awards Programs		5.3 Administer Pay or Leave		5.4 Manage Time and Attendance		5.5 Manage Payroll		6.1 Establish Benefits Programs		6.2 Process Benefits Actions		7.1 Establish Agency Human Resources Development (HRD) Management Strategy		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		7.4 Implement HR Development Program		7.5 Manage HR Development		7.6 Evaluate HR Development Program Effectiveness		8.1 Address Employee Misconduct		8.2 Address Employee Performance Problems		8.3 Manage Administrative Grievances		8.4 Provide Reasonable Accommodation		8.5 Administer Employee Assistance Program		8.6 Participate in Administrative Third Party Proceedings		8.7 Determine Candidate / Employee Suitability		9.1 Manage Labor Relations		9.2 Manage Negotiated Grievances		9.3 Participate in Negotiated Third Party Proceedings		10.1 Manage Employee Separation

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Agency Query System		AQS		DOL																																																X								X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		Ask HRO		N/A		USGS																																																																										X				X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		Automated Individual Development Plan		AIDP		BLM WO-700																																																																X		X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		Automated Resources Training System (ARTS)		ARTS		NBC																																																																		X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Automated Table of Organization		ATO		BLM WO-700												X		X								X		X		X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		cyberFEDS		N/A		LRP Publications																		X																																																																		X		X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		cyberFEDS - Worker's Compensation Module		N/A		LRP Publications																		X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Distance Learning Tool		N/A		BLM WO-700																																																																X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		DOI LEARN		N/A		OS and OPM																																																												X		X		X		X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		e-QIP		N/A		OPM																																		X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Employee Express		N/A		OPM																																																				X		X		X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Ethics Tracking System (Database)		N/A		USGS																				X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Exit Clearance Process (Outlook)				MMS																																																																																										X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Exit Interview (Lotus Notes Database)		N/A		BLM WO-700																																																																																										X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Exit Interview (Outlook)		N/A		MMS																																																																																										X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		5		There was a business process re-engineering exercise to find the best business processes for our organization.  This system supports those processes.		Federal Personnel and Payroll System		FPPS		NBC																																												X		X		X		X		X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		5		There was a business process re-engineering exercise to find the best business processes for our organization.  This system supports those processes.		FPPS Datamart		N/A		NBC																																																		X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.																																																						X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Government Retirement and Benefits (GRB) Assist		GBS Assist		GRB Inc.																																																								X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Human Capital Management System (SAS database)		N/A		BLM WO-700												X		X				X				X		X		X																																		X		X																												X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		IComplaints (EEO)		N/A		Micropact																																																																										X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700																																																																X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700																																																												X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		PayCheck (Lotus Notes)		N/A		BLM WO-700																																																				X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Q12 Gallup Survey		N/A		Gallup Corporation																				X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		QuickHire		N/A		Monster Government Solutions																														X		X		X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		QuickTime (NBC-hosted)		N/A		NBC																																																		X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Safety Management Information System (SMIS)		SMIS		OS																																																								X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Student-Placement System		N/A		USGS																														X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		The Work Number (TALX)		N/A		TALX Corporation																																																				X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		Time and Attendance Automated System		TAAS		BOR																																																X		X		X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		Training Management System  (TMS)		TMS		USGS																																																																X		X

				X				3		Some overlap between system functionality and COTS, GOTS products, and other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		UC-eXpress (TALX)		UC-Express		TALX Corporation																																																				X

						X		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		3		There are some redeigned processes that are supported by this system, but those processes might be out of date and there are still some old processes that linger around.		USA Staffing (OPM)		N/A		OPM																														X		X

		X						5		The functionality provided by the system does not significantly overlap with other deployed DOI HR systems		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Recruitment One Stop		ROS		OPM																														X

						x		1		Significant overlap between system functionality and available COTS, GOTS products, and other deployed DOI HR systems.		1		The system was designed to match our manual processes, or we just took the systems as it was out of the box.  This value also applies to external systems which were leased / purchased without any business process improvement.		Visual Powerfiles for EEO		N/A		TechSolutions																																																																										X





SRM

				HR LOB IT System Survey - SRM

				System		Acronym		Managing Partner		SRM (1)		(1) Use?		SRM (2)		(2) Use?		SRM (3)		(3) Use?		SRM (4)		(4) Use?		SRM (5)		(5) Use?		SRM (6)		(6) Use?		SRM (7)		(7) Use?

				Agency Query System		AQS		DOL		Self-Service		U		Information Retrieval		U		Benefit Management		P		Access Control		U		Payment / Settlement		P		Case Management		U				U

				Ask HRO		N/A		USGS		Self-Service		U		Email		U

				Automated Individual Development Plan		AIDP		BLM WO-700		Career Development and Retention

				Automated Resources Training System (ARTS)		ARTS		NBC		Ordering / Purchasing		P		Access Control		U		Career Development and Retention		P

				Automated Table of Organization		ATO		BLM WO-700		Personnel Administration		P

				cyberFEDS		N/A		LRP Publications		Information Retrieval		U		Access Control		U

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		Information Retrieval		U		Access Control		U

				Distance Learning Tool		N/A		BLM WO-700		Education / Training		P		Career Development and Retention		P

				DOI LEARN		N/A		OS and OPM		Reservations / Registration		P		Education / Training		P		Skills Management		P		Access Control		U		Catalog Management		U

				e-QIP		N/A		OPM

				Employee Express		N/A		OPM		Benefit Management		P

				Ethics Tracking System (Database)		N/A		USGS		Governance / Policy Management		P		Personnel Administration		P

				Exit Clearance Process (Outlook)		N/A		MMS		Email		U

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Customer Analytics		P

				Exit Interview (Outlook)		N/A		MMS		Email		U

				Federal Personnel and Payroll System		FPPS		NBC		Data Warehouse		P		Payroll		P		Auditing		P		Access Control		U		Query		U		Time Reporting		P

				FPPS Datamart		N/A		NBC		Data Mart		P		Ad Hoc		P		Standardized / Canned		P		Access Control		U		Query		U		Time Reporting		P

				Government Retirement and Benefits (GRB) Assist		GBIS Assist		GRB Inc.		Benefit Management		P

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		Self-Service		U		Retirement Management		P

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Contact and Profile Management		P

				IComplaints (EEO)		N/A		Micropact		Access Control		U		Case Management		P		Personnel Administration		P

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Career Development and Retention		P

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Customer / Account Management		U

				PayCheck (Lotus Notes)		N/A		BLM WO-700

				Q12 Gallup Survey		N/A		Gallup Corporation		Customer Analytics		P

				QuickHire		N/A		Monster Government Solutions		Workforce Acquisition / Optimization		P		Ad Hoc		U		Standardized / Canned		U		Skills Management		P		Access Control		U

				QuickTime (NBC-hosted)		N/A		NBC		Payroll		P		Access Control		U		Time Reporting		P

				Safety Management Information System (SMIS)		SMIS		OS		Self-Service		U		Health and Safety		P		Access Control		U		Forms Creation		U

				Student-Placement System		N/A		USGS		Workforce Acquisition / Optimization		P		Recruiting		P

				The Work Number (TALX)		N/A		TALX Corporation		Self-Service		U		Personnel Administration		P		Payroll		U

				Time and Attendance Automated System		TAAS		BOR		Online Help		P		Process Tracking		P		Information Retrieval		P		Payroll		P		Time Reporting		P

				Training Management System  (TMS)		TMS		USGS		Skills Management		P		Career Development and Retention		P

				UC-eXpress (TALX)		UC-Express		TALX Corporation		Self-Service		U		Personnel Administration		P		Benefit Management		U

				USA Staffing (OPM)		N/A		OPM		Workforce Acquisition / Optimization		P		Ad Hoc		U		Standardized / Canned		U		Skills Management		P		Access Control		U

				Recruitment One Stop		ROS		OPM		Workforce Acquisition / Optimization		P		Self-Service		U		Recruiting		P		Resume Management		P		Workforce Acquisition / Optimization		P		Query		P		Access Control		U

				Visual Powerfiles for EEO		N/A		TechSolutions		Access Control		U		Case Management		P		Personnel Administration		P





DRM

				HR LOB IT System Survey - DRM

				System		Acronym		Managing Partner		Sensitive Data?		DRM (1)		DRM (2)		DRM (3)		DRM (4)		DRM (5)		DRM (6)		DRM (7)		DRM (8)

				Agency Query System		AQS		DOL		Yes		BENEFICIARY		CLAIM		BENEFIT

				Ask HRO		N/A		USGS		No		EMPLOYEE

				Automated Individual Development Plan		AIDP		BLM WO-700		No		TRAINING

				Automated Resources Training System (ARTS)		ARTS		NBC		Yes		EMPLOYEE		TRAINING

				Automated Table of Organization		ATO		BLM WO-700		No		POSITION

				cyberFEDS		N/A		LRP Publications		No

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		No

				Distance Learning Tool		N/A		BLM WO-700		No		TRAINING

				DOI LEARN		N/A		OS		Yes		EMPLOYEE		OCCUPATION		TRAINING		PROGRAM		POSITION		COMPETENCY		ORGANIZATION		POLICY

				e-QIP		N/A		OPM

				Employee Express		N/A		OPM		Yes		EMPLOYEE		BENEFIT		LEAVE		PAY

				Ethics Tracking System (Database)		N/A		USGS		Yes		EMPLOYEE		ORGANIZATION

				Exit Clearance Process (Outlook)				MMS		No		EMPLOYEE

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		No		PLAN

				Exit Interview (Outlook)		N/A		MMS		No		EMPLOYEE

				Federal Personnel and Payroll System		FPPS		NBC		Yes		EMPLOYEE		ORGANIZATION		OCCUPATION		PAY		POSITION

				FPPS Datamart		N/A		NBC		Yes		EMPLOYEE		ORGANIZATION		OCCUPATION		PAY		POSITION

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.		Yes		EMPLOYEE		BENEFIT

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		Yes		EMPLOYEE		BENEFIT		LEAVE		PAY

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Yes		EMPLOYEE		ORGANIZATION		PERSONNEL ACTION		OCCUPATION		BUDGET		POSITION		PROGRAM		PAY

				IComplaints (EEO)		N/A		Micropact		Yes		EMPLOYEE		DISPUTE

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		No		PERFORMANCE RESULT		PERFORMANCE MEASURE

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		No		PERFORMANCE RESULT

				PayCheck (Lotus Notes)		N/A		BLM WO-700		Yes		PAY

				Q12 Gallup Survey		N/A		Gallup Corporation		No		EMPLOYEE

				QuickHire		N/A		Monster Government Solutions		Yes		APPLICANT		COMPETENCY		OCCUPATION		POSITION

				QuickTime (NBC-hosted)		N/A		NBC		Yes		EMPLOYEE		ORGANIZATION

				Safety Management Information System (SMIS)		SMIS		OS		Yes		EMPLOYEE		CLAIM		PAY		DETERMINATION		LEAVE		ORGANIZATION

				Student-Placement System		N/A		USGS		No		EMPLOYEE		OCCUPATION		ORGANIZATION

				The Work Number (TALX)		N/A		TALX Corporation		Yes		EMPLOYEE		ORGANIZATION		PAY		POSITION

				Time and Attendance Automated System		TAAS		BOR		Yes		EMPLOYEE		LEAVE		PAY

				Training Management System  (TMS)		TMS		USGS		No		EMPLOYEE		OCCUPATION		POSITION		ORGANIZATION		COMPETENCY		TRAINING

				UC-eXpress (TALX)		UC-Express		TALX Corporation		Yes		EMPLOYEE		ORGANIZATION		PAY		POSITION

				USA Staffing (OPM)		N/A		OPM		Yes		APPLICANT		COMPETENCY		OCCUPATION		POSITION

				Recruitment One Stop		ROS		OPM		Yes		APPLICANT		COMPETENCY		OCCUPATION		POSITION

				Visual Powerfiles for EEO		N/A		TechSolutions		Yes		EMPLOYEE		DISPUTE





DRM Analyses

				Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		e-QIP		Employee Express		Ethics Tracking System (Database)		Exit Clearance Process (Outlook)		Exit Interview (Lotus Notes Database)		Exit Interview (Outlook)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		Q12 Gallup Survey		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		UC-eXpress (TALX)		USA Staffing (OPM)		Recruitment One Stop		Visual Powerfiles for EEO

				Yes		No		No		Yes		No		No		No		No		Yes		Yes		Yes		Yes		No		No		No		Yes		Yes		Yes		Yes		Yes		Yes		No		No		Yes		No		Yes		Yes		Yes		No		Yes		Yes		No		Yes		Yes		Yes		Yes

		APPLICANT																																																				APPLICANT																APPLICANT		APPLICANT

		BENEFICIARY		BENEFICIARY																																		BENEFICIARY

		BENEFIT		BENEFIT																				BENEFIT														BENEFIT		BENEFIT

		BUDGET																																								BUDGET

		CLAIM		CLAIM																																																						CLAIM

		COMPETENCY																		COMPETENCY																																		COMPETENCY												COMPETENCY				COMPETENCY		COMPETENCY

		CONTRACT

		CONTRACTOR

		DETERMINATION																																																								DETERMINATION

		DISPUTE																																										DISPUTE																														DISPUTE

		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE				EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE		EMPLOYEE						EMPLOYEE

		LEAVE																						LEAVE																LEAVE																		LEAVE						LEAVE

		LAW

		MISSION

		OCCUPATION																		OCCUPATION														OCCUPATION		OCCUPATION						OCCUPATION												OCCUPATION						OCCUPATION						OCCUPATION				OCCUPATION		OCCUPATION

		ORGANIZATION																		ORGANIZATION		ORGANIZATION				ORGANIZATION								ORGANIZATION		ORGANIZATION						ORGANIZATION												ORGANIZATION		ORGANIZATION		ORGANIZATION		ORGANIZATION		ORGANIZATION				ORGANIZATION		ORGANIZATION		ORGANIZATION		ORGANIZATION

		PAY																						PAY										PAY		PAY				PAY		PAY								PAY								PAY				PAY		PAY				PAY

		PERFORMANCE MEASURE																																												PERFORMANCE MEASURE

		PERFORMANCE RESULT																																												PERFORMANCE RESULT		PERFORMANCE RESULT

		PERSONNEL ACTION																																								PERSONNEL ACTION

		PLAN																												PLAN

		POLICY																		POLICY

		POSITION										POSITION								POSITION														POSITION		POSITION						POSITION												POSITION								POSITION				POSITION		POSITION		POSITION		POSITION

		PROGRAM																		PROGRAM																						PROGRAM

		REGULATION

		SECURITY CLEARANCE

		SERVICE PROVIDER

		STANDARD

		TRAINING						TRAINING		TRAINING								TRAINING		TRAINING																																														TRAINING





DRM Analyses Summary

		DRM Data Element		Systems Usings

		EMPLOYEE		34

		ORGANIZATION		15

		POSITION		11

		PAY		10

		OCCUPATION		9

		COMPETENCY		5

		TRAINING		5

		BENEFIT		4

		LEAVE		4

		APPLICANT		3

		BENEFICIARY		2

		CLAIM		2

		DISPUTE		2

		PERFORMANCE RESULT		2

		PROGRAM		2





DRM Analyses 3

				Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		e-QIP		Employee Express		Ethics Tracking System (Database)		Exit Clearance Process (Outlook)		Exit Interview (Lotus Notes Database)		Exit Interview (Outlook)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		Q12 Gallup Survey		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		UC-eXpress (TALX)		USA Staffing (OPM)		Recruitment One Stop		Visual Powerfiles for EEO

				Yes		No		No		Yes		No		No		No		No		Yes		Yes		Yes		Yes		No		No		No		Yes		Yes		Yes		Yes		Yes		Yes		No		No		Yes		No		Yes		Yes		Yes		No		Yes		Yes		No		Yes		Yes		Yes		Yes

		EMPLOYEE		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1		1						1		34

		ORGANIZATION																		1		1				1								1		1						1												1		1		1		1		1				1		1		1		1				15

		POSITION										1								1														1		1						1												1								1				1		1		1		1				11

		PAY																						1										1		1				1		1								1								1				1		1				1								10

		OCCUPATION																		1														1		1						1												1						1						1				1		1				9

		COMPETENCY																		1																																		1												1				1		1				5

		TRAINING						1		1								1		1																																														1										5

		BENEFIT		1																				1														1		1																																				4

		LEAVE																						1																1																		1						1												4

		APPLICANT																																																				1																1		1				3

		BENEFICIARY		1																																		1																																						2

		CLAIM		1																																																						1																		2

		DISPUTE																																										1																														1		2

		PERFORMANCE RESULT																																												1		1																												2

		PROGRAM																		1																						1																																		2

		BUDGET																																								1																																		1

		DETERMINATION																																																								1																		1

		PERFORMANCE MEASURE																																												1																														1

		PERSONNEL ACTION																																								1																																		1

		PLAN																												1																																														1

		POLICY																		1																																																								1

		CONTRACT																																																																										0

		CONTRACTOR																																																																										0

		LAW																																																																										0

		MISSION																																																																										0

		REGULATION																																																																										0

		SECURITY CLEARANCE																																																																										0

		SERVICE PROVIDER																																																																										0

		STANDARD																																																																										0





DRM Analyses 4

						Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		e-QIP		Employee Express		Ethics Tracking System (Database)		Exit Clearance Process (Outlook)		Exit Interview (Lotus Notes Database)		Exit Interview (Outlook)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		Q12 Gallup Survey		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		UC-eXpress (TALX)		USA Staffing (OPM)		Recruitment One Stop		Visual Powerfiles for EEO

		1		APPLICANT																																																				X																X		X

		1		BENEFICIARY		X																																		X

		1		BENEFIT		X																				X														X		X

		1		CLAIM		X																																																						X

		1		COMPETENCY																		X																																		X												X				X		X

		1		CONTRACTOR

		1		DETERMINATION																																																								X

		1		DISPUTE																																										X																														X

		1		EMPLOYEE		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X				X		X		X		X		X		X		X						X

		1		LEAVE																						X																X																		X						X

		1		OCCUPATION																		X														X		X						X												X						X						X				X		X

		1		ORGANIZATION																		X		X				X								X		X						X												X		X		X		X		X				X		X		X		X

		1		PAY																						X										X		X				X		X								X								X				X		X				X

		1		PERFORMANCE MEASURE																																												X

		1		PERFORMANCE RESULT																																												X		X

		1		PERSONNEL ACTION																																								X

		1		POSITION										X								X														X		X						X												X								X				X		X		X		X

		1		TRAINING						X		X								X		X																																														X

		1		PLAN																												X

		1		POLICY																		X

		1		PROGRAM																		X																						X

				LAW

				BUDGET																																								X

				CONTRACT

				MISSION

				REGULATION

				SECURITY CLEARANCE

				SERVICE PROVIDER

				STANDARD





DRM Analyses 2

				Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		e-QIP		Employee Express		Ethics Tracking System (Database)		Exit Clearance Process (Outlook)		Exit Interview (Lotus Notes Database)		Exit Interview (Outlook)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		Q12 Gallup Survey		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		UC-eXpress (TALX)		USA Staffing (OPM)		Recruitment One Stop		Visual Powerfiles for EEO

		APPLICANT																																																				X																X		X

		BENEFICIARY		X																																		X

		BENEFIT		X																				X														X		X

		BUDGET																																								X

		CLAIM		X																																																						X

		COMPETENCY																		X																																		X												X				X		X

		CONTRACT

		CONTRACTOR

		DETERMINATION																																																								X

		DISPUTE																																										X																														X

		EMPLOYEE		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X				X		X		X		X		X		X		X						X

		LEAVE																						X																X																		X						X

		LAW

		MISSION

		OCCUPATION																		X														X		X						X												X						X						X				X		X

		ORGANIZATION																		X		X				X								X		X						X												X		X		X		X		X				X		X		X		X

		PAY																						X										X		X				X		X								X								X				X		X				X

		PERFORMANCE MEASURE																																												X

		PERFORMANCE RESULT																																												X		X

		PERSONNEL ACTION																																								X

		PLAN																												X

		POLICY																		X

		POSITION										X								X														X		X						X												X								X				X		X		X		X

		PROGRAM																		X																						X

		REGULATION

		SECURITY CLEARANCE

		SERVICE PROVIDER

		STANDARD

		TRAINING						X		X								X		X																																														X





Info_Exchange

				Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		Employee Express		Electronic Questionnaires for Investigations Processing		Exit Clearance Process (Outlook)		Exit Interview (Outlook)		Exit Interview (Lotus Notes Database)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		Q12 Gallup Survey		UC-eXpress (TALX)		USA Staffing (OPM)		Recuritment One Stop (ROS)		Ethics Tracking System (Database)		Visual Powerfiles for EEO

		Agency Query System

		Ask HRO

		Automated Individual Development Plan																		P

		Automated Resources Training System (ARTS)																														U

		Automated Table of Organization

		cyberFEDS

		cyberFEDS - Worker's Compensation Module

		Distance Learning Tool						P												P

		DOI LEARN						U		U								U		P														U								U		U																U		U				U				U

		Employee Express																														B

		e-QIP

		Exit Clearance Process (Outlook)

		Exit Interview (Outlook)

		Exit Interview (Lotus Notes Database)

		Federal Personnel and Payroll System

		FPPS Datamart

		Government Retirement and Benefits (GRB) Assist

		Government Retirement and Benefits (GRB) EBIS

		Human Capital Management System (SAS database)										U																		P		U		B		U

		IComplaints (EEO)

		Leadership Needs Assessment Tools (Lotus Notes Database)																		P

		Needs Assessment Training and Validation (Lotus Notes Database)																		P

		PayCheck (Lotus Notes)																														P

		QuickHire

		QuickTime (NBC-hosted)

		Safety Management Information System (SMIS)																														U

		Student-Placement System																														U

		The Work Number (TALX)																														U

		Time and Attendance Automated System																														B

		Training Management System  (TMS)																														U

		Q12 Gallup Survey

		UC-eXpress (TALX)																														U

		USA Staffing (OPM)																																																																				B

		Recuritment One Stop (ROS)

		Ethics Tracking System (Database)																														U

		Visual Powerfiles for EEO																														U





Validation Lists

		System		PRM		BRM		BRM Definitions		SRM Service Type		SRM Component		SRM Definition		Yes_No		System_Type		E-Gov		E-Gov-Statis		CRUD		Useage		Data Object		Definition		FreqList		SysTrainList		Invest		OpStatusList		DevCycleList		SysUseList		CRUD		ArchList				BRM SubFunction

				None		1.1 Conduct Internal Environment Analysis		Collect, analyze, and disseminate internal environment analysis data for set scope and objectives.		Customer Relationship Management		Call Center Management		Handle telephone sales and/or service to the end customer		Yes		Custom		Recruitment One-Stop (ROS)		Component Of		P		P		APPLICANT		A person who has formally submitted an application for employment for a job with the US Federal government.		Never		None		300B		Operational		Project Definition		(P) Planned / Future Use		C		Client-Server		Client-server is network architecture which separates the client (often an application that uses a graphical user interface) from the server. Each instance of the client software can send requests to a server or application server. A client-server architecture is intended to provide a scalable architecture, whereby each computer or process on the network is either a client or a server.		1. HR Strategy		1. HR Strategy develops effective human capital management strategies to ensure federal organizations are able to recruit, select, develop, train, and manage a high-quality, productive workforce in accordance with merit system principles. This sub-function includes: conducting both internal and external environmental scans; developing human resources and human capital strategies and plans; establishing human resources policy and practices; managing current and future workforce competencies; developing workforce plans; developing succession plans; managing the human resources budget; providing human resources and human capital consultative support; and measuring and improving human resources performance.

				Management Excellence - Workforce Has Job-Related Knowledge and Skills		1.2 Conduct External Environment Analysis		Collect, analyze, and disseminate external environment analysis data for set scope and objectives.		Customer Relationship Management		Customer Analytics		Allow for the analysis of an organization's customers, as well as the scoring of third-party information as it relates to an organization’s customers		No		GOTS		Enhanced Human Resource Integration (EHRI)		Being Replaced By		U		U		BENEFICIARY		A person or entity who, because of a relationship with an EMPLOYEE, receives a BENEFIT or other service. Includes, but is not limited to, EMPLOYEE’s spouse, dependents and ex-spouse and a deceased EMPLOYEE’s survivors.		Once		Formal Classroom		300-1		Under Development		System Services Acquisition		(I) Initial Stages of Adoption		U		Web-Browser		An application that uses a Web Browser as its client interface to a server-based software solution.  The server based solution may be 3-tiered (web client, application server, database server).		2. Organization and Position Management		2. Organization and Position Management designs, develops, and implements organizational and position structures that create a high-performance, competency-driven framework that both advances the agency mission and serves agency human capital needs.

				Management Excellence - Accountability		1.3 Develop HC and HR Strategies		Formulate / Update HC Mission and Vision; Develop Multi-year HC Objectives and Strategies; Establish HC Goals, Milestones and Evaluation Criteria; and ; and Report on Progress Against HC and HR Objectives and Strategies		Customer Relationship Management		Sales and Marketing		Facilitate the promotion of a product or service and capture of new business				COTS		E-Clearance		Redundant To		B				BENEFIT		Entitlements that provide a cash value, immediate or deferred to an EMPLOYEE or BENEFICIARY. Examples include group life insurance, health insurance, disability insurance, educational benefits, pensions and other fringe benefits such as parking and transit subsidies.		Anually		Computer Based		No Business Case		Under Procurement		System Design		(C) Currently in Use		R		Plug-In		A variation of the Web-Browser architecture that requires a plug-in.  A plugin (or plug-in) is a computer program that interacts with a main application (a web browser or an email program, for example) to provide a certain, usually very specific, function.		3. Staff Acquisition		3. Staff Acquisition establishes procedures for recruiting and selecting high-quality, productive employees with the right skills and competencies, in accordance with merit system principles. This sub-function includes: developing a staffing strategy and plan; establishing an applicant evaluation approach; announcing the vacancy, sourcing and evaluating candidates against the competency requirements for the position; initiating pre-employment activities; and hiring employees.

				Management Excellence - Modernization		1.4 Establish HR Policy and Practices		Review Legislation, Regulations, Trends and Initiatives. Formulate, Review, Plan, and Implement HR Guidelines or Procedures		Customer Relationship Management		Product Management		Facilitate the creation and maintenance of products and services				ASP		E-Payroll		Integrates With						BUDGET		An itemization of an ORGANIZATION’s estimated or intended expenditures for a given period, along with proposals for financing them.  The BUDGET reflects the FTE allocation given to the ORGANIZATION, monies allocated for training and other line items for the planning period.		Continuously		Books or Manuals		External - N/A		Under Modification		System Development Construction		(R) Being Retired		D		Monolithic		A monolithic architecture is where processing, data and the user interface all reside on the same system.  This is sometimes termed a "Fat Client" architecture.		4. Performance Management		4. Performance Management designs, develops, and implements a comprehensive performance management approach to ensure agency employees are demonstrating competencies required of their work assignments. Design, develop and implement a comprehensive performance management strategy that enables managers to make distinctions in performance and links individual performance to agency goal and mission accomplishment. This sub-function also includes managing employee performance at the individual level and evaluating the overall effectiveness of the agency’s employee development approach.

				Management Excellence - Integration		1.5 Manage Competency Model		Establish, Validate, Execute Competency Model		Customer Relationship Management		Brand Management		Support the application of a trade name to a product or service as well as developing an awareness for the name				Tailored COTS		E-Training initiative		N/A						CLAIM		An official, written assertion by an EMPLOYEE to receive a BENEFIT or entitlement from his or her employer.  A DETERMINATION must occur in favor of the EMPLOYEE before an EMPLOYEE can receive the BENEFIT.				On-Line Course				Retired		Acceptance Testing		(N) Not in Use / Retired				SOA		A Service Oriented Architecture is an application that is a collection of loosely coupled software services.  A Service Oriented Architecture is not tied to a specific technology and may be implemented using a wide range of interoperability standards including RPC, DCOM, ORB or WSDL		5. Compensation Management		5. Compensation Management designs, develops, and implements compensation programs that attract, retain and fairly compensate agency employees. In addition, designs, develops, and implements pay for performance compensation programs to recognize and reward high performance, with both base pay increases and performance bonus payments. This sub-function includes: developing and implementing compensation programs; administering bonus and monetary awards programs; administering pay changes; managing time, attendance, leave and pay; and managing payroll.

				Management Excellence - Customer Value		1.6 Conduct Workforce Planning		Review Agency Products, Services, Functions and Organizations; Determine HC Demand and Supply; Document HC Gap; and Develop Workforce Plan		Customer Relationship Management		Customer / Account Management		Support the retention and delivery of a service or product to an organization's clients						E-Travel								COMPETENCY		A kernel of knowledge, skills, abilities and / or personal characteristics required by a position and held by an employee				Combination of Above				Unknown		Transition / Deployment						Terminal (3270) Client		Mainframe (Green Screen) terminal client / server application.  Examples include 3270 terminal clients.		6. Benefits Management		6. Benefits Management designs, develops, and implements benefit programs that attract, retain and support current and former agency employees. This sub-function includes: establishing and communicating benefits programs; processing benefits actions; and interacting as necessary with third party benefits providers.

				PMA - Strategic Management of Human Capital		1.7 Conduct Succession Planning		Identify Key Positions and Occupations; Determine Future Competency Requirements; Build Target Competency Profiles; Match Employees to Target Competency Profiles; and Create Agency Succession Development Strategy		Customer Relationship Management		Contact and Profile Management		Provide a comprehensive view of all customer interactions, including calls, email, correspondence and meetings; also provides for the maintenance of a customer’s account, business and personal information						None								CONTRACT		A legally binding agreement between two or more parties for performing, or refraining from performing, some specified act in exchange for lawful consideration.  CONTRACT examples include, but are not limited to, memoranda of understanding (MOUs), inter-agency agreements and procurement contracts.								N/A		Unknown										7. Human Resources Development		7. Human Resources Development designs, develops, and implements a comprehensive employee development approach to ensure that agency employees have the right competencies and skills for current and future work assignments. This sub-function includes conducting employee development needs assessments; designing employee development programs; administering and delivering employee development programs; and evaluating the overall effectiveness of the agency’s employee development approach.

				PMA - Competitive Sourcing		1.8 Manage HR Budget		Formulate and Submit HR Budget; Execute Against Approved HR Budget; and Report on HR Budget		Customer Relationship Management		Partner Relationship Management		Provide a framework to promote the effective collaboration between an organization and its business partners, particularly members of the distribution chain (e.g., channel and alliance partners, resellers, agents, brokers, and dealers) and other third parties that support operations and service delivery to an organization’s customers; includes performance evaluation of partners, if necessary														CONTRACTOR		A person/company who has been formally engaged to perform work for the US government, but is not an EMPLOYEE of the US government.										N/A										8. Employee Relations		8. Employee Relations designs, develops, and implements programs that strive to maintain an effective employer-employee relationship that balance the agency’s needs against its employees’ rights. This sub-function includes: addressing employee misconduct; addressing employee performance problems; managing administrative grievances; providing employee accommodation; administering employees assistance programs; participating in administrative third party proceedings; and determining candidate and applicant suitability.

				PMA - Improving Financial Performance		1.9 Provide HR Consultative Support		Identify Consultative Needs; Develop Consultative Strategy and Plan; Develop Content & Tools; and Provide Counsel		Customer Relationship Management		Customer Feedback		Is used to collect, analyze and handle comments and feedback from an organization's customers														DETERMINATION		A formal finding derived from disciplined research and analysis.  Examples include, but not limited to, DETERMINATION that results from the grievance process, DETERMINATION stemming from a workers compensation CLAIM, DETERMINATION resulting from the adjudication of a security clearance and DETERMINATION resulting from a retirement CLAIM.																				9. Labor Relations		9. Labor Relations manages the relationship between the agency and its unions and bargaining units. This includes negotiating and administering labor contracts and collective bargaining agreements; managing negotiated grievances; and participating in negotiated third party proceedings.

				PMA - E-Government		1.10 Measure and Improve HR Performance		Validate HR Performance Measures and Metrics; Track and Analyze HR Performance Results		Customer Relationship Management		Surveys		Are used to collect useful information from an organization's customers														DISPUTE		A complaint made by an EMPLOYEE or BENEFICIARY that may be formally or informally adjudicated.																				10. Separation Management		10. Separation Management conducts efficient and effective employee separation programs that assist employees in transitioning to non-Federal employment; facilitates the removal of unproductive, non-performing employees; and assists employees in transitioning to retirement.

				PMA - Budget & Perfermance Integration		2.1 Administer Organization and Position Management		Determine Organization Structure; Administer Position Management Program ; Establish Job Requirements; Analyze Job Requirements; and Evaluate Job Requirements Against Standards / Criteria; Maintain Positions; Request Reevaluation; Evaluate Job; Initiate Classification Appeal; Review Classification Appeal Request; Adjudicate Appeal; and Implement Appeal Decision		Customer Preferences		Personalization		Change a user interface and how data is displayed														EMPLOYEE		An individual appointed or elected to a POSITION in or under the executive branch of the US government and who occupies a position in an ORGANIZATION of the US government.  Includes attributes such as name, address, social security number and date of birth.																				Worker Safety

						3.1 Develop Staff Acquisition Strategy		Analyze Staffing Needs; Review Laws, Regulations, Policies, Guidelines; Identify Sourcing Strategies; Develop and Communicate Staff Acquisition Strategy		Customer Preferences		Subscriptions		Allow a customer to join a forum, listserv, or mailing list														LEAVE		Information pertaining to the expenditure and earning of leave hours that an employee can be absent away from their job, with or without pay.  Leave information is tracked every pay period.

						3.2 Develop Staff Acquisition Plan		Match Staffing Requests to Descriptions of Duties; Determine Appropriate Source Options; Develop and Communicate Staff Acquisition Plan		Customer Preferences		Alerts and Notifications		Allow a customer to be contacted in relation to a subscription or service of interest														LAW		An enacted rule, governing principal or judicial ruling derived from legislation to which Federal government ORGANIZATIONs must adhere.

						3.3 Establish Evaluation Approach		Conduct Job Analysis; Develop Assessment Criteria and Approach		Customer Initiated Assistance		Online Help		Provide an electronic interface to customer assistance														MISSION		The overall philosophical and operational purpose to which an ORGANIZATION aspires and that provides a context for the ORGANIZATION’s plans.

						3.4 Source Candidate		Finalize Applicant Sources; Conduct Pre-Announcement Recruitment; Announce Jobs; Facilitate Application for Employment; and Receive Applicant Documentation		Customer Initiated Assistance		Online Tutorials		Provide an electronic interface to educate and assist customers														OCCUPATION		A subgroup of a job family that includes all jobs at the various skill levels in a particular kind of work. Jobs within an occupation are similar to each other with regard to subject matter and basic knowledge and skill requirements.

						3.5 Evaluate Candidate		Determine Qualified / Eligible Candidates; Assess Candidates to be Referred; Apply Federal Rules on Preferences; Refer Candidates for Consideration; Assess Candidates for Selection; Make Tentative Selection; and Validate Selection		Customer Initiated Assistance		Self-Service		Allow an organization's customers to sign up for a particular service at their own initiative														ORGANIZATION		A US government administrative structure with a mission to include all levels of US governmental organizations. Typically, a group of EMPLOYEES performing US Federal government jobs for a given purpose.  Examples are Agency, Department and team.  An ORGANIZATION may be comprised of multiple ORGANIZATIONs; similarly, an ORGANIZATION may be part of one or more ORGANIZATIONs.

						3.6 Hire Employee		Determine Terms of Offer; Extend Job Offer; Accept Response to Job Offer; Initiate Pre-employment Processes; Certify Compliance with Pre-Employment Requirements; Bring Selectee On Board; and Close Out Case File		Customer Initiated Assistance		Reservations / Registration		Allow electronic enrollment and confirmations for services														PAY		The compensation received by an EMPLOYEE for performing a job.  PAY may include regular PAY, overtime PAY, lump sum PAY, separation PAY, retirement PAY and monetary awards.

						4.1 Establish Agency Performance Management Strategy		Review Laws, Regulations, Policies and Guidelines; Develop and Communicate Agency Performance Management Strategy		Customer Initiated Assistance		Multi-Lingual Support		Allow access to data and information in multiple languages														PERFORMANCE MEASURE		A specific quantifiable result that is expected relative to a given operational area.  Examples include time to hire, EMPLOYEE attrition, self-service usage rate and individual performance expectations.

						4.2 Establish and Implement Performance Management System and Programs		Design Performance Management Framework; Develop, Implement, and Assess Performance Management Programs(s)		Customer Initiated Assistance		Assistance Request		Support the solicitation of support from a customer														PERFORMANCE RESULT		The result that is achieved for each PERFORMANCE MEASURE that is being managed to and tracked.  PERFORMANCE RESULTs are often compiled monthly and used to derive a dashboard highlighting successes and areas for improvement.

						4.3 Manage Employee Performance		Establish Individual Performance Requirements; Conduct Feedback; Complete, Discuss, and Finalize Performance Appraisal		Customer Initiated Assistance		Scheduling		Define the set of capabilities that support the plan for performing work or service to meet the needs of an organization’s customers														PERSONNEL ACTION		An official personnel notification indicating a required change in an EMPLOYEE’s job or status.  Examples include hire, separation, retirement, transfer and PAY increase.

						4.4 Evaluate Performance Management Effectiveness		Evaluate Performance Management Program and Evaluate Long-term Impacts and Value of Performance Management Programs		Tracking and Workflow		Process Tracking		Process Tracking														PLAN		A documented method for accomplishing an ORGANIZATION’s goals and or objectives. Examples of PLANs used in the HR LOB context include: individual PLANs, operational PLANs and strategic PLANs.  A strategic PLAN is a set of broad prescribed actions or endeavors that provide a focus on achievement for an ORGANIZATION’s MISSION.  A strategic PLAN typically has a three- to five-year time horizon.  An operational PLAN is a set of specific prescribed actions or endeavors that provides a focus for achievement of an ORGANIZATION’s strategic plan.  An operational PLAN typically has a time horizon of one year or less.  An individual PLAN is a document that specifies intentions of an EMPLOYEE for a period of time.  Examples include career plan, individual development plan, training plan, performance plan and performance improvement plan.

						5.1 Adopt Compensation Programs		Review Laws, Regulations, Policies and Trends; Identify Parity Issues; Establish and Implement Compensation Program; Create Compensation Program Communications Approach and Content		Tracking and Workflow		Case Management		Case Management														POLICY		A ‘rule of the road’ or criterion that governs an ORGANIZATION’s operations. A settled method, which may or may not be used by an ORGANZIATION to administer its affairs and operations.

						5.2 Administer Bonus and Awards Programs		Identify Bonus and Awards Payout Strategies; Determine Eligibility for Bonus or Award; Set Bonus or Award Pay; and Deliver Bonus or Award Communication		Tracking and Workflow		Conflict Resolution		Conflict Resolution														POSITION		A specific job instance requiring an established set of duties and competencies.

						5.3 Administer Pay or Leave		Identify Employees to Receive Pay or Leave Change; Process Pay or Leave Change; and Communicate Pay or Leave Change		Routing and Scheduling		Management		Management of the organization and its stakeholders														PROGRAM		An initiative executed by ORGANIZATION(s) to satisfy an agency’s MISSION and strategic objectives. Mission and objectives are typically included in the agency’s strategic plan.

						5.4 Manage Time and Attendance		Schedule Employees; Attest Attendance Data; Manage Usage of Leave and Paid Time Off; and Certify Employee Attendance Data		Routing and Scheduling		Outbound Correspondence Management		Manage internally initiated communication between an organization and its stakeholders														REGULATION		A principle or rule designed to control or govern business and employee conduct.

						5.5 Manage Payroll		Manage Employee Furnished Payroll Data; Process On-cycle Payroll; Process Off-cycle Payroll; Distribute Labor Costs; Process Disbursements; Handle Payroll Issues; and Perform Periodic Reporting		Management of Process		Change Management		Control the process for updates or modifications to the existing documents, software or business processes of an organization														SECURITY CLEARANCE		An administrative determination based on the result of an investigation that an individual is trustworthy and may be granted access to classified information as required in the performance of assigned duties.

						6.1 Establish Benefits Programs		Adopt or Establish Discretionary Benefits Programs; Establish Benefits Eligibility Rules; Coordinate Process Implementation with Partners and Providers; and Create Benefits Communications Approach and Content		Management of Process		Configuration Management		Control the hardware and software environments, as well as documents of an organization														SERVICE PROVIDER		An external organization that provides an ongoing service (HR LOB sub-functions) to an ORGANIZATION and / or an EMPLOYEE.  Examples include third party benefits providers, educational trainers, etc.

						6.2 Process Benefits Actions		Deliver Benefits Communication; Manage Provider Contracts; Provide Means for Employees to Elect Benefits; Provide Means for Employee to Activate Enrollments; and Maintain Appropriate Records		Management of Process		Requirements Management		Gather, analyze and fulfill the needs and prerequisites of an organization's efforts														STANDARD		A guideline or approach that provides insight and / or instructions for performing a job.  A STANDARD may have broad implications or may be very specific.  An example of a broad STANDARD is an industry best practice.  A more specific STANDARD is written procedures.

						7.1 Establish Agency Human Resources Development (HRD) Management Strategy		Review Laws, Regulations, Policies and Guidelines; Develop and Communicate Agency HRD Vision		Management of Process		Program / Project Management		Manage and control a particular effort of an organization														TRAINING		A program designed for educational and/or career improvement.

						7.2 Conduct HR Development Needs Assessment		Determine Competencies to be Addressed by HRD; Identify / Propose HRD Program; and Analyze, Prioritize and Select HRD Programs  and / or Learning Opportunities to be Implemented		Management of Process		Governance / Policy Management		Influence and determine decisions, actions, business rules and other matters within an organization

						7.3 Develop HR Development Program		Conduct Training Needs Analysis for Each Approved HRD Program and/or Learning Opportunity; Design HRD Program Content; Select HRD Program Provider; Develop HRD Program; Establish Overall Implementation Time Frames and Predict Program Life Span; and Review and Validate HRD Program		Management of Process		Quality Management		Help determine the level that a product or service satisfies certain requirements

						7.4 Implement HR Development Program		Pilot HRD Program; Revise HRD Content and Methods of Delivery; Announce HRD; Administer Training; and Deliver HRD Program		Management of Process		Business Rule Management		Manage the enterprise processes that support an organization and its policies

						7.5 Manage HR Development		Create or Update Individual Development Plan; Execute Individual Development Plan; And Assess Progress Against Individual Development Plan		Management of Process		Risk Management		Support the identification and probabilities or chances of hazards as they relate to a task, decision or long-term goal

						7.6 Evaluate HR Development Program Effectiveness		Evaluate HRD Program; Analyze HRD Program Results; and Evaluate Long-term Impacts and Value of HRD Programs		Organizational Management		Workgroup / Groupware		Support multiple users working on related tasks

						8.1 Address Employee Misconduct		Establish and Communicate Employee Conduct Expectations;  Conduct Fact Finding Into Employee Misconduct; and Execute Formal or Informal  Action.		Organizational Management		Network Management		Monitor and maintain a communications network in order to diagnose problems, gather statistics and provide

						8.2 Address Employee Performance Problems		Address Performance Improvement Plan and Execute Formal or Informal Action		Investment Management		Strategic Planning & Mgmt		Support the determination of long-term goals and the identification of the best approach for achieving those goals

						8.3 Manage Administrative Grievances		Identify Issue (Informal Grievance); Advise on Means of Resolution; Provide Means for Employee to File Formal Grievance; Engage in Alternative Dispute Resolution; Process Grievance; and Render Decision on Grievance		Investment Management		Portfolio Management		Support the administration of a group of investments held by an organization

						8.4 Provide Reasonable Accommodation		Provide means for Employee to Request Accommodation; Determine Accommodation Needs; and Put Reasonable Accommodation Into Place		Investment Management		Performance Management		Measure the effectiveness of an organization's financial assets and capital

						8.5 Administer Employee Assistance Program		Provide EAP Services and Make Referrals to EAP Services		Supply Chain Management		Procurement		Support the ordering and purchasing of products and services

						8.6 Participate in Administrative Third Party Proceedings		Provide means for an Employee to File With a Third Party; Engage in Discovery; Prepare a Response to Third Party Filing; Participate in Alternative Dispute Resolution; Participate in Hearing / Meeting / Trial; Appeal Third Party Decision (if applicable); and/or Implement Third Party Decision / Settlement.		Supply Chain Management		Sourcing Management		Support the supply of goods or services as well as the tracking and analysis of costs for these goods

						8.7 Determine Candidate / Employee Suitability		Review Investigative File; Respond to Request for Information; and Adjudicate Suitability Issues		Supply Chain Management		Inventory management		Provide for the balancing of customer service levels with inventory investment

						9.1 Manage Labor Relations		Obtain Recognition; Clarify Bargaining Unit(s) and Representation; Establish Communication Protocol; Initiate Bargaining Process; Prepare for Negotiation; Conduct Negotiation; Perform Agency Head Review; Administer Agreements; Provide for Government-wide or National Consultation; and Provide Information to Unions		Supply Chain Management		Catalog Management		Support the listing of available products or services that an organization offers

						9.2 Manage Negotiated Grievances		Identify Issue (Informal Grievance); Advise on Means of Resolution; Provide means for Employee to File Formal Grievance; Engage in Alternative Dispute Resolution; Process Grievance; Render Decision on Grievance; Participate in Arbitration Process; and Challenge Arbitrator’s Decision  (if applicable).		Supply Chain Management		Ordering / Purchasing		Allow the placement of request for a product

						9.3 Participate in Negotiated Third Party Proceedings		File With a Third Party; Engage in Discovery; Prepare a Response to Third Party Filing; Participate in Alternative Dispute Resolution; Participate in Hearing / Meeting; Appeal Third Party Decision (if applicable); and/or Implement Third Party Decision		Supply Chain Management		Invoice / Requisition Tracking and Approval		Support the identification of where a shipment or delivery is within the business cycle

						10.1 Manage Employee Separation		Initiate Separation; Conduct Workforce Shaping Activities; Determine Terms of Separation; Provide Separation Support; Conduct Knowledge Transfer; and Conduct Exit Processing		Supply Chain Management		Storefront / Shopping Cart		Support the online equivalent of the supermarket cart, where orders and merchandise are placed

										Supply Chain Management		Warehouse management		Provide for the storage and movement of materials within a warehouse, including these processes: material receipt, order picking, packaging, labeling and shipping

										Supply Chain Management		Returns Management		Collect, analyze and resolve product returns or service cancellations

										Supply Chain Management		Logistics and Transportation		Provide for efficient freight and traffic management

										Content Management		Content Authoring		Allow for the creation of tutorials, CBT courseware, web sites, CD-ROMs and other interactive programs

										Content Management		Content Review and Approval		Allow for the approval of interactive programs

										Content Management		Tagging and Aggregation		Support the identification of specific content within a larger set of content for collection and summarization

										Content Management		Content Publishing and Delivery		Allow for the propagation of interactive programs

										Content Management		Syndication Management		Control and regulate an organization's brand

										Document Management		Document Imaging and OCR		Support the scanning of documents

										Document Management		Document Referencing		Support the redirection to other documents and information for related content

										Document Management		Document Revisions		Support the versioning and editing of content and documents

										Document Management		Library / Storage		Support document and data warehousing and archiving

										Document Management		Document Review and Approval		Support the editing and commendation of documents before releasing them

										Document Management		Document Conversion		Support the changing of files from one type of format to another

										Document Management		Indexing		Support the rapid retrieval of documents through a structured numbering construct

										Document Management		Classification		Support the categorization of documents

										Knowledge Management		Information Retrieval		Allow access to data and information for use by an organization and its stakeholders

										Knowledge Management		Information Mapping / Taxonomy		Support the creation and maintenance of relationships between data entities, naming standards and categorization

										Knowledge Management		Information Sharing		Support the use of documents and data in a multi-user environment for use by an organization and its stakeholders

										Knowledge Management		Categorization		Allow classification of data and information into specific layers or types to support an organization

										Knowledge Management		Knowledge Engineering		Support the translation of knowledge from an expert into the knowledge base of an expert system

										Knowledge Management		Knowledge Capture		Facilitate collection of data and information

										Knowledge Management		Knowledge Distribution and Delivery		Support the transfer of knowledge to the end customer.

										Knowledge Management		Smart Documents		Support the interaction of information and process (business logic) rules between users of the document. (i.e. the logic and use of the document is embedded within the document itself and is managed within the document parameters)

										Records Management		Record Linking / Association		Support the correlation between logical data and information sets

										Records Management		Document Classification		Support the categorization of documents and artifacts, both electronic and physical

										Records Management		Document Retirement		Support the termination or cancellation of documents and artifacts used by an organization and its stakeholders

										Records Management		Digital Rights Management		Support the claim and ownership of intellectual capital and artifacts belonging to an organization

										Analysis and Statistics		Mathematical		Support the formulation and mathematical analysis of probabilistic models for random phenomena and the development and investigation of methods and principles for statistical inference

										Analysis and Statistics		Structural / Thermal		Support the use of data flow and data modeling diagrams for applying systematic analysis of data

										Analysis and Statistics		Radiological		Support the use of radiation and x-ray technologies for analysis and scientific examination

										Analysis and Statistics		Forensics		Support the analysis of physical elements using science and technology for investigative and legal purposes

										Visualization		Graphing / Charting		Support the presentation of information in the form of diagrams or tables

										Visualization		Imagery		Support the creation of film or electronic images from pictures or paper forms

										Visualization		Multimedia		Support the representation of information in more than one form to include text, audio, graphics, animated graphics and full motion video

										Visualization		Mapping / Geospatial / Elevation / GPS		Provide for the representation of position information through the use of attributes such as elevation, latitude, and longitude coordinates

										Visualization		CAD		Support the design of products with computers

										Knowledge Discovery		Data Mining		Provide for the efficient discovery of non-obvious, valuable patterns and relationships within a large collection of data

										Knowledge Discovery		Modeling		Develop descriptions to adequately explain relevant data for the purpose of prediction, pattern detection, exploration or general organization of data

										Knowledge Discovery		Simulation		Utilize models to mimic real-world processes

										Business Intelligence		Demand Forecasting / Mgmt		Facilitate the prediction of sufficient production to meet an organization's sales of a product or service

										Business Intelligence		Balanced Scorecard		Support the listing and analyzing of both positive and negative impacts associated with a decision

										Business Intelligence		Decision Support and Planning		Support the analyze information and predict the impact of decisions before they are made

										Reporting		Ad Hoc		Support the use of dynamic reports on an as needed basis

										Reporting		Standardized / Canned		Support the use of pre-conceived or pre-written reports

										Reporting		OLAP		Support the analysis of information that has been summarized into multidimensional views and hierarchies

										Data Management		Data Exchange		Support the interchange of information between multiple systems or applications; includes verification that transmitted data was received unaltered

										Data Management		Data Mart		Support a subset of a data warehouse for a single department or function within an organization

										Data Management		Data Warehouse		Support the archiving and storage of large volumes of data

										Data Management		Meta Data Management		Support the maintenance and administration of data that describes data

										Data Management		Data Cleansing		Support the removal of incorrect or unnecessary characters and data from a data source

										Data Management		Extraction and Transformation		Support the manipulation and change of data

										Data Management		Loading and Archiving		Support the population of a data source with external data

										Data Management		Data Recovery		Support the restoration and stabilization of data sets to a consistent, desired state

										Data Management		Data Classification		Allow the classification of data

										Human Resources		Recruiting		Support the identification and hiring of employees for an organization

										Human Resources		Resume Management		Support the maintenance and administration of one's professional or work experience and qualifications

										Human Resources		Career Development and Retention		Support the monitoring of performance as well as the professional growth, advancement, and retention of an organization's employees

										Human Resources		Time Reporting		Support the submission, approval and adjustment of an employee's hours

										Human Resources		Awards Management		Support the recognition of achievement among employees of an organization

										Human Resources		Benefit Management		Support the enrollment and participation in an organization's compensation and benefits programs

										Human Resources		Retirement Management		Support the payment of benefits to retirees

										Human Resources		Personnel Administration		Support the matching between an organization’s employees and potential opportunities as well as the modification, addition and general upkeep of an organization’s employee-specific information

										Human Resources		Education / Training		Support the active building of employee capacities

										Human Resources		Health and Safety		Support the security and physical well-being of an organization's employees

										Human Resources		Travel Management		Support the transit and mobility of an organization's employees for business purposes

										Financial Management		Billing and Accounting		Support the charging, collection and reporting of an organization's accounts

										Financial Management		Credit / Charge		Support the use of credit cards or electronic funds transfers for payment and collection of products or services

										Financial Management		Expense Management		Support the management and reimbursement of costs paid by employees or an organization

										Financial Management		Payroll		Involve the administration and determination of employees compensation

										Financial Management		Payment / Settlement		Support the process of accounts payable

										Financial Management		Debt Collection		Support the process of accounts receivable

										Financial Management		Revenue Management		Support the allocation and re-investment of earned net credit or capital within an organization

										Financial Management		Internal Controls		Support the methods and procedures used by the organization to safeguard its assets, produce accurate accounting data and reports, contribute to efficient operations, and encourage staff to adhere to management policies and mission requirements

										Financial Management		Auditing		Support the examination and verification of records for accuracy

										Financial Management		Activity-Based Management		Support a defined, specific set of finance-related tasks for a given objective

										Financial Management		Currency Translation		Support the calculations and difference between multiple mediums of exchange

										Assets / Materials Management		Property / Asset Management		Support the identification, planning and allocation of an organization's physical capital and resources

										Assets / Materials Management		Asset Cataloging / Identification		Support the listing and specification of available assets

										Assets / Materials Management		Asset Transfer, Allocation, and Maintenance		Support the movement, assignment, and replacement of assets

										Assets / Materials Management		Facilities Management		Support the construction, management and maintenance of facilities for an organization

										Assets / Materials Management		Computers / Automation Management		Support the identification, upgrade, allocation and replacement of physical devices, including servers and desktops, used to facilitate production and process-driven activities

										Development and Integration		Legacy Integration		Support the communication between newer generation hardware/software applications and the previous, major generation of hardware/software applications

										Development and Integration		Enterprise Application Integration		Support the redesigning of disparate information systems into one system that uses a common set of data structures and rules

										Development and Integration		Data Integration		Support the organization of data from separate data sources into a single source using middleware or application integration as well as the modification of system data models to capture new information within a single system

										Development and Integration		Instrumentation and Testing		Support the validation of application or system capabilities and requirements

										Development and Integration		Software Development		Support the creation of both graphical and process application or system software

										Human Capital / Workforce Management		Resource Planning and Allocation		Support the determination of strategic direction, the identification and establishment of programs and processes, and the allocation of resources (capital and labor) among those programs and processes

										Human Capital / Workforce Management		Skills Management		Support the proficiency of employees in the delivery of an organization's products or services

										Human Capital / Workforce Management		Workforce Directory / Locator		Support the listing of employees and their whereabouts

										Human Capital / Workforce Management		Team / Org Management		Support the hierarchy structure and identification of employees within the various sub-groups of an organization

										Human Capital / Workforce Management		Contingent Workforce Management		Support the continuity of operations for an organization's business through the identification of alternative organization personnel

										Human Capital / Workforce Management		Workforce Acquisition / Optimization		Support the hiring and re-structuring of employees and their roles within an organization

										Security Management		Identification and Authentication		Support obtaining information about those parties attempting to log on to a system or application for security purposes and the validation of those users

										Security Management		Access Control		Support the management of permissions for logging onto a computer or network

										Security Management		Encryption		Support the encoding of data for security purposes

										Security Management		Intrusion Detection		Support the detection of illegal entrance into a computer system

										Security Management		Verification		Support the confirmation of authority to enter a computer system, application or network

										Security Management		Digital Signature		Guarantee the unaltered state of a file

										Security Management		User Management		Support the administration of computer, application and network accounts within an organization

										Security Management		Role / Privilege Management		Support the granting of abilities to users or groups of users of a computer, application or network

										Security Management		Audit Trail Capture and Analysis		Support the identification and monitoring of activities within an application or system

										Collaboration		Email		Support the transmission of memos and messages over a network

										Collaboration		Threaded Discussions		Support the running log of remarks and opinions about a given topic or subject

										Collaboration		Document Library		Support the grouping and archiving of files and records on a server

										Collaboration		Shared Calendaring		Allow an entire team as well as individuals to view, add and modify each other’s schedules, meetings and activities

										Collaboration		Task Management		Support a specific undertaking or function assigned to an employee

										Search		Query		Support retrieval of records that satisfy a specific query

										Search		Precision / Recall Ranking		Support selection and retrieval of records ranked to optimize precision against recall

										Search		Classification		Support selection and retrieval of records organized by shared characteristics in content or context

										Search		Pattern Matching		Support retrieval of records generated from a data source by imputing characteristics based on patterns in the content or context

										Communication		Real Time / Chat		Support the conferencing capability between two or more users on a local area network or the internet

										Communication		Instant Messaging		Support keyboard conferencing over a Local Area Network or the internet between two or more people

										Communication		Audio Conferencing		Support audio communications sessions among people who are geographically dispersed

										Communication		Video Conferencing		Support video communications sessions among people who are geographically dispersed

										Communication		Event / News Management		Monitor servers, workstations and network devices for routine and non-routine events

										Communication		Community Management		Support the administration of online groups that share common interests

										Communication		Computer / Telephony Integration		Support the connectivity between server hardware, software and telecommunications equipment into a single logical system

										Communication		Voice Communications		Provide telephony or other voice communications

										Systems Management		License Management		Support the purchase, upgrade and tracking of legal usage contracts for system software and applications

										Systems Management		Remote Systems Control		Support the monitoring, administration and usage of applications and enterprise systems from locations outside of the immediate system environment

										Systems Management		System Resource Monitoring		Support the balance and allocation of memory, usage, disk space and performance on computers and their applications

										Systems Management		Software Distribution		Support the propagation, installation and upgrade of written computer programs, applications and components

										Systems Management		Issue Tracking		Receive and track user-reported issues and problems in using IT systems, including help desk calls

										Forms Management		Forms Creation		Support the design and generation of electronic or physical forms and templates for use within the business cycle by an organization and its stakeholders

										Forms Management		Forms Modification		Support the maintenance of electronic or physical forms, templates and their respective elements and fields
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Inventory

		

				HR IT System		Acronym		Owner		OS		BLM		BIA		BOR		USGS		NPS		FWS		OSM		MMS		NBC

				Federal Personnel and Payroll System		FPPS		NBC		1		1		1		1		1		1		1		1		1		1

				Recreation One Stop		ROS		OPM		1		1		1		1		1		1		1		1		1		1

				DOI LEARN		N/A		OS		1		1		1		1		1		1		1		1		1		1

				UC-eXpress (TALX)		UC-Express		TALX Corporation		1		1		1		1		1		1		1		1		1		1

				Safety Management Information System (SMIS)		SMIS		OS		1		1				1		1		1		1		1		1		1

				QuickHire		N/A		Monster Corporation				1				1		1		1		1		1		1

				Employee Express		N/A		OPM		1						1		1		1		1		1		1		1

				e-QIP		N/A		OPM		1		1				1		1		1						1		1

				FPPS Datamart		N/A		NBC				1				1		1						1		1		1

				QuickTime (NBC-hosted)		N/A		NBC		1		1						1		1				1		1		1

				Visual Powerfiles for EEO		VPEEO		NBC				1				1		1								1

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700				1						1										1

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.								1		1						1

				Automated Resources Training System (ARTS)		ARTS		NBC								1				1		1

				USA Staffing (OPM)		N/A		OPM		1										1						1		1

				Automated Table of Organization		ATO		BLM WO-700				1																1

				Q12 Gallup Survey		N/A		Gallup Corporation														1				1

				cyberFEDS		N/A		LRP Corporation								1				1								1

				cyberFEDS - Worker's Compensation Module		N/A		LRP Corporation								1												1

				The Work Number (TALX)		N/A		TALX Corporation								1												1

				Ethics Tracking System (Database)		N/A		USGS										1								1

				IComplaint (EEO)		N/A		USGS				1						1		1

				Automated Individual Development Plan		AIDP		BLM WO-700				1

				Distance Learning Tool		N/A		BLM WO-700				1

				Human Capital Management System (SAS database)		N/A		BLM WO-700				1

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700				1

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700				1

				Time and Attendance Automated System		TAAS		BOR								1

				Agency Query System		AQS		DOL				1

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.																				1

				Exit Clearance Process (Outlook)		N/A		MMS																		1

				Exit Interview (Outlook)		N/A		MMS																		1

				Ask HRO		N/A		USGS										1

				Student-Placement System		N/A		USGS										1

				Training Management System  (TMS)		TMS		USGS										1

				PayCheck (Lotus Notes)		N/A		BLM WO-700





E-Gov Analyses

		System		Nature of Relationship to E-Gov		E-Gov		Managing Partner

		Automated Individual Development Plan		Being Replaced By		E-Training initiative		BLM WO-700

		Automated Resources Training System (ARTS)		Being Replaced By		E-Training initiative		NBC

		Automated Table of Organization		Integrates With		Enhanced Human Resource Integration (EHRI)		BLM WO-700

		Distance Learning Tool		Being Replaced By		E-Training initiative		BLM WO-700

		DOI LEARN		Component Of		E-Training initiative		OS and OPM

		e-QIP		Component Of		E-Clearance		OPM

		Exit Interview (Lotus Notes Database)		Integrates With		Enhanced Human Resource Integration (EHRI)		BLM WO-700

		Federal Personnel and Payroll System		Component Of		E-Payroll		NBC

		FPPS Datamart		Component Of		E-Payroll		NBC

		Human Capital Management System (SAS database)		Redundant To		Enhanced Human Resource Integration (EHRI)		BLM WO-700

		Leadership Needs Assessment Tools (Lotus Notes Database)		Being Replaced By		E-Training initiative		BLM WO-700

		Needs Assessment Training and Validation (Lotus Notes Database)		Being Replaced By		E-Training initiative		BLM WO-700

		PayCheck (Lotus Notes)		Being Replaced By		E-Payroll		BLM WO-700

		QuickHire		Integrates With		Recruitment One-Stop (ROS)		Monster Government Solutions

		QuickTime (NBC-hosted)		Component Of		E-Payroll		NBC

		Recruitment One Stop		Component Of		Recruitment One-Stop (ROS)		OPM

		Time and Attendance Automated System		Redundant To		E-Payroll		BOR

		Training Management System  (TMS)		Being Replaced By		E-Training initiative		USGS

		USA Staffing (OPM)		Integrates With		Recruitment One-Stop (ROS)		OPM





End User

				HR LOB IT System Survey - System User Needs

				System		Acronym		Managing Partner		User Advocate?		User Advocate?		Users Needs Solicited?		Users Needs Solicited?		Help Desk?		Help Desk?		On-Line Help?		On-Line Help?		System Training Available?		System Training Available?

				Agency Query System		AQS		DOL		Yes		1		Once		1		No		0		No		0		None		0

				Ask HRO		N/A		USGS		No		0		Never		0		No		0		No		0		None		0

				Automated Individual Development Plan		AIDP		BLM WO-700		Yes		1		Once		1		Yes		1		No		0		On-Line Course		1

				Automated Resources Training System (ARTS)		ARTS		NBC		Yes		1		Once		1		No		0		No		0		None		0

				Automated Table of Organization		ATO		BLM WO-700		Yes		1		Once		1		No		0		No		0		None		0

				cyberFEDS		N/A		LRP Publications		No		0		Never		0		Yes		1		Yes		1		None		0

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		No		0		Never		0		Yes		1		Yes		1		None		0

				Distance Learning Tool		N/A		BLM WO-700		Yes		1		Once		1		Yes		1		Yes		1		Combination of Above		1

				DOI LEARN		N/A		OS and OPM		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				e-QIP		N/A		OPM		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Employee Express		N/A		OPM		Yes		1		Continuously		2		Yes		1		Yes		1		None		0

				Ethics Tracking System (Database)		N/A		USGS		Yes		1		Once		1		No		0		Yes		1		None		0

				Exit Clearance Process (Outlook)		N/A		MMS		No		0		Once		1		No		0		No		0		None		0

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Yes		1		Once		1		Yes		1		No		0		None		0

				Exit Interview (Outlook)		N/A		MMS		No		0		Once		1		No		0		No		0		None		0

				Federal Personnel and Payroll System		FPPS		NBC		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				FPPS Datamart		N/A		NBC		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		No		0		Never		0		Yes		1		Yes		1		On-Line Course		1

				Government Retirement and Benefits (GRB) Assist		Assist		GRB Inc.		No		0		Never		0		Yes		1		Yes		1		On-Line Course		1

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				IComplaints (EEO)		N/A		Micropact		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Yes		1		Anually		1		Yes		1		Yes		1		Combination of Above		1

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Yes		1		Once		1		Yes		1		No		0		None		0

				Q12 Gallup Survey		N/A		Gallup Corporation		No		0		Never		0		No		0		No		0		None		0

				QuickHire		N/A		Monster Government Solutions		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				QuickTime (NBC-hosted)		N/A		NBC		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Safety Management Information System (SMIS)		SMIS		OS		Yes		1		Continuously		2		Yes		1		No		0		On-Line Course		1

				Student-Placement System		N/A		USGS		Yes		1		Once		1		No		0		Yes		1		None		0

				The Work Number (TALX)		N/A		TALX Corporation		No		0		Continuously		2		Yes		1		Yes		1		On-Line Course		1

				Time and Attendance Automated System		TAAS		BOR		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Training Management System  (TMS)		TMS		USGS		Yes		1		Once		1		No		0		Yes		1		None		0

				UC-eXpress (TALX)		UC-Express		TALX Corporation		No		0		Continuously		2		Yes		1		Yes		1		On-Line Course		1

				USA Staffing (OPM)		N/A		OPM		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1

				Recruitment One Stop		ROS		OPM		Yes		1		Continuously		2		No		0		Yes		1		Combination of Above		1

				Visual Powerfiles for EEO		N/A		TechSolutions		Yes		1		Continuously		2		Yes		1		Yes		1		Combination of Above		1





PRM

				HR LOB IT System Survey - PRM

				System		Acronym		Managing Partner		PRM (1)		PRM (2)		Programmatic / System Performance Measures		E-Gov		Nature of Relationship to E-Gov

				Agency Query System		AQS		DOL		None						None		N/A		1

				Ask HRO		N/A		USGS		Management Excellence - Accountability						None		N/A		3

				Automated Individual Development Plan		AIDP		BLM WO-700		Management Excellence - Workforce Has Job-Related Knowledge and Skills		Management Excellence - Modernization				E-Training initiative		Being Replaced By		4

				Automated Resources Training System (ARTS)		ARTS		NBC		Management Excellence - Workforce Has Job-Related Knowledge and Skills		PMA - Strategic Management of Human Capital				E-Training initiative		Being Replaced By		4

				Automated Table of Organization		ATO		BLM WO-700		PMA - Strategic Management of Human Capital		PMA - Competitive Sourcing		Position Management Metrics (Students, Retires, Promotions) which are looked at in staffing, payroll, etc.		Enhanced Human Resource Integration (EHRI)		Integrates With		5

				cyberFEDS		N/A		LRP Publications		PMA - Strategic Management of Human Capital						None		N/A		3

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		PMA - Strategic Management of Human Capital						None		N/A		3

				Distance Learning Tool		N/A		BLM WO-700		Management Excellence - Workforce Has Job-Related Knowledge and Skills		PMA - Strategic Management of Human Capital				E-Training initiative		Being Replaced By		4

				DOI LEARN		N/A		OPM  & OS		Management Excellence - Workforce Has Job-Related Knowledge and Skills		PMA - Strategic Management of Human Capital		Accountability - Allows for compliance with 5 CFR 410		E-Training initiative		Component Of		5

				Employee Express		N/A		OPM		Management Excellence - Modernization						None		N/A		3

				e-QIP		N/A		OPM		Management Excellence - Modernization		PMA - Strategic Management of Human Capital				E-Clearance		Component Of		5

				Ethics Tracking System (Database)		N/A		USGS		Management Excellence - Accountability						None		N/A		3

				Exit Clearance Process (Outlook)				MMS		PMA - Strategic Management of Human Capital						None		N/A		3

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Management Excellence - Customer Value				Current workforce that has retired by job series … look at retires by job series and diversity reports,  These are used by managed in the WO and all the State Managers use the data as well to look at separated workforce.		Enhanced Human Resource Integration (EHRI)		Integrates With		4

				Exit Interview (Outlook)		N/A		MMS		PMA - Strategic Management of Human Capital						None		N/A		3

				Federal Personnel and Payroll System		FPPS		NBC		Management Excellence - Accountability		Management Excellence - Customer Value		The FPPS Exhibit 300B has numerous performance measures and metrics which fall under the 'Manage for Excellence and Accountability in providing personnel and payroll services'.  These are in Section I.D. Performance Information.		E-Payroll		Component Of		5

				FPPS Datamart		N/A		NBC		Management Excellence - Accountability		Management Excellence - Customer Value		FPPS Datamart falls under FPPS in terms of alignment to the PRM.  The FPPS Exhibit 300B has numerous performance measures and metrics which fall under the 'Manage for Excellence and Accountability in providing personnel and payroll services'.  These are in Section I.D. Performance Information.		E-Payroll		Component Of		5

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.		PMA - Strategic Management of Human Capital						None		N/A		3

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		PMA - Strategic Management of Human Capital						None		N/A		3

				Human Capital Management System (SAS database)		N/A		BLM WO-700		PMA - Strategic Management of Human Capital		Management Excellence - Accountability		There are a variety of metrics such as trends in retirement, number of current positions, number of hires, worker to worker cost statistics based on program elements codes (cost for unit work), looks at accountability from a cost perspective.		Enhanced Human Resource Integration (EHRI)		Redundant To		3

				IComplaints (EEO)		N/A		Micropact		Management Excellence - Accountability						None		N/A		3

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Management Excellence - Accountability		Management Excellence - Modernization		Identified leaders which were scheduled for target positions and measure their performance.  Tracked potential SES candidates.		E-Training initiative		Being Replaced By		4

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Management Excellence - Workforce Has Job-Related Knowledge and Skills				General employee skill development, skill gaps, career development metrics.  Organization could target training needed for certain job series targeted for those positions.		E-Training initiative		Being Replaced By		4

				Q12 Gallup Survey		N/A		Gallup Corporation		Management Excellence - Accountability						None		N/A		3

				QuickHire		N/A		Monster Government Solutions		PMA - Strategic Management of Human Capital				45 day hiring metric		Recruitment One-Stop (ROS)		Integrates With		5

				QuickTime (NBC-hosted)		N/A		NBC		Management Excellence - Accountability		Management Excellence - Customer Value		QuickTime falls under FPPS in terms of alignment to the PRM.  The FPPS Exhibit 300B has numerous performance measures and metrics which fall under the 'Manage for Excellence and Accountability in providing personnel and payroll services'.  These are in Section I.D. Performance Information.		E-Payroll		Component Of		5

				Recruitment One Stop		Recruitment One Stop		ROS		PMA - Strategic Management of Human Capital		Management Excellence - Workforce Has Job-Related Knowledge and Skills		45 day hiring metric		Recruitment One-Stop (ROS)		Component Of		5

				Safety Management Information System (SMIS)		SMIS		OS		Management Excellence - Accountability				Safety and Accident Metrics which are part of GPRA Strategic Plan reporting Metrics		None		N/A		4

				Student-Placement System		N/A		USGS		Management Excellence - Workforce Has Job-Related Knowledge and Skills						None		N/A		3

				The Work Number (TALX)		N/A		TALX Corporation		Management Excellence - Modernization						None		N/A		3

				Time and Attendance Automated System		TAAS		BOR		Management Excellence - Customer Value						E-Payroll		Redundant To		2

				Training Management System  (TMS)		TMS		USGS		Management Excellence - Workforce Has Job-Related Knowledge and Skills						E-Training initiative		Being Replaced By		3

				UC-eXpress (TALX)		UC-Express		TALX Corporation		Management Excellence - Modernization						None		N/A		3

				USA Staffing (OPM)		N/A		OPM		PMA - Strategic Management of Human Capital		Management Excellence - Workforce Has Job-Related Knowledge and Skills		45 day hiring metric, USAStaffing can create other metrics (from when manager requests for example).  All customers use different metrics, built-in reports, with data integration, send data to other systems and merge with data from other systems.  Many options available.  Ad hoc reporting tool (Oracle Discover) is included as part of licensing package.		Recruitment One-Stop (ROS)		Integrates With		5

				Visual Powerfiles for EEO		N/A		TechSolutions		Management Excellence - Accountability						None		N/A		3





BRM

				HR LOB IT System Survey - BRM

				System		Acronym		Managing Partner		Primary BRM Subfunction		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity		BRM Function / Activity

				Agency Query System		AQS		DOL		6. Benefits Management		6.2 Process Benefits Actions		5.3 Administer Pay or Leave

				Ask HRO		N/A		USGS		8. Employee Relations

				Automated Individual Development Plan		AIDP		BLM WO-700		7. Human Resources Development		7.4 Implement HR Development Program		7.5 Manage HR Development

				Automated Resources Training System (ARTS)		ARTS		NBC		7. Human Resources Development		7.5 Manage HR Development

				Automated Table of Organization		ATO		BLM WO-700		2. Organization and Position Management		2.1 Administer Organization and Position Management		1.7 Conduct Succession Planning		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		1.6 Conduct Workforce Planning

				cyberFEDS		N/A		LRP Publications		1. HR Strategy		1.9 Provide HR Consultative Support				9.1 Manage Labor Relations		9.2 Manage Negotiated Grievances

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		1. HR Strategy		1.9 Provide HR Consultative Support

				Distance Learning Tool		N/A		BLM WO-700		7. Human Resources Development		7.4 Implement HR Development Program

				DOI LEARN		N/A		OS and OPM		7. Human Resources Development		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		7.4 Implement HR Development Program		7.5 Manage HR Development

				e-QIP		N/A		OPM		3. Staff Acquisition		3.6 Hire Employee

				Employee Express		N/A		OPM		6. Benefits Management		6.1 Establish Benefits Programs		6.2 Process Benefits Actions		5.5 Manage Payroll

				Ethics Tracking System (Database)		N/A		USGS		1. HR Strategy		1.10 Measure and Improve HR Performance

				Exit Clearance Process (Outlook)				MMS		10. Separation Management		10.1 Manage Employee Separation

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		10. Separation Management		10.1 Manage Employee Separation

				Exit Interview (Outlook)		N/A		MMS		10. Separation Management		10.1 Manage Employee Separation

				Federal Personnel and Payroll System		FPPS		NBC		5. Compensation Management		5.1 Adopt Compensation Programs		5.2 Administer Bonus and Awards Programs		5.3 Administer Pay or Leave		5.4 Manage Time and Attendance		5.5 Manage Payroll

				FPPS Datamart		N/A		NBC		5. Compensation Management		5.4 Manage Time and Attendance

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		6. Benefits Management		6.1 Establish Benefits Programs

				Government Retirement and Benefits (GRB) Assist		GBS Assist		GRB Inc.		6. Benefits Management		6.2 Process Benefits Actions

				Human Capital Management System (SAS database)		N/A		BLM WO-700		1. HR Strategy		1.6 Conduct Workforce Planning		1.7 Conduct Succession Planning		2.1 Administer Organization and Position Management		10.1 Manage Employee Separation		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		1.9 Provide HR Consultative Support		7.2 Conduct HR Development Needs Assessment

				IComplaints (EEO)		N/A		Micropact		8. Employee Relations		8.3 Manage Administrative Grievances

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		7. Human Resources Development		7.4 Implement HR Development Program

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		7. Human Resources Development		7.2 Conduct HR Development Needs Assessment

				PayCheck (Lotus Notes)		N/A		BLM WO-700		5. Compensation Management		5.5 Manage Payroll

				Q12 Gallup Survey		N/A		Gallup Corporation		1. HR Strategy		1.10 Measure and Improve HR Performance

				QuickHire		N/A		Monster Government Solutions		3. Staff Acquisition		3.4 Source Candidate		3.5 Evaluate Candidate		3.6 Hire Employee

				QuickTime (NBC-hosted)		N/A		NBC		5. Compensation Management		5.4 Manage Time and Attendance

				Safety Management Information System (SMIS)		SMIS		OS		6. Benefits Management		6.2 Process Benefits Actions

				Student-Placement System		N/A		USGS		3. Staff Acquisition		3.4 Source Candidate

				The Work Number (TALX)		N/A		TALX Corporation		5. Compensation Management		5.5 Manage Payroll

				Time and Attendance Automated System		TAAS		BOR		5. Compensation Management		5.5 Manage Payroll		5.4 Manage Time and Attendance		5.3 Administer Pay or Leave

				Training Management System  (TMS)		TMS		USGS		7. Human Resources Development		7.4 Implement HR Development Program		7.5 Manage HR Development

				UC-eXpress (TALX)		UC-Express		TALX Corporation		5. Compensation Management		5.5 Manage Payroll

				USA Staffing (OPM)		N/A		OPM		3. Staff Acquisition		3.4 Source Candidate		3.5 Evaluate Candidate

				Recruitment One Stop		ROS		OPM		3. Staff Acquisition		3.4 Source Candidate

				Visual Powerfiles for EEO		N/A		TechSolutions		8. Employee Relations		8.3 Manage Administrative Grievances





BRM Analyses

		System		Acronym		Managing Partner		1.1 Conduct Internal Environment Analysis		1.2 Conduct External Environment Analysis		1.3 Develop HC and HR Strategies		1.4 Establish HR Policy and Practices		1.5 Manage Competency Model		1.6 Conduct Workforce Planning		1.7 Conduct Succession Planning		1.8 Manage HR Budget		1.9 Provide HR Consultative Support		1.10 Measure and Improve HR Performance		2.1 Administer Organization and Position Management		3.1 Develop Staff Acquisition Strategy		3.2 Develop Staff Acquisition Plan		3.3 Establish Evaluation Approach		3.4 Source Candidate		3.5 Evaluate Candidate		3.6 Hire Employee		4.1 Establish Agency Performance Management Strategy		4.2 Establish and Implement Performance Management System and Programs		4.3 Manage Employee Performance		4.4 Evaluate Performance Management Effectiveness		5.1 Adopt Compensation Programs		5.2 Administer Bonus and Awards Programs		5.3 Administer Pay or Leave		5.4 Manage Time and Attendance		5.5 Manage Payroll		6.1 Establish Benefits Programs		6.2 Process Benefits Actions		7.1 Establish Agency Human Resources Development (HRD) Management Strategy		7.2 Conduct HR Development Needs Assessment		7.3 Develop HR Development Program		7.4 Implement HR Development Program		7.5 Manage HR Development		7.6 Evaluate HR Development Program Effectiveness		8.1 Address Employee Misconduct		8.2 Address Employee Performance Problems		8.3 Manage Administrative Grievances		8.4 Provide Reasonable Accommodation		8.5 Administer Employee Assistance Program		8.6 Participate in Administrative Third Party Proceedings		8.7 Determine Candidate / Employee Suitability		9.1 Manage Labor Relations		9.2 Manage Negotiated Grievances		9.3 Participate in Negotiated Third Party Proceedings		10.1 Manage Employee Separation

		Agency Query System		AQS		DOL																																																X								X

		Ask HRO		N/A		USGS																																																																										X				X

		Automated Individual Development Plan		AIDP		BLM WO-700																																																																X		X

		Automated Resources Training System (ARTS)		ARTS		NBC																																																																		X

		Automated Table of Organization		ATO		BLM WO-700												X		X								X		X		X

		cyberFEDS		N/A		LRP Publications																		X																																																																		X		X

		cyberFEDS - Worker's Compensation Module		N/A		LRP Publications																		X

		Distance Learning Tool		N/A		BLM WO-700																																																																X

		DOI LEARN		N/A		OS and OPM																																																												X		X		X		X

		e-QIP		N/A		OPM																																		X

		Employee Express		N/A		OPM																																																				X		X		X

		Ethics Tracking System (Database)		N/A		USGS																				X

		Exit Clearance Process (Outlook)				MMS																																																																																										X

		Exit Interview (Lotus Notes Database)		N/A		BLM WO-700																																																																																										X

		Exit Interview (Outlook)		N/A		MMS																																																																																										X

		Federal Personnel and Payroll System		FPPS		NBC																																												X		X		X		X		X

		FPPS Datamart		N/A		NBC																																																		X

		Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.																																																						X

		Government Retirement and Benefits (GRB) Assist		GBS Assist		GRB Inc.																																																								X

		Human Capital Management System (SAS database)		N/A		BLM WO-700												X		X				X				X		X		X																																		X		X																												X

		IComplaints (EEO)		N/A		Micropact																																																																										X

		Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700																																																																X

		Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700																																																												X

		PayCheck (Lotus Notes)		N/A		BLM WO-700																																																				X

		Q12 Gallup Survey		N/A		Gallup Corporation																				X

		QuickHire		N/A		Monster Government Solutions																														X		X		X

		QuickTime (NBC-hosted)		N/A		NBC																																																		X

		Safety Management Information System (SMIS)		SMIS		OS																																																								X

		Student-Placement System		N/A		USGS																														X

		The Work Number (TALX)		N/A		TALX Corporation																																																				X

		Time and Attendance Automated System		TAAS		BOR																																																X		X		X

		Training Management System  (TMS)		TMS		USGS																																																																X		X

		UC-eXpress (TALX)		UC-Express		TALX Corporation																																																				X

		USA Staffing (OPM)		N/A		OPM																														X		X

		Recruitment One Stop		ROS		OPM																														X

		Visual Powerfiles for EEO		N/A		TechSolutions																																																																										X





SRM

				HR LOB IT System Survey - SRM

				System		Acronym		Managing Partner		SRM (1)		(1) Use?		SRM (2)		(2) Use?		SRM (3)		(3) Use?		SRM (4)		(4) Use?		SRM (5)		(5) Use?		SRM (6)		(6) Use?		SRM (7)		(7) Use?

				Agency Query System		AQS		DOL		Self-Service		U		Information Retrieval		U		Benefit Management		P		Access Control		U		Payment / Settlement		P		Case Management		U				U

				Ask HRO		N/A		USGS		Self-Service		U		Email		U

				Automated Individual Development Plan		AIDP		BLM WO-700		Career Development and Retention

				Automated Resources Training System (ARTS)		ARTS		NBC		Ordering / Purchasing		P		Access Control		U		Career Development and Retention		P

				Automated Table of Organization		ATO		BLM WO-700		Personnel Administration		P

				cyberFEDS		N/A		LRP Publications		Information Retrieval		U		Access Control		U

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		Information Retrieval		U		Access Control		U

				Distance Learning Tool		N/A		BLM WO-700		Education / Training		P		Career Development and Retention		P

				DOI LEARN		N/A		OS and OPM		Reservations / Registration		P		Education / Training		P		Skills Management		P		Access Control		U		Catalog Management		U

				e-QIP		N/A		OPM

				Employee Express		N/A		OPM		Benefit Management		P

				Ethics Tracking System (Database)		N/A		USGS		Governance / Policy Management		P		Personnel Administration		P

				Exit Clearance Process (Outlook)		N/A		MMS		Email		U

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		Customer Analytics		P

				Exit Interview (Outlook)		N/A		MMS		Email		U

				Federal Personnel and Payroll System		FPPS		NBC		Data Warehouse		P		Payroll		P		Auditing		P		Access Control		U		Query		U		Time Reporting		P

				FPPS Datamart		N/A		NBC		Data Mart		P		Ad Hoc		P		Standardized / Canned		P		Access Control		U		Query		U		Time Reporting		P

				Government Retirement and Benefits (GRB) Assist		GBIS Assist		GRB Inc.		Benefit Management		P

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		Self-Service		U		Retirement Management		P

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Contact and Profile Management		P

				IComplaints (EEO)		N/A		Micropact		Access Control		U		Case Management		P		Personnel Administration		P

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		Career Development and Retention		P

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		Customer / Account Management		U

				PayCheck (Lotus Notes)		N/A		BLM WO-700

				Q12 Gallup Survey		N/A		Gallup Corporation		Customer Analytics		P

				QuickHire		N/A		Monster Government Solutions		Workforce Acquisition / Optimization		P		Ad Hoc		U		Standardized / Canned		U		Skills Management		P		Access Control		U

				QuickTime (NBC-hosted)		N/A		NBC		Payroll		P		Access Control		U		Time Reporting		P

				Safety Management Information System (SMIS)		SMIS		OS		Self-Service		U		Health and Safety		P		Access Control		U		Forms Creation		U

				Student-Placement System		N/A		USGS		Workforce Acquisition / Optimization		P		Recruiting		P

				The Work Number (TALX)		N/A		TALX Corporation		Self-Service		U		Personnel Administration		P		Payroll		U

				Time and Attendance Automated System		TAAS		BOR		Online Help		P		Process Tracking		P		Information Retrieval		P		Payroll		P		Time Reporting		P

				Training Management System  (TMS)		TMS		USGS		Skills Management		P		Career Development and Retention		P

				UC-eXpress (TALX)		UC-Express		TALX Corporation		Self-Service		U		Personnel Administration		P		Benefit Management		U

				USA Staffing (OPM)		N/A		OPM		Workforce Acquisition / Optimization		P		Ad Hoc		U		Standardized / Canned		U		Skills Management		P		Access Control		U

				Recruitment One Stop		ROS		OPM		Workforce Acquisition / Optimization		P		Self-Service		U		Recruiting		P		Resume Management		P		Workforce Acquisition / Optimization		P		Query		P		Access Control		U

				Visual Powerfiles for EEO		N/A		TechSolutions		Access Control		U		Case Management		P		Personnel Administration		P





DRM

				HR LOB IT System Survey - DRM

				System		Acronym		Managing Partner		Sensitive Data?		DRM (1)		DRM (2)		DRM (3)		DRM (4)		DRM (5)		DRM (6)		DRM (7)		DRM (8)

				Agency Query System		AQS		DOL		Yes		BENEFICIARY		CLAIM		BENEFIT

				Ask HRO		N/A		USGS		No		EMPLOYEE

				Automated Individual Development Plan		AIDP		BLM WO-700		No		TRAINING

				Automated Resources Training System (ARTS)		ARTS		NBC		Yes		EMPLOYEE		TRAINING

				Automated Table of Organization		ATO		BLM WO-700		No		POSITION

				cyberFEDS		N/A		LRP Publications		No

				cyberFEDS - Worker's Compensation Module		N/A		LRP Publications		No

				Distance Learning Tool		N/A		BLM WO-700		No		TRAINING

				DOI LEARN		N/A		OS		Yes		EMPLOYEE		OCCUPATION		TRAINING		PROGRAM		POSITION		COMPETENCY		ORGANIZATION		POLICY

				e-QIP		N/A		OPM

				Employee Express		N/A		OPM		Yes		EMPLOYEE		BENEFIT		LEAVE		PAY

				Ethics Tracking System (Database)		N/A		USGS		Yes		EMPLOYEE		ORGANIZATION

				Exit Clearance Process (Outlook)				MMS		No		EMPLOYEE

				Exit Interview (Lotus Notes Database)		N/A		BLM WO-700		No		PLAN

				Exit Interview (Outlook)		N/A		MMS		No		EMPLOYEE

				Federal Personnel and Payroll System		FPPS		NBC		Yes		EMPLOYEE		ORGANIZATION		OCCUPATION		PAY		POSITION

				FPPS Datamart		N/A		NBC		Yes		EMPLOYEE		ORGANIZATION		OCCUPATION		PAY		POSITION

				Government Retirement and Benefits (GRB) Assist		GRB Assist		GRB Inc.		Yes		EMPLOYEE		BENEFIT

				Government Retirement and Benefits (GRB) EBIS		EBIS		GRB Inc.		Yes		EMPLOYEE		BENEFIT		LEAVE		PAY

				Human Capital Management System (SAS database)		N/A		BLM WO-700		Yes		EMPLOYEE		ORGANIZATION		PERSONNEL ACTION		OCCUPATION		BUDGET		POSITION		PROGRAM		PAY

				IComplaints (EEO)		N/A		Micropact		Yes		EMPLOYEE		DISPUTE

				Leadership Needs Assessment Tools (Lotus Notes Database)		N/A		BLM WO-700		No		PERFORMANCE RESULT		PERFORMANCE MEASURE

				Needs Assessment Training and Validation (Lotus Notes Database)		N/A		BLM WO-700		No		PERFORMANCE RESULT

				PayCheck (Lotus Notes)		N/A		BLM WO-700		Yes		PAY

				Q12 Gallup Survey		N/A		Gallup Corporation		No		EMPLOYEE

				QuickHire		N/A		Monster Government Solutions		Yes		APPLICANT		COMPETENCY		OCCUPATION		POSITION

				QuickTime (NBC-hosted)		N/A		NBC		Yes		EMPLOYEE		ORGANIZATION

				Safety Management Information System (SMIS)		SMIS		OS		Yes		EMPLOYEE		CLAIM		PAY		DETERMINATION		LEAVE		ORGANIZATION

				Student-Placement System		N/A		USGS		No		EMPLOYEE		OCCUPATION		ORGANIZATION

				The Work Number (TALX)		N/A		TALX Corporation		Yes		EMPLOYEE		ORGANIZATION		PAY		POSITION

				Time and Attendance Automated System		TAAS		BOR		Yes		EMPLOYEE		LEAVE		PAY

				Training Management System  (TMS)		TMS		USGS		No		EMPLOYEE		OCCUPATION		POSITION		ORGANIZATION		COMPETENCY		TRAINING

				UC-eXpress (TALX)		UC-Express		TALX Corporation		Yes		EMPLOYEE		ORGANIZATION		PAY		POSITION

				USA Staffing (OPM)		N/A		OPM		Yes		APPLICANT		COMPETENCY		OCCUPATION		POSITION

				Recruitment One Stop		ROS		OPM		Yes		APPLICANT		COMPETENCY		OCCUPATION		POSITION

				Visual Powerfiles for EEO		N/A		TechSolutions		Yes		EMPLOYEE		DISPUTE





DRM Analyses Summary

		DRM Data Element		Systems Usings

		EMPLOYEE		34

		ORGANIZATION		15

		POSITION		11

		PAY		10

		OCCUPATION		9

		COMPETENCY		5

		TRAINING		5

		BENEFIT		4

		LEAVE		4

		APPLICANT		3

		BENEFICIARY		2

		CLAIM		2

		DISPUTE		2

		PERFORMANCE RESULT		2

		PROGRAM		2





DRM Analyses

				Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		e-QIP		Employee Express		Ethics Tracking System (Database)		Exit Clearance Process (Outlook)		Exit Interview (Lotus Notes Database)		Exit Interview (Outlook)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		Q12 Gallup Survey		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		UC-eXpress (TALX)		USA Staffing (OPM)		Recruitment One Stop		Visual Powerfiles for EEO

		APPLICANT																																																				X																X		X

		BENEFICIARY		X																																		X

		BENEFIT		X																				X														X		X

		BUDGET																																								X

		CLAIM		X																																																						X

		COMPETENCY																		X																																		X												X				X		X

		CONTRACT

		CONTRACTOR

		DETERMINATION																																																								X

		DISPUTE																																										X																														X

		EMPLOYEE		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X		X				X		X		X		X		X		X		X						X

		LEAVE																						X																X																		X						X

		LAW

		MISSION

		OCCUPATION																		X														X		X						X												X						X						X				X		X

		ORGANIZATION																		X		X				X								X		X						X												X		X		X		X		X				X		X		X		X

		PAY																						X										X		X				X		X								X								X				X		X				X

		PERFORMANCE MEASURE																																												X

		PERFORMANCE RESULT																																												X		X

		PERSONNEL ACTION																																								X

		PLAN																												X

		POLICY																		X

		POSITION										X								X														X		X						X												X								X				X		X		X		X

		PROGRAM																		X																						X

		REGULATION

		SECURITY CLEARANCE

		SERVICE PROVIDER

		STANDARD

		TRAINING						X		X								X		X																																														X





Info_Exchange

				Agency Query System		Ask HRO		Automated Individual Development Plan		Automated Resources Training System (ARTS)		Automated Table of Organization		cyberFEDS		cyberFEDS - Worker's Compensation Module		Distance Learning Tool		DOI LEARN		Employee Express		Electronic Questionnaires for Investigations Processing		Exit Clearance Process (Outlook)		Exit Interview (Outlook)		Exit Interview (Lotus Notes Database)		Federal Personnel and Payroll System		FPPS Datamart		Government Retirement and Benefits (GRB) Assist		Government Retirement and Benefits (GRB) EBIS		Human Capital Management System (SAS database)		IComplaints (EEO)		Leadership Needs Assessment Tools (Lotus Notes Database)		Needs Assessment Training and Validation (Lotus Notes Database)		PayCheck (Lotus Notes)		QuickHire		QuickTime (NBC-hosted)		Safety Management Information System (SMIS)		Student-Placement System		The Work Number (TALX)		Time and Attendance Automated System		Training Management System  (TMS)		Q12 Gallup Survey		UC-eXpress (TALX)		USA Staffing (OPM)		Recuritment One Stop (ROS)		Ethics Tracking System (Database)		Visual Powerfiles for EEO

		Agency Query System

		Ask HRO

		Automated Individual Development Plan																		P

		Automated Resources Training System (ARTS)																														U

		Automated Table of Organization

		cyberFEDS

		cyberFEDS - Worker's Compensation Module

		Distance Learning Tool						P												P

		DOI LEARN						U		U								U		P														U								U		U																U		U				U				U

		Employee Express																														B

		e-QIP

		Exit Clearance Process (Outlook)

		Exit Interview (Outlook)

		Exit Interview (Lotus Notes Database)

		Federal Personnel and Payroll System

		FPPS Datamart

		Government Retirement and Benefits (GRB) Assist

		Government Retirement and Benefits (GRB) EBIS

		Human Capital Management System (SAS database)										U																		P		U		B		U

		IComplaints (EEO)

		Leadership Needs Assessment Tools (Lotus Notes Database)																		P

		Needs Assessment Training and Validation (Lotus Notes Database)																		P

		PayCheck (Lotus Notes)																														P

		QuickHire

		QuickTime (NBC-hosted)

		Safety Management Information System (SMIS)																														U

		Student-Placement System																														U

		The Work Number (TALX)																														U

		Time and Attendance Automated System																														B

		Training Management System  (TMS)																														U

		Q12 Gallup Survey

		UC-eXpress (TALX)																														U

		USA Staffing (OPM)																																																																				B

		Recuritment One Stop (ROS)

		Ethics Tracking System (Database)																														U

		Visual Powerfiles for EEO																														U





Validation Lists

		System		PRM		BRM		BRM Definitions		SRM Service Type		SRM Component		SRM Definition		Yes_No		System_Type		E-Gov		E-Gov-Statis		CRUD		Useage		Data Object		Definition		FreqList		SysTrainList		Invest		OpStatusList		DevCycleList		SysUseList		CRUD		ArchList				BRM SubFunction

				None		1.1 Conduct Internal Environment Analysis		Collect, analyze, and disseminate internal environment analysis data for set scope and objectives.		Customer Relationship Management		Call Center Management		Handle telephone sales and/or service to the end customer		Yes		Custom		Recruitment One-Stop (ROS)		Component Of		P		P		APPLICANT		A person who has formally submitted an application for employment for a job with the US Federal government.		Never		None		300B		Operational		Project Definition		(P) Planned / Future Use		C		Client-Server		Client-server is network architecture which separates the client (often an application that uses a graphical user interface) from the server. Each instance of the client software can send requests to a server or application server. A client-server architecture is intended to provide a scalable architecture, whereby each computer or process on the network is either a client or a server.		1. HR Strategy		1. HR Strategy develops effective human capital management strategies to ensure federal organizations are able to recruit, select, develop, train, and manage a high-quality, productive workforce in accordance with merit system principles. This sub-function includes: conducting both internal and external environmental scans; developing human resources and human capital strategies and plans; establishing human resources policy and practices; managing current and future workforce competencies; developing workforce plans; developing succession plans; managing the human resources budget; providing human resources and human capital consultative support; and measuring and improving human resources performance.

				Management Excellence - Workforce Has Job-Related Knowledge and Skills		1.2 Conduct External Environment Analysis		Collect, analyze, and disseminate external environment analysis data for set scope and objectives.		Customer Relationship Management		Customer Analytics		Allow for the analysis of an organization's customers, as well as the scoring of third-party information as it relates to an organization’s customers		No		GOTS		Enhanced Human Resource Integration (EHRI)		Being Replaced By		U		U		BENEFICIARY		A person or entity who, because of a relationship with an EMPLOYEE, receives a BENEFIT or other service. Includes, but is not limited to, EMPLOYEE’s spouse, dependents and ex-spouse and a deceased EMPLOYEE’s survivors.		Once		Formal Classroom		300-1		Under Development		System Services Acquisition		(I) Initial Stages of Adoption		U		Web-Browser		An application that uses a Web Browser as its client interface to a server-based software solution.  The server based solution may be 3-tiered (web client, application server, database server).		2. Organization and Position Management		2. Organization and Position Management designs, develops, and implements organizational and position structures that create a high-performance, competency-driven framework that both advances the agency mission and serves agency human capital needs.

				Management Excellence - Accountability		1.3 Develop HC and HR Strategies		Formulate / Update HC Mission and Vision; Develop Multi-year HC Objectives and Strategies; Establish HC Goals, Milestones and Evaluation Criteria; and ; and Report on Progress Against HC and HR Objectives and Strategies		Customer Relationship Management		Sales and Marketing		Facilitate the promotion of a product or service and capture of new business				COTS		E-Clearance		Redundant To		B				BENEFIT		Entitlements that provide a cash value, immediate or deferred to an EMPLOYEE or BENEFICIARY. Examples include group life insurance, health insurance, disability insurance, educational benefits, pensions and other fringe benefits such as parking and transit subsidies.		Anually		Computer Based		No Business Case		Under Procurement		System Design		(C) Currently in Use		R		Plug-In		A variation of the Web-Browser architecture that requires a plug-in.  A plugin (or plug-in) is a computer program that interacts with a main application (a web browser or an email program, for example) to provide a certain, usually very specific, function.		3. Staff Acquisition		3. Staff Acquisition establishes procedures for recruiting and selecting high-quality, productive employees with the right skills and competencies, in accordance with merit system principles. This sub-function includes: developing a staffing strategy and plan; establishing an applicant evaluation approach; announcing the vacancy, sourcing and evaluating candidates against the competency requirements for the position; initiating pre-employment activities; and hiring employees.

				Management Excellence - Modernization		1.4 Establish HR Policy and Practices		Review Legislation, Regulations, Trends and Initiatives. Formulate, Review, Plan, and Implement HR Guidelines or Procedures		Customer Relationship Management		Product Management		Facilitate the creation and maintenance of products and services				ASP		E-Payroll		Integrates With						BUDGET		An itemization of an ORGANIZATION’s estimated or intended expenditures for a given period, along with proposals for financing them.  The BUDGET reflects the FTE allocation given to the ORGANIZATION, monies allocated for training and other line items for the planning period.		Continuously		Books or Manuals		External - N/A		Under Modification		System Development Construction		(R) Being Retired		D		Monolithic		A monolithic architecture is where processing, data and the user interface all reside on the same system.  This is sometimes termed a "Fat Client" architecture.		4. Performance Management		4. Performance Management designs, develops, and implements a comprehensive performance management approach to ensure agency employees are demonstrating competencies required of their work assignments. Design, develop and implement a comprehensive performance management strategy that enables managers to make distinctions in performance and links individual performance to agency goal and mission accomplishment. This sub-function also includes managing employee performance at the individual level and evaluating the overall effectiveness of the agency’s employee development approach.

				Management Excellence - Integration		1.5 Manage Competency Model		Establish, Validate, Execute Competency Model		Customer Relationship Management		Brand Management		Support the application of a trade name to a product or service as well as developing an awareness for the name				Tailored COTS		E-Training initiative		N/A						CLAIM		An official, written assertion by an EMPLOYEE to receive a BENEFIT or entitlement from his or her employer.  A DETERMINATION must occur in favor of the EMPLOYEE before an EMPLOYEE can receive the BENEFIT.				On-Line Course				Retired		Acceptance Testing		(N) Not in Use / Retired				SOA		A Service Oriented Architecture is an application that is a collection of loosely coupled software services.  A Service Oriented Architecture is not tied to a specific technology and may be implemented using a wide range of interoperability standards including RPC, DCOM, ORB or WSDL		5. Compensation Management		5. Compensation Management designs, develops, and implements compensation programs that attract, retain and fairly compensate agency employees. In addition, designs, develops, and implements pay for performance compensation programs to recognize and reward high performance, with both base pay increases and performance bonus payments. This sub-function includes: developing and implementing compensation programs; administering bonus and monetary awards programs; administering pay changes; managing time, attendance, leave and pay; and managing payroll.

				Management Excellence - Customer Value		1.6 Conduct Workforce Planning		Review Agency Products, Services, Functions and Organizations; Determine HC Demand and Supply; Document HC Gap; and Develop Workforce Plan		Customer Relationship Management		Customer / Account Management		Support the retention and delivery of a service or product to an organization's clients						E-Travel								COMPETENCY		A kernel of knowledge, skills, abilities and / or personal characteristics required by a position and held by an employee				Combination of Above				Unknown		Transition / Deployment						Terminal (3270) Client		Mainframe (Green Screen) terminal client / server application.  Examples include 3270 terminal clients.		6. Benefits Management		6. Benefits Management designs, develops, and implements benefit programs that attract, retain and support current and former agency employees. This sub-function includes: establishing and communicating benefits programs; processing benefits actions; and interacting as necessary with third party benefits providers.

				PMA - Strategic Management of Human Capital		1.7 Conduct Succession Planning		Identify Key Positions and Occupations; Determine Future Competency Requirements; Build Target Competency Profiles; Match Employees to Target Competency Profiles; and Create Agency Succession Development Strategy		Customer Relationship Management		Contact and Profile Management		Provide a comprehensive view of all customer interactions, including calls, email, correspondence and meetings; also provides for the maintenance of a customer’s account, business and personal information						None								CONTRACT		A legally binding agreement between two or more parties for performing, or refraining from performing, some specified act in exchange for lawful consideration.  CONTRACT examples include, but are not limited to, memoranda of understanding (MOUs), inter-agency agreements and procurement contracts.								N/A		Unknown										7. Human Resources Development		7. Human Resources Development designs, develops, and implements a comprehensive employee development approach to ensure that agency employees have the right competencies and skills for current and future work assignments. This sub-function includes conducting employee development needs assessments; designing employee development programs; administering and delivering employee development programs; and evaluating the overall effectiveness of the agency’s employee development approach.

				PMA - Competitive Sourcing		1.8 Manage HR Budget		Formulate and Submit HR Budget; Execute Against Approved HR Budget; and Report on HR Budget		Customer Relationship Management		Partner Relationship Management		Provide a framework to promote the effective collaboration between an organization and its business partners, particularly members of the distribution chain (e.g., channel and alliance partners, resellers, agents, brokers, and dealers) and other third parties that support operations and service delivery to an organization’s customers; includes performance evaluation of partners, if necessary														CONTRACTOR		A person/company who has been formally engaged to perform work for the US government, but is not an EMPLOYEE of the US government.										N/A										8. Employee Relations		8. Employee Relations designs, develops, and implements programs that strive to maintain an effective employer-employee relationship that balance the agency’s needs against its employees’ rights. This sub-function includes: addressing employee misconduct; addressing employee performance problems; managing administrative grievances; providing employee accommodation; administering employees assistance programs; participating in administrative third party proceedings; and determining candidate and applicant suitability.

				PMA - Improving Financial Performance		1.9 Provide HR Consultative Support		Identify Consultative Needs; Develop Consultative Strategy and Plan; Develop Content & Tools; and Provide Counsel		Customer Relationship Management		Customer Feedback		Is used to collect, analyze and handle comments and feedback from an organization's customers														DETERMINATION		A formal finding derived from disciplined research and analysis.  Examples include, but not limited to, DETERMINATION that results from the grievance process, DETERMINATION stemming from a workers compensation CLAIM, DETERMINATION resulting from the adjudication of a security clearance and DETERMINATION resulting from a retirement CLAIM.																				9. Labor Relations		9. Labor Relations manages the relationship between the agency and its unions and bargaining units. This includes negotiating and administering labor contracts and collective bargaining agreements; managing negotiated grievances; and participating in negotiated third party proceedings.

				PMA - E-Government		1.10 Measure and Improve HR Performance		Validate HR Performance Measures and Metrics; Track and Analyze HR Performance Results		Customer Relationship Management		Surveys		Are used to collect useful information from an organization's customers														DISPUTE		A complaint made by an EMPLOYEE or BENEFICIARY that may be formally or informally adjudicated.																				10. Separation Management		10. Separation Management conducts efficient and effective employee separation programs that assist employees in transitioning to non-Federal employment; facilitates the removal of unproductive, non-performing employees; and assists employees in transitioning to retirement.

				PMA - Budget & Perfermance Integration		2.1 Administer Organization and Position Management		Determine Organization Structure; Administer Position Management Program ; Establish Job Requirements; Analyze Job Requirements; and Evaluate Job Requirements Against Standards / Criteria; Maintain Positions; Request Reevaluation; Evaluate Job; Initiate Classification Appeal; Review Classification Appeal Request; Adjudicate Appeal; and Implement Appeal Decision		Customer Preferences		Personalization		Change a user interface and how data is displayed														EMPLOYEE		An individual appointed or elected to a POSITION in or under the executive branch of the US government and who occupies a position in an ORGANIZATION of the US government.  Includes attributes such as name, address, social security number and date of birth.																				Worker Safety

						3.1 Develop Staff Acquisition Strategy		Analyze Staffing Needs; Review Laws, Regulations, Policies, Guidelines; Identify Sourcing Strategies; Develop and Communicate Staff Acquisition Strategy		Customer Preferences		Subscriptions		Allow a customer to join a forum, listserv, or mailing list														LEAVE		Information pertaining to the expenditure and earning of leave hours that an employee can be absent away from their job, with or without pay.  Leave information is tracked every pay period.

						3.2 Develop Staff Acquisition Plan		Match Staffing Requests to Descriptions of Duties; Determine Appropriate Source Options; Develop and Communicate Staff Acquisition Plan		Customer Preferences		Alerts and Notifications		Allow a customer to be contacted in relation to a subscription or service of interest														LAW		An enacted rule, governing principal or judicial ruling derived from legislation to which Federal government ORGANIZATIONs must adhere.

						3.3 Establish Evaluation Approach		Conduct Job Analysis; Develop Assessment Criteria and Approach		Customer Initiated Assistance		Online Help		Provide an electronic interface to customer assistance														MISSION		The overall philosophical and operational purpose to which an ORGANIZATION aspires and that provides a context for the ORGANIZATION’s plans.

						3.4 Source Candidate		Finalize Applicant Sources; Conduct Pre-Announcement Recruitment; Announce Jobs; Facilitate Application for Employment; and Receive Applicant Documentation		Customer Initiated Assistance		Online Tutorials		Provide an electronic interface to educate and assist customers														OCCUPATION		A subgroup of a job family that includes all jobs at the various skill levels in a particular kind of work. Jobs within an occupation are similar to each other with regard to subject matter and basic knowledge and skill requirements.

						3.5 Evaluate Candidate		Determine Qualified / Eligible Candidates; Assess Candidates to be Referred; Apply Federal Rules on Preferences; Refer Candidates for Consideration; Assess Candidates for Selection; Make Tentative Selection; and Validate Selection		Customer Initiated Assistance		Self-Service		Allow an organization's customers to sign up for a particular service at their own initiative														ORGANIZATION		A US government administrative structure with a mission to include all levels of US governmental organizations. Typically, a group of EMPLOYEES performing US Federal government jobs for a given purpose.  Examples are Agency, Department and team.  An ORGANIZATION may be comprised of multiple ORGANIZATIONs; similarly, an ORGANIZATION may be part of one or more ORGANIZATIONs.

						3.6 Hire Employee		Determine Terms of Offer; Extend Job Offer; Accept Response to Job Offer; Initiate Pre-employment Processes; Certify Compliance with Pre-Employment Requirements; Bring Selectee On Board; and Close Out Case File		Customer Initiated Assistance		Reservations / Registration		Allow electronic enrollment and confirmations for services														PAY		The compensation received by an EMPLOYEE for performing a job.  PAY may include regular PAY, overtime PAY, lump sum PAY, separation PAY, retirement PAY and monetary awards.

						4.1 Establish Agency Performance Management Strategy		Review Laws, Regulations, Policies and Guidelines; Develop and Communicate Agency Performance Management Strategy		Customer Initiated Assistance		Multi-Lingual Support		Allow access to data and information in multiple languages														PERFORMANCE MEASURE		A specific quantifiable result that is expected relative to a given operational area.  Examples include time to hire, EMPLOYEE attrition, self-service usage rate and individual performance expectations.

						4.2 Establish and Implement Performance Management System and Programs		Design Performance Management Framework; Develop, Implement, and Assess Performance Management Programs(s)		Customer Initiated Assistance		Assistance Request		Support the solicitation of support from a customer														PERFORMANCE RESULT		The result that is achieved for each PERFORMANCE MEASURE that is being managed to and tracked.  PERFORMANCE RESULTs are often compiled monthly and used to derive a dashboard highlighting successes and areas for improvement.

						4.3 Manage Employee Performance		Establish Individual Performance Requirements; Conduct Feedback; Complete, Discuss, and Finalize Performance Appraisal		Customer Initiated Assistance		Scheduling		Define the set of capabilities that support the plan for performing work or service to meet the needs of an organization’s customers														PERSONNEL ACTION		An official personnel notification indicating a required change in an EMPLOYEE’s job or status.  Examples include hire, separation, retirement, transfer and PAY increase.

						4.4 Evaluate Performance Management Effectiveness		Evaluate Performance Management Program and Evaluate Long-term Impacts and Value of Performance Management Programs		Tracking and Workflow		Process Tracking		Process Tracking														PLAN		A documented method for accomplishing an ORGANIZATION’s goals and or objectives. Examples of PLANs used in the HR LOB context include: individual PLANs, operational PLANs and strategic PLANs.  A strategic PLAN is a set of broad prescribed actions or endeavors that provide a focus on achievement for an ORGANIZATION’s MISSION.  A strategic PLAN typically has a three- to five-year time horizon.  An operational PLAN is a set of specific prescribed actions or endeavors that provides a focus for achievement of an ORGANIZATION’s strategic plan.  An operational PLAN typically has a time horizon of one year or less.  An individual PLAN is a document that specifies intentions of an EMPLOYEE for a period of time.  Examples include career plan, individual development plan, training plan, performance plan and performance improvement plan.

						5.1 Adopt Compensation Programs		Review Laws, Regulations, Policies and Trends; Identify Parity Issues; Establish and Implement Compensation Program; Create Compensation Program Communications Approach and Content		Tracking and Workflow		Case Management		Case Management														POLICY		A ‘rule of the road’ or criterion that governs an ORGANIZATION’s operations. A settled method, which may or may not be used by an ORGANZIATION to administer its affairs and operations.

						5.2 Administer Bonus and Awards Programs		Identify Bonus and Awards Payout Strategies; Determine Eligibility for Bonus or Award; Set Bonus or Award Pay; and Deliver Bonus or Award Communication		Tracking and Workflow		Conflict Resolution		Conflict Resolution														POSITION		A specific job instance requiring an established set of duties and competencies.

						5.3 Administer Pay or Leave		Identify Employees to Receive Pay or Leave Change; Process Pay or Leave Change; and Communicate Pay or Leave Change		Routing and Scheduling		Management		Management of the organization and its stakeholders														PROGRAM		An initiative executed by ORGANIZATION(s) to satisfy an agency’s MISSION and strategic objectives. Mission and objectives are typically included in the agency’s strategic plan.

						5.4 Manage Time and Attendance		Schedule Employees; Attest Attendance Data; Manage Usage of Leave and Paid Time Off; and Certify Employee Attendance Data		Routing and Scheduling		Outbound Correspondence Management		Manage internally initiated communication between an organization and its stakeholders														REGULATION		A principle or rule designed to control or govern business and employee conduct.

						5.5 Manage Payroll		Manage Employee Furnished Payroll Data; Process On-cycle Payroll; Process Off-cycle Payroll; Distribute Labor Costs; Process Disbursements; Handle Payroll Issues; and Perform Periodic Reporting		Management of Process		Change Management		Control the process for updates or modifications to the existing documents, software or business processes of an organization														SECURITY CLEARANCE		An administrative determination based on the result of an investigation that an individual is trustworthy and may be granted access to classified information as required in the performance of assigned duties.

						6.1 Establish Benefits Programs		Adopt or Establish Discretionary Benefits Programs; Establish Benefits Eligibility Rules; Coordinate Process Implementation with Partners and Providers; and Create Benefits Communications Approach and Content		Management of Process		Configuration Management		Control the hardware and software environments, as well as documents of an organization														SERVICE PROVIDER		An external organization that provides an ongoing service (HR LOB sub-functions) to an ORGANIZATION and / or an EMPLOYEE.  Examples include third party benefits providers, educational trainers, etc.

						6.2 Process Benefits Actions		Deliver Benefits Communication; Manage Provider Contracts; Provide Means for Employees to Elect Benefits; Provide Means for Employee to Activate Enrollments; and Maintain Appropriate Records		Management of Process		Requirements Management		Gather, analyze and fulfill the needs and prerequisites of an organization's efforts														STANDARD		A guideline or approach that provides insight and / or instructions for performing a job.  A STANDARD may have broad implications or may be very specific.  An example of a broad STANDARD is an industry best practice.  A more specific STANDARD is written procedures.

						7.1 Establish Agency Human Resources Development (HRD) Management Strategy		Review Laws, Regulations, Policies and Guidelines; Develop and Communicate Agency HRD Vision		Management of Process		Program / Project Management		Manage and control a particular effort of an organization														TRAINING		A program designed for educational and/or career improvement.

						7.2 Conduct HR Development Needs Assessment		Determine Competencies to be Addressed by HRD; Identify / Propose HRD Program; and Analyze, Prioritize and Select HRD Programs  and / or Learning Opportunities to be Implemented		Management of Process		Governance / Policy Management		Influence and determine decisions, actions, business rules and other matters within an organization

						7.3 Develop HR Development Program		Conduct Training Needs Analysis for Each Approved HRD Program and/or Learning Opportunity; Design HRD Program Content; Select HRD Program Provider; Develop HRD Program; Establish Overall Implementation Time Frames and Predict Program Life Span; and Review and Validate HRD Program		Management of Process		Quality Management		Help determine the level that a product or service satisfies certain requirements

						7.4 Implement HR Development Program		Pilot HRD Program; Revise HRD Content and Methods of Delivery; Announce HRD; Administer Training; and Deliver HRD Program		Management of Process		Business Rule Management		Manage the enterprise processes that support an organization and its policies

						7.5 Manage HR Development		Create or Update Individual Development Plan; Execute Individual Development Plan; And Assess Progress Against Individual Development Plan		Management of Process		Risk Management		Support the identification and probabilities or chances of hazards as they relate to a task, decision or long-term goal

						7.6 Evaluate HR Development Program Effectiveness		Evaluate HRD Program; Analyze HRD Program Results; and Evaluate Long-term Impacts and Value of HRD Programs		Organizational Management		Workgroup / Groupware		Support multiple users working on related tasks

						8.1 Address Employee Misconduct		Establish and Communicate Employee Conduct Expectations;  Conduct Fact Finding Into Employee Misconduct; and Execute Formal or Informal  Action.		Organizational Management		Network Management		Monitor and maintain a communications network in order to diagnose problems, gather statistics and provide

						8.2 Address Employee Performance Problems		Address Performance Improvement Plan and Execute Formal or Informal Action		Investment Management		Strategic Planning & Mgmt		Support the determination of long-term goals and the identification of the best approach for achieving those goals

						8.3 Manage Administrative Grievances		Identify Issue (Informal Grievance); Advise on Means of Resolution; Provide Means for Employee to File Formal Grievance; Engage in Alternative Dispute Resolution; Process Grievance; and Render Decision on Grievance		Investment Management		Portfolio Management		Support the administration of a group of investments held by an organization

						8.4 Provide Reasonable Accommodation		Provide means for Employee to Request Accommodation; Determine Accommodation Needs; and Put Reasonable Accommodation Into Place		Investment Management		Performance Management		Measure the effectiveness of an organization's financial assets and capital

						8.5 Administer Employee Assistance Program		Provide EAP Services and Make Referrals to EAP Services		Supply Chain Management		Procurement		Support the ordering and purchasing of products and services

						8.6 Participate in Administrative Third Party Proceedings		Provide means for an Employee to File With a Third Party; Engage in Discovery; Prepare a Response to Third Party Filing; Participate in Alternative Dispute Resolution; Participate in Hearing / Meeting / Trial; Appeal Third Party Decision (if applicable); and/or Implement Third Party Decision / Settlement.		Supply Chain Management		Sourcing Management		Support the supply of goods or services as well as the tracking and analysis of costs for these goods

						8.7 Determine Candidate / Employee Suitability		Review Investigative File; Respond to Request for Information; and Adjudicate Suitability Issues		Supply Chain Management		Inventory management		Provide for the balancing of customer service levels with inventory investment

						9.1 Manage Labor Relations		Obtain Recognition; Clarify Bargaining Unit(s) and Representation; Establish Communication Protocol; Initiate Bargaining Process; Prepare for Negotiation; Conduct Negotiation; Perform Agency Head Review; Administer Agreements; Provide for Government-wide or National Consultation; and Provide Information to Unions		Supply Chain Management		Catalog Management		Support the listing of available products or services that an organization offers

						9.2 Manage Negotiated Grievances		Identify Issue (Informal Grievance); Advise on Means of Resolution; Provide means for Employee to File Formal Grievance; Engage in Alternative Dispute Resolution; Process Grievance; Render Decision on Grievance; Participate in Arbitration Process; and Challenge Arbitrator’s Decision  (if applicable).		Supply Chain Management		Ordering / Purchasing		Allow the placement of request for a product

						9.3 Participate in Negotiated Third Party Proceedings		File With a Third Party; Engage in Discovery; Prepare a Response to Third Party Filing; Participate in Alternative Dispute Resolution; Participate in Hearing / Meeting; Appeal Third Party Decision (if applicable); and/or Implement Third Party Decision		Supply Chain Management		Invoice / Requisition Tracking and Approval		Support the identification of where a shipment or delivery is within the business cycle

						10.1 Manage Employee Separation		Initiate Separation; Conduct Workforce Shaping Activities; Determine Terms of Separation; Provide Separation Support; Conduct Knowledge Transfer; and Conduct Exit Processing		Supply Chain Management		Storefront / Shopping Cart		Support the online equivalent of the supermarket cart, where orders and merchandise are placed

										Supply Chain Management		Warehouse management		Provide for the storage and movement of materials within a warehouse, including these processes: material receipt, order picking, packaging, labeling and shipping

										Supply Chain Management		Returns Management		Collect, analyze and resolve product returns or service cancellations

										Supply Chain Management		Logistics and Transportation		Provide for efficient freight and traffic management

										Content Management		Content Authoring		Allow for the creation of tutorials, CBT courseware, web sites, CD-ROMs and other interactive programs

										Content Management		Content Review and Approval		Allow for the approval of interactive programs

										Content Management		Tagging and Aggregation		Support the identification of specific content within a larger set of content for collection and summarization

										Content Management		Content Publishing and Delivery		Allow for the propagation of interactive programs

										Content Management		Syndication Management		Control and regulate an organization's brand

										Document Management		Document Imaging and OCR		Support the scanning of documents

										Document Management		Document Referencing		Support the redirection to other documents and information for related content

										Document Management		Document Revisions		Support the versioning and editing of content and documents

										Document Management		Library / Storage		Support document and data warehousing and archiving

										Document Management		Document Review and Approval		Support the editing and commendation of documents before releasing them

										Document Management		Document Conversion		Support the changing of files from one type of format to another

										Document Management		Indexing		Support the rapid retrieval of documents through a structured numbering construct

										Document Management		Classification		Support the categorization of documents

										Knowledge Management		Information Retrieval		Allow access to data and information for use by an organization and its stakeholders

										Knowledge Management		Information Mapping / Taxonomy		Support the creation and maintenance of relationships between data entities, naming standards and categorization

										Knowledge Management		Information Sharing		Support the use of documents and data in a multi-user environment for use by an organization and its stakeholders

										Knowledge Management		Categorization		Allow classification of data and information into specific layers or types to support an organization

										Knowledge Management		Knowledge Engineering		Support the translation of knowledge from an expert into the knowledge base of an expert system

										Knowledge Management		Knowledge Capture		Facilitate collection of data and information

										Knowledge Management		Knowledge Distribution and Delivery		Support the transfer of knowledge to the end customer.

										Knowledge Management		Smart Documents		Support the interaction of information and process (business logic) rules between users of the document. (i.e. the logic and use of the document is embedded within the document itself and is managed within the document parameters)

										Records Management		Record Linking / Association		Support the correlation between logical data and information sets

										Records Management		Document Classification		Support the categorization of documents and artifacts, both electronic and physical

										Records Management		Document Retirement		Support the termination or cancellation of documents and artifacts used by an organization and its stakeholders

										Records Management		Digital Rights Management		Support the claim and ownership of intellectual capital and artifacts belonging to an organization

										Analysis and Statistics		Mathematical		Support the formulation and mathematical analysis of probabilistic models for random phenomena and the development and investigation of methods and principles for statistical inference

										Analysis and Statistics		Structural / Thermal		Support the use of data flow and data modeling diagrams for applying systematic analysis of data

										Analysis and Statistics		Radiological		Support the use of radiation and x-ray technologies for analysis and scientific examination

										Analysis and Statistics		Forensics		Support the analysis of physical elements using science and technology for investigative and legal purposes

										Visualization		Graphing / Charting		Support the presentation of information in the form of diagrams or tables

										Visualization		Imagery		Support the creation of film or electronic images from pictures or paper forms

										Visualization		Multimedia		Support the representation of information in more than one form to include text, audio, graphics, animated graphics and full motion video

										Visualization		Mapping / Geospatial / Elevation / GPS		Provide for the representation of position information through the use of attributes such as elevation, latitude, and longitude coordinates

										Visualization		CAD		Support the design of products with computers

										Knowledge Discovery		Data Mining		Provide for the efficient discovery of non-obvious, valuable patterns and relationships within a large collection of data

										Knowledge Discovery		Modeling		Develop descriptions to adequately explain relevant data for the purpose of prediction, pattern detection, exploration or general organization of data

										Knowledge Discovery		Simulation		Utilize models to mimic real-world processes

										Business Intelligence		Demand Forecasting / Mgmt		Facilitate the prediction of sufficient production to meet an organization's sales of a product or service

										Business Intelligence		Balanced Scorecard		Support the listing and analyzing of both positive and negative impacts associated with a decision

										Business Intelligence		Decision Support and Planning		Support the analyze information and predict the impact of decisions before they are made

										Reporting		Ad Hoc		Support the use of dynamic reports on an as needed basis

										Reporting		Standardized / Canned		Support the use of pre-conceived or pre-written reports

										Reporting		OLAP		Support the analysis of information that has been summarized into multidimensional views and hierarchies

										Data Management		Data Exchange		Support the interchange of information between multiple systems or applications; includes verification that transmitted data was received unaltered

										Data Management		Data Mart		Support a subset of a data warehouse for a single department or function within an organization

										Data Management		Data Warehouse		Support the archiving and storage of large volumes of data

										Data Management		Meta Data Management		Support the maintenance and administration of data that describes data

										Data Management		Data Cleansing		Support the removal of incorrect or unnecessary characters and data from a data source

										Data Management		Extraction and Transformation		Support the manipulation and change of data

										Data Management		Loading and Archiving		Support the population of a data source with external data

										Data Management		Data Recovery		Support the restoration and stabilization of data sets to a consistent, desired state

										Data Management		Data Classification		Allow the classification of data

										Human Resources		Recruiting		Support the identification and hiring of employees for an organization

										Human Resources		Resume Management		Support the maintenance and administration of one's professional or work experience and qualifications

										Human Resources		Career Development and Retention		Support the monitoring of performance as well as the professional growth, advancement, and retention of an organization's employees

										Human Resources		Time Reporting		Support the submission, approval and adjustment of an employee's hours

										Human Resources		Awards Management		Support the recognition of achievement among employees of an organization

										Human Resources		Benefit Management		Support the enrollment and participation in an organization's compensation and benefits programs

										Human Resources		Retirement Management		Support the payment of benefits to retirees

										Human Resources		Personnel Administration		Support the matching between an organization’s employees and potential opportunities as well as the modification, addition and general upkeep of an organization’s employee-specific information

										Human Resources		Education / Training		Support the active building of employee capacities

										Human Resources		Health and Safety		Support the security and physical well-being of an organization's employees

										Human Resources		Travel Management		Support the transit and mobility of an organization's employees for business purposes

										Financial Management		Billing and Accounting		Support the charging, collection and reporting of an organization's accounts

										Financial Management		Credit / Charge		Support the use of credit cards or electronic funds transfers for payment and collection of products or services

										Financial Management		Expense Management		Support the management and reimbursement of costs paid by employees or an organization

										Financial Management		Payroll		Involve the administration and determination of employees compensation

										Financial Management		Payment / Settlement		Support the process of accounts payable

										Financial Management		Debt Collection		Support the process of accounts receivable

										Financial Management		Revenue Management		Support the allocation and re-investment of earned net credit or capital within an organization

										Financial Management		Internal Controls		Support the methods and procedures used by the organization to safeguard its assets, produce accurate accounting data and reports, contribute to efficient operations, and encourage staff to adhere to management policies and mission requirements

										Financial Management		Auditing		Support the examination and verification of records for accuracy

										Financial Management		Activity-Based Management		Support a defined, specific set of finance-related tasks for a given objective

										Financial Management		Currency Translation		Support the calculations and difference between multiple mediums of exchange

										Assets / Materials Management		Property / Asset Management		Support the identification, planning and allocation of an organization's physical capital and resources

										Assets / Materials Management		Asset Cataloging / Identification		Support the listing and specification of available assets

										Assets / Materials Management		Asset Transfer, Allocation, and Maintenance		Support the movement, assignment, and replacement of assets

										Assets / Materials Management		Facilities Management		Support the construction, management and maintenance of facilities for an organization

										Assets / Materials Management		Computers / Automation Management		Support the identification, upgrade, allocation and replacement of physical devices, including servers and desktops, used to facilitate production and process-driven activities

										Development and Integration		Legacy Integration		Support the communication between newer generation hardware/software applications and the previous, major generation of hardware/software applications

										Development and Integration		Enterprise Application Integration		Support the redesigning of disparate information systems into one system that uses a common set of data structures and rules

										Development and Integration		Data Integration		Support the organization of data from separate data sources into a single source using middleware or application integration as well as the modification of system data models to capture new information within a single system

										Development and Integration		Instrumentation and Testing		Support the validation of application or system capabilities and requirements

										Development and Integration		Software Development		Support the creation of both graphical and process application or system software

										Human Capital / Workforce Management		Resource Planning and Allocation		Support the determination of strategic direction, the identification and establishment of programs and processes, and the allocation of resources (capital and labor) among those programs and processes

										Human Capital / Workforce Management		Skills Management		Support the proficiency of employees in the delivery of an organization's products or services

										Human Capital / Workforce Management		Workforce Directory / Locator		Support the listing of employees and their whereabouts

										Human Capital / Workforce Management		Team / Org Management		Support the hierarchy structure and identification of employees within the various sub-groups of an organization

										Human Capital / Workforce Management		Contingent Workforce Management		Support the continuity of operations for an organization's business through the identification of alternative organization personnel

										Human Capital / Workforce Management		Workforce Acquisition / Optimization		Support the hiring and re-structuring of employees and their roles within an organization

										Security Management		Identification and Authentication		Support obtaining information about those parties attempting to log on to a system or application for security purposes and the validation of those users

										Security Management		Access Control		Support the management of permissions for logging onto a computer or network

										Security Management		Encryption		Support the encoding of data for security purposes

										Security Management		Intrusion Detection		Support the detection of illegal entrance into a computer system

										Security Management		Verification		Support the confirmation of authority to enter a computer system, application or network

										Security Management		Digital Signature		Guarantee the unaltered state of a file

										Security Management		User Management		Support the administration of computer, application and network accounts within an organization

										Security Management		Role / Privilege Management		Support the granting of abilities to users or groups of users of a computer, application or network

										Security Management		Audit Trail Capture and Analysis		Support the identification and monitoring of activities within an application or system

										Collaboration		Email		Support the transmission of memos and messages over a network

										Collaboration		Threaded Discussions		Support the running log of remarks and opinions about a given topic or subject

										Collaboration		Document Library		Support the grouping and archiving of files and records on a server

										Collaboration		Shared Calendaring		Allow an entire team as well as individuals to view, add and modify each other’s schedules, meetings and activities

										Collaboration		Task Management		Support a specific undertaking or function assigned to an employee

										Search		Query		Support retrieval of records that satisfy a specific query

										Search		Precision / Recall Ranking		Support selection and retrieval of records ranked to optimize precision against recall

										Search		Classification		Support selection and retrieval of records organized by shared characteristics in content or context

										Search		Pattern Matching		Support retrieval of records generated from a data source by imputing characteristics based on patterns in the content or context

										Communication		Real Time / Chat		Support the conferencing capability between two or more users on a local area network or the internet

										Communication		Instant Messaging		Support keyboard conferencing over a Local Area Network or the internet between two or more people

										Communication		Audio Conferencing		Support audio communications sessions among people who are geographically dispersed

										Communication		Video Conferencing		Support video communications sessions among people who are geographically dispersed

										Communication		Event / News Management		Monitor servers, workstations and network devices for routine and non-routine events

										Communication		Community Management		Support the administration of online groups that share common interests

										Communication		Computer / Telephony Integration		Support the connectivity between server hardware, software and telecommunications equipment into a single logical system

										Communication		Voice Communications		Provide telephony or other voice communications

										Systems Management		License Management		Support the purchase, upgrade and tracking of legal usage contracts for system software and applications

										Systems Management		Remote Systems Control		Support the monitoring, administration and usage of applications and enterprise systems from locations outside of the immediate system environment

										Systems Management		System Resource Monitoring		Support the balance and allocation of memory, usage, disk space and performance on computers and their applications

										Systems Management		Software Distribution		Support the propagation, installation and upgrade of written computer programs, applications and components

										Systems Management		Issue Tracking		Receive and track user-reported issues and problems in using IT systems, including help desk calls

										Forms Management		Forms Creation		Support the design and generation of electronic or physical forms and templates for use within the business cycle by an organization and its stakeholders

										Forms Management		Forms Modification		Support the maintenance of electronic or physical forms, templates and their respective elements and fields
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EHRI eOPF VA Advantage
INTRODUCTION

The Office of Personnel Management’s (OPM’s) Enterprise Human Resources
Integration (EHRI) initiative is pleased to present to your agency the opportunity to
partner with EHRI, and the rest of the Government’s Executive Branch agencies, with
regard to the electronic conversion, hosting and interface of its Official Personnel
Folders (OPFs). Through experience, EHRI has been able to utilize the policy and
regulation knowledge of OPM, and previous agency conversions to the electronic
personnel file, to develop a set of standardized conversion processes that can be
leveraged by any agency. EHRI has partnered, through a competitive blanket purchase
agreement (BPA), with Northrop Grumman Corporation (formerly Integic Corporation) to
provide this unique service to all agencies throughout the Government, at the lowest
competitive price. Additionally, EHRI has partnered with Department of Interior’s
National Business Center (NBC) and the Department of Agriculture’s National Finance
Center (NFC) to provide hosting and help desk services.

EHRI, as one of the Office of Personnel Management’s e-Government initiatives, is
uniquely qualified to perform services related to the handling of the Federal personnel
folder, as well as its electronic equivalent.

ADVANTAGES OF A RELATIONSHIP WITH EHRI
There are many advantages to a relationship with EHRI to provide the personnel file
folder conversion and hosting support including:

e Access to EHRI's discounted purchasing power as reflected through its BPA
pricing;

¢ Automatic compliance with EHRI's personnel file electronic conversion
standards;

¢ Compliance with the President’'s Management Agenda (PMA) in getting to green
in this area of the Office of Management and Budget’s electronic Government
scorecard;

e Access to pre-defined electronic personnel file conversion processes and
management reducing time to deployment; and

o A simplified contracting process through a Memorandum of Understanding and
Interagency Agreement.

DISCOUNTED PURCHASING

Recognizing the need to provide personnel file folder conversion over the span of the
entire Federal civilian workforce, EHRI has entered into agreements with other
Government agencies and executed a BPA that together cover the gamut of electronic
personnel file records management and conversion services. These can include
software licensing, conversion of the paper OPFs, hosting, help desk services, human
resource specialist training, and more. Having established these contractual
agreements, EHRI is now able to provide these services at reduced rates beyond what
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the Agencies are able to obtain on their own. This discount can range from 10 to 50
percent depending on the size of the Agency and the scope of the services required.

STANDARDS COMPLIANCE

EHRI has specified a list of required documents from the Official Personnel Folder that
are necessary to represent the folder in electronic form. It is anticipated that this list will
change over time as additional agencies are brought on and additional forms and
situations are encountered. Electronic conversion of the paper OPF through EHRI will
guarantee automatic compliance with OPM’s Guide to Recordkeeping now and in the
future.

PMA COMPLIANCE

The President’s Management Agenda (PMA) includes five Government-wide initiatives
and 10 program-specific initiatives that apply to a subset of Government agencies.
While explicitly identified as an initiative to address “Expanded Electronic Government”,
the EHRI products and services directly support the requirements of Agencies to meet
all aspects of PMA:

e Strategic Management of Human Capital — The EHRI systems provide a web-
based platform for the conversion and retrieval of electronic personnel file folder
information allowing human resource specialists to concentrate on the human
resource aspects of HR, as opposed to locating and physically retrieving file
folders.

e Competitive Sourcing — Through its BPA and centralized services environment,
EHRI is able to provide the services related to secure conversion, storage and
access to electronic personnel files at a fraction of the cost that agencies are
able to obtain on their own.

¢ Improved Financial Performance — As agencies are able to provide direct
access to electronic file folders securely to employees over the web, a drastic
reduction in the retrieval, printing, filing, faxing, copying and mailing costs
associated with paper files can be achieved.

e Expanded Electronic Government — A partnership with EHRI is in direct
support of a number of the President’s original 24 QuickSilver e-Government
initiatives, such as e-Training, e-Payroll, and electronic Human Resources
management.

¢ Budget and Performance Integration — Through discounted contracting and
the level of benefits achieved through conversion to electronic personnel folders,
your agency will achieve the highest results at the lowest cost available to the
Government.

PRE-DEFINED PROCESSES

EHRI has worked through the implementation of the eOPF before. We have had the
opportunity to thoroughly document the process and apply lessons learned with
customers such as the Department of Health and Human Services and the Department
of Homeland Security. This information is exclusively provided to our customers through
the EHRI Program Office. For each agency customer, EHRI assigns a Project Manager
to help the agency through the electronic conversion process identifying unique
requirements, establishing and managing the work breakdown structure and monitoring
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execution of the plan. All aspects of the conversion are jointly managed through the
EHRI Program Office and the agency. Results are visible to OPM, OMB and Agency
Management. EHRI has worked with its BPA vendor to establish a detailed work
process for obtaining paper folders from the agency, tracking, scanning, indexing, quality
evaluation, and return. The entire process is documented, monitored and secure.

SIMPLIFIED CONTRACTING

One of the most significant benefits to obtaining services through EHRI is the greatly
simplified contracting process. All that is needed is to agree to and sign a Memorandum
of Understanding with EHRI to establish the relationship, a Terms of Reference to further
define the scope of work, and then an Interagency Agreement to authorize payment to
EHRI. Once complete, EHRI may begin work immediately to organize, plan and execute
its personnel folder conversion. With no lengthy request for proposal process required,
the financial savings from skipping these steps alone is significant.

INFORMATION ABOUT THE EHRI CONVERSION PARTNER

» Northrop Grumman Corporation has performed personnel file conversion
services for the federal government including the Department of Health and
Human Services, Transportation Security Administration (TSA) and the United
States Coast Guard.

» Northrop Grumman has subject matter expertise in all aspects of the contents of
and recordkeeping requirements for Official Personnel Folders. Northrop
Grumman has experience with and a working knowledge of OPM standards and
mandates associated with personnel folders and actions, including the Guide to
Personnel Recordkeeping.

» Northrop Grumman adheres to a proven conversion methodology that is based
on operational experience. Integic understands and works with agencies' that
are going through the transition to electronic OPFs. Northrop Grumman supports
the agencies’ need to continue operations, even during the conversion process.
Northrop Grumman also supports the agencies’ need for privacy, security,
reliability, tracking, audit and quality control.

» Northrop Grumman possesses the technical capabilities to interface with human
resources system(s) to directly extract employee personnel action information.

Northrop Grumman’s conversion team has over nine years of experience in scanning
and content management technologies. Their secure facility has been examined and
approved by several governmental agencies, including the United States Secret Service,
the United States House of Representatives, Inspector General, Naval Sea Systems
Command, Army Materiel Command, the Securities and Exchange Commission,
Department of Health and Human Services, and other commercial customers. The
conversion team does not utilize offshore labor or send any work overseas for
processing. All conversion team members are US Citizens and have had the
appropriate security investigations.

EHRI EOPF CAPABILITIES

General Requirements
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General Need

e-OPF Capability

Duplicate manual OPF including support for
security and access. Meets EHRI'’s
requirements for an e-OPF.

e-OPF supports the OPF records on the left-
hand side and right-hand side of the folder.
Additionally, eOPF supports the performance
and training folders currently maintained in
personnel offices.

Eliminate the paper that supports personnel /
workforce management.

e-OPF electronically handles the forms and
records needed in the Official Personnel
Folder.

Provide the data that supports personnel /
workforce management.

e-OPF puts OPFs on-line making them readily
available to both the employee and the HR
Specialist. Automatically notifies employees
when documents are placed in their eOPF
thereby eliminating the need to mail the
hardcopy document to the employee.

Support all civilian personnel including:
Federal civil service, non-appropriated funds,
local nationals, volunteers, as well as,
seasonal or temporary employees.

e-OPF is flexible and can be configured to
handle a wide range of specialized folders and
forms thus meeting the needs for a varied
workforce.

Accept employee records and forms in the full
range of formats needed for the Official
Personnel Folder.

e-OPF supports Government Standard Forms.
In addition, data can be extracted from ERP
systems and other HR applications to
populated e-OPF forms; resumes and other
forms can be uploaded from specialized
applications, e.g., Resumix; forms from
vendors of COTS forms applications — e.g.,
Adobe and PureEdge — can be uploaded via
integration efforts; paper-based records can
be scanned into the folder.

Support universal web access.

e-OPF is available through standard web
browsers with Adobe Acrobat Reader as the
document viewer. No other third party
components are required by the employee.
Records and forms are presented as Adobe
PDF files, a universally supported document
format. e-OPF is tested against the following
web browsers on the Wintel platform:
Microsoft IE 5.5 and above; Netscape 6.x.

CONTENT REQUIREMENTS

| Content Need

| e-OPF Capability
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Content Need

e-OPF Capability

Eliminate the paper that supports personnel /
workforce management. Accept employee
records and forms in the full range of formats
needed for the Official Personnel Folder.

e-OPF supports Government Standard Forms.
In addition, data can be extracted from ERP
systems and other HR applications to
populated e-OPF forms; resumes and other
forms can be uploaded from specialized
applications, e.g., Resumix; forms from
vendors of COTS forms applications — e.g.,
Adobe and PureEdge — can be uploaded;
paper-based records can be scanned into the
folder. Records from any of these sources,
when added to the folder, are indexed and
catalogued for full e-OPF support. Note:
Support for extraction from ERP and HR
systems is a custom implementation effort.

Support standards forms.

e-OPF electronically handles, either through
scanning or integration with HR systems, all
the forms and records needed in the Official
Personnel Folder including the basic:

SF-50 — Natification of Personnel Action.
SF-52 — Request for Personnel Action.

Support all Entrance on Duty forms for new
employees. Automate the creation of the
folder for new employees.

e-OPF electronically handles, either through
scanning or integration with HR systems, key
Entrance on Duty forms:

TSP-1 — Thrift Savings Plan Election Form.
SF 2809 Federal Employees Health Benefits
Form.

SF 2817, SF 2823 — Federal Employee Group
Life Insurance (Note: SF 2823, Designation of
Beneficiary requires original paper copy on
file). Data can be extracted from other HR
applications or uploaded to these applications.
The electronic Official Personnel Folder can
be created automatically for new employees.

Create electronic forms automatically from
digital data extracted from HR/ERP systems
and existing government HR applications.

e-OPF can employ intelligent agents and
connectors to access existing databases and
application interfaces. With these agents and
connectors, e-OPF could extract data or
update data in Peoplesoft, Oracle HR and
other government applications to
automatically generate records for the folder.






EHRI eOPF VA Advantage

Content Need

e-OPF Capability

Upload resumes to the e-OPF from COTS

candidate sourcing applications or from paper.

e-OPF could upload resumes from COTS
applications, like Resumix by HotJobs.
Resumes could be uploaded for the initial
resume associated with initial government
employment as well as the current resume for
the current government assignment.
Alternately resumes can be scanned from any
paper source and added to the e-OPF.

Upload training results from specialized
applications.

e-OPF employs intelligent agents and
connectors to access records and forms from
specialized applications or databases.
Training records can be included using this
approach.

Support Federal Employees Compensation
Act (FECA) forms.

e-OPF supports FECA forms providing
evaluation and designation of benefits for
civilian employees disabled due to disease or
injury sustained while performing their duties.
Roles-based security ensures privacy for
individuals and access for authorized
supervisors or investigators.

EMPLOYEE AND SUPERVISOR SELF SERVICE

Self Service Need

e-OPF Capability

Support universal web access to electronic
forms and records.

e-OPF is available through standard web
browsers with Adobe Acrobat Reader as the
document viewer. No other third party
components are required. Records and forms
are presented as Adobe PDF files, a
universally supported document format.

Provide web-based access to e-OPF
components and folders; support government
furnished or government specified web sites
and portals.

e-OPF employs a component architecture that
readily supports inclusion in COTS portals and
other web site environments.

Print individual or selected records or entire
folder; print index of records.

e-OPF allows users to print the list of entries
in their folder as well as individual entries,
selected entries, or even the entire contents of
their e-OPF.

Support the ability to “paper clip” selected
records.

e-OPF supports “paper clips” where users
persistently group selected records for
retrieval and management.
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Self Service Need

e-OPF Capability

Automatically notify users via e-mail when
records are added to their folders.

e-OPF supports a wide range of event-based
notification including new records in their
folders or even when their folders are
accessed.

Save electronic copies to electronic media for
offline storage or personal use.

e-OPF supports the user’s ability to make
electronic copies of their own personnel
records. These records can be stored offline
or used locally. Users can print or download
selected records they might need for their own
use.

PERSONNEL FOLDER REVIEW

Folder Review Need

e-OPF Capability

Support universal web access for HR staff and
personnel specialists to update and maintain
electronic forms and records.

e-OPF is available through standard web
browsers with Adobe Acrobat Reader as the
document viewer. Other components required
for import, scan and annotation activities are
automatically downloaded to the HR Specialist
when needed. Records and forms are
presented as Adobe PDF files, a universally
supported document format.

Provide web-based access to e-OPF
components and folders; support government
furnished or government specified web sites
and portals.

e-OPF employs a component architecture that
readily supports inclusion in COTS portals and
other web site environments.

Retrieve electronic folders using a variety of
search and selection criteria.

e-OPF supports a wide range of search
capabilities. Records can be retrieved based
on index values stored in database tables:
SSN, organization, division, region, payroll
office, etc.

Add records or forms to e-OPF.

e-OPF provides tools for adding records and
forms to a user’s e-OPF. Scanned images or
data from other sources can be included.
Scanners require additional software, but
images that are delivered via e-mail or FAX
can be added directly using the import (Add
Document) capability.

Support annotations of unchangeable OPF
records. Support the ability to print records

e-OPF supports annotations — highlights or in-
line text — as overlays to unchangeable OPF
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Folder Review Need

e-OPF Capability

with or without annotations.

records. Records can be printed with or
without the annotation overlays. This
capability is available over the web.

Print individual or selected records or entire
folder or batches of folders; print index of
records or index of folders.

e-OPF allows supervisors, managers, and
investigators to print the list of folder entries,
the list of folders, individual records, selected
records, individual folders or a batch of
folders.

Support special flags on folders:
active/inactive, printed, sent-to-agency, etc.

e-OPF supports a variety of attributes and
flags on records and folders.

Support the ability of local administrators to
modify the Folder “sides” for future
requirements.

e-OPF supports the OPF metaphor for “right-
hand” and “left-hand” sides. Administrators
can extend or modify this metaphor for
specific agency uses.

Support specialized folders, e.g., Workers
Compensation, Mobility, Overseas.

e-OPF supports user defined folders to meet
specialized requirements of special records
that are not generally stored in the e-OPF.

Support e-OPFs for specialized workers.

e-OPF supports use of folders for temporary
or seasonal employees. These folders can be
established for short duration, printed, then
archived.

Support the use of COTS analytic tools.

e-OPF uses standard relational technology to
support the indexes for folders and records.
As a result, analytic tools — Cognos Query,
Discoverer, Crystal Reports, and Business
Objects — can be used to analyze e-OPF data.

Support HR process automation with
workflow.

e-OPF uses a leading workflow product to
automate both structured and ad hoc
procedures in human resources. Combined
with intelligent agents and connectors,
workflow integrated users with data and
records from multiple applications. E-OPF
supports user-defined and user-managed
business rules.

Manage workflow at the user and enterprise
level.

e-OPF Workflow supports workflow with
procedures defined for the enterprise, but
authorized users can change these
procedures where local practices differ. A
graphic workflow map is used to define and
change the automated procedure without
programmer intervention. Either way, an audit
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Folder Review Need

e-OPF Capability

of the steps in the process is maintained.

Automate notifications in HR processes.

e-OPF Workflow supports alerts for users at
all levels. For example, an HR review might
notify the supervisor and a manager when the
review reaches a certain stage or if the review
is behind schedule.

Maintain metrics for HR procedures.

e-OPF Workflow supports a wide range of
metrics including meantime to complete a step
or a process, number of activities in process,
etc.

SECURITY AND PRIVACY

Security & Privacy Need

e-OPF Capability

e-OPF must provide at least the same level of
security and confidentiality as afforded paper
records.

e-OPF supports a full range of security and
access control allowing administrators to
define and modify rules-based controls. With
these tools, e-OPF can provide security and
confidentiality equal to paper records.

e-OPF must support secure and control
access, data and records.

e-OPF provides for User ID and password
authentication. An administrator can control
the privileges of each user by group and
function.

Passwords and PINs must be administered
locally.

e-OPF supports local administration of
passwords and PINs. In addition, passwords
and PINs may be set to expire forcing
systematic changes.

Common Access Cards, CACs, must be
supported for user identification.

e-OPF can integrate CACs for user
identification and authentication through the
use of Public Key Infrastructure (PKI) and
Public Key Enabling (PKE) technologies.

Application activity logs must support
comprehensive system audits.

e-OPF supports logs for a wide range of
application activities including: access activity
by employees, supervisors, managers, and
investigators; record additions, changes, and
deletions; system events; hacking attempts;
and disclosure logs.
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SUPPORT CONNECTIONS WITH KEY HR SYSTEMS

Support HR Connections

e-OPF Capability

Support integration with existing ERP/HR
systems, specialized applications, and legacy
systems.

e-OPF employs intelligent agents and
connectors to access existing databases and
application interfaces. With these agents and
connectors, e-OPF could extract data or
update data in Peoplesoft, Oracle HR and
other government applications to
automatically generate records and data

Support the transfer of data and records
across agencies and to the National Records
Center.

e-OPF workflow will be utilized to transfer
eOPFs throughout an employees career.

EHRI REQUIREMENTS

EHRI Requirements

e-OPF Capability

e-OPF must be thoroughly documented.

e-OPF is documented through user manuals
and online help.

e-OPF must produce paper copies of all
records with the same content and format as
the original record. The paper copies must be
at least the same quality — resolution, paper,
ink — as the original.

e-OPF has the ability to print individual
records, selected records, complete folders,
and batches of folders. Copies are the same
quality as the original; users must furnish
printers and scanners that support the
appropriate quality level.

e-OPF must provide at least the same level of
security and confidentiality as afforded paper
records.

e-OPF employs passwords and PINs with
expiration rules, can support Common
Access Cards, and provides audit logs for
access and update. With these tools, e-OPF
can provide security and confidentiality equal
to paper records.

e-OPF must allow correction and removal of
erroneous records under strict authorization
and controls.

e-OPF supports roles-based security limiting
the individuals authorized to perform specific
functions like correction and removal of
erroneous records.

e-OPF must provide recopying, reformatting
and other maintenance necessary to ensure
that the records will be retained and useable
throughout the life of the Official Personnel
Folder.

e-OPF employs industry standard formats for
images and portable documents: TIF and
PDF. These COTS formats and tools are
sustainable for the long life of the Official
Personnel Folder.

e-OPF must identify information in a way that

e-OPF supports searches using extensive
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EHRI Requirements

e-OPF Capability

authorized users can retrieve and maintain the
required records.

criteria stored in a relational database.
Retrieval is restricted based on the user's
authority.

e-OPF must meet the requirements set forth
by the National Archives and Records
Administration (NARA) for electronic records.

e-OPF satisfies this requirement by allowing
permanent electronic archival of employee
personnel records.

e-OPF must meet the requirements set forth
by the Office of Management and Budget
(OMB) for electronic government.

e-OPF, in general, meets OMB’s guidance for
electronic government including the standards
for security and architecture. In specific, e-
OPF is an example of best practices for
electronic HR.

FEDERAL ENTERPRISE ARCHITECTURE / TECHNICAL REQUIREMENTS

Technical Requirements

e-OPF Capability

Support the Federal Enterprise Architecture
approach for a component-based architecture.

e-OPF is built on a COTS platform for process
automation and information integration. This
platform uses a component-based
architecture consistent with the approach in
the Federal Enterprise Architecture.

Support the Microsoft web-services.

e-OPF supports the Microsoft architecture and
is migrating to the .NET web services model.

Employ relational database technology.

e-OPF relies on relational databases for all
the indexes and access rules.

Support document management and
archiving.

e-OPF relies on document management and
document archiving for managing images,
forms and other documents.

Support electronic records management
capability.

e-OPF satisfies this requirement by allowing
permanent electronic archival of employee
personnel records.

ROI ANALYSIS

EHRI has conducted a thorough analysis of the costs and benefits of eOPF to each
agency. The results reveal a strong value proposition for the entire Federal Government.
Our ROI model quantifies the time and cost savings of the EHRI solution over ten years
and the corresponding outlays over the same ten-year period.
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The EHRI ROI Model reflects benefits gained primarily by achieving a paperless OffICIal
Personnel Folder (OPF) for all agency employees. As such, OPM’s benefits analysis
ties closely to EHRI's electronic Official Personnel Folder (eOPF) product offering, which
is an electronic format of the OPF forms coupled with automated workflow processing.

In order to establish a standard approach to the ROI analysis for all agencies, the EHRI
ROI model uses assumptions based on government benchmarks and studies conducted
by OPM and other federal agencies. While OPM feels this analysis is comprehensive,
costs and benefits for specific agencies may differ based on the current level of
efficiencies in the HR organization and the degree to which EHRI services are
embraced.

Table 1 below shows the overall costs, benefits, ROI, and payback period associated
with Department of Interior (DOI) implementing the eOPF solution.

Estimated EHRI ROI
Stats at a Glance
First Year Investment $4,907,158
Number of folders 68,446
10-year cost $19,585,098
10-year benefits $49,283,111
10-year net benefits $29,698,013
ROI 152%
Payback Period (years) 0.82

Table 1 — Overall ROI statistics

Benefits

In order to quantify the benefits of EHRI, OPM evaluated a number of impact areas
including the cost to retrieve and file OPFs, OPF printing and copying costs, mailing
cost, storage cost, notification to employees of personnel actions, rebuilding of lost and
misplaced folders, inputting data due to employee transfers, and disaster recovery costs.
Table 2 below shows the annual monetary value (prior to time-value discounting) of the
benefits in each of these categories.

Benefit Annual Value

Agency Folder Storage $106,091
NARA Folder Storage $1,677
Folder Retrival $3,365,470
Folder Filing $419,861
Personnel Action Copies $266,939
Interagency Folder Postage $85,558
Internal Folder Postage $8,214
Personnel Action Notification $650,867
Folder Rebuilding $69,977
Employee Transfer Data Input $104,188
Folder Disaster Recovery $458,588
$5,537,429
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Table 2 — Annual Benefits

The monetary value of the benefits was determined based on the materials and
equipment needed to support the activity itself and the time for and cost of staff to
support the activity. Notably, the agency cost to retrieve OPFs was the highest impact
area, and when automated through eOPF represents 57% of the quantified benefits.

It is also worthwhile to note that many of the “soft” benefits associated with the eOPF
software have not been quantified for the purposes of this CBA. This has the affect of
creating a conservative and very defensible ROI estimate. Soft benefits not quantified in
this analysis include:

1. eOPF has the potential to enable employee self-service to their eOPFs.
Employees will be able to access their eOPF at any time from the office, home or
any location with Internet access. Employees can receive notification via email
upon any new action being filed into their folder, which should virtually eliminate
the volume of manual tasks associated with distributing paper SF-50s.
Employees can maintain their own e-mail and emergency contact information. In
addition, eOPF has a self-service password reset capability. These self-service
features increase employee satisfaction and dramatically reduce demands on HR
Specialists.

2. Capabilities of the EHRI eOPF application, particularly the workflow component,
enable process efficiencies for agency-unique scenarios and significant potential
cost reductions.

3. By subscribing to EHRI services, agencies gain influence and insight into EHRI's
future technology and policy direction. One example of this benefit is
participation in the prioritization of functional enhancements to EHRI products
through the eOPF Users Group.

4. EHRI is targeting integration with GSA's e-Authenticate by the end of FY07. The
initial implementation is expected to enable Government employee authentication
through a single EHRI sign-on.

5. EHRI secures and audits all access to an employee’s eOPF by anyone other
than the employee. This ensures privacy, helps prevent identity theft, and helps
with union adoption.

6. EHRI customers gain benefit from a single, centralized and secure hosting site.
The agency's typically frustrating, lengthy and costly Certification and
Accreditation (C&A) process is avoided and completed by EHRI one time, with
only minor security accreditation updates required when new agencies come on
board.

7. EHRI customers gain benefit from a single, centralized help desk for all EHRI
tools.

8. EHRI customers can claim active participation in the Presidents Management
Agenda (PMA).

9. EHRI customers will not have to justify yearly budget requests to OMB for EHRI
services and maintenance with respect to overall HR IT initiatives.
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10. EHRI eOPF customers automatically comply with OPM's Guide to Personnel
Recordkeeping. Therefore, the agency will not have to obtain OPM's
approval/waiver to use an alternate electronic OPF system.

11.

12.

13.

Costs

DOl’s first three years outlays or initial investment is broken out as described in Table 3
below.

Backfile conversion, the imaging of existing paper OPFs, is represented as 39% of the
agency'’s initial investment, as displayed in Chart 1 below. The estimated backfile
conversion assumes a cost of $.36 per image and 175 images per folder. As part of the
implementation activities, OPM will work with the agency to determine backfile

EHRI eOPF customers automatically comply with NARA's guidelines on the
format and quality for electronic documents.

EHRI customers automatically comply with system accessibility standards
stipulated in Section 508 of the Rehabilitation Act.

Depending on how the agency performs backfile conversion, the electronic
folders will stay “cleaner”, with many less unnecessary documents being
scanned and loaded on a continuous basis. This will all but eliminate the need,
and time required, to purge an eOPF.

Estimated Initial Investment

Year 1 Year 2 Year 3
Assessment $75,000 $0 $0
Implementation $450,000] $225,000] $225,000
Licenses $1,368,920 $0 $0
Maintenance $1,540,035| $1,540,035| $1,540,035
Backfile Conversion $1,473,203| $1,473,203| $1,473,203
Total Agency Cost $4,907,158| $3,238,238| $3,238,238

conversion strategy that best suites their business.

Table 3 — Initial Investment
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Initial Investment

Implementation
Assessment 8%

1%

Licenses
Backfile 12%
Conversion

39%

Maintenance
40%

CHART 1-PIE CHART OF FIRST YEAR COSTS

The costs provided here are intended to be a Rough Order of Magnitude (ROM)
estimate and represent an approximate cost range for selected EHRI services. The
labor hours included in these estimates are based on a time and materials contract.

eOPF Assessment and Implementation Estimate Assumptions

¢ The agency will staff a project team/teams that will be able to follow project schedule
without delay; delays in the project schedule can lead to an increase of the overall
timeline and/or cost

¢ A core Steering Committee would be formed to coordinate within the agency. The
charter for this group would include decisions made on behalf of the agency’s
departments to allow efficient decision making for implementation decisions.

¢ This estimate includes a single interface for SF 50 feeds.

eOPF Backfile Conversion Estimate Assumptions

¢ Assumes 175 images per employee folder and 68,446 folders. Significant deviations
from these metrics have the potential to create cost overruns.

¢ This estimate does not include the re-assembly of paper OPFs. Normal processing
consists of binding the left and right sides with rubber bands and leaving the bar-
coded document separator sheets interspersed within the original pages.

Payback Period and ROI

Table 4 below shows the agency’s yearly cost (outlays) and yearly benefits over a ten-
year period. (Note: all numbers use a 2.8% 10 year OMB real discount rate to reflect
present value of dollars.)
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Year 1 Year 2 Year 3 Year 4 Year 5
Yearly Outlays $4,907,158 $3,150,037 $3,064,238 $1,389,240 $1,324,373
Yearly Benefits $5,954,360 $5,243,528 $5,207,503 $5,081,416 $4,958,333
Year 6 Year 7 Year 8 Year 9 Year 10
Yearly Outlays $1,262,534 $1,203,583 $1,147,385 $1,093,811 $1,042,738
Yearly Benefits $4,823,281 $4,691,908 $4,564,113 $4,439,799 $4,318,870
Table 4 — Yearly Costs and Benefits
Table 5 below shows the agency’s cumulative cost (outlays) and cumulative benefits
over a ten-year period and calculates the Net Benefits at the end of the ten years.
(Note: all numbers use a 2.8% 1- year OMB real discount rate to reflect Present Value of
dollars.) With 10 year cumulative outlays of approximately $19.6M and 10 year
cumulative benefits of approximately $49.3M we can derive a net benefit of
approximately $29.7M and an ROI of 152% (ROI = (Benefits — Outlays)/Outlays).
Year 1 Year 2 Year 3 Year 4 Year 5
Cumulative Outlays $4,907,158 $8,057,195 $11,121,433 | $12,510,673 $13,835,046
Cumulative Benefits $5,954,360 $11,197,887 $16,405,391 | $21,486,806 $26,445,140
Year 6 Year 7 Year 8 Year 9 Year 10
Cumulative Outlays $15,097,581 $16,301,164 $17,448,549 | $18,542,360 $19,585,098
Cumulative Benefits $31,268,421 $35,960,329 $40,524,442 |  $44,964,241 $49,283,111
Net
Benefits $29,698,013

Table 5 — Cumulative Yearly Costs and Benefits

Chart 2 below depicts graphically the timeline in which the agency will achieve an ROI
estimated at 152% and a rapid payback period of .82 years.
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Payback Period
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CHART 2 - PAYBACK PERIOD

WHY EHRI VS. GO ALONE?

Central governance and process standardization

0 Operational Center of Excellence

EHRI has built an effective PMO organization that is experienced not
only in eOPF operations and execution, but also is familiar with cross-
over requirements and functionality with other agency-wide eGov
initiatives such as EOD, ePayroll, and RSM.

EHRI has recognition as the centralized source for the eOPF system
for Executive Branches. This places EHRI in the center of numerous
HR initiatives and allows EHRI to influence the direction and course of
these initiatives to best benefit the goals of EHRI and a standardized
eOPF system.

EHRI has created an advisory council and user group that enables
EHRI to coordinate and leverage cross-agency input to maintain a
consolidated eOPF roadmap to include: system enhancements,
upgrades and overall operations that will benefit all partner agencies.
This will result in continuous improvement of the EHRI eOPF system.

Avoidance of redundant and conflicting processes and end-user experience

o0 EHRI has initiated best practices which will allow all partner agencies to
provide the same options for system use/functionality to their employees
whether they are active at one agency, transfer to another agency, or retire or
separate. With centrally engineered processes, employee access and options
surrounding their eOPF files can be standardized.
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o0 EHRI is already developing government wide standards in areas such as
electronic personnel record keeping and HR standards and operational

guidelines.
= backfile conversion requirements (scanning and indexing of paper
folders)

= eOPF implementation guidelines: resources, timelines, data elements
(file layouts and indexing), etc.
= disposition guidance for paper OPF
= revised recordkeeping guidance
= electronic transfer standards
o EHRI's standards support OPM’s Retirement Systems Modernization
initiative
o0 EHRI supports improving the timeliness of the Clearance process
o EHRI facilitates the electronic transfer of Federal human resources data
associated with Federal agency personnel transfers
o0 EHRI provides centralized system hosting and operations for eOPF
» information security certification and accreditation and recurring
security audits
» interfaces with all eOPF customers and data providers
= organizational readiness and training for end users and technical and
functional support staff
= system support including operation of a help desk/call center
» EHRI is shouldering substantial fixed costs that result in overall
agency shared savings in areas such as hosting and hardware
procurement

Avoidance of duplicative costs government wide

o0 Economies of scale achieved through the use of EHRI for the entire
government.

0 Avoidance of duplicative costs and redundant organizational distraction —
EHRI is a center of excellence for paper OPF conversion and eOPF hosting.

o0 EHRI has conducted competitive vendor sourcing and selection for it's eOPF
system/services.

o EHRI is taking advantage of pricing discounts from vendors and service
providers based on current and expected growth in the EHRI program.

0 Agencies going alone will face unknown costs to create an interface to
address the process of transferring, retiring, or separating employees from an
agency not involved with EHRI.

0 Agencies going alone will also be faced with the time consuming and
expensive task of creating and evaluating requests for information, requests
for quotes, and/or requests for proposals.

0 Agencies going alone will have duplicative infrastructure and development
costs.

0 Agencies going alone will increase the overall cost for EHRI agencies
because we loose the additional buying power they bring and other interfaces
to these systems will have to be developed by EHRI and/or the other
agencies to transfer data/records.
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CONCLUSION

Through its eOPF products, services and governance structure, EHRI believes it is able
to provide the best overall value proposition not only to the agency but to the federal
government as a whole. EHRI can provide all of their required services for conversion
to the Electronic Official Personnel Folder, as well as provide a number of strategic
benefits that other agencies or commercial contractors are unable to provide. EHRI

provides:

e direct compliance with the President’'s Management Agenda;

¢ an expedited implementation based on work processes tailored to the electronic
conversion of Government employees’ paper personnel folders;

e astreamlined contracting process saving time and money;

e standards that support OPM'’s Retirement Systems Modernization initiative;
the electronic transfer of Federal human resources data associated with Federal

agency personnel transfers; and

e compliance with the HR Line of Business requirements.

EHRI CONTACT INFORMATION

Contact

Debra Chiles, EHRI Deputy Program Manager

Contact Phone Number

202-606-1553 or 202-359-8304 (cell)

Contact Email Address

Debra.Chiles@opm.gov
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